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THEOROTICAL BACKGROUND OF THE STUDY

k) MEANING & CHARACTERISTING OF LABOUR i

MEANING :~-

The term *Labour' is uged differently. In economics,
any work, whether manual or mentael, vhich is undertsken for a
monetary consideration is called labour. In the discussion of
labour problems the term ‘Labour!, *‘Labourer’, ‘Worker', '
Workmen' and 'Empleyee’ are practically synenymeus mesning
theredby wage lsbour which may be defined as workers who de net
have any other ‘adequate' source of livilihood except the sale
of their labour power ( i.e. capacity of werk either physically
or mentslly ) in return fer which they get wages ( including
salaries ). The woerd sdecuste implies that a major part er say
more thsn half of the income, money as well as the real, of the
worker or workers concerned is derived from wages. Thug the
term labour teday includes werkers both ef hand and head whe werk
for ether fer a given payment in cash er kind. Therefere,
highly trained er skilled, technicians, supervisers, clerical
and salaried staff are as much a part ef labour as the unskilled
or semi.skilled manual workers., Sometimes the term labeur is
used in very bread sense which includes hougewives, children,
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old persons etc., as it is treated as werking rorce ; PSSO
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mental which is undertsken for a monetary consideration is
called labour. "

According te S. E. Themas * lgbeur consists ef all
human efferts of body er ef mind, which is undertaken in the

exception of reward. "

Lgbour, however, is different from ether facters ef
preductioen and has get certain characteristics which has get
certain charascteristics which give rise te varieus lsbeur
preblems in all countries, Labour is living thing and that
mekes all the difference.

As a facter ef preduction lghour is the most impertant asnd
utilization ef ether facters largely depend on the preper
utilization of time and eneggy eun the part ef the werkers. The
werkers have their ewn attributes snd aspiratien which 1is
handled properly, lead te the success ef industrial work end
grovth of the econemy. Besgides lsbeur is ne mere an unergasnised
mass of ignerant workers ready te ebey the dictates ef empleyer.
Teday the trade uniens eof werkers have increased the strength ef

workers,

Thus, it 1s clear that lsbeur is a majer facter of
preduction snd its great rele csn net be denied. Today a
greater interest 1s being tsken in the study ef labeur and its
problems by state agencles, empleyers and all other concerned with
it. New, lsbhour education i.e. training and research in
problems pertaining te lshours can previde a cemmon platform

for trade uniens and universities,



Labour preblems arise when persens sell their
services for a wage and werk as directed on the premises of an
empleyer. Therefore, the term labour as is generally used
refers either te these persons whe live by selling thelr services

directly te empleyers.

Seurce : Econemics of Lsbour and Secisl Welfare -

Dr. T. N, Bhageliwal.

Classification of Labeur s

Lsbour 1s a fascter of preductien. It is a living

thing and it makes differences. It has certain characteristics

vhich distinguish the lsbour froem ether facters of preduction.

1) Labour is inseperable frem the persen. Therefere,

envirenment in which lsbeur has te werk is ef utmest censequence.

2) The worker sell his werk enly, but himself remains

his ewn property. Therefere, werker's training snd efficiency

are of great impertance.

38) When a persen sells his services, he has te
present himself vwhere they are delivered. Therefere, envircnment
in which the lsbeur werk 1s ef great impertsnce in the supply ef

lgbeur.

4) TLgbour is a perishsble thing. The lgbeur csn net

be stered up. It has ne reserve price. Se werkers caon net
offerd to walt, se they have weak bargsining pewer as compared

te empleyer.



5) Rapid adjustment ef the supply ef lsbour to its
demand is noet pessidble. Te increase the supply wage must rise.

6) Labour is not se mebile as capital. The change
in enviernment, language, custems etc, at different plsces are
the difficulties te the movement ef werkers from amg ene place
te another. S0 werkers prefer to remain at heme rsther than

moeving from place te plasce.

7) Lgbeur is net only the factor ef preduction, dbut
alse the ultimate end of preduction. Se, economic preblems of
labeur, standard of living and peverty censtitute impertant
subject of labour ecenemics.

8) Labour being a human factor, net only ecenemic
but meral, secial and other consgiderations having a bearing ef
humsn being have alse to be taken in te acceunt in discussion ef

1shour predblems.
Seurce ¢ Labour preblems and Secial Welfsre - R. C. Saxenae

B) DEFINITICN OF SEASON

* Season ' means the peried er perieds each year during
wvhich sugarcane 1s erushed and sugar is manufactured, and
! Off season ' means the period of each year other than the

Definitien ef Seasonal Empleyees er Werkers s

" Seasonal empleyee " means an empleyee who 1s appeinted
by the Managing Direeter to do seasonal work mainly and / er



also for the period necessary for cleaning and overhamling
either before and / or sfter the season, ™

But provided that the period of cleaning and overhauling,

4{s not more than one months before or after the season.

® A seasonal worker is a person who, for more than half
of the total number of days on which he actually worked during

the year; worked as a seasonal worker. ®

Seasonal employee means any DPerson who is employegd
for hire or reward to do any work for more than half of the total
number of days on which he actually worked during the year,
whoge work 1s skilled or unskilled, manual or clerical in a
scheduled employment in respect of which minimum rates of wage
have been fixed.

Bombay Industrial Relationg Act, 1946 Definition je

#* Seasonal worker means a worker who is appointed to 4o
seasonal work mainly and / or slso for the period necessary to
meet the exigencies of work either before or / snd after the
season and discharged after such work is finighed. "

Source : ( Standing order as settled by Dy. Commlssioner of

Labour, Poona. )

c) CLASSIFICATION OF EMPLOYERS

The employees are generally classified as under -
1. Permanent employees.
2+ Seasonal employees.



3. Probationers.

4., Temporary employees
5. Casual employees.

6. Apprentices

7. Substitutese

1. Permasnent Employees ;-

" Permanent employees ¥ means an employee who

hasg been appointed as such in writing by the Managing Director
and includes an employee who has completed a probationery period
of three months and / or vhose appointment has been fonfirmed in
writing by the Managing Director. However, probationery period
may be extended by Managing Director in writing, for reason to
be recorded, by a further period of three months only, before

or at the end of which the employee concerned shall be confirmed,

reverted or senty away.

Explanation i~ Any employee employed continuously for
three consequetive seasons, 1f he 1s a seasonal employee and in
other cases employed continuously for not less than six months,
ghall be deemed to be a permanent employee.

2. Seasonal Rmpleyee t=

The seasongl worker is one who usually work when

factory production 1s rumning.

3. Prob atimery_:-

An employee who 1s provisionally aeppointed in
writing by the Managing Director to fill a permanent vacaney



and hasg not been made permanent.
4. Temporary Employee 3=

An employee who has been appointed in writing by
Managing Director for a limited period for work which is of an
essentiaglly temporary nature.

5. Casual employee 3=
An employee who has been aprointed for work which
Ni is of sn occassional nature.

6. Apprentice -

An employee taken up as such in writing by the
Managing Director and who 1s s learner, and is paid an allowance
during the period of his training without any obligation or the
part of the undertsking to employ him in the service of undertaking
on the conclusion of his peiliod of apprenticeship.

7 . Sub 3t1 tute S 3=

An employee appointed in writing by the Managing
Director in the post of a permanent or seasonal or a probationer

who is temporarily sbsent.

D) RECRUITMENT OF LABOUR ¢

The ultimate success of any undertsking depends up on
the method of recruitment. If the workers in any undertaking are
not recruited properly, most of them are likely to dbe found

inefficient and often quite unfit forthe job allocated to them.



It will hinder production means there will be subetantlal loss
to total output. If proper man for proper job is not reecruited,
it results in gbsenteelism and lsbour turnover. It is, therefore,
highly desirable that scientific prineiples of lapour administrae
tion and labour msnagement should be aprlied in recruitment of

workers in varioug units.

According to S. N. Mehrotra, recruitment is a second
step in the total staffing process that beginsg with the detere
mination of manpower recuirements of the organisation. The
recruitment 1s the process of searching for prospective employees.
The nature of problems that a management faces in recruiting the
manpowver they need, varies from industry to industry, umit to unit
and time to time. The methods and palicies of recruitment play
vital role in labour administration.

Sources of Supply of Labour :e

Generally speasking there are mainly two sources of

labour supply i.e. internal and external. Internal source of
supply of labour refers to recruitment of lgbour from within the
organi sation through implementation of palicles of transfers snd
promotions. Sometimes the recommendation of friends and relatives,
by employees snd former employee who left the organisation. The
external sources of lgbour supply, are those from within Direct
application in person or by mail, labour organisations, educational
1ustitutims. advertising and employment sgencles constitute,

these outside sources of labour supplye.



Internal Reeruitment e

It hgs the advantage of conservation of the existing
manpower by stimalation for promotion ahd transfer. It increases
the morale of employees.

1) Promotion 3=

A promotion system is a most valuable adjunct to
any personnel policy provided. It can be worked out on sound
basis. A definite snd sound policy of promotion which is defined
as " a movement to a position in which respongibilities are
increased along with rise in prestige as well as earnings, but
not invariably involves a number of procedures, like a measure
of a relative significance of the jod analysls, deseription and
elagsification of the jobs, notification of vacancles within
the orgenisation, measurement of individuals to rank seeking
promotion, and devising a training scheme to prepare either
potential or selected cendidates for specified jobs.

Merit and seniority are the two formal bases of promo-
tion decision. Generally, personnel management prefers merit as
determined by job performence and by analysis of employee potential
for development. The performeance appralsed is a complicated

task that deserve seperate treatment from different angles.

2) Transfer =
The transfer refers to horizontal movement of an
employee within the organisation. It may be defined as a change
in job vhere the new job is substantially equal to the old in

terms of pay, status and responsibities. The transfers are



thus either for the convenience of the mahagement or for the
convenience of the employee. Both the types of transfer may be
either temporary or permsnent. The temporary transfers for the
convenience of management arise due to shifts in the workload,
abgentism or leave. On the other hand, permanent transfers are
due to shifts in the workload. The ill<health, accident, family
congiderations cause transfer of temporary as well as permanent
nature for the convenience of employees depending on the period

concerned.,
External Recruitment ;=

The sources of egternal supply of labour are as under =

1) Application -
Application received directly or by maill constitute

and importasnt source of extermal recruitment. In both the cases

careful =a scerutiny is necessary.

2) Lsbour Union se

It 13 also an important source of recruitment,
particularly in the case of firms having closed shop relationship.

3) Educational Institutions s:-

The colleges, universities, vocational and professi-
onal ingtitutes are providing the opportunities to the management
to select prospective employees.

4) Advertisement :-
Many entpeprises make the use of this source. With

the help of advertisement in news-papers applications are



invited and then proper candidates are selected dy aprlying

some tests and examinations.

Reeruitment in various Industries :-

Generally direct recpuitment method is followed by
many factories in the State of Msharashtra, Tamll Nadu, Punjab,
Bihar and Orissa. The general procedure of direct recruitment
is exhibition of a notice at the factory gate that so much labour
is recuired. Then Manager or Labour Officer himself selects the
necessary labour. Sometimes the new or fresh recruitment is
bdbrought to the notice of workers, who advertise it among their
friends and relatives. A large number of peOple gather to the
gate on the date on vhich they are called. However, these
methods are useful to secure unskilled lsbour.

Recruitment of Labour in Sugar Industrz ge

In sugar factories all workers except a few technicians

and supervisors are discharged at the end of season, and at
the beginning of next season, they are notified and are recruited.

Recruitment of Seasonal Workers in Sugar Factory se

Generally a post of the lagbour force in sugar factory

is recruited directly. Under this system selection of proper

perstns becOme necessary. The worker is made from the persons
who are present at the fazctory gate, by the factory msnager or
Labour Officer. This method of recruitment is useful for the

employment of unskilled seasonal workers.



For the recruitment of skilled and semie~skilled workers,

promotion method becomes useful. Applications are invited from
the skilled workers and direct selection is made after conducting
some trade tests of necessary. The recruitment throggh

advertisement is restricted to clerical cadre.

Sources of Recruitment of Seasonal Workers s

1) Direect hiring -
The sugar industry can attract the number of

people because of its wages, facilitles and working conditions.

Therefore, from the people who come to the door for secking

employment a few of them may be selected and recruited.

2) PFriends & Relatives of Workers i

The employees of the factory may recommend their
friends and relatives, 30 this 1s gls0 a source of recruitment.

8) Advertisement in News Papers :-

It is commonly used source of reeruitment. The
sugar factory publishes the advertisement through newspapers,
giving detalls regarding jobs, likely duties and responsibilities,
job specification etc, and aprlications are invited from eligible
candidates. Afterward applying some tests and interviews, proper

persons are selected.

In sugar factories, recruiltment is made directly. As
well as internal and extermal source of recruitment are also used.

Source : 1) Dre T. N. Bhagolival « Economics of Labour and
Social ﬁelfare.

2) R. C. Saxena « Labour Problems & Social Welfare.



Recruitment of Seagsonal Workers in Balasahed Desal
s-s.xo Ltdoz leatngard ’

In this sugar factory, all workers except a few
technicians and supervisors are discharged at the end of season
and next year when season starts agaln, they are informed and
recruited it they remain present on the appointed date.
Generally thig factory starts its crushing in the month of
October in each year snd its ecrushing ends in the month of April
or May. Hence, the working period of these seastnal workers is
of only 6 to 7 months.,

Generslly, a part of the labour force is recruited
directly. Under this method, selection is made from amongst the
persons who present at the factory gate, by the Managing Director
or Labour Officer.

The following prescribed notification already adopted
by the factory for recruitment of seasonal workerse.

% Notification only for seasonal Workers "

The sugarcane crusghing season 198687 is going to be
started probably in the second week of October. The seasonal
workers, who are discontinued from their duties, are hereby in-
fromed that they should give their information i.e. name, address,
previous post snd department in the time office upto 1.10.86 in
person.

The seasonal workeers who fall to report themselves in
time office in Karkhana snd fail to report to their duties back



before a day or msable to report before a day, should give
satisfactory reason within gseven days or it will be consgidered
that they have left their work and we reserve the right to
appoint a new worker in place of them aid not a single complaint
against 1t will be considered, please take a note of it.

The sbove notification pudblished in loeal newspaper
ig only for the old seasonal workers who are to dbe recruited

again.

6) Training & induction of Labour 3=~

Importance of Training in Sugar Industry :
After the selection, placement Of employees,

training to handle the job and meet the requirement of job is

necegsary. For effective wvork habits, to avold waste, accidents
and to improve the gquality of product, traiping is essential.
For the healthy industrial relations to inerease the confidence
of worker training is required.

Induction 3=

Indugetion means that a new worker is made famllar
with the organisation which he ‘Joins. An employee begins new
life and needs to know the organisation, its objectives, |
functioning, comditions of work, rules of behaviour, worker's

rights and obligations, welfare facilities etc.

Induetion programmes for all categories of workers
are very useful.



Need for Training i

The need for training can dbe clear from the following
pointg.

1) To inecrease productivity s-
The training can help the employee to increase
thelr level of performsnce vhich leads to increase, in productie.
vity and increase in profits.

2) To improve quality :-
Well trained workers are less likely to maks
operational mistakes. Therefore, quality of product can be

increasede.

8) To improve organisational climate ;-
An endless chain of posgitive relations results

from a Vell-planed training programme.

4) To improve health and safety :-

Proper training can help to privent accidents. A
safer vork environment leads to more suitable mental attitudes
on the part of employees.

5) DPrevention of obsolescence s-
Training and development fosters the initiative

and creativity of employees and help to privent manpower odsolescenc
which may be due to age, motivation or the inability of a person.

6) Personal growth :=

Training helps to employees for their personal
development by educational experiences.



TRAINING FOR DIFFERENT EMPLOYEES 3

Unsgkilled Workers s-

These vorkers require training in improved methods of
handling machines and materials to reduce the cost of production
and to do the job in the most economical manner. Such employees
are given training on the job itself. The training period
ranges from 3 to 6 weeks.

Semi-skilled Workers s

There workers require training to cope with the reéuiro-
ments of an industry arising out of the adoption of mechanisation,
rationalisation and technical process. These employees are given
training either in their own sections or departments. The

training period ranges from some hours to week.

Sk#lled Workers se

These workers are given training through the system of
apprenticeship, which varies in duration from a year to three
yearse

Other Employees s-

The employees like typists, stenographers, clerks etc.
need training in their particular fields, dbut such training is
usually outdde the industry.



TRAIXING METHODS / TECHNIQUES

The forms and types of employee training methods are
inter-related. It 1s difficult to say that a particular method
is of more use than the other. The following are the methods
mostly used for training of employees.

(1) On - the - job training i-

Under this method, an employee 1s placed in a new job
and 1is told hov it may be performed. The employees are cOached
and instrugted by sktlled cOswoOrkers, by supervisors, by the
special training instructors. They learn the job by persmal

observation and practice. It is leaming by doing. The following

are the methods of on-jobetraining -
1. Coaching or mder study method.
2. Job Rotation method.
3. Special assignment method.

Merits

1) Trainee learns on the actual equipment in use and
in the true enviornment.

2) It is highly economical.

3) Tralnee learns the rules, regulations and

procedures by observing thelr dayetoeday application.

4) It is most appropriate for teaching the knowledge
md skill s.
Demerits s

1) Highly disorgaenised instruction
2) Laek of motivation on the part of trainees.



(2) Job - Instruction Training :-
This method requires skilled trainers, extensive job
anelysis, training schedules, and prior assessment of the

trainee's job knowledge. It involves four steps - process.

(3) Veshbule Training s=

It 1s a elass=room training which 15 often imparted
with the help of the equipment and machines which are identical
with those in the place of work. The therotical training is
given in the class-room, while the practical work is conducted

on the production line.

Merlts :

1) As training is given in seperate room, distractions
are minimised.

2) Trained instructors can be more effectively utilised.

é) The correct method can be taught without interrup-
ting production.

Demerits s

1) The spliting of responsibilities leads to
organisational problems.

2) An addittonal investment in eq_uipment is necessary.

3) The training situstion is somewhat artifical.

(4) Demonstration and Examples =

In the demongtration method, the trainer describes and
displays something while teaching the trainees and by going

through a step-by=-step explanation of 'why' and ‘what' he is
doing.



Demonstrations are very effective in teaching because

it is much easier to show a person how to do a job.

Teaching by example is effective in mechanical opera-
tions, for job duties and respomsibilities, for informal group

standardse
(s) Sirulation ;.

Simulation 12 a technigue which duplicates the actusal
conditions encountered on a job. This simulation technioues
have been must widely used in the seronautical industry. Trainee
interest and employee motivation are both high in simulation
exercises because the action of a trailnee closely duplicate real
Job conditiong. However, it is very expensive technigue of
training.

( 6) Apprenticeship -

For training in crafts, trades and in techniesl sreas
apprenticeship training is the oldest and most commonly usged
method. The field in which this type of treilning is offered are
numerous and range from the job of a draughtsman, a mechinists,

a printer, a tooemgker, a mechanic etc. A major part of training
time is spent onethe-job productive work. Each apprentice is
given a programme of assignments according to a pre-determined
schedule, which provides for efficient training.

Merits

1) A skilled work force is maintained.

2) Immediate returns can be mgt expected from training.
3) The workmsnship is good.



4) The hiring cost is lower.
5) The loyalty of employees is increased.

(7) Classeroom or Off-the-job training s-

Under this method training is given in the company
clagseroom or in universities, but not enthe job. This method
conglst of -

1) Lectures.

2) Conferences

3) Group discussions

4) Case studies

5) Role - playing

6) Programme instructions

7) T « Group training.

Source § Personnel Management - C. B. Mamoria.

TRAINING FOR SEASONAL WORKERS IN BALASAHEB DESAI
S.5.K., LTD., DAWAGAR 4

After the selection and recruitment of workers,
training 1s necessary to them. The sugar factory has not adopted
a continuous procedure of training. Only induction training is
given for increasing the knowledge and skill of workers for doing
a certain work. In this factory practical knowledge of vwork is
glven on the job to seasonal workers. Nobody is sent for special
X training except a few technical workers, to other mstitutgs.
The seasonsl workers are provided practical knowledge of their
work through engineers, foremen and A grade fitters. Some of

them are spent to seminars, workshops and small courses



during the period of off seasom.

GCenerally, those workers engaged in production
department are sent to seminars or small coursges. The employees
working in agriculture department are sent for training in

Padegaon Sugarcane Research Centre.
7) WAGES:

Wages of Seagonal Workers in Sugar Industry se

Definition of Wages 1=

Wages means the remuneration pald for the services
of 1lsbour in production. They are the payments made by the
employers for the efforts put in by the workers in production.
These wages do not include such things as travelling sllowances,
employer's contribution to the provident fund, gratuities paysble
on discharge or the value of any housing accommodation or welfare

services rendered to the workers by the employers.

In the broader sense wages means any economic compensae
tion paid to the working people by the employer under sOme
contract for the services rendered by them. They thus include

family allowances, relief pay, financisl support and other
benefits.

But in narrow senise wages are the price paid for the
services of labour in the process of production and include only

the performance wages.

Other Definitions =

1) Workmen's compensation Act, 1928 (Sec.2.m) " Wages



® Wages for leave period, holiday pay, over time pay,

bonus, attendsnce and good conduct bonus form past of wages. "

2) Under minimum Wages Act, 1948 (Sec. 2(M) ) ¢+

" Wages means all remuneration capable of being expre-
sged in terms of money which would, if the terms of the contract
of employment express or implied were fulfilled, be payable to a
person employed in respect of his employment or of work done in
such employment of and includes house rent allowance but does
not include 1) The value of a) any house accommodation, supply
of light, water, medical attendance etee. b) any other amenity or
any service excluded by general or speclial order of the appropriate
government, -

2) any centribution paid by the employer to any person
and/or provident fund or under any scheme of social insurance.

8) =any travelling allowance,

4) any sum pald to the persons employed to defray
special x expenses entitled on him by the nature of his employment.

5) any gratulty paysble on discharge.

CLASSIFICATION OF WAGES

a) Minimum wages
b) Palr wages
e) living wages.

a) Minimum Wages 3=

It 15 the wageg which cover bare necessaries of life
i.e. food, shelter, clothing.

b) Falr Wages =




_ In this connection the committee (CFW) said that the
lower 1imit of the falr vages is the minimum wages, the upper
1imit is equally set by what may broadly be called the capactity
of the industry to pay. Between these two limits the actual wages
will depend up on the consideration of such factors like =
(a) productivity of labour, (B) the prevailing rates of wages in
similar occupation in same or neighbouring localities (¢) the
level of national income (d) the place of industry in national

economy.

e) LIVING WAGES 3 =
It 1s difficult to define living wages. However, the

living wage depends on standard of living and standard of living
differs from man to man and place t0 place. Therefore, the
amount of living wages in terms of mgney will vary from trade to

trade and place to place.

Wages include all payments made to the workers. They
refer to the payment made in cash as Well as in kind. The
various components of average total earnings of worker are as
under -

i) Basic earnings

11) Dearness allowance

i1$1) Overtime payments
iv) Bonus

Methods of Payments se

There are fifferent methods of wage payments. The

seasonsl workers in co-operative sugar factory may be paid



by Time wages method, The Time wages means a definite sum 1is
paid for fixed period of time i.e. per hour, per day, per veek
or per month. This method of wage found in such industries
where cuality of the product is extreemly important i.e. speed
of production 1s beyond the centrol or energy of worker.

Under this time wage method the workers do the job
gslovly and efficlently and hig income is likely to be more regular.
The employer pay such a wage when the work can not be easily
standardised and quality is more important than quantity. This
method is alsc preferred when the work reéuires careful and
accurate application and delicate and expensive materials and

machinery are used.

Methods for ﬁxing Wage differentisls :~

| Sugar wage Board has classified the workers into four
categories. They are -
a) Unskilled workers
b) Semiwgkilled workers
e¢) Sxilled workers
d) Highly skilled workers

a) Unskilled Workers :a

,, An unskilled employee is one who does work that
involves the performance of the simple duties which recuires the
exercise of little or no independent judgement or previous experi-
ence is necessary. His work may thus require in addition to
physical exertion, familarity with a variety of articles. No
vorker shall be classified as unskilled if he is called up on to



operate any sweepers, scavengers, and employees doing the work
of similar nature.

b) Semi.skilled Worker =
He i1s one who has sufficient knowledge of that trade
to be able to do the respective work snd simple job with the help
of simple tools and machines.

e) Skilled Worker s-

A skilled worker is one who is capable of working

independently and efficiently and turning out occurate work.

d) |©Highly skilled worker -
He is one who is capable of doing high degree of

preciséon work and can work on drawing and direct a group of
skilled and other employees at time.

Different scales of wages are fixed for these categories.
This is rough and ready method of job evaluation because it is
based on 'skill?.,

However, there are other important factors of evaluating
the job properly. They are

1. Degree of scale.

2. BStrain of work

8. Experience involved

4. Tralning reéuired

5. Responsibilities undertaken

6. Mental and physical reéuirements

7. Hazards on the work.

8. Fatigue involved



In a proper job evaluation every one of the factory
job mentioned above 1z given its due weight. Then the wages
for different jobs are fixed on the basis of such evaluation.
All this should de done by the agreement between the mansgement

and the mion.,

Wages of Seasonal Workers in Balassheb Desai S.8.

Karkhana Ltd., Daulatnagar :-

In this sugar factory the wages are given to geasonal
workers accurding to second wage Board's rule. According to
thig rule the skilled worker get higher sslary as compared to
ungkilled seasonsl worker. In resesrch study it is found that
there are two categories of payment of wages i.e. monthly wages
and dally wages. There are 56 § of seasonal workers who get
vages according to dally wage system.

8) THE BONUS ISSUR

The bonus 1s an additional part of worker's
earnings. The attendance bonus, incentive bonug, shift allowance,

overtime pay ete. are the factors of worker's total earnings.

The dictimary meaning of the word 'bonus® is
" gomething to the gbod, especially, extra dividend tec the share
holders, distribution of profile to insursnce polieyholders or
gratulty to workmen beyond thelr wages. ™

Bonug could be claimed as a matter or right by workers
and come to the conclusion that it 1s proper to construct the

concept of bonus as sharing by the workers in the prosperity
53
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of the concern in which they are working. The following

advantages are derived from such a concept of bonus.

i) It would enable the low paid workers also to share
the profite snd thereby help to bridge the gap
between the actuszl wages and living wages.

1) It would also impart at the same time a measure of
desirable flexibility to wage structure without
disturbing the basic wage structure.

The bonus is usually a payment for some speclal or
additional service and the object iz ususlly to secure regularity
of attendance and to encougage gocd work of special quality. The
word dbonus has now acouired a secondary meaning also as a rightful
ghare of the workers in the profits and has become an important
question of industrial relations. The payment of bonus has been
a regular feature in case of many industries. Bonus is generally
vaid out of the profits of the industry and they have come to bde
regarded as a part of worker's wages.

Bonus to Seasonal Workers in Bglassheb Desal 8.S.

Karkhene Ltd., Daulatnagar :-

Every permanent and seasonal worker of this factory is
entitled to receive bonus. The rate of bonus is determined on the
basglis of the profits esrned by the factory. It is calculated in
percentages of the annusl payment of the worker. During the year
1985.86, bonus was given at the rate of 20 ¥ of the annusl payment.



The following table shows the bonu_s peyment from
1975.76 to 1986-86 by B.D.S.S.K. Ltd. Daulatnagar.
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Year Rate of Bonus
1975-76 8.3 %
1976-77 8.33 %
197778 8.33 %
197879 10.00 %
1979=80 20.00 %
1980-81 20.00 %
1981.82 20.00 %
198283 20.00 %
1983.84 20.00 %
1984.85 20.00 £
1985.86 20.00 %
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Source 3 Annusl Reports of B.D.S5.5.K. Ltd.,

The above table indicates that from 1975.76 to 1977.78,
the factory gave the bonus to seasonal workers at the rate of
8.33 £. But from 197980 onwards factory has given bonus at the
rate of 20 %,

However, in addition to this factory gives intensive
bonus to its employeer. In the year 1978.79 - 2 %, 1979.80 - 1 %,
198081 « 5 %, 198182 -« 7 §, 198283 - 10 £, 1983.84 -~ 8 ¥ and in
1984-85 11 £ intensive bonus is given by the factory to its
employees.



E) WORKING CONDITIONS ¢

Concept :=

The term working condition include cleanliness, light,
heat, ventilation, length of the work day, irregularity of work
hours, physical hagards and similar conditions also those social
group and managerial conditions that directly or indirectly
influence the worker's happinegs, satisfaction or dissatisfaction
at vork, physicsl ,mechanical px as well as organisational enviorn.
ments constitute working conditions in an industrial concern.

Importance :=

The conditions under which the workers work, have a
great influence on their health and efficiency. If enviornment
is good, the man's ability to work improves. It is not possidle
to worker to work hard in unhealthy surroundings. Therefore,
it is said that good working conditions not only affect on the
efficlency of workers but also on their wages and industrial

relationse.

Under unsatisfactory vorking conditions worker becomes
tired and it becomes difficult for him to work hard. Good working
conditions also gainful to employer because if results in
production incerease. Good working conditions can minimise the

lshour turnover, absenteeism to great extent.,

Aspects of working conditions s-

1) Sanitation :e
It 13 the most important factor of good working




condition. Sanitation means cleanliness inside the factory 1.e.
white washing, neat and clean machines, sultable arrangement for
latrines and urinals, ¥ME outlet for water, drainage, provigion

for waste materila baskets,

2) Temperature gs-
The temperature inside the factory should be
malntained at the level necessarily required. Generally, in

the hot season, the temperature required is at sufficiently lower
degree. On the other hand during the 20ld season, temperature
ghould be kept warm by a suitable heating system.

3) Alremovement se
There must be at all times a regular movement and
supply of fresh alr throughout the workshop in order to maintain

consistently proper temperature and degree of humidity. The
continuous supply of fresh alr 1s necessary for maintiining

efficiency of workers.

4) Humidity :-
The management has to regulate humidity in

accordance with the technical needs of the plant.

5)  Lighting i

The bad lighting leads to lower output, overstrain
and ultimately to increasing accidents in industry. while making
the provision of good lighting the factor like size of workeroom,
the windows, lay-out of machines, nature of work should be
considered. Natural lighting is possible only when there is good



plenning of plsnt lay-out. Otherwise artificisl provision for
lighting is essential.

6) Ventilation s=
Badly ventilated foom brings discomfort and

fatigue among the workers. Natural ventilation is effected by
vindowg and ventllations. Artifically i.e. with help of fans
or with the application of mechanism, good ventilation can be
maintained.

7) Hours of work s

There are number of factors affecting the length

of hours of work per day or per week in the industry. The climate
Plays an important role in this respect. Therefore, climatic
condition must be considered while determining the hours of work
because in hot countries, it may be productive to work for long

hours and cold countries for short hourse.

80  Shift systems :-

To have the maximum use of plants, machinery asnd bdue
ilding and to satisfy the temporary increased demand, the
management of number of factories introduced shift systems.
Generally, three types of shifts are to be worked in different
undertskings. The sipgle shift in which work is carried on during
the day. In double shift the work 1s carried on during day and
night time. The third type 1s the multiple shift in which three
shifts are worked and every shift runs for eight hours inclusive

of rest period.



In seasonal and untinuous process factories like sugar

industry might shift is unavoidable.

The Shift System in Sugar Industry -

The shift system has become a regular feature of sugar
industry. The shift system implies that workers are divided into
groups, which work alternatively for certain number of hours per
day. The shift system has the advantage that it makes fuller use

of machinery snd reduces standing expenses in terms of outpute.

In sugsr industry three types of shifts are found to work.
Firstly, there may be a single shift in off season of the sugar
factory, the work may be carried on fbr 8 ae.m. to 530 p.m. hours
inclusive of the rest period of 13 hours. Secondly there may be
multiple shift system in t he period of season, one being during
the day and other two during the night time. Each of these three
shifts may be worked for eight hours including rest period.

Working Conditions in Sugar Factories :=

The working conditions in sugar factories were found to
be unsatisfactory. The sanitation in and around the factories is
and acute problem due to sullage water; mollasses and the press-mud.
Lighting and ventilation were found to be satisfactory in general.
Rege committee has come to thlis conelusion. However, the National
Commission concluded that a certailn improvement in working conditiom

are essential,

According to R. C. Saxena, the general sanitary =nd



working conditions ih the factories in Madras and Bombay are
better than thoge obtaining in U.P., Bihar etc. The foul smell
is a characteristic of sugar industry in U.P. and Bihar.

Working Conditions in Balassheb Desal S.S.
Karkhana Ltd., Daulatnagar :-

Factories Act, 1948 1s aprlicsable to this factory as
far as working conditions are concerned. Becwuse of this almost
all the workers are satisfied with the working conditions existing
in thig factory. The workers are required to work for 8 hours
every day and in every shift. fThree shifts are worked out in
this factory.

It is observed that for security of workers there are
Tencing guards, safety measures for electric motors and moving
machines. Workers are provided for security and precavtion,
safety goggles, safety belts, tight fit dress to operators,
welders, boller-attendents and also handgloves provided to workers.
Similarly bathroom facilities, tollet, spitepot, shidl etc. are
also provided to workers. The factory inspector inspects the
working conditions of the factory in every month.

Majority of the workers in this factory are satlsfied
with the temperature} alremovement, humidity, sanitation and
ventilation etc.,

The factory has provided all the working conditions well,
however, in departments such as godown, agriculture and sccounts

found some difficulties due to small size of worke-rooms,



Various aspects of working conditions -

1. Sanitation ¢-

The sanitation in this factory were observed satisfactory.
The problem of sullage water, mollasses and press-mud is solved in

good mannere.

2 Lighting & Ventilation :-
Lighting and ventilation in this sugar factory were

observed to be satisfactory in general.

3. Temperature g=

As far as temperature is concerned the factory has
mgintained 1t satlsfactory.

4. Alr-movement e )
It 15 observed that in this factory the supply of fresh
air is made available naturally as well as artificially, hence,

there 1s no such problem of air-movement.

F) SOCIAL SECURITY :

Social security is that security which furnishes,
through appropriate organisation, agalnst certain rigk to whieh
its members are exposed. Social security is very comprehensive
term and it includes, schemes of social insurance and social
assistance as well as some schemes of commerclal insurance. The
terms soclal insurance and social security have been used dby
many in the same sense, because social insursnce forms the most

important part of social security schemese



well-known contingencies from which workers might probably suffer

Various measures of Social Insurance :-

Social gecurity system must cover against all the

and become umable to earn. The earning capacity of worker may

be deprived because of the following risks.

i)

ii)

111)

Temporary inasbility to make a living due to sickness,

accident, unemployment, maternity etec.
Permanent incapacity i.e. total disablement, old age etc.

Death, leading to the sbsknce of bread-winner in the
family under which we may include widowhood and
arphanhood. Hence social insurance system may be
comprehengive enough - it must cover =

1) Sickness and invalidity insurance.

2) Accident insurance

3) Maternity insurance

4) Unemployment insurance

5) 0ld age insurance

6) Surviorship insurance

Indugtrial Safety s-
Accident :-
The safety of industrial workers equally important to

thelr health. An industrial acclident is an unfertunate occurance

which results in cessation of work, By workers or a group of

workers.

An indugtrial accldent 1s defined as any occurance that

interrupts the orderly progress of the activity in question.
According to Indian Factories Act, 1948, " Accident 1s an



Occursnce in an industrial estsblishment causing dbadly injury to
a person which makes him unfit to resume his duties in the next

48 hours."

arise in the courge of employment in g factory.

From this definition it is clear that accident must

It is an

unexpected event which can not be designed.

Causes of Accldent g=

The causes of an accident can be claggified into two

groups -
(a) IMPROPER ATTITUDE LIKE s
1) Operating or walking at unsafe speed.
11) Taking unsafe posture
ii1) Working or walking on moving or dangerous equipments.
iv) Using defective tools.
v)  Unsafe loading or storing
vi) Disobeying regulations
vii) Lifting improperly
vii1) Fallure to use safety devices.
(B) UNSAFE CONDITIONS i
1)  Unsafe design, insdequate grading of tools
and machinesge.
11) Hazardous arrangement of stores, idle space.
i11) Unsafe illumination
iv)  Unsafe ventilation
v) Unsafe dress
vi)  Poor house-keeping like = faulty walking surface,

sleepery floor area.



Soeial gecurity in B.D.5.S.Karkhanag Ltd. s~

The factory“has made avallable first ald facllity.
There 1s no grievance from the workers gide about the safety
equipment and machinery guards provided by factory are of proper
type. The factory provides uniforms, boot, goggles etc. to the
workers. All the workers are satisfied with safety equipment.

Holiday Pay and Leave with Pay :-

Holidays are days of exemption from work and hence
it is a period of rest and recreation. The need for holidays
arises out of the congideration of practical utility. It arises
mainly out of two considerations, firstly from consideration of
health and efficlency and secondly, from consideration of a
broad social character which are related to the development of
the personality of the workers.

However, it must be remembered that the valuable
effects of holidays can be had only when they are granted without
pays their beneficial effect may lost specially the low pald
workers due to resultant financial worry, therefore, they are
in such cases more often an added strain than a means of

relaxation.

Leave facilities provided by B.D.S.S.Karkhana Ltd.;-

In thlis sugar factory all holidays including periodic
holidays falling within the period of any kind of leave shall
be treated as leave. The workers get factory and public holiday
and Sunday or perlodic holiday. In addition to that they get



leave with pay as per the Act. They also enjoy sick leave.
For granting sick leave a worker has to produce medical certi-
ficate in supvort of his gprlication.

It 1s observed that seasonal workers do not get sick
leave. Every worker is entitled to enjoy casual leave. Every
permanent worker is entitled to enjoy optional leave of 1 day
for 20 days of work and casual leave of 4 days during the year.
Seasonal worker may get sick leave of 7 days during the season
period.

G) LABOUR WELFARE ACTIVITIES :

Concept of Labour Welfare g=

The concept of labour welfare is necessarily elastie,
having different interpretations from country to country and
from time to time depending on different system. In XXE its
widest sense, it is more or less synonymous with labour conditions
as a whole, including labour legislation gnd social insurance.
According to proud welfare work refers to the effects on the part
of employees to improve within the existing industrisl system,

the conditions of employment in their own factorles.

Dr. Panandikar defines it as, " work for improving the
health, safety and general well-being and the industrial efficiency
of the workers beyond the minimum standard laid down by lsbour
weke legislation. ™

ILO defines Labour Welfare as " such services, facilities

and amenitles as adequate canteens, rest and recreation



facilities, arrangements for travel to and from thelr houses
and such other services, amenities and facllities as contribute to
improve the conditions under which workers are employed .

Significance of Labour Welfare :-

Labour Welfare 1s difected specifically to the
preservation of employee's health and attitudes. It contributes
to maintenance of worker's morale. Labour wel-fare is one of
the ;najor determinants of industrial relations. Labour Welfare
helps to reduce absenteelism and labour turnover in industries.
The improved conditicn of work and life for the employee leads
to the increasing adaptation of the worker to his task. Labour
welfare enables the workers to adjust themselves to industrial

environment.

Welfare dmenities in the Factory =

1) Washing and Bathing facilitles s
In every factory where in any process involving

contact by the workers with any injurious substance ig carried
on, a sufficient supply of vwater suitsble for washing is essential.

In sugar industries bathing facilities were
relatively provided in limited number of factors.

2)  Sitting facilities :-
Sitting faclilities must be provided for all the

workers obliged to work in a standing position, because they may
take the advantage of any opportunities for rest which may occur

in the course of their work. However, such facilities are



very inadequately provided in sugar factories.

3) Canteen = i
To provide chesp and clean food and on opportus
nity to relax to save time and trouble, the csnteen facility is

esgsential .

4) Rest = Room 3=
A property ec;uipped rest room located sway from
noise provides a good oprortunity to workers to restore lost
energy during the period of rest.

5)  Fducational Facilities :-

The need for imparting necessary education to
workers in India had been emphagised by the Indian Industrial
Commission (1918). The commission observed that " A factor
which has tended in the past to delay the progress of Indian
Industrial development hasg been the ignorance and conservatism
of the uneducated workmen. In sugar industry provisions for
worker's children education were made, but for adult education

the efforts were not made.

6) Medicsl Facilities 3=
J1LO has emphasised the need for industrisal health
since 1919, Royal Commission on lsbour also emphasised the
necessity of providing basic health and qxedical facilities to
industrial workers. The Factory Act, 1048 provides for

cleanliness, disposal of water, dust and fume etc. The manage=
ment must maintain Firsteaidekit and ambulance in all factories

where 500 or more workers are working.



7) Recreational Facilities :=
Recreation is a leisure time activity dby which

monotony and drudgery of work is lessened. Recreation is an
opportunity for mental refreshment, a diversion to creative

invigorating activity.

8) Graineshop Facilitles -

To provide the necessary commodities to workers

at fair price, gralne.chop facility was necessary. Such shops
supply the graln and other essential commodities to workers.

9) Housing Facilitles :-

The importance of cheap and decent housing accow
mmodation to worker 1s very great, because housing is a primary
need of people. Therefore, housing facilities for workers are

very necessary. The factories must make the provision of it.

Labour Welfare facilities provided by Balassheb

The welfare activities of this factory are gradually
expanding. In order to maintain the efficiency and moral of
the workers, the factory is doing its best in the field of
labour welfare. The factory has provided number of welfare
facilitles which are necessary and the efforts are being made
to run them efficlently in the best interest of the workers.

This sugar factory provides the following welfare
facilitles.

1. Working hours

2. Leave and holidays



3.
4.
5.

7.
8.
9.
10.
11.
12.
5.
4.
15.
16.
17.
i8.
19.
20.
21.
22.
23.
24 .
25

Thus, this factory is providing adequate welfare
facilitles to workers.
fare activities made available by the factory.

Social securlties

Provident Pund and gratulty
Loan and advances

Insurance

Better working conditims
Sanitation

Drinking water and washing facilitles
Safety measures

Uniform

Compensation in case of accident
Medical facility

Re steroom

Canteen

Communication facility

Workers participation in Management.
Housging

Gaest - house

Conveyance facility

Industrial Training Institute.
Cultural activities.

Library

Co=operative credit soclety
Trade Union.

notable foeilities are as under

The workers are satisfied with the wel-
Some of the



1) Washing facilities s-
Washing places and places for storing and drying

of clothes are provided where they are necessary.

2)  Drinking Water -
The factory has provided drinking water at all the

convenient places in 311 the departments.

3) Latrine and Urinals s-
This facility 1s avallable in every department.

4) Canteen facilities s-
The factory has provided canteen facilities for

staff and for general public. The tea and breakfast is made
avallable through this canteen. The another canteen provides lunch
and meals to workers. But the rates of these food and drinks are
not legss than other outside centeens.

5) Rest=room se

The rest-room is also provided by the factory in
its premises as per factory Act, 1948,

6) Dispensary and Medical Facilities :-
This facilities provided by factory are very
gsatisfactory. In case of accident, medical facility is provided

free of charge. There is qualified doctor and factory has also

kept ambulance fOor emergency.

7)  Recreational facilities -

The factory has been providing some entertainment

programmes such as dramas, different games, newspapers etce A

»¢
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library is also made avallable for employees.

8) Co-operative Credit Society se

The employees of the factory have started a
comoperative Credit society which can provide the loans 1 upto
Rse 5,000/- to i%s members which 1s recovered through the
gsalaries of the employess by instalments. Because of this credit
soclety, the need to finaneclal assurance to seasonal worker is

satlisfied.

9)  Housing Facility :-

The factory has been providing housing facility
to its employees. Tor this purpose, the factory has constructed
three types of quarters, namely E, D and C. D and C quarters
are for Supervisors and Officers and E grade éua.rter are for
workers. In there quarters two rooms are provided for each
worker. Water supply and electricity is also made avallable.
'?he houses are made permanent type with cement and wood. Near
about such houses are provided to 80 workers.
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