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Personnel Management

p.IR B

DEFINITION AND CONCEPT

— Management in industry inevitably sub-divides itself into a series of functions such as sales,
production, finance, ete. Personnel is one of these functions.

— The personnel function exists in every enterprise regardless of its size and irrespective of the fact
that whether or not there is a personnel department.

— [Inasmall concern, the personnel fanction is carried on by the owner itself whereas as soor as the
organisation reaches a certainsize, the personnel function like other funciions is given ascparate
organizational status,

— The personnel funcrion is concerned with all of the human relationships among workers as

y
people.

— The essentials of Personnel Management were first exemplified by the work of Robert Owen
{1771-1858). He recognized the immense importance of the human factor in industry and he pus
efforts 1o apply this knowledge.

= Any industry depends upon human beings, it has to acquireworkers and itcreates an acceptable
environment inda rule-of-practice to encourage the greatest degrec of participation from its em-
playecs.,

— Personnel Management, Personnel Administration or Industrial Relations in an entérprise
tends to attain maximum individual (employee) development, desisable working relationships
between employees and emplovers and between groups of employees and elfective moulding of
human resources as contrasted with physical resources.

—  Personnel Maragerreni may be defined as the Planning, Organising, Directing and Controlling
ofthe Procurement, Development, Compensation, Integration and Maintenance of people (e,
employees) for the purpase of contributing to the organizational goals.

The different words used in the above definition are explained below

(f) Planning. 1t means determination in advance of a personnel programme. It involves ability to
think, analyze and 10 reach decisions.

(#) Organizing. It means (after determining a course of action) establishing an organization by
designing the structure of relationships among jobs, personnel and physical factors to attain the
company ohjectives.

(#ify Dhirecting, Monvarion or Actuation means getting employees 10 go to work willingly and effec-
tively.

{fv) Conrrodfing. Itconcerns with regulating activities in accordance with the personnel plan (formu-
lated on the basis of organizational goals),

(v} Procurement means obtaining proper kind and size of personnel necessary to achieve company
poals.

(vi) Development involves incressing of emplovee's skill, through training, that is necessary for
proper job performance.
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(vif} Compensarion means (adequate and equitable) remuneration of personnel for their contribu-
tion to achieve organizational goals.

(vifi) Integration is concerned with the attempt to effect a resonable reconciliation of individual and
organizational inferesy

(ir) Maintenance means sustaining and improving the conditions (., health and safety measures,
employee service programme, eic. ), that have been established.

202 AIMS, OBJECTIVES OR FUNCTIONS OF PERSONNEL MANAGEMENT OR PERSON-
NEL DEPARTMENT

= Being used upon the definition of Personnel Management given in section 20,1, it is generally
recognized that the [ollowing areas of the work situation in an industry are the province of the
Personnel Department, Le., Personnel Manager and the staff of his department.

ﬁl () Fm:'f.lrfmem and Maintenance of adequate work-force {employees ) as regards to both —number and
i quality of personnel.

—  Recrultment

—  Interviewing

—  Testing

—  Induction

- Placement

—  Follow up of new employees for adjustment

= Meril rating

—  Promotion, transfer and discharpe

-  Employment records.

(i) Ediuication and training of present employees

—  Job instruction : Apprentice iraining vestibule schools

—  Economic education .

—  Training plans : operative training, supervisory training, Executive training *

=  General industrial education

—  Training materials and audio-visual training aids

—  Reading rooms and libraries

—  Records and statistics,

(c) Matniaining Satisfactory Personnel Contacts and Employee Relationships

—  Job analysis, job specifications, etc.

—  Merit rating of employees

= Wages and rewards

—  Labour audit

—  Labour records and labour statistics

—  Regularization of employment

—  Handling grievances

—  Labour turn-over

—  Labour market surveys

= Sugpestion systems

=~ Morale sindies.
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() Marnraining satisfactory group relationships, by
—  Contacting employer's groups”
—  Contacting employee's representatives
—  Contacting government agencies
= Integrating group interests.
() Muaintaining emplovees health
—  Health standards
—  Sanitation conirol
—  Physical examinations
—  Treatment of minor injuries and diseases
—  Hospitalization
—  Personnel hygiene and health education
—  Rest pericds, Recreation, etc
(N Matnraining employees safety
—  Safety standards
Safety puards and inspection of safety equipments
Safely programmes, safety publicity, safety rules and safety contests
—  Fire protection and accident investigations
—  3afety records and workmen compensation for injuries.
(g) Maintaining employees service activities (emplayee welfiare)
= Credit unions
—  Savings and investment plans
—  Group insurance
—  Profit sharing
- Pension
—  Lepgal assisiance
—  Housing programme
—  Company stores and restaurants
—  Recreation plans,

20.3. PREQC[FLEE (CHARACTERISTICS) OF A G0O0D PERSONNEL POLICY

— Apersonnel policy is adirective, usually written, to help personnél department in accomplishing
its objectives or functions.

— A personnel policy is dynamic to meet fundamental changes or the current situation,
— A personnci policy contains the information regarding

| e

(1) - Recruiting emplovees {(#} Employment conditions
(i) Promotions {iv) Discharge

(v) Salety practices {+) Training
(vii) Financial aid (viii) Health standards, ¢,
(ix) Separation,

— WVarious characteristics/principles of a good personnel policy are :
T It should avoid opportunism and be stahle.
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2. It shou)d have due regard for the human equation, the employees, the emplovers and the

consumers (or public).

An employee should be able to approach personnel manager to express his grievances.

It should not contain ambiguities and uncertainties.

It should guarantee permanent employment to competant employees.

It should be flexible enough to meet varying needs of employees and the changing conditions.

It should have provision to train competent employees for promotion.

Tt should be easily understood by all concerned persons,

It should guard employees against unfair dismissal.

10. It should have a fair wage agreement system.

11 1t should provide good working conditions, safety and medical benefits,

12. It should recognize individual differences in capacities, interests, emotional reactions, etc,

13. [t should organise and encourage social facilities.

14, It should be above religious, social or political discrimination.

13, A worker or workers should have formal recognition in phases of management of their vital
interest.

16. It should maintain effective consultation between employers and employees.

20.4. RECRUITMENT AND SELECTION OF EMPLOYEES
Introduction

— The ftirst step in the development of a concern's personnel activity is 1o employ the right wype of
persons to operate the organization. if the organization does not possessright kind of people, it
icads to lowered production and employee morale and increased absenteeism and labour turn
OVer.

— Employing people is one of the most eritical steps in the establishmentand growth ofa husiness.

— The basic purpose of the employment office of the company is to hire desirable empldyees for
specific company openings.

— Recruitment is a major step in the wotal staffing process.

— Recruitrment may be described as the process of getting potential employees willing 1o a pply for
a iob with the concern or firm.

— Inother words, recruitment devclops and maintains adegquate manpower L run an organization
efficicntly.

—  The termrecruitment is used to describe the attraction of applicants from among whom o select,

= Recruitment is the process of searching for prospective employees and stimulating them to apply
for jobs in the cencern,

=  For this reason, récruitment is a positive process ; it increases the number of candidates aspiring
o take up a job with the organisation.

— As compared o Recruitment, Selection is a negative process because it picks out a few suitable
persons from amongst a number of applicants and thus eliminates many candidates aspiring for
the same post,

= Selection divides the applicants approaching for employment into the classes — those who will be
offered employment and those who will not,

— Agood and effective selection of employees :

byl e S



167
2227755/2023/ACADEMIC SECTION - 2

PERSONNEL MANAGEMENT -3

({) Raises outpu,

(i) Improves product quality,

(i) Reduces wtal product cost,

(i) Minimizes disputes and grievances, and

(v) Lowers the labour turn-over rates, eic.

— The applicant selected for the post should :
(1) Be willing to work,

(if) Be able 10 handle the job,

(iif) Be stable, Le., stay with the organisation for a fair period,
(v} Be able to fit in the work situation, and

(v} Have development and growih potentialities.

Functions of Employment Section of the Company

(¢1) To hire right type of employees for specific company openings.

(b) To maintain adequate supply of right kind of employees.

() [Todevelop job specifications.

{(d) To procure information aboul current wage rates,

(¢) To introduce selected employees with personnel policy of the company.

(fi To follow up the new recruits for initial adjustment.

(g} To look after employee counselling and operating the seniority system.

(f) To keep records of emplovees, hired, resigned, discharged and transferred.
Sources of New Employees

(a) From within the Company

— DBy promotion

= By transfer

— Former employees who had good service records when they lefi.

(b) From ourside the Comparny

= Friends and relatives of present employees duly recommended by them.

— Through press and other advertisemeanis.

— Throagh employment agencies.

— Through schools, colleges and universities.

= Through labour unions.

~  Fronyivaiting lists.

= As recommended by Professional bodies and societics.

— Foreign sources.

~  From unsolicited applications received, both at the gate and through the mail.

— Through trade associations,

— From Government employmeni exchanges.,

= From labour contraciors.

— Through personnel consultants.

—  With the help of Notices exhibited at the factory gate.




2227755/2023/ACADEMIC SECTION - 2

p Ll INDUSTRIAL ENGINEERING AND MANAGEMENT

SELECTION PROCESS OR TECHNIQUE

= Alterattracting a number of applicants through varicus sources deseribed earlies, the next stage
15 the selection process, Le., to select the persons most appropriate for the organization,

— The different procedural steps involved in the sclection ProCess are
{A) (Obtaining) job descriptions,
(B) Application forms,
(C) Employment tests,
(DY) Interviewing,
(E) Physical examination,
{F) Induction or orientation,
(A) Job description
— The firstimportant step of any selection process is to develop job descriptions for the positions
to be advertised and filled.

= A job description is a combination of short statements that describe both the work to be
performed and the essential requirements of the particular job,

—  The job description includes
(i) Jobtitle.
() Department in which the job exists,
(i) Work to be performed by the new em ployee.
{(v) Jobresponsibilities, e.g., care and maintenance of machine tools,
(v} JobKnowledge, Le., ability to read from job instructions and blue print.
(vi} Mental concentration,
(wif) Dexterity and accuracy,
(vil) Machines, tools and processes 1o be handled. i
(ix) Relation with other jobs.
(x) Qualification and experience required.
{#)  Amount of supervision,
(xif) Physical activities.
(xiif) Working (environment) conditions, ie., whether hazardous or safe.
— The job description of Personnel Officer may look like

Responsible for all personnel management functions involvin g industrial relations, personnel ad-
ministration, manpower planning, selection, training and development, labour laws, welfare services, etc.
will advise the management regarding labour disputes, grievance handling, disciplinary action, bipartite
negotiations on a day-to-day basis and also coordinate with Government departments. Should be
gradutate having post-graduate qualification in Personnel Management or Industrial Relations in the age
group of 30-40 with a minimum of 5/8 vears® similar experience.

(B) Application Forms

An application blank or form is the most universal mechanism used to screen the applicants to
be called for interview and other tests for selection purposes.

— The contents of an application form can discourage unsuitable applicants and its design can,
reflecta lirm’s dignity, reduce toa minimum the time required to fill it out and simplify its review.

— The application form may be used to get from the applicant, the informaton such as his age,
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marital stauts, previous education and training, previous work experience, including nature of
duties, salary, length of time on the jub, reasons for leaving, etc.

= A duly filled application form helps delermine which applicanis meet the job requirements,
because an application form elicitssufficient accurate information that the lesst likelvapplicanis
can be eliminated by simply reviewing the contents of the filled application forms.

— Anapplication form lesis an applicant’s ability towrite, to organise his thoughts and 1o present
facts clearly and succinctly.

— An application form Lells whether the candidate has consistently progressed to better jobs and
whether his education, training and experience have been logically patterned.

— For assessing and sereening purposes, the various questions listed in the application form may
beweighted and scored according (o their predictive value. Such scores are then matched against
the scores of company emplovees with good tenure and performance records.

= An apphcation [oem shoald be made simple, easy to fill and easy to check.

(C) Employment Tesis

= Weryolten considerable training money is expended upon an employee when it is discovered that

he is unsuited (o do the job for which he was employed. For this reason and in order (o avoid the

re-gocurrence of such a siteation, employment tests are, sometimes considered an essential part
ol the selection programme,

— Tests are conducted as 2 means of scaling applicants in terms of their innate abilities.
= Tests are conducted a8 3 means of scaling applicants in terms of their innate abilities.

— Tests are helpful in determining & mimumusm below which the candidate has little or no chance
for reasonable success,

— A test is a rapid method of obtaining samples of behaviour to help the interviewer [orm a
judgement to hire or not to hire a given applicanL

~  Anemploynient test measures selected psychological factors such as ability o reason, capacity for
learning, temperament, specific aptitudes, physical or motor abilities (e g., manual dexterity or
eve-hand coordination), et

= Characteristics of good ermployment resis

({y Atestshould be designed on the basis of a sound job analysis programme.

(i} The test should be reliable. ie, an applicant if tested even second or third lime under same
condition should achieve the sameé score. _

{#if) The test should be valid, L2 highly spexific to the objective il intends to measure and 1o the
particular business sityation.

= Advantages of o good resr

{f) Apood test eliminates the possibility that the prejudice of imerviewer will govern the selection
decisions.

{fi} Ttuncoversthehidden alenis ofanapplicant which might have beenotherwise overlooked In the
selection porcess.

{#ii) Anumber ofcandidates canbe tested at one timeand a good amount of information about each
applicant can be obtained in a relatively small duration of time.

{fv) Testscore of an applicant is a positive point (reason) 1o accept him or to reject him.

{v) Tesis tend to lower the cost of selection because a number of candidates can be tested simulta-
neously,
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—  Types of employment tests
A simple classification of tests used in selection would distinguish the following main types :
{2) Achievement tests,
() Aptitude 1esis,
(c) Imelligence ests,
() Imierest tests.
{e} Dexterity (motor) tests, and
() Personality tesis.
(a) Achicvement tests or Performance tests

= Whenan applicant claims to know something, an achieventor permormance test is giveninorder
1o given him a chance to demonstrate his ability and thus 1o measure what the applicant knows
about a particular job or what is his degree of proficiency in doing that job,

— Prospective stenographers are asked to take dictation and then type it out, awelder is asked to
weld two metal pieces together, a machinist i asked to prepare a job involving many different
machining operations, eic.

= Achievement tests prove to be very useful inselecting employees at the lawer levels, g, awelder,
2 Iypist, a driver, etc.

= Performance tests are highly acceptable to both management and applicants because of their
evident close relationship to the job in question.

— Trade Tests measuring anapplicant’s (e.g., a welder's or turner’s) trade knowledpe and skill are
a type of achievement tests. Trade tests may be oral, written, picture or performance type.

— Ingeneral, performance tests achieve high validity when the tasks (o be evaluated are represen-

tative and when the rating system is objective and uses appropriate standards.
(b) Aptitude Tests

= Anaptitude testexplores inborn tendencies of anapplicant wo performwell in a particylar field.

= Anaptitude test determines whether an applicant has the eapacity or hidden ability 16 learn a
given work if he is given proper training.

= cixamples of aptitude tests are : mechancial, clerical, musical, and motor capacity tests such as
finger dexterity, eve hand coordination, etc.

— Anaptitude test is used 10 measure the job proficiency (from production records) and job
training of an employee.

(c) Inmtelligence rests
= Intelligence tests give an idea of mental quickness or quickness of perception and general
knowledpe of an applicant.

= Anintelligence 1est is probably the most widely administered standardized test in industry,
— An intelligence test explores

Quick learning,

Aleriness,

Comprehension, and

Reasoning.

Judgement making qualities of an applicant and his ability to deal with abstract symbols, ideas,
words, number and so forth,
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—  Questions in intelligence 1ests are pracrical. job oriented and absiract rype.

= Generally many industries make use of shor, paper-and-pencil tests which give a rough
approximation of the 1.Q. {Intelligence Quotient) of the applicants.

—  Intelligence tesis can be employed by an organization for selecting all levels of employees taking
from workers (o managers.

— Anexample of an intelligence test is as follows :
Fill in the blank space :

16 28 41 58
17 45 fd
(Ans. Sevenly nine)
Iniercst esis

— A personinterestied in a job will do it muech betier than the one who is uninterested. Interest is
a main factor which contributes 10 the success on the job.

Interest tesisdiscover the patterns ofan applicant's interests and thus suggest what types ofwork
may be satisfying 10 the prospective employee,

dInterest tesis measure an applicant’s preferences for ceriain activities of either a vocational or
avocational nature.

— Mostwidelv used interest tesis are

(i Strong Vocational Interests Blank for men and women, The applicant is asked i he likes.
dislikesor s indilferent 1w many examples of school/college subjects, amusements, ocoupa-
tinms, particular activities, etc. and then his interests are compared with the interests of
suceessiul personnel in specilic prolessions and occupations.

(i1 Kuder Preference Record.

The test deaks with mose basic inlerest groupings, These areas are mechanical, scientific, com-
putational, musical, social service, elc.

— Imierest wests are very wseful in counselling sitoations where a person is in need of help and is
willing to cooperate fully.

Dexterity Tesis

— Theydiscover anapplicant’s cleverness 1o work with his hands and fingers when the job requires
the skilful use of one’s hands and body, e.g., assembling operations.
Personality Tests

—  An applicant may possess inicllipence, aptitede, interest and what not, but if he lacks in
personality, he may notbe able w get along with and motivate other persons in the organization

— A personality test measures an applicant™s

iy Self-action or knowledge of other people’s behaviour.
(Y Sodial or wnsocial lendencies.
{2y  Emotional adjustment and instability.
() Vocational interests.
{v)  Originality.
(vi)  Motives and basic needs.

Self-confidence, and decisiveness.

({STH}
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(wiit)  Capacity for interpersonal relations.
(i)  Optimism, Patience ete,
— A few examples of personality (esis are
{f} Do youever feel that people are staring at and langhing at you : Yes/No.
{if} Do you frequently wake up in a cold sweat : YesMNo.
— Personality tests are very useful in counselling and in selecting salesmen, supervisors, et
(I} INTERVIEWING

—  An interview is a conversation (directed to a definite purpose) between an applicant and the
interviewer and much of the interaction between these two is carried on by gesiures, postures,
facial expressions and other communicative behaviour.

= [tisin the interview that both the prospective employee and the employer getthechance 1o lcarn
and know aboul each other.
— Theinterview is a commonly used method of human evaluation and it isalso probably the oldest

— [fan organization is asked to pick up a single method for selecting employees, it would choose
interviewing most frequently.

Purpose of Employment Interview
{1) It measures all relevant attributes and integrates and clarifies all other information about the
applicant.
— An interview helps studing the impact of personality of the applicant upon others.
= An interview helps exploring the innate abilities, e.g., quickness in the uptake, of the applicant.
— Aninterview helps studying the motivation and emotional adjustment of an applicant.
{23 1t helps the employer to view the total individual (£, applicant) and to appraise the person and
his behaviour direclty.
{3} It measures the applicant against thespecilic requiremenis ofthe job and helps deciding whether
there will be a good “fit". ?
{43 It helps finding the suitability of one or a few candidates from amongst the many.
(5 It gives the applicant a chance 1 learn Lhe opporienities and job possibilities that exist in the
organization.
Types of Interviews
(1) Guided, direcred or patterned interview in which a list of questions (1o be put up to the applicant)
is prepared based on the analysis of the job specification.
— A patterned interview measures the personalily traits such as self-reliance, emotional stability,
ability to get along with others, willingness to take up responsibility eic.
— The typical employment interview is guided, nonetheless, as its average length is 30 minutes for
plant employees and 45 minutes for office employees,
{2) Unguided, nondirected or unpatternad interview as its name implies is not directed by the
interviewer; instead the applicant talks about what he chooses.
—  Unguided interview is more often used in situations other than employment, &2, counselling,
handling grievances, etc.
Conducting the Interview—Procedure
The typical sequence of functions that occur in the process of interviewing arc as follows ©
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Preparation for the interview

= Spell out the specific objectives of the interview.

= Select the appropriate type of interview Le., guided or unguided,

— Determine the number of interviewers,

= Review all the information submitted by the applicant on the application form.,

— Decide the length of interview.

Setiing for the intenview

— Decide the place for interview. The place should be private, comfortable and free from all
disturbances.

— Mental seting will help the interviewee to feel at case. Allow a little time 1o interviewee o get
accustomed to vou and your situation.

Condicer of interview

= Make interviewee feel that you have a basic liking and respect for people and you are interested
in hearing the applicam.

= Begin with simple questions and encourage the interviewee 1o talk,

= Once you get into the main topic of interview, do everythin £ to get interviewee talk freely with
a5 little prodding from you as possible,

—  Listen the interviewec attentively, patiently and, if possible, projectively (Le. by projectingone’s
consciousness into that of another person).

= Do not run the risk of letting the interview loose direction, keep control of interview.

Clove the interview

— Theinterviewer should make some overt1 sign (e.¢. laying his pencil down, pusing back the chair),
10 indicate the end of interview.
Atthe close of interview, watch for additional information in the casual remarks of interviewee.

— Give to the intcrviewee some type of answer or indication of future action,

Evaluare the interview

— The interview provides much opportunity for inferences, sound and unsound.

— The applicant may be finally assessed on the basis of

fa} The Analytic Approach in which a rating sheet is used and the applicant is rated on the basis of
anumber of factors predictive of susecss,

(b) The Integrative Approach evaluates the applicant ss 5 total integrated person, Le the applicant
is assessed on the basis of overall fitness.

— From the interview, the interviewer concludes whether the applicant is :

(i)  Dcpendable.

(i Adaptable,

()  Persevering.

(iv)  Cooperstive.

(v} A hard worker.

(vi)  Able to work under pressure,

(it} Positively motivated,

(wif)  Good in human relations,
(i) Ajtum-over problem,

173
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(E) Physical Examination
— The physical examination as & step in the employmeni procedure is found in most businesses,
—  Many jobs require unusual stamina, strength or tolerance in unpleasant conditions,
The physical examination reveals whether or not an applicant is fit for a particular job.
— A physical examinaiion ray inclide
(i Family medical history.
] Personal history of previous illness,
(i) Height, chest and weight measurcments.
{fr) General physical examination of the skin and joints,
(] Examination of cyes, nose, throat, teeth and ears,
{vi) Chest X-ray.
{wir) Check-up of heart and blood pressure.
(vt Lirine and blood test, etc.
= Purpase of physical evanunation
() Toascertain the physical capabilities of the applicant. e, can he work standing up? Can he it
heavy objects ¥ etc,
Physical examination prevents employees from being assigned 1o jobs which are beyond their
sirength.
{f) To find if the applicant has the general physical characteristics requoired for the job.
(i) To Find if the applicant is suffering from communicable diseases.
(iv) To determine the exact state of health of the applicant in order 1o proiect the company against
umwarranted claims under workmen’s compensation laws or against law suits for damages.
(v) The company’s general health programme is [acilitated by initial physical examination. Later
physical check-ups will indicate whether the employee’s general health is improving or deteriorating.
— The physical examination may be conduecied by the doctor of the industreal hospital ar of a civil
hospital.
(F) Induction and Orientation

= It has been reported by many concerns that over half of the voluntary {employee ) quils occur
within the first six months on the job and a large portion of these is because workers are
introduced to their jobs in a haphazard manner,

— Induction implies introducing or orlenting a new employee to the organisation.
215, EDUCATION AND TRAINING
2051 Introduction

— When the employment aspect of the personnel function has succecded in providing suitable
employees for various tasks, it is followed by an Education and Training aspect which brings
employees 1o a standard where they can carry out industrial tasks efficiently.

— One of the characteristics of modern society {s the increasing rapidity of change today compared
with older social orders, This intensifies the need for study, adaptation and new education and
iraiming.

— In the field of education and training, personnel management deals with an extensive pro-
gramme, ranging from the placement, induction and raining of new recruits o the provision of
courses [or middle and higher management levels,

= Training is an ever-continuing process in all organisations and il is employed as 8 technigue of
controf as well as of imparting information and developing new skills.
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— The main object of all industrial training is (o prepare people to do efficiently their own'
particular tasks or 10 do anather job equally well,

— Industrial training is based upon a specific need, [t imparts knowledge and develops employees
aptitude and skill for a particular industrial task.

= Edwcation improves an employvee and he can take up and handle jobs of higher responsibility
whéreas

Training prepares an individual so that he can accomplish his industrial 1ask efficiently and
elfectively.

— Every industrial organisation realises the need of training the recruits before putting them on a

{new) job. Ifthere is no planned training programme, the employees train themselves by trial and
or by observing others; this not only results in higher training costs (because of more work
spoilage and scrap raie), the learning period geis considerably lengthened and cven then
employee is not able o learn the best operating methods.

201.5.2 Objectives, Aims or Need for Training
Training of employees is cssential in order
1. To ensure an adequate supply of properly trained employees at all levels of industry.

2. To improve the performance of each employee 1o the highest attainable level and to develop his
potentia) so that he can take up jobs of higher responsibility.

3, To attain precision and clarity in the transition of business.

4. To increase productivity by conceptual skill, imagination and judgement of employees.

5. To reduce scrap rate.

&, To reduce accident rate.

7. To minimize ghsences.

8. To reduce fatigue and tardiness.

9. To minimize over-time.

10, To reduce labour turn-over.

11. To boost emplovee morale.

12. Ta promote cooperation and good relations between workers and management.

13. To reduce costof product through economic and more efficient use of Company resources,
14. Toprovide knowledge and appreciation of techniques necessary 1o enable a trainee 1o do his job.

13 Toinculcaie a broad understanding of relevant science and technology so that the trainees adjust
{0 the changes in the nature of work.

16. To teach emplovess the standard red work methods.

17, To inculcate good work habits on the part of emplovees.

18. To promote team work.

19. To find cut whether an emplaves is suitea o the job.

201 To adjust employee's outlnok to new needs of new timez.
20.5.3 Advantages of Employee Training

1. Incressed productivity.

1. Fast production rate and improved product quality

3. Reduooed supervision of urr:pl::lug.-'-:es.

4. Better coaperation and team work among employees,
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3. Increased organizational stability and flexibility.
&, Reduced labour turn-ower, quits and fires.

7. Reduced accidenis.

8. Less fatigue to workers,

9. Heightened morale of the employees,

10 Increased labour efficiency.

1 1. Reduced scrap rate.

12.Less equipment maintenance problems because a properly trained worker handles mac hinery
carefully,

13, Increased wape rates.
E' 14, More job satisfaction.
2154 Methods of Training
Instructional methods may be classified as follows ;

| Individieal instriction. This involves devoting personal attention to an employes in order Lo teach
him a complicated skill, e.g., to run a maching or 1o perform a complicated assembly operation,

<. Group [nsprucrion, Under this method of instruction, a group of trainees are given certain basic
lacts about the job e.g. explaining to the workers the imponance of adopting & new method for doing the
same old job.

3. Lecrure Method. Itis the most effective method for giving to trainees the basic or supplementary
(usually technical) information on specific subject, e.g. mathematical treatment of the forces acting on 4
tathe ol when doing rough teming.

4. Demonsiration Method. 1 is employed (o help trainees to grasp manual skillseg, the right way
to hold the job against the grinding wheel

5. Whitten Instrucitonal Method. This method is used 1o give to trainees the important information
in permanent form for immediate or future use, e.g., Standard Practice Instructions on how to perform
various jobs, "

b. Cral Insrmucrions. Oral instructions method is used when it is required 1o give information needed
at once—imshort form, eg., when an employee siarts on a new job. The oral instructions explain the
principles behind the work and reason why it is required to do,

1. Conferences. The conference method of training is of particular value on account of its fexibility.
It helps solving problems or changing atitudes, g, how to reduce waste or scrap rate of how 1o control
absentesism.

In conference method, the text material plays only a minor role, practical experience forms the
background for every discussion.

&. Meerng. Meetings are held to exchange information, sohve immediste problems or to get idess ol
group e.g., department salety meeting will extract from the employess as how 1o make machine operation
more safe, how to reduce accidents, etc.

2055 The Training procedure

Tive procedural steps involved in the process of training are

1. Make the msorucior ready 1o teach
The instrucior should,
Know the job himself thoroughly.

Break up the job into logical steps, for example for infeed grinding on a centerless grinder, firs1
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step is 1o place the workpiece on the plate against the grinding wheel, the second step is 1o lowe:
the lever, feed and grind, etc.

- Know at which stage of training which training method (ie. lecture, demonstration, ete.) is to be
used,

—. Reep physical work place ready for training.

2 (et the irainee ready 1o learn

= becauvse a person who is interested in learning is easiest to teach,

= make trainee feal at ease,

~  explaintothe trainec what heis going to learn, what is the purpose behind, whatis the importance
af job, how it is related to work done before and afierwards and what is the benefit of rapid and
effective learning. '

3 Demeonstrare the method of doing the job

Tell and show 10 1he trainee the correct procedure of doing the job, step by step, using appropriate
training aids and let the trainee watch the whole show, While doing so

— explain the sequence of the entire job,

e dé:mcumuate each operation using the best motions and their correct sequence at a standard pace
THIE,

= repeat if necessary, and
— emphasize key points in each step. A key point is one which might damage the job or injuré the
trainee.
4. Let rhe mainee try the operations himself
Under the guidance of the instrucior

correct the trainec when he is wrong,
— ercourage him when he is working right,
learning curves® may help at this stage, and

an attitude of patience and goodwill on the part of instructor might be very much beneficial

A Gradually put the trairee on fiis own

—  When the instructor feels that the trainee can do the work resonably well in his presence, he may
let the trainee loose for a while; but not abondon him completely.

— The time for which the trainec is working independently should be increased gradually and
gradualiy.

& Foallaw up

— The trainee should be checked from time to time in order 1o find whether he is doing correctly
and working satisfactorily or not.

= Amnydeviation from the standard method (practice) noticed should be told o the trainec and
corrected accordingly.
20.5.6 Systems, Forms or Kinds of Training for Different Levels of Staff in Industry

~  Different staff levels and the type of training conducted for each level is listed in Table 20.1
below

Befer ‘Workstudy' by Dy, O.F, Khunna (Page 106)
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Table 20.1
Sraff Type of rraining
(o) Workers or 1. [Induction and oricntation.
Operators 2 By skilled and old workers.
Training 3. Omn-the-job training.
4. Apprentice Training,
3. Vestibule schools.
() Foreman or l. Induction.
Supervisor 4 Lectures.
Training 3. Written material (instructions).
4 Conferences. it
5. Training within Industry (TWI).
(c) Executive 1. Management induction.
Training and 2.  On-the-job experience, coaching
Development and under study.
Conferences.
Mectings.
Special projects.

Committes assignments.
Salective reading.
Special courses and classes.

{a) WORKER'S OR OPERATOR'S TRAINING
1. Induction and Orientation
= When a new worker joins a concern, everything is strange for him, physical layout is ynfamiliar
and he does nol know 10 whom (o approach for the most obvicus day-to day requiremenis.
— The induction and orientation training aims to get over this settling in period as quickly as
possible and with the minimum of emotional upsets being experienced by the new employee.
= [aduction and onentation training involbves familiarizing the new employee about the following :
(fy The concern orf the enterprise which he has joined, {12 history, organisation structure,
products being manufactured, etc.
() Conditions of employment, disciplinary rules and other aspacis of personnel policy.
(if)  Employee activities and service benelit plans,
(iv)  Community facilities and plant facilities (e.., Canleen, eic.)
(¥} ]nfnrnmtinﬁ about the work, he has to undicrtake and the department in which he has o
work.
(vi)  Wage rate and incentive schemes.
(wif}  Salety and proper use of teols and equipments.
(vit)  Introduction with fellow workers and superasor.
2  Training by Skilled, Experienced and Old Workers
— The newworker is atiached with an old, skilled and experienced worker. The new worker watches

the experienced worker while he works and then tries to éo the same himself in the same way.
From time to time he gets instructions from the skilled worker also.

OO =J O WA de el
| ol o TRl
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= This type of training can be seen in very small concerns, eg. aulo repair shops where there is no
established training programme.

= This method of training has a disadvantage that the new worker will learn even the wrong work
practices followed by the old worker.

3. On-the-Job Training

— On-the-job training 18 imparted 10 the new workers on-the job itself ; no additional training
cquipment is required.

—  This type of training is conducted either by the shop supervisor or by an experienced worker
already familiar with the job.

— The supervisor explains and demonsirales (o the trainee the job, the use of tools and equipment
and the correct procedure 10 do the job.

The traince is then asked to try himself 2nd make the job.
Mistakes, if any, made by the trainee are corrected and he is kept under constant watch until he
develops correct work habits.
Advantages
1. It is & simple and incxpensive method of training.
2. 1 docs not require any additional machinery for training purposes.
3. Tis flexibility permits a programme 10 be started and stopped at will and to be adjusted to the
individual concerned.
4. The worker has first-hand expericnce with the job and learns by doing. He gets introduced very
soon to the realism of the actual work situation,
Limitations
1. All supervisors are not inherently successiul teachers.
2. A trainee may not be able to learn efficiently on the production oor because of the noise and
bustle of the work-place.
3. This ype of wraining will not produce skilled workers in a short time.
4, QOn-the-job training does not produce workers uniformly skilled,
5, Working of trainee onthe production floor may increase chances of spoilage of material, damage
0 equipments, acciklents, eic,
6. On-the-job training tends to be administered and coordinated on a2 somewhat haphazard basis,
4, Apprmum Training
Apprenticeship training has an academic side as well as practical one e, a trainec attends certain
oourses as well as receives practical training,

—  Apprentice training is 1 variation of on-the-job training in which a trainee is taught the WHY
agwell as the HOW and he is given a broad training 1o enable him 1o take up a wide varity of tasks
within his lield of specializition.

— An gpprentice is trained 1o do a job requiring highly skilled work applied to varying work
patierns.

—  Under this scheme young boys 16 1o 18 years of age are trained for 2 to 4 years. The training
involves doing a planned sequence of jobs and spending a prescribed number of hours in the

class-room. The apprentice is paid wages (normallyincreasing with the passage of time)) for hours
of instruction as well hours of production.

—  Apprentice training is being condected in 1 nomber of felds such as electrician, turner, welder,
moulder, mowor mechanic, eic,
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Apprentice training is a long, thoyough and costly practice.
5.  Vestibule Schools
— This type o1 training is performed outside the shop floor-as if it were carried out in the vestibule

(£e. a fore-court or an entrance hall) of the company before actual entry into the working part
of the plant

— It becomes necessary for a concern to start & vestibule training school when the amount of
training to be imparted and the number of trainees exceed the capacity of a shop supervisor (to
impart on-the-job tralning).

= Avestibule school is set up on the company property and equipment actuslly used on the shop
Moor is dupficated as closely as possible.

= A large number of trainces undergo a planned course of instructions and practice usually by
instructors ot altached with immediate production.

— Afterthe trainees achieve proficiency, they are transferred to production floor to take up regular
production work without delay,

Advantages

l. A large number of trainees can be trained in similar skills, guickly and uniformly.

2. Unlike on-the-job training, the vestibule school training does not damage actual production.
3. The school atmosphere is calm, peaceful and conducive 10 efficient léarning,

4. Instructors are not worried about immediate production.

3. Specially trained and professional instructors can beemployed for imparting instructions to train-
ees.

6. Wastage and spoilage of raw material and damage to production machinery is eliminated,

Limitations

1. It is a costly affair and every industry cannot afford it,

<. Production machinery need be duplicated.

3. Atrainee does not achieve familiarity with actual shop floor conditions while he is baing trained
in the vestibule school. Therefore he requires a period to adjust himself with the shop fleor conditions
when he enters the working area of the plant after completing his training in the school,

4. If the demand of workers is uneven, usually either a part of vestibule school is idle or trainees are
rushed through it without proper training.

(b) FOREMAN OR SUPERVISOR'S TRAINING
Introduction
— Foremen orsupervisors are the next step above the workers or operators level employees in the
organizational pyramid.
— Aforman is the keyman who interprets management to the workers and at the same time is
responsible for production. He stands between management and the rank and fil level employees.
— A supervisor generally has to take care of the following -
(7} Selecting and training of workers.
(i}  Work production,
() Control of quality, quantity and cost.
() Discipline, motivation and morale of workers.
{v)  Work method improvement.
{vi)  Accident prevention.
(v} Maintaining machinery and supplies.
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{wiid) Compliance with labour laws.
(ix)  Cooperation and coordination with other departments.
{xy  Handling labour grievances.
(/)  Record keeping.

— Therefore, the training of the foreman should be planned by keeping the above-mentioned

points in view.

— The foreman training should :
(i} Bring his impact up to the standard where he can handle his interactions with others eflectively.
(ily Primarily aim to develop the qualities of leadership.

{fiiy Equip him with an adequate knowledge of management methods 1o deal with other people.

(iv) Broaden him and at the same time develop qualities of analysis that will enable him to visualize
his jab,

{v) Encourage the development of his motivation and adjustment.

{vi) Develop the foreman o qualify for advancement to positions of greater responsibility.

{(wif) Impart tohim a deep knowledge about the work so that workers should feel that he is superior
toy then.

{w"h Develop in him the skill to impart instructions 10 the workers under him.
(i} Develop in him the skill to improve upon the existing methods of work.
(x) Preferably be conducted within the company itself.
— Foreman Training Technigues
1. Induction

= Any new cmployeowhether he 15 a worker or foreman needs proper induction before he is asked
tordo the job or work predecided for him.

—  For details of induction programme refer to section 20.5.6,
L Lectore (class-room) Method
= Class-room training depends entirely upon lectures as the medivm of training.
— Lectare can be delivered 10 a5 many supervisors as can be accommodated in the room.
— Lecture is deliversd by cxpenis from within or outside the company.
—  Lecture s a very good mediom of training where no reliable books or othér written meterial is
available.

—  Thevalueofthe lecture can be enhanced by using audio-visual aids such as technical films, slides,
overhead transparencies, eic.

3. Written Melerial
— Refersettion 20.5.4.
4. Conference
—  Aconference brings together many people who tend (o train themselves and learn topether.

—  People stiending aconference, compare, consider and discuss the subject matter of their interest,
e, how 1o control absentecism, how 10 minimize scrap rate etc.

— Aconference helps pooling ideas and experiences of different persons and puts them open for
discussions 10 arrive al a feasible solution of the problem in hand.

— A conlerence can uproot fixed ideas, change attitudes and develop analytica] and questioning
ability.

e e R R e e R e e B T T et (e SRRl
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= Theconference discussions should be theroughly planned and the poinis of conel usion (but not
the conclusivn itsell) must be predetermined,

— The conference leader or trainer should guide, be active, lead, interpret, stimulate and draw out
the ideas and opinions of the group engaged in discussion,

5. Training within Industry (TWT)
— An outcome of World War I was the TWI-Training Within Industry Programme of the War
Manpower Commission,

~ This was basically a supervisory training programme to make up for the shortage of civilian supes-
visory skills during the war. B s

One of the parts of this programme was the job instruction trining course, which was concerned
with how to teach.

— During war time and even afterwards more supervisors have been trained by TWI than by any
other method.

— TWI courses can be held on a concern’s premises and cause little disruption of work.

— TWI courses are based upon group conference method, and supervisors attend on a part-time
basis.

— TWI courses can be easily adapted 1o special needs and impart effective training in minimum
time.

— A TWI course imparts training in

(a)Jah Instruction. The supervisor develops the ability to impart clear instructions to the workers
a5 regards what 1o do and how to do it

(b} ek Relgiion. This programme develops in a supervisor
— Leadership qualities.
= The ability to analyse and handle labour problems.
— The ability o promote good working relations.
(€} Job Method. This programme increases supervisor’s skill 1o §
— improve methods of doing work, and
=  make best vse of men, materials and machines.
(e} Jood Sarfery. Supervisor learns how 1o
— Prevent accidents.
- Spot dangers and climinate them.
(C) EXECUTIVE TRAINING AND DEVELOPMENT

— Executive training and development is one oi the mosi important and com plex tasks of Personnel
Management.

— Largerconcerns give increased attention 1o the training and development of their Managers and
Executives.

The primary emphasis in executive development should be in self-development. There is no
suhstitute for personal drive, initiative and ability.

- Executive training and development can be classified as follows
(1) On-the-fob rraining and development which includes,
Learning by cxperience.

- Qn-the-Job coaching,

—  Understudies. The trainee is kept understudy and he learns the ways of his superior underwhom
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he is at study.

— Puasition Rotation, Rotatingan executive from one position to another broadens his background
in the business,

— Special Projects. A special assignment, eg., “to develop a system of dust collection in the
foundry,” is highly uscful and flexible training device.

— Committee Assignments. Unlike special projects, eommitice assignments are regularly consti-
tuted. Committes assipnments very well impart the necessary general backpround,

— Selective Reading, e.g., going through Business Magazines, Trade Journals, etc.
(i) Cf-the-Job raining and development which includes

— Attending special courses conducted ai colleges and universities.

= KHole Playing. It involves constructing artificially a conflict situation inwhich the trainee is piven
i strategic position 1o play.

Rale playing increases the irainee’s skill in dealing with other peaple (e, Sales Training).

= Sensitivity Training. [tdevelops executive’s awareness and sensitivity (o behavioural patterns of

oneself and other people.

Simulation, Trainees arc asked to make decisions about production, cost, inventories, sales eic.,
Wor a simulated firm.

— Conference Training {discussed earlier).
— Altending Spectal Meetings of one or two days duration in varioos fields, eg., Personnel,
Production or Marketing Management, elc.
206, SAFETY ENGINEERING
Safety in Industry
— The modern safety movement starled around 1912 with the First Cooperative Safety Congress
and the organization of the National Safety Council in ULS. A
From 1912 to the present time, remarkable advances have been made in reducing the rate and
severity of accidents.
- The importance of industrial safety was realized because every year millions of indusirial
accidenis occur which result ineither death or in temporary and permanent diseblement of the

emplovees and involve a pood amount of cost such as resulting from wasted manhours, machine
hours eic.

— In 1252 in U.S.A, fifteen thousand workers were killed in industrial accidents, 2,008,000 were
imjured and the total cost of these accidenis was about § 2,900,000,000.

— Loss of livesand accidents costs gradually led to the formation of Factories act, Office, Shops and
Railway Premises Act eic.

— The requirement for consideration of safety by management as part of its responsibility arises
primarily from these Acts.

—  Safety begins on the drawing board when in the original design of tools or workplace layout,
accilent hazard may be buill in or eliminated.

—  Safery resules _
(#) from safe plant, processes, and operations, and
(i) byeducating and training workers and supervisors regarding safe practices on the shop floor.

—  Inan industry, safety maybe considered from the mechanicalside (equipment, 1ools ¢ic.) or from
legel angles of workmen's COmpensation or even as @ matter of training in and moivation
towrrds safe work practices lor workers (especiaily newly recruited ones).
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Need for Safety
Safety in industry helps,
{£) Increasing rate of production.
(if) Reducing produeclion cost.
(iif) Reducing damage to equipment and machinery.
(i) Preventing premature death of alented workers who arc an asset to the socicty.
{v) Preventing needless pain and suffering to its emplyees.
Organization for Safety
= In a small concern each shop superviser may be made responsible for safety in his shop.
— Each shop supervisor may report (o top executive as regards safety matters.

— Since the shop supervisor has {is main job to turn out production, he may treat satety as a
secondarny aspect.

— For this reason sometimes the safety function is taken care of by personnel officer or general
foreman.

— With the growth in the size of the industry and depending upon the hazardousness of processes!
operations, a full fledged safety department may be created with the safety Director/Manager as
its chief executive and a number of persons under him at different levels.

The safety Director/Manager may be given a line position or siaff pesition depending upon the
conditions in the industry.

= Sometimes the responsibility for safeiy resis on a safety commitiee.
Safety Commillee
— A safety committee may consist of executives, supervisors, and shop floor workers.

= Thus the Jower level employees get a channel of communication on safety matiers direct to
cxecutive level.

— It was observed that those organizations which made safety committees had lower fecord of
accidents than those without safely commiliees. "

— Safety committees aid in developing safety consciousness as well as it is a policy making body on
such safety matters as come before i

= The Safety Manager/executive requires a degree of firmness and ready discrimination to exclude
personal and union matters in which safety is merely the pretext for their airing,

= Thezalety executive should guard jealously the responsibilities of management and supervision.
— Lastly, 1o get maximum out of a safery committee

(i} It should be assigned specific problems and duties such as planning safety rules,
publicizing them ete.
(i) Its members should be asked 1o go on the shop floor and watch what is being done
aboul it {i.e,, the safety).
(it It should be asked 10 report periodically as what improvemenis have becn made and
what more can be done.
Safety Frogrammes

— Asafely programme tends 10 discover when, where and why accidents occur.
— A safety programme aims at reducing accidents and the losses associated with them.

= A safety programime beging with the assumption that most work-connected accidents can be
prevented.
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- Asafery programme does not have an end ; rather it is a continuous process 1o achieve adequate
salety.

— A safety programme tries to reduce the influence of personal and environmental factors that
cause accidents.

—~  Asafety programme involves providing, safety equipments and special training to employees.

— Asafety programme is composed of one or more of the following clements

@
(i)
(i)
(iv)
()
(vi)

{vil)

Support by lop management.

Appointing a Safety Director.

Engineering a safe plant, processes and operations.

Educating all employees 10 work salely.

Studying and analysing the accidents to prevent their occurrence in future.

Holding safety contests, safety weeks etc., and giving incentives/prizes to departments
having least number of accidents.

Enforcing safety rules

— A safety programme includes mainly four E's (as explained above also) :

(7)) Engineering ie. safety ai the design and equipment installation stage.
Wi} Education of employees in safe praclices.

(iify  Enlistment, [Lconcerns theattitude of employees and management toward the programme
and its purpose. It is necessary to arouse the interest of employees in accidenl prevention
and zafely-CONSCIOUSICSS.

{iv)  Enforcement, i.e., 10 enforce adherence to safety rules and safe pratices.

Safety Instructions and Training

— 'This is essential for educating the employees o think, act and work safely so that the number of
accidents can be minimized.

—  Safery trainingleducation gives knowledge about safe (and unsafe} mechanical conditions,
personal practices and of the remedial measures.

— Salety training involves :

ii)
(i)
(£}
(v}
()
(V)

Induction and orientation of new recruits to safety rules and practices,
Explaining safety function, during, on the job training,

Efforts made by the first level supervisors.

Formulating employees safety committees.

Holding of special employee safely meetimpgs.

Displaying charts, posters, films etc., 10 emphasize the need to act safely.

Fducating Employess to Develop Safety Conscdousness
— A worker will vsually accept the use of a safety measure if he is convinced of its necessity.
Therefore, suitable measures should be adopted to increase theawareness of a need forsafety in the
environment of work:.
—  Some such measures 10 develop safety consciousness emong workers/employees are as follows :

(i)
(if)
(i)

(v}

Display of safety posters and films 1o remind workers of particular hazards/faccidents.
Providing simple and convenient salety devices.

Providing allowance {in the standard time) to the worker for seiting, removing and
replacing any necessary safety devices.

Ask the employee from the first day he starts work 1o adopt safety measures because a
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worker who has commenced work and has become familiar with it would never feel the
necd for safety measures at a later date.

Hold safety competitions and award prizes to the winners.

Givedue respectand recognition o safeworkers and create inemployees a feeling of pride
in safe work.

Elaborate on the safety theme until all the employees are salely-conscious,

Hold regular safety meetings. They stimulate ideas and workers get more safety conscions
as the time of meeting approaches near.

Lay out work areas to reflect safety considerations.
Mau information and literature pertaining Lo safety at the homes of all employees.
Report safety activities o all employees.

Welcome all safety suggestions.

Cross-mark all accident areas.

Conduct salety training lectures periodically.

207, ACCIDENTS

— An industrial accdent may be defined as an event, detrimental to the health of man, suddenly
occurring and originating from external sources, and which s associated with the performance
of a paid job, accompanied by an injury, followed by disability or even death. An accidenl may
happen to any employee under cenaln circumstances.

Economic Aspects (Cost) of Accidents
— Anaccident can bevery costly to the injured employee as well as 1o the employer of the concern.

—  Thereare definite costs associated with the accident, &.g., direct and measurable costs and indirecr,
Le,, somewhat intangible but nevertheless real costs.

Drirect Costs of an Accident. They associate

()
(i)
(i)

Compensation insurance, including Payment, and Overhead costs. p
Uncompensated wage losses of the injured employee, ;
Costof medical care and hospitalization.

Indirect Costs of an Accident. They associate ;

(¥
(i€}
(i)
(#v)

(¥)
(v)
(i)

(vii)

Costs of damage to equipment, materials and plant,
Costs of wages paid for time lost by workers not injured.
Costs of wages paid to the injured worker,

Costs of safety enpineers, supervisors and siaff in investigating, recording and reporting
of accidents and {15 coses.

Costs of replacing the injured employee.
Cost of lowered production by the substitute worker.
Cost of delays in production due to accident.

Cost of reduction in efficiency of the injured worker when he joins the concern after
petting recovered.

And lastly the influence of accident on the morale of employees.

Exarmple 20.1. Cosi of an accident. A foundary worker got burns on his fool while pouring molien
metal from the ladle into the mold.
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Direct costs
Compensation paid for burns Rs. 330
Medical expenses Rs. 150
Total compensation cost Rs. 500
Uncompensated wage loss Rs. 100
Total direct tost Rs, 600
Indirect cost
Material spoiled and labour for cleaning it up Rs. 200
Injured worker's make up pay while at home Rs. 80
Fellow workmen standing and waiching at ime of accident Rs, 300
Supervisor's time in Investigating and recording Rs. 110
Down time on casting Rs. 130
Slowed up production raie of other employees Rs. 120
Total indircct cost Rs. 960
Total cbst of accident [Not including overhead charges which may raise
the total cost of accident by as much as 505%] Rs. 1560
Causes of Accidents

— Anaccident is an vnplanned incident and for cach such incident there is usually a specific cause
or causes if one could but discover them.

- Accident may be caused due 1o

1. Technical causes__ __ _ _ Unsafe conditions — Mechanical factors
Environmental factors
2. Human causes — — — — Ulnsafesclf — — — — =— Pemsonal (actors.

— Technical causes or unsafie conditions reflect deficiencies in plant, equipment, tools, materials
handling sysiem, general work environment, e1c.

—  Human causes or unsafe acts by the person concerned are due to his ignorance or forgetfulness,
carclessness, day-dreaming, ete.

Tt has been estimated that there are four accidenis caused by human causes 10 every one that is
caused by technical causes.

= Mechanical canses or factors
1 Unsife mechanical design or construction.
2 Hézardous arrangement (piling, over-loading etc.)
3 Improper machine goarding.
4 Unsafe apparel.
5. Defective agencies or devices.
i Improper material handling.
;2 Broken safety guards,
5 Prowwding nails:

9. Leaking acid valve,
1. Uniested boilers or pressure vessals.
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Environmental Factors

] Em-l ronmental factors indicate improper physical and atmos phericsurrounding conditions of work
which indirectly promote the ocentrence of accidents, Environmental factors include

1. Too low a temperature (0 cause shivering.
2. Too high a temperature 10 cause headache and sweating.

3. Toohigh a humidity (intextile industry) tocause uncomfort, fatigueand drowsiness {especially
when the atmosphere is also hot).

4. Defective and inadequate illumination causing eyestrain, glares, shadows, eic.

5. Presence of dust, fumes and smokes (eg, in foundary or welding shop) and Eack of proper
ventilation,

B, High speed of work because of huge work load.

7. More number of working hours andover andabove them the tendency of the employer 1o insist
for over-time work.

8. Inadequate rest pauses or breaks between the working hours.
9. Moise, bad odour and flash coming from the nearby machinery, equipment or processes,
10. Poor housekeeping.
Personal Factors
Age.
Health
MNumber of dependents.
Financial position.
Home environment.
Lack of knowledge and skill.
Improper attitude towards work.
Incorrect maching habits, *
Carelessness and recklessness.
Day-dreaming and unattentiveness.

p

L=l L

fary
=

11. Fatigue.
1Z.  Emotional unsiability, e.g., jealousy, revengefulness, eic.
13. High anxiety level.
14, Mental worriness.
15 Unnecessary exposures to risk.
16. Non-use of safety devices.
17.  Working al unsafe speeds.
i, Improper use of tools.
Types of Accidents
1. Mear accident — ie, An sccident with no damage or injury.
2. Trivial
3. Minor.
4.  Seriovs,
| Fatal,
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Accdent Prevention

Accident prevention i5 highly essential in an indusiry, in order 1o
(1) Prevent injury to and premature death of employees.

(it} Reduce operating and production costs.

(1if) Have pood employer-emplovee relations

(iv) High up the morale of employees.

Above ell, prevention of accidents is a true humanitarian concern.

Accident prevention does not occur by itzelf | there should be eonsistent implementation of
safety measures and salety programmes emphasizing the need for

1. Safe workplace layout and working conditions.
2. Safe material handling.

3. Personal protective devices.

4, Safety activities in the organization.

1. Safe Workplace Layoul and Working Coaditions

Layout

Working Conditions

Although most accidents take place because of unsafe act of the employees, the role of the
environments and surroundings cannot be ignored in determining the cause of accident.

A pood layout and working conditions play a major role in preventing many accidents which
would have otherwise occurred.

For preventing accidents, the layour should be such that:
i) Every employee has enough space to move and operate,

(i)  Passapeways between working places, roads, teacks and alleys, ele, must never be ob
structed,

[rif) It prevents the inrush of cold/mot air and draughts to the working place.
For adequate lighting, ventilation eic,, the heighis of the working rooms should be of 3 metres,

Floors must be of nonskid type, satisfactorily plane and must possess such properties that they
can be casily cleaned and absorb sounds.

Windows should be of adequate dimensions in order 1o make full use of natural day light.

Doors and gates leading 1o open should be provided with guards, eic., to prevent draughts at the
ncighbouring workplaces.

Fire hazards can be reduced by utilising fire walls 1o separate manufacturing area into several
compart ments.

A worker operating on the machine should have easy access 1o the safety 51.-.-:[_;,;151 «pmwdn:d on
the machine/near workplace, -

In enclosed rooms, in order 10 have comfortable conditions, the fml-:rw

AIr temperature, air purity, velocity of air, humidity of air, and heat rdbiFaii
of different temperatures, : ‘F'

= iy
Not anly in enclosed rooms, even otherwise proper ventilation is a mus
Processes give rise 10 dust, smoke, fumes e

b
Whether natural oranificial, there should be sufficient [Humina tion, ofadeq uatecolour oflight,
continuous and uniform and free from glare,

189
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— A high noise level at the workplace impairs men at work and may even endanger them. Noise
develops from riveling, grinding, forging, engines, compressors ete. To reduce noise level and to
minimize detrimental effects (e.g, deafness) arising out of it :

{1}  Seloct, purch_ﬁse and make vse of machines and processes which produce little noise.
{fi)  lsolate and keep noise producing machines in separate closed cabins,

(i) Use silencers 1o minimize the hissing sound of compressed air escaping from blow-off
valves in pneumaric 100k and machines.

(v} LUise suitable machine mounts (o damp down the vibrations.
2. Safe Material Handling
— Careless handling of heavy mawrials and components is 2 major source ofback and foot injuries.

— To aveid premature fatigue of transport workers, full use should be made of mechanised
matcrials handling equipment !

—  Use mechanical means of conveyance to ensure the safety of menengaged in material handling,

— The transport workers should not be asked (o 1ilt more than the permissible load, e.g., for a boy
of 16 1o 18 years of age, this load is 19 kgs.

— During transport, sharp materials, sharp edged goods, poles etc, should be covered, placed in
stable holders and retained by means of wire.

— Goods should be piled up such that they do not collapse due 10 impact or vibrations,
— Containers or vessels employed 1o transport liquids or small parts :
iz}  should not be 100 large to limit the pange of vision and impede lifling and carrying,
(i) shouid be light, and
{fr)  should not be defective/leaking.

—  Depending upon the condition of material, use a proper material handling equipment, (Refer
chapicr on Marerial Handling).

= All material hendling equipments should be promptly repaired and adequately maintained on
priority basis. A
3. Personal Protective Devices for
(1) Provection of head
- Safety hard hats,
— Rubberized hais for protection against liquids (chemicals).
—  Ear proteciors.

(b)) Pratection of face
= Face mask.
— [Face shields.

= Welding helmets.

()} Protection of eves

- Coggles of case-hardened and clear glass for protection against impaci.

— Eye cup goggles for protection against flving objects and dust.

= bBwe cup goggles impervious 1o chemicals for protection against acids/alkalies splashes.
1) Frovecrion of fungs

— AIr line respirators

—  Cartridge respirators



2227755/2023/ACADEMIC SECTION - 2 o

PERSONNEL MANAGEMENT M~29

—  Oxygen or air-breathing apparatus.
- Gas mask.
(e} Protection of other body parts, .g. hand, foot, leg, erc.
—  Protective asbestos clothing.
- Gloves.
— Safety shoas.
— Fool guards.
- Safety body belt,
—  Aprons.
—  Safety (moulder's) shoes,
4. Safety measures Essential in Indusiry
— Refer section 20.6.
—  Onher safety measures which may be adopled are !
—  Provide wire mesh safety guards 10 all rotating paris, &g, pulleys €ic.

— High voltage equipments and other machines which cannot be properly guarded should be
Jenced.

—  Pressure vessels and their component paris (eg., vabves, pauges, eic.) should be periodically
tested as per their specifications, the defective parts should be replaced.

—  Material handling equipments should have uncbstructed paths Lo move On.
—  Defective tools, e.g., hammers, spanners, ¢ic., should be immediately replaced.
—  Power should be switched off before repairing the equipment.
— Inflammable material should be stored separately and away from the general siore.
—  Tlecirical connections and insulation should be checked at regular intervals.
~ To avoid electrical accidents
()  None except the electrician should be permitted 10 touch electrical connections,
(ify  Afl live wires snould be isolated and insulated from each other.
(@ify  Electrical connections and ground connections of all portable and unporiable machinery
should be checked periodically.
(iv)  Damp environmenial conditions {Moor ete.) should preferably be avoided.
—  Fire extinguishers should be kept in proper condition and at key places.
Accident Pronencss
_  Examinationofsafety records ofienshow thatoutofall the workers doing the same joband heing

subjected 1o the same physical environments, only a few have substantially more accidents than
the rest.

—  Such fow workers who are found mniistmt]}r 10 experience more accidents than the average
(other) workers, are ¢lassified as ACCEDENT-PHL"INE: workersfemployees,
_  ACCIDENT PRONENESS may bedefined as the continuing tendency of a person 1o have more
accidents as a result of his persisting characternsic ¢1¢. .
_  Accideni proneness is perhaps because of peculiar psychological and physiological make up of
ceriain persons,
Causes of Accident Pronencss

{f] Unatentiveness and day-dreamimg.
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(i) Poor eyesight and hearing and lack of stamina.

{itf) Poor adjustment of work ; distaste for the job.

(i) Too much sefisitivity and tendency to get perturbed easily, (Emotional siresses),

(v) Dislike of the supervisor fforeman, ete,

(vi) Lack of training, proficicncy and skill to do a work.

(vif) Insufficient intelligence,

{wit) Unsafe behaviour of the worker (e.g, intentionally not using safety devices and safe practices).
Methods to Reduce Accident Proneness

(f) Depending upon the job conditions select only those applicants who possess appropriate
standards of physical and mental ability.

(éf} Transfer accident prone workers to comparatively less hazardous job situaiions.
(v} Impart adequate training to a recruit before putiing hir on the job.

i) Encourage emplovees working under you and see that they do not get unnecessarily perturbed,
frusirated or emotionally disturbed.

First-Aid
= Even after taking all safety precautions and measures, accidents oceur in faciories,

— An injured worker needs immediate proper treatment : in the shsence of which, his condition
may become critical,

— Totake care of such situations, factories employ full time, at least a person who has successfully
completed his Red-cross first-aid course, and who can give preliminary treatmeat 1o the injured
person, who may later on be taken to the hospital as the ambulance arrives.

— Besides the above service, & first-aid personnel can look afier those workers who get minor cais,
burns or electric shock.

— A first-aid box which contains the following is always kept ready during working hours.

Contents of 2 First-aid Box :
ftems Numbers A
(1}  Rolled bandages 10 em wide 12
(i} Eolled bandages 5 cm wide | i
()  Pair of scissors 1
(tv)  Bottle (4 ox) of salvolative having the doze and
made of administration indicdted on label 1
(v} Large size sterifized dressings 12
() Medium size sterilized dressings 12
(vir)  Small sized sterilized dressings 24
{vit)  Safety pins 2 packets
(i) Large size barn dressings 12
()  Packets of sterilized cotton wool 2
()  Eyedrops 1 small bottle
{xir) Adhesive plasier 2 roller
(witiy 4 oz bottle containing a 2% alcoholic soiution 1

(viv) 4oz bottle containing KMnO, crystals, eic. 2
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208, GOOD-HOUSEKEEFPING
Deefinition and Concept
—  The term housckeeping has been borrowed from the maintenance of domestic properties in the

homeMouse and is now liberally applied to the maintenance of both cleaniiness and order in all
kinds of businéss cstablishments, &£ indusiries etc.

Cleanliness is a condition wherein buildings, work and rest areas, machinery, equipments and tools
are kept free from dirg, dust filth, s1ain etc.

Necessity of Good Housckeoping
Gaod plant housekeeping is essential in order to
1. Mike and maintain & clean, neat and orderly factory work area and its surroundings.
L Make work areas look pleasant, more satisfying and motivative for 8 worker to work.
3. Minimize fatipue and discomfort 1o the workers,
4. Minimize injury and accidents.
5. Increasze the life of plant, building and the facilities it contains.
. Avoid fire and other hazards.
A Ee,rmil effective natural filumination and ventilation.
Advantages of Good Housekeeping
1. Fewer accidents,
2 Increased life of building, machinery, tools, etc.
3. Improved emplovee morale.
4. Increased production.
5. Better product quality.
6. Continuous cleaning redeces housekeeping costs because intermittent clean up is more expen-
sV,
7. Little or no time is lost in searching for tools etc.
E. Material handling and transporiation pick up speed.
4. Inspection, maintenance and production control fanclions become gasier.

10. Much fioor space otherwise occupied by unosed raw material and 1ools, eic. is released for
production. '
Good Housekeeping Procedure

L. Plan and project the housekeeping programme carefully and completely, Associate the employ-
ees in this venture.

2 Divide the plant and offices into cleaning zones and assign a person 1o cach zone. This person i3
responsible for the good housckeeping and orderliness of his zone.

J. Keep an eye on the performed housekeeping schedule and conduct periodic housckesping
inspections. The following check-iist may help in carrying out inspection properly.
(@)} Machinery and Equipment
— (seneral cleanliness.
= Containers for waste materials,
— Machine guards on and operating.
—  Qil, air, water, steam leakage.
— Pornable equipments — Do they hamper personnel and material movements 7
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() Maveriais and Srorage
= Piling and stacking—Can marerial slip easily 7
— Matcrials protrading out of racks, bins, benches, machines étc
{c) Building
—  Windows clean and unbroken.
— FPainting and upkeep. -
— Door jambs clean,
— Fire extinguishers and sprinklers clear,
(d) Floos
= Slippery, wet or oily.
— Badly worn or rutted.
— Garbage, dirt or debris.
— Loose materials.
(&) Statrways and Aisles
= Clear and unblocked
— Well lighted,
() Emplovee facilities
— Drinking taps clean.
— Toilets and locker rooms clean,
— Soap and towels available.
(g) Orher Aspects
~ Lamps and lamp reflectors clean.
— Bulletin boards and safety signs clean.
— Protective equipment and clothing clean and in good condition.
— Electrical motors clean.
= Veniilation unohsiructed.
2.9, PERSONNEL (LABOUR) WELFARE
Definition and Concept
— Employee services are provided under a number of titles in industry. Sometimes, it is referred as
Benefit Programmes,
Personnel (employee, labour) welfare, or as
Hidden payroll
Perhaps employee services are generally described as a part of Fringe Benefirs.

— Fringe benefits include those elements of compensation other than wages which are significant
when initially considering employment and in the ongoing evaluation of one's welfare on the job,

Fringe benefits may be of

(£} HﬂnE!ary nature, &g, Retirement benefils, Insurance benefits, and Investment plans, ete.

(i) Non-monetary nature, e.g., Position title, Good office, Automobile. and Good parking space etc.
importance (and Objectives) of

Personnel welfare or employee service and benefit programmes are important because they :

.
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(1) Make the plant personnel a healthier, sounder-thinking and more forward-looking gréup.
(2) Make the employes a group of citizens berter able to carry on the productive processes.
(3) Contribute 1o the maintenance of employee morale and loyalty.

(4) Maintain an employee’s favourable attitude towards his work and work environment.

(5) Serve 10 attract and keep a work force in competition with other organizations.

(6) Serve to mainiain some degree of peace with the organized labour Umion.

(7) Fulfil social, recreational, and cultural needs of the employees and at the same Lime make their
life easier.

(&) Reduce labour turmn-over and absentecism.
{9) Promote pood public relations.

(10) Encourage employees and promote goodwill and cordizl relations between employers and
employees, which ultimately result in more production, better product quality and increased profits,

Welfare (and Services) Methods or Measures
They may be categorised into three classes, namely
{1) Economic.
(2) Recreational.
(3) Facilitative.
1. Econamic
{a) Insurance (including group insuranee)
(&) Retirement and pension plans.
(¢) Health and accident services,
() Credit unions®.
{£) Paid holidays.
(f} Profit sharing,
2. Recreational
{a) Sports.
() Social get-logethers.
() Special inlerest groups such as dramatics, athletic programimes, fiying and particular hobhics.
3, Facilitewive
(o) Housing.
(b) TransporL
(¢) Educational facilities and librarny services.
(d) aedical services (including first-aid, hospitalization, sick leave, cic).
(e} Canteens, cafeterias and lunch wagons (Eating facilities).
() Company (cheap) sLODEs.
() Discounts on purchases of company products.
(h) Rest-rooms and locker-rooms,
(i) Legal and financial co unselling.
The abone listed facilities are self-cxplanatory.

[, Acredit union is an arganized proup of poople whe posd e oy and i o ke e 1o e apother at the lime
isf neecd !
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010, COMMUNICATION IN INDUSTRY
Introduction

= Inrecent years there has been an increasing reco gnition of the importance of communications
in industrial ofganisations. Communication function is viewed as one of the most important
processess of Management.

= Thesubject of communication is one of the broadest in the field of Personnel Management. [t
€ncompasses a consideration of the subjects to be communicated, media, channels, communica-
tors and the symbols of communication,

— Nearly every aspect of human relations and of supervisor-subordinate - relations involve
communications.

= Communication is the process of conveying messages. For communication to take place,
INEssages must be composed, transmitted and unders tood.

= Communication is the process of transmitting ideas or thoughts from one person to another, for
the purpose of creating understanding in the thinking of the person receiving the ideas or
tnformation.

Formal and Informal Communication

(@) Ajformal communication is official that is a part of recognized system involved in the successful
operation of a concern.

= Information passed on from the supervisor to a worker to do a particular work is an example of
formal communication.

= Formal communication may be written, or oral,
— Formal communication may be a

(1)  Vervical communication, dowmward from 1op management to workers to doa job, a praise
or & reprimand ; or upward from workers to higher management levels giving work accom-
plishment report or other feed-back information.

(2)  Horizontal communication, i.e., the transmission of information from and to, 1o positions
of the same level, .g., Manager production informing Manager maintenance regarding a
machine breakdown.

(b) Aninformalcommunication isone that isoutside the formal, recognized communication system,
such as conversations between and dmong workers and the grapewine.

— Apersonis motivated to communicate naturally. When he is unable to communicate his feclings
to his supervisor/ Manager, he communicates the same informally to his colleaguees, Such (ie.,
informal) communication arises from social interaction.

— Informal communications or grapewine
{7} isanatural and normal activity of a person and arises out of social relar ionships of people,

(#)  works likea cluster chain in which each link (i.e., person) associates and communicates Lo
a cluster of other links (ie., persons),

{if)  spreads fast,
(i) isa good method of vertically upward or downward communication,
{v)  involves feelings, facts, rumours, ete.
Communication Channels and Structure
— Communication channels tend o
Discover clashes of interest,
Reconcile conflicts, and
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Coordinate efforts.

— It is beiter 10 set up formalized communication channels between the different levels of
organization, butamong personnel at the same level, the information flow should be circular and
more free.

—  Proper structure of communication leads 1o efficiency.
—  Less structuring leads perhaps to greater individual job satisfaction.
—  Communication left largely unstructured among personnel, geis a significant amount of struc-
wure of its own after a period of time.
Upward channels of communication include :
Face-to-face contact
Group meeting.
Grievance/complaint procedure.
Counselling,
Maorale questionnaires.
Open-door policy.
Eabour uniomn
Grapewine.
Downward channels of communication include :
Chain of command.
Company periodicals.
Notice boards.
Information racks.
Pay insens.
Annual reports.
Grroup meetings.
Employee handbook.
. Labour vnion.

10, Grapewine.
Communication Process and Systems

- Acommunication process involves

T ST SR SR - O

=]

1. Thesendern

2. The media to transmit information.

3. The receiver,

—  Ameaningor concept is first ofall converied into symbols by the sender and then transmitted at
the receiving end.

— Thesymbols of communication are

(i) Waords

(i) Actions.

(fii) Pictures.

{rv) Mambers.

The media to ransmit information consists of channels of communication described carlier.

197




2227755/2023/ACADEMIC SECTION - 2

2036 INDUSTRIAL ENGINEERING AND MANAG EMENT

+ — The receiver or person at the receiving end receives the symbols and translates them into
meanings for himself.

For other dessils refer 1o t‘.]‘lﬂpll:[ 1
Barriers to Soccessiul Communication

— A barricr 1o suceessful communication does not permit the transmission of accurate and full
information at the receiving end.

= A communication barrier breaks down, obstructs, delays, distorts and tends 1o give another
colour o the information by the time it reaches the destination.

= Various barriers to succsssfulbcommunication are:
(13 More levels in the organization structure throngh which an information has to pass.
(2)  Longand ill-strectored channels of communications
(3}  Heavywork-loads at certain levels in the organisation structure.
(4} Attitude—either not (o hear or to hear what one expects to hear.
(5} Prestige and superiority complex.
[6) sender and Receiver having different perceptions.
(7}  Sender unable to symbaolise the information correctly.
(8)  Prejudiced and biased attitude of the receiver.
(%)  Receiver unable to get the information (subject to different meanings) clarified.
{10} Receiver ignoring conflicting information.
(11}  Receiver tending to evaluate information from his own angle.
(12}  Receiver cmotionally upset
Techniques 1o overcome Barriers and Improve Communication. They are -
1. Sending direct and simple messages.
2. Feedback system to know whether the messape has been understood correctly or nol
3. Using many communication channels. .
4. Adopting face-1o-face communications.
5. Be sensitive to the private world of the receiver, try w predict the impact of what you say on hiz
feelings and attitude and tailor your message o fit the recciver’s vocabulary, interests and valoes.
6, Time the message carefully. Communicate when the receiver i motivated to listen and he s not
worried about other things.
7. Reinforee the words with actions, e.g., employees are more likely 10 accept the change when they
themselves participate in the process of change.
8, Introduce a proper amount of redundancy in the message, ie., some amount of repetition of
information, so that the information is not misunderstood.

Y, Create cordial and peaceful atmosphere in the organisation.

20.11. SUGGESTION SYSTEM
Concept

—  One of the most successful bridges between plant-improvement efforts and good industrial
relations is the wse of a sugrestion syEtent

— A sugrgestion sysient taps fhe tremendons store of ideas that rest in the mind of employess.

Certain employees volunteer their ideas because they derive satisfaction by making a suggesiion,
while others feel reluctant and thus arises the necessity of setling up a proper suggestion system 5o thal
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employees can give way (o their feelings, ideas and valuable suggestions.
—  Majority of companies make a cash reward for & valuable and usclul suggestion.

—  Allsuppestions go (0 the suggestion committee by-passing the immediate supervisor and other
intermediate levels of management.

Purpose (objectives). Suggestion systems have the following purposes :

1. To sugpest 1o management as how to improve company efficiency. Employees may suggest how
1o cul waste, prevent safety hazards, improve work methods, etc.

2. To encourage the submission of complains,

3, To raise employee morale through giving them a chance 10 express their ideas on how the job
should be dong, to take pride in seeing their sugpestions accepted, ete.

Awell run suggestion system may yield a never-ending stream of ideas which cut costs and increase
the employee's fecling of accomplishment and participation.

Procedure
~ A suggestion committee is wsually formed in order 1o consider, analyse and evaluate all
suggeslions made by cmployecs.
~  Sugpestions Blanks (Fig. 20.1) are designed as a means of writing suggestions.
5
’ Serial No, 58267
A B. C. Co. FARIDABAD
SUGGESTION FORM
| PUT YOUR IDEAS TO WORK
Date
FSUBPEEE il lsin biiifeessa e ERRARIR (i v i b GFieics ek L LAY B B i s b e s
I beligve the above suggestion will resultin .

Name Clock Mo, Department

Fig- 20.1. A suggestion form or blank,
— Suppgestion boxes are placed in conspicuous and convenient places throughout the plani.

= Employecs write their suggestions on suggestion forms (or blanks) lving by the side of suggestion
b and drop the same in the box.

—  The suggestions are periodically collected and put before the suggestion commitice for review,
investigation and aclion.
The pracicability of each suggestion is explored and evaluated in consultation with the
supervisors who may be affected.

—  Forall those suggestions which are accepied, the employees geta reward, often 10 10 25% of the
savings produced by the suggestion during the first year,

Suggestion System Probloms : A number of prohlems may be encountered in the establishment and
adminisiration of a suggesiion system, ez,
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L. Suggestion system bypasses the (immediate) supervisor so there is a considerable amount of
apathy or outright opposition by the supervisors on a worker’s suggestion bei ng accepled and adopred.
Thus, suggestion system instead of doing benefit may do harm by antagonising supenvisors.

Supervisors fear that if a worker's suggestion is adopted they may be criticized by their superiors for
not having thought of the suggestions presented by the workers.

This problem maybesolved by giving recognitionto both the sn pervisor aswellasto theworker who
submils a good sugpestion.

2. A good suggestion helps doing the same job with less effort, eg., with less number of workers.
Thus, worker's jobs are threatened. For this reason, workers generally hesitate to submit suggestions.

3. Sugpestions being submitted and rewarded on an individeal basis may generate serious resent-
ment within the group.

4. Suggestion systems, sometimes, arouse union opposition because, as a form of v pward commu-
nication, they usurp what the union regards as one of its rightful functions.

.12, DISCIPLINE IN INDUSTRY
Definition
L. Discipline may be deflined as instruction or training,
= To behave in accordance with rules and regulations,
— To train to obey implicitly an order,
— To bring under eontrol, eic.
2. Discipline refates to employes conduct.
3, Discipline is employee self-control to meet organisational standards and objectives.
Purpose. Discipline is necessary in all efficient organisations in order 10
1. Encourage employees 1o behave sensibly at work.
2. Effectively realise or attain the objectives of the organisation,
3. Help employees learn the requirements of their job,
Forms (Types). There are two basic forms of discipline
L Negarive discipline
— Negative discipline controls employees by force, &g, by threats, dismissal eic,

= Withthe growth of trade union movement and from 1945 onwards, negative discipline 10 some
extent has been replaced by a constructive approach.

<. Censtructive, co-operative or positive discipline
— Constructive discipline means the fostering of coeperation and a high level of morale so that

writtén and unwritien rules and regulations are obeyed willingly, Employees should be 1old
clearly whatever is expected of them.

Prerequisites of Discipline
L. Define the company rules and regulations clearly in unambiguous terms,
2. Communicate these rules to all those concerned,
3. Specily the rules enforcing authority.
4. Specify the punishment associated with breaking the rules.
3. Check out a procedure for appeal,

b
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Effects of Indiscipline
Increased :
1. Absenteeism.
2. Accidents.
3. Sick leaves,
4. Labour turn-over.
3. Grievances and frustrations amongst employees.
6. Waste and scrap rate.
Reduced :
1. Production.
2. Product quality.
3. Employee morale,
Disciplinary Action and Penaltics
= Disciplinary action gencrally means the application of penalues that lead to an inhibition of
undesired behaviour,
= The objective of disciplinary action is 10 reform the offender, to deter others and 1o maintain the
integrity of the organisation. It is therefore educational and corrective rather than punitive
slapping back a1 an employee in the wrong,
— Disciplinary action penalties commonly employed are :
1. Oral warning (reprimand).
2. Written warning.
3, Loss of privileges.
4. Fines,
5. Lay-off.
6. Demotion.
7. Discharge.
Methods to Improve Discipline

1. Effectively communicate the rules and regulations 1o all employees and the penalties to b
inflicted for breaking the rules, E ’ ;

2. Positively motivate the employess.

3. Create within the cmplayees “a sense of belon ging 10 industry™ by introducing fair wages, their
participation in management and other activities of the industry.

4. Give rewards and recognition 1o disciplined employees.
5. Study the factors promoting frustration, grievances, etc and leading 1o indiscipline.

6. Continuously keep on informing the employess the losses which oceur to them and tﬁ the
orgamisation as a whole due to indiscipline among employees,

7. Counsel the employees from time 10 time so that they can be made betier disciplined.

20.13. PROMOTION, TRANSFER, LAY-OFF AND DISCHARGE
Introsloction

o 'Em[f]l:l}fl:t‘:&_lif] nat remain at one job level throughoat their life. They are promoted, transferred
and if conditions are unfavonrable they may even be demoted or lzid off and discharged.
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_  Promotions and transfers can do a lot in improving the morale of employees and in motivating
them, Even if the new job does notinvolve monetary benefit, and it is just achange in{night)shift
or from a hot, dusty and smoky location to a better one, employees ofien consider it asa promo-

tiomn.
(A) Promotion. Prontotion may be defined as a significant enlargement in job responsibility, but also

variably :
1. any increase in pay, prestige, rank or status |
2. an upgrading within a certain job classification |
3. Any increase in responsibility that provides additional privileges, comforts, ete.

—  There should be a well-developed sysiem of making promotions. Lines of promotion should be
clearly defined and a real promotion policy should be formulated.

= Asound pc;rsﬂnnﬂlpuliq.' demands that promotions should be made from-within the indus try if
suitable persons are available,

— Promotion from within

1. Develops employee loyalty and builds up employee mirale.

2. Increases job satisfaction,

3. Motivates employees.

4. Is a good incentive to the employees.

% Enables the formation of an efficient and stable workforce.

6. Increases efficiency and efficacy of the organisation.

— However the policy 1o promote always from within the organisation

1. May stop talented outside persons 1o join the organisation.

2. May prevent the knowledge and drive that comes from new ideas.

3. Stops mobilityof labour and labour turn-over which should be present o someextent for the good
health of the concern OF ENtErprise. i

— Bases for promotion from within 5

If promotion from within is to be an incentive for the employees, the best performing employees
ought to be promoted. The following faciors help deciding the best performing employee !

1. The results of Merit Rating or Employee Rating System.
2. Productivity and Quality records of the employees.
3. Attendance and punctuality records of employees,
4. Health and physique (stamina) of the employee to meet the challenge of the higher job.
5. Personal file and records of employees.
6. Skill and proficiency on the existing job.
7. Seniority of the employes.
8. Qualification and experience, if any, possessed by the employee a3 per demands of the higher job.
9. Ability, i.e. potential performance of the employee on other jobs taken up till date.
(B) Transfer
—~  Transfer implies achange in job where the new job is substantially equal 1o the old one in terns
of pay, status and responsibilities.

— Just like promotions, translers also require planning.
~ A pood transfer pedicy should ascertain and consider
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1. The reasons for a transfer.

2. The department(s) in which the transfer can be made.

3. The effect of seniority on the transfers.

4, Whether the transfer is iemporary or of permanent nature.

5. The posting of available job openings.

6. The effects, if any, of the transfer on the salary of the employee, ete.
— Types of transfers. The different types of transfers are those

1. Which shift individual who have just gone into wrong jobs.

2. Diesigned to enhanece training and development (role playing).

3. Which are made to meet changing production requirements (lemporary transfer), Le. adjust-
ments to varying volumes of work within the concern,

4. Remedial trapsfers which are made when an employee has some trouble in doing his work or
develops friction with his boss or fellow cmployees,

5. That are made to provide an opportunity 10 an employee occupying s dead-end job to move
sideways into another job.

6.That are made to give some reliel Lo an employee from his monolonous job suc, as fitting a single

pari in ah equipment over and over again, all day long, Periodic transfers under such conditions stimulate
greaier job interest,

7. Requested tranfers in which the employee requests for a transfer because he is allergic to oil or
some type of smell, etc.

(C) Lay-off
—  Whercas promotions mean more money and betterstatus, transfers imply rarely any loss, lay-off
means taking away something.

—  Lay-off is the temporary removal or suspension of the employee from his job (during period of
CIMSTECNCY ).

— Lay-off & undergone in order to reduce financial burden on the concern when the employees
cannot be utilized profitably.,

—  Lay-offindicates the temporary inability ofan employer 1o avail the services of the employee duc
to following reasons |

Mon-availability/shorage of material, fuel or power.
. Accumulation of excess stocks,
3. Breakdown of machinery.

Besides, lay-offs alford an opportunity toweed outsub-standard employees, those who have not the
inclination 1o dova fair day’s task and those who create disciplinary problems.

—  Alaidolf employee who has moere than one year's of conlinuous service with the firm is entitled
o compensation equal 1o S0% ol his salary (Le. basic pay+DA) during the laid off period.
() Discharge ot Dismissal
— Discharge is most severe penalty that an organization can give to its employees.
—  Many arbitraters, indeed, refer to discharpe as Indusrriial Capital Punishrment,

~  Discharpe means ending the services of anemployee, [n other words, separating or removing the
employee from the pay roll for following reasons :

I. Serious or habitual infractions of company rules and policies,
2, Dishonesty.
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3. Poor job performance,
4. Malicious damage.

3. Intoxication.

6. Fighting,

7. Insubordination.

— Dischargingan employes throws an extra expense (on the organisation ) 1o train & new employee
tor take the place of the discharged one.

Moreover, because of the hardships the discharged man faces, the unions piessurize the manage-
ment o think twice before discharging an empioyee.

= Because of these and other serious implications of discharge many concerns reserve only 1o
higher management the final decision wheather 1o discharge the employeg or not.

= Adequaie records should be made to justify discharee and they should be duly signed by the
immediate supervisor, manager and the emplovment officer with any other witnessas who are
available.

Tosupport a case for disharge, it is ofien essantial to have

A permanent merit rating record of the employee.

Memoranda indicating attempts to correct the employee faults.
A copy of the final warning,

A letter of discharge stating the reasons for the action.

214, LABOUR TURNOVER
Introduction, Definition and Calculation
= Labour turnover refers 1o the movement of workers into and out of an organisation,

= Labour wrnover has been a subject of manager concern and scholarly study for atleast half a
century because labour turnover rate is.an index of the stability of workforce inan organization.

= Labourturnover may be defined 45 the time-to-time changes in the number of the work force that
result from the hiring, release and replacement of employees. 4

— Thesimplest measure of labour turn over is the separation rate, generally defined as the number
ofseparations per month per hundred of the average working force. Separationsinclude allquits,
lay-0ffs and discharges

I

o

Total separations

Average working force
AsSUme an average working force of 1000 employess for a month. IFduring this period 100 em-
plwees had severed their relationship with the concern, then
100

1006}

— The formula for calculating labour turn-over as given by equation (a) above has certain
limitations :

(i) Itdoes not take seasonality into account,

(i) It does not differentiate among the canses for Iabour turnover.

— In order to overcome these limitations, current practice makes use of Refined net labour
turnover rate which is the ratio of the avoidable separations to the average working foroes (per
hundred). The formula is

Met lahour turnover = ¥ 100 i)

Labour turnover/separation rate = ¥ 100 = 10%;

(§—L1)
Ty = W X 100 s ()
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Methods 0 Redouce Labowr Turmover

The best method to reduce labour turnover is to study the causes of labour turn-over and 1]

dttempt to remove the reasonable factors that promote labour turnover. A few methods 1o reduce iab
larnover are

(£} Improve factory working conditions.

(if) Handle worker's grievances faithfully.

(#if) Do not abuse and fire workers for petty matiers,

(i) Try to minimize fuctuations in the work load.

(v} Give appropriate wages and incentives to the workers.

(vi) In matters of hours of work compensation, disputes, etc., g0 by the appropriate Labour Lz
(viry Take care of employee’s health and welfare,

(viiry Adopt safety and pood housekeeping practices.

(ir) Motivate the employees and try to high up their morale.

(x) Be impartial in the matters of promotion and transfers.
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Union and Industrial (Labour) Relations

211, INTRODUCTION
Trade Unions
—  Thesocial historians Sydney and Beatrice Webb defined a trade union as
A continuous association of wage-eamers organised for the purpose of maintaining and im-
proving the condition of their working Hves'.
This definition was given in 1920, wday iLhas been widened and includes salary carners as well,
—  ‘Thereare more than 17,000 registered trade unions in India with the average membership per
union of the order of around 3735 to 600
Industrial Relations, Definition apd Concepi
—  Industrial Relations i that aspect of management which deals with the manpower of the
enterprise—whether machine operator, skilled worker or manager.

—  Cordial and peaceful Industrial Relations between the employecs and the employer are highly
essentizl for increasing productivity and the economic growth of the country.

Through good indusirial relations only, the enterprize can move towards the wellare of the em-
ployees and the management of the concern,

- Indusirial Relationship is the composite result of the attitudes and approaches of the employess
towards each other with regard to the planning, supervision, direction and co-ordination of the
activities of an organisation with a minimuem of human cffort and friction, with an animating
spiritof cooperation and with proper regard for the genuine well-being of all the members of the
organization.

—  The term [ndusirial Retations hasbeen looked upon and worded dilferently by different pionecrs
of the field, :

Integrated programmes of indhstrial relations are of relatively recent origin. Fragmented atention
(o cmiployee concerns started around World War 1 and became inclusive during the 1940s. The human-
relatinns approach 53 Jong term tread toward recognizing the individual interesis of workers.

Certain people define Industrial Relations as —the relations between employers and employees in
fidusiry.

Oihers detcribe Indostrial Relations as—ihe relationships between employvees and management
(ha prow oot of employment.

Still others call Indoustrial Kelations as —Sowial relations in production.

However, with the industrial developments after World War I, the term Jadusoriod Refotions has
hecn widened in its meaning and now it implies —Emplovers-Employees-Unions and Government rela-
Honship in indusiry.

~ The bazic roquirements of an Industrial-reiation programme are

(13 ‘To have the support of tep management,

{if) Tobe based on sound personnel policies

(itr} To follow proper practices.

206
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(iv) To follow up and evaluate the paticrn of empioyee action.

— The important functions of Industrial Relations are ;

(17 Employes Relations,

(if) Labour Relations.

{if) Public Relations.

= The important aspects of Indusirial Relations are ;

(") Cooperation.

(i) Conflict. : .

The remaining portion of this Chapter will deseribe functions and aspecis of Indust rial Rela-

tions.
Labour Relations

-  Whereas Employee Relations is a broader term which represents the refations and contacts
between the Management and its (all) employees ; Labour Relations has its held of contagt
berween Management and employees, limited. In other words unlike Employee Relations,
Labour Relations represents relations and contacts between Management and employeerepre-
sentatives (or the union ) only.

—  Theincreased size of today’s employers and unlon organizations have caused the government Lo
become more active in employer-employee relationship and for this reason, Legislation and
Government regulations affect considerably the field of Labour Relations.

— The Labour Relarions depariment of an indristry E

(i) Deals with management and the labour union in arriving at a satisfactory resolution of problems
such as low wages, poor fringe benefits, eic.

(i) Carries out all correspondence with the labour unions,

(11f) Participates in Grievance handling.

() Represents the company in arbitration cases.

(v} Participates in negotiations.

(i) Conducts the necessary correspondence with governmeni labour agencies.

L

I brief, Labour Relations Depariment fooks after,

(i) Union Relations.

(1) Collective Bargaining.

{117y Discipling in the Industry.

(v) Handling Grievances.
£1.2.  TRADE UNIONS OR LABOUR UNIONS
Dedfindtion

= Atrade union or labour union is acontinuing long term association of employees formed to pro-
mote, protectand improve, through collective action, thesocial, economicand political interesis
of its members.

—  Atrade union may also be defined as any combination, whether lemporary or permanent, lormed |
primarily for the purpose of regulating the relations between workmen and employers o
between workmen and workmen or between employers and emplovers or for imposing restric-

rtive conditions on the conductofany trade or business and includes any lederation oftwo or mong
unions.
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—  Trade unions are the creation of industrialisation and modern industrial conditions.

— Industrial Revolution destroyed the earlier way of life and left the individual worker, who was

protected by the customary values, to drift by himself in the anonymity of the town, and (also}
gathered these workers together around the employer.

—  The employer did pay as little as possible tc the workers ; the workers as individual could not
protest against it and therefore those (workers) similarlysituated, economically and socially and
closely associated with the work of the same employer developed mutual understanding and o
common solution of their problems of living and this crystallised them into a self-conscious
group what we may call as Trade Union.

— Trade unions got originated out of the necessity of workers 1o protect and defend themselves
from encroachment, injustice and wrong imposed upon them by the employer or the manage-
ment of the Concern.

— “The aspects of the process of industrialisztion those necessitated the origin of trade union are :

i Separation between the ownership of capital and labour, both of which are essential for
) pa ership of cap
producing goods and rendering services 10 the consumers.

A difference got created between the owners of capital and the labour. The former wanted
s to pay lowest possibie 10 the latter and the latter were inleresied 10 secure the maximum
passible price for the work done for the former. These two classes with divergent and
conflicting interesis gave rise to conflicting situations and the workers thought of uniting.

(ii} Since, individually the workers did not have any otier source of the livelihood except that
of service under the owners of capital, there was no match between the two as regards
coonomic resources or bargaining power or skill It was the owner of capital who dictated
the terms and conditions of employment, i.e. wage rate, hours of work, cic and either a
worker had to serve under those conditions orstarve, This again infused a spirit ofunion
among the workers,

(i)  When the workers were suffering in this way, the State or Law remained silent because in
its eves workers and employers were equal. This further increased the exploitation of
workers by the owners of capital.

(iv)  Though an individual worker was dispensable to an employer, but he could not afford 1o
dispense with the services of a group of workers. The day it was realiscd by the workforce,
they thought to unite and get their reasonable rights from 1he owners of capital.

Functions. Fanctions of trade unions are

1. The provision of friendly services such as a place for leisure pursuits, information aboul jobs
cxisting in other factories, games and outings, eic.

2 The provision af social services SUch as insurance 2 gainst ola age, unemployment, strike, pay,
payment for hospital lee, legal services, e1c,

3. Wage hargaining, Le. collective wape ba rpaining with the employers.

<. Safeguarding the job of the workers.

5. Polrical activities, e the political pressure for reform,e.p. trade union fegislation works 1o pratec
the union and the workers from soch industrial abuses as delay in payment of wages, excessive hours of
work, poor workipg conditions, ¢1c.

6. TO develop cooperarion witlh enyplovers.
7, To arouse public epinien in favour of labour.

8. To secuse some shares i profit and in the control of the enterprise.
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Ubjectives. Objectives of trade unions are :
1. Tetake labour out of the competitive process ; because if a number of workers freely compete for

a jolb, the employer will definitely offer them less wages.

CIG

2 To negotiate at all levels with employers over wages and conditions of work.

3. To protect the workers in their inalienable right to higher and betier life.

4. To make workers to take part in union activities and to obey union rules and decisions.

3. To prote.t and promote the interests of the workers,

6. To provide legal assistance to workers (e, union members) in connection with work affairs,
7. To improve economic status of workers. b

8. To protect the jobs of the workers against lay off, retrenchment, eic.

9. To ensure that workers get as per rule, the pension, provident fund, compensation for injuries,

1) To ensure for the workers, better health, safety and welfare standards.

11. To have a voice or participation in the factory management,

12. To ensure that workers get respect and human treatment from the foremen, managers, ete.
13. To improve their political status.

14, To offer educational services to the workers.

21.3. INDUSTRIAL DISPUTES
Pefinition and Introduction

= An Indusirial Dispute means any dispute or difference hetween employers and employers or
employers and workmén or between workmen and workmen which is connected with employ-
ment o1 non-employment of terms of employment or conditions of labour, of any person.

— Every human being (sayaworker) has certain needs. e.g | economic neads, social needs and needs
for security. When these needs do not get satisfied, there arises a conflict berween labour and
capital. A conflict means a struggle or clash between the interests of the employer and the
workers. For example, in order 1o compese in the market, the employer would like 1o reduce the
price of his product and for doing so he will tend to reduce the wages of the workers ; the workers
would not agree to it and the result will be an induserial conflice between the employer and the
wOrkers.

— When an industrial conflict (which otherwise is general in nature) acquires a concrete and
specific display or revelation, it becomes an Indusmial Dispure.

= Aconflict takes the shape of Industrial Dispute a5 soon as the issues of controversy are submitted
1o the employer for negotiations.

= Anindusirial dispute may be looked upon as a controversy or disagreement between employer
(or management) and the workmen on issues such as

Wages and other benefits,
Work hours and working conditions, ete.
= Industrial disputes cause losses to , workers, management and nation s a whole.,
{#} Workers losc their wapes.
(1) Management l0ses its profit.
{iify Public suffers due to shortage of goods in the market,
{iv} Nation suffers due to loss of production.
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Causcs of Industrial Disputcs
Some of the common causes of Indusirial Disputes have been listed below :
rzrmmlngml causes
Difficulty in adjusting with each other (Le, employer and worker).
— Clash of personalities.
= Authoritarian Leadership (administration).
—  Demand for self-respect and recognition by workers.
— Strict discipline.
(i) Institutional causes
— Non recognition of the iabour union by the management.
~ Matters of collective bargaining.
— Unfair conditions and practices.
—  Pressing workers, not 10 become meémbers of union, etc
(i) Boonomic causes
{n} Terms and conditions of Emplayment
— % More hours of work.
—  Woarking in night shifts.
—  Promotion, lay off, retrenchment, dismissal, ete.
i) Wordang condiiions
— Environmental conditions such as too hot, 100 cold, noisy, dirty, messy, eic.
— Improper plant and workstation layout.
= (d and troubie giving machines.
— Freguent changes in prodacts, elc.
fc) Wages and other bengfits
= Inadequate wages.
— Undesired deductions from wages.
— Poor fringe benelits.
— Nohonus or other incentives, elc.
(iv) Denial of Icgal and other rights of workers
— Mot proceeding 25 per labour laws and regulations, sianding orders eic.
- Violation of already made mutual agreemenis (Le, between employer and workers).

714, STRIKES
Introdaction

—  Whenever workers feel any grievance and if the same is not removed by the management, the
waorkers unite wpether to fight it out and this causes industrial unrest, conflict and dispute. The
industrial disputes generally result in Strikes, Lockouts, Pickeling or Gherao.

—  Theword strike is 2n innovation of the early 19th century but the phrase to sfike wark wias used
in the cighteenth century.

—  Strike is the ultimate weapon of the trade onion by which it can threat the employer.

—  Strike implies that,
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(f)y  there shall be cessation of work or refusal to work by a body of workmen ; and
(i)  workmen should be a-:tlngjn concert in order o enforce a demand against the emplover
during an industrial dispute.
— Supccessolfstrike depends upon the ability of the workmen 1o stop the employer from continuing
to operate.
Caunses of Strikes
—  Finding the causes of strikes means searching the causes that lead workers to sirikein preference
to other methods available to achiove their objectives.
— Thevarious causes of sirikes are,
() Wage disputes (including bonus, eic. )
(i)  Working arrangement and conditions.
{fify  Discipline and other factory rules.
{1v) ' Demarcation, dismissals, suspension, retrenchment, ete.
(v)  Dispute over hours of work.
(viy  Trade union recognition.
{wify  Internal union disputes.
(viff)  Yictimisation of membership.
()  The closed shop.
(x}  Undeserved punishments.
(xd}  Assauls, abuses and misbehaviours (from supervisors or management).
(xify  Sympathctic strikes.
Effects of Strikes

(1) Strikes are costly to workers. They may not have money to feed themselves and their familics.
(if) Strikes cause emotional iensions and mental strains.

(i) Strikes deplete trade union funds, b

(iv) Strikes result in mass unemploymend.

(v} Strikes may resull in violence and thus injuries o many workmen,
{vi) Strikes result in loss of output and profits,
{vii) Strikes involve loss of valuable man hours.
(viii) Strikes sometimes lead o damage o propeny and costly cquipmenis.
{ix} Public suffers from shortage of products of the striking industry.
(x) If the strike fails, it :
— brings misery, dismissal and even withdrawal of already given privileges |
- terrorises workmen and degrades their morale.
Forms of Strikcs
i) Official and unofficial sirikes
— An official strike is one which is called by the union,
— An unofficial strike is one which has not been approved by the union.
(ii) General and Particular strikes

~ A pencralsirike is one where there is concert or combination of workers in stopping or refusing
o resume work.
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A peneral strike covers a wide range of industrics and is over quite a large part of the country, &g
General strike of 1926 in Great Britain.
—  Particularstrikes have smaller coverage, &g, they may remain confined 1o one or a fow factories
in a city.
(iii) Go-show strikes

—  Workers come to the factory, but they work at pace slower than the normal ; this lowers down the
production and results in loss 1o employer.

{iv) Quickic strike
— 'Waorkers come to factory bul they stop work for few minutes or few hours.
(v) Sit-down strikes
-  Workers come to factory, report to their duties but do not work.
{vi) Sympathetic sirikes
— Asympatheticstrike fora day or sois conducted insympathy with another group of workers who
are already on sirike, in order 1o boost their morale,
21.5. LOCK-OUT
Introduction and Definition

— " Jusi a5 strike is a weapon in the hands of workers to force employcrs 1o accepl their demands ;
similarly lock-our is the weapon of employer [0 pressurize workers 10 come down in ther
demands,

— A lock-0dl Mesns,
“Closing the place of employment or suspension of work or the refusal by an employer o
employ any number or persons employed by him™.

- As the employer declares & lock-out, he tells workers to keep away from the work.

—  Lock-out is the owtcome of an industrial dispute.

21.6. PICKETING
introduction and Defnition
—  Picketing is almost a standard practice when a union strikes against an employes,

~  some workers are placed at the factory gate to discourage others from entering the work
premises.

—  Pressure on the employer increases when employees of other companies refuse (0 cross picket
line 1o deliver or pick up goods from the siruck employer.

— In picketing, workers may parade with banners to inform public about the dispuie with the
employer and 1o enlist popular support for the workers or unions.

—  Picketing may be designed to interfere with business and thus Lo pressurize the employer 10
comply with union demands.

— Picketing by one group of employees often stops other employees {rom working in the same
factory.

= Indoipgso, the pickets sometimes insult and even block physically the path of those (employees
intending to) enter the factory.

11.7. GHERAQ

— Like strike and picketing, Gherao is also a method to pressurize employer 10 fulfil union
demands,

212
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— Ingherao workers force the employer or managers to remain confined in thei offices for hours
or even days. The employer sometimes i foreed to remain without water and food § he is nol
allowed o go out even for natural calls.

—  Workers encircle the office of the employer, dose all the exits and sil around in batches.

—  Incontrast 10 sirikes which put economic pressure on the employer, a gherao involves physical
coercion, fe. it tends 1o inflict physical duress on the employer or manager.

= Thusa gherao besides endangering industrial harmony, creates problams of 1aw and orderalso.
— Actually gherao i a primitive method which used to be employed in England by early irade
unions,
Z1.8. SETTLEMENT OF INDUSTRIAL DISPUTES
— Industrial disputes, their causes and ill effects have been discussed unders section 21.3.

—  Theill effects of industrial disputes pressurize employees, employers and the state to settle such
disputes for the beiterment and wellare of all the parties involved,

— The different methods emploved for setiling the disputes are -
(1) Without state infervention

1. Collective bargaining.

2. ¥Voluntary-arbitration,
{h) Witk srare Intervention

A Compulsory collective bargaining.

4, Bipartite commitioes.

L

- Compulsory arbitration,
fi. Compulsory conciliation and Mediation.
7. Compulsory investigation.

1.9 COLLECTIVE BARGAINIMNG
Introduction

= Collective Bargaining constitutes the negotiations between the mansgement and the vnion with
the ultimate objective of agreeing on 4 wrilten contract covering the ierms and conditions of
settlement of the disputed issues.

~  Collective bargaining is basically a give-and-take process involving proposals and coanter
proposals.

— Meetings between management representatives and union leaders are conducted in an atiempl
L3 arrive at an apreement or at the settlement of the dispute.,

— Imsuch meetings, the two parties bargain with each other on disputed issuss (which may be such
as salaryand fringe benefits, terms and conditions of employment, etc.) to arrive at an agreement,

— The agreement is signed by both the parties and the length of time the treaty will cperate may
be specified.

— Collective bargaining introduces an elementofdemocracy in the field of Industrial Relations and
Management

— Collective bargaining imposes certain resirictions upon the employer. Unilateral action is
prevented. The employer is no longer free to make and enforce employment decisions, Manage-
ment musi bargin with the union on appropriate subjects,

— The collective bargaining is not an easy process and it is often cxasperating.

[
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Procedural sieps
The sieps invoived in collective bargaining process are |
() Puiting up belore the management, by the employees, their demands and grievances collectively.
{'r'r'} Discussing and negotiating with the management representatives, with a view 1o setle the dis-
puted issues.
(i) Sighing a formal or informal agreement mutually arrived at.
—  The mutual agreement may be as regards the following :
{#) Union security.
(b) Wages, bonus and other benefits,
{¢} Terms and conditions of emplovment:
Hours of work.
Holidays,
Safety and health.
Promotion, transier and discharge, efc.
{(d) Grievance procedure.
(e] dncentives.
() ?viﬂnagﬁmcnl responsibilities, elc,
— Weither of the party, later on, feels reluctant in abiding by its commitments under the mutual

agreement, the other party can employ cconomic pressures to force that party to meet its
obligations.

{iv) In the cvent of no agreement, various pressures are brought o bear upon the management by
the union (such as sirikes, picketing, gheraos, ¢ic ) or on union by the management {such as lock-out) to
reconcile.

Butboth the parties, Lo, management sepreseniatives and union officials have a basic obligation 1o
establish a constructive refationship of working harmony in the settlement of disputes and in the
advancemen! of labour-management peace.

Voluntary Arbitration

= Inthizs method ofsetiling disputes, a third neutral party a< a judge (1o decide the disputed issue)
hears and collects the facts from the two primary parties and proceeds o make a decision which
is usually binding upon the union ie. one primary party and the management {i.e. the second
PTimATY party).

— Many industrial disputcs have been (eg. those between union and management of Rohias
Industries Lod, Dalmia Nagar etc.) and are being settled woday through voluntary arbitration,

— The Industrizl Dispute Act 1947 recognises voluntary arbitration as a method for seitling
indusirial disputes.

Establishment of Compulsory Collective Bargaining

= lf,either union or management resists the establishment of voluntary collective bargaining, but
the state feels that collective bargaining will be useful, it may advise, encourage or even impose

callective bargaining compulsorily on the two parties to settle their disputes through negotia-
tons end discussions,

Compalsory Establishment of Bipartite Committes

— Abipartite committee consists of representatives of workers as well as of the emplover {at the
factory level),
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= Suchcommitiees workon the principle of ‘nip the evil in the bud’ and settle labour-management
disputes a5 so0n as they appearand do pot permil them to grow large and lake an unmanageable
shape.
— The main purpose of such Bipartite commitfees or works commitiers is 1o
{i}  promotemeasuresforsecuring and preserving amity and good relations betwesn workers
and employers ;
(iiy comment upon matters of their commeon interest ;
{(iti)  compose any material differnce of opinion in respect of such matters and 1o
(iv}  encourage workers and management to settle their differences witheut the Arbirarar.
Compulsory Arbitration or Adjudication
— Unlike veluntary arbitration, in Adjudication, the Arbitrator or Adjudicator is appointed by the
Eovernment,

= Inadjudication, the industrial dispute isteferred for arbitration by the government and both the
parties have to accept the decision of the arbitrator.

— Theobjective of adjudication is to maintain industrial pesce by stopping the parties from causing

work-stoppages and providing a methed for settling the industrial dispute,
Compulsory Conciliation (machinery) and Mediation

— Conciliation is a process by which the discussion between workers and employer is kept going on
through the activities of a conciliator Le., third party.

A conciliator aids resolving the differences between two parties and keeps them (o understand
and appreciate the situation better,

—  Mediation is a process by which the third party atlempts to stimulate labour and management to
reach some type of agreement. The mediator cannot decide the issue. He is strictly neutral who
can only listen, suggest, communicate and parsuade.

— What has been described above, it is voluntary conciliation and mediation.

— Incompulsory conciliation and mediation, the government imposesan obligatononthe workers

and management to refer their disputes to the conciliation and mediation service. Fhe govern-
ment also prevents both the parties from work-stoppages Ll the conciliation or mediation is

gaing on.
— Conciliators and Mediators are asked 1o furnish their report withina time period. [T the efforis
1o reconeile fail, workers are free o go on strike and the employer is free to declare a lock-oul.

Compulsory Investigation
— Government may sel up a8 machinery to investigate into any dispute. Machinery may be a Cotrt
af Inguiry to explore facts and issues Involved. A wide publicity may be given 10 it because, quite
possible, the public opinion may compel the two parties to leave their rigid and obstinate
attitudes and try to arrive at a selflement,

= Moreover, the period during which Court of Inguiry is being conducted, may serve as a cooling
oif period for the two primary parties 1o reconsider their stands coolly.,

= Court of Inquiry is given almost same powers a3 remain with a civil court.

21.10. HANDLING OF WORKERS' GRIEVANCES AND GRIEVANCE PROCEDLURE
Imtroduction and Definition of Grievances

—  Individual employees generally have some complaints called gricvances against the working rules
of the business enterprise, eg wapes, bonus, working conditions, behaviour of supervisors 2ic.
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—  Theoné thing which is very harmful to good relations between workers and management is the
fecling among warkers t hvat the management does nol look into their problems and difficulties.

—  This resulis in dissatisfaction in the minds of workers and distrust towards management which

in turn introduces inefliciency and lack of co-operation from the worker's side.

—  Hence, if no systematicway exists for bringing workers' complaints or grievances 1o the surface,

they may pile up and explode into an indusirial Dispuie.

—  AGrievanicemay be defined as any feeling of discontent or dissatisfaction, whether expressed or
not and whether valid or not, arising out of au:.n]llmg WF‘““‘?& il “w. mmpan}-. Al _an
employee thinks, believes or even feels is unfaif, Unjusi ot inequitable. A grievance may be -

(f] unvoiced or stated by the worker,

(i1} wrillen or unwritten, and _

(iii) valid or ridicalous, and may arise out of something €0 nnected with |
poelicy or actions.

Hxamples of Workers Grievances

1. Regarding wape struclure, wage calculation, d

2. Reparding factory working conditions such @
environments, dampness, insdequate toilet facilities, | ; .

3,.R¢g_a rding supervision sech as rigid roles, regulal jons not clearly posted, foreman being partial,
inadeguale job instruction, elc. : o oy

4. Regarding pariial attitude of management towa rds deciding seniority, promotions, transfers,
discharges, lay-offs, penalties, night shilts, efc.

5. Regarding collective bargaining, e.g., mana
prievances, penalising workers who belong to union, £1C
Grricvance Procedure

— Ifan enterprise wanis o get maximum Gutd
them by providing good working conditions,
confidence,

— Thus, an adequaie and effective procedure
setfle gricvances of its employees. A good grievan
labowr relations.

— A pood prievance handling procedure should

(i} be simple, easy o understand and 10 operalt

(i) sewde grievances al lower level ;

Ciif) sysiematically handle the grievances and promptly remedify the conditions complained of
referit o appropriatc authority ;

he company, £.g , COmpany

eduction, incentive, e

light, noise, smoke, fumes, w0 hot or oo cold,
gnch rooms, impure drinking water eic.

gement violaling agreements, not attending Lo union

+f its workersfemployees, it must attempt to satisfy
{air wages, settling grievances and taking them into

must be developed by the management to handile and
ce procedure is essential (o develop sound

{iv) depending upon the nature of grievance,
(v} atk the emplovee (o give his complaint in wWritig;

(v) permit the worker 1o appeal against the decision taken at lower
alising the importance of industrial harmony and

lewel, and lastly

(vit) the gricvance procedurcshould bemade, ré<
pood [Abour relations,
— Steps involved in gricvance handling prodedure
Fig. 21.1 shows steps involved in a grievance procedure.

Step 1. The aggricved employee presents his grievances inwriting to his foreman or supervisor ; he
puts hisgrievance loukionrepresentstive who also 18 o full time employee ol the company. [l the foreman,
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aggrieved employee and the union representative fail to work out a setilement of grievance, the dispute
in the written form s sent 1o a higher step in the procedure,

Steps Pariicipants
4 | Arbitration !
— _‘_\_\_\_\_\_\_——
_,_,—'—'_'_'_'_'_'_'_ _j_‘_\___‘—-—\_\_\_

3 Top Management o — Top Union official

— - . —
2 Middle Management = Union Committee man

_ % - * —
1 Supervisor or Foreman ———w=  Union Representaiive

Aggrieved Employee

Fl.l_. 201, A Groevance Procediane.

Step-2 The grievance is looked into by the middle management and the union commiliee man ; a
anion committee man supervisesseveral union representativesand isspecialist in union management ne-
gotiations. If the sitwation still remains unseitled, s the third step, the case is forwarded © top
management and top-union officials.

Step-3. Top management representatives and op union official discuss the grisvance which by this
time has now become issue that has political implications. Thus it is very difficult to secure an integration
of interests at this high level,

Step-4. Iftop management and union leaders failtosettle the issue, the fourthstep, then, is tosubmit
the same to an impartial Arbitrator for a final decision as to the action required,

A failure to settle the issue at step-4 may resuit in strike, picketing, Gherao or lockoat,
It is the best {F the grievance gets settled at the level of supervisor and union represen LaLive.

21.11. WORKER'S (EMPLOYEE'S) PARTICIPATION IN MANAGEMENT
Concept _
~  Worker's participation in management can be in any shape, from establishing work-committee
to auto-management by the employees,

— The aim of management is to get work through others. Workers, if they are pemi'tl.ed Lo
participate and involve themselves in some of the decisions relating 10 work situation, €tc.,
perhaps more effectively the company objectives can be achicved.

Objectives or Necessity, The objectives or the necessityof permitting workers 1o participate in man-
apement can be :

{in To achieve industrial peace and harmony.

{if) To develop internal motivation in the workers,

{#if) To boost the morale of employees.

{iv} To raise the levels of the employee production, productivity and product quality.

{v) To satisfy workers by making them feel that they have their voice in the management.

{vi) To give workers a better understanding of their role in the working of industry.

(vif) To develop better mutual understanding so that the workers do not resist a change for the



218
2227755/2023/ACADEMIC SECTION - 2

NN AND INDUSTRIAL {(LABOUR) RELATIONS -21-13

hetterment of the concern (e.g., introduction of work study, ete.).
(viif) To reduee labour turn-over, absentesEm and ardiness.
(iry To minimize the number of grievances and therefore industrial disputes.
{x) To make managing the subordinatcs casy.
Types of Worker's Participation
Worker's participation in management may taike many forms, eg
(@) Formal participation.
1. Ascending participation
2. Descending participation.
{#) Informal participation.

{«) Formal Panticipation. [tconsists of some plan for labDur-management Conperation, Le., 10 some
depree, recognised as a modus operand! between management and workers, frequently through & union.

= Workers and management may work (ogether on such plans as
Accident prevention
Ehmination of waste and defective work
y Antendance & Absentecism
Employee insurance plans, eic.

— In Ascending type of participation, the clected representatives of workers participate in
managerial decisions at higher levels such as in the board of directors of the enlerprise.

In Descending type of participaiion, workers participate in the planning and deciding their own
work on the shop floar.
—  Collectively, workers can parlicipale in
(i}  Works Commintees which are meant for promoting measures for securing and preserving
amity and good relations between workers and management. A works commiltee com-

menis upon matiers of common interest and attempts (o settle any material difference of
opinion between the two parties.

(i)  Joini-councils of workers and management may decide the issues on which inierests of
management and workers are identical, .2, accident prevention and safely measures,
determination of production standards, worker's training, welfare measures elc.

(i} Information shening in which workers are told about certain aspects of the company, €.4.,
plans for expansion, Onancial position of the company, etc.

()  Employee's director, Le., an elected representative of the (employee's or) worker's is one
of the Board Directors.

— Individually workers can participate in managemen? through

() Suggesmion Spstem (Refer Chapter-20).

(ff) Delegarion and fob exlargement in which workers plan and decide their own work.

(k) Informal Participation

—  Itis more typically at the work-group level, where the foreman develops the opportunity for the
group of workers (o take part in & problem-solving or decision making process. Typicaily, the
ma tiers on which decisions are taken are those within the prerogatives of the foreman or super-
visor.

Conditions for the Seecess of Worker's Participation in Manapement

(i) There should be an atmosphere of cooperation and trust between the management and the
workers,
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(if) Workers those who are participating must be capable of understanding the problems, their
cumplica::ie; and inferactions,

(i#fy The participating workers should be able to express themselves 1o their own satisfaction.

(iv} Workers should be permitted to participate in the decision on maximum of company matter,
¢.2., introducing new machinery, newer metheds of operation, etc.

(v) The participation of a worker must not adversely affect his status or role.
{wi) Discussions should be frank and free and without any reservation.

{vii} Besides caring for the immediate interests of itsclf, both the parties should respect each other's
interests also. For example, workers need not remain solely interested in their wagesdand welfare and
employers in raising efficiency and reducing cost of production.

(viff) It is gencrallycommented that “most ofthe relatively raresuccesses ofsuchconsultationsseem
to occur where an unusually progressive manager is blessed with unusually competent union officials”

21.12. UNION-MANAGEMENT RELATIONS

—  Union organisations, when studicd in regard to group concepts of human relations, offer a key
10 improved union-management CoNLACIS.

— In large business organisations where the channels of communication are often blocked in
vertically upward direction, union provides the chaanels of communication for the workers.

—  Unions are more concerned than management with the feelings and antitudes of workers.

—  Union-management relations can be good as well as bad, this depends upon the attitude ofone
towards the other.

—  Many successful firms have cnjoyed peaceful union-management relations on the basis of
acceptanceof collective bargaining, union's widespread creative participation, negotiations con-
ducted in a problem solving atmosphere and an effective grievances procedure,

Management gave unions the chance to participate in discussions of problems affecting workers,
e, safety studies, workstudy, promotion, £1c.

Grievance procedure provided excellen communication channels which further improvid union--
management relations and gave union the opportunity to carry out s function of representing the
workers.

—  On the other hand, if union thinks management a5 unintelligent, stubborn, arrogant and
hypocritical; and Management calls union leaders as dishonest, grecdy, motional and vnscru-
pulous, and thus they mutually develop sharp divergence in attitude, resistance 1o participation,
lack of understanding, failure to communicale, etc., natrally the union-management relations
cannot become cordial and peaceful.

— Itisagreed that the conficts or disputes hetween workers/union and management isinevitable,
because toth management and union wani something. it is actually the sellishness of the
management as well as of union that gives rise to disputes and prevents cooperation snd gond
relations being established between the [wo.

~  Development of semi-automaticand antomatic equipments and machines i5 also responsible for
spoiting (worker) union-management relations, Earlier, workers used to respect their supervi
sors because the supervisors possessed somedefinite skill to teach 1o workers, but later on when
the machines became all important, the supervisor's job was simply to enforce a set of rules
Moreover, it became a practice to import personnels for higher levels from outside the factory.
The existing staff, thus, could notwork its way up in the factory organisation and this created s
conteéntment in their minds.
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221.  INTRODUCTION

—  There has always been struggle, conflict and clashes between the employees (labour) and the
employer on the matters of (more) wages, allowances, other facilitics eic.

—  Duringthelast fifty years with the increase incost of living, theemployee-emplover conflicts also
increased thereby resulting in strikes, lockouts, picketings and gheraos.

—  Uhimately, the povernment which initially was a silent obscrver of such conflicts, had 10
intervene to minimize employee-employer disputes, for thewelfare and economy of thecountry ;
and thus the government contributed o the personnel field by legislation. Since 1920°s there has
beena growingstream of protective labour laws regulating wages, compensation, dispuies, safeiy
BILC,

722 IMPORTANCE AND NECESSITY OF LABOUR LEGISLATION fic, LABOUR ACTS)
Labour legislation,
1. Improves industrial relations, #.e., employes-employer relations.
2. Helps pay fair wages 10 workers.
A, Minimize uvnrest among the workers,
4, Gives compensation to workers, victims of accidents.
5, Reduces conflicts, strikes elc.
6. Procuras job securily for the warkens,
7. Fromotes wholesome environmental conditions in the indusiry.
8. Fixes hours of work, rest pauses, gic

223. PRINCIPLES OF LABOUR LEGISLATION
Labour legislation is based upon the following principles:

1. Secial justice. Social justice implies proper distribution of business profits and benefits between
emplover and employees. Labour acts which base themselves on social justice are,

[} Factores Act

it Minimum:Wagc Act

(e} Workmen's Compensation Act, elc.
1. Social eqisalin

1. Narional econaomy

4. Interarional uniformity and solidarize. To keep imernational uniformity in all labour matiers,
different countries seek puldance from International Labour Organisation (ILO) conventions and
recormmmendations for making Labour Laws,

224, TYPES OFLABOUR LAWS
1. Lawscorinecied with workirg conditionr in factories:
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(a) Factories Act, [9d8.
(0} Industrial Employment Act, 1946,
(c) The Mines Act, 1952.
(d) Indian Merchant Shipping Act, 1923,
2 Laws related to specific matters, e.g, wages, welfare, eic,
(@) The Payment of Wages Act, 1936
(b) The Minimum Wages Act, 1948,
fc) The Workmen Compensation Act, 1923,
(d) The Employee State Insurance Act, 1948,
() The Empiloyee Provident Fund Act, 1952,
3. Laws related to worker's associations M
{a) Trade Union Act, 1926.
(B) Industrial Dispute Act,
4. Laws related to social insurance
{a) The Maternity Benefit Act, 1961,
(&} The Workmen Compensation Act, 1923,
{¢) Employee's State Insurance Act, 1948,
Some af these laws will be discussed brefly in this chaprer.

225. THE FACTORIES ACT, 1948

225.1. Object and Scope

— The [actories acl regulates conditions of work (health, safety etc.) in factories, it safegnards the
interest of workers and it is for the welfare of factory workers,

— This act recelved the assent of Governor-General of India on Sepiember 23, 1948 and came into
force on April 1, 1949, This aci was further amended in 1950, 1951, 1954, etc. and l:am’g’,- in 987,

— This act Is applicable 10 any [3ciory in which ten or more than ten workers are working.
— 'The factorics act has a provision in respect of
1. Employee heaith and safety,
2 Hours of work,
3. Sanitary conditions and wholesome wotk environments,
4. Employee welfare,
3. Leave with wapes, e1c,
21537 Importani definitions
(@) Facrone. A place wherein 1en or more persons areworkingand inwhich s manufacturing process

is going on using electricity, steam, oil, etc.

() Mamufacmiring process. A process for
- making, altering, repairing, faishing, packing, washing, cleaning, or otherwise treating
substance for i1s use, sale, transport, disposal, cic. ;
—  pumping oil, Waler or sewage, or
— generating, translorming, or transmitling power, or
— compoOsing types for printing, printing for letierpress, lithography, photogravure or other similar
process or book binding ;
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— constructing, reconstructing, repairing, refitting, finishing or breaking up ships or vessels.

{c) Worker. Worker means a person employed directly or through any agency, whether for wages or
nol, in any manufacturing process or in cleaning any part of the machinery or premises used for a manu-
fucturing process or inany other kind of work incidental to or connecied with, the manufactaring precess
oi the subject of manufacturing process.

(d}.4duls. A person who has completed his eighteenth year of age.
(e) Child. A person who has not completed his fifteenth year of age.

(fyPower. Electrical energy or anyother form of energy which is mechanically transmitted and isnot
jpencrated by human or animal agency.

(z) Machinery. 1L includes
- Prime movers : engine, motor, €1c,
— Transmission machinery : shaft, wheel, drum, pulley, beft erc.
— And all other appliances whereby power is generated, transformed or transmitted.

{h) Occupier of faciory. A person who has ultimate control over the affairs of factory and where the
wiid affairs areentrusied 10 a managing agent, such agent will be considered as the occupier of the factory.

22.53. Approval, Licensing and Registration of Factories
— iBefore starting a factory,

1. Take permission of the state government or chief inspector for the site om which factory 15 10 be
e,

2. Get the factory plans and specifications approved by the inspector of industries,
3. Pay the necessary fees and pet the repistration and licensing of the factory.

— Ifonanapplication (o chief Inspecior to usea particularsite for & factory, nothing is heard within
three months, the permission is deemed (o have been granted.

= In case of réfusal from chief inspector or state government, the applicant within 30 days of the
date of such refusal may appeal to central government in this connection.

— Anoccupiershould,atleast 15 daysbefore he occupicsa place as a factory, send to Chief Ins pector
awritten notice containing--name and address of occupier and factory, nature of manufacturing
process, nature of power to be used, name of factory manager, number of workers required, etc.

22.54. Inspectors.  State government appaoints Chiel Inspector and other Inspectors who
{f) may enter 2ny factory ; and

(i) may make examination of premises, plants, machinery and any documents related to factory.
— Centifying Surgpeons

State government may appoint qualified medical practitioners as certifying surgeons for
{f) the exsmination and certification of young workers, and
(i) the examination Of workers cngaged in dangerous occupation Or proCcsses,
22.5.5, Mizin Provisions of the Act. They arc as follows

~ 22.5.6. Health
L. Cleanliness

-~ Removal and disposal of dirt and refuse from floors, benches efc., everyday.

—  Washing of floors of work room 2t least every week, using disinfectant.

- Effective means 1o drainage to avoid collection of water, etc., on the work floor.

— Al insidle walls and partitions, all ceiling tops of rooms, passage and staircase
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_ {i) tobe repainted once in 5 years if they are already painted ; and
(if) 10 be white-washed and the white-washing to be carried out at least onee in fourteen months.
2. Disposal of Wastes and Effluents

Effective and suitable arrangements should be made for the disposal of wasies and efflluents duc 10
the manufacturing process.

3. Ventilation and Temperatore

In every factory, effective and sultable provision shall be made forsecu ringand maintaining in every
“workroom,

(f) Adequate ventilation by fresh air circulation,

(i) Suitable temperature to provide conditions of comfort and prevent injury 1o the health of
workers.

4. Dust and Fomes i

Employer shall take necessary steps to keep workrooms free from dust or fumes offensive or
injurious 1o the health of the workers,

5. Anrtificial Humidilication

In factories (e.g., textile) where humidity of air iz artificially increased, state government may make
rulcs :

(¢} Preseribing standard of humidification ;
(if) regulating the method of artificially increasing humidity ;
(iif) directing prescribed test for determining humidity ; and
(iv} Prescribing method for achieving adequate ventilation and cooling the air in workroom.
The water employed for humidification shall be from a source of drinking water.
6. Owvercrowding
—  No workroom should be overcrowded to an excent, which is injurious to the health of workers.
— The minimum space provided for a worker should be 4.2 cu. m.
7. Lighting
~  Light whether artificial or natural or both, should be sufficient and suitable in all workrooms.
~  Skylights and glazed windows for lighting the workrooms shouldbe keptclean and unobstructed.
—  Ciares and shadows which cause eye strain or risk accidents should be prevented.
8. Drinking Water

— Drinking water should be available al suitable points conveniently situated in the factory. All
such points shall be legibly marked drinkingwater. Nosuch points shall be located within 6 metres
of any latrine, urinal, etc.

9. Latrines and Urinals
—  Sufficient latrine and urinal accommodation ol the prescribed type should be provided, Tt should
be conveniently situated and accessible to workers.
— Separate enclosed accommaodation shall be provided for male and female waorkers,
—  Latrines and urinals should be adequately lighted, ventilated and maintained clean at all imes.

—  Btate government may prescribe the number of latrines and urinals to be provided in proportion
iy the number of workers.

1{). Spittoons

—  There should be a sufficient number of spittobns at convenicnt places and maintained in clean
hygienic condition.

B
e

i e e
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— Moworker shallspit except in a spitteon and if a person contravencs this, he shall be punishable
with a fine not exceeding rupees five,

22.5.7. Safety
1. Encasing and fencing of machinery
—  In every faciory the following shall be securely fenced unless they are in such position as 10 be
safe for each worker
() Moving parts of prime-mover and flywheel connected to it
(i} The head race and tail race of water wheel and water turbine.
(iff) Any part of a stock bar projecting beyond the lathe head-stock.

— The following parts should be securely fenced by safeguards which shall be kept in position while
the parts are rolating,

(i) Parts of electric generator, motor, eic.

(if) Parts of transmission machinery.

(fif) Danperous parts of any other machinery.
2. Work on or near machinery in motion

—  Anypartof machinery ifit is required 1o be examined while it is in motion shall be examined only
y by aspecially trained adult male worker wearing tight fitting clothing.

~" Nowomasn or young worker shall be permitied to clean, lubricate or adjust any part ofa moving
machinery which involves a risk of injury.

3. Employment of young persons on dangerons machines

No young person shall work on a dangerous machine unless

- he has pot sefficient training to work at that machine ; and

—  he is under adequate supervision of an adull experienced worker/supervisor.

4. Huoists and Lifts

- Ewery hoist and lift shall be

(i) of good mechanical construction, adequate strength and sufficiently protected and fitied with
gates ; and

(i) adequately maintained and periodically (at least once in six months) examined.

—  Hoists and cranes meant for carrying persons shall have at least two ropes or chains separately
connected with the cage. Each rope or chainwith itsattachmenis shall be able to carry weight of
the cage together with its maximum Inad (eg., weight of persons).

— Devices should be provided to support cage in the event of breakage of the ropes or chains.

5. Lifting machine, chains, ropes and lifting tackles
Factory cranes and other lifting machines such as crab, winch toggle, pulley block, etc., shall be of

good construction, sound material, adequate sirength, properly maintained and thoroughly examined
allesst Onee & vear.

6. Fressore plants
It should he ensured that the working pressure of such parts does not exceed the safe value,
7. Floors, stairs and means of access 10 different places
i They should be of sound construction, properly maintained and p[mlir_'led with handrails.
& Pits, sumps, opcnings in foors, etc., shall be gither securely covered or suitably fenced.




2227755/2023/ACADEMIC SECTION - 2

Z1—1 INDUETRIAL ENGINEER NG AND MANAGEMENT
9, Excessive weights

No person shall be asked 1o lilt, carry or move any load s0 heavy as to cawse him an injury,
10 Protection of cyes

To protect the eyes of workers from the flying particies (such as in fettling, rivet cutting, scale
removal, etc.) or from exposure towelding rays, each worker shall be provided with effective screens or
suitable popgles.

11. Precautions against dangerous fumes

No person shall be allowed to enter any confined space, chamber, tank, pit, etc. inwhich dangerous
fumes are likely 10 be present so as 1o involve risk to the entering person. i

12 Explosive or inflammable dust, gas, etc.
Ifa manufacturing process is producing dust, gas, fumes or vapour which can explode onignition,
(£) the plant should be effectively enclosed ; and
(if) such dust, gas fume, etc., shounld not be allowed o accumulate.
13, Precautions in casc of fire
Every factory shall be provided with means as follows and others (o help escape in case of fire
(7) Fire warning signal.
{it) Unlocked doors and openings towards outside the workroom.
(#if) Free passageways and easily openable windows.
22.5.8. Welfarc
1. Washing facilities
- Washing facilities adequately screened for male and female workers should be provided in the

factory.
= Washing facilities shall be easily accessible and kept clean.
2 Facilities for sitting

Suitable silling facilities shall be provided for all workers obliged to work in standing pogition so
that they may take rest if an opportunity occurs in the course of their work, without affecting the work

3. First aid appliances

— Forevery 150 workers, minimum oae fully equipped first-aid box shall be kept available durin g
all working hours.

= Adactory employing more than 500 workers shall have a properly equipped ambulance room.
4. Canteens
Acanteenshall be provided in each factory in which more than 250 workers are ordinarilyemployed.
3. Sheliers, resi-rooms and Lunch-rooms
Every factory in which more than 150 workers are ordinarily em ployed, adequate, suitable, clean,
sulficiently lighted and ventilated rest and lunch rooms shall be provided.
6. Creches
Every factory shall provide clean, adequately lighted and ventilated rooms for the use of children
(under the age of six years) of women workers, if the number of such women workers éxceeds 30,
1. Welfare officers
= Every factory employing 500 workers or more shall employ welfare officers,

— The state government may prescribe the duties, qualifications and conditions of service of
welfare officers so employed,
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2. 5.9. Working Hours
1. Woeekly hours
JAn adult worker shall be required to work in the factory for not more than 48 hours a weak.
2 Weekly holiduys
M adult workershall be required to work on Sunday unless the faciory manager substitutes Sunday
by & holiday one or three days immediately before or after Su milay.
3. Draily hours
No adult worker shall be required to work for more than nine hours on any day.
4. Intervals for rest

Noadult worker shall be required 1o work for more than 5 hours continuously, Le., after five hours,
the worker shall have a rest for atleast half an howr.

5. Extra wages for over-time

if 3 worker works for more than nine hours on any day or for more than 48 hours in any week, he
will get his overtime wages at the rate of twice his ordinary raie of wage (ie. basic wages +allowances).

6. Restriction on double cmployment

NQ adult worker shall be allowed toworkin asecond factory on anydayonwhich he hasalready been
working in one faclory.
7. Register of adull workers

Factory manager shall maintain a register of adult workers (stating their names, nature of work,
proup work, eic.) and make it available to the Inspector at all times during work hours.

£ Resiriciions on employment of women
Mo women shall be employed in any factory cxoept between the hours of 6 AM. and 7 P.M.
225.10. Employment of Young Persons

1. Prohibition of employment of young children
No child under 14 years of age shall be allowed o work in amy faclony.

2 Non-adult workers

A child who has even completed his 14 years of age shall not be aflowed 10 work in & [actory unless
he carries while al work a (oken giving reference 1o certificate of [itness.

3. Certificate of fiiness

I1is a certificate of fitness for working in a factory which is given to @ yOung person by a certifying
surgeon after examining him (Le. the young person).
4, Working hours for children

Mo child shall be permitied o work

(7} for more than four and a half hours on any day ; and

(iiy during the night, (ie. 10 P.M. 10 6 AML)
5. Register of child workers indicaling their particulars and nature of work shall be maintained by the
factory manager and be made available 10 Inspecior at all times during hours of work.
ANNUAL LEAVE WITH WAGES

— A workerwho hasworked for 240 days or more during 2 ealender year shall be permitted during
the subsequent calender year, leave with wapges for a number of days at the rate of

1. Oneday for every 15 days of work performed by a child worker.
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2. One day for every 20 days of work performed by an adulr worker.
—  Aworker interested to take leave shall apply 15 days in advance.
SPECIAL PROVISIONS
1. Dangerous operations
Where the state government feels that any operation is of serious risk or bodily injury, poisoning
or disease, it may make rules:
() declaring the operation dangerous,
(i) stopping employment of women and children in this operation ;
(iif) providing protection of all concerned with that operation | and
(iv) periodical medical check-up of all concarned with that operation, eic.
Motice of accidents :
An accident causing death or bodily injury due 1 which the worker cannot work for a period of 48

hours or more immediately after the accident, shall be brought to the notice of such authorities, within
such time as may be prescribed.

Motice of discase

If a worker is suffering fromany diseasespecified in the schedule, a report immediately shall be seat
to Chief Inspector giving particulars of the worker and the disease from which heis su ffering.

Power to take samples

Aninspector,during working hours, after informing the manager may takesamples of anysubstance
being used in the factory.

22.5.11. Penalties and procedure
General Penalty for Offences

—  Incaseofanycontravention of any of the provisions of this Act, theoccupier and faclory manager
shall each be guiliy of an offence and punishable with up to 2 years of imprisonment of fine up
10 Rs. 100,000 or both. =

~  If contravention continues after conviction, there will be a fine of Rs. 1000 per day,

After being convicted for an offence,if the person does contravention of the same provision
again, heshall be punishable with imprisonment up 1o 3 year, a fine up 10 Rs 10000 to 3 lakhs or
koot

Penalty for Obstructing Inspector

—  An Occupler/Manager shall be punishable with imprisonment up to 6 months or fine upto Rs.

LOHED o both if he

{f) fails to produce registers or other documents on demand by Inspector ; and

(if) prevents any factory worker from being examined by the Inspector.
Offence by Workers

—  Ifanyworker contravenes any provisions of the act, he shall be punishable with fincup to Bs. 504,
Appeals "

Anoccupier/manager onwhomawritten orderbyan Inspecior has beenserved u_m:lar the pr:_wmn s

of the Act may within 30 days of the service of order, appeal againat it to the prescribed authoriry.
Oblipations of Workers

—  No factory worker will misuse any appliance provided for the purpose of sccuring health, safety
and employee welfare.
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— A worker who contravenes this provision shall be punished with up to 3 months imprisonment
or a fine of Rs. 100, or both.

Restriction on Disclosure of Information
No inspector will ever disclose any information relating to manufaci uring processes, etc., which

comes fo his knowledge in course of his official duties, An inspector who does so shall have up to 6 months
of imprisonment, or & fine of Rs. 100, or both

72.6. THE PAYMENT OF WAGES ACT, 1936 (Amended up 10 1582)

226.1. Aim

Toregulate the payment of wages 10 persons employed in industry and drawing less than Rs. 1,000
per month.

This act is gbout :

(i) the date of payment of wages ; and

(if) deductions (fines or otherwisc) from wages.
2262, Definitions

1. Factory, refer the Factories Act, 1948,

Z Industrial establishment

[t means any

—  Motor transport service carrying passengers or goods or both on hire,

— Air and water [TaNSPOIt 5CIvice,

— Mine or oil field,

— Workshop, el

3. Wapes

Wages include all remunerations (salary +allowances, ¢1c.) payablc toan employee in respect of his
employment. Wages also include over-time remuneration, bonus, gratuity, pension, provident fund con-
Lribwtion by the employer, g1c.
Responsibility for Payment of Wages

— Anemployer shall be responsible for the payment of wages 10 all his employecs.

— Ancmployer shall fix wage period (not exceeding one month) by which he shall pay wages to his
employces.

—  fthenumber of emplovees s less than one thousand, wages have 1o by paid before the expiry of
the seventh day after thelast day ofwage period. In the other case, payment shall be made before
the expiry of 1enth day afier the last wage period.

—  Wages shall be paid on & working day.

~  Wapes skall be paid in current coins or currency notes of In both.

Deductions froim Wages

—  Onlythose deductions as authorized by the Payment of Wapes act will be made from the wages
of an employee. Deductions may be such as
{f  fines;

(i)  those for absence from daty ;

(fiy  due 1o damage to or loss of goods ,

[F1] for house-accommodation supplied by employer ;

(v) forsmenities and services supplied by the employer ;
(w) for recovery of advance and lnan given to the employee ;
fwiry  for income Lax;

-
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(viry  provident fund; and
{ix) those by the order of a court.
Imposition of Fines

= Fine shall be imposed only afier an employee has been given an opporiunity of showing cause
against the fing.

= Total fine shall not be more than anamount equal to 3% of the wages payable 10 an employee
in respect of that wage period.
— No finc will be imposed on an employee below 15 years of age. :

= Every fineshall beimposed on the dayof the act and shall be recovered within snmr days from the
day on which it was imposed and that too in one instalment only.

— Allfines and their realization shall be recorded in 2 register and kept by the employer.
22.6.3. Enforcement of the Act ;
— Inspectors of Factories or otherwise appointed shall be responsible for the enforcement of the
Act.

Powers of Inspectors

— Such an inspector may examine or make enquiry 1o ascertain whether the provisions of this act
are being observed.

— Inspector may enter, inspect or search any factory premises and supervise the payment of wages
for the purpose of carrying out the objects of the Act

— The inspector can seize such registers or other documeénts relevant in respect ofan offence under
this AcCL

Authority to Hear Claims \
— To hear claims made by the workers in respect of unauthorized deduetions from wages or delay

in payment ofwages, State Government may appoint anauthority (who may be a presiding officer
of a Labour Court, a judge of civil court, etc.) o dispose of such claims.

— After hearing, the authority may direct the employer 1o refund the deduction to the ermplug.ree
alongwith such compensation as the authority may fecl proper but not more than ten times the
amount deducied.

— Ifafter hearing, it is found that the employee's application was malicious, he may be punished to
pay up to Rs. 50, to the employer.

— An appeal can be made against the decisions of authority within 30 days of the date on which
decision was told to the employer.

Penalty for Offcnces under this Act
— Whoever being required under this act to maintain any records of registers
(i) fails todoso
(i) willully refuses o furnish such information ;
(i) wil Fully furnishes an information which he knows is false ;
(fv) refuses to anewer, or gives false answer, shall be punishable with fine of Rs. 200 1o T00.
—  Whoever,
(i) wilfully obstructs an Inspector from doing his duty ;
(5} fefu&eslnr wilt'ullgf neglects to afford an Inspector any reasonable facility, for making any entry,
INspeclion, examination, cte. ;
(fif) wilfully refuses 10 produce on the demand of Inspector any register or other document |
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(iv) preventsany employee from appearing before theinspector, shall be punishable with 4 fine from
200 - 1000 rupees,

— A person found guilty of the same offence second time shall be punishable with imprisonment
up to & months and a fine of, from 300 10 3000 rupees.

—  An employer who wilfully does not pay wages of an employee by the date fixed by the authority
in this behalf, he shall without prejudize to any other action that may be taken against him, be
punishablewith an additional fine of up 10 Rs. 100 for each day for which such neglect continues.

727. THE MINIMUM WAGES ACT, 1948
This act hasheen amended inits localapplication by many states. For example, Bihar Stateamended
It recently in 1988,
12.7.1. Ohbjects
To prevent exploitation of the employees (workers), this act aims at fixing minimum wages which
They must goel.
22.7.2. Imporiant Aspects of the Act
(i} The act lays down for fixation of
— &A minimum time rae of wages,
— ‘A minimum picce rate,
— A pgoaranteed time rate,
—  Ap overtime rate, for different occupations, classes of work, for adults, children, eic.
(if) The minimum wage may consist of a basic rate of wages and a cost of living allowance.
{#iy Costof livingallowance shall becomputed by competent authority suchas the Director, Labour
Bureaun.
(#v) Wages shall ordinarily be paid in cash.
(v) The act empowers the appropriate government o fix number of working hours in a day, a weekly
nnliday, and payment of overtime wages.
(vi) The employer is required 1o maintain registers and office records in proper manner.
(vif} Inspectors may be appm;ned 10 hear and decide claims arising due to payment of less than
minimurm Wwages. ;
(viéi) Penalties shall be imposed for violating the provisions of the act.
2773, Fixation and Revision of Minimum Wages
(i) Appropriae government shall fix the minimum rates of wages for persons employed.
(i) Appropriate government shall review al interval not exceeding five years, the minimurmn rates of
wages so fixed and Tevise the minimum rates.
Gif) Tn fixing or revising rates of wages:
_  different minimum rates of wages be fixed for differcnt scheduled employmen 15, different classes
of work and for adults, children and apprentices,
_  minimum rates of wages may be fixed either by hour, by day, by month or by other longer wage
period as may be prescribed.
(i) For fixing or revising minimum rates of wages, the appropriate government shall,
(a)  cither appoint commitless a nd sub-committees; and
(b)  orpublishits proposals for the information of persons likely to be alfected and consider
all representations received from those persons.

(v) The appropriate government shall appoint an Advisory Board for,

230




2227755/2023/ACADEMIC SECTION - 2

i2-12 INDLUSTRIAL EMGINEERING AND MANAGEMEMNT

{7}  coordinating the work of committees and sab-commitiees; and
() advising it as regards fixing and revising minimum wage rates,

2274.  Payment of Minimum Wapes
() Minimum wages shall be Payable in cash.
(if) An employer shall not pay less than the minimum wage rate fixed.
(iify The government may
— [ix number of working hours in a day ;
— provide a day for rest in every period of seven days ;
— provide payment for work on 4 day of rest at a rate not less than the ower--time rate,
These provisions shall apply (o
— employees engaged on urgent work, preparatory or complementary work ;
= employees whose employment is essentially intermittent, etc.
(iv) If an employee does two or more classes of work, each having a different minimum wage rate,
he shall get payment in respect of time spent in each class or work.
227.5. Maintenance of Records
~  Ewvery employer shall maintain registers and other records giving details of employees, nature of
work performed by them, wages paid to them, receipts given by them, etc., in such a form a5 may
be prescribed.
22.76. Inspectors and their Powers
~ Appropriaic government may appoint Inspectors for the purpose of this act,
— The Inspectors shall have the following powers:
{¥) To enter at all reasonable hours, any premises for examining registers, records of wages, eic.
{it) To examine any person.
(it} To seize relevant records in respect of an offence. &
2277, Claims
= Anemployee, an official of registered trade union on behalf of the employee or an Inspector can

apply to the Authority (e.g., commissioner for Workmen's Compensation, Labour eommis-
sioner, elc.) appointed by appropriate government 1o hear and decide claims;

(f) arising out of payment of less than minimum wage rate,
() in respect of wages at the over-time rate,
(4ify In respect of payment of remuncration for days of rest, etc.

~ Application for claim should be presented within sixmonths from the date onwhich the claimed
amount becomes payable,

—  After receiving the application, the Authority shall hear both the employes {Le. applicant) and
the employer.

(i) If employee’s stand is found correct, for claims arising ouwt of payment of less than minimum
wages, the employee shall get the extra amount plus 2 compensation not exceeding 10 times the amount
of such excess.

(if) Incases other than that of minimum wages, employeeshall get theamount due twowards him pios
a compensation not more than Rs. 10,

(fi) If employee's application is found 1o be malicious or vexatious, he may be penalised to pay o
the employer an amoant up to Rs, 50
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2278 Ofcnoes and Penaltics

~  Anemployer who contravenes any provision of the act, be punishable with fine extending up 1o
Rs. 500 #nd an imprisonment for a term up to six month or both.

~  An employer charged with an offence under this act, can file a complaint painst the actual
offender and if he succeeds in proving the offence by the other person, the actual offender (ie,
the other person) shall be liable to punishment.

715 THE WORKMEN'S COMPENSATION ACT, 1923 (Amended upto 1986)
22.8.1. History
~  The Workmen's Compensation Act came into force in 1924, Before this act, it was a lengthy and
costly process for a worker who had got injured in the course of employment 10 gel proper
compensation from the employer.

~  Originally the act covered workers of certain specified industries, not drawing more than Bs. 300
p-Hi.

—  The Actwas amended subsequently in 1933, 1938, 1939, 1946, 1958, 1962, 1976 and 1986).
The details of this act are as follows ;
22.5‘3.1 Main Features of the Act

—  The worker {or his dependents) can claim compensation if the injury has been caused by an
accident in the course of the employment ; provided he was nol under the influence of drink or
drug and the accident was not duc 1o his wilful disobedience of the rules.

—  The amount of compensation depends upon the result of the injury and the nature of disable-
MeTi.

—  All faral accidents are 1o be brought to the notice of the commissioner and the employer shall
deposit the amount of compensation with him (Le the commissioner) within 30 days.

228.3. Imporiant Definitions
I. Dependents mean
— A widow, 2 minor son, unmartied daughter or a widowed mother, and
— Ifwholly or in part dependent on the earnings of the worker at the time of his or her death,
(1} a widower, & minor brother and unmarried sisier ;
{if) & widowed daughter-in-law ; and
(iii) A minor child of predeceased daughter, elc
2. Minor. A person below 18 years of age.
3. pariial disablemery means disablement of temporary nature and which reduces the earning
capacity of a workman,
4. Tatal disiblentent implics such disablement which (temporarily or permanently) incapacitates a
workman for all work and he cannot earn at all (fora period or for ever).

5. Workman means a person (other than one whose employment is of casual nature and who is
employed ortherwise than for the purpose of the employer’s trade or business) who iz

(/) a raitway servant and not permanently employed in any administrative capacity ;
(i) getting wages not exceeding
Rs. 500-As per Act of 1923
Rs 10{H-As per Act modified in 1976
2284, Employers Liability for Compensation
- The employer is liable 1o compensate if
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(iff) and has resulted in workman's death ; permanent or temporary, 10dal or partial diablement.
= The employer is not liable o pay compensation if

(i) the injury disables a workman for less than 3 days ;

(i) theinjury is caused by an sccident which occurred while the workman was under the influence

of drink or drugs ;

(iif) the injury is caused duee to wilful disobedience of the rules by the workman | or
(i) the injury is caused owing to the wilful removal of any safety guard by the workmai.
22.8.5. Employer's Liability in Case of Occupational Diseases

If the disease contracted is an occupational disease peculiar to the employment (such as silicosis to
foundry workers), the employer shall give compensation to the workman.

2286, Amount of Compensation
(@) ~ Where death results from the injury

(8  Where permanent total disablement
resulis from the injury

An amount egqual to 0% of the

monthly wages of the deceased workman

multiplied by the relevant faclor (Schedule iv)
or

An amount of 20,000 rupees, whichever is more.

An amount equal to 509 ofthe monthly wages of the

injured workman multiplied by the relevant [acior
or

An amount of 24000 rupees, whichever is more.

Where the monthly wages of a workman exceed one thousand rupees, the monthly wages for the
purpose of classes (a) and (B) above shall be deemed to be 1000 rupees only,

SCHEDULE IV :

Completed years of age on the last
birth day of the workman immediately
preceding the date on which the
compensation fell due

Not more than 16

SRR

=3

5

65 0r more

Factors

228.54
224,00
218.47
211.79
203.85
194,64
184.17

153.0%

e e e
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(€] Where temporary disablement whether total or partial results from the injury, 2 half monthiy
payment of the sum equivalent 10 25% of monthly wages of the workman, o be paid.

22.8.7. Distribution of Compensation

—~  Payment of compensation in respect of death of a workman or under legal disability shall be
deposited by the employer with the commissioner. Employer should not make payment of
compensation directly.

— An employer of course can give advance to any dependent on account of compensation not
exceeding Rs. 100,
—  The commissioner, after deducting this advance, may allol the entire amount of the compensa-
tion to any one dependent.
2288, Notice and Claims of Accident
- Aworkman injured in an accident should first of all give inwriting a notice of the accident to the
amployer.
The purpose of giving a notice is 10 enable the employer to check the facts of the accident and also
o enable the workman to take steps 10 mitigate the consequences of the accident.
— The notice should contain particulars of the workman, date of accident and cause of accident.
— Adaim for compensation must be made within 1wo years of the occurrence of the accident or
within two years of the daie of death.

— In case of occopational diseases the perind of two years i counted lrom the day the workman
gives notice of the disablement 1o his employer.

—  Where the commissioner receives an information about fatal accident, he may send a notice 1o
workman's employer asking the circumstances which led 10 workman's death, about deposition
of compensation, ¢ic.

2289. Medical Examination

— Aninjured workman who has submitied a notice, shall present himself for the medical examina-

tion, if the employer wanis.

— Such an offer by the employer must be free of charge and within 3 days from the time at which
service of notice has been affected,

—  Ifaworkman does not present himsel| for the medical examination, his right for compensation
shall be suspended for the period of refusal and he will get full compensation only after he
provides sufficient cause for not presenting himself for the medical examination.

— [faworkman whoseright to compensation has been suspended, dies without presenting himsef
for the medical examination, the commissioner, il he thinks fit, may direct the amount of
compensation 1o the dependents of the deceased workman.

21.3.10. Appointment of Commissioner

The State govemment may, by notification in his Official Gazetie appoint any person o be
rommitioner for workmen's compensation for such areas as may be specified in this notification. Every
commisioner is deemed 10 be a public servanl within the meaning of the Indian Penal Code.

22.9. THE INDUSTRIAL DISFUTE ACT, 1947 { Amended Up 1o 198T7)
20.9.1. Introduction and scope of Act
- The whole history of labour siruggle indicates the continuous demand for fair return to labour.

~  Industrial disputes are mainly the result of dissatisfaction amongst the labour as regards their
existing labour conditions.

—  Withthe above in mind, the Industrial Dispute Actcame intoforce in 1947 and itaims at setiling
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the industrial disputes on a new patiern known under the Act as adjudicalion machinery.
— This act aim$ at making industrial peace through voluntary negotiations and compulsory
adjudication,
The act makes provision for settlement of industrial disputes between employees (workers) and
employer:
2292 Important Aspects of the Act
(/) An industrial dispate may be referred to an Industrizl tribunal.
(i) An award shall be binding on both the disputing parties for a period not exceeding one year.
(#if) Strikes and lockouis are prohibited during the pendency of, '
— conciliation and adjudication proceedings ;
= settlement reached in the course of conciliation proceedings,
— awards of industrial tribunals declared binding by the appropriate government.
(i) In public interest or emergency, appropriate government can declare the following indusiries
to be a public utility service for a maximum period of 6 months,
Transport by land, air, and water,
Foodstuff,
Coal,
Cotion textile, and
[ron and Steel
2293  Imporant Definitions
1. Award means an interim or a final determination of an industrial dispute. Decisions of Labous
Court and Industrial Tribunals are awards.
2. Average pay means the average of wages payable 10 workman:
= in case of monthly paid workman. in the 3 calendar months ;
— in the case of weekly paid workman, in the 4 completed weeks | and
— in the case of daily paid workman, in the 12 full working days. %
3. Indusery means any business undertaking, manufacture, ¢ic. [t includes any calling, service, em
ployment, handicraft or industrial occupation or a vocation of workman.
4. Industrial dispure means
~ any dispute or difference,
— between employers and employers,
employers and workmen,
Workmen and workmen ; and
- connected with employment, or
non-employment, or
terms of employment or
conditions of labour, or any person
3. Lay-off means
—  Failure, relusal or inability of an employer,
on account of shortage of coal, power, raw material, accumulation of stock, breakdown o
machinery or for any ofher reason,

to continue to employ workers (in his industry) whose names are borne on the muster-rolis and
who have been retrenched.
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Lay-0ff is a temporary phase ; the employee-employer relations do not come 1o an end, but arc
simply suspanded for some period (of emergency).
fi Lock-our means the closing of a place of employment or suspension of work or the refusal by an
employer to continue to employ any number of workers employed by him.
7. Public utifity services mean
Railway or transport service,
Postal, telegraph of telephone service,
Any industry supplying power, light or water,
Sanitation,
Foodsiufis, and
Coal, textile, efe.
8. Rerrenchmenr means the termination of the services of a worker by the employer for any réason
whatsoever other than due 1o disciplinary action. Retrenchment does not include,
= Voluntary retirement of the worker,
— Termination of services on reaching the age of supeérannuation, and
~  Termination of services on the ground of continued illhealth.
0. Srrilee means refusal to work or cessation of work by a body of workmen for enforcement of a
demand égg,ainm the employer during an industrial dispute.
10 Setrlermeny. 1t implies a settlement arrived atin the courseof conciliation proceeding, It includes
u written agréement between the workers and employer.
11. Worlomen means any person (including anapprentice)}employed in any industry for hire or award
i dis manual, technical, supervisory or clerical work
2294 Authorities Under This Act
Works Commitice

~  Any industry, in which 100 or more workers are and have been employed on any day in the
preceding 12 months, shall constitute a works commitiee.

—  Works commitice shall have representatives of workers and employer both, Workmen represen-
tatives will not be less than those of emplover in number.

—  Works commitice shall promote measures for securing and preserving amity and good relations
between the workers and employer. [twill comment upon matters of their common interest and
try 1o compose any material difference of opimion in respect of such malters.
—  Works committee shall smooth away frictions that might arise between the workers and the
employer in day-to-day work.
Condliistion Officors
Coneiliation officers will be appointed by any Appropriate Government and they shall mediate and
promote the settlement of industrial dispates.
Board of Conciliation
Appropriate Government may constituie 8 Board of Conciliation 10 promote settlement of an
Indusirial dispute.
Board of conciliation will be headed by a chairman (an independent person} and shall have two

or four other members which will be representatives of the parties 10 dispute. Both parties, i.e,,
workers and employer shall have equal number of representatives.

Cours of Enguiry

~  Appropriate Government may constitute a court of eaquiry to look into any matter connected
with indastrial dispule.
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— Court {of enquiry) may consist of one or more independent persons.

—  Thecourt shall inquirc and submit a report ordinarily with in six months from the commence.
ment of inguiry.

Labour Court
— The appropriate government may constitute Labour Court consisting of one person only for
adjudication of industrial disputes relating 1o any matter specified in the 2nd Schedule.
— The matters within the jurisdiction of Labour Court as per 2nd schedule are :
(f)  The propriety or legality of any order passed by employer under the standing orders.
()  The application and interpretation of standing orders,
(#E).  Illegality or otherwise of a Strike or Lock-oul.
(iv)  Dismissal of workers including reinsiatement or relief 1o workers wrongly dismissed.
(v} Withdrawal of any concession or privilege.
— Presiding officer of one man Labour Court shall be,
({)  ajudge of a high court ; or
(it} adistrict judge who has worked for more than 3 years, ete.
Industrial Tribunals

Appropriate Government may constitute one person Industrial Tribunals for the adjudication of
Industrial Disputes relating to matters specified in,

{f)  Schedule Il (refer o Labour Court for details of Schedule IT),

(1)  Schedule IT-Matters such as
Wapes,
Compensatony and other allowances,
Hours of work and rest pauses,
Holidays and leave with wages,
Bonus, provident fund, gratuity,
Rules of discipline, and
Remrenchment of workers, etc.
(i) Presidingofficer ofthe tribunatshailhave the same qualificationas that of a Labour Court.
National Tribunals
= Central Government may constitute National Industrial Tribunals for the adjudication of the
indusirial disputes which involve questions of national importance.
~ The presiding officer of the Naticnal Tribunal shall be
{t}  anindependent person ;
(i)  less than 65 years of age ; and
(ifi)  an existing or retired judge of a high court, etc.
Prehibition of adjudication by other tribunals
IT any reference has been made to a National Tribunal, no Lebour Court or Tribunal, shall have
jurisdiction 1o adjudicate wpon any matter which is under adjudication before the National Tribunal.
22895, Strikes and Lock-out
1. No employee of a public utility service shall go on strike,
() Without giving notice of strike, within six weeks befire striking ; or
(i) within fouricen days of giving such notce ; or
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(i) before the expiry of date of strike mentioned in the noticg ; or
(v) during the pendency of contiliation proceeding,
2. No employer of any public utility service shall lock-out,
(i) without giving notice of lock-out within six weeks before locking out, or
(i) before the expiry of date of lockout mentioned in the notice, or
(iif) during the pendency of conciliation proceeding.
The employer shall send information of sirike or lock--out 10 the specified authority on the day on
which it is declared.
3, prohibition of financial aid 1o illegal strikes and Iock-out

— Astrike or lock-out is illegal if it is declared in contravention of points 1 & 2 above (Le., section
22 and 23 of the act, respectively).
— No body shall knowingly expend any money in direct support of an illegal strike or lock-out,
2296, Lay-off and Retrenchment
- For definition of Lav-off and retrenchmeni refer fmportanr Defininions gm&n earlier in this Act.
Right of Workmen laid off for compensation
— % A worker having more than one year of continuous service under anemployer, if is laid off, shall

getcompensation equal to 30% of the 1otal of his basis wapes and dearness allowance, subject 1o
the following limitations :

Provided that if during any period of 12 months, a workman is so laid-off for more than 45 days,

no such compensation shall be payable in respect of any period of the lay-0ff after the expiry of
the first 45 days, if there is an agreement to that effect between the workman and the employer,
ete,

Workmen not entitled 10 compensation in ceriain cases

Mo compensation shall be paid w a worker laid-off under following conditions :

(1) If he refuses 1o acceptaliernative employment involving same wages, offered (o him in the same
voncern or in any other concern Of the same employer.

(i) If the lay-off is due to a strike, cic.
Copditions pnpmdﬂut Lo retrenchment

MNoworker who has a continuous service of more than one year shall be retrenched by the employer
wntil :

{f) The worker has been given one month's written notice stating the reason for retrenchment and
the period of notice has expired or the worker has been paid in lieu of such notice, wage for the period
af e dee,

(i) At'the time of retrenchment, the worker has been paid compensation equivalent to 15 days
pverage pay for every completed year of service.

Closing down the undenaking
- Anemployerwhointends toclose downan ungdertaking shallserve, atleasi 60 days beforethe date

on which he intends closure to become effective, 8 notice 1o Appropriate Government stating
clearky the reasons for closing the underiaking.

- Compensation by reference (o section 25-FFF of the Act is provided to workers who are in
continwous service for not less than a year with the yndertaking,

i 22.9.7. Peaaltics
]

,;- one month and 2 fine of up to Rs. 54, or both.

Workers who commence illegal strike shall be punishable with imprisonment extending up to

238
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~  An emplover who commences an illegal lock-out shall be punishable with imprisoament up io
one menth or with a fine up wo Rs. 1000, or both.

~  Theactalsospecifies penalties of up to Gmonths imprisonment or a fine of up to s, 100001 both,
for:

(fy  Instigating for illegal strike or lay-out,
(i)  Giving financial aid 1o illegal stnke or lock-out,
{ifi) Breach of seitiement or award, and
(v)  Disclosing confidential information, elc. =
2210. THE EMPLOYEES' STATE INSURANCE ACT, 18 (Amended up 1o 198%)
2210.1. Imiroduction

The Employee’s State Insurance Act was passed (in 1948), because the Workmen's Compensation
Act of 1924 could not do as much as was thought it (ie., the Act) would benefit ihe industrial workers.
The Workmen's Compensation Act

— did not cover many diseases ;

— involved much delay in payment of compensation; moreover it was not casy to prove that the
worker got injury because of lackness on the part of the employer, eic.

22102 Object of Employee’s-State Insurance Act

To provide certain benefits to employees in case of sickness, employment injury, maternity and for
certain other matters in relation thereto.

22.103. Important Definitions

1. Conmibution means the sum of money payable (o the corporation by the principal employer in
respect of an employee. It includes any amount payable by or on behalf of the employee.

2, Corporation means the Employee's State [nsurance Corporation s&t up under this Act.
— The corporation shall consist of
A chairman
A vice-chairman, and
Not more than 5 persons nominated by Central Government,
— The corporation ¢an
(i)  sell, hold or otherwise transfer any movable or immovable property ;
(ify  invest any money which is not immediately required |
()  raise loans ; and
(ivy  employ necessary staff for the administration of its business.
— The eorporation shall maintain correct accounts of income and expenditure.
3. Empioyment injury means a personal injury 10 an employee caused by an accident or an occupa-
tional disease arising in course of employment.
4. Principal employer means
- the owner or occupier of the factory and includes the Factory Manager
— any person responsible for supervision and control of the undertaking,

5. Sickness means a condition which needs medical treatment and reguires absention fromwork on
medical grounds.

22.10.4. Medical Benefit Council
— A medical benefit council is set up to advise on matters relating 1o administration of medical
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benealits,

—  Such council can investigate complaints against medical practitioner (atiending the workmen)
in connection with medical treatment and attendance.

22.10.5. Finance and Asdit
— The Act makes provisions for creation of a fund called Employee’s State Insurance Fund.
— The fund is created mainly by the contribution made by the employer and the employecs.
— The fund is held and administered by the corporation.
— The fund is utilized for
()  paymentof benefits and provisions of medical treatment to workmen and their families ;
{iiy  establishment and maintenance of ES] hospitals and dispensaries, ete. |

(i) payment of fees, allowances, salaries, etc,, to officers and servants of the corporation ; and
for

(iv}  many other purposes related to proper functioning of ESI corporation.
Contribution
~ Contributions towards making the fund is mainly from the Employer and Employees of the
1 undertaking : though Central and State Governmenis also give grants and donations in the fund.

—  The employer, deducts employee's contribution from their salaries and the same along with his
own share, shall submit in 2 bank nominated for the purpose.

= The ESlcorporation may appoint Inspeciors o check the particulars about theamount (of fund)
submitted by the employer.

22.106. Beaefis

The Act provides the following benefits
1. Sickness benefit

It is in the form of perindical payment to any insured person when his sickness is certified by a duly
appointed madical practitioner or by another person having qualifications as prescribed in regulations.
2. Maternity bencfit

Aninsuredwoman employee isentitled 1o periodical paymentincase of confinemen! or miscarriage
or sickness arising out of pregnancy, confinement or premature birth of a child or miscarriage.
3. Disablement benefit

An insured person suffering from disablement as a result of injury in course of employment (Le.,
employment injury) is entitled for disablement benefit.
4. Dependents benefit

Where insured person dies of employment injury, dependents’ benefit shall be payable.
5. Medical benefit

An insured person whose condition demands medical treaument is entitled to receive medical
treatment and medical benefit.

7210.7. Adjudication of Dispute and Claims
1. Employees [nsurance (EI) Court

State government shall constitute Employee's Insurance court Lo decide all matters, questions and
disputes arising from the insurance of workmen.

2. Matters to be decided by E-L court
~ Whether any person is an employee within the meaning of this Act and if he has to pay ihe

240



2227755/2023/ACADEMIC SECTION - 2

INDUSTRIAL ENGINEERING AND MANAGEMENT
contribution.
Rate of contribution 1o be paid by principal cmployer.
Rate of wages of an employee.
Right of any workman to any benefit and as o the amount apd duration thereok
Any dispute between the employer and ESI corporation.

22 108. Penalties
Punishment for false statemenis

Imprisonment up to six months or fine not exceeding Rs. 2000 or both.

Punishmeat for failure to pay contributions

Imprisonment extending up to 3 years or fine up to Rs, 10,000,

Prosccutions

Prosecution shall be instituted only with the previous sanction of the Insurance Commissioner.

No court inferior to that of a Presidency Magistrate or a First Class Magistraie shall iry any
offence under this Act.

22109, Miscellaneous

The appropriate government may exempt certain factories or employees from the operation of
this Act, under ceriain conditions.

Central Government, State Government and the Corporation has powers to make rules and
regulations consistent with this Act
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3220, EXPORT PROMOTION

Export development in the small scale sector has been accorded high priority in the economic
strategy of the couniry as it results in creation of more employment opportunities, ensures
utilisation of capacity for production and improves the quality of products, apart from bringing
the much needed foreign exchange,

Apart from direct exports, products of a large number of small scale units are exported indirectly
through merchant exporters, export houses, etc. Parts and components from small scale sector
which are part of the finished products are also being exported by larpe units.

Small Industries Development organisation (SIDO) through its network of Small Industries
Service Instituies (5181s) and Extension Centres throughout India provides assistance for pro-
moetion of exports of S51 ( Small Scale Industry) products,

The activities in this regard include dissemination of information about (1)foreign markets (2)
consultancy services in matters of export procedures for claiming replenishment (3) identifica-
tion ofsmall scale units already possessing necessary equipments and skills to undertake produc-
lion of items having export potential (4) organising of training programime on e:;rpntt marketing
{3) maintaining liaison with concerned export development agencies (6) meetings and scminars
On export promotion elc,

‘$mall Industry Export Bulletincovering important areas of interest to exporters continued to be

brovght out by SIDO. Information on export prospects, Govt. policy announcements and
procedures relevant to small industry exports, market/commodity reporis prepared by profes-
sional agencies, ete. were included in these bulletins.

32.21. EXPECTATIONS OF ENTREPRENEURSHIP
It is expected from the entrepreneurs that they will help -

Al el el

Increzse number of industries.

Increase production,

Increase employment opportunities.

Earn foreign exchange through exports.

Develop the underdeveloped parts of the country,
Economic development.

242
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Ll INTRODUCTION

= The role of small scale industries is sipnificant in the over all growth of the economy of our
country.

—  The role of small scale industries has been emphasised, from time (o lime, itﬂpfng inview the
over all plan objectives of economic growth coupled with social justice. The small scale secior has

| @ distinct advaniage of low investment with high potential for employment generation.

— 1In order to create substantial employment opporienities, the Induostrial policy laid stress on
effective promotion and development of cottage and small scale industries in the country.

— The small scale sector continued to show impressive growth, The production of small scale
industries during 1988-89 was estimated to be Rs 106875 crores at current prices (Rs 82400
crores, at 1984-85 prices) and provided employment 10 about 113 lakh persons during the same
period. ;
Exports from this sector were estimated at Rs 4535.01 crores (provisional) during 1987-88 as
apgainst Ks 361733 crores (estimated) during previous year, The exports of small scale sector in
1987-88 constituted aboul 29% of the total exports from the country.

— Table 32.1 shows the growth trend of small scale industries during the first four years of the

Seventh Plan.
TABLE 32.1
Seventh five year plan period
1983-86 1985-87 1987-88 1988-89
1 2 3 +
Mo. of units {lakhs Nos.) 13.55 14.76 15.76 17.1
(Cumulative) (9.0 (8.93) (6.78) (7.53)
*Production at current prices 61228 72250 87300 106875
(Rs in Crores) (21.20) (18.00) (20.83) (22.42)
*Production at 1970-71 prices 17340 20187 22326 25790
(11.84) (13.16) (10600 (15.52)

Employment (in lakhs Nos) 96,060 101.40 107.00 113.00

(6.67) (5.62) (5.52) (5.61)
Export at current prices 2753.23 I61733%@  4535.016G Mot
(Rs in Crores) (7.54) (31.38) (2337 available

M.B. Figures in Brackets indicate percentage increase over the previous years.
*Estimated, (i Revised, (@@ Provisional

I e e L e o |
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J2.2. ROLE AND SCOPE OF SMALL SCALE INDUSTRIES
(1) Small Scale industries provide vast scope for increasing employment.
{2) They are labour intensive and require comparatively little capital to start with.
(3) They help production of consumer goods and therefore can meet the demand [Or consumi
products.
{43 They help reduction of prices.
(5) They accelesate the rate of industrial growth.
{6) They help in equitable distribution of national wealth.

Everyone, who has the spirit of enterprise in him, can contribute 1o the prosperity of the country by
starting a small industrial unit.

323 CONCEPT OF SMALL SCALE AND ANCILLARY INDUSTRIAL UNDERTAKINGS

— A Small Scale Industrial Undertaking shall mean an industrial undertaking in which the inves
ment in fixed assets in plant and machinery, whether held on ownership terms or by lease or y
hire purchase, does not exceed Rs 35 lakhs.

— An Ancillary Indusrial Undercaking shall mean an industrial vndertaking which has both the
following features, that is to say :-

{a} The investment in fixed assets in plant and machinery whether held on ownership terms or by
lease or by hire purchase, does not exceed Rs 45 lakhs; and

(&) The undertaking is engaged or is proposed to be engagad in the manufacture or production of
parts, componenis, subassemblies, tooling or intermedia tes or the rendering ofservices® amd il
undertaking supplies or renders or proposes to supply or render at least 307 of its production
or services®, as the case may be to one or more other industrial undertakings.

Provided that no small scale or ancllary industrial underiaking referred  above shall be
subsidiary of, or owned or controlled by, any other industrial undertaking.

= All such industrial units will be eligible 10 avail facilities such as credit on liberalised terms
aliotment of factory sheds/plots in industrial estates, supply of machinery on hire 3'pnurt;]mm
participation in Government siores purchase programme, training and industrial extension
services, allocation of indigénous raw material éte

— A riny unit is an undertaking having invesiment in fixed assets in plant and machinery no
exceeding Rs 2 lakhs.

— When manufacture is carried out by the owner himself with the help of his family members o
relatives or a few wage earners, it issaid to be a cottage or household indusiry. Some such industiic
are handloom-cotion, Khadi, Gur, and Khandasari eic.

— Asmall scale industry, whether a tiny unit, a cottage unit or an ancillary industry, when set up o
rural areas is referred to as a village ndustry.

324. HOW TO START A SMALL SCALE INDUSTRY
The steps involved in starting a small scale industry are :

1. Product Indentification : Conduct Market Survey and study the products as regards thes
demand in the market.

— Check whether i1 is a seasonal product or it has demand throughout the year.

- §ludy similar products available in the market that can be probable competitors. Analyse then
as regards their utility, quality and cost,

* Such s sand-blagting. machining, grinding or pressure ceaning [acilities, ete
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Find whether the product can be exported,

Explore the possibility whether some product can be manufactured in collaboration with a
foreign country. This provides ready made technical know-howand saves a fot oftime and moncy
otherwise wasted in developing & suitable method of manufacture.

Decide the product that you are going (o manufacture, on the basis of
{a) Market survey (as explained above).
(b} Financlal implications involved.
(¢} Technical know-how available.
id) Experience in the line, eic.

2. Preparation of preliminary project report to get rough idea on Machinery, raw matcrial and
financial requircments.

To decide form of ownership which may be sole-proprietorship or parinership eic.
To decide factory location.
To buy land or take built-up shed.
To invite guotations for machinery and equipment.
To prepare detailed project report which will include: Analysis of Industry, present demand,
future demand, requirement of equipment, raw material, labour, power, finance, breakeven
analysis, profitability eic.
8. Apply for registration.
9. Plan finance.
10. Follow up sanction of loan.
11. Open bank account. .
12, Place ornder for machinery.
13. Apply for Fower.
14. Plan layout of machinery.
15. Apply for Income tax and Sales tax numbers.
16. Apply for (imported) raw material.
17. Recruit personnel.
18 Plan buying of raw material.
19, Conduct trial run to see whether the desired quantity and quality of product is Coming.
20. Decide on pricing policy.
21. Orgapise marketing.
72. Plan account keeping.
23. Plan commercial prodoction.

125, PROCEDURE FOR REGISTRATION OF SMALL SCALE INDUSTRIES
Regisiration of Small Scale Industrial undertakings would be done in two stages;
{a) Provisional regisiration
ib) Permanent regisration
(@) Provisional registration
—  Provisional registration helps the party (o take necessary steps to bring the unit into existence.
It should be converted into a permanent registration once the unit comes into existence.

=
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— The proviswnal/permanent registration are granted at the state/UT/district level by state Dul
his designated authority.

— A provisional registration is valid foroneyearin the lirst instance and thereafler may be rencwid
for a period of two more years in four six monthly extensions by the designated avthority o
submission of satisfactory proof that the pany is taking concrete steps 10 establish the unil.

— The issue of provisional registration certificate normally shouvld be automatic and should b
given within a period of seven days after the receipt of the application.

—  The provisional regisiration may entitle the parly fo:
(1) Apply for a shed in an industrial area.
(2) Apply for power connection.

(3} Apply for financial assistance to State financial corporation/Mationalised Banks or othe
financial institutions on the basis of a project report as may be required by them.

{4) Apply to the NSIC/SSIC bther institutions for procuring machinery on hire purchase basi
{3} Obtain sales tax, CXCIse tax regstration eic.
(6) Take other steps such as obtaining import licence for capital goods/raw malerial elc.
(b) Permanent Repistration
—~ When the party has taken all steps to establish the unit £e., (1) factory building is ready, (2) sl
requisite machinery, testing equipment, eic., is installed, (3) power connection is obtained, ap
plication for permanent registration can be made.

On being satisfied afier inspection that the unit 1s capable of production, & pérmnanent regrin
tion certificate may be issued by the Directorate of Industries within one month of the receipt o
application for permanent registration.

= Al registered units should submit half yearly reports of the raw materials received/utiliz
stocks on hand, production and sales o the Directorate of Industries in triplicate.

= The Director of Industries will maintain a list of all registered small scale units at dis headegua
ters office,
De-regixtration of wnity

= A small scale unit already regisiered may be de-registered on any one or more of the ollowing
grounds:-

(1) Ii the unit remained closed continuously for a period exceeding one year.

{2) If the unit failed/refused or avoided to give full and truthful information as called upon by ik
registering authority.

{3) If the unit has misutilised the raw materials allocated to it

{4) If a unit is found to be a subsidiary of or owned or controlled by medium and large wal
undertakings.

() If the fixed investment in plant, machinery etc, exceeds the ceiling prescribed for the unit.

= Any unit aggrieved by the order of de-repistration autherity may appeal to the next highes
prescribed authority as notified by the state Government within one month of the receipt of ths
order of de-registration.

326. LIST OF ITEMS RESERVED FOR EXCLUSIVE MANUFACTURE IN SMALL SCALY
SECTOR

A few of the many items reserved for exclusive manufacture in small scale sector are listed belos
Detailed list can be had from Ministry of Industry, New Delhi,

4
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Food and Allied Indusines

lee-cream, pickies and chutneys, vinegar, bread, biscuits, poultry feed, synthetic syrups etc.
Textile produces ircluding hosiery

Cotton vests knitted, cotton socks knitted, cotton under garments knitied, woollen cloths,
under garments st

Art silk/Mar-made fibre hosiery

Synthetic knitted socks and siockings, vests, bricfs cardipgans, pullovers e1c.

Wood and wood products

Sawn tirsber, wooden crates, sewing machine covers, tent poles,handles, furniture etc.
Paper products

Waxed paper, decorative papers, corrugated papers and boards, paper bags etc.
Leather and Leather producis including footwear

Sole leather, hides, shoes, leather garments, purses, hand bags, watch straps eic.
Rubber products

Rubberized cloth, canvas hoses, cycle and rickshaw tyres and tubes etc.

Piasric products

Full PVC footwear chappals, sandals, shoes, acrylic sheets, spectacle frames elc.
Injection moulding thermo plastic products

Handles, soap cases, cups, lunch boxes, water jugs, tumblers, hair brushes e1c.
Chemicals

Ammonium sulphate, cadmium acetate, cobalt nitrate, ferrous sulphate etc.

Dye stuff

Basic dyes—basic vellow, basic green, basic blue etc.

Organic chemicals and drugs

Tartrates, sierate of zing, paracctamol, resin ete.

Glass and Ceramics

Fire clay, bricks and blocks containing less than 40% alumina.

Roafing and flooring tiles

Wooden, clay and granite tiles.

Mechanical Engineering excluding ransport equipment

.1 manhole covers, weights, circlips, bright bars,cte.

Electrical machines, appliances and apparaus including electronics

Transformers, boosiers, voliage stabilizers, PV C wires etc.

Bicyele parts, survey instrumients, Sports goods, statfonery fients, clocks and watches eic.

1! FINANCIAL ASSISTANCE
M nel-work of

I
Zw

-8
4

5.
&

State financial corporations,

National Small Industries Corporation (NSIC) and

State Small Industries Corporations (S51Cs).

State Directorates of Industries,

Commercial Banks,

Industrizl Development Bank of India, and

Regional Rural Banks, provide financial assistance to small scale units.
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Industrial Development Bank of India provides re-finance to the industrialloans advanced by hew
institutions to small Scake Sector.

1. State Financial Corporations (SFCs)

—  Stare Financial Corporation grants term loans for the purchase of land, consiruction of facior
premises and purchase of machinery and equipment for the selting up of new industrics or ko
erpansion or modemisation of the existing ones.

— 5FCs generally prescribe a margin of 25% and allow an initial holiday of two years for the foi
repayment ( this period can be increased to five years in backward districts).

2. NSIC and SSICs

— NSICand SSICs supply machinery on hire-purchase basis 1o small scaleand ancillary industae
the value of which should not excesd Rs 35 lakhs and Rs 43 lakhs, respectively, inclusive of t
value of machinery and equipment already installed.

— The payment for the machinery and equipment is made directly to the suppliers.

—  The hire-purchase value is penerally recovered in 13 half-yearly instalments and arebate of 1/
allowed if the instalments are paid before the due date.

—  While NSIC supplies both imported and indigenous machinery, S31Cs supply onty indigeno
machinery.

3. Stae Directorates of Industries

State Directorates of Industries extend assistance ranging between Rs L0,000/- and Rs 50,00y
for the construction of a factory premises, purchase of machinery and equipmen! and working
capital. These loans are repayable in five (o seven years.

4., Commercial Banks
= Commercial banks provide shert term and medinm rerrn Anancial assistance.

—  Theshorttersn credit facilitics are granted for working capital requirements ofthe units like i
for raw materials, poods-in-process, finished producss, bills receivables and book L'IE;‘rI.«L

~  The medium rerm loans are granted for the scquigition of land, construction of factorypremies,
purchase of machinery and equipment and operative expenscs.

~ These loans are generally granted for periods ranging from five to seven years.

— Theyalso establish letters of credit on behalf of their clients favouring suppliers Of raw matesial
machinery (both Indian and foreign) which extend the bankers’ assurance for payment and thii
help their delivery.

— Certain transactions, particalarly those in cohiracts of sale 10 government departments, B
require guarantees being issved in licu of security/earnest money deposits for release of advino
money, supply of raw materials for processing, full payment of billson assurance of performan «
erc. Commercial banks issue such guaraniees also.

5. Industrial Development Bank of India (TIDBI)

= The IDBI, theapex development body for small, medium and large industries, extends assiztami
iy 551 unis through two major schemes -

(&) Bilis Re-discounting Scheme, under which the manufacturers of indigenous machineryicapiial
equipment can offer deferred payment facilities to their buyers (the period of such paymion’
being not less than six months and not more than fAvefseven years), the relarive bills accepho
guaranteed by the buyer and or his bankers, can be discounted by the manufacturer with 1o
own bank o realise the cost of machinery immediately. The latter, in turn, rediscounts e
bills with the IDBI and obtains the amount paid, Subsequentlyhe takes them back before e
due dates and presents them for payment before the buyer/his guarantor.

i
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() Rfﬁnnncfsc.f:emeundmwhich I8 refinances eligible term loans granted by banks o the 551
borrowers.

4 National Bank for Agricultural and Rural pevelopment (NABARD)

The National Bank for Agriculiuraland Rural Development was set up in July 1942 1o provide
re-finance assistance 1o State Co-operative Banks, Regional Rural Banks and other approved
institutions for all kinds of production and investment credit to small scale industries, artisans,
cottage and village industries, handicrafis and other allied activitics.

18 OTHER ASSISTANCE PROVIDED TO SMALL UNITS
{1) Supplyoi machine and equipment on hire-purchese,
(2) Supply of scarce raw materials and imported componenis.
(3) Todemonstrale 1o them the use of modern technical Processes and equipments.
(4) To train small indus trizlists.
(5) To render marketing { including export) assistance.
(6) Allotment of sheds.
(7) To provide power, Water and transport facilities.
{E-}'-". To provide sabsidy on fixed capital invesiment {i.e. land, building and machinery).
(9} To provide intercsl frec loans.
(10) To provide loans at concessional rate of inierest.
(11} Reservation of nems for exclusive production i small scale sector.
(12) Reservation of items for exclusive purchase from small scale seciof.
(13) Export promotion of specific commodities or groups of products such as chemicals, Gemand
Tewellery, Handloom, Leather products etc.
12.9. SPECIAL INCENTIVES

() Special inducements are offered for development of entreprencurship among the persons in
hifly, rural and backward areas. Forexample, lranspor subsidy is given in remote and hilly backward areas
inselectedstates/union terntories. Capital subsidyup o 15% is alsogiven 1o persons setingup their units
it specified backward areas.

(b) New cntreprencurs are exempied o live years from income tax payment on their profits, op to
754 P.A.of the capital invested.

(c) Entreprenculs arc entitled 1o deduction of depreciafion (0T building, plant and equipment) out
of the met profit

(d) Entrepreneuss are completely or partially exempted from payment of central evcise duiy.

(€) Concessions are alen given insiampdury payableon the agrecments and morigage deeds executed
10 take loans from the government.

{fj Sales tax is mot charged on machines purchased for seiting up small scale industries in certain
stales,

() Impon ficences arc given o those entreprencurs who require Taw matérial, machines and their
spares 1o be purchased from other countries for running their units successiully.

¢h) Training couTses are organised exclusively loF women entrepreneurs in technical and manage-
memt subjects, in order to provide them gpportunities for self-employment. They are also assisted in
preparing projects on specific industries.

() Indians residing abroad and desirous of starting industries in India can bring machinery up 10
¢ 1.E. value of Bs. 25,0000 and raw materiats worth Rs, 5,00,000 or annuil reg girement of the unit,

e e
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whichever is less. In addition to this, they are also given all the facilities normally available to all othes
prospective entreprencurs in the country.

3210. ASSISTANCE TO EDUCATED UNEMPLOYED

= With aview to help the educated unemployed toset up their own small industrial units, thestate
provides assistance in a package form so that they may take minimum possible time toset up thei
ventures, The following types of assistance is made available, under this scheme.

1. Project profiles

Int order to help the entrepreneurs 1w choose items of manufacture, the Directorale gets projec
profiles prepared from reputed consultanis on items of manufacture having scope for sale. This enables
the entreprenewrs 1o know the viability of manufacture of various items at the frst instance.

2 Training

The training enables the entrepreneurs 1o prepare the project report according to their require

ment, government documentation and various other aspects of the manufacture/marketing of the items
of manufacture.

— The trainees are also given a stipend.

— In-plant training is also provided to the entrepreneurs through the State Government Quality
Marking Centres and Industrial Development Centres.

= Besides Ensrepreneurship Courses, Management (marketing, export, production, finance, person
nel. etc.) and Technical Courses (1ool maker, machinist, foundrymen, electroplating, foot wes
manufacture, eic.) are also run by Small Industries Service Institutes (SI1S1).
3. Sced money

The educated unemployed after getting their major loan sanctioned from financial institutions are
provided seed money (0 the extent of 109 of the cost of their project. This 10% is recoverable in 5
instalments after their major liability of financial institution s over, This proportion of financial
assistance is given at a nominal rate of 4% oaly and iscounted as enireprenenrs own equity for the purpose
of inancial appraisal of their scheme. i

4. Interest subsidy )

— Degree and Diploma holders is Engineering, who pass three month entreprencurship course
from the Institutions prescribed by the Government of India are eligible for the interest subsidy.

— The enireprencurs have to pay only 75 rate of interest on loans sanctioned by financial
institutions. The difference between 7% and the rate of intercst to be charged by the financial
institutions is reimbursed to the entrepreneurs by the state government. This facility is available
only for a period of three years.

3. Educated unemployed are given industrial accommodation on priority.

This scheme covers all educated unemployed youth who are matriculate and are within the ap
group of 18-35 years, Women and technically trained persons are given due consideration/weightape.
From 1986-87, a minimum of30% ofthe total sanctions has been reserved for Scheduled castes/Scheduled
Tribes persons. IT] passed youth are also now eligible to set up industryservice ventures,

3211 AMODELSCHEME TO START ASMALLSCALE INDUSTRY FOR EXAMPLE A 1OB
BING WORKSHOP

Infroduction
— A jobbing workshop can undertake job order work which is available in pienty from large and

mediom scale industries, for example, a large or medium industry manufacturing Tractors can
give job orders 1o make fuel tanks, silencers, etc.
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Basis and Presumption
_  The scheme has been made on the basis of 75% efficiency on single shift considering 25 working
days in a month.
—  Tha rate of interest has been taken on 15% at an average.
~ The job work will be procured from outside ind siries along with raw material.

Process outling
(@) Turning (b Boring
{c} Milling () Drilling
{£) Heat-treatment if required from local units.

Rate of Machine
Lathe Rs 6 per hour
Milling Rs.90 per hour
Shaper Rs 50 per hour
Dirilling machine  Rs 33 per hour
Land and Building
L]
Covered area 80 sg.meitre Rs 320000 ..(i)
(@ Rs.40/-per sq.mt (rented)
Machinery and Equipment
1 Precision Lathe Machine all geared 2 Nos each 50,000 Rs 1,80,000.00
Max. swing over bed 500 mm
Distance between cenires 1,000 mm
Width of bed 300 mum
Width ol gap 160 mm
Motor 5 HP, 1500 RFM speed
Coolant pump,
2 Milting Machine 1 Mo, 1,00, 0000
Working surface of table LG4 » 254 mm '
No of spindle speeds 16
Motor 3 HP, 1420 RPM speed.
3. Shaper 1 No, S0,000.00
610 mm stroke (geired)
4, Drilling Machine 1 Na. 25,000.00
18 mm capacity
=T Bench grinder 1 No. 7.000.00
25 mm wheel size —
Tertal Rs 3,62000.00  ..()
Precision Instruments
L Micrometer 2 Nos. S0CL0D
Vernier calliper 2 MNos. 1,000.00
15 cm, 30 ¢m
L Surface plate 1 Mo, 5, 000.00
6l cm size
4. Marking block 1 No. 200.00
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x Height gauge
45 cm size
5. Dvial indicator with stand

Elcctrification and Installation
Tools, jigs and fxturcs
Oifice furniture and equipment

Total of (i), (6 & (v) =
Working Capital per month
Staff and labour
1. Skilled workers
2. Semi-skilled workers
3. Helper

Chverhead Charges
Repair & Maintenance
Postage and Stationery
Traveiling expenses
Transportation
Consumable stores
Miseellaneous

A b s L) kS s

Ultilisies
Electricity and power
Total Working Capital fas calculared above)
Staff and Labour
Overhead charges
Uilities
Rent

Capital Investment
Fixed Cost-machinery and equipment
Working Capital for 2 months
23 22000

Cost of production (per year)
Working Capital, 22000 % 12

INDUSTRIAL ENGINEERING AND MANAGENENT

1 MNn.

Total

Total

4 Mos @ 2000/
2 Mos @ 1500/-
L No @ B0y

Total

Tontal

Toal

Total

5,000.00

SO0
Rs 1220000 T.{IH |

33,000.00
10,0000
2000000

Rs 6300000 (i)

4.37.200.00 )

BO00.00
SO0 0
800,00

Rs 11800.00  _.fw)

To. 00
0000
1500.00
750,00
TO0LLK)
100000 ¢

5

5{!]&[!]__ im,l

2000010 v V)

1180000 ._{wi)
S000.00

00000 {vig

F200.00 (¢}

R 22000, {ix)

4,37,200,00 {v)
_ 44.000.00 {x}
Rs 4,81,20000 (o)

2,64,000.00
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Depreciation on Machinery @ 10% [of (i) + (iif)] 37.420.00
I Interest on capital investment @ 159 [of (x)] 72,180.00
| Total 3,73,600.00  (xil)
lurnover (per year)
- Lathe output @ Rs 60/ 2 Nos. 2,16,00d0,00
per hour for & hours a day for 23 days
—Milling cutput @ Rs 90/- 1 No. 1.62,000.00
. per hour for 6 hours a day for 25 days
~Drilling out put & Rs 38/- 1 No. 68,400.00
Per hour for 6 hours a day for 25days (-38x6x25x12x1)
—Shaper output @ Rs S/- 1 No. S0, 000,00

per hour for 6 hours a day for 25 days. -
Total Rs 5,36,400.00

Prpfit = Tumover —cost of produciion
i = 5,36,400.00-3,73,600.00 = 1,62,800.00

Profit 162800
= H e e—me—
Rate of Return Capital investment 100 = —=5sn ¥ 100
= 33.83%
Machinery Supplicrs

1. Hindustan Machine Tools, Pinjore.
2. R.K.Machine Tools, Ludhiana.
W - i il

4. B La —— - ———— e S S

\L12. ENTREPRENEURSHIP
—  Doing new things or doing things that are already being done, in a new way is, a simple difinition
of errreprenenrship.
—  Entrepreneurship can be described asa creative and innovative response to the environment. Such
responses can lake place in any feld ofsocial endesvour - business, agricultare, education, social
work and the like.

Knowledge about the economic—political environmient, more particularly about the coonomic
policics ofthe government and the financial as well as commercial institutions, is important for

the entrepreneur.

\L13. ENTREFRENEUR, CONCEPT OF

—  Theword enirepreneur has iis origin in the French language. It refers (o the organiser of musical
or other entertiainments.

— Ad mimpmncur is one who organises, manages, and assumes the risks of an ERIerprise.
An enirepreneur visualises a business, takes bold steps to establish undertaking, coordinates the
various factors of production and gives it a start.

—  Enreprenewrs are the owners of the business who contribute the capital and bear the risk of
uncertainties in business life.
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— Entrepreneur is action - oriented and highly motivated, He has the ability 1w evaluate busines
opportunities, 10 gather the necessary resources to take advantage of them and to initiye
appropriate action 0 eNsUre SUCCess.

— Entrepreneur is associated with innovations. He is the main facior of production,

— Entreprenenr takes decision regarding what to produce, how to produce, where to produce and
for whom to produce. He mobilises other factors of production namely, land, labour, capitil
organisation and initiates production process, He is responsible for both the profit or the o

= InIndia, Birla, Tata, Modi are big entrepreneurs.

32.14. PROFILE OF AN ENTREFRENEUR
The following list of characteristics and Traits provides a working profile of entrepreneurs -

Characteristics Trail
Self confidence Confidence, independence, individual
ity, optimism.
Task-result oriented Need for achievement, profit-oriente|

persistence, perseverence, Determing
tion, hard-work, drive, energy, initn

tive.

Risk-taker Risk taking ability, likes challenpes

Leadership Leadership behaviour, gets alongwih
others, responsive to suggestions and
criticisms.

Originality Innovative, creative, fexible, open
minded, resourceful, versatile, knowl
edpgeable.

Fluture oriented Foresight perceptive.

The listincludes traits that an en trepreneur should possess, He may not need all these lmié, b tha
more he has, the greater chance there is of his being a successful EnITEPTEneur.
3215. ENTREPRENEURIAL PHILOSOPHY
T take calculated risk.
Willingness to accept responsibility for one's own work.
Failure must be accepted as a learning experience.,
Goal orientedness.
Acceptable results are more important than perfect results,
Personal growth,

32.16. FUNCTIONS OF AN ENTREPRENEUR

He manages business and takes decisions.

He studies the market and selects the business,
He makes a selection of plant size.

He selects plant site.

He organises sales and holds the customers.
He promotes new inventions,

He coordinates different factors of production.

: it el

b T - T T S U
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8 He arranges raw material, machinery and finance.
9. He employs labourers.
10. He deals with poverament departments such as sales tax, labour, electricity, expori-import,
railways elc,
11. He decides pricing policies.

12, He distributes wages of labourers, interest 1o the capitalist etc.

1217. QUALITTES OF ENTREPRENEUR

Risk taking ability.

High level of motivation,

Busincss acumen.

Sell confidence and positive sell concepl
Leadership qualities.

Flexibility.

Manzgerial Compeience.

PFroblem solving,

Ability to perceive opportunities and threats.
1. Realistic approach 1o planning.

11, Independence of thought and action.

\L18. ENTREPRENEURIAL FAILURE
Different faciors contributing to the failure of entrepreneurial ventures are as follows:-
1. Poor Managementl

T R T S A

(1) Incompetence.
(b)) Unbalanced experience.
() Incxperience in management.
() Inexperience in line.
2. Production problems
{a) Lack of production planning and control.
{#) Frequent Machine breakdowns.
{c} Poor raw material,
{0} Power cuts,
(e} Labour problems.
(i Lack of iechnical knowhow.
(g} Insufficient quality control
(f) Wastage in material.
() High rate of rejection, ele.
3. High fixed cost
(&) Heavy investment in Jand and building,
(&) Increased sdministrative and other overheads.
(c) Market borrowing at high interest rate, eic.
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Marketing problems

(@) Competition from larger and already established units.
(i) Insufficient sales force.

(¢} Low quality of finished goods.

(1) Recession ete.

Financial problems

(a) Allowing long credits 1o the purchasers of finished goods.
(&) Diversion of short term funds into long lerm uses.

(c) Wilful diversion of funds for investments in assets not connected with production.
Neglect of business,

Framl

Disaster.

32.19. ENTREPRENEURIAL DEVELOPMENT

The main objective of the entrepreneurial development schemes is to motivate and assis
prospective and potential entrepreneurs (o set up small scale units of their own and thercly
become sell-employed and continue to contribute significantly to production and employmen
in the country.

Entrepreneurial development programmes increase entrepreneurial spirit and provide scope
lor sell-development by focusing attention on the self and onself-directed motivational chanpe

In order o motivate engineers 10 take up industrial ventures, an interest subsidy scheme wie
started in 1974 as one of the follow-up assistance measures of the engineers training pro
gramme. [t envisages financial assistance to the trained cngineers in the form of subsidy on
interest payments on loans taken by them from any of the recognised financial institutions for ih
acquisition of fixed assets, -

The scheme was subsequently liberalized in 1976 to cover non-trained engineers also fof setling
tp their units.

With the new Thrust for the development of Industries in backward areas and for promoting ih
weaker sections Small Industries Development organisation (SIDO) diversifizd its entrepre
neurship training programmes in the year 1978-79 to serve new categories of entrepreneurs liks
rural artisans, educated unemployed, weaker sections of the society, women gnireprencus

students and physically handicapped persons and Defence personnel. The entreprensurial s
velopment training programmes for the non-engineers are broadly divided into two categories

(e} Indentification, selection and motivation of entrepreneurs and
(&) Entrepreneurial development training programme for

(i) Women,

(i) Rural anisans,

(1) Weaker sections of society,

{v) Educated unemployed,

(v) Physically handicapped, including blind persons,

(vi) Defence personnel,

(vif) Students, etc.
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1220, EXPORT FPROMOTION
~  Export development in the small scale secior has been accorded high priority in the economic

strategy of the country as it results in creation of more employment opportunities, ensures
utilisation of capacity for production and improves the guality of products, apart from bringing
the much néaded foreign exchange.

Apartfrom direct exports, products of alarge number of smallscale units are exported indirectly
through merchant exporiers, export houses, ete. Parts and components from small scale sector
which are part of the finished products are also being exported by large units.

Small Industries Development organisation (SIDO) through its network of Small Industries
Service Institutes (SISIs) and Extension Centres throughout India provides assisiance for pro-
motion of exports of 851 { Small Scale Industry) products.

The activities in this regard inclede dissemination of information about (1)forelgn markets (2)
consultancy services in matters of export procedures for claiming replenishment (3) identifica-
tion of smallscale units already possessing necessary equipments and skills to undertake produc-
tion of items having export potential (4) organising of training programme on export marketing
(5) maintaining lisison with concerned export development agencies (6) meetings and seminars
On Export promaotion et

1Small Indusiry Export Bulietin covering important areas of interest 1o exporiers continued 10 be
brought out by SIDO. Information on export prospects, Govt. policy announcements and
procedures relevant to small industry exports, market/commodity reports prepared by profes-
sional agencies, etc. were included in these bulletins.

s1.21. EXPECTATIONS OF ENTREPRENEURSHIP
It is expected from the entrepreneurs that they will help :-

W

= R

Incresse pomber of indusiries,

Increase production.

Increase employment opportunities.

Eam foreign exchange through exports.

Develop the underdeveloped parts of the eountry.
Economic development.

257
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Industrial Relations,
Trade Union and
Collective Bargaining |

10.1. INDUSTRIAL RELATIONS

Industrizl relations, also called employee relations, labour relations and persoanel rela-
tions, represent the relationship that exists between the employer and employees in an indus-
irial undertaking. If these relations are strained, industrial disputes occur and industrial progress Il
suffers. The employers suffer losses, the workers do not get wages and there iz shortage of I'

poods and services for community.
Hence, it is in the interest of both the employers and employees as well as of the society in I
seneral that industrial relations should be cordial and harmonious.
Industrial relations is the management aspect which deals with the manpower of i

the enterprise. It is essential that Industrial Relations between the employees and .
| and peaceful, as enterprise can advance only if industrial rela- ' ||

the relations between the employees and the manage- I

emplover remain co-ordia
tions are good. Industrial Relations 1s
ment that grows during the employment.
For any industrial relation programme following are the basic requirements
— To have the support of top management.
— To adopt proper practices.
— To adopt and follow sound personnel policies.

Goal of industrial relations system bas been ‘industrial peace’. Industrial peace
means hﬂmnu-&r or ‘nhsence of Cﬂ-l]ﬂ ict' between E]]]l'.l].ﬂ-}"ﬂ]"ﬁ ﬂﬂ-.li EmP‘ID}'EEHI 0 an in-
dustrial concern. 1t is generally felt that industrial piece leads to higher productivity, how-

ever it is not the only factor for increased productivity-

241
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Industrial Relations System

: jon &y re: :
Different components of the Irfﬂustd“:jﬂt T?I:::;;;;:;T;j S T hicrusal
(i) Actors. These are (a) hierarchy o . ¢) concerned Governmy . 0
trade union i.e., workers and their representatives, (c) nt gy
cies, _ s 3

(i) Rules, regulations and their implementation procedure.

leei) Contexts. These are (u) technological characteristics, (&) the market and h'i-‘ldj;et
constraints, () distribution of power.

liv) Ideology. Ideas and believes held by actors.

Resultaut interaction of the above mentioned components ld"’-’tﬂm“j"'a the industria] ra]i
tions. Industrial relations system can be understood in terms of interaction between twg sets L
erganisations, namely, () industrial organisation (management and wpriferﬁ}. and (b} unjgy
organisation (union leaders and workers). Interaction among persons within each of these Brug.
organisations can be understood with the hel p of following elements : ;
— Objectives about productivity, economy, efficiency, welfare ete, i

— Rules, regulations and conventions ie. government rules, organisational rules agg
traditions ete.

Distribution of authority and power, as it influences the atti
— Values and beliefz.

—  Cualture,

tude of employees.
— DMotivation.
— Personalities.

10.2, INDUSTRIAL PSYCHOLOGY

Industrial peychology is that branch of paychology which studies human behaviour undag
industrial business circumstanees, Industrial

psychology is simply the application I
extension of psychological facts and principles to the problems concerning human
beings operating within the co ntext of business and §

strial field and the problems cg
man with the aid of scientific methodology. It uses

under controlled conditions to gather data, Datas can also be collected by following other meth
ods like case history method ]

Objectives (or Functions

— To find out ae tg haw a suitable individual ean be selected to perform a particular’
task.

Cinterests,
Banmisation,
orking,

Humanistic approach in the ar
Search for proper method of w
Removing “hasons for lack of adjustment between workers and the circumstances ands
conditions in which he works,

Improvement jn working conditions, L
o USEE latest technology of machines 1o avoid accident chanpes and fatigue dyuringt
WOriing,

— Improving the human relationship. — Imparting training where necded,

- &
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Arrange voentionol guidnnen.

_ ; — Maintaining Morale.
~ponting propoer leadership,

salinitions

ndustrinl Psycholomy” in the Application and nxtennion of paychological facts and principles
jo b problemms conecrning humnn beings working b ind uakrial, business, service and research
|1|'|.,"1’|Tl-i,'~'l'll1{1'l'|5, |

re iudust.-m ilﬁh'uhulllﬂ.‘-’ may be lermed ns applicd paychalogy, as it is mainly concerred
withthe applications of the fnets and principlos of paychology to the bhehaviour of man working
i industyy

e industrinl psychology is the applieation and extension of facts and principles of psy-
by, it is necessary to understand the psychology. ‘Psychology’ can be defined as the study

of an and his behaviour with the aid of scientifie methodology. It uaes many scientific meth-
+ds to collect facts about human behaviour,

ciassification

Industrial psychology can be classified into following :

ta) Personnel psychology. It concerns with the application of psychology to the selection,

training, and supervision of people. It is also concerned with the improving commu-
pication, counselling.

(b} Managerial psychology. It concerns with the problems of management.

it} Human Engineering psychology. It is known as ergonomics, and dealt at length in the
book.

(d) Consumer psychology. It deals with the relationship between the organisation pro-
viding goods or services and the consumer.

le) Organisational psychology. 1t deals with the complete functioning of a company, and
is concerned with workgroup dynamies, motivation, leadership, communication, de-
sign of organisation structure.

Applications of Industrial Psychology
1. Perzonnel Selection
2. Personnel Development
3. Human Engineering. It suggests changes, innovations in the design of machines,
work place layout, and operations with a view to achieve greater ease in operation.

Produetivity Study. It is concerned with the fatigue reduction, improving working
conditions such asg lighting, humidity, ventilation ete, 50 as to maximise the efficiency.

e

i. Developing managerial skills..

8. Accident prevention and safety measures.

7. Motivation

8. Labour relations, Organisational Behaviour

3. Attitude and Moral 10. Counselling.

3. BAsIC CONCEPTS OF INDUSTRIAL PSYCHOLOGY

st Inorder to understand the subject ‘| ndustrial Psychology’ thoroughly, we must first under-
And lollowing basic concepts, which have considerable affect on the subject :

260
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1. Cauzation of bohavierr. Abwnys there 18 o cause for same part
are certain conditions which malke o person to behave in a certajy Fﬁﬁhi:,{?r thay,
: Iy
T

9 Individueal differences. No twa individuals are alike in Ph}’Ei:;.u]
ence, interests, aptitudes, and personal qualities like integrity, it Ehfn"nuh_,”_
ness, introversion ete. These individual differences may be in physical Y1 Singg,, iy
toristics form the basis of industrial psychology, g i m-""—“hn;:;r:"f%

3, Learning. Human beings, preatest asset is their capacity to |pa
ences with the things encountered in life. The individual is dE‘-’EIupEﬁ al‘ll Tough
learn. Because of this learning, we speak language, acquire customs € . i"‘El-:- Ikl1r.
dislike, learn skills, develop personality traits etc. Thus behavipy, .;,.i*atmudm-dh
mined by the way he has learned in life. Learning can be defigd in ad perggy, j“'ar!l:?
permanent change in behaviour which cccurs as a result of o, N PE¥chaly Bely

be for better or worse behaviour.

4. Perception. The persons differ in the ways, they perceive the winHid
"'h“ﬁ.s wh'?ltlhseiq by two persons may not be perceived in the same way T:;ﬁund :
rapidity with which they perceive. The perception can be im proved upto Snnifeﬂlsudiﬂu
ing. Exteny

9. Aftitudes. Some kinds of behavieur like believes. spind . .

; ; : » DPIDIODSE, prejud
nected with attitudes. Attitude can be defined as learned orientation a:dis.lces-a.ﬁ thagy
object, person, situation or issue which makes an individual to react to Ti':emi:nimmu "
unfavuurs_th!e manner. & person will always react to a thing, person or situn 3 favoy,
upon the intensity of his attitude. Ahon ey,

6. Motivation. Discussed in detail in a separate chapter.

7. Frustration. Every man has certain motives, but fulfilment of motives ig 4
eagy as one may hope for. He may has to face difficulties, barriers or obstacles '['f,mﬁ-
or obstacles in the way of satisfying one’s desired EOAL. arvaba it B h.gjﬂ ese by
frustration. The frustrated man may beecome angry and hostile or abusive E; L::
psychologist pin peints the sources of frustration and su EEests remedies to ulim-in atenrn
them. A frustrated man may spread discontent to his fellow employees and may
bringing down the productien, industrial relations ete. -

B. Personality. Personality of a person iz the sum total of all the physical and
characteristics, capacities, and abilities available in him, Behaviour of a person is basedt
personality and depends upon environment. Thus behaviour iz the function of personait
environment.

9. Role Behaviour. In real life, every body is playing certain rolez. These roles mifk
membership role (social community, religion, caste etec.), sex role, age roles (child, sdde
vouth, adult, old etc). These roles are imposed upon us by fate or circumstances, Som!
roles are adopted due to combination of heridatory and environmental circumstances, ®"
ties, aptitudes and choices. Oceupational organisational roles are of this type and ved
guired to behave according to these occupational and organisational roles.

© OF pracyj,, E‘i’]’ﬂ-
- Chay,

Important Terms used in Industrial Psychology 1oy
1. Psycho-Analysis. Paycho-analysis of an individual removes the conditions [eF his
and abnormal behaviour, by modifying the nature of his mental conflict. 1

" ' 'l
2, Intelligence. It is the man’'s ability to think and regulate his relations :
Human intelligence grows in accordance with man's cognition of the world.

W -
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jon. It is coneentrated of the consciousness on some perceived or recalled ohjects.

9. ,-'-.l.iclll
i feeling is ploasant or unplonsant, and is generally haged on the presence of

1, Focling- &
nse experiences. It hos boen observed that, usually some changes eccur in respiration,

plaad cipeulntion ctc.
5. Mood. 1812 ilie woakest and at the same time longest manifestation of emotions
g, PorospHes. T0 perception of an individual is influenced mainly by his social environ-
qent than by his physical environment. He perceives any situation, or thing according to his
frame of referemnce and attitude which he develops from the socio-economic and cultural factors.

7. Traits. These are the characteristics of an individual, and are based on heriditary founda-

o 5¢

{iomns
g, Attitude. Itisa bent of mind and predisposition to certain actions.

reonality. Personality is what a man realy 1s. Tt is the totality of a man and sum total

Jfvarious tendencies of an individual inherited and acquired by experience. [tis combination of
pody and mind. A human personality is determined by following four interconnected aspects:
(a) Moral qualities (h) Temperament
le) Individual characteristics of sensation, perception, attention, thinking, memory, emo-
tions ete., and
id) Knowledge and skills.

g, Pe

10.4. MOB PSYCHO LOGY
Mob is a large number of peuple who are n
each other by chance for a particular work.

recognised leader, Mobs may be :
—  Aggressive mobs.

— Fear driven mobs (e.g., cTea
_  Welcoming mobs (for welcoming some le
— Acquisitive mobs {for acquiring somethin

ot related to each other but come Lo CoT tact with
Mob is temporary and generally do not have a

tad due to accident).
ader),
g not available in the market).

- m———

Characteristics of Mobs
—  Mob is emational.
— Mob has common abject o
— Mob is irrational.
I

Maob has low level of intelligence.
— Maoh behaviour is unpredictably and identity of individual cannot be found out.

_ Mgb has ne personal in ter-relationship.

finterest and attention.

ONFLICTS)

d between groups in characteristics of human behaviour.
r which oceurs when two or mora parties are

in opposition or in battle. These disputes, (i) adversely affect the effectiveness of individu-
als or groups, (i) may wreak down lh_E relationship between in dividuals or groups and (i) may
resull in acube e rosis af strike. This males difficult to echigve Dl:lj{':ctj ves of the Org anisation.

ngﬂ-'l'.l.lﬁatiﬂuﬁl conflict 15 @ digagreement between two or mora mem bers or groups of the

organisation. The conflict may arise due to .
{a} sharing of scarce resource or work activities,

s Y - |

10.5. INDUSTRIAL DISPUTES (C

Disputes between individuals and be
Conflict or dispute is a LYP® of behaviou
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th)  different stntuses, gonls, volues or peiceplion,

tel  dizngreemont over leta, moelhods,

() socinl cconvmienl and payehologienl ronsens,
It is very essontinl to eliminate disputos by

(i} ndequnto job definition,

(i1} detniled specifientions of relntionship between various positions,
(irr) carelul soloction of prople to Gll up vorious posts il

{fu) thoraugl troining of people for the job nasigned to thom.

Stages of Conflict

(1) Latent confict, It may be due to compotilion for senrce rosources, role conllict, (4, P
autonomy or ego problony, 0

(2} Perceived conflict. This is due to misunderstandings, and can bo sortod o :

u ! ' : 1k by .

communications, " ¥ improving
(3) Felt conflict. When official differonces boeomo personnlised, such conflicls nrisp

(4} Manifest conflice, At this stuge, conflict takes tho fi [ [
apathy or withdrawal ete. e T LY Rateatian, Haliotay,

hﬂ:ﬁ% Eﬂﬂﬂfﬂf aftermath. If the conflict is resalved to the satisfaction of all, it may bocom the
more cooperntive relationship. But if the eonflict is merely supproased, the Inten

;;?::tmn of conflict mny be nggrevated and explode in more serious or violent form aL n latgr

Resolution of Conflict
(t}) find out full details of conflict, then
(ii) analyse the issues involved in the conflict, then
{i6i) conflict may be solved by mediation, bargnining, politics ete,

Preventive Measures for Conflict Resolutlon
(1) Develop effective leadership,
{3} Adopt participative decision-making,
(5) Rewiow facilities ete,

(2) Develop effective communicatiog,
(4) Improve intorpersonal relationship.

. ST

Types of Conflicts
% Glilﬂﬂlll:-t within an individual, 2. Conllict between individuals.
3. Conflict between an individual and a gToup.
4. Conflict between Groups within an Organisation.
5. Conflict between Organisations.

Resulls of the Conflicts

Following are some of the serious results which arise out of these dis putes ;
1. Strike

A common form of Industrial disputes is the ‘STRIKE' which means abstaining frem work
until the demands are met or a compromise is affected.

Reasons for the sccurrence of strikes are
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pil-
y rﬂ_ﬁ.TH

Lbpur Wons ey to maimase the wage goins of their moembers

L
osire of the workmen b protect the conditions of their wark in the longg run

To fight agninsl exploilation at the hands of eapitalials
" pecognition of unions, rivalries of Lthe unions,
I::-:- pack of communication and understanding between management and workers,
ke i5 cons
girike MAY be in the following forms :

g1 Sit down Strike. In [:his. the workers go to the work place but refuse to work. They
do not leave tlie premises of the factory until the sl rike is over.

ik
Iil
!

o stri idered to be the last resort of the workers to express their discontent.

Go slow or slow down. In this, the workers continue o work but do s at ek

slow rate, thus slowing '1:]'5'“"1'1 the progress of work. Since, they do net tatally abstain
from work, they are entitled to pay for the period of slow down.

Picketing. In order to call to the attention of the public that a strike is going on, and
disallow uther:s from entering the plant or doing business in the undertaking. The
workers er thear sympathizers place themselves at the entrance of the factory causing
ohstruction to people who want to go in or come out. These persons are termed “PICE-
ETS" and the method as a whole, Picketing.

Gherao. 1t isaform of dispute, in which workers do not allo
room or working place for aconsiderably long period so as to
The officer can’t even go for make off water.

ired

{iii}

w the officer to leave his

[£er)
press for their demands.

9. Lockout
It is just opposite proce dure of strike and congists in the closing of factory by the employer

necause of a disputs with the employees and is the refusal of entry to them.
Causes of Industrial disputes
The following are somé of the important factors, which disturb industral relations and

causs dispute. These arise mainly dug to economic, secial and perchological reasons,
i) If industrial work is done under serve restrictions and control, the worker loses his

freedom and he is, therefore, discon tented
i) The most important are wages and allowances, ifthe wy-arkers fee] the remuneration
they get for their labour is not sufficient.

Lith 11 the employer refu gives rist to many dispuies.
ftwy If the employer refuses to recogniie trade unions and dees not accept the legal de-

mands of the workers.
ary hands, The slightest depress-

fu) A large number of worliers are engnged as tempor
ing conditions in sndustry leads Lo the rotrenchment of many af them. Retrenchment

and discharge of employees, ]mrl:icu]nrl;l.r. have caused many disputes.
(o) Unsatisfactory working condition, hours of work, Inck of welfare measures, harsh

treatment by bosses are amang other causes of disputes.

ses to pay boous, it

-———

10.5.1, Conflict Managemenl
w. gonflict hos both boneficinl and harmful aspects, It is, there-

Aswe have discussed by no :
theso fspeels. Whient conflict level is too low, the performance is

f;
ii"E. necessary Lo manags both .
lsa likely to be low, and at this SLALC. minnager needs 1o stimulate conflict in order to enhance
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X eonn
1 E:‘m:‘tnrl.‘r'- when o
the performance of the grovis s by
go ns o restor? high iwrﬂ"h“m,n I[- nﬂiut
1. Stimulating producti™® J':1' . stinud tion i8 needed.
. : : Jyere cor jeL SR
5 lnms-’su.l.m#-mns W gntion
b}{-:'?p":’es men’ are i Jled in tlmd rgﬁﬁn raf
(o Bap P 2 e dn'1:1 decision making-
I gjzed 1 ’
g pmpho " ]mrﬂ:lﬂﬂ]l" and piece.

(i) Emupl'mniﬁnj
(v} Manngers put
(v] Peopledeo not eXpres .
(v} Popularity {s given more impo
(i) New ideas are not farthcoming-

Techniques fo
(£} Vanipulate
(fjf) Alter person
2. Resolving Interparty Confl
In case of stimulating conflicts we : :
snsiveness, lack of enthusiasm etc. Bu an ﬂtmEEP_ i
different strategies are needed to be applied ! These strategles e
{A) Conflict Avoidance Strategies \ ] i
(i) Ignoring the conflict (ii) lmposing a solubion.
(B) Conflict-diffusion Strategies
(/) Smoothing
(ii) Focusing attention on the higher goals that the group shares
that have in common.
(C) Conflict-con tainment Strategies
({} Using representatives (ii) Structuring the interaction
(ji{) Bargaining.
(D) Canflict-Confrontation Strategies
(i) Problem solving (if) Organisational Redesign.

ton mucl SLTE
g their opif
rtance

r sumuﬂﬂzmatinn channels. (i) Alter organisation structure,
o
o] behaviour factors.

ict
e circumstances when there is apathy, g,

here, conflicts are excessive, hegy
be:

or the long-range ams

10.5.2. Views about Conflict
Different schools of thoughts about conflict are :

(A) Traditional View
d with vinlenf-‘ﬂ-t
408, it w88

urhs

According to this theory conflicts are viewed negatively and asso ciate
:f:m:e, agitation, d?struetinn and irrationality. In this theory of 1930s and 19 £
ieved that, ‘:Dnﬂtct mdilﬂated a malfunctioning within the organisation an is €
management’s failure to bind the employees and the organisation together.
(B) Behavioural View
According to this view, the conflict is the logical and inevitable outcome in an an}mrg&ﬂﬁ:'ﬂ
i5 theory maintained tha flict

T .
%nﬁu}?ﬂﬁi::; prominant from late 1940s and 1970s. Th
organisati i ' :
el f‘aa h:t-mﬂ ha.dl d|ll.“f'lerenr. perceptions of goals and differing values doin€”
. may be over priorities, time schedule, resource allocation, 27 way of
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fict may also load to creativity in prablem eolving, The manager's role in resolving

.F"ﬁlhﬂp::ll.{::‘:z pestore understanding, trost and spennoss between partios.
% (C) Interactionist View

This theory not anly necepl Eill_ﬂhr:L but also encourape il 1t sintes that conflict must be
rpl,nilﬂ“'d in sueh & manner so that its bonelicial elfects are maximised and harmful aspects are
m|||.[I|-'I"5ﬂ
10.5.3. SOUICEs of Conflict

{p any organisation, large number of potential seurees of conflict exist, Somo of such sources

of canflict are : . O
1. Competition for Limited Resources . Diversity of Goals

2
3. Task interdependence 4. Organisational ambiguities
5. Differences in values and perception. 8. Poor Communrication
7. Aggressive nature of people & Introduction of change.

10.6. LABOUR-POLICY

Directive principles of labour policy of government is equal pay for equal work, provision for
just and human conditions of werk, and a living wage to all worker. In early years of
- dustrialisation, labour policy was pre-oceupied namely with the organised sectors of the labour
-ource. rowing attention is now being paid to the interest of the workers in unorganised

ERCLOT.
Fellowing are the important efforts made by the Govt for making good industral

rélations:

{A) By legislations. Following legislations were made :
— Minimum Wages Act, 1948 — Payment of Wages Act, 1936

— Payment of Bonus Act, 1965 — [Industrial Disputes Act, 1947
— Waorkmen's Compensation Act, 18923 — Employees State Insurance Act, 1948
— Employees' Provident Funds and Miscellaneous Provisions Act, 1952

— Payment of Gratuity Act, 1972 — Factories Act, 1848,

{B} Other Welfare Measures
() Work Committees. These are set up in industrial establishment employing 100 or

more workers, and comprise equal num ber of representatives of employers and workmen and
M at promoting measures for securing and preserving amity and good relations,

(b) Worlters Participation in Management. Govt. introduced a voluntary 5ﬂ1lﬂ‘[ﬂl!‘ in
1985 for workars participation in management in manufacturing and mining il_:ldustnes em-
Playing 500 or more workers. 1n 1977, another scheme for workers participation in cc-u_:merctal
and servies organisations, employing 100 ar more persons, was also introd uced for public sector.

(c) Workers Education. The Central Board for Workers Education was set up in 1958 for
"rEamising educational programmes, which includes the integrated education al:mutl'r,he coun-
\r¥, their industry, the philosophy and management of trade unions, industrial relations, com-
Buna] harmpn}rl_ways and means for improving quality of their lives and their upliftment,
“Nse of their duties and social responsibilities while making them aware of their rights,

{d) Bocial Security. A feeling of cocial security is introduced by means of following legis-

lation, .

266
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, . } 1923 providi

(0 Wrrkmren s Compensaifon Act wnd |’”H,“m' I." e ““”_j! g far thp na
rmidices 1n case of intlustrig) b Fif gy,
el [}

pensation to the workmen anil their ) : :
asea ariging oul of and in the coypy,. Ve

certnin oceupationnl disc :
vesulting in death or disnblement whethor Lemporary or permag,,,,,

ot

iy
I"'"'-l:-. "y
higi-. - 9N
I'I.' |r||:r. Lt |

Wiy The Maternity Benefit Ace 1961, regulates the employment of Worky
after the child birth and provides for maternity and other benefits b h':1.,”__
(i} Emplovees State Insurance Act 1948, provides for medical carg in king . L
ployment injury, and pension for dependents on the death of 5 wml‘rﬂﬂfl Bag,
injury, e h‘-‘!‘ah:‘:

) Emplayees Provident Funds and Miscellaneous Provisions Agp 1852 o

the retirement benefits to the employees.
(v} Gratuity Act 1972, entitles the employees the payment of Bratuity a;
days wages for each completed year of service. "
(i) F'_ﬂﬂ‘ﬂﬂ'é's Act 1948, provides various facilities for the work BIS repard;
ditions, welfare, and safoty. “edTling Workin.

.".r]e i-lll-allq-:ﬁ
B

|:'|:|

10.7. WORKERS' GRIEVA NCES
. ; ¥ times, have some or the other complg;
] e . Plaints eq .
,:f:;ﬂﬂ *—I;f working rules or decisions in an organisation. [tis necessary :l;:f‘]"'d ey,
mma?’; D:E’;-D TEmove th!eae grievances, otherwise the emplovees wij| hav s Eh“lﬂﬁh
ing nErr.'rd [;I':l' oes not !ﬁtrli'; inta their problems and difficulties, which e i ® 2 feelip, tha
s uﬁrl:i.u.inp f‘;sl'mal ruiatmn}i. As distrust and dissatisfaction ig s ijHEEE- El:mfu.l for att,
fiency and lack of coordination. A gri of employee; .+
' ; : - A grievance redress - Fees o
t1al to remove the feelin B of discontentment or dissatisfaction al system ig, 1}, erefire, s,
A good grievance redressal procedure is one which is -

\t} Adequate and effective. (ij} S
Permit to appeal (it} Simple to understand and Operate, (i) Prompt and i)

10.8. SUGGESTION SYSTEM

Use of suggastio

good industria] ' :

| al relations. SEEE:I?EFH ?J.flsteg taps the tremendous store of ideas for the peie
satisfied by volunteering their ig 15€ lYIng in the minds of the employees. Most emplopees i
a SI.I'_IIf_E_h!E SUEEEStiﬂn system Bas h'l]t. thE-}l' rE'E]: T'Eluctﬂl'lt ThETErGII'E it 15 HE-'E'E'ESH}:F posskal
able suggestions, Most com, B ::: E:‘:.-f:j ;’I“:J'_'ffstf’ﬂﬂ give way to their i‘eelingﬁ, ideas and v

Wards tor valuable and usefiu] sy '
ggestions

This not on)
¥ enahle m :
; anagement to receive idegs for Improving the efficiency, but e

?:E:rt&iithfgtrﬁ areignorant and requi
Ol the warkers
done tp hith ek :;;' ]'t';&rt: E?Eh worker by himselfis unable to fight aga_msttha le]
Organjge themselves, As - B c:*.r:]:zed countries have recognised the rights of the ™'
&r 'I'l?ﬂrdgl Ehe WnrkErs hiﬂuﬁ. l.hE]l'r can EE‘ttI-E- t&ms w-'lth t-hE am plﬂ}"ﬂfﬂ ina hEt‘.Ef"‘ A
€ been granted the right to bargain collectively.

re advice ang Buidanee from persons who have the.g%.i-:lf
i

g
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W
| qs,,m;mti::-n.q fremed by waorkers hove como Lo be knewn as “Cende Unions’
gl AT - b ! s,

A |'_1'|'I|.'i':| u nioh . . ’ :
S formed chiefly with the olyect ol Teelpingt the members in times of distress aned getting
: 4 i B & 3

< oA ANCES gettled nml legitimnta Fighebiebnhlisied.

miay be delined ns o asspcinbion o wm
1 : i ol warkers ey i
s engaped in oA particular

it
e qpdinge 1O Weblbs, “Trade union is a continuous nssociation of wi

le:,rm-]].uausi." ol iI1I|:rt_'m'in_|z uuultl{iimm ol cmployment” Trade I|||ll'.|;|-.|d-ﬁ.': E?m‘i:‘s f:;r
{ht I] it atinns which will uplift the weak nnd downtrodden and |--r-nd;..rru.;'.'-I !-':ﬂh.'- -L1n .S
|m'-l‘f!h_ and justice they deserve. Trade unions generally raise demands o l:lmht.‘ Ej ﬂ:;_e'
digt! arking conditions, fringe benefits, promotional ﬂp]:-rllr'tllﬂit.ilzs Al E',E,,f,jgu;fmulnﬁ:,:[

'l I'I.'|' = t
petit emands are divected against the managoment

[ India. _111u_5t_nf the pru:rminnnt_trnrlu union leaders are ‘outsiders’ iz, they are educated,
iadle class individuals who come into Union work from outside instead of belonging to the
WATE EEITli-nE ].'|]_I'.I.H.5. These UII_H'.'II:I lEﬂld:l‘rS are acbivists and Fi]]ititﬂ”}' more ElEt.i.'-'IE than the

. members. They combine political interests with union werk and hence they do not

ardinaTy ; . ;
focilS their attention on the internal functioniog of the workplace,

Aan agerial ulniu:uni_sm (generslxllj._r knewn as associations) is spreading rapidly. The purpose
n[mg_nagﬂﬁﬂl anions is almost similar to that of trade unions except that these are relatively

cofft 10 Jealing with the managemendt.

why Workers Join Trade Unions ?
workers join trade unions in order to protect their various job interests to which they feel

st management do not adequately guarantee. These job interests can be of following catego-
[Bs .
1. Economic — to get livable wage
2 Job safety — job security and freedom from managem ent's arbitrary
actions.
Social affiliation.

4. Self-esteem — to have veice in the ‘system’.

Status and self-fulfillment.

Functions of Trade Unions :
— Social service. — ‘Wage bargaining.
— Safety of job.
— Development cooperation amongst em ployees.
— Protect workers from delay in payments, poor working conditions ete.
— Bargain for shear in profit, and participation in management.

10.10. COLLECTIVE BARGAINING
Collective Bargaining is the method of negotiation between the representanves of labour
4 management to solve some labour dispute and 10 enter some agreement Lo prevent a dis-
i he interests of the society, therefore

M. As w :
As we know that strike and lockouts g0 against t !
g industrial harmony. Collective bar-

in promoting
he situations arisi
al ways, some of them are

BEn 1] : :
En.?nl;ma-ml]'z““'e bargaining is important
g is a preventive method to prevent &

g for strikes and lockouts.

268
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Industrial Legislations

=

41, THE INDIAN FACTORIES ACT, 1948

This Act saf‘eguarlfls the interest ﬂf the workers engaged in factories. The Act is now appli-
le in whele of India. It came first into force form Ist April, 1949 and was extended 1o the
i Territories of Goa, Daman and Diu in 1983, and to the State of Jammu an Kashmir in
il

The Factories Act, 1848, is a Isfbuu: welfare legislation, and is enacted with the prime object
dprotecting workmen employed in factories against industrial and occupational hazards, and
FL. tis intention, it imposes upon the owners and occupiers certain obligations protect the
wrters,

I’ng object of Act is;

il to protect the workers from being subject to unduly long hows of bodily strain and

- man ual labour

Ul % provide that employees should work in healthy and sanitary conditions one precau-

~ tions should be taken their safety and for prevention of accidents.

*! teregulate the labour and protect the workers from being exploited.
k:e At provides for the healthy, safety, welfare and other aspects of workers in mcil:ﬁ:-
5‘5".-'1.*;;}:“ ®nsure that the objects are carried out, the State Government are empawe

B “tory lnspectors and to frame rules.

ﬁﬂltinng

gt ; ; ;
] WIng are some of the important definitions descrl bed in the Act:

Adule A person who has com pleted the age of 18 years.

© Ady i d 18
A person who has completed his 15th year o

: ¢ il le‘LE’
Blesepn. age, but not comi

¥earg oF A,

'LrII]l|I|:|!_ i Person who has not I'.'DmFI-ELEd hi.‘d 15th vear of g

! :Iﬂ”dﬂr Year, A period of 12 months from 1st Japuary.
“"8 Person. Either a child or an adolescent.

1087

I -}

h
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6. Week, A period of 7 days beginning nt midnight on Saturday night.

7. Powwer. Electricnl energy o any other form afenergey, which is nol generatod by J"'fnf'ln "
animal agency,
B. Prime Mover: Any engine, motor or olher applinnee,
vides powoer
9. Transmission Machinery, Any shafl, whioel, drum, pulley, syslem r:]l' pulleys, et pling
cluteh, dn'".'iup' bell or any 'ﬂ'l"'l-i'-.l' dovies h}- which the motion of [il]']lI'IH.'--JTIlZ.I vl 15 branamit tog b, rrlr
received by any wachinery or appliance.
10, Man rr,ﬁ?n‘r.'rr'rr_g Process. Any process for: _ ) _
i) making, altering, repairing, ormamenting, finishing, packing, F'lllﬂE. washing, ¢leap.
ing. breaking up, demolishing, treating or adopting any article or substance wiph
a view to ile use, gale, transport, delivery or disposal, or
(h) pumping oil, water or sewerage, or any other substances or
(c) generating, transforming or transmitting power, or
¥ 3 composing tvpes for printing by letter press, Iithngrﬂph}'r photogravure or other
similar process or book binding.
te] constructing, reconstructing, repeiring, refitting, finishing or breaking up ships
or vezsels,
if1 preserving or storing in cold storage.

11. Worker. A person employed directly or through any agency, whether for wages or not, in
any manufacturing process or in cleaning any part of the machinery or premises used for manu-
facturing process or in any other kind of work incidental, to or connected with, the manufactue-
IDg Process,

12, Foctfory. Any premises:

{i} wherein 10 or more workers are working, or were working on any day of the
preceeding 12 months, and in any part of which a manufacturing process is being
carried on with the aid of power, or

(i) wherein 20 or more workers are working, on any day of the preceding 12 months,
and in any part of which a manufacturing process is being carried on without the
zid of power; but does not include a Mine or a Railway running shed.

il e 1 o ' <
which generates or abher wis,. i

13, Occuprer. Oceupier of factory means the person who has ultimate coentrol over the affairs
of the factory and where the said affeirs are entrusted to o managing agent, such agent shall be
deemed to be occupier of the factory.

Licence and Reglstration
1. The Act specifies thal before a foctory ean bo started;
(e} Prior permission {or the site of the laclory construction or extension has (o o
obtained form the Chiefl Inspector;
{h) Plansand specifications should have becn approved by the Factory Insgpector; and
(e} The lactory has to be registered and Lhe hieence fees has to be poid
2. If an application for permission referred at item (o) above accompanicd by the plans
and specifications required by rules referred ot item (B) above sent to the Stale Crav-
ernment or the Chief Inspeclor by registered post, and no order is tnmmun'icrlti'd_ Lo
the applicant within 3 months from the dato on which it is so sent; the permission
|| applied for the said application shall be deemod Lo have been granted.
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gGISLATIONS
b
bt

state Government or 5 Chief 1 ”
‘j""::i;ﬁtrum”” or extension pf F:u:mrj,]:::‘lthr
L-ﬂ*?-‘: ehe applicant may within 3g days of the dg
s :’_Ewemnmnt if the refusal iz rom th
“Intl.l . nny other case,
]

Feluspy o
© roginteyy;
te of
e Slate Gy

I.:Tﬂnt. [|
0n agp

'Hﬂli-h r-E h&' =
Cram

acling staff
ot permits the State Government.
gl : 1
t Chief Inspector and other Ins
To appon oy Pettors gy B ! i
fal s and to see that the Provisions of the act arp pfﬂct?;end'.mc the fonditiong in facts.
i¥ing surpeons tg exami : '
| Toappoint certifyi XAMIne medjca)
b ine 1Etlle conditions in factory tp f ¥ the young PETS0ns and g £xam.

nd out wheth Br any pr
ing is harmful to cause any jury to the health of WEI]:{E;]*:IS Or action jn manufactyr.

;

11, Health Provisions

mhis act preseribes the following provi

sioas for maintainig the h
Jying the possibilities of injuries to their bodies: E the health of the workers and
tieanliness

Every factory shall be kept clean and #r
wie. For this purpese, following steps ehg
i) The dirt and refuse shall be removed daily
workrooms, staircases and form passapges,
(b} The floor of every workreom shall be cleaned at least once in every week by washing
using disinfectant where g ECRSEATY,
lct Effective means of drainage shall be provided and maintained,
ia] All ingide walls, partitions, ceilings of roams and passages:
i} where they are painted or varnished, shall be repainted or revarnished at least
once in every five years:
(it} where they are whitew ashed, or colourwashed, shall be whitewashed or
colourwashed at least once in every pericd of 14 months.
tVentilation ang Temperature

Effective ang suitable provisions shall be made for-

(2} feturing and maintaj ning adequate ventilation by the circulation of fresh airin

- the workroom, and .. fworker

" i} Eeturing reasonable conditions of comfort and Pr“""_““ﬁnglmuw Luheﬂ:lh :::]1 n.;.r..

! Walls a0d roofs should be of such material and so designed that tamp:rﬂhzﬁld also be
Exceeded hyt kept as low as practicable. Effective arrangement s

: i tuare.
?[adE ' protect the workers from processes producing excessively high tempera
Bt parts of the machinery shall be insulated.

lal Humidification

- dard and created
 there I8 an artificial humidification, it shall be of prescribed stan
® Preseribegd methods,

from dirt.
Waker used for such humidification shall be clean and free ir

¥ be taken:

by sweeping from the floors, benches of

g
IU.:

byt
! The

1h
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4. Overcrowding 2

No room in the factory shall be overcrowded, for thiz at least 9.9 m” of space for every
worker is necessary in the factories which werein exislence be fore the .Ftate E:f commence me”tll:lf
this Act and at least 14.2 cm. m of space for avery worker shall be provided in the factories byl
after the commencement of this Act, For this purpose, any space which is more than 4.2 cu, 1

from fleor shall not be taken into consgideration.

5. Lighting e
(i) Sufficient and suitable lighting whether

tained at the working place or passages. _
(ii) All glazed windows and skylight shall be kept clean on both the inner and outer

surfaces, . _ _
(iii) Glare and formation of shadows should be prevented to aveid eye strain or risk of

accident.

6. Drinking Water

Drinking water should be made available to all workers at all working huuﬂrs and should hﬁ
provided and maintainded at suitable points. All such points shall be marked “drin king water
in & language understood by a majority of workers. Such points shall not be :sltu ated within 6.0
1 of any washing place, urinal or latrine or any other source of contamination

In every factory employing more than 250 workers, provision shall be made for cooling
irinking water during hot weather.

7. Bath Rooms
If the work in the factory is of such a nature whic involves dirt, a sufficient number of bath

woms shall be provided.

1. Latrines and Urinals

{a) Sufficient number of latrines and urinals of prescribed type, separate enclosed accom-
modation for male and female workers shall be provided, The accomodation shall be
adequately lighted and ventilated and shall be maintained in clean and sanitary con-
ditions at all times.

{b) In the factories employing more than 250 workers, all the latrines and urinals shall
be of prescribed sanitary types and the foors and internal walls upto a height of 0.90
m and the sanitary blocks shall be laid in glazed tiles or otherwise finished to provide
a smooth polished impervious surface.

(c) (i) Onelatrine shall be provided for every 20 female workers; and one latrine shall be
provided for 20 to 100 male workers and thereafter one additional for every 50 male
workers.

(i) There shall be one urinal for every 50 workers upto 500 workers and thereaftar
for every 100 warkers.

aatural or artificial or both shall be main.

), Spittoons

Sufficient number of spittoons shall be provided at convenient places. These shall be washed
egularly and kept clean.
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U provided in Lo Aet:

o every fiywhaoo.

i ; Wirler-whipg) gy

F" . Propey]y Bilogun
i it part of an electric Eenerator, maolor
L of transmissiony machinery: ang :

every dangerous part of other machines,
| fork om OF BEAT machinery in motigy
work on 07 NeAr moving machinery sha) he

: . do :
;rwmﬂg tight fitting clothing. Ng woman gp et i

; FOUg person ghal
_gtecr adjust any part of a prime-mover o of any transmission

itﬂﬂ pacE ﬂ.ﬂd t-'.'lil roce of T

: wl . ;
lowing items should by waler-turbing,

tled:

OF & rolary CONY i

¥ trained adult male
I h‘-‘_ allowed 15 clpap
m achinery when it ig
; tting off power form rupp; ines i

g [erices for cu ning machines in emer Brie :

, asing of machinery * R it
wallthe machines driven by power and installed { i

!:n i I any rﬂﬂtﬁl}' after the Commencement of

ary set screw, bolt or key on any revolving shaft, spindle wheel or pi
=] or otherwise effectively gua ’ P

rded astp Prevent danger:
mert toathed or friction gearing shall be completely encased
i Hodsts and lifts

levery factory:

nion shall be sp sunk.

boad, ked with maximum safer working
1] :
: :;E? Boistway and Liftway shall be suffi ciently protected by an enclosure fitted with

¥l Hoists and lifts used
"aiely connected wit
achment shall

- um fpaq

i I. ® maximyum safp

auL;mﬂF Machines, ch

.,_I,w:’:;”l'fl'-ldi ng the we

;.I_!__hm”Etruetiun and o

i L 1
Ly, cein ever
B

for carrying persons shall have atleast 2 pp pes or chains sepa-
h the cage and balance weight and each rope or chain with its
be capable of carrying the weight of the cage together with its maxi-

i
working load shall be marked on every hoist or lift.
ains, ropes and lifting tackles

rking gears, li fting machines, chains, ropes or lifting tackles shall
f adequate strength; properly maintained and thereughly exam-

sk ¥ period of 12 months.
Ne meang 5 eran

Ving e, crab, winch, pulley block ete.
it sha Machinery

Oe affixed 14 every grinder, indicating the maximum safe working peripheral

- -
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halt or spindle vpon o
speed of ind st Abrasive wheel, the gpeed of the " Which y,,
every grind stone or

wheel is mounted.
8. Excessive weights _ o 1ifL, carry or move any lvad 50 heayy o
oloyed in any fASIY ) s preseribing the maximy
ergif::zusz ﬁ?TTLE:]E:I E:-!}ﬁhitu Govornmont moy mnh:;:;:tlcndlulcumn1t and children,
which may be lifted or earried by ndult men, adull worET,

9. Protection of cyes ] i e
Ta PTDtEEt tho pyes BCrpens or E‘ﬂgglﬂ.‘i Elhl:'l]l be Pl'l]"-"]dﬂd to the P HLMJ In .'hE

following manufacturing processes:
(@) Welding or cutting the metal w

J i f metals or stones or an
. . cal dressing 0 ¥ Other
B Fettling. rivet cutting, removal of scales or : AR 2
& s:c'll;;li'gnc1 psE iuvulxrinsﬂ.’ risk of injury to the eyes from particles thrown off in Lhe cour

of process.
11. Precautions against Fire

{i) Ewery factory shall be prowi .
prescribed, and the necessary equi

(/) Doors affording exit from any room

Tk,
i Weighy

ith electric or oxyacetylene flame or any other gy,

ded with safe means of escape in case of fire as may be
pment and facilities for extinguishing fire.
chall not be locked or fastened so that they canng

be easily and immediately opened from the inside while any person is inside room,
{iii) Every window, door or other exit affording means of escape in case of fire, other than
the means of exit in ordinary use shall be marked in language understood by majority
of the workers. .
{jv) Effective means of giving warning in case of fire to every person 5ha]._1 be I]:rruﬂ-lfll:d.
(v) A free passage-way giving access to escape in case of fire shall be maintained

43.1.3. Welfare Provisions
1. Washing Facilities. Adequate and suitable facilities for washing shall be g:arﬂ'-i!ded
separately for male and female workers and maintained for their use, S_u;tahle palce for Liempi-.
ing clothing not worn during working hours and for the drying of wet clothings should be mall .
9, Sitting Facilities. Suitable arrangements for sitting shall be provided and maintaies
for all workers, who werk in standing position. |
1. First-Aid Appliances, First-aid boxes or cup-boards equipped with the pmscirihed con-
tents shall be provided and maintained so as to be readily accessible during all working hours.
At least one such box shall be provided for every 150 workers. | 1
In every factory employing more than 500 workers, an ambulance room of the presfﬂif'ﬂﬂ
size with preseribed equipment shall always be available in the charge of medical and nurstﬂﬁi
staff.
4. Canteens. A canteen or cantecns shall be provided and maintained in every {nﬂﬂﬂr
wherein more than 250 workers are ordinarily employed.

.H!
5. Shelter, Rest-rooms, Lunch-rooms. In every factory where more than 150 wurt"-ﬂig_f
are ordinarily emploved, adequate and suitable shelter, rest rooms and lunch-rooms with pr e
sion of drinking water, where the workers can take the meals brought by them, shall be pry

vided and maintained.

: d
6. Creches. Every factory employing more than 30 female workers, shall be provided 815

1“
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gble room oF rooms for the use of childre
n under the ape of B
- years of such

x4+ 0c Welfare officers shal
s | g ﬂulllt-lﬂﬁ 5 shall be cmnl di
|far x ; ployed in every f: ; :
e 5. The Governement may prescribe the duties, the qglﬁ’itgm:::ﬁf:rmﬁ? ore
anditions

i
A
A of Work. No adult worker shall be required or allowed to work in factory for more
oT

- : k and for more than 8 hours j

yours in @ WwEE ; 510 a day. No work
;ﬂ surs before lllE has an 'I._ﬂ-tE'l"'-"aln nt'.aﬂE ast half an hour. The perf;dsi:?ﬂ;irkhrﬁ: E:n:rc
et 1 ehat inclusive of rest intervals, it shall not spread over more than 10% hq:::.lras in Z.::

E,}. Chief I
jy 11 houTS:

g,EﬂlidE"." .
has &

(pan 48 hours in any W
wafes: in respe
mallmwantm

4, Restriction on double Employment.
y v other factory-

5 Employmen
3 that no women shall be employed in any
(evernement may vary this limit, but vara
somen between 10 P.M. and 5 A M.

t of Women. This provision provides a further resit
factory except between (5]

tion ghall not authorise t

papectar may, for reasons to be specified in writing, increase thia spread-over time

5. No adult worker shall be required or allowed to work in a factory on Sunday
r will have a holiday for a whole day on one of the 3 days immediately before o
gunday. Thus 0o worker shall work for more than 10 days continucusly without a

3. (vertime Wages. When a worker works for more than 9 hours in any day or for more
ek, he shall be entitled to wages at the rate of twice his erdinary rate of

ot of overtime work. Here ordinary rate of wages means the basic wages plus
as the worker is for the time being entitled to, but does not include a bonus.

Na worker shall be required or allowed to work

riction to female work-
A M. and 7 P.M. State
he employment of aoy

.15 Employment of Young Persons
shall be allowed to work in any factery.

I Nochild who has not completed his 14th year,

2 Achild who has completed his 14th year or an
unless a certificate of fitness is granted to him.
YERT,

3. An adolescent, who has been grant

wha while at work in a factory carn
ba desmed to an adult. Female-child shall not

and 8 AM.
o than 444 hours in a day an

4 Mo child shall be permitted to work for mor
not be allowed to work in the night.

4
I]::'- Annual Leave with Wages
I;E;Et Provides a paid weekly holiday in awesk. Eesid._es th
ER5 in tp:I.Etluu of sarvice of 240 days 10 2 calendar year 15 et
‘) [}E subequent year at the rate not less thant
ne day per 20 days for actual work for adults:

1] ?
! Ope day per 15 days of actual worlk for 8 child-

adoleacent
This certificate shall be

ed a certificate of fitness 1

ieg a token giving TElE
be permi

B weﬁ]ﬂ.]." holida
titled to get and

chall not be allowed o work
repewed every

g work in a factory and
ference to the certificate, shall
tted to work between 7P.M.

d he will also

y, every worker
ual leave with
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e and can be accumulated upto 30 days tn case 0f
These are known os eprned leaves 8

and 40 days in case of a child,

i 1ap

For granting leaves the worker shoult :

ness. The Act further provides that the num ber of tim
year shall not exceed 3.

43.1.7. Special Provisions

Dangerous Operntions B A T
If any operation carried on in the factory exposes i wnrl:‘j :‘::rz::ir:m to be dﬂﬂﬁﬁ'mu.l;
injury poisoning or digense, the Stote Government :11:1_:..' doeclaro L Jrlr.m: e e paabAc T
El.ﬂd'ﬂ.;ﬂj' ask for the prn'."i&i.:'?l:'l of propor SElegtlFITL! and il nocedsnry, Y

use of any materinls or processes. . , e therein
It aleo prohibits or restriets women, ad olescent and children to be ) @ o

asks for the periodical medical examination of workers employed.

Notice of Certain Accidents
1. In a factory accident resulting in deat

fore or immediately in cas o]

5 dnys be
iy e h lonves may be taken d

pa whic

h or causes any bodily injury due to which the

person injured is prevented from worldng for a perid of 48 hours or more imm ediately
following the accident, the Manager of the factory shall send an intimaton io the §
Factory Inspector within the prescribed time. _ +

{a} Where any warker suffers from any disease specified in the :Schledulﬁ. the I‘-'Ia.n.
ager of the factory shall send its intimation to Factory Inspector within the prescribed
time. _
() If a medical practitioner attends to a person who is or has been employed in a
factery, and suffering from any disease specified in the schedule, he shall without
delay send a report in writing to the Chief Inspector stating the name and address o
the patient and the factory mentioning the name of disease.

3

43.1.8. Penaltles
1. On any contravention of any of the provisions of this Act or of any rules made there-
under or of any order in writing given thereunder, the cccupier and the manager of
the factory shall each be guilty of an offence, and punishable with imprisonment upto
2 years or with a fine upto Rupees one lakh or with both if the contravention is contin-

ued after conviction, with a further fine upto Re 1000 per day.

Ifhe iz again guilty of an offence involving in contravention of the same provision, he
ghall be punichable on subsequent conviction with imprisonment upto 3 years or with
fine from Rs 10,000 to Rs 2.50 lacs.

2. Ifany worker contravenes any provision of this Act or Rules or Orders made thereun-
der imposing any duty or liability on workers, he shall be punishable with fine upto]
Hs.500.

3. If a child works in two foctories on ene day, his parent or guardian er the persor

having custody of or control aver him or ebtaining nny direct benefit from his wages,
ghail be punishable with fine upto Ra. 1000, ]

43.1.9. Miscellaneous Provisions

1. Appeals. The manager of & [actory on whom an order in writing has been served h'
ector under the provisions of this Act or the occupier of the factory may, within 30 days of
serving of the order, appeal against it to the prescribed authrity. ;
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jigations of Worlkers
g 00 worker in & (actory:
fal ! ilfully interfere with i - ;
(i ghajl_ wilil Or misuse any appliance, convenience or other thing
egvided in & factory for the purposes of securing health, safety or welfare of the
workers therain; |
| shall wilfully and without reasonable cause do any thing likely to endanger him-
sglf or other; and
riii) shall wilfully neglect to make use of any appliance or other thing provided for the
purposes of securing health or safety of the workers therein.
) 1f amy worker contravenes any of the provisions of this section or of any rule or order
made thereunder, he shall be punishable with imprisonment upto 3 months or with
fne upte Rs. 100 or with both.

{i

42, NDUSTRIAL DISPUTES ACT, 1847

Thisis an Act to make provision for the investigation and settlement of industrial disputes
i for certain other purposes.

| the age of modern industries, direct contact between the employer and the employees
¢ diminished. This results disputes and differences of opinion between the two, which need

gestigation and settlement by a third independent agency. Here government involvement i3
seation, and therefore the Industrial Disputes Act, 1947 is Gavernment's effort to regulate

sduetrial relations in India. It seeks to ensure progress of industry through harmony and
dial relations between employers and employees.
Toregulate industrial relations, and to ensure uninterrupted production and supply of ser-

aesto society, and thereby contribute to growth and development of the national economy, the
fowrement has enacted the Industrial Disputes Act to observe some terms and conditions of
mpisyment, by employers and workmen and to maintain harmony between the employer and

Twrkmes and to prevent an industrial dispute.

The Act has following objectives.
le) lovestigation and settlement of industrial disputes between em
ee5; and employees and employees.
6} Promotion of measures for securing and preserving amity and good relations between
tmployers and employees.
it} Prevention of illegal strikes and lock outs.
[I;il Payment of compensation to workmen in the event of
ﬂ:] Promotion of collective bargaining.
[S‘E D“ﬁnit.inng )
:'qlfe"“é‘ﬁ pay. It is the average of the wages payable to the workmen:
‘@) in 3 complete months for monthly paid workmar;

) ind complete weels for weelly paid workman; _

) in 12 full worling days for dai:irr}'Ppaid worlkman; preceding the date on which the

BVerage pay hecomes payable. When the worker has worke : :
Period, the, the average pay is caleulated as the average of t ]:’ 21"'“

lij , "2Ees payable to a workman during the period he a':t":li't]l:-' worked. i
"d."Award" means an interim or & final determination by any Labour Lour

ployers and employ-

day-off and retrenchment,

ge of the

d for less than this—
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4 e, j‘jL‘l'LII\EI.J.
Industrial Tribunal or National Ind pstrial T
[1“] E”’-P'r{]'}'ﬁ'r'- Em]’ﬂﬂj‘ﬁl‘ Bk 2 hl,,l ot Illll;.ll'_'!l‘ the ?]lli-t'lﬂfitfr' Dfﬂn:f I:I!Epar[,m{.nt
(@) in relation to an industry carried ””1, ‘the authority proseribed in this behalf o
of the Central or Sinte G”_wn-“.mm]'r-l hall or where no authority 1s prescribed,
where no autherity prescribed Lhis be
the hend of the department. _
{h} in relation to an industry ‘:M”"—.'d o
executive officer of that authority. d
tiv) Industry. Industry means any bussiness, tra
of employers. It includes any calling SerVICE,
pocupation. }
(v) Industrial Dispute. " Industrial Dispute mean
1. Employers and employers or
2. Employers and workman or .
9. Workman and werkman or which is connected with:
4 a
(a) the employment, or (b) non-employment, ;
(c) terms of employment, or (d) the conditions of }ﬂ LSty
(vf) Dismissal of Workers. A worker dismissed after obtaining the written EET:IJEH_J ;rnali:';m:
the Regional Conciliation Officer by the employer does not validate the dismi ds: u
enly removes the ban on the right of the employer, I:ns agent or manager to dismiss
the worker, even then dismissal may be industrial dispute. _ o
(vif) Suspension of Workman. A workman may be suspended penl:ii.ng_em:_lmr?.r and 1.']15-:_1-
plinary action. If after enquiry misconduct is proved, the worker 15 dls:m.lssed_ and is
not entitled to any wages of the suspension period. In case when a wur];er 18 Fu_ll_}r
exonered after the enquiry, he would remain in service and would be entitled to his
full wages of the suspension period,

(uiii) Closure. In ease of “Closure” employer closes the business, and not the closure of the
business itself, as in “closure”. Experience has shown the "Lock-out™ is weapon of
smployees to compel the employer to accept their demands.

iz) Retrenchment. It is the termination of the service of a workman for any reason what-

(Ex)
ever except as a punishment inflicted by way of disciplinary action. It does not involve
retirement of worker or termination of the service of a worker on the ground of contin-
ued ill health.

{x} Settlement. “Settlement” means a settlement, arrived at during the coneiliatin pro-
ceedings and includes a written agreement between the employer and workmen.

(xi) Strike. “Strike” is refusal under a common understanding of any number of workers
to continue to work or to accept employment.

Workman. “Worlkkman" means any person (including an apprentice) employed in &ny

industry to do any skilled or un-skilled, man ual, supervisory, technical or alectrical
work for hire or reward.

43.2.1. Authorities Under The Act
e} Works Committees

ﬂwnm Committee is constituted in any industrial establishment in which 100 or mere
L Workers are employed and have been employed on any day in preceding 12 months by an em-

lyy or on behalf of a local authaority, the chier

a. undertaking, manufacture or calling
employment, handicraft or industrial

s any dispute or differences between:

(xii)
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itho consists of representatives of emplover and workers but the number of
i tumn.fthﬁ employer should not be more than that of workars.
d-t ans
;._' mllﬁ.ﬂ-ﬂtiﬂﬂ Qfficers
.lﬂ G““ﬂ.h et are appuigtﬂd by t:he Statg Guvememenlts for the industrieain a speci-
E«'"[Eiam:ﬁen"-l"’ orfora limited period. Main duty of conciliation officer is to mediate in
T atof industrial disputes.
;meﬂﬂd of Conciliation
v Bo f Canciliation is constituted by the State Governements by notificatien in the
s e, It consists of & Chairman and two er four other members, Chairman is an
3G ": Er's,;.ﬂ and other members are persons appointesd in equal numbers to represent
ygender lispute. The duty of the board iz to promote the settlement of an industial
rtes of the disp
q;;ier of the Boa ml_r; VA me]:f]har of a buard can enter the premises of thg establishment for
; of enquiry inte any industrial dispute after any reasonable notice,
'Pu,mp:Et'Er:"' Board has the same powers as vested as in a civil court.
i) Every enquiry by a Board is treated to be a judicial proceeding within the meaning of
cections 133 and 228 of the Indian Penal Code.

(7] Courts of Inquiry
These courts of inquiry are also appointed by the State Government _I;j' Fntiﬁ.caltiun in the
JEdal Gazette, to inguire into any matter appearing to be connected with industrial dfapute
ser conducting the inguiry into the matters referred, they report to the Government within &
recths from the commencement of its inguiry.
it Labour Courts
State Covernments constituta Labour Courts for the adjudication of industrial disputes for
uymatter specified in the second schedule,
The matters epecified in the second schedule are:
{i) Thelegality of an order passed by an employer.
liil The application and interpretation of standing orders.
) Discharge or dismissal of workers including reinstatement or grants of relief to work-
~ menwrongly dismissed.
liv) Withdrawal of any customary privilege.
l."ﬂt':'“_' court shall consist of one person only and who should have any of the following
Weifications,
) he is, or has been a Judge of a High court, o7
im At has been a District Judge for at least 3 years.
Madustrial Tribunals
|i.!nEtaFE G"[I".'
o q"-lu"duﬁt-'l"laj s ? it
U, isputes. A tribunal shall consi
o YEthe minimum gualifications as require

: bunals for the adjudica-
ernments may natitute one or MOTE Industrial Trt :
uppek e of one person only to be appointed and he

d for that of labour courts.

The i b - in the second sched-
gy, 7" na) 3'13'!-1!.'] £ ial disputes ralating toany matter 1n

Jarigg; s icates of industrial disp ; ti follow-
Iag h]a'ilE;::h{lu_nfllahﬂur courte) or the third schedule. The +hird schedule meations the follow

1
WE'E"’E’I including the period and mode of payment.

o
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Compensatory and other allowances.

Hours of work and rest intervals.
Leave with wages and holidays.
Bonus, profit-sharing. provident
Classification by grodes.

Rules or discipline.
Rationalisation.
Retrenchment ot W orke

fund and gratuily

rg and clogure of patablishment.

E'-"F“'."JF":'-"F".'-‘:‘?‘-’

(g} National Tribunals . . o
Central Government may coll gtitute one or MOTE ﬂatinnlal Industrial Tnhu..'l'mls. ﬂl:_;r adjudi-
cation of industrial disputes involving question of national impertance: It consists of only one
person and who should have the gualifications a8 mentioned for that of Labour Courts. It can

industrial establishmenta

also take up the industrial disputes which are of such a nature that :
situated in more than one state are likely to be increased in or affected by such digputes.

No person can coptinue in the office of the presiding officer of a Labour Court Tribunal or
National Tribunal after he has attained the age of sixty five years.

43.2.2, Strikes and Lock Outs
{a) Strikes. No perzon employed in public utility services shall go on strike:
(i) without giving a notice of strike to the employer within & weeks before strilingor
(i) within 14 days of giving such notice; 0T
(iii) before the date mentioned in the notice; or
(iv) during the pendency of conciliation proceedings.
(h) Lock Outs. No employer carrying on any public utility service shall lock out:
(i) without giving a notice of lock-out to the workers in a prescribed manner within 6/
weeks before locking out;
(ii) within 14 days of giving such notice;
(i) before the date specified in the notice;
(i) during the pendency of any conciliation proceedings.
(v} during the period of pperation of a settlement of award.

lllegal Strike and Lock-Out.
A etrike or lock-out is illcga.'l‘in fllzrliw.ring eircumstances, in public utility services like rail- ..
ways, postal a.ndll telephone service, industry supplying power, light or water to public, trans
port for the carriage of gooda or passengers by air, any system of public conservancy Or sanita-
tion n;_?.u:irfmiust;y specified in the first schedule of the Act;
i) 1fithas begun without notice to the employer or wo ithin:
six weeks before striking, or rhmen, o thie case mmay be. s -
(if) If it has begun within 14 days of giving notice; or
(jif) 1fit has begun during the Tiati -'
pendency of ¢ :

the conclusion of such proceeding. y of conciliation proceedings and seven days after?

A strike or lock-out | ic utili iee B P
chk-out in public utility service is illegal, if it is commenced,

(i) duringthe pendency of conciliati ;
S o i Y ﬂ:-; iliation proceedings and seven days after the cont

lusion Df
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f | ondency of proceedings before a Labor Court, Tribunal or National Triby.
% 'i“rmg;:rhiﬂ'ﬂtﬂl' and two months alter the conclusion of such procecdin £S: or

(e period of operation of o settlement of award.

" agal St

liied
ik or, Who 0

i i im0
ﬁ}ﬁg]t!" [urillﬂﬁga,ﬂun'
rc; gl ynder this act,
l?ﬁl‘_lﬁ-tlnm or mt'h'
# Lay-olf and Retrenchment
- inuous Service. As per section 25-B, a workman shall be deemed 1o be in continu-
:,:& et emplayer, if during a period of twelve calender months preceding the date
ﬁg.-gﬁerenﬂ-"- to which caleulation is to be made actually worked for not less than:
1) 120 days in the case o a workman employed below the ground in a time; and

3) 040 days in other cases.
s gumber of days in which a workman has actually worked under an employer shall
e the days on which:
il hehas been on leave with full wages earned in the previous years.
fiil be has been absent due to temporary disablement caused by accident arising out of
and in the course of his employment.
) o the case of & female, she has been on maternity leave upto 12 weeks.

L Lay-off, “Lay-off" means the failure, refusal or inability of an emplover on account of
siiage of eoal, power or raw materials, of the accumnulation of stock or the breakdown of
m"f for any other reasons, to give employment to a workman and who has not been

Right of Workmen laid off for Compensation

t:nmﬁ ®ver @ workman who has completed more than one year of continuous service under

mr“a;"?s laid off, he shall be paid by the employer for all days during which he is s0 laid

St deary aximum period of 45 days), compensation equal to 50% of the tatal of the basic wages
i &85 allowanee,

‘hﬁﬁndaq that if a person so laid off ia retrenched, then the compensation paid to the werk-

by ‘0g been laid off during the preceding 12 months may be set off against compensa-

]
Table fop retrenchment.

B wg
| Hu%':':‘ﬂ_nut entitled to compensation in certain cases
o ition shall be pavable to a workman who has been laid off in

kes and Lock-Outs

punences or continues strike, which is illegal under this Act, shall be
pment upto one month or fne upto Rs. 50 or both.

Any person who instigates other to take part in strike or lockout,
shall be punishable with imprisonment upto 8 months or a fine

following condi-

583 to accept any alternative employment in the same estuh!jshmen’r_, or in
b : 2503 yar situated within 5 miles (B

F establishment belonging to the same emplo

LU [ ha refy
any othe

r u ¥

i) 4y 0 the establishment to which he belongs. s

L “""'ing n: "ot present himself for work at the establishment at the appointed bme
I 1pg "mal working hours at least once a day.

L :
el ducion on the part of workmen

in Aot E off is due to strike or slowing down of pre
Part of the establishment.

.
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3. Retrenchment. As per section 25-F, no workman empleyed inan industry who Ehﬂ.li O

in more than one year's continuous service under an employer shall be ru_trr:*ljmhed until: _
(i) The workman has been given one menth's notice in writing indicating the reasan for
retrenchment and the period of notice has expired or the workman has been given in®

licu of such notice wages for the period of notice:

Provided that not such notice shall be necessary if the retrenchment is under an agreement 8

which specifies a date of the termination of service
{ii} The workman has been paid at the time of retrenchment, :
be equivalent to 15 day's average pay for every com pleted year of continuous service |

or any part thereof in excess of 6 montha.

4. Closure of an undertaking. Where an undertaking is closed down for any reason¥
whatsoever, every man who has completed the continuous service of at least one year in that)
undertaking, is entitled to notice and compensation in accordance with the provisions of section =
95-Flie. as if the workman had been retrenched). This compensatin shall be paid before such
closure. He should also be served with a notice as mentioned earlier,

compensation which shall 8

43.3. WORKMEN'S COMPENSATION ACT, 1923

It is an Act to provide for payment by certain classes of employers to their wm_"hm en of
compensation for injury by accident. Thus this Act protects the workers as far as possible from'S
hardship arising from aceidents. The object of awarding compensation is to replace the actual |
loss suffered by the workmen. It came into force from 1st July, 1924, 3

Definitions.

Following are some definitions given in this Act:

Dependent. Dependent means any of the following relatives of a deceazed workman namely:§

(i1 a wife, a minor legitimate or adopted son an unmarried legitimate or adopted daugh-5

ter, or 8 widowed mother; and

(ii) if wholly or in part dependent on the earnings of the workman at the time of his o
death, a widower, a parent other than a widowed mother, a minor illegitimate son, -

and unmarried illegitimate daughter, a daughter illegitimate or illegitimate of mar- ;

ried and a minor or if widowed, & minor brother, an unmarried or widowed sister, a3

widowed daughter-in-law, a minor child of deceased son, a paternal grand parent if@

no parent is advice .
Partial Dizablement. This disablement is of temporary nature and the earning capacity’

is reduced due to disablement is of permanent nature. List of injuries resulting permanent®

partial disablement is given in Schedule L 5

Total Disablement. It means such disablement whether of a temporary or pern:-aneui '
nature, which incapacitates a workman from all work which he was capable of performing at

the time of accident resulting in such disablement.
Parmanent total disablement shall be deemed to result from injuries where the aggregate
percentage loss of earning capacity (as specified in Schedule [} amounts to one hundred percent-2

age Or MOTE. ]
Wages. It includes any privilege or benefit which is capable of being estimated in moneys
other than a travelling allowance or any other contributions paid towards pension ete. -
Workman. It means any person who is employed in any such capacity specified in Sched-
ule 11 on monthly wages.

o e
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g .
of's Ljability of Compensation | |
IE“PWJI el inury is caused to a worlkman by accident arising out ofand in the course of his
T " s € mployer shall be liable to pay compensation in accordance with the provi-
o grhis A% hall not be liable:
03 that the em ployer & not be linble:
E'Wwdi; pspoct of €1 injury which disables the workman for a period less than three days;
I = 1 v b - ! ; s o
:I;I i respect of any injury not resulting in death caused by an accident which is directly
attributed L0° _
i} the workman Was under the influence of drink or drugs; or
(i wiliul disohedience of the worlker to an erder issued for the purpose of securing
cafoty of the worker;
iif) wilful removal or disregard of any safety guard.
5 if the worker dies of an accident due to the above reasons, the employers have to pay
I.;.gemliun.
imgunt of compensation
| Subject to the provisions of this Act, the amount of compensation shall be as follows
ugely:
41 Where death results from the injury an amount equal to fifty per cent of the

monthly wages of the deceased workman
multiplied by the relevant factor;

or

an amount of eighty thousand rupees,
whichever is more;

b} Where permanent total disablement

results from the injury an amount equal to sixty percent of the
monthly wages of the inj ured workman

multiplied by the relevant factor;

or
an amount of ninety thousand rupees;
whichever is mora,

E"F'«'ﬂ.': :
: ation I. For the purposes of clause (a) and clause (k) “relevant factor”, in relation to
Joumn of Schedule IV against the entry in

an

S iy m]?:::a the factor specified in the second co

e n of the schedule specifying the number of years which are the same as the
immediately preceding the date

Pty .
" iy E:rﬂ of the age of the workman on his last hirthday
anag Ppensation fell due,
b, i
?,llh l“"'“-gesnfn?},hmeq the monthly wages of a workman ex
Sty & purposes of clause (a) and clause (&) shall

cped four thousand rupses, his
be deemed to be four thousand

)
r'bere Permane =
B3ty nt partial disablement

r T . 3 & i
m the injury. (i} in the case of the injury gpecified in

part I1 of Schedule I such percentage of

the compensation which would have

been payable in the case of permanent
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Explanation. Any payment or allowance which
ployer toward his medical treatment shall not be a paymen

way of compensation within the meaning of ¢
3.

4.

INDUSTRIAL MANAGEMENT

total disablement as iz apecified therein
ns being the percentage of the loss of
parning capacity caused by that injury,
{if)in the case 0 { an impury not specified
in Schedule I; such percentage of the
compensation payable in the case of per-
manent total disablement as 10 propor-
tionate to the loss of earning capacity
(as assessed by the qualified medical
practitioner) perm anently caused by the
injury.

the workman has received from the em-

t or allowance received by him by

lausze (z) of the provision.
On the ceasing of the disablement before the date on which any half-monthly pay-
ment falls due there shall be payable in respect of that half-month a sum proportion-
ate to the duration of the disablement in that half-month. | o

If the injury of the workmen results in his death, the employer shall, in addition to
the compensation shall pay a sum of Rs 2500 towards the expenditure of the funeral,

Compensation to be paid when due and penalty for defaunlt:
1. Compensation shall be paid as soon as it falls due.
2 In cases where the employer does not accept the liability for compensation to the

axtent claimed, he shall be brund to make provisional payment based on the extent_ut'
linbility which he accepts, and such payment shall be deposited with the Comms-
sioner or made to the worlman, as the case may be, without prejudice to the right of
the workman to make any further claim.

Where any employer is in default in paying the compensation due under this Act
within one month from the date it fell due, the Commissioner may direct that, in
additicn to the amount of the arrears, simple interest at the rate of twelve percent
annum on the amount due together with, if in the opinion of the Commissioner there
is no justification for the delay, a further sum not exceeding fifty percent, of such
amount, shall be recovered from the emplover by way of penalty. in the circumstnces
of the ease and the injury resulted disablement then he shall not have the right for

compensation of the disablement.

Distribution of Compensation

No payment of compensation in respect of workman whose injury has resulted in death and
no payment of lump sum as a compensation to a woman or a person under a legal disability,
shall be made except through commissioner. If any emplever has made the payment directly, it
shall not be considered to be payment of compensation.

However in the case of diseased workman, an employer may make an advance up 3 months
wages to the dependents of the diseased worker for metting the immediate expenses. This
advance shall be deducted by the commissioner from the amount of compensation and repaid to
the employer.

284
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gi. THE wINIMUM WAGES ACT, 1948

gduction
The conicep

uneration of workers in

s ndustries where the level of wages was qubstantially low as com pared to the wages for
eypes of labour in other industries. As far back as 1928, the [nternational Labour Con-
ez of [nternational Labour Organisation, ot Geneva adopted 8 draft convention oo mini-
o rates of wages can be fixed for workers employed in industries in which 00 arrangements
it firthe effective regulation of wages and where Wageé ionally low. The need of &
kgiation for fixation of minimum WagEs in Ind od an impetus and Bill to provide for

ad and discussed at
gced in the

: ia receiv
:?ﬂn'ﬁ_!r fixing and periodical revising or minimum Wages was prepar
h session of the Indian Labour Conference in N 45, It was introd

latrl | aetclatd gvember, 18
Legislative Assembly in 11th April, 1846,

HT:fJumﬁ:ntEun for statutory fixation of minimum wage i e Such provisions which
more |:I:|'||'E|"Ed h}' Sch&dulg to the, Bi m H]E Sched ule- are [b{,lSE where Lhﬂ]-e

o . 1. The items
te of exploitation of labour. Aft hen some experien tHzit.l]:l Schedule. A
| pre.

st evolved with reference to rem

¢ of minimum wages fir

gr sgometime W
ies for addition to

e
*"F:srifdmphm%t can be added and the Bill provt
. r:umem-a'um:'rﬂd for fixation of minimum WaEES for agricultural labour &8
R Dn]-.-i.: in this caze will be more than in ather E:l:lplu:.n:nents covered by the gehedule
It"fa&ew:s for periodical revision of wages fixed. _
Etll,;umm a*-‘re an employer pays less than the minimum wages fixed by P‘n:rmuc:ai G-m-'er:‘;
Lmﬂ"‘”{‘”t|n-;.1-:'r procedure has been provided for recovery of the balance with penalty an
R setution of the offending party:
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(bb) “child” means a person who has not completed his tourteenth year of age;

(¢) “competent authority” means the authority appointed by the appropriate Uovern.
ment by notification in its Official Gazette Lo ascertain E'r:::mlhme to time the cost af]
living index number applicable to the employees employed in the schedule employ.§
ments specified in such notification; _

(d) “employer” means any person who employs, whether directly or through another
person,or whether on behalf of himself or any other person, One oI MOre &m ployees i
any scheduled employment in respect of which minimum rates of wages have been|

fixed under this Act; ]
{e) “echeduled employment” means an employment specified in the Schedule, or any proj
cess or branch or work forming part of such employment; . :
(fi “wages" means all remuneration capable of being ex pressed in terma of money, which]
would if the berms of the contract of employment, express or implied, were fulfilled
by pavable to a person employed in respect of his employment or of work done in such
employment or of work done in such emplyment [and included house rent allowance] )
but does not include- '

(i) the value of
{a} any house accommodation, supply of light, water, medical attendance, or
(b) any other amenity or any service excluded general or special order of the
approriate Government,
(ii) any contribution paid by the employer to any Fen sion Fund or Provident Fund of
under any scheme of social insurance,;
(iif) any travelling allowance or the value of any travelling concession;
(fu) any sum paid to the person employed to defray special expenses entailed on him}
by the nature of his employment; or
{v) any gratuity payable on discharge; .
(g) “employee” means any person who is employed for hire or reward to do any works
skilled or unskilled, manual or clerical, in a schedule employment in respect of which
minimum rate of wages have been fixed; and includes an out-worker to whom &
articles or materials are given out by another person to be made up, cleaned, washed
altered. ornamented, finished, repaired, adapted or otherwise processed for sale fo
the purposes of the trade or business of that other person where the process is to be
carried out either in the home the out-worker or in some other premises not being
permises under the control and management of that other person; and also included
an employee declared to by employee by the appropriate Government; but does not
include any member of the Armed Forces of the Union. :

9 Fixing of minimum rates of wages. 1. The appropriate Government shall, in
manner hereinafter provided,- )
{a) fix the minimum rates of wages payable to employees employed in an employmenl
specified in Part I or Part 11 of the Schedule and in an employment added to eith T
Part by notifiction:
Provided that the appropriate Government may, in respect of employees employedil
an employment specified in Part Il of the Schedule, instead of fixing minimum rates
of wages under this clause for the whole State, fix such rates for a part of the State, E
for any specified class or classes of such employment in the whole State or part there of§
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als, as it may think fit, such intervals not exceeding five years

nt-‘E-nr % P
geh 1 fixed and revise the minimum rates, if necessary

-,-lf"'fr g.d fﬂIﬂ rates of wages 80
ih.g'l:'lﬂll'n ., anything contained in sybsectiun (1), the appropriate Government

ithS  pinimum rates of wages in respect of any scheduled employment in
Ml from fixilt nole State less than one thousand employees engaged in such employ-
. the ap propriate Government comes to a finding after such inguiry, as

" ot 80 t‘ﬁ: ‘he made in this behalf, that the number of employees in any scheduled

Iﬁ;‘;& of fa“ﬁm of which it has reﬁ*gined from fixing minimum rates of wages has rizen
Sﬁgnti“ rsﬁpmm it shall fix minimum rates of wages payable to employees in such
i ar : i
;d#"ﬂdsunn as may be after such Fnioag
;J,"J]'"t s Gnuemmaut may fix- ] . . .
~]‘ul:'1]]pr?P um rate of wages for time work (hereinafter referred to as' 2 minimum time
-3 i.l]lm
p T

ragﬂ-mum rate of wages for piece work (hereinafter referred to as’ a minimum piece
) 8Bl

rate’ls 1t of remunertion to apply in the caseof employees employed on piece

il r A
il am;”ﬁe purpose of securing to such employees a minimum rate of wages on a

"‘fufk“c.rk basis {hereinafter referred to as’a guaranteed time rate'l;
i um rate (whether a time rate or & piece rate) to apply in substitution for the
il n'f'",mfm rate which would atherwise be applicable, in respect of overtime work done
by employees (hereinafter referred to as ‘overtime rata).
of wages under this section-

. S P i
1 [o fixing oF reVISINE minimui Ta
‘|:| different minimum rates of wages may be fized for -

i different scheduled employments;
(il diffarent classes of work in the same scheduled employments
jiiil adults adelescents, children and apprentices;

() different localities;
B mimimum rates of wages may be fixed by
namely:-
(il by the hour,
{ii} by the day
{it] by the month, or
li] by such other larger wage-period as may be pre
fixed by the day or by the month, the manner of ca
for o day, as the case may be, may be indicated:
,;H‘H“Lﬂl um rates of wages. Any minimum rate of wages E:fed or revised by the appro-
|.'|111Ef$ttlﬂ respect of scheduled em ployments r::-:n{E c:rﬂns*;s: :Ei;ls 3
3 ' . i
e e evermeat ey s s
Pricticable with the variation in the cost of iviDg index num]:ll-l!r applicable to SUE
i) Workers (hereinafier referred to as the ‘cost of Living allowance Jor

l g8 . ue
. %l rate of wages with or without the cost of living ul1nw§3:e. ::ﬁ: ;2:;?;2 :::es.
Wy, “ontessions in respect of supplies of egsential commodities

B 50 authorized: or

any one or more following wage-periods,

seribed, and where such Tates are
lculating wages for a mo nth or

d, at such interv als
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(iif} an all-inclusive rate allowing for the basic rate, the cost of living allowance and
the cash value of the conscessions, if any.

As defined by the Supreme Court minimum wage should ens:
the employee and his family but sheuld be enough to preserve hi :
would include his medical needs, proper leisure and a decent standard of life.

4. Procedure for fixing and revising minimum ways. (1) In the fixing minimum rates
of wages in respect of any scheduled employment for the first time ur:dgr this Act or in revising
minimum rates of wages so fixed, the appropriate Government shall E:_Lh er,

{a)} appoint as many committess and sub-committees as il_c-:_:lnsldﬁl'ﬁ necessary to hold
enquiries and advise it in respect of such fixation or revision, as t“_hE i, tve, ar

(b} by notification in the Offical Gazette, publish its proposal for the information of per.
sons likely to be affected thereby and specify a date not less thE_Lﬂ two mon ths _me the
date of the notification, on which the proposals will be taken into consideration.

(2) After considering the advice of the committee or committees appointed under clause (a)
of sub-section 1, or as the case may be, all represetations received by it before the date specified
in the notification under clause (b) of that sub-section, the appropriate Government shall, by
notification in the Official Gazettee, fix, or, as the case may be, revise the minimum Tates of
wages in respect of each scheduled employment, and unless such nu[:iﬁ-:ati-qn ﬂ_then'ﬂse pro-
vides, it shall come into foree on the expiry of three months from the date of its 15sue.

5. Advisory Board. For the purpose of co-ordinating the work of committees and sub-
commitees and advising the appropriate Government generally in the matter of fixing and
revising minimurm rates of wages, the appropriate Government shall appoint an Advisory Board.

6. Central Advisory Board. (1) For the purpose of advising the Central and State Gov-
ernments in the matters of the fixation and revision of minimum rates of wages and other
matters under this Act and for co-ordinating the work of the Advisory Board, the Central Gov-
ernment shall appoint a Central Advisory Board.

{2) The central Advisory Board shall consist of persons to be nominated by the Central
Government representing employers and employees in the scheduled employments, who shall
be equal in number, and independent persons not exceeding one-third of its total number of
members; one of such independent persons shall be appointed the Chairman by the appropriate
Government.

7. Composition of Committees, etc. Each of the committees, sub-committees and the
Advisory Board shall consist of persons to be nominated by the appropriate Government repre-
senting employers and employees in the scheduled employments, who shall be equal in num-

ure not only the sustenance of
g efficiency as a worker. This

& her, and independent persons not exceeding one third of its total number of members; one of

such independent person shall be appointed the Chairman by the appropriate Government.

B. Fixing hours for normal working day, ete. (1) In regard to any scheduled employ-
ment minimum rates of wages in respect of which have been fixed under this Aet, the appropn-
ate Government may—

(@) fix the number of hours of work which shall constitute a normal werking day, inclu-
sive of one or more specified intervals;

(b) provide for a day of rest in every period of seven days which shall be allowed to all
employees or to any specified elass of employees and for the payment of remuneration
in respect of such days of rest;

{e) provide for payment for work on a day of rest at a rate not less than the overtime rate.
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g
o e pf S section (1) shall, in r::_]r_ltinn to the following classes of employees,
e P EGI,I;ELZKWHL nd subject to such conditions as may be presecribed :
, {8

or in any emergency which could not have been
.LI:{J".DHE.'I 'P.I.ﬂzl'{'-"ﬂ'q afl E’ngiﬂi DI:E urge nt work, ¥y i i

w o goen or prevented; . |
fare aged in work in the nature of preparatary or com plementary work which
wﬂ:;;:.ﬁi]}- be carried on outside the limits laid down for the general workingin
c

cployment concerned; . | . |

o5 gag whose eI ployment 15 essentially intermittent;
b eﬂiliﬂl'ees angaged in any work which for technical reasons has to be completed be-
. o
il f;'f ufa duty is oVer; | _
) loyees engaged in work which could not be carried at times dependent on the
;ffgﬂjfu action of natural forces.

oy gl
il E
T sk e

il

& (c) of sub-section 2, employment of an employee is essentially
() For the ﬁm::tj];:;; tlin J}:IIE &0 by the ap-prupriatﬂ Government on the g'rnu.nd that the
[ -“'F'n“: duty of the employee, or if there be no daily hours of duty as such for the em-
uily hours t:uuﬁ :% duty, normally include periods of maction during which the employee may
?!I'rﬁ.éuu::hur. < not called upon to display either physical activity or sustained attention.
w00

i . If an employes

{ worker who works for less than normal working day /
;Eu;: rate of wages has been fixed under this Act by day works on any r!a:.r on which
:: was employed for & period of less than the requisite number of hnulrs constituting a uurm_al
suridag day, he shall, save as otherwise hereinafter provided, be entitled to receive wages in

rigect of work done by him on that day asif he had worked for a full normal working day -
Brovided, however, that he shall not be entitled to receive wages for a full normal working

tay; | o
ii} in any ease where his failure to work is caused b_'pflhls unwillingness to work and not
by the omission of the employer to provide him with work, and

(i} in such other cases and circumstances as may be prescribed.

1. Wages for two or more classes of work. Where an employee does two or more
stz of werle ko each of which a different minimum rate of wages is applicable, the amployer
Ry to such employee in respect of the time respectively occupied in each such class of

. %ages at not less than the minimum rate in force in respect of each such class.

! Minimum time rate wages for piece work. Where an empluyee 15 mplﬂﬂddm
lhis “ork for which minimum time rate and not a minimum piece rate has been fixed ‘-“: =
sy " ¢ employer shall pay to such employee wages at not less than the minimum HE

%élimmm““ﬂe of registers and records. (1) Every employer shall mmntfunk su::l_
i”hhia "4 records giving such particulars of employees employed by him, the wor I;a:s
L tm, the wages PE.iid. to t-hEim. the ['EEEiFt*E E'i.'l-rE‘ﬂ by them and such other '[.'lﬂ.l'tl'l:u

: T as may | .

(2 ay be prescribed, ) ,
Mrlﬁn;rjf “Mployer shall keep exhibited, in such maner as may be preseribed, 10 ':.he f:':::*?::;
ll:l.“"-‘ie u[‘ur Place where the empleyees in the scheduled employment may be emp “}I;i l’- ke

L1E|-q. nn:.;-"t“.-.r_ﬂl'ke,-rg_ in such fﬂﬂtﬂl‘}f. Wﬂlfkﬂhﬂ]} or P[ggg as may be used for @IVIDE

e prescribed form containing prescribed particulars.

Ny, .

N B Y : ue of
% L ¢, provide for the 188
*backs or 1: Priate Government may, by rules Fnade under tli:;sdﬁcm plu}-‘ment ixsdapnet of

289
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which minimum rates of wages have been fixel nad p:-esnribL:fJ, the manner in whj.;j-! ENtries
or wage slips by the employer or his agant,

shall be made and authenticated in sueh wage books

13. Penalties for cerinin offences. AnY “"'.‘r"l[' sies fixed Tor that e
{a} paysto any employee less than the minimum rates of wages fixed lor thal cmployee'’s

clace of work, or loss than the umounkt tlue Lo laim under Lhe provisions af this Act: o

(b} contravenes any rule or order made regarding fix 'l|l-'|g of work, .shﬂll_hu.- pun isha]:.]: with
imprisonment for a term which may extend Lo six months, or with fine which may

extend to five hundred rupees, or with both:

Provided that in impesing any fine for an affence under thi
into consideration the amount of any compensation already awar

proceedings,

14. Exemption of employer from liability in certain cases. ".-‘p"herle an employer is
charged with an offence against this Act, he shall be entitled, upon complaint duly made by
nder, brought before the court

him, to have any other person whom he charges as the actual offe bre
at the time appointed for hearing the charge; and if, after the commission of the offence has

been proved, the employer proves to the satisfaction of the court<196>
(a) that he has used due diligence to enforce the execution of this Act; and
(h) that the said other person committed the offence in guestions without his konowledge,

comsent or CORNIVARSE,

that other person shall be convicted
as if he were the employer and the emplo

Provided that in seeking to prove, as aforesaid,
the evidence of the employer or his witness, if any, sh all be subject to cross examination by or on

behalf of the person whom the empleyer charges as the actual offender and by the persecution.

15. Power of State Government to add to Schedule. The appropriate Government,

after giving by notification in the Official Gazette not less than three months' notice of its |
intention so to do, may, by like notification, add to gither Part of Schedule any employement in

respect of which itis of opinion that minimum rates of wages should be fixed under this Act, and
thereupon the Schedule shall in its application to the State be deemed to be ammended accord-

ingly.
16. Power of the Central Government to make rules. The Central Government may,
subject to the conditions of previous publication, by notification in the Official (razette, make
rules prescribing the terms of office of the members, the procedure to be followed in the conduct
of business, the methdo of voting, the manner of filling up casual vacancies in membership and
the quorum necessary for the transaction of business of the Central Advisory Board.

yor who—

g section, the court shall take
ded against the accused in any

of the offence and shall be liable to the like punishment

yer shall be discharged:
the employer may be examined on oath, and §

QUESTIONS
1. Define the following as per Factories Act
{a) Manufacturing Process (h) Adolescent
(e) Worker (ef}] Week
{e) Factory {f) Occupier.

5 What iz a factory? How can it be registered 7
3. What are different health provisions mentioned in the Factories Act ?
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Industrial Safety

———

gafity is Very important aspect for any industry as an zccident free work environment

\posts the morale of the team members working in any hazardous situation. Recognizing these
its industries invelving various hazards and risks prepare their own safety policy, safety
~snual and have a separate department/section for safety so as to create proper awareness and
<rpvite the know-how ahout the safety, Adherence to the useful information, rules and manda-
tory requirements governing the safety and guidelines will help prevent occupational injuries
and acadents which constitute an unavoidable and needless waste of human and material

FESOLAFCES.
Safety means continuing and heal thful living
or danger of harm, The word safety also refers to t
dents. harm, danger, damage, loss and pollution. Safety a
ing conditions for better health. Management is responsi
and individual =afaty.
All undesired events in a workplace which
i loes need to be thoroughly investigated, peop
3“‘1 to be eliminated. Similarly, all hazards i.e. source/situation
F:“"“EE to property or workplace environment etc. should be identi
Feafeguard against them.
ltisnotonly sufficient to care of safety but other two inter-related aspects, viz., health {well
E;'E:t{'-‘m?ln:.reas} and environment are also given equal importance and considerations. All
and -ElffE::E ¢lements i.e. gafety, health and environment {1_1]5:1 known as SHE) are mlter-relﬂted
mﬂmf”h other, For instance, il health of employee is not given due regards, it may lend
5. If industry pollutes the environment around workplace, il will affect health of

El‘upl . : ;
f'tln1.rl.],1§m'15 which may ultimately affect production. It is only if health and environment are in

f'l:-inglhen safet-_!r can be ensured. Each industry, therefore, has certain obligations towards
Bved environment and also towards health of people.

witheut injury. Safety is freedom from harm
he precautions people take to prevent acci-
lso deals with improvements in work-
ble to provide safe worlang condition

can give rise to death, ill health, injury, damage
le be trained to safeguard against them, and
capable of injury, ill health,
fied and action plan drawn

1071
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Crecupational henlth hazards means
1. Conditions that canse legally eo!

2. Any condilions in the worlplnee

nuen wnhl
Usnd impair L

INDUSTR AL May
"-';EHE
i

o 1l mess,
Ly health of ¢ mployees enoup) |,

han full elliciency. Tiak,

292

5 g 1,
them lose tine Mrem work or L worlk al le

ny enuse pCkness, impaired health or significant 'J'ihﬂ{rrnfnrt
|1} !

Various health hazards that
or inefficieney in workplnee are:
(@) physical hazards lile noise, vibr
(b) chemical hazards like dust, fumes,
(¢} biological hazards;
{d} ergonomic hazards;
maechanical hazards; and

{e)
i) psychological hazards.
For works which by their very nature exposes workers to hazards, appropriate prevening
measures should be taken to avoid any danger to safety and health of workers, the preventiy
measures should place emphasis on the need to eliminate or reduce the hazard at the soures

i {hermal stress, radiations, il-lighting
! &
fibros, gASLS, VAPOUTE, mists and smeoke:

42 2 INDUSTRIAL SAFETY
Millions of Industrial accidents occur every year. In these accidents, lacs of workers lnse
their lives every vear in the world. Accidents may cause injury which sometimes resultin deats
or permanent total displacement. Accidents can be defined as “any occurrence that interfores
with the orderly progress of activity™.
Statisties shows that 98% accidents can be avoided
Losses due to accidents
Now-a-days, serious attention is being paid s this matter, because
understood that these accidents cause heavy losses. In these losses, some are direc

are some indirect lossas.
1. Direct losses. These are the losses to the employer, which he pays to the worker for
compensation. Employer also pays for medical expenses incurred on the worker. This type
losses can be measured in terme of money,
o Indirect losses. These losses arise form the following sources:
« Lass of time of the injured person,
« Loss of time of his fellow workers, who stop work at the time of
or Lo shaw eympathy or for curiosity.
» Loss of time of supervisors: |
— in assisting injured worker, |
in investigation and preparing a report of accident; {
in making alternalive arrangemoent, i
in selecting and training the now worker to fill the vacancy if accident -.‘111*'5'!%
death of the worker. .
Loss due to damage cau sed Lo machines, |
Loss due to reduction in the elliciency of worker when he returns after ! |
Loss due to the reduction in the efficiency of the other workers due to fall

morale.

and only 2% cannot be prevented.

now it hag been clearly
t |osses apd

qecident to help i

——
—m.

"

o thet
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1.pasrs 10 phe (nrered worker Injured warker sulfera following losees
' Loes ol lyig ineanm,
{.oss due 10 maedical expenditure

_ pain felt by worker, whieh rannnl be comprnant o

¢ of Accidents
Vil ; - :
'l T 11 iho necidents il is necessary bo know about the canse of arcidenta. General

. o peciden
M

pEl e :
{5 pre given below:

1 Ancrdents 1.1rIII:‘ b A Eerols ”’:""“‘I:””'!‘-*- These accidents accur from hoiler, pressars
coeepls, prime WOVErS, Lransmission sysiem ete
Uinsafe I,-..,l;_r,-.-r'n].f condifion, I includes improper guards, improper illumination, im-
ventilation, unsafe clothing.
Moving objects. Sometimes moving ohject or falling ohject causes accidents.
4. Personal foctors. Spmetimes accidents occur due th some personal factars like lack of
ipowledge, physical weakness.
«  Ulnsaft acts. it is violation of commonly accepted safe procedure. These include (1)
working at unsafe speed, (if) loading machines beyond capacity, (it} not using anfety
devices, (iv) adopting unsafe procedure
g Elpctrical causes. Some of the important causes are
_ Do not providing proper protecting devices,
— Not cbeying proper instructions and not following safety precautions
_ Failure to use insulated pliers, screw-drivers and rubber gloves ete
7. Erposure to harmfid substances. Injuries are algo caused duc to exposure 1o burmful
cubstances, like toxic gases, fumes, dust, vapours, mist and acrosols.

5

proper

b

Typee of Industrial Accidents

Idustrizl accidents may be divided in two gen eral classes:

(o) Machinery Accidenls. These accidents are caused by inadequate apfepuards of ma-
tumes. Machinery accidents can be reduced by providing safety guards on belts, gears ete.,
kuger desipn and arrangement of machines.
_ (bl Nom-Machinery Accidents. These accidents are caused due to persenal reasons such
= &g, phyica] weakness, inexperience 1nd carclessness or from the plant copditivna such as
mr:““uiﬂ'-iun and illumination ete.

Memichinery secidents arc generally coused by

r;r.J Age. IL has been secn that accidents are nion
il Experience, Rate of necidents for more expericiee
 eEperienced workers.

i Physiea] Condition, Experiments have showi that minor illness like sore throat,

headache ete, pre responsible for arcidents to a larg These small frequent

iy III{J::EE” are responsibile for lowe

tau;:‘ffﬂrf!du:ticrn. This fﬁl.li':tl'rl'.

with m” _affldEnLEII. The Htud?' in this as
% € increase in production rate.

mospheric Conditions. Study has shows thi

- y

dilferent fnetors, some of them are:
sru [frequent with younger persons.
d workers is less than those of less

g extenl.

ring general health

should also ba cons _
pect shows thivt pimber of

sdored while considering the
aecidents increnses

¢ found to be mimi-

. { pecidunts ar
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i temperatur
20°C). At higher : BS, rg
{67.5° F::Bu?glfcidams increases considerably, . "May,
24°C, ra s accident liability. Dim ]Ilumjnaiiu_ﬂ !
Ellsu o nncidﬂﬂm fI.‘Eq.uEnE:rl 15 tESE as COim E'E-rf_'d L!J ;I:l:'f-l;.
i,

fum at a temperatire o
dents increase and after

(i} Iluming tion, [llumination "
frequency of accidents. In day light.
cial illumination.

42.3. FATIGUE .

It is that state of the worker by which power 10 wr.JI].:Eﬁ'" ?.?cr:gsﬂeﬂdmg;ﬂ:f Elllﬁ;;:m o ey
work is reduced. There are so many factors which promo l?ir%ilr:gl of hammer, hj at'm e
tion of the same work again and again, velocity il unds and vihratiﬂlns EJ": sy
which machinas and tools are moving, the different types of 50 i t. tthe Sam,
time price-rate and financial incentive schemes encourage iyl Erl tensi o T Faly
In such conditions of work tension is increased and these factors (namely tensgion, speeq, Feget,
tion and more strain, ete.) promote fatigue. : _

Thus, the fatigue is responsible to reduce the power to work with the passing of bime, [,
addition to reduction in the production, continued fatigue also E'HE.':T'E'. ﬂd"’"f”ﬂ}f the Peyehglgg,
of the worker, When he is tired he cannot think clearly, he readily imagines injustics e
comes nervous, he becomes angry very quickly and an angry men can do anything withy,
hesitation, which he would have not done in the good state of mind.

It also affects the personal life of the worker because a physically exhausted and completsly
tired man cannot perform adequately the functions as head of the family . Thus fatigue not poy
affects the produetion but also psychological state of mind, temperament and his personal i

It has been seen that suitably arranged rest pauses reduce the number of aceidente 1o 3
large extent. As these reduce the fatigue, therefore accident which oceur due to exces: Cibigros!
are reduced to a large extent.

EKpEl'iJILEn L= ha"an' Ehﬂwn tJ.':IE.t Whm I:Il'l]_'l.’ one IU.I'I!:h- bl"Eah i5 I}Tﬂ\fided Lhen accidents '.El:l[l.tl].
increase with each successive hour or work in the morning and reaching a maximum approg
mately at 11 A M., then reduces in the noon. Mumber of accident tend to increase with each
successive hour of work in the morning and reaching an maximum approximately at 11 AN,
then reduces in the noon. Number of accidents again starts rising, reaching maxitum vale
towards the later part of the afternoon but a slight drop in the last hour (probably it occursd
to the fact that in this hour, speed of work decreases and worker feels relaxed mentally thinki®
that shortly after sometime he will be fres.

Necessary aud Unnecessary Fatigue. The purpose of 'Fatigue Study’ is to reduce
influencein decreasing production and unpleasant feelj ngs. For this purpose fatigues have beee!
characterise a necessary and unnecessary fatigpues. Ag al| the works involve fatigue {herefan
total elimination is impossible, it can be only reduced, Thus when work is carried out,
will essentially be there.

The fatigue caused by unfavourable working methods ang conditions of work is knowr ®
“Unnecessary Fatigue®. This requires an avoidable discharge of energy hence capacity of ¥
decreases unnecessarily. This type of fatigue can be avoided ta a la.t‘gge}e:-:tent

Elimination of unnecessary Fatigue,

As explained earlier, unnecessary fatigue can be eliminated. Here some of the &
ations in this respect are given as under:

nsid®
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ance of Hours '.]F Work. Experiments have shown that
(i IT.'ﬁ“ gth of the working day. Ifthe length of working hours in a day is reduced (though
in imit) the the average hourly cutput increases. So many experiments have been

o the working hours, which shows that h -
0 v varying e ourly output reach
:_ﬁd-'ﬂ[‘i['d b { seven to e!ght hours a day or 40 to 48 hours n weelk, i HEREE

gt fuence of Rest Pauses. Production and fatigue are influenced consi derably by the
vided to the worker for IT'EEt' during the course of work Experiments have shown
-ﬂ!“ﬂumt umber of rest pauses are increased then production is also increased-somatimes
thsd "'IL while setting up ﬂ"lﬂ duration and number of rest pauses it should be considered that
e _purable rest pause i that which will conserve all the the benefits of incitement or
gt ':IE ond at the same tune eliminate fatigue as much as pessible. Thus, too long rest pauses
F-T eadvantageous because loss of warming will eccur when worker remains away from work

vime, Research in this regard has shown that 5 minutes rest pause after every 80
is most desirable.

average hourly output

.8

fird fang .
. ar

ﬂmutfﬁw

(jif) lnfluence of Nlumination. Insufficient illumination causes heavy strain on the eyes
Jworkes and thus resulting unnecessary fatigue. Experiments have shown that illumination of
115 umens/m’ is most satisfactory.

iy Inflaence of Atmospheric Conditions. Atmospheric conditions have very impor-
ot role in determining the efficiency and well being of the worker. An industrial worker

4e most of his time 1n an environment where heat, moisture, fumes, smokes etc. ar con-
aptly evolved in the manufacturing processes. The factor affects the health and comfort of the
orker and hence the gquality and quantity of production as well as general efficiency of the
wurier. Efficiency of the worker is also affected by the temperature, humidity, and air dreala-
Bon

(1) Elimination of Unnecessary Efforis. Inefficient worling methods, bad arrangement
simashines and tools are responsible for a waste of human efforts and thus digeatisfaction in
wirk, reduced output and quality.

When methods are selected based on Time and Motion Study and machines arranged sys-
tematically then efforts and time of the worker can be saved to a large extent. Work should be
euied out at a place and in a position of most comfort.

() Influence of Speed. Speed of the belt, fiywheel, gears, mu]:lﬂ.ing ete. may effect the
#rieacy of workers. The speeds affect the work by increasing the fatigue and discomfort.

(vii} Effect of Noise. Observations have suggested that excessive noise may ady ersaly
et output and fatigue. In the atmosphere of ndii:ﬁf@%ﬂ:_r;ﬁuns workers feel discomfort.
“24. WORKING CONDITIONS T . _

Working conditions also affect the work, When a worker is allowed to work in good working

E‘:Efl-h]n then his efficiency increases a lot. Bad environment or WEIEIE!IIJ:E{.MD.liitEE}D may wulti-
¥ lead ta- ST L

-TL e

: Phll’gin]bg"lca] Fatigue; : TRV
: Mental Fatigue ie., feeling of boredom; and oo |-
lie ]:fﬁrea.sed efficiency. _ y | e
! *arlier days ng attention was paid on the worling conditions like illumination, IUEREG

*#f ¥entilation and temperature etc. But its importance is now being felt. B

-

295
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rorker'a psychology ;
: " (foct on the wo : BY in agy,.
Good working conditions praduce n good € i1l nlways be ready to offer his g Hitia, b
oo oo efficlency. In such conditions worker ¥ lustry that workers should pg, “88 an .
Operation. It is necessary for the success of an i * Brog o
ordination.

A worker working in an atmesphere of badly """}",1“'1[]
fort and fatigue. His efficiency will decrease and he wi g, boil
Praper ventilation takes away the heat of human body, Furnﬂ&ﬁﬁﬂzt :jr and othey e
ments thus reducing the effect of heat to some extent. Proper ?EE'EEE this u?:? el Hamy,
ness. Arrangement of air fans in a systematic way also helps to a: i rts I1 JEI?L Some Litngg
air fans placed in wrong direction send air through furnace, ho @ '::j D:E? Sines, e, Thi
\ transmitting the heat to the workers which they would have not received otherwise,

.

Asalready discussed, poor illumination reduces the speed of work and results i, Stray

&

ieauses more accidents. Light should come from the I'iight direction and af deﬁi?ﬁi

nied and hol conditions feol g
not be able to take interes the ﬁwmjm_

lrf.

i most common defect, it is harmful to the eyes. It alsq Produp,
Fwork A so increases due to glare.

hotld beldiStrib ubed aniformly oy 'r'thrwﬁilg._ﬁ worker should get at];.,
one weekly holiday so that he canion Wb aalings | ffiill:lgue and boredom froy

his mind are removed, and thuélﬁé'jﬁiay irn onidl Eel!;._

As explained earlier rest pauses also reduce mental LEET 85 such they
should be properly distributed, i.e. at least 5 minutes break in one/work gurand one lunch
break per shift should be allowed. Duration of rest my vary depending upon thenaturs of work
and working. 3

It has been seen that too much noise and vibrations also produce mental fatigue By
the efficiency of the worker. Although noise can not be stopped totally for a running machi
but can be reduced by enclosing the souree of noize, use of baffles and sound proof materials}
construction etc. Its reduction is very necessary because it is very difficult to concentrate on

work in too much noise. Sometimes too much noise also adversely affect the hearin g eapacity of
the workers.

ing, lubrication and proper functions etc. Fallowing are some examples of noise reduction:

2. The motors, pumps ete. should be mounted on
sion.

3. All structure borne nose can be significantly reduced b
flexible supports (springs, cork, foam, rubber ptg )
4. Aspgreater the mazs and ‘height for all’,

should be mounted in such a way that
free height is maintained.

heavy bases to avaide noise transmis

) T —_
¥ mounting vibration soure

the louder the noise, therefore, the m“.,-e_-!-e.;
C matorial fa lls O ﬂdEE-' of the hupper 50 tha

Common cases of vibrations in m_achineE are ilnhnlanm_ misalignment, bearing wear o its
damage, mechanical looseness, coupling problem, gear problems etc Snluli:lln to these Frnhlem!
is regular inspection and removal of defect beforae it ;4 intreased
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{Jsr!ﬂ o e e . ,
f B |1|:|*I3~"Idf'" been diseussed Lhnl sys !’_fFIIlLH".. [yout is very hielpful, (as far a8
. o 3 il -“dﬂu“.nnwﬂ1. or Lhe producta ete. is eoncerned)], 1 the shop layout is such
1n'h" “Fril.'.lf'“ ::h!‘ﬂ worker will take more interest in his work, The lavaut should be sueh
; 1

ns Hling hocomes peonomical and snfe; and overe rowding ia redueed. Prssage Tor
gt il : uite safe and space should be sufficient enough, It should be planned in
A hauld hl:._.ll.-l-.-.-nrkﬂf gets sufficient light in proper direction,

vE - _

_ . 4 factory Im ust look pleasing where worker feels proud in working and take
o Hfﬂ,;m},_, Therefore, factory should be kept clean, doors and window should be
:{I;Wr['sr i gl;nd walls should be white-washed so that atmosphere in the factory looks

: ur: |andscape gives pride in worlang.

REVENTIVE MEASU RES

¢ the accidents, there is a need for consizstent implementation of safety measures.
sroved

e important safety measures helpful for preveating accidents are:

oo of 1016 Z i

L workplace and working conditions .
l.%ﬂé}ﬂd layout: Good layout includes sufficient space for movement, non-skid type floors,
1ay ~

4 Reduced noise level. Use of such machines which produces less noise, provide seil:larhte
> space for such works which produces noise, make efforts for reducing the vibrations to
pelp in minimising harmful effects of noise.

i} lpflammable materials should be stored separately.

i i i be prevented. Some
41 By providing proper safeguards to the maclnl.u&s. accident can
. Jﬁds are built into a permanent casing. while seme are attached afterwards.

%) Machines or their parts should be fenced when it is not possible to provide safeguards.

ifi All beilers and other pressure vessels must be kept in proper condition. Safety valves,

pressure gauges and water gauges etc. must be examined thoroughly at regular inter-
vals,

&) Physical conditions. Sufficient illumination, ventilation and height should be pro-
vided. Floor should be free from oiliness and kept clean.
L 8afe Material Handling

{6) Hoists, Cranes, Lifts etc. must be of sound construction. They must be tested periodi-
cally and well maintained.

%) Avoid fatigue of workers, use handling devices where possible.
€l Good house-keeping.

i

*! Ensure safety during handling.

I:, Separate passages for men and handling equipment.
. rsimal Protection Devices

# Use of Gogp] es, Helmets, Gloves, Apron, Safety shoes, Safety belts is necessary W ARTS
"Equired, -

i A2

i

! Vikly measures include special clothing for the protection of body,such as gloves,
(e ﬂpmn:l mask, gogeles ete, Loose clothing may be  source ﬂlf‘dunger.
id) ;:lp :]_:T work on machines should not done when it is running.
) e to0ls should be kept at their proper places.
P2 should not be removed by hand.

-
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b, | 1O Lo g &p L =L
e and =pawe shonld e suffleiont saough, 11 ahould be planne:d
revetz suflicient light dn proper divoetion,

in

AT siemed Tactory mnsl Took pleasing wher worker el prowd in working nned tnke
] dieBaEmest 25 i 8 .
y wil feowork, Therefore, Bciery showhl e Bt wlivonn, shooses o seinpelowe sl lol be

By
a2t foi BN

e ured A walls should be white-wasluad so thoat atuwsploere in The Tietory noka
B e A VLI LR ERAS . . -
_,.1;::-..{ Ih-'l.. moad landscape gived pride in working,
r
35, PREVENTIN E MEASURES
) revent the accidents, there 12 a need for congigtent implementation of snfely mengures,
TR Pl B2 = : j . . . .
“,:'fl[te impartant safely mensures helpful for preventing accidents nre:
a g ] LEN
Lz

1. Safe workplace and working condilions
::1 Good lavout: Good layout includes sulficient spnee for movemont, non-skid type Noors,
il § .

it Reduced noise level. Usze of such machines which produces lesa noige, provide separnte
cpece for such works which produces noige, mnke efforts for reducing the vibrabionsto
help in minimising harmful effects of noise.

| Inflammable materials should be stored separately.

\d) By providing proper saferuards to the machines, necident can be prevented. Some
guards are built into a permanent casing. while some are attnched afterwards.

Machines or their parts should be fenced when it is not possible to provide snfeguards.

5 All boilers and other pressure vessels must be kept in proper condition, Safety valves,
pressure gauges and water gauges ete. must be examined thoroughly at regular inter-

vals
Physical conditions Sufficient illumination, ventilation and height should be pro-

vided. Floor should be free from oiliness and kept clean.
I.Bafe Material Handling
t] Hoists, Cranes, Lifts ete. must be of sound construction, They must be tested periodi-
cally and well maintained.
1) Avoid fatigue of workers, use handling devices where possible.
e} Good house-keeping.
[::': Ensure safety during handling.
"| Separate passages for men and handling equipment.
3-.Pem.;ﬂ&1 Protection Devices
! Useol Gaggles, Helmets, Gloves, Apron, Safety shoes, Safety belts isne
Fequired
Safety measures include special clothing for the protection of b”f_l-"-E"":h
" :l_nrut!. mask, goggles etc. Loose clothing may be a 3..::.1,”-.:3 13:1' danger.
ld) AFJFS:T work on machines should not done when il 15 TURTIRE:
) e to0ls should be kept at their proper places
8% should not be removed by hand.

. =

cessary whers

1) as gloves,
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edures and they should g o

Gagk v
() Workers should be trained abou - ublicity and play cards car Tb':ntahzd
about safety precautions. Constant W &

; also helpful to reduce ag,;
4 e Volts' etc.) a7€ =~ Ciden

gans (as ‘Safety-First’, Danger ‘“9 fammable materials should hE. kept AWay [L&'
(g) Fire hazard To avoid the danger, 18 g0 ft. or 15.25 m). Fire E:LtinE'u.iﬂ:zm
general storage at a safe rg

distance (minimus
hould be kept at suitable places. ) : followi |
(k) ;‘rﬁuenri:r: :l‘“pefﬁ-:tric accidents, T0 prevent eleciTc accidents. 10LIOWINE Measureg shoyly |
be taken:
. - dically tested.
(@) Electrical insulation should be periodically et
(6) Use proper tools for testing and I%Fﬂ;n E- —
(¢) Work should be done after switching 12 P :
g 1
{d) Use such safety equipments as :sulated tools and rubber gloves ele. wheney,,
nECcessary.
4. Safe Activities in the Organisation

Each organisation has some peculiarities. O
and other conditions, accident prone activities, an
also help in identification of such activities or areas, All OU
chances of accidents in these accident prone areas or activities.

5. Good House-keeping

House keeping means cleanliness in buildings,
ery tools ete. Cleanliness includes keeping them free from dirt, dust,

things in pleasant and systematic manner.
(2) This minimise fatigue and discomfort to the workers and motivate them.

{b) It reduces the chances of accidents.

{¢) Reduces the fire and other hazards.

(d) Increase the life of machinery, equipment, tool ete.

(e} Improves productivity.

(i Improves quality of the product.

() Enhances the morale of workers,

(k) Material handling and internal transport become faster.

(i} Better utilisation of floor space.
Good house-keeping includes:
(i) Clean and tidy working premises.
(ii) Clean and clear passages/aisles.
(ifi) Well stacked and neatly placed material.
(jv) Proper illumination.
(v) Clean, well drained and well maintained roads.
(vi) No dangling of electric or phone lines in the working area.
{vii) Sufficient and safe clearances for aisles, at loading docks, through doorway™ and
wherever turns or passages are made.
(viif) Clearly marked aisles in factories or warehouses wherever mechanical Equi?m_i;:i
sur:hE as fnrl{: lift trucks, pallet jacks, tractor-trains, towcony eyere and other I
moving equipment are used.

n the basic of the working methods, its proces;
d places etc. are identified are. Past recopds
All out efforts must be made to reduc

work areas, rest areas, equipments, machin-
fiith ete. and keeping
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.,i"ls

pised and orderly plant appears to be , the more conduye
A

ive this APpeAranc
. ; el .
the pt‘ﬂmu[m“ of lmi:lt"l.'l".l't:] marnle pnd flrl'lf|'lll:t|l..ll1_:,.l_

p OTE
The 't“ur is L0

rrﬂ,.-hnrh- aterinls ghould not create o hazard. Bags, containers, bundles ete, bkl g
A

“"";F["tuteﬂ i height 80 that they nre stable and socurs againat eliding or ol la

Iﬂpi.hm « should be kept froe from accumulation of malerials that constitute hazards
Ho: o f i

cpertF ﬁl't' explosion oF pest harborage.

H‘:Erimtild."nrﬂ‘“m'd rails should be provided to protect personnel from the hazards o s
(s, ditces ete
# L Measures | _
ﬁ.ﬂ[‘ﬂ:?mﬂ}_ pm_ﬁdj_ﬂg proper safeguards to '[.-I:_LE, machines, accidents can be prevented.
' Ejmﬂl E“Mds are built into a permanent casing, while some are attached afterwards,

_ lf-'}."'ffﬂg' Machines or their parts should be fenced it is not possible to provide safe-
guards. : "

. 4] boilers and other pressure vessels must be keptin proper condition. Safety valves,
;msm gauges and water gauges etc. must be examin ed thoroughly at regular inter-
vals.

. Hoists, cranes and lifts ete. must be of sound construction. They must be tested peri-
odically.

' F.Fu-si;j conditions. Sufficient illumination and ventilation should be provided. Floor
<hould be free from oiliness and should be kept clean,

v Safety measures include special clothing for the protection of bedy, such as gloves,
ap:rnl;l, goggles, ete. Lose clothing may be a source of danger.

» Repair work on machines should not be done when it is running.

* All the tools should be kept at their proper places.

* Chips should not be removed by hand.

* Werkers should be trained about correct procedures and they should be e:_lucar.ed
about safety precautions. Constant warning, publicity and play cards carrying slo-
gans (as ‘Safety-First', Danger '440 Volts'etc.) are slso helpful to reduce accidents,

* Fire hazard. To avoid the danger, inflammable materials should be kept away from

general storage at a safe distance (minimum 50 ft. or 15.25 m). Fire extinguishers

éhould be kept at suitable places. . _

Frevention of electric accidents. To prevent electric accidents following measures sne

be taleen:

~— Electrical ingulation should be periodically tested.

~ Use proper tools for testing and repairing.

~ Work should be done after switching the power off

= Usa Euch safaty equipment as insulated toels and T2
nEEEEﬂEr}I_

'

bber gloves ete. whenever

o "
:} h a"?-iﬂl. is . 1 terms of human inj ury o

Eaulth; q 8 ;Enur:e or a situation with Pﬂtﬂnhn] to Enﬁzz!;?g: :u_ idontified in r.‘r_:a e
Y "fx'nriuuﬂ s Property or environment or both. H b \tion and maintenance
Woang , - iClvities, storage and handling of materias,

Et['llipmanml

and oper
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ards recognizing, ev aluating and yi

s arented £ found at the werkplace.

Hazard control is that function whichiS07e8 1

ing towards eliminating hazards and destr

Hazards may be classified as under: g, Electrical Hazards
1. Mechanical Hazards |
3. Chemical Hazards o for the majority of accidents in wrj sit

1. Mechanical Hazﬂr:]is.EThE i

' very workplac ]
ﬁ;iii;ii::i‘?:‘;zrad;;d for fa]-r_in g mitigating me
Common sources of mechanical hazards are

(a) Unguarded or inadequately guarded maovi

(b} Machine toals, hand tools, handling mater als,

(e} Improper ventilation, unsafe dress or apparel ete.

{d) Improper use of tools. _ . , . :

2, Electrical hazards, These may be dueftfhim-miﬂrEﬁiﬂ%ﬁ%ﬁ?}i&ﬁﬁ s

i ing. immediate effect of this 18 shoc L

ig.r{::ii :: Eﬁeﬁi E:Ll:tll:r?electmcutiﬂﬂ} depending upon the strength bl he cur;et?]t '_"'

the path it takes passing the earth through the body. Another result is burning and the bureg
may be severe and deep, especially with higher voltage.

Causes of the eleetric hazards may be of the following types:

{a) Electric shocks may be caused by an exposed live conductor or a faulty piece of equi
ment.

{5) A mobile crane boom, a man carrying or climbing an aluminium ladder or vertical
metal bars etc, come in contact with overhead power lines, electric crane rails, opens
faced substation switchboards etc.

(c} Other causes may be unskilled electricians, improper instructions, defective wiring
which may cause short circuit, poor installations, misuse or overloading. '

(@) Ageing and attack by foreign materials cause inzulation failure which causes electy £
cal fires or cases of electrocution,

ese;]'- fqﬁ;ﬁz:::bshmﬂd be properly examined for identify;
AZUTES. E

oving parts or PltE ete,
lifting and other appliances.

In such cases:
(@) Switch off the current.

(6) Andior remove casualty from the contact with current using insulated materials ;- 1
avoid receiving shock by the person rescuing the victim. -3

(c) Artificial respiration be given, if breathing has stopped.

3. Chemical Hazards. The usage of chemicals with the resultant hazardous gases, vapou '!'5
and fumes is one of the most dangerous industries. The hazardous chemicals may be metalli§

dusts and fumes, mineral dusts, volatile liquids and solids, gases ete. The effect of poxio
gases are ! 3

{e) Simple asphyxiants e.g. nitrogen gas, methane gas, carbon dioxide. ;
(b) Chemical esphysciants e.g. carbon monoxide, hydrogen sulphide, hydrocyanic a.ril?

(e) Irritant gases e.g. nitrogen dioxide or peroxide, fluorine. hydrogen flueride, sulphil
dioxide, ammonia, :

{d) Organic metallic gasez e.p. arsenic hydride
(e] Inorganic metallic pases.
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# . pamicals and fluids are found in industries using sulphurie acid, nitric acid,
1 wﬂﬂ““m; fme* chlpride of phosphorous, sulphur chloride, phosphene chloride of zine,

,rlllu,lde; dine: artificial fertilizers, rubber, petroleum, tar ete.
- T s

e

< INP 1 ygiene i the selence of :mhe:_pqtmg, TECORTIZING, evaluating and controlling
L:.dugl_ﬂﬂl igns that may cause -.-.-ur}r.lcrs' injury or illness. In short, we can say that indus-
ﬁwwrﬂf‘ the science of dealing with job hazards. Industrial hygienists use environmental
’ 8 aalytical methods to detect the extent of worker exposure and employ engi-
jorinf “” . ntrols, and other methods to control potential health hazards. Indus-
ot M nalyze, identify, and measure workplace hazards or stressors that can cause

il T'}'Eui;i;mﬂ'ed nealth or significant discomfort in workers through chemical, physical, ergo-
5%

T obgial exposures.
¥ rial hygienist determine about the jobs and workstations which are the sources of the

E:] prablems by using the worksite analysis. During the worksite analysis he measures
F s exposure, problem tasks and risks The industrial hygienist inspects, researches
ﬁ:r:;il:.‘sﬁﬁ o how the particular chemicals or physical hazards at the worksite effect worker's
t'_,g;;,_lra situgtion is found to be hazardous to health, industrial hygienist recommends the
pgrapriate corrective actions,

ladustrial hygienist in addition to engineering controls, recognizes work practice controls
dich are the primary means of reducing employee exposure to occupatipnal hazards, Wark
matice controls include ;

i} following proper procedures that minimize exposures while eperating production and

toatrol equipment;

liil inspecting and maintaining process and control equipment on a regular basis;

i} implementing pood house-keeping procedures;

le) providing good supervision;

ls) mandating that smoling and drinking in regulated areas be prohibited.

Hajor Jan Rizsks (Hazards)

l-Air Contamination. The most commaon particulate contaminants include dusts, fumes,

hsh [
Ia'gr;f::ﬂ and fibres, These are commeonly classified as either particulate or gas vapour

E‘*EEI.E?E?;?;EM Hazards. Harmful chemical compounds are in the form of solids, liquids,
Bkt “‘lthl E:ﬂ‘]ﬁ and vapours and exert toxic Ieft‘ﬂ:ts by inhalation, absorption {through direct
4B D) O ingestion (eating or drinking). - |
Eﬂnn Hui:[‘.a{ Hazards. These inelude bacteria, viruses, fungi and other living OrgRmISImS
**‘iﬂmﬁ . E-Lﬁub& and chronic infections by entering the bedy either directly or through |

- hysje
e | ala :EI. ::;_3“5 8. These include noise, vibration, illumination, temperature and ex-
. lation,
By, RGO ! S
!:;3'&"5-&;.&;?“ Hazards, These include excessive vibration, neise, eye strain, repetitive
g o ﬂr'-’i.* shocks over prolonged period of time, heavy lifting problems undmpran_rt!-f
g ™ .'i-nhm:'m areas. Ergonomic hazards are aveided primarily by the effective design
™, 4 and better designed tools or equipments. By adopting thorough worksite

oy i :
“5IE can sat up procedures to correct or conkrnl ergonomic hazards, tear.'hmg
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1u32 nt]’DlE (e.8 8 3 T
. prative 00 4 mandating personalfs
ctices, employing pro o adrrﬂmﬁ} and medmﬁ o B
Gt T&k prat I:E!tskﬁl and increasing rest brealks ives Jooking at th h
zpveral differen _ oint invo ves 18 otal
tective equipment. oo ) RO ics EE:TEJ:E" a well designed ergonomic work
Evalagyst sl W“:‘itt‘}':;;i;lln B 'I'“he‘iﬂ : l:-'lE Et_g lower DFErﬂt-!'ﬂg costs and more afs
ph:.-si.u]qgicai and pﬁz.ﬂ;hn::tug'lﬂﬂd hicienc’ fawer accidenis
environment include increase
fective use of personnel. .
THNNI“G s to the worker, This
ETY EDUCATION AND . i epfety measur . . Thig}
42.8. SAF s to impart tmmlng;t’; iuntﬂsw and suggestions. These arg

Phare should be proper facilitie
can be accomplished by snfety posters, :
useful to increase the interest of employees 1l oy
is to induce care in the use of dangerous tools

: ; o d of every Per
identifies the trmmgﬂe:d is made {or every e

vention, The purpose of this training
ing out risky operations. 1
gon in the organization with long]
ployee and training re

Training MANAZET . rai e
range and short range planmng.lTrammg re 5
y ; e | | |
quirements are reviewed regularly .. N s b St

Safety training is an important fact . R
cerns should provide as a minimum the following types of training:

L. Induction Training should be given to all the persons prior to
work. This training should in clude the following: . .
(g} Ceneral safely awareness, (b) First .E'ld’ _
(¢} Use of personal protective equipment, id) Specific worksite hazards.
2, Refresher Training should be conducted at regular
are kept up-to-date with safety requirgments.
3. Specific Training should be provided to the persons with s
crane operators, slingers, plant operators ete.

permitting them togo to
;

intervals to ensure that all worke .

afety related tasks such a2

42.9. PLANT SAFETY PROGRAMMES
For effectiveness of the safety programmes in a plant, it is necessa i i £
. : ; ry to identify the cauBess
of accidents, study them, and take effective steps for their prevention. For eﬁ“ectiv};n ess of thel
plant safety programme, following areas should be covered.
* Plant [ayout
» House keeping
» Maintenance of the equipment
s Training programme for the employees
# Protective equipment réquirement
» Separate safety department, with pro pE
: : ¥ PET COTAIMUN
» Fire fighting facilities. cation aystem

Lack of training has been identified as one the maj y
is the basic requirement for reducing accidents. Mgﬁ?ﬁ tiia::gz :f f:cxdent.s. Safety awa_rel;; : :.
of shortcuts and/or ignoring the safety guidelines. There is a ngednt, take place due to adop “ i
which should include the mandatory use of personal protection e 0 prepare a safety man® 4
training programmes, fire protection, first aid, safety signages ac‘ﬂ’&l—“mmt. saf,u,:t_r.r awarene
etc. Each operation has its own hazards and a safety progr EJILmE:, Ehnmfin]:: ;zf;.::;,;i fﬂr:;jt .

particular hazards,
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# an industry must receive the full support of an entire organizatio
n

g 10 =T R
) IﬂETﬂJﬂuTﬂ“ agement a nd continuing down through the ranks to include the manag-

:-’ﬁlf.ll,'il-ln H"Pd wnrk[‘fﬁ-
_,_,:i 5078 AmmE, following are essential;
o 3 cafety pre of top man agement.

L F{JI"':- h .
e J-u]::ﬁiuﬁ‘-’ﬁ af EF']J-I'I:I'P]'IE.LE level to direct EEI.TET.}" programime,

5

pirect O71 ity to safety programmes

give pU " safety programme for each job.

: ]J'!""elﬁ Jfety programme, cre ating the competition with appropriate rewards for out-
priormantce.

pmployess.

ctice be made effective.

ood house-keeping,

dequate first-aid facilities.

ance {Tom IDsuUrance cOmpanies.

i Em.diDEF'
. frain 2%
. gafety PP
'= Etmmtlif-' g
q Maintain @
o, Seek assist
e programme e carried out in following three phases;
:Ilil S-Bfft.'f' Awareness. Thi:a includes educational, on-the-job instruction training, ergo-
s, b salety analysis trainming.
) Safety Implementation. Implementation of safety programme should be the respon-
m,-nfaﬂ EORCETOS.
| Safety Programme Maintenance. This phase is necessary to maintain enthusiasm
odmergy levels which do not deteriorate with time.

ulely Faclors | | .
There are large number of factors affecting the safety, but they can be divided into following
Hapnies:
v Equipment related factors + Work area related factors

¢ Enviranmental factors.

Vow-a-days equipment are manufactured keeping all safety aspects in mind, therefore not
“huncentration is required for safety aspects related to equipment.

]:“":'TE related to other two categories are discussed here under: _

- Working Environment. Working environment is the single biggest facter affecting
'J?f;“f.if::'ﬂ' ”‘_"”,'les from concern to concern, and oo the type of mdusé:l:l. andlf:;fm:gf
st deal conditions. Fowever seiouseffots 07 C SRy i ae
el e range of ideal conditions for different anvironmental factors th

1y -
?“"Titifiaﬂ“flﬁﬂe conditions:
lem
:\M:T[-""""— Desired values
e (a) 90—22"C 1n winter
| *Hum; (b} 21—24°Cin SUmMmMmer »
‘ '\{“’_ﬂlditz.r 2550 percent relative humidity :
i = __ (Conversation from a distance of one metre ghoul
4 ‘hle without extra pffort.
) g per man or 5ufﬁc1e:j

i — 0.6 cubic meire of fresh air
k epough to remove pdour.

N

304
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2, Lifting of Load. Although most works are done mechanically in the process of manyf,
turing, still many material handling works invalving load lifting are done manually, It hag .
experienced that a man can ensily lift nboul 22 kg and woinan aboul 16 kg. But whils d':'i’:-“
work continuously is a bent position even with a smaller lond, there will be immense Skraing .:,:
spine and back muscles that may result in injury especially for “dlf’-'“d workers. Therefore elfortg
must be made to keep the materinl at o certain height so as to minimise the strain ang fatipys

1. Chemical Safety, Many processing and manufacturing industries use chemicals [ Ot
or other form. The chemicals are hazardous mainly for their toxicity, flash point below <3E 15
symbol E roman F> Their reactions when mixed with other chemicals, and their decompositiy,

under heat.

Therefore extra care should be made and recommended safe practices should be _ﬂdﬁ- pted for
the receipts, storage, handling and dispesal of chemicals and other hazardous mﬂf-'-?_l'}i'fl‘i Where
necessary respiratory devices, protective clothing, safety showers, and eye wash facilities shoulg
be used and located at suitable places; the use of exhaust hoods, air filtering to provide protee.

. tion from gases and air borne hazards.

4. Safety Equipment. Personal, safety equipments are necessary to protect from any ace.
dent, like hard hats for construction workers, safety goggles and shields for welders ete. Safety
shoes, protective clothing, respirators are also used to protect form hostile environment,

Manual Handling Injuries
Manual handling means a range of activities including lifting, lowering, pushing, pulling,
moving, holding or restraining an object. It also covers activities which require the use of force
or effort such as pulling a lever or operating power tools. It has been estimated that about a
third of all work injuries oceur during manual handling and most of them cause back injury. As
explained earlier, a risk situation arise when tasks are poorly designed or where handling
involves awkward or constrained postures. Following are the some examples of actions that
may cause manual handling injuries:
(i} Work involving sudden, jerky or hard to contrel movements or which causes discom-
fort and pain.
(rr} Work involving too much bending, reaching or twisting,
{{if) Work where a long time 15 spent helding the same posture or position,
(iv} Work that is fast and repetitious.
() Heavy weights to be lifted and carried manually.
{vi) Work where force is needed to carry out a task.
{vii) The loads to be handled below your mid-thigh or above your shoulder.
Same of the solutions to deal with such problems are:
(i) Redesign the task or work area to make it safer, by
— madifying the object (shape, size or weight);
— modifying the work area or work station layout;
— gliminating unnecessary handling,
ensuring that all heavy objects are at waist level where they can be handled co®”

fortably; irad
— reducing the amount of bending, lifting, twisting, reaching and holding require

to carry out a task;
modifying the task by using tocls such as levers, hooks, heists, trolleys or by tead

lifting;
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! e training and information about )
|:II"3"""':lmg t safe working practices,
alize the effect of wrong postures for long

peull’ , : Periods dupip A
Lot ¥ eorm stretching exercises for neck, back, shoulders, upper hndff Tnjlr!k;ng' oy
i#lFNFTE care should be taken that move Elm""]}f and hold gtretches I_”r’__j 10 I::E‘i Ed.tt.

s nds,

¥ ;,—cl-:{iﬁ L-rl:iEﬂ':s} can be selected and practiced under U
g0l

p;actlcal golutions
;ﬁﬂdw g reduce CUAnEes of "Overuse Injuries” some of the following solutions ars HUE.
T s

idance ofex perts

e.edzl qeorganize work so that ¥ou can mix repetitive and non-repetitive activities

' frequent short breaks should be introduced, if the job assigned to the warker cannet

" ¢ varied or rotated. In such a case simple and gentle exercises performed at the
workstation can reduce muscle tension,

i Engonomically designed furniture is available which can be adjusted to suit employ-
wpe of different sizes.

The work area may be rearranged so that materials, equipment, tools and controls

can be easily reached without stretching or twisting.

;| Hand tools for repetitive tasks should be of comfortable size, shape and weight, well

aelanced with a comfortable grip and do not need more than reasonable force to oper-
ale,

|..|
[ES

LEUREAU OF INDIAN STANDARDS (B.1.5.) AND SAFETY

“ieure safety to workers and elimination of damages to the machinery and equipments,
“telIndian Standards has laid down:
' Safety precautions to be taken during working operations.
' Cuidance on safe welding and cutting, use of powered industrial trucks, belt convey-
. “8and fire fighting equipments.
| Eﬁnﬂa:da and specifications of safe industrial operations and practices.
; Ei‘fﬂtﬁ'l‘equ.i.remeum for personal protective equipments. : _
idards for fire safe ty in workshops and safety procedures to be fﬂllﬂ'l.'l.'lEl'.'ll in electri-
:[:h:lrzl_rk and use of electrical appliances in hazardous area and explosives aimo:
i E % i : : e
mitumﬁtﬂf:mng for protactive clothing, safaty helmets, fac.e sh::lds andnsdﬂiﬁl Pﬂ‘;ﬁ_
OF eyes, gars, lungs, hands, feet and legs. These include eye a

Masks, Eloves, safety boots and shoes for mines etc.

::|||
“ShFE

T
ey ' THRouGH LEGISLATION Siikis
1'.:t'E':":] g ]'-"E'i«&]at' ; : - Indian Explosives Act 1854; Mine
ty o Migy oo 200S like, The Factories Act, 1948; India

o 43 - Act 1934 govern the
y D‘“-“tmme][MEETE Act 1932 Indian Electricity Act 1910; E?itﬁfrﬂhnt legislation alone

L "!nt An 4 : )

?.di;“:rﬁ oV 1 Eq“'PI‘EEEnts B theeomtl wl? to prevention of accidents and

I]['Eil.f'-a:,&I " 0perations, unless effective approac Aapting proper control mea-
“ONstisusness is achieved. This is possible by 80P

h
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Me

sures includi :
protective dln.gr safe designs of machines andl processed use of protection devices,
equipments as well ns erention of 8¢/ fregulnting system on the shiap:flocr,
pyment by certain classes of emplgy
YETEH

f ]
ﬂmi?‘r‘?;l:ﬁnf;f {iﬂmpﬂnslu.[qn Act, 1923 |1r|11-’1'llﬂ_ far p y R
as possible fr o Emupﬂ.nsuLEﬂH fpr injury '|_I|_-!,r pecidont. [hus this Acl pro ccts the workerg as il
e from hardship avising form accidents. -
Indian Factories Act 1948 deals nbout safety in grent details. The Act has separate chapg
on Health measures, Safoty,and welfare mensures, Chapter 00 health measures include &
sions on cleanliness: ventilation and tem perafure; artificial humidification; gvercrowding, I;EE]- I'
d_nn]-:ing water; bath roowms; latrines and Urinals; Chapter on saiety measures include p b
sions on fencing of machinery; waork on or near machinery in motions; casting of m&chin'
hoists and lifts; lifting machines, chains, ropes and lifting tackles, revolving machinery,
ZIve \a'eiﬂ'htf'r,' protect jon uf’e}re_n_:; precautiuns Flgﬂ]'nsi. dangerous fumes; and ]Jrrz!tautinna agai ;::
fre. Welfare measures include the PTD'I-'II.SI.Dﬂﬁ regardiﬂg' Wﬂﬂ-hi-ﬂg fﬂﬂi.lir.if-'ﬁ. SIILLiﬂg facilit
first aid appliances, canteen; shelter, rest rooms and lunch reoms ete. The Factories Act gl
lays down provisions regarding hours of worlk; holidays; gvertime wages et

Various acts have been dealt in detail in & separate chapter in the book.

[ie rg.:m

QUESTIONS

Describe various [measures to o

of industrial accidents.
due to an accident in a factory

losses which may 0CCur
industrial safety? Explain

he chances of accidents. -
health and (b) efforts by G

1. Enumerate common CAuses
vent them. Explain various
2. How “safety education and training " help in
Explain different factor which causesfenhances b
4. Write short notes on; (o) Effect working conditions on
ernment towards industrial safety.

Mention important precautions whic

4]

h should be followed in an industrial estad
ment.

g. What is the importance of safety? Suggest different ways to minimise the accided
7. Explain, how the employer and employees hoth are affected by the accidents.
g, Comment oD the statement, sggfaty promotes orod uctivity™. i
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