














FOURTH CONGRESS OF
YUGOSLAV TRADE UNIONS

The report submitted by Svetozar
Vukmanovic~-Temno to the Fourth
Congress of the Confederation of
Trade Unions of Yugoslavia held at
Belgrade on April 23 described the
role of Yugoslav trade unions thus:
*“The trade unions are more and nore
an organisation representing the poli-
tical foundation of workers’ self-gov-
ernment, a mass organisation enab-
ling the working class successiully to
realize its right to management of
society and the cconomy.”

The report dealt with the functicn
and tasks of the Yugoslav trade unions
under the new conditions, the deve-
lopment of the economy and the
standard of living under the condi~
tions of workers’ management, the
role of trade unions in economic de-
velopment, principles of remuneration
according to work. the workers’ living
and working conditions, workers’
education and training, organisational
problems and the expansion and in-
tensification of international ties.

Apart from thc emphasis laid on the
development of what is called the
“system of workers and social self-
management” which is a characte~
ristic of the pattern of society being
built in Yugoslavia, the report high-
lighted the necessity of improving the
system of remuneration in enterprises
according to work output.

It was noted in the report that “a
comparison of real earnings between
different branches and enterprises
also indicates that the level of earn-
ings is not formed in accordance with
the productivity recorded, nor is in-
creased productivity ia relation to the
eariier period reflected in a growth
of earnings in every case. Due to
this, establishment of the level of pro-
ductivity as the criterion for forma-
tion of earnings represents one of our
immediate tasks.”

Dealing with real earnings of wor-
kers, the report stated that progtess
made in increasing the real earnirgs
of the workers has been satisfactory.

President Tito in his address to
the Congress also stressed that the
trade unions play a particularly im-
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portant role with regard to the cor-
rect remuneration of the workers. He
said: “We are striving to increase
productivity of work, which would be
impossible to achieve if remuneration
were to be based on indiscriminate
equal pay and not on the basis of
merit."”

Trade unions, President Tito said,
should “play an important part in re-
gulating the relations between various
enterprises and should endeavour to
eliminate tendencies tewards locai-~
ism, which appear here and there,
particularly in the system of decent-
ralisation of management.”

The Congress conducted its work
through three commissions: Commis-
ston for Standard of Living, Commis-
sion for Organisational-Political Ques-
tions and Commission far Education,
Culture and Sports.

Dealing with questions relating to
employment of women, the Congress
pointed out that “trade union organi-

sation$ are entitled to engage in work
directed at surmounting conservative
conceptions concerning the social po-
sition of women, as such conceptions
often lead to difficulties in the em-
ployment of women and their ad-
vancement in their jobs.”

The Congress also laid down tasks
on social and health protection, inter-
nal relations in work collectives,
satety at work, construction and allot-
ment of flats, recreation facilitics,
workers’ education, etc. *

On international co-operation, a
document adopted by the Congress
expressed ‘“readiness to continue sup-
porting all peace-loving and construc-
tive actions, all tendencies which en-
courage closer contacts among trade
unions of all countries and progressive
social and economic development in
general, while at the same {ime, con-
tinuing to offer decisive resistance to
all imperialistic, colonial and anti-
socialist actions.”

The Congress was attended by
aboul 1600 delegates and guests, and
also sixty delegates representing 33
labour organisations in 28 countries.
Com. K. G. Sriwastava, Secretary,
AITUC besides delegates of INTUC
and HMS were present {rors India at
the Yugoslavy TU Congress.

35000 WORKERS ON STRIKE
IN MONTEVIDEO

Thirtyfive thousand public service
workers in Montevideo (Uruguay),
South America, went on one-day
token strike on June 10, demanding
higher wages. The strike completely
paralysed port services, State airlines,
State banks and telephone exchanges.

BUILDING WORKERS ON STRIKE
IN FINLAND

In Finlang, 14,000 building workers
began a sirike on June 1 for a new
collective agreement and increased
wages and piece work as well as re-
duction in working hours. The work-
ing conditions of 30,000 building wor-
kers are affected.

The strike is being supported by
workers in other industries.

Railwaymen in Finland have deci-
ded to subscribe one hour's wages
every fortnight to the strike fund of
the building workers and have also
asked the leadership of their union
Lo grant financial aid to the strikers.

5

PRINTERS' STRIKE IN
ICELAND

A sirike which started at the begin-
ning of the month of June paralysed
printing shops bringing out papers
and books, in Iceland.

After nine days the printing work-
ers won their demands—a 15 per cent
increase in wages and a reduction in
working hours.

Not a single paper appeared in
Iceland during the sirike.

ALL-INDIA TEXTILE
CONFERENCE POSTPONED

The All-India Conference of Textile
Workers Unions convened in Bombay
by the Mumbai Girani Kamgar Union
from July 17 to 19 has been post-
poned.

No fresh dates have been announ-
ced as yet by the Mumbai Girani
Kamgar Union.

JULY 20, 1959
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"It is obvious thit Jerpite proventive nnouras

there are great inocuplitics in anploymcu. injury

risks between diffcerent industrices and units in the
sama industry Aduc to n: Lur:l cruses such as

difterences in proc.ssas, mechiucry ete. Contribu-
ticns mey, theroforce, be fixed according to risk;

for this purpesc the orianciple of 'merit reting' or
experience rrting' is widely applicd. Under it an
average premium hes § on en ossessront of the natural
risks of the clios is ostoblished for each class of
abdertaking. Varictions, up or down, are made in

the rremium charged from esch underteking according
gither to the number and severity of accildents
occurring in it or to the appraisal of its equip-

rent and organisation, special credit being given

for the installation of safety devices. Apart from

vi.e incentive of lower premium, this process of

rerit rating itself serves to draw the attention of

the employer to the possibilities in the direction

of accident prevention. 1In India the need for

such incentives is very great, since the

euforcement of statutory provisions regarding
installation of safety devices is not always fully
effective. Thus, the pooling of risks, accepted in
mest social security schemes is, t0 a considerable
extent, intentionally ignored in a great majority of
employment injury schemes: In most of the Eurdpean
countries, Newzealand and U.S.A., contributions are
graduated according to risk. However, the application
of the principle of merit rating in a scheme of
compulsory social insurance has a serious objection.
Preventive measures can affect employment injury

risk only to a moderate extent; most of the
inequalities in risk are due to natural and

inevitable circumstances, under which the workers

,Yave to work. 1In the case of a national insurance
scheme, such as we are considering here, this raised

an ideological question whether the high risk in

au industry or undertzking should be borne

inaividually or by the whole economy through
prescribing uniform contributions not graduated
according to risk. 'There is a definite tendency

to substitute uniform contributions for those varying
with the degree of risk involved or at any rate

to restrict risk differen-tiation to a few categories
only. 1In countries like Bulgaria, U.S.S.R., where
employment i1 jury benefits form a part of a coordinated
social security scheme granting other types of benefits
e.g8.,sickness, pension, the contribution is composite
and uniform. In Austria 2nd U.K. where there are special
schemes of employment i1 jury, contribution rates fixed by @
law do not vary with the risk.” In Austria, contributions
for non-agricultural workers are equal to 2% of wages in
the case of manual workers and to 0.5% of salaries in the
case of salaried employees; in the case of agriculture it
is a fixed percentage of land tax. In U.K. contribution

is fixed at a flat rate, which, compared to women and
youths, is higher for men. Considering the stage of
industrial development in India, while it may not be
desirable to have one uniform rate of contribution for

£¢ll industries, it may equally be undesirable to have contri-
butions on merit rating system based on an assessment of
individual risk of each undertaking. It may be appropriate
to lay down premium for an industry depending on the level
of the risk for the industry as a whole. It is on this basis
that premium rates suggested below have been worked out."

—
-

L I






























time, it has been unanimously recognised that adjudication
should normally be ordered only when all other avenues
have been fully explored. The State Governments were
therefore requested, in accordance with a decision reached
at the 14th Session of the Labour Ministers’ Conference held
in October, 1957, to supply to the Centre full information,
together with their critical observations, regarding the
methods followed by them in referring individual cases to
adjudication, the intention being to analyse the existing prac-
tices and to evolve a set of principles for general guidance.
The work has since been completed and a set of draft Model
Principles has been prepared (Appendix III). The ‘norms’
referred to in the draft are to be evolved in the light of
awards given by tribunals, etc., as recommended at the 15th
Session of the Labour Ministers’ Conference.

7.2 Professor Richardson, the 1.1.O. Expert on Industrial
Relations, who is at present working with the Ministry of
Labour and Employment, has opined that the draft princi-
ples seem generally adequate and practicable. However, he
has made the following observations :

(i) A useful distinction may be drawn between (a)
disputes arising out of the implementation of
existing legislation, awards, etc. (implementation
disputes) and, (b) disputes arising from demands
for new conditions.

(ii) “Implementation disputes”, which usually affect
only individual or small groups of workers
should rarely be sent up for adjudication. The
Labour Commissioners may be empowered to give
binding decisions in such cases,

(iii) In the case of the second category of disputes,
often involving large numbers of workers, wider
use may be made of Courts of Enquiry, provided
for in Section 6 of the Industrial Disputes Act,
to investigate the facts and make impartial re-
commendations which would provide an autho-
ritative basis for settlement by agreement and
further conciliation.

(iv) Disputes which could not initially be settled
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The number of staff delegates may be between 3 and 14 depending
on the number of working-people. The number of seats allotted to
the workers’ and salaried staff's delegates also depends on the rela-
tive strength of these two groups.

4.5 In France the Works Council includes the head of the busi-
ness or his representative and a delegation of employees. Delegates
are elected from lists submitted by the organisations that are most
representative of each category of employees. A system of repre-
sentation by occupation is adopted. The allocation of seats to
different categories of employees and the division of the work people
into voting groups is settled by the management with the trade
unions concerned. If the manager fails to convene a meeting of the
Works Committee in time, the latter may, at the request of workers’
representatives, be convened by and meet under the Chairmanship
of the Labour Inspector.

4.6 A similar position exists in the Netherlands where the
manager in addition to his being a member is also the Chairman
of the Council. The Council comprises members varying between
3 and 23, elected by the wage earners.

4.7 In Poland, the law stipulates at least 2,3 of the members of
the workers’ management council must be chosen by secret ballot
from among the workers themselves. The manager is, ex officio, a
member of the council but cannot be elected Chairman or Vice-
Chairman of the Council.

4.8 In Finland, Works Councils consisting of two employers’ re-
presentatives, 3 workers’ representatives and one representative
from the salaried staff are formed in establishments where the num-
ber of man hours worked during a single year does not exceed
240,000. In establishments where this limit of working hours is
exceeded, the Council is composed of 3 employers’ representatives,
5 workers’ representatives and two representatives of the salaried
staff. The Chairman of the Works Committee is elected by the Com-
mittee and chosen alternately, each year, from among the repre-
sentatives of management and those of the staff. A Secretary is also
e}llectgcdﬁby the Committee from among the members representing
the staff.

4.9 In Canada and Israel the productivity Committees are joint
bodies, the representatives from each of the groups of management
and workers’ being equal. The wage earner representatives are
elected solely by the workers (secret ballot in the case of Canada)
while the management representatives are appointed by the manage-
ment (by the senior executives and foremen in the case of Canada).
In Israel every Committee elects two Chairmen, one from each
group who take it in turns to preside. These two Chairmen with
the existence of the Secretary, handle the Committee’s business be-
tween meetings and supervise the work of sub-committees.

Role of Trade Unions in the formation and functioning of joint
bodies

5.1 In many countries, irrespective of whether the Works Coun-
cil are set up by agreement or law, trade unions take part in the ap-
pointment of members, (although in some cases once the Councils
has been elected it is completely independent of the Unions). Close
collaboration between the unions and the Councils takes place at all
times, particularly if the unions are strong and have a large mem-
bership in the undertaking concerned.
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questions and other working conditions. In U.K., Sweden and
Israel, the joint Committees deal with various aspects of welfare
and working conditions (heating, ventilation, lighting etc.), voca-
tional training questions, the personnel department and the
prevention of accidents and also with such technical matters
as the improvement of production methcds, the raising of pro- °
ductivity, organisational methods, automation etc. The Works
Councils in U.K. are purely advisory bodies and the final decision
rests with the management. In Austria, Belgium and France law
provides that workshop cor working regulations or plant rules
may nct be issued or amended without their approval. These
countries have also the right to manage or share in the manage-
ment of welfare facilities provided by the undertaking for the
benefit of the workers or their families. The Councils in Belgium
also discuss the general criteria for hiring and dismissal of
workers. In Italy too, the internal committees discuss plant
regulations with the management before they came into force.
Here any proposal to dismiss workers through a falling off in
business or a re-organisation must be notified to the Committee
with full reasons thereof, and the matter thereafter is discussed
with the management. In the event of any disagreement the
matter is submitted to the appropriate bodies for investigation.
In some countries like the Federal Republic of Germany and
the Netherlands, the Councils are responsible for ensuring that
social legislation and collective agreements are carried out. In
these as well as in some other countries like Japan, Finland,
Italy and Switzerland they alspo make the first attempt at concilia-
tion. In the Federal Republic of Germany no large-scale hirings
or dismissals may take place without the Works Councils being
consulted. In Austria, the Works Councils are entitled to estab-
lish welfare funds (this includes all funds to improve the well-
being of the workers and their families) and to administer them
without interference. In the Netherlands they take part in the
running of welfare facilities attached to the undertakings. Also,
the Councils should first be notified about the establishment or
termination of each wage earner’s contract despite the Councils’
opposition. If the employer terminates the contract it may
appeal to the conciliation office and by virtue of its right to a
share in the management can even suspend the decision of the
employer to close down the plant until a ruling is obtained from
the State Economic Commission.

6.3 Technical functions : The technical responsibilities as-
signed to the Works Councils cover safety and production and
productivity. These functions are however discharged purely
in an advisory capacity. In the Federal Republic of Germany,
the Councils must be allowed to express an opinion, wherever
safety devices are introduced and whenever an inquiry is held
in the case of an accident. Here as well as in Finland the Councils
co-operate with employers and labour inspectcrs in enforciag
the safety regulations. Similarly, in the Netherlands Works
Councils are responsible for seeing that the laws and regulations
for the workers’ protection are observed and that the facilities
provided in the interests of safety and health and hygiene are
maintained in gocod order. In Canada, Norway. Israel ete. the
Councils are called production Committees which are mainly
intended to secure the expansion of production and the raising
of productivity. YWorks Councils in Sweden not only express their
views on system of organisation and planning for optimum pro-
duction but also hold a watch over all technical and economic
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rasting their time in futile efforts, have incurred the contemp?
‘gfai%'xe cworkers whom they are supposed to be representing. The
reasons for this deplorable condition are to be found mainly in
the psycheological atmosphere. In many cases the managerments
deliberately try to ham-string the councils and discourage themk.
In some cases, failures have also been attributed to the fact that
"many of the employers do not even know how to take the
chair at a meeting and when they are asked to supplyv thf:
information, give it in a language which is over the workers
heads. -

7.3 In some countries like Australia trouble has been cause‘d
1‘3}’ the fact that the wage earners and salaried staff took part
in the work of the same council.

7.4 Paradoxical as it may seem, co-operation at the plant
level is viewed with suspicion and disfavour in those countries
where the trade union organisations are weak through fear of
their losing control over the workers whose difficulties could e
largely solved through the Works Committees. etc. Wnere‘tra*de
tnionism is well founded, the Works Committees receive better
treatment at the hands of the unions.

INTERNATIONAL STANDARDS RELATING TO
WORKS COMMITTEES ETC.

8.1 The expansion in the use of joint consultative machinery
at _the plant level led the International Conference to adops
a Recommendation (No. 94) in 1952 concerning consultation and
co-operation between employers and workers at the level of
the undertaking. This Recommendation stipulates that Works
Committees. etc., should deal with matters of mutual concern
to the employers and workers but not within the scope of collective
bargaining machinery or not normally dealt with by other machi-
nery concerned with the determination of terms and conditions
of employment.

8.2 The question of bipartite co-operation at the unit level
has also been discussed by several of the 1.L.O. industrial Com-
mittees. It has been recognised that bodies for consultation and
co-operation should have the essential function of increasing un-
derstanding of each other’s points of view between all parties
in the undertaking on a basis of real equality. Also, the success-
ful functioning of the Works Committees etc., depends on the
willingnesg of the management of undertaking to inform the
joint body at regular intervals regarding the activities of the
undertaking, future plans and provide the joint body with general
information about the economic and the technical situation of
the undertaking.

8.3 Whole no comprehensive list of the functions that could
be assigned to joint consultative bodies has been drawn up by
the I.L.O, the following subjects have been considered suifable
for consideration by these bodies :(—

{(a) information on general problems which have an influ-
ence on the operation of the undertaking;

(b)Y information on the employment situation;

(¢) conditions in the plant, such as ventilation, lighting,
noise. temperature, factory hygiene;

(d) amenities, such as rest rooms, health services, housing,
canteen services, recreation:

(e) safety and accident prevention;
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ceiving the attention of the Ministry of Labour & Employment. Works
committees are also not functioning in any of the banking or insur-
ance organisations belonging to the public sector as no request was
received from the employees working in these organisations for the
formation of these committees. The analysis given below therefore
pertains to 161 public sector undertakings falling in the Central
sphere and it excludes the undertakings referred to above.

3. Size of the Undertaking and the Works Committees:

The majority of the establishments from which replies have
been received employ more than 500 workers and in more than 25%
of the establishments, the workers employed were more than 2,000.
From the reports received, it has been observed that the successful
working of the works committees is in no way interdependent on
the number of workers employed in any establishment. It depends
more or less on the keenness of interest evinced by the representa-
tives of both sides, i.e., the workers as well as the management and
the size of the establishment has practically no bearing on the inte-
rest taken by the parties concerned in the successful working of
the committees.

4, Composition of Works Committees:

Rule 39 of the Industrial Disputes (Central) Rules, 1957, provides
that the number of representatives of the workers on these committees
will not be less than the number of representatives of the management
and that the total number of members shall not exceed 20. No
restriction, however, has been placed in the rules, on the manage-
ment’s representatives being less in number than the representatives
of the workers. In 9, i.e., in about 6% of the establishments (out of
the total of 161), it was observed that the representatives of the
management were less in number than that of the employees. The
main reason usually given for this disparity in number was shortage
of adequaie number cf officers in these establishments. The dis-
parity in some cases is reported to have given rise to certain practi-
cal difficulties such as election of Chairman and Vice-Chairman as
well as Secretary and Joint Secretary of the works committees. In
accordance with Rule 51 of the Industrial Disputes (Central) Rules.
1957, the offices of Chairman and Vice Chairman are not to be held
by the representatives of the employers or workmen for two con-
secutive terms and similarly the offices of Secretary and Joint Se-
cretary are not to be held by the representatives of the employers or
workmen for two consecutive years. This inter-change is not pos-
sible in. the installations where there is only one officer.

5. Frequency of the meetings of the Committee.

In accordance with the rules, the meetings of the works commit-
tees are to be held once in a quarter and more frequently if pos-
sible. On the whole it was noticed that the meetings were being
held once in a quarter in almost all establishments except in a few
cases, the number of which was limited to 3%. The reasons which
have been furnished for irregularity in holding the meetings are:-

(1) non-submission of agenda by the representatives of workers
as well as management.

(ii) lack of quorum.

(iii) administrative difficulties such as lack of space, holidays
etc.

(iv) absence of representatives of both the sides on account of
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further action night be planned on the basis of

K

woll-agcertained facts.

Pay Noll Savings Scheme

3. As the Committee had some time at its disposal
and the officials of the National Savings Department
were present item 4 on the agenda of the Conference
was also taken up for consideration and the following
conclusions were reached:-

(1) The Pay Roll Savings Scheme, as set out in the
Memorandum on item 4, was unanimously approved subject to
the following:- .

(a) The Committee recommended that the collection
charges at 1% should be utilised for distribution among
the staff engaged in actual collection work and any balance
left after such distribution utilised for }he general good
of the employecs.

(b) The Committee noted that the Pass Books might
be kept with the employerhbut theoe should be uade avail-
able by the cmployer for ingpection by the émployees
concerned during workiﬁé hours. The enmnployee could also

keep the Pass Book with him . 1f he wanted to do @ .

sd/- Abid Ali

Madras, Chairman,

28th July, 1959,
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No.AU/l/b9

To Boost wp I.N.T.U.,C. wmion and supress A«isT.U.Co
workers inside the Factory the Tata Iron & Steel Company

authorities are resorting to wmmfair labour practices.

The I.N.T«U.C. led Tata Workers Union belng a recog-
nised wnion by the management 1is allowed to collect money
inside the factory premises. During payment hours the company
allows a good number of swervisory staff including the Fore-
mén and General foreman of the Department some time even the
Suwperintendent of the Department to cover the place of payment
and induce every workmin and some times by catching hold of the
persons of the workers to pay subscription for the Tata Workers
Union. Those who do not pay are marked and harragsed in the
Works. The workers ara %o Work under these supervisory staff
and in order to save themselves from harrasment they reluct-
antly pay money.

Whenever a worker goes to represent any greivances
the supervosory staff directs them to come through TATA WORKERS'
UNION (INTUC) before their legitimate greivwonces are heard.

Though the JAMSHEDPUR MAZDOOR WNION oommands the
support of overwhelming majority of workers of Tata Iron and
steel Company, yet the management refuse to deal with the JAM=-
SHEDPUR MAZDOOR PNIOK even on greivances of individual nature
of members of this unioh. The greivance of Sri. ¥.P. Ghosal .
WHEEL TYRE & AXLE PLANT (TISCO) was represented to Tisco autho=
rities on 18th May, 1959. The company has not even the courte-
sy of acknole®ing the letter of the unioni.

The Tav.‘t%;:[ron & Steel Company dismissed and dlscharged
about #00 worke—rs: in connection with 12th May'58 strike though
90% of the workers joined that strike. Dismissed and discharged
vorkers made representation their cases to the Tlsco management.
Not a single worker who 1s member of JAMSHEDPUR MAZDOOR UNION 1s

re~instated through grlievances procedure of the company.
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