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P R E P A C E

The Rational Commission on Labour appointed a Study 
Croup on Employment and Training with the following 
Members, vide their Rot if ioat ion Ho. 5 (57 )/67~-R0L dated 
the 11th September,1967s~

1) Shri Kashi Rath Pandey, M,P0
2) Shr i C, J agathp a thi «■

Joint 3 e c r etary,
Ministry of Home Affairs

5) Dr. D.K. Malhotra 
Joint Secretary,
P1anning C ommis s i on

4) Dr, J»H 3 S inha,
Senior Pellow,
Institute of Economic Growth

5) Shri S» Prabhakaran,
Director of Employment and 
Training, Biharc

6) Shri Zacharia Mathew, 
Director of Training and 
Employment, Kerara

7) Shri P«K0 Das,
Director, Institute of 
Applied Manpower Research

Cha irman

Member

Member

Member

Member

Member

Member

8) Col. S.C. Pendse,
Directoi of Training, DCET

9) Shri K*P8 Sharma,
Director of Emplcyment 
Ex chans: es „ DCET.

Member

... Member-Secretary

sfer to another Department, 
s replaced by Shri S.R.Saigal, 
o be a Member owing to his having 
abroad^ Shri IMM.Lo Chhabra, 
nt and Training, Madras, was 
the Study Croup in January, 1968 
„ after his appointment as 
1 Scale Industries Corporation,

Owing to his tran 
Shri S. Prabhakaran, wa 
Shri P.K, Das, ceased t 
accepted an assignment 
ex-Director of Emplcyme 
appointed as Member of 
and continue 'p . as such 
Managing Director, 3m? E 
Madras *

2o The Study Croup had three meetings^ In the first 
meeting held in October, 1957? if decided its method of 
work. Accordingly, a synoptic framework of the draft 
report which was prepared by the Member-Secretary was 
approved by the Croup in its second meeting held in

...(iii)
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November,1967* In the same meeting the Study Group - 
'also adopted the following terms of reference for it
self. ’’The Study Group will, in regard to the sub
ject of Employment and Training, ascertain facts from 
such others as the Group nay find suitable or conve
nient, draw conclusions and suggest solutions to the 
problems for the consideration of National Commission 
on Labour”.

3. The Study Group also visited the Industrial 
Training Institutes;. Central Training Institute and 
Employmefot Exchanges located in Rajasthan, Gujarat 
and Maharashtra in order to study their working and
the implementing of training schemes and employment 
exchange programmes«

4. Shri Sacharia Mathew and Shri S.N. Saigal, did 
not attend the meeting held on the 17th and 18th May, 
1968. Shri TIP, ^inha. Joint Director of Employment, 
deputised for the latter.

5. The report consists of three parts; Part (A) deals 
with Employment, Part (b) with Training and Part (C) 

/with general administrative matters pertaining to
both Employment and Training Organisations.

6. The Group wishes to place on record its appre
ciation and gratitude to the Member-Secretary,
Shri K.B. Sharma, who has borne the brunt of the work 
relating to collection of data and preparation of the 
report and our thanks are also due to Shri Maya Prasad, 
Senior Research Officer, CIRTES and Shri V.Raghava Rao, 
Asst. Employment Officer, DGET, who assisted 
Shr i Sharma„
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BACKGROUND

1.1 The Royal Commission on labour (1931) and several 
other Committees appointed from time to time/ in subse
quent years ? by the Central and fit'ate Governments , 
favoured the idea of setting'up Employment' Exchanges. But 
it was 'only during the' Second VZorld War that <the first 
Employment Exchanges came into being in 1943-44 as ad- 
juncts of the'Rational Service Tribunals. Their scope' ■ 
and activities were, however, confined to the recruitment 
of technical personnel for war production. As the Wap 
ended, the Government of India realised the pressing need 
for speedy resettlement of demobilised soldiers and dis
charged war-workers in the transition from war to peace 
economy. Accordingly, the Directorate General of Resettle
ment and Employment was created in July 1945 to organise a 
net-work of 71 Employment Exchanges including 9 Regional,
2 Special and 59 Sub-Regional Employment Exchanges along 
with one Central Employment Exchange for coordinating the 
work of Regional Employment Exchanges and to act as the 
inter-provincial labour and vacancy clearing agency. The 
Regional Exchanges in their respective areas were also to 
act as clearing houses' for vacancies and labour. In 
addition* a large' number of Employment Information 
Bureaux and Mobile Employment Exchanges were organised to 
cater for the needs of demobilised persons residing in • 
remote villages,, The Exchanges were centrally Adminis
tered although the expenditure was shared betweenythe 
Government of India and the Provincial Governments ,in the 
ratio of 60s40® • •

'A * > ‘.
1.2 The Gorakhpur Labour Organisation was also set up 
during the war with a view to supplying ^unskilled labour 
to Defence Projects and fcoai mines. It/was continued 
after the war to meet the demand of the coal mining indus
try for unskilled labour, the colliery owners bearing the 
entire expenditure and the Cent rap "Government being res
ponsible for its administration/’

1.3 The nascent Employment Service Organisation was
called upon, in 1947? to shoulder the responsibility of 
resettlement, in wage-paid employment, of displaced per
sons from Pakistan. Subsequently. in response to a
public demand that the employment exchanges should 
render employment assistance to all instead of serving 
only particular sections of tie ccmunityr the Govern
ment of India threw open the employment service to all 
in the country in 1948, thereby making it truly national 
in character. .• A

1.4 In 1952, the Government of India appointed a 
Training, and. Employment SevricOrganisation Committee,—

...2
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commonly known as the Shiva Rao Committee, to examine 
the £„uture of the Employment Service, The Committee 
submitted its report in 1954 and recommended, inter- 
alia, ”(1) that the Employment Exchange Organisation 
should he placed on a permanent footing without further 
delay and that day-to-day administration of the Employ
ment Exchanges should he handed over to the States, 
the Central Government being responsible for co-ordim- 
tion, supervision of work and formulation of policies 
and standards; (2) that the cost of running the Organi
sation in the States was to be shared between the 
Central and State Governments in the ratio of 60:40”.
The Government of India accepted in general the recommenda 
tions of the Committee, Accordingly, the day-to-day 
administration of the Employment Exchanges was trans
ferred to the States with effect from 1st November , 195 6. 
The organisation was made permanent,

1.5? As recommended by the Shiva Rao Committee, the 
Parliament passed the Employment Exchanges (Compulsory 
Notification of Vacancies) Act, 1959 making it obligatory 
on all employers in the public sector and those employ
ing 25 or more workers in the private sector, to notify 
their vacancies to Employment Exchanges, the employers, 
however, were under no obligation to recruit through 
them, Tne employing establishments were also required 
to submit employment and occupational returns, Further 
the Central Government departments/establishments are 
required to recruit through the Employment Exchanges 
under administrative orders. Similar orders have 
been issued by several State Governments,

1,6: The recommendations of the Shiva Rao Committee
for developing Employment Market Information (EMI), 
Vocational Guidance (VG) and Occupational Information 
(01), Research Programmes were also accepted by the 
Government,

1.7: Accordingly, an EMI Programme was launched in
December, 1953. and, for the first time in India, detail
ed information came to be collected, on continuing 
basis, regarding quarterly changes in the level of em
ployment, manpower shortages and surpluses and the 
occupational and industrial disposition of working 
force in labour market areas in both private and pub
lic sector establishmentso Tne Programme has since 
been developing and now covers the entire country 
(excepting 11 districts) through the network of 516 
EMI Units, manned bv trained staff* The information 
collected through this programme is zz'egarded as the 
main source of information for consideration of
manpower problems at local and national levels on the 
one hand and is used by the Employment Service in 
guiding the youth in the choice of careers on the other.

...3



--- i.,8 . ThfrVoutvWowgUGuiclaiice Programme wag launched
on a national scale .in T'95-Z^ UnderJ,hXs_2XQ^xanime_

. " atbem.pt is made by all Employr^cnv^Exchanges to diverts^- -- 
the national-manpower resources to proper occupation's! 
fields according to individuals’ aptitudes, interests, 
and abilities and now Specialised individual and group 
guidance is being rendered to. new entrants to the labour 
market and students and prospective job seekers in 
schools and colleges. Specially trained and qualified 
staff has been provided at 174 employment exchanges in 

-the country.

1 .9 Another pioneering activity undertaken by' the 
Employment Service is the development of aptitude 
testing programme launched in 1960 . * .^Vario^is^barterie s 
of tests are under preparation and 5en-sOerab±e research 
has already been done in this field. Per tibe . first 
time in the' country, the aptitude test batteries came 
to be used all over the country in screening applicants 
for admission to Industrial Training Institutes.

f . ■ ■■» I • ' .
1.10 Under the Occupational Information and Research 
PrograniQe, wh I ch was launc hed j in 19 ? 6, th e Employment 
Service has succeeded in preparing a multipurpose 
national dictionary of occupations, called’National 
Classification of Occupations!(NCO)’, and standardising 
occupational, nomenclatures throughout the country. The 
NCO is being used not only by1 the Employment Service 
in placement activity, but also by the census autho- . ' 
rities in collecting occupational disposition of popu
lation; by research workers in conducting socio-econo
mic studies, wage census, etc’., by employers in job 
evaluation and determination bf wage differentials; and 
by career masters and counsellors in career guidance. 
Besides keeping the NCO under;constant revision, the 
Employment ...Service has been bringing out a. large 
variety of occupational information literature such as 
’Guide to Careers’, ’Occupational Field Reviews’, 
’Occupational Specification and Int eryiew Ai ds ’ , 
’Handbooks on Training Facilities’, ’Monographs on 
Educational and Training Requirements of Occupation’, 
etc. Increased, use is being tiade of this literature 
by parents, career masters/ guidance workers and stu-

•' dents in career planning.

. . .4
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1.11 The'table below gives the exapnasion of the Employment
Service and the expenditure on it during the First, Second and 
Third Five-Year Plans:-

Table - 3.

’End of 
’1st Five 
’ Year

Items ’Plan
’ March,

_______________ ’ 56. ____

'End o± 'End o±
’Ilnd Five’III rd ’As on 
’Year Plan5Five Year’51.12.67
March,61 ’Plan, 

’March
i

1) Humber of Employment 
Exchanges'^ including
Sp1.Emp1oyment Exc h- 
anges for P.H.) *

136 3C7 377 398

2) Humber of U.E.I.& G.Bs 8> — 5 37 38
3) Humber of E.I.A.Bs & - 30 244 132
4) Humber cf VG Units,®) - 62 166 . . 174
5) Humber of Employment 

Exchanges for PH
— 2 9 9

6) Ho.of establishments 
covered under EMI 
Programme
a) Public Sector 27781 33271 51571 57947
b) Private Sector 19215 13380 '34228 34960

(10 & ab oy^e -8333J-)-------------

7) Expenditure during Five
Year Plans on Employ- 
ment Service(in lakhg)

a) Central share
b) State Share
c) Union Territories

293.222 310.1C0
182.557 189.389

Mot available Hot

458.430
279,510

9.427
-------- - av-ai-1 abl-e— — ~

92.101
55.550
Mot
Available

1.12 During the First, Second and Third Plan periods, Employment 
Exchanges have been playing their part in the fight against unemploy
ment. It can be gauged by the number of jobs created in the economy and 
the actual number of vacancies filled through employment exchanges. 
According to the estimates of the Planning Commission,employment incre
ased between 1951-66 in the agricultural by nine millions and non-agri- 
cultural sector by 22.5 millions during the same period Employment 
Exchanges succeeded in placing over 5,0 million persons in the non- 
agricultural sector. In Appendix I, the current employment situation in 
the country has been described highlighting seme important facets of 
the problem.

, PH? Physically Handic ap pe d.
O .HEIG-B- University Employment Information & Guridance Bureau 
£.EIABs= Employment Information & Assistance Bureau. _ ___

Vo - -VocaAYonal Guidance .________________
% in Madras and 52 in U.P. were closed during
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1.13: It would thus appear that the Employment
Service has gone a long way in developing as a full- 
fledged Manpower atiployment agency on the one hand, 
and as on important source of manpower information 
on the other.

1.14: In the two Chapters that follow, we propose
to discuss the functions and future development of 
the National Employment Service, its weaknesses and 
remedies. In the fourth Chapter, we shall discuss 
the organisational set up and the need to strengthen 
it in the light of current and anticipated develop
ment s „

• • •
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CHAPTER II

FUNCTIONS

Scope aTpg. 2.1 Since the.re-organisation of the Employment Service 
coverage the number of Employment Exchanges in the country has

increased from 136 in 1956 to 399 in 1967. In addition, 
there are now 38 University Employment Information and 
Guidance Bureaux and 132 Employment Information and Assis 
tance Bureaux functioning in the rural areas. Special 
vocational guidance sections are operating in 174 
Employment Exchanges and employment market information 
units in all hut 11 district-s in the country. The 
important role played by the Employment Service in the 
social and economic life can he judged best from the 
following table:

Table - 2

Number of persons registered, placed and borne on the
Live Registers of exchanges.

Year 1

» NUMBER OE
.Employment ’Persons ’Persons ' %age ’ Persons on
,Exchanges ’registered’placed ’of ’ the L.R. on
i ’during the’during the ’Col. ' 31st
i ’year ’year * ’4 to 3

1. -
’ December **

1 ’ 2 ’3 ’4 ’ 5 ’ 6

1956 143 16,69,895 1,89.855 11.4 7,58,503
1961 325 32,30,314 4,04,077 12.5 18,32,703
1966 396 38,71,162 5,07,342 13.1 26,22,460

*** 1967 399 59,11,748 4,70,588 12.0 27^40^435

* Mostly persons are placed through Employment Exchanges in 
wage paid employment in non-agrieultural sector and include 
a substantial proportion of educated applicants.

** L.R.= Live Register indicating the number of registrants 
remaining at the end of the year after deducting the number 
placed through employment exchanges, -^hose found work 
themselves and those whose registrations lapsed for want of 
renewals, at the end of the prescribed period. z

*** Prop in planings after 1966 is explained by thedeceleration 
in growth of employment due to recessionary trend in the 
economy.

2.2 It will further be evident from U-,.table 3
that a majority of educated persons are already approaching 
the exchanges for employment assistance.

•.7
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Table

Percentage distribution of unemployed persons registered
wiuii one xbxn pxu.y me nu

»
Educational ,
Standard ,

JjaO o |J
Wh

e 'J. U’.J cv u
ether re

lUlia-x D uan jaj/j.
gistered

•

Yes ’ No ’ Not ’
’recorded

Total

1) Graduates & above 69.82 28,00 2,18 100.00
2) Other than graduates 72,21 27.79 - 100 0 00

having technical edn.
3) Secondary 71 .36 27.91 0.73 100.00
4) Literates but below . 36.85 61.0 1.21 100.00

secondary
5) Illiterates 3.60 6.58 100.00
6) Not recorded - 100.00 100.00

Total; 40,89
LTn 4-4 1 C «-> 2*36ZAnx. Mrs 100.00

relating to the Eighteenth Round(February 1963-January,1964).

Appendix II gives the Statewise percentage of unemployed
persons of all categories registered with the Exchanges. The 
Exchanges now attract 42.2 per cent of the unemployed on an 
average in the country as a whole. In the absence of any 
compelling factor like unemployment insurance or compulsory 
registration, the increasing popularity of the Exchanges could 
be seen from the increasing proportion of unemployed persons 
registering with the Exchanges as revealed by The different rounds 
of National Semple Surveys of the Cabinet Sectt. given below:-

Table-4 Percentage
16th Round (1360-61) " ~ 33.47
17th Round (1961-62) 39.33
18th Round (1963-64) 40.89
19th Round (1964-65) ' 42.22

The role of the Employment Service as an agency to serve the employers 
in filling the job opportunities created under them has also become 
rather significant as will be seen from the following table:-

Table-J_
Total employment in the public & private sectors and vaca-
ncies notified to end filled by the Employm.ent Exchan ges V -P-j gmrpg__

Period t Public Sector ’ Private Sector ' n
’Total ’Vacanc- ’Vacancies’Total ■ Vacancies 5 Vacanc ie‘s"^
’employ- ’ies not- ’filled ’ employment’ notified ’filed dug
’ment as ‘ified ’during ’ as on 31st5 during ’ing the
’on 31st 5during ’the year ’«/ March 5 the yr. ’ year
’March ’the vr. » t t

1961-62 74.2 5e5 3.6 51.6 ' 1 .5 0.5
1962-63 7° 51 .j 0 j 6 «6 4 * 2 54.6 1.6 • 0,6
1963-64 84.5 7.2 4.6 57.8 ' 1.8 0.7
1964.65 89.6 8.0 4.6 60.4 1 .9 0.7
1965-66 93.6 7.3 4.8 61.0 1.7 0,7
1966-67 96,3 6.1 4.1 59.9 1 .7 0.6

* In establishments employing.25 persons or more the information..- 
has been collected under the EE(CNV) Act •'
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2.3: In the light of this growing importance of the
Employment Service« we will now examine its various func
tions at the Rational Headquarters, the State Headquarters 
and the Employment Exchanges~

Recept ion nt s

2.4: ?h ere is a widespread criticism that reception
arrangements at Employment Exchanges are often unsatisfac
tory. Visitors to Exchanges have to wait for their turn 
for a long time, often exposed to the weather. Public con
venience and facilities for drinking water are inadequate 
and poorly maintained; often there is nothing. Arrange
ments for directing the new-comer and for answering en
quiries leave much to be desired. Proper arrangements 
for receiving employers and parents do not exist.

2.5-: We recommend that:

i) Since no one comes to the Exchange without a 
problem, the least that should be done is to 
provide a bright atmosphere in properly designed 
and adequately furnished buildings in place of 
existing dingy, untidy and ill-maintained offices;

ii) Reception counters should invariably be manned 
by knowledgeaile members of the staff, who are 
courteous , tactful and specially trained for 
the purpose;

iii) Arrangements must be made for registration and 
submission interviews to be held in privacy and 
not in the presence of other applicants;

iv) Adequate arrangements should be made for drinking 
water, fans, waiting halls, public convenience, 
etc. , for men and women;

v) Adequate arrangement also need *o be made for 
cycle stands; and

vi) In bigger Exchanges loudspeakers should be pro
vided for making announcements to the visiting 
public; inter-com arrangements to encourage and 
facilitate inter-section consultation should be 
s t and ar d e qu.i pme nt«.

Registration

2.6: It is axiomatic that only a hi^o quality of regis
tration can lead to a high quality of placement. We find, 
however,that for a variety of reasons, the standard of 
registration is not high, Registration interviews have 
become routine. They are held in a great hurry and in 
public, resulting in poor communication between the inter
viewer and the applicant . Special qualifications, apti
tudes, interests, experience, wage expectation and mobility

.. .9



of applicants are recorded perfunctorily. On the few 
occasions when individual guidance is given, notes are 
usually sketchy, and they are not filed with the regis

tration documents.

2.7: It is known that a large number of registrants
are employed persons. This does not affect their right 
to register or to he submitted for vacancies on the 
basis of their qualifications; hut many applicants 
think it does and therefore state that they are unem
ployed. One other reason why they do not disclose 
their employment status is the fear of embarrassing their 
position with their present employers, but there are 
several other factors as well. In consequence, statis
tics of unemployment tend to be swollen and information 
on applicants’ experience, essential for good placement, 
is not recorded. This calls for:

i) Adequate explanatory publicity among employment 
seekers; and

ii) More persistence by officers in eliciting full
information from registrants during the interview

2.8: The quality of registration is affected by two
factors:

i) Some staff have had insufficient training or 
have an unsympathetic attitude towards work
seekers; and

ii) There is insufficient staff to deal with the 
number of applicants, so that in some large 
exchanges, an applicant may have to wait 
several hours to be registered8

The psychological effect of these factors may be to leave 
employment seekers with the feeling that the Service has 
little concern for then. This reduces the ability 
of the Service to give employment assistance and damages 
its public in age o

2.9’ We recommend -

i) In view of their importance, registration 
interviews cannot be relegated to untrained 
clerical staff and should be conducted by 
specially trained staff. For this purpose, 
a new cadre of interviewers should be 
created who should preferably be graduates, 
and who, besides being courteous, should 
possess good power of expression, tact and 
a special flair for work with the public, 
qualities which will eventually help them 
in becoming good employment officers;

ii) Special training programmes should be orga
nised for the registration staff in the art 
of interviewing, with emphasis on a sympathetic

. ... 10
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and human approach and an extensive knowledge 
of occupations and hiring practices to be 
acquired through visits to Ills., industrial 
plants, etc,;

iii) Special programmed learning self-training aids 
should also be produced for registration 
staff;

iv) Interview aids for as many occupations as
po ssible should be prepared on the basis of a 
phased programme;

v) To assist the interviewer, special forms should 
be designed for different important occupa
tions, to enable the applicants themselves, 
to give details of their professional know
ledge/experience in depth-. This is particu
larly important for applicants belonging. to 
the technical and professional categories, but 
the practice could also be introduced for re-

'• gistering educated fresher applicants; and

vi) Inspecting officers and supervisory personnel 
■ of the Employment Service should lay emphasis
not only on the apparent quality of regis
tration documents but also on the interview 
skill brought into use by the staff.

Renewal of Hagigbrations

2.10 Under current instructions, registrations remain 
in force for three months after v/hich they can be renewed 
either by post or in person. Of la be, certain relaxa
tions have been made in this regard as in the case of 
ex-servicemen in Punjab, Ea.et Pakistan Migrants and 
applicants registered in 'uhe UoE.I0 & G-.Bc., where the 
period of renewal has been extended to six months,

2.11 The purposes of renewal of registration are:

i) To ensure that applicants no longer available 
for employment are not included amongst those 
selected for submissions; and

ii) To avoid giving a misleadingly high figure 
for estimates of unemployment*

In some western countries, registrations are, therefore, 
renewed even more frequently than is the case in India,

2.1? On the other hand, a recent study has shown 
that the time spent by exchange staff on renewals of 
registration is already as much as that spent on the 
original registrations, although no fresh information 
is obtained. The applicant has to contact the Ex
change „ once a quarter* for renewal and is put to
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considerable inconvenience, loss of time and expense, 
for what mist appear to him to be purei.y procedural 
reasons. This is a special hardship in the case of 
applicants belonging to surplus categories such as 
clerk and unskilled worker, who may have to wait years 
for their turn to be submitted. It has also been 
contended that the composition of the Live Register is 
not a true index of unemployment, because it includes 
many employed applicants, and does not include those 
unemployed who do not .register.

2.13 Suggestions have, therefore, been made that 
renewal of registration should be eliminated; or at 
least that the period of validity cf registration 
should be extended, either by a fixed period, or by 
different periods for different categories of regis
trants according to their expectauion of submissions.
Yet another suggestion is that in the case of unskilled 
workers andmazdoors, registration should be renewed 
after 15 days because they are mostly employed and have 
specific preference for employment with particular 
employers. This, it is urged, will reduce the live 
register resulting in a more effective service to the 
really needy applicants, better response to can 
letters and elimination of unproductive work.

2.14 ' For laying down different periods of renewal 
for different categories of applicants on a scientific 
basis, widespread and meticulous studies would have
to be made in the States at frequent intervals. This, 
we feel, will be impractical and the results will not 
be commensurate with, the effort involved.

2.15 The period of renewal of registration was increased 
from 2 months to 3 months in the year 1962 (and effort 
was not made to measure the consequent increase in live 
register). But it is interesting to note that the
live register jumped from 18^54 lakhs in March,1962 to 
24.83 lakhs in March,1963-

2.16 We recommend

i) In the case of unskilled manual workers, regis
tration should be vand for one year, after 
which the applicant may be re-registered at his 
request. As this would inflate the size of 
the live register and as almost ail these per
sons are employed, they should not be included 
in the Employment Exchange statistics. Other 
possibilities of work s:
elimination of the .Dead 
brought•in to effect;

ii) In the case of U.E.I. & 
should bo valid for one

Register, should be

G-.BSc , registration 
apademi c ...year;
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iii) In the case of East Pakistan Migrants and 
Repatriates from Burma, Ceylon and East 
Africa, the period of renewal may he six 
mo nt hs ;

iv) In the case of all other categories, the
period of renewal in all parts of the country 
should he left unchanged at three months to 
avoid confusion in estimates of unemployment 
based on exchange statistics, This period 
should not he changed by any State except 
with the concurrence of the IhG-,E,&.T. ; and

v) To relate the count of Exchange registers with 
estimates of unemployment,, the proportion of 
employed persons borne on the exchange regis
ters should he measured once a year through 
sampfe surveys in different areas and cate
gories of worker s.

Su hmi ssi on o f Applicants

2,17: We agree with the existing policy und r which the
best qualified applicant Is submitted, and from amongst 
equally qualified applicants preference is given to one 
who has been longest continuously on the live Register,
We find, however, that in practice, a shift of emphasis 
has taken place from the qualifications and suitability 
of applicants to their seniority in registration. This 
has evoked widespread criticism regarding the quality of 
submissions made by Exchanges,

2,13: We wish to emphasise that Employment Exchanges 
should be discouraged from resorting to the safety de
vice of submission on the basis of first-come-first- 
served. In discharge of their responsibility towards the 
employer. Employment Officers should lay down specific 
criteria'in detail in consultation with the employer 
whenever possible, for submission against each orde;r. 
Submissions should be made of the best qualified persons 
in the light of the job requirements, selection criteria 
and hiring practices of the employers. The practice 
whereby employers make their own selection at the Ex
changes of registrants for interview. with- the advice 
of the Employment Officer should bo encouraged. This 
will.improve the image of the Employment Service bene
fit ting all applicants by its deeper penetration into 
the public and private sectors.

2.19: Many Exchanges submit applicants without caning 
them to the Exchange for pre-sub mi ssi on interviews to 
check their suitability, availability and willingness 
for the job. This also has resulted in criticism by 
employers. Applicants should normally be called to the

. ..13
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33x*oha.Tis^. Pojc cm inVcrviev/s; on "these occa
sions, they can also he usefully advi-sod on how to pre
sent their case most effectively during the interview 
with employers,

2,20 Statistics of outstanding vacancies are often 
swollen on account of in ad equate follow-up action on 
the part of Exchanges. We also note that Government 
departments tend to take inordinately long in notifying 
the result of submissions. We cannot emphasise too 
strongly the need for prompt and regular follow-up 
action on the part of the Exchanges, We recognise that 
one important reason for deficiencies lies in the lack 
of contacts with employers arising from inadequate trans
port facilities. J7e hope that the position will improve 
when vehicles or travelling allowances have been pro
vided to Employment Officers as proposed by us.

Vacancy and Labour Clearing

2121 The number of persons for whom Employment Ex
changes have found jobs in areas other than their own 
during the last three years are:

Year • ■ Number placed in
other Exchange areas

1964 31,000
1965 29,000
1966 ... ■ 24,COO '

2.22 It will be seen that the contribution of the
Employment Service in mobilising manpower against
vacancies which cannot be filled locally is quite 
sizeable and that significant work has been done in pro
moting geographical mobility among workers, Neverthe
less, Employment Exchanges have-to issue non-availabi
lity certificates to employers against many orders and 
on an average GO?000 vacancies have to be cancelled every 
year for such reasons as the .’fallowing:-

i) Mobile persons with high professional and techni
cal qualifications and experience do not register 
with Employment Exchange 3?

ii) Employment Exchanges do mot devote adequate time 
and attention to labour .'ind vacancy clearing;

iii) Mobility among emplcymen t seekers is more limited 
than would appear from tneir registration details*

iv). Inducements such as travelling allowances, housing ' 
facilities? etc., are r? rely indicated by employers;

*• v) Persons with requisite qualifications and length
of experience often consider the wages offered below
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: their expectations if they have to live awav

•from home; and

vi) Circulat ion at present takes more time than 
employers are generally prepared to wait for.

2.23 s We attach considerable importance to vacancy 
and labour clearing work. In order to help the Em
ployment Service develop as the main agency for the 
supply of manpower and to render quick and effec
tive service to employers, we recommend:

i) Circulation action should he taken only in 
cases of vacancies against vzhich applicants 
are likely to he attracted from other exchange 
areas;

ii) The Central Employment Exchanges should issue 
advertisements at fixed intervals , publici
sing, both unfilled vacancies and also cate
gories of specially trained manpower availa
ble for employment. This scheme should be 
extended to States;

iii) Registers of mobile and highly qualif i ed'and
talented persons of selected categories should 
be maintained at the Centre in a form convenient •• 
for quick reference against future demands-, 
Information relating to these persons will be 
circulated to States and employers;

iv) Procedural changes should be made and a new
series of forms (prepared in consultation with 
professional bodies) should be introduced 
for recording the occupational assets of em
ployment seekers and the special requirements 
of employers more fully;

v) A consultancy service should be devel opeqkuo 
assist employers in, drawing up job specifica
tions, laying down educational and training 
requirements and wage scales, etc.; and

vi) Studies should be undertaken from time to 
time by the Employment Service to find out 
how employers evenfcuibiiy fill up the circu
lated vacancies against which non-availabi
lity certificates are issued.

?? ht O f ^drplP.G

2.24: .Since the establishment, in 1956, of the Special 
Cell in the BC-ET for the deployment of workers rendered 
surplus from national projects, nearly 37?000 persons 
have been found jobs. It .Las, however, been notiTBed 
that while experienced woikers are rendered surplus 
from one project, other projects are recruiting new

.. ..15
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hands in similar* /categories. simultaneously to the disadvantage 
o f the--re-tr.en.ch.ee s.

2.25 We remommend that the Government should lay down a policy 
under which( except in the case cf unskilled and other low-paid 
jobs) projects should confine their recruitment in the first 
instance, only to experienced and trained suitable surplus workers 
made available from other completed projects by the Employment 
Exchanges. This should not only reduce labour unrest, tut would 
also effect economies by reducing the period for which surplus 
workers continue to be employed by completed projects pending 
their redeployment besides.

Special categories of Applicants 

Educ ate d unemp1 o yed

2.26 On 50th June,1967, there were over one million applicants 
with matriculation or higher qualifications on the registers of 
employment exchanges. Of these, seven lakhs (mostly third 
division matriculates) with no work-experience at the time of 
registration/- sought clerical jobs. As against this, only about 
15,000 clerical vacancies were on an average, notified every 
month. Employment Exchanges, therefore, have difficulty in 
selecting suitable applicants from the almost unlimited supply.
To add to their difficulties, recruitment rules merely lay down 
’matriculation’ as the qualification for Government clerical, 
and allied posts leaving little discretion with the Employment 
Officers to confine their submissions to persons with higher 
qualifications. Employment Exchanges are also not expected to 
overlook the claims of third division applicants who, it is 
contended, can make good clerks .
2.27 We cannot but agree with the recommendations* of the 
Shiva Rao Committee in this respect. We feel that, to improve 
the Service in this field, there is a need for objective 
qualifying tests at frequent intervals„ allowing equal opportu
nities to all registrants to compete. We wish to emphasise that 
unless an applicants’s unsuitability for clerical .jiobs is brought 
home to him in an objective manner as through the proposed tests, 
he will continue to entertain false hopes and will not take 
serious note' ©f\ the employment counsel provided by the Exchanges.

2.28 These tests should be developed and organised by the 
Employment Service with tho assistance of State Education author- 
iteis and Public Service Commissions and in consultation with 
employers in the public and private sectors6 The tests could be 
conducted at district, regional or stale levels. These tests 
could also be organised to meet the .specified requirements.

* Paras 158-165 at pp.70-72 of Report of Training and Employment 
Services Organisation Committee,1954 (reproduced in 
Appendix III) . • . '

tr.en.ch.ee
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of bigger employers in the public and private sectors.

2.2Q: Based on test results, panels of qualified appli
cants should be prepared, keeping in view the/rkely re
quirements over a period of three to six months of public 
sector employers and such private employers as agree to 
channelise their recruitment through Employment Exchanges. 
Th®se who fail to qualify in the tests, even after re
peated attempts, should be specially guided by the Ex
change staff to other suitable avenues of employment/ 
training,

2.30: The proposed centralised tests would, in our
opinion, be economical in so far as they will eliminate 
the cost incurred by individual employing departments and 
private employers in conducting their ov;n separate tests, 
Operational costs at tho Employment Exchanges are also 
likely to be partly offset by a consequential in the 
number of registrants for clerical jobs.

2.31s We are gratified to learn that such tests have 
been organised in Delhi for recruitment against Delhi Ad
ministration vacancies, to tho satisfaction of both em
ployers. and applicants.! Eveh.yfchc.rgh this has been achieved 
in Delhi without any extra cost to the public cxchecquer,
the variety of conditions obtaining in variou s parts of
the country may not always makes this possible

2,3 2: To ensure a satisfactory standard of submissions
against vacancies for typists, steno-typists and steno
graphers, we recommend that Employment Exchanges should 
confine their submissions to previously tested applicants. 
Arrangements for testing proficiency in such trades may 
be made (a) in State agencies already existing for the 
purpose, (b) in ITls which have facilities, (c) through 
other Government agencies which have the necessary equip
ment and qualified staff and (d) through private agen
cies recognised for imparting training in Stenography 
as recommended by us in Chapter "VI*

Bhypic ally Handioappe d
2,33: Even though nine Special Exchanges have been set
up to assist the physically handicapped, we find that 
the placement figures in respect of them remain less 
than 100 per month.
2.34: We should like to stress the need for speedy
placement of disabled, persons not’only on humanitarian 
and social considerations . but also or grounds of their 
potential to add to national productions

2.35: We re co mme nd:
i) The primary responsibility for finding employ

ment for the physically handicapped should 
be with the local Employment Exchanges;

ii) The Regional Employment Officer proposed by 
us should develop jobs and render special
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assistance such as vocational guidance in 
difficult cases;

iii) At State level, the State Employment Exchange 
should he re sponsible for contacts, and job 
development in collaterad-ion with important 
employers and other agencies and for conduct
ing research, occupational adjustment surveys, 
and particularly studies aimed at identifying 
occupations suitable for different disabili
ties; an d

iv) The Government should take steps to promote 
employment of the physically handicapped 
applic&nt$,in establishments in the private 
and p u bl ic sectors.

Oollecti

Employment Market Inf ormati on

2.56s The recommendation of the Shiva Rao Committee 
that ”Th e Employment Service should be the main 
agency for collection, compilation and dissemination 
of all information in regard to the employment and 
unemployment situation and trends and requirements 
of different occupations and industries in regard 
to manpower” has been implemented in all parts of 
the country. All establishnarpto in the public 
sector shibmit returns to the Employment Exchanges.
In the private sector, establishments employing 25 
or more workers supply information relating to em- - 
ployment, vacancies, shortages and occupational dis
tribution, op. prescribed forms und^r the provisions of 
the Employment Exchanges (Compulsory Notification of 
Vacancies) Act, 1959s Similar information is apso 
being collected on a voluntary basis from employers 
employing 10 to 24 persons every quarter and from 
establishments employing 5'-to 9 workers once in 
two years. But the extort of coverage of these sur
veys with reference to the total number of such es
tablishments is not known.

2.57* By March 1967, the programme covered 54,000 es
tablishments in the public sector and 85,000 in the 
private sector with 9-8 and 67 million workers res
pectively. The main gaps and shortcomings in the 
pr og r amn e ar e: -

i) Employment in agriculture sector (except 
plantations) i. s not covered;

ii) Self-employed persons and unpaid family 
worksrs are not c□vere d;

iii) Small establishments in the private sector 
employing less thun five workers are not 
covered;

iv) Employment in construction on private 
account is inadequately covered;

. .18
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v) No information other than that provided by
Employment Exchange statistics is being, collec
ted about the extent of unemployment or under
employment at local, State or national level;

vi) The programme does not provide an adequate
base for projections for manpower demand, even 
on a short-'terip basis;

vii) Establishments from which ‘information is collec
ted are not comprehensively listed;

viii) Staff resources are inadequate, particularly
in the bigger industrial areas;

ix) There is a considerable time-lag between the 
collection of data and the final publication 
of reports at the State and national levels; and

x) .There is inadequate personal contact by the
Employment Officer with the reporting establish
ments at the appropriate levels. This results 
in conceptual, definitional and reporting errors.

2.38s Several steps have been taken recently to
improve the quality and contents cf the Employment
Market Reports and to make them action-oriented and
more useful to vocational guidance agencies0 In. 1966,
information relating to educational qualifications of
employees was collected in selected occupations from
public sector establishments. But legal difficulties
stand in the way of collecting similar information from
the private sectoro

2,39° The programme needs to be developed and streng
thened as fellowss-

i) The list of establishments covered by the pro
gramme should be brought up-to-date every two 
years and in areas of ihtense industrial acti- _
vlty every year?

ii) Sample surveys should be undertaken every two 
years to measure changes in the level of em
ployment in establishments employing 5 to 9 
persons ;

iii) Bata collected through the decennial Census
should be analysed so as to provide benchmark 
information about employment in establishments 
employing less than fi'.fe persons;

iv) Household sample surveys should be conducted 
once in five years to obtain information 
about the self-employed. This will also 
throw up data on unemployment and underrem- 
ployment both in urban and rural areas?

a
. ..19
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v) Employment market information will become more useful 

for purposes of manpower planning and vocational guid' 
ance if information is eol.3 ected on a sample basis 
about other dimensional aspects of occupations euch 
as educational and training requirements9 ranges of 
emoluments earned, transfers and promotions within 
firms, etc;

vi) The periodicity with which EMT is collected needs to 
be adjusted in the light of different economic condi
tions in different areas. Obviously, as EMI is net 
collected for agriculture, there is no point in attempt
ing to collect this information every quarter from 
predominantly agricultural areas, After each census, 
rural areas may be divided into three categories; (a)
agricultural 
tural -to the

to the 
extent

ex'
of

;ent
not

of 90$ or 
less than

more; (b) agricul- 
70$ but less than

90$ and (c) other areas.. In category (c) areas. EMI 
may be collected every quarter. In category (b) areas, 
EMI may be collected annually but also a sample survey 
should be undertaken every two years to determine whether 
the area concerned is growing into category (c). Where 
it does grow7 thus, EMT may be collected every quarter.
So far as category (a) areas are concerned, no EMI need 
be collected but a mid-census sample survey should be 
undertaken to discover whether the are has changed 
character; if it has, periodicity may be adjusted 
accordingly, EMI should be collected every quarter
from all urban 
categories is 
agri culture;

The relevant pereerr age
that of adult population .engaged

for
in

these

vii) A suitable programme should be evolved in consultation 
with other agencies for extent!on of EMI programme to 
the agricultural sector to collect employment figures, 
on a sample basis of agricultural workers with the 
assistance of the Earchayats and district Planning 
authorities;

viii) Special staffing patterns should be evolved for EMI 
work in metropolitan towns;

ix) Studies in depth should be undertaken in selected in
dustries and areas to investigate reported fluctuations 
in employment statistics and for establishing employ
ment-production coefficients and investment-employment 
norms for use in manpower /projections, taking into

account, in particular, the nature and extent of under
utilisation of skills;

x) Employme 
ments at 
the data
nitional

nt Officers should contact reporting establish- 
an appropriate level to check the accuracy of 
supplied and to remove conceptual and defi
ambiguities;

xi) The time-lag between collection of data and its pub
lication should be avoided by providing facilities for 
mechanical tabulaticn at Stare Headquarters; and

xii) EMI reports should be drafted more crisply with em
phasis on action which they ihdicate; they should be 
widely distributed among x^otential users of the infor
mation.
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Vocational Guidance Programme

2.#0: Vocational Guidance is at present being rendered to
the extent possible in all Employment Exchanges,but in 174 Ex
changes and 38 University Employment Information and Guidance 
Bureaux full-fledged programme is being carried out by spe
cially trained staff. This programme consists mainly csf:

i) Group Service: Rendered locally in the form of talks 
to homogenous groups with the object of introducing 
the ;yOurg employment seekers to the world of work;

ii) Individual Service; Rendered by (i) providing Occu
pational information individually to students and 
employment seekers; and (ii) individual guidance to 
fresh registrants and ethers; and

iii) Service to Schools and Colleges; Rendered in the form 
of talks to students by trained Vocational Guidance 
Off ic ers,

2.41: The major short-comings of the service are-as follows:

i) Most of the employment seekers have had no occupa
tional orientation during their educational careeer 
because, about percent of the high schools and 
most of the colleges are not covered by Educational 
and Vocational Guidance Programme. This makes the 
task of Vocational Guidance by the Employment 
Service very difficult;

ii) Employment seekers visiting Employment Exchanges are 
job-centred and they are subjectively less receptive 
to vocational guidance;

iii) The number of persons visiting employment exchanges 
per day is so large as to preclude the possibility 
of efficient individualised guidance being rendered 
to them with the existing staff resources;

iv) A large number of employment exchanges do not have 
trained V0G. officers;

v) The workload connected with registration and place
ment activities at Employment Exchanges has increased 
so considerably over the past several years, without 
there being corresponding increase in the Suaff, 
that Vocational Guidance officers are deployed for 
other Exchange work: and

vi) Adequate tools for rendering guidance service 
have not been prepared.

2,42: We feel that vocational guidance is an integral
part of an employment service and is in-built in the normal 
employment exchange operations. The detailed assessment 
of an individual, the full knowledge of world of work, and 
the matching of the individual with occupations which 
constitute a vocational guidance programme are all envi
saged in registration of applicants, documentation of
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vacancies and matching and submission process at Em- . 
ploymeiit-■Rvcban^es~ We visualise. tn^kr v/i-tb- fche im

plementation of the su^gecticA3 0-m.ade by us elsewhere, 
these processes will also’improve qualitatively. Docu
mentation of particulars of employment seekers would 
improve with the use of interview elds; documentation 
of vacancies?? would improve with meticulous collection 
of employers! job specifications; the quality of 
matching and placement would improve with the use of 
more scientific selection techniques and detailed,pre- 
submission interviews to the satisfaction of employers 
and job seekers. All Employment Officers, in the, 
normal course of their work, are expected to give.guidanc 
and should, therefore, be suitably trained. We recommend 
the following measures for further improving the Voca
tional Guidance Programmes

,.^-'-i) Eor a smooth and planned transition of the
school-leavers from school to the world of work, 
it is necessary that they are given ’’Occupa
tional Orientation” much before they enter the 
labour market. Therefore, the Vocational.. 
Guidance Officers should assist the school- 
authorities. in organising guidance activities 
in the schools and feed the career masters with 
occupational information and career literature;

ii) Since the nature and scope'of vocational guidance 
varies with time and place, efforts should be 
continuously mode to pex’fect techniques of voca
tional guidance in (a) schools and colleges, (b) 
employment exchanges and UEI&CBc, in Indian condi
tions. Therefore, the employment service should. 
conduct experiments in methods and procedures in 
areas whore a sch ool/college guidance programme 
exists and trained staff-is available in collabo
ration with educational authorities;

iii) Work relating to production of career literature 
and andio-visual aids at the State Headquarters 
should be stepped up in quality as well as • 
quantity,' emphasis being placed, on such type of 
literature as would- be useful to students and 
applicants at different educational level and 
special categories of applicants such as, Sche
duled Oastes/Scheduled Tribes, Ex-servicemen, 
Physically Handicapped persons, women and ITI 
trainees;

iv) Special guidance programme should be developed .- 
for certain sections- of the population, such as 
applicants belonging to Scheduled Cast e/Sche Hil
led Tribes, Ex-Servicemen, Physically Handicapped 
persons, Women and ITI trainees; - '
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v) Guidance talks which are the main part of the
group guidance programme at the exchanges, should 
be more detailed, realistic and purposeful. They 
should be based on the experience of the local em
ployment exchange and the employment reports and 
other literature brought out by the State and the 
Centre ;

vi) Arising from our suggestion to hold qualifying/com- 
petitive tests for submission against clerical and 
allied vacancies, a large number of persons who are 
found unsuitable for such jobs will need vocational 
guidance for diversion in other fields. Vocational
Guidance programmes at Exchanges should, there

fore, be strengthened for assessing their suitabi
lity for other occupational fields;

vii) Simultaneously efforts should be made to develop 
skills among educated applicants through the 
training/apprentice ship programmes. To make this 
process smooth the employment exchanges should be 
recognised as the primary source for supply of 
trainees for the craftsmen and apprenticeship 
training schemes; and

viii) Specially designed aptitude tests should be
administered at the employment exchanges to as 
many persons as possible during individual 
guidance interviews before advising them to 
join particular trades and courses.

Aptitude Testing Programme

2.43: On the recommendations of Shiva Rao Committee,
work in connection with the aptitude tests was started 
in I960. In 1963 , a pilot project in the use of 
aptitude tests for selection at the Industrial Training 
Institutes of the DGET, was launched and since then 
the tests have been used regularly Jt selected Ills at 
all recruitment s e During the 1967 ITI intake, aptitude 
tests were administered to 114,398 applicants at 143 
ITIs in 15 trades and 79 percent of the candidates ad
mitted had qualified in these tests. Eor effectiveness 
of this programme please see Appendix TV.

2.44: Work is also in progress for the use of the tests
in the selection of apprentices under the Apprentices 
Act, 1961 .

2.45: Efforts at using aptitude tests at employment
exchanges have so far been focussed on the development 
of a battery cf tests for selection of clerical 
workers and adaptation of General Aptitude Test 
Battery in various Indian languages.

2.46: We find that the work so far has been confined to
..23



ctonstruction find use of tests only in respect of engi
neering trades and only a beginning has "been me-de in 
respect of tests applicable to commercial trades. Apti
tude tests have neither 'been constructed nor used as a 
tool for career guidance to individual employment 
seekers o

2*47: We recommend:
away

i) Time has come to move/from the concept of 
construction of tests with limited applica
bility for selection of trainees for the ITIs„ 
Much greater attention has tc be paid to the 
construction of a test batteries which., could 
be applied for assessment of general aptitudes 
of applicants registering at the employment ex
changes so that they and their parents could 
be assisted in career planning;

ii) The work on existing programmes should be so 
intensified as to improve the predictive 
power of the tests;

iii) Much greater staff and resources have to be 
found for application of aptitude tests at 
Employment Exchanges to assist educated per
sons in career planning;

i v) Aptitude testing should be a continuous process 
at the Employment Exchanges and as already 
suggested in para 2.29 educated persons who do 
not qualify in the competitive test for clerical 
and allied jobs, should be counselled to seek 
employment or self-employment in other fields 
according tc their vocational suitability;

v) Attempts should be made to develp indigenous 
tests to suit Indian genius and background; 
an d

vi) Suitable bests may be constructed say, by the 
end of the Eourtb Plan, with a viev; to giving 
guidance in the choice of career/tgaining 
courses to persons who have passed 8th class 
exanination and register with the exchanges.

Collection and dissemination of Occupational
Inf c/rnation

2.48s The National Headquarters bring out a variety of 
useful periodicals and ad*-hoc occupational information 
suited to the needs of placement officers, vocational 
guidance officers, career .masters and job seekers,as
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well as other publications on particular subjects,' A list 
of publications brought out so far is at A.ppendix V.

@149 A multipurpose dictionary of occupations called
’National Classification of Occupations (NCO)’ (currently 
being’ revised and brought up-to-date) , a number of inter
view aids’ and guidel to studying employers’ job specifi
cations have been published for the use of placement 
offtears.

2.50 . For the use of Vocational Guidance Officers and 
young people, the National Headquarters ha^/e brought out 
a series of publications dealing with occupations: (a) 
’’Guide to Careers”, (b) ’’Occupational Inf or mat ion Pamph
lets” giving careers open at different levels of educa
tion, (c) ’’Occupational Field Reviews”, each providing 
information regarding a number of closely-related occu
pations in selected fields, (d) "Employment Outlook” 
giving prospects of employment in selected occupations.
A booklet called "A Peep into the World of Work” has also 
been produced recently for the benefit of students and 
school-leavers.

2.51 Quarterly and annual bulletins on Job Opportu
nities give information relating to demand and supply 
of employment seekers in professional fields such as 
engineering, medicine, naiural and social sciences’, etc. 
These are meant mainly for university alumni.

2.52 The National Headquarters have studied the 
educational and training requirements of all produc
tion process occupations in 82 industries and of super
visory personnel in 50 industries, all of importance in 
the context of development plans, but reports have so 
far been published in respect of only 11 industries.

2'.53 All India and State Handbooks on training fad- 
lit ies—(institutional and in-plant) are also published, 
with information on nature and type of training courses, 
duration of training period, admission requirements, etc.

2.54 Under the E.M.I. Programme, the National Head
quarters publish All India employment reviews quartet. y 
and annually showing changes :in employment data on the 
occupational structure of different industries in the 
public and private sectors biennially and reports, high
lighting manpower shortages by ^occupations and areas 
quarterly» A useful first au ;empt has been made at'a 
consolidated Employment Hevie v and Manpower Shortages 
Report for tne period 1961-6C. Employment &nd unemploy
ment studies have-also been conducted by FGET and 2' re-' 
ports have so far-'bean produ ced, including two on the 
Pattern of employment am’Urg~ graduates and matriculates 
and . one...on the-Employment of Women in India...



2.55 (p,IcR.T.E,s) has also brought out valuable pub- 
locations designed to improve the operational effici

ency of employment exchanges in the shape of handbooks 
on Evaluation", Employers Relations, Job Specifications, 
Physical Remands of Occupations, Interview Aids, etc. 
The quarterly C.I.R.T.E.S. News Letter.is a commendable 
effort to. communicate with Employment Officers on 
matters- relating to the- improvement of organisation, 
methods and procedures at employment exchanges.

2.56 At State levels, besides Quarterly and Annual 
Employment Reviews and Shortage Reports and biennial 
reports on the occupational structure of different in
dustries. useful publications have been brought out on 
the employment pattern in certain areas end of specific 
categories of applicants. Most of the UEI&G-Bs are 
bringing out periodicals • on students guidance and infor
mation, while some have published handbooks for graduates 
and post-graduates in different subjects for the bene
fit of students and job seekers.

2.57 By and large, however? although the Employment* 
Service has brought out such a variety of occupational 
information, there has not been the same attention to 
disseminating it to different users and explaining to 
them how it can be used by them. Most publications 
have remained unrevised and have become out of date.
We also notice that litcle, if any, literature has-been 
produced for use by employerso The value of some publi
cations like Handbooks on Training Facilities, is re
duced by considerable delays in bringing them out, Many 
publications are cyclostyle!, poor in get up and .diffi
cult to read.

2,53 We recommend

i) An adequately staffed section be sot up in 
the CIRTSS. to deal with the collection of - 
occupational information and research on 
occupational class!fication;

ii) The material already collected regarding 
the educational. and training requirements 
of occupations in industries should be 
brouglit up-to-date' and published. The pro-

-- ject should be extended to cover other
industries and services such as the Railways,
P & T, Eefence, etc.? highlighting entry 
occupations, their performance requirements 
and channels of promotion;

iii) Special panphletn for the guidance of persons '
...... interested in self-employment shpuld be pub- - "
----- dished; . - -7 .

I
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iv) A new series of'career pamphlets mainly pic

torial in style, each giving information 
about a group of broadly related, occupations 
such as, Work with People, Work with Machim, 
Work in the Open Air, should be publish edjgSur 
the benefit of school leavers and rural ytuth;

v) Occupational, field reviews should be prepared 
with emphasis on new industries and fields 
such as petro-chemicals, atomic energy, elec
tronics, etc;

vi) Considerable stress should be laid on the ex
tension and revision of the Career Information 
Series of publications detailing job openings 
for different levels of education and specia
lities;. ;■

vii) Attention should be given to preparation■ and •
• dissemination of occupational information for

use by special groups of workers, such as 
women, ex-servicemen, physically handicapped 
and ITI trainees;

vi.ii) A Career Information Section should be But up 
at the National Headquarters to obtain copies 
of career information produced by other- 
national agencies and at State and local level c 
and act as a clearing house for passing worth
while information to State Directorates and 
other interested agencies. A Central Coordi
nation Committee for occupational information 
may be constituted;

ix) Career Information Sections should also be es
tablished at State Headquarters, for collecting 
local occupational information directly or 
through exchanges and for processing and feeding 
it back to the local units. Similarly, indi
vidual Employment Exchanges should aq so collect 
and disseminate occupational information of 
greater importance at the local level;

x) As part of its consultancy service to employers, 
occupational information should also be pro
duced for use by employers and entrepreneurs

. e.g- on the location and manning of industries, 
methods of recruit Lng'of personnel, solving 
manpower problems, establishing career develop
ment schemes, etc;

xi) Literature should be drafted and designed, on 
Contract basis, by pier sons with journalistic

.... experience to ensure greater appeal to readers. 
.This will result „in 'economy, and obviate the.--'
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need to appoint a large 'staff which cannot he 
continuously kept busy;, and

xii) It is essential that adequate printing facili
ties should be provided at the National Head-

• quarters of the Employment Service.

Stati stir s

2«59 Employment Exchange statistics collected through 22 
statistical, returns prescribed by the National Headquarters 
provide serial data by areas and occupations regarding un-' 
employment trends; characteristics of the live register; 
demand for manpower; shortages and surpluses; job.require
ments; wages offered; hiring practices and employers8 pre- • 
ferences. This information, and that collected ..under • the 
E.M.I. programme, provide, the most important sources of 
data relating to manpower! is being collected and pro
cessed w>^ro.ut--qmuelbxt^^ &n abstract of employment
exchange statistics is published at the end of each month, 
and an annual, abstract of these figures is included in 
the report of the EGET submitted to the Parliament in the 
budget session. •

2.60 The programme suffers from, the following weaknesses5

' ... i) Inspite of the vast effort that goes into the
...collection of statistical data, most remains un
published; •.

ii) little attempt has been made to analyse the data 
so as to highli^ct the success or failure of the 
various aspects of employment exchange work, i.e,

. rate of placement of various categories of 
workers; extent of the use made of the Employment 
Service by different industries or in different 
areas; changes in the characteristics of appli
cants and demands; work done in vocational 
guidance; vacancy and labour clearance, etc.; and

iii) Present analyses do not bring out, for parents,
employers or administrators, the vital role.which 
can be played by the Employment Service in the 
utilisation of human resources.

2.61 We recommend

"T)~dEmployment Exchange data should be analysed keep- 
inghLn. mind the specific needs, of the manpower 
planner, the vocational guidance officer and the 
employer; . - - •
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National 
Head— 
lu art ers_

ii) The data collected should he analysed in depth 
in respect of various types of employment 
seekers and demands;

iii) Mere of the information collected should he 
published;

iv) The Employment Service may, either itself or 
through the University Grants Commission or 
with the help of the educational and research 
foundations, institute fellowships for Indian 
and foreign scholars to use Employment Service 
data in research on employment and related 
pr o bl ems ;

>
v) Special arrangements should le made for train

ing exchange staff engaged on statist!call work, 
particularly by means of literature for pro
grammed learning; and

vi) The recommendations made elsewhere for provi
ding facilities for printing and mechanical 
tabulation of data are re-emphasised in this 
connection.

Issue of Instructions

2.62: Permanent instructions relating to the policy 
and procedure and day-to-day working of the Employ
ment Exchanges are embodied in the National Employ
ment Service Manual (N.E.S.M.), Volume I and Volume 
II o New instructions are communicated to Employment 
Exchanges through Employment Exchange Minute (E0E6Ms.) 
once a month. Special Minute are issued in urgent 
cases. "

2,63: A number of EoE.Ms. have, however, been in 
existence since 1959 and were not incorporated in the 
N,EeS„M. when revised in 1965» The co-existence of 
these E.E.Ms. and the Manual has, in certain cases, 
resulted in inconsistencies®. Many E.E.Ms. are 
rather lengthy and verbose.

2.64: We recommend:
* «!»

i) All E.E.Ms. should be examined and those of 
a permanent nature should be incorporated 
into the N.E.S.M. once in three years. A com- 
prehensivo irdex should be added io the • 
Manual;

ii) Operational Instructions' should bex written 
in brief and clear language; and

iii) To help the staff in understanding the'parti
cular Job on which they may be engaged,brief

., . 29
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* consolidated instructions may be issued in
■ 1 a series covering different aspects of work,

* e.g. (1) registration, (2) submission, (5) 
maintenance of registers, (4) compilation
and maintenance of statistics, (5) maintenance 
of employers’ register, (6) follow-up, (7)Voca
tional Guidance, etc.

« 2/65; It will, we expect, be possible to revise,the
N.E.S.M. more frequently by issuing amendment' slips

» or by replacement of pages, once printing facilities
have been provided at the National Headquarters, as

* suggested elsewhere.

State 2.66; State Directorates often issue their'own in-
Head- struct!ons in communicating matters of policy^or
quarters: procedure initiated by the State Governments.. In

other cases, in the process of re-writing the National 
instructions, the gist of the original is lest or the

■■ emphasis altered. Whenever need is felt, to issue 
State instructions in the light of local circumstances, 
the State Directorates should inform the National 
Headquarters immediately; where any modification in 
principle or policy is involved, the National head
quarters should be consulted in advance. This will

k help in maintaining national standards and avoiding
conflicts between national and State policies and

* procedures.
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CHAPTER - III

FUTURE DEVELOPMENT OP EMPLOYMENT SERVICE

• a nr ow er Service

3.1 Like other developing countries, India also 
suffers from a paradoxical manpower situation of sur — 

co—existingpluses in certain categorie 
with shortages in others.

of workers
or a determined fight 

against unemployment and under—employment prevailing 
in the country, there should he a we.Ll-defined national 
policy on employment laying down short and long-term 
objectives and a- well-knit institutional frame-work 
for developing in terms of the objective of a' full- 
fledged manpower programme includings

a) Assessment of the existing manpower situation;

b) Forecasting manpower supply and demand;

. o) -Development of human resources; and

d) Etilisation/distribution of human resources, 

a) RaD^.uwit_af_the_euls;fiagEEtapcj^er_s,Etaetlop.

3.2 '^hile under-employment has been estimated in the 
14th round of the National Sample Purvey, estimates of 
theznumber of those unemployed in the country are based 
on vi) the decennial 0ensu3 reports produced by the 
Registrar General of India, (ii) the National Sample 
Survey Reports of the government of Indict, and (iii) 
the Employment Exchange statistics.

3.3 Unfortunately, estimates of unemployment prepared 
on the basis of the three sources mentioned above have 
proved to be unsatisfactory for one reason or another. 
The Census estimates are admittedly too low and have 
not been accepted for purposes of manpower planning. 
Apart from the quantitative uncertainty from which 
they suffer, the N.S.S. estimates are not very useful 
for a manpower planner on account of their qualitative 
limitations. For instance, they do not give a precise 
idea of the volume of unemployment by sexes and age 
groups, among various categories of workers like the 
professional and technical; educated; production process 
workers; service workers; unskilled workers; etc. 
Moreover, the N.SrS. estimates yield information at the 
State level and are, therefore, not useful for planting 
action against unemployment at the district level, 
lastly, these estimates are made available after a
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time-lag of about two years which limits their use 
fulness in planning corrective action.

3.4: ' ' The Live Register figures of the Employment Ex
changes could give a monih-no-month serial picture of 

.unemployment down to the district level. by occupa
tions, Since registration is voluntary, the live re
gister figures could be used for estimation of real 

.unemployment in the sountry only after applying cer-' 
tain correction'factors. Allowance should be.made, 
on the one hand, for unemployed persons who have net 
registered themselves with the employment exchanges, 
and on the other, for such employed persons as may have 

• registered with' employment exchanges for better jobs. 
Estimates of unemployment based on t'he Live Register 
of Employment Exchanges, after applying these correc
tion factors, happen to be higher than the estimates 
based on the N.S.S. reports and 0 asus figures. ■.

3«5: The difference in the estimates of unemployment 
based on the figures ofN.SaSe and P.G-.E. 1 T. will be 
seen from the following table .

u

Table 7

Estimates of number of unemployed in urban
a yeas (OQQs) ' ; i ■

Perio d
Direct estimate of 
number of unemploy
ed persons from

Jo^S.

Corrected estimate of . 
number o f unemployed 
from registration date 
of employment exchanges

’ (DOST)

1961 790 2,895 ' ;

1963 545 2,482

3.6: The wide divergence in the 
partly explained by the existence 
tual and definitional differences

above figures is only 
of certain concep- 
(wh i ch v'f e le am - a re 

being received) and efforts continue to ascertain the 
exact reasons for the divergence.

3«7s Further, according to the Planning Commission, the 
extent cf unemployment in •'•he country has bean estimated 
at 7 million in 1961 and 9 to 10 million in 1966.

• • Q U,
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Labour 3.S Under these conditions, the need tt» measure un-
Force employment and ■ under—employment cannot he over-empha-
SurveysS sised. Short of a census in which wrong-reporting

would he punishable by law, the only other alternative 
is a full-fledged nationwide labour force survey which 
needs to be conducted as early as possible. It should 
be held in 1968- or 1969 to provide benchmark data at 
the beginning of the Fourth Flan, and also to have a 
measurement of.unemployment at a distance of about two 
to three years from the census. Thereafter, there 
should be a similar survey in the fourth and eighth 
years of each census decade. T’ne survey should be 
on a sample basis and the size of the sample should 
be such that it may yield ^alid estimates of unemploy
ment at the district level-by occupation, industry, 
educational level, age and sex. In o.ur opinion, the

• . • best arrangement would be to have this special survey
conducted by the Registrar General organization (which

i has set up permanent organization In the States).
Results of the survey should be made available within 
six months of its completion. To ensure this, we 
suggest that the datai collected may be processed in 
the UQ-ET. If for any reason the Registrar General 
cannot undertake this survey, then the original 
as well as repeat surveys may be undertaken by the 
DG-BT „ Such cur veys coupled with the employment, ex
change statistics and the results of the studies of 
pattern of employment among educated persons recommended • 
hereafter should provide a fairly accurate idea of 
the employment situation. It may be emphasised here 
that 100 per cent accuracy in measurement of unemploy
ment is not possible in our country and it need also 
not be attempted. We should be quite content with 
figures which may have oven a ten per cent error.

3.9 Iru addition to the above, ad-hoc labour force 
surveys should also be conducted, as and when required, 
to ascertain the nature and extent of particular 
problems of unemployment such as nature and extent 
of surpluses ard shortages of manpower, iin the sensi
tive and depressed areas in the country.

Skill. 3.io Sc far, the schemes for development of skills
Suyygyfl & among rural youths have lacked direction and content
Ixainiilg mainly on account of absence of precise knowledge

"\about <a) the nature and type of socio—economic changes 
kuxygyg affecting the rural scene; tb) new types of skills.

-bracLuireq fOr development of rural aroa3; (c) avaiilabi-- 
lity'k'ff.surplus manpower by educational standards, 
etc. To prepa-re schemes for mopping up the unemployed 
as well as to provide goodSs or services needMfn parti
cular areas, it is essential that- the Employmont Service 
should Oouduet Sifiiq.. Surveys and Training Reed Surveys
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in selected rural and urban areas from time to time. 
This will help the National Employment Service in 
developing a foresight into new jobs a^d their patterns 
for purposes of determining educational n^eds and 
guiding the training programmes in demand occupations/ 
industries. During the fourth Five Year Plan, the 
Service should conduct a pilot study in three urban 
areas and one rural area in each .of the five zones

Pattern 
of Em
ployment 
amongst 
eduo ated 
person^”"

Iuy^st- 
menT ~ em
ployment * 
coeffici'E
enrs...

?or undertaking such surveysto perfcothhe technique 
in future

3.11: • Changes in the pattern of employment among
matriculates, graduates and post-graduates of sll 
specialities including technical, should be studied 
on a continuing basis by the National Employment Ser
vice with the cooperation of the educational and 
university authorities and the University G-rants Commi
ssion. The first of - such a study has already been 
taken up by the Directorate in which employment pattern 
among engineering graduates of 1965 and 1966 is being 
measured an over the country after a pilot study had 
been made in. Roorkee Engineering University of employ
ment pattern'among the graduates of 1963? 1964.and 
1965 co harts,. The scope of these studies should be 
widened in due course' to cover the mobility patterns 
as affected by wages and distances and nature of jobs.

3» 12: ' .Another majcp/field in which Employment Service
should, extend its ac+ivity is to conduct surveys of 
the structure of employment in selected promising in
dustries for determining investment-employment and em
ployment -output relationships to provide material for 
forecasting future manpower needs* A welcome debut 
has already been made in this behalf by undertaking a 
survey of the coal industry in 1967. Proposals 
also there to study the Transport and Machine Tool 
industries which we recommend should be vigorously 
pursued. In the an elysis of the data, the assistance 
.of other interested agencies may also be taken*.

3.13: ■ The Employment Stivice should prepare occupa
tional composition patterns by sizes of establishments 
in respect of industries which are important in the 
context of development envisaged under the plans. This 
information will be useful to manpower forecasters and 
entrepreneurs.

Manpower 
Pact Books

3.14: A Manpower Pact Boo’fc has already been prepared
for the Union Territory of ^elhi with the assistance of 
the CIRTEt?. V e feel that hois activity should be ex
tended and if should be mad 5 the primary responsibility 
of the Employment Service t: compile and maintain, at 
±h.e,.dl.strict, State and national levels, facts relating

...34
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to all aspects of current and developing manpower 
supply and demand position and publish the same in 
the^form of District, State and National pact Books. 
This activity should be coordinated with work in 
this field being done in tho Institute of Applied 
15 anp ov; er Research.

Annual 3.15: Unemployment is one of the most difficult/'.
Report problems facing the country. The Parliament i s-bes-
on Em- towing more and more attention to this problem.r 
ployment During 1957, 119 Questions were asked and twelve cut

motions moved on the subject. In the annual report 
of the DcGr.P. & T. presented to the Parliament some 
Employment Service Statistics are given , The subject,

' is, however, important enough to attract much greater
attention of the Government and deserves to be dis
cussed more thoroughly in the Parliament and in the 
Press. We, therefore, recommend that the D.G.E.& T. 
should prepare ’’The labour Minister's Report on. Em
ployment” for submission to the Parliament every year,

■ . in the budget session. This should be a comprehensive
document on the operation of employment Market during 
the preceding 12 months and should indicate the pros
pects and programmes for the future.

b) zL0-e Rast ing. >°W-e?P PP^-y ari^ Demand:

3.16: Forecasting manpower supply and demand by sex, 
areas and periods of time is a recognised need of a 
modern society! However, owing to certain uncer
tain factors, it is net always easy to make reliable 
forecasts of manpower in developing countries. More
over, a competent administrative machinery for under-

coni inuous and global basistaking this task on 
not easily set up, Facilities for educational and 
training facilities have expanded much during the past 
three Five Year Plans. By early 1968, it became*- 
apparent that whereas too much has been done to pro
duce certain categories of workers, enough hasn not 
been done in the case of others. The reason is that 
it has not been possible to make global and regional 

in respect of needs of ' 
in ail spheres of economic,

forecasts, in good time, 
various types of workers,
scientific and industria l'development,

5.17 s Work relating to forecasting of manpower re
quirements began in the country in 1949 when the ' 
Scientific Manpower Committee made forecasts about 
the scientific" and technical
the period 1949-59. Thnn in
Personnel Committee pro laced

manpower requlred during 
1956? trie Engine ering 
estimate?, of requirements

of engineering personnel, during the Second Plan period

.. . .55
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Another attempt in this direction was made by the 
Working Group on Employment and Training appointed 
by thfe Ministry of Labour and Employment in collabo-

- • ration with the Education Division of Planning
Commission in 1965 to assess the requirements of 
technical manpower for the Fourth and Fifth Flan 
periods.

5.18:" On the eve of the Fourth Flan, the position 
is that the Directorate of Manpower in the Ministry 
of Home Affairs deals with forecasts and studies re
lating to high level managerial and administrative 
and technical manpower in collaboration with the 
Ministry of Education, c the Council of Scientific 
and Industrial Research, the Ministry of Food and 
Agriculture and the Ministry of Health. The Insti
tute of Applied Manpower Research also assists by 
making studies in depth. In respect of other cate
gories of workers, it will thus be seen that much 
lee-way remains to be covered before firm and re
liable forecasts could be made, on a continuing basis, 
of manpower requirements by areas, sectors, industries 
or occupations and for different periods and points 
of time; • ’ •

5.19s We recommend:

• i) Work relating to manpower planning and fore
casting in'respect of higher categories of 
scientific, managerial and technical per
sonnel is of a highly complicated and sophis
ticated nature requirii^ thorough background 
knowledge.in the concerned fields. While, 
therefore, the Directorate of Manpower in the 
Ministry of Home Affairs, in collaboration 
with the Ministry of Education, the C.S.l.R. 
and the Ministry of future and IAMR,
etc.? may, for the time being, continue.to 
study and forecast the supply and demand of 
specialised manpower, the DGET should be 
made responsible for this work in respect of 
all other categories of workers;

'J ii) As suggested by us earlier, a Manpower Divi
sion headed by an Additional Director with

' adequate supporting sta.Wf, should be set up
.... at the national headquarters. It. should in the

initial stager carry out .research in the methods 
adopted in other countries for manpower’

-—- forecasting and budgeting. We hope this
—division,will be able to develop, say

.;;.56



by 1970, techniques suitable f or-application 
in this country and should be ini a position-t-o 
make some shortb-term and sectoral forecasts 
during the Fourth Flan period itself?

iii) After these short-term forecasts have been
tried and tested, we feel that this division 
shall have acquired enough experience and 
skill to make long-term foreeasts. Thus by 
about 1975,.the division should be ready to 
undertake completely the task of manpower 
forecasting and budgeting, on a continuous 
basis for public and private sectors. Adequate 
staff resources should be provided for this;

iv) Steps are also required to be taken in advance 
to have the officials at the national head
quarters properly trained in methods and 
techniques of manpower forecasting and bud
geting (a) in other countries, and (b) by 
arranging for experts from international 
agencies to work in the country;

v) This division should serve as ufehe secreta
riat for thr preparation of the labour Minister 
annual report .to the Parliament on employment 
situation.; and

vi) Manpower work in the Employment Service in the 
States should be structured on the same lines 
as at. the Centre.

e )

3.20 While the development of all kinds of skills 
may not, in all. cases, be the direct responsibility 
of ai manpower agency, it is the primary function
of such an agency to advice all branches of adminis
tration responsible for evolving and executing 
policies regarding, educational, professional and 
technical courses, we have already emphasised the 
steps which: need to be taken to develop the Employ
ment Service as the agency to give this essential 
advice and in form a-ti on at the appropriate time.
To the extent thn Employment Service can play this 
role, tne task oi' developing skills both in terms 
of quantity and quality, will be rendered easy.

3.21 Another important suggestion which we have •
already made in paras 2.40 2.58 and which in '
our opinion will go a long way towards assessing the
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•^developmendr-of .required . skills is to strengthen and expand 

adequately- the Vocational .Guidance service* It is essential 
that human material should he selected for various training 
courses and job opportunities on the basis of its predilections 
and aptitudes. An efficient Vocational Guidance service will 
help in directing work-seekers towards fields of employment 
where they will not only find maximum job satisfaction but 
will also succeed in developing their skills and maximising 
production. Special efforts should be made to guide youths 
with exceptional brilliance and -promise towards educational/ 
'training courses and jobs suitable for thorn.

Utilisatipn_ of humari resources. \

3.22 We have already emphasised the selection and placement 
and labour clearing functions of the Employment Service. It is 
not difficult to visualise that the Employment Service 
operations suph.as assessment of the employment situation,
'forecasting of manpower requirements7 development of skills, 
ail load to better utilisation of human resources. The greater 
the degree of probity and- impartiality with which the 
Employment Exchanges sponsor work-seekers on the basis of 
merit, and job requirements uninfluenced by reasons of race, 
religion caste, sex, descent, place of birth and residence, 
the better will be their utilisation.

3.23 We would here like to emphasise an important aspect of 
work relating to deployment of surplus workers from national 
projects into suitable alternative employment. As mentioned 
earlier in para 2.25, the success of the Employment Service in 

this field has been quite significant. However, we suggest that 
the Inter-Ministry Co-ordinating Committee that assists the 
L.G-.Ee&T in this matter should be empowered to lay down mandatory 
policies and procedure fcr deployment of surplus personnel.

3.24 Demand has been made by Some quarters that, to ensure a 
planned distribution of manpower, it should be compulsory for 
the private sector (even as it has been done<in the public 
sector) to fill its vacancies through the Employment Service. 
We feel that though there may be no objection to the 
introduction of such compulsive elements in the days of 
national emergency, yet in normal, times, the most desirable 
thing would 'be for the Employment Service to render quick
and efficient. service to ettrsat the.private sector to make 
Xnoreaseo. use o*. Sif*- ’ •• * • *■

. .38
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3.25 The success attained of the employment market' 
information programme is, to a very large extent, 
due to the B.E.(CNV) Act, 1959. We, however, find 
that the existing provisions of the Act only permit 
collection of only a’ limited information about vacan
cies occurring and persons employe!. We feel that
it is time that the Act be suitably amended to enable 
the -Employment Service to collect from employers not 
only fuller information regarding manpower demand, 
i.e. all vacancies occuring in establishments irres
pective of their nature, duration and emoluments 
but also to obtain from them additional information, 
relating to all employees, such as, their distribu
tion by education and training levels, wage and age ■ 
groups, turn—over rates, absenteeism, hiring practices, 
commutation patterns, etc., as may be required, from 
time to time, for manpower planning purposes. In 
the interest of quality and comprehensiveness of 
the information, it would further be desirable to 
widen the scope of the Act so as to cover all estab
lishments (it applies at present to establishments 
employing 25 or more workers) in-the private sector.
The Government should be authorised to prescribe, 
from time to time, the size of establishments to which 
the Act may apply.

3.26 We recommend that early steps should be taken 
to amend the -law to remove these limitations.

bpbJbjqlty . - <

3.27 If an attempt wore made to highlight the’achieve
ments of the Eatior-aX Employment Service in. India*, 
the following would find an outstanding place among, 

it hem*

i) The net-work of Employment Exchanges has already 
'^praad__to all cities and even to some rural 

areas and it is smill expanding. Employment 
Information and Guidance Bureaux-are functioning' 
in half the ^r-'xmJbar^'af'liiiiversities . The -Service 
has on its re misters particulars of about 2.8 
million job—s aekers. It, succeeds in filling 
nearly 5 lakh vacancies per year- of which more 
than half filled by professional, technical, 
trained and educated workers;

1 ' a -f af ' : / : '
■ — ■. »-«j - •> n ■ • .- a 1 .. ' '

z •

r •-



- 39 -

ii) It is the only agency of the Government-‘which 
resettles persons rendered surplus from the 
defence forces and civil jobs, the physically 
handicapped, displaced persons from East 
Pakistan and repatriates from Burma-, Ceylon, 
and East Africa;

iii) It has standardised nomenclature and defi
nitions of about 3,600 occupations and-is 
carrying on research on a continuing basis 
identifying new occupations and changes -in 
the contents and structure of occupations;

iv) It imparts vocational guidance to educated 
persons entering the world of work and for 
this purpose, has published a large number 
of guidance books ana pamphlets;

v) It collects information about the occupational 
and industrial disposition of the work force 
from about 150,000 establishments every quarter 
and in the process, has become a store house 
of vast and varied data about the employment 
market in the country;

vi) The atta p rodu oed_ by the Employment Service 
form the moat important, if not the only 
source of information for discussion on many 
facets ef the employment problems facing- the 
country and for formulation of State policy 
o$ employment; and

vii) The Employment Exchanges succeed in arranging 
for the geographical mobility of 255000 per
sons per year from one area to another. s’

• /

3.28s There are many other items which have not been 
mentioned for-reaecns of brevity, but even the achieve
ments of the Employment Service mentioned above would 
clearly indicate that during its brief life of about 
two decades, it has ' sueceeded, to a very significant 
extent?, in organising the labour market in the country.
And is indeed developing as a full-fledged manpower 
agency in the modern sense. But many of the parlia
mentarians, legislators, administrators, businessmen, 
political parties ani even universities and research 
scholars are not aware of what is being done in the 
Employment Service and co not know of the vast material 
for research in manpower and employment matters -that 
it can offero

3.29: The general-publi c and notedly the intelligentia 
are not avzare of the scientific and technical developments

- 1. .40
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of the Employment Service and its tradition-al image 
of being a mere employment finding agency for the 
jobless (particularly the unskilled) still lingers#
This is due to an inexplicable lack of publicity of 
the work of the Employment Service. V/e feel that 
this hiatus should be filled up by recognising the 
importance of continuous publicity of the facilities 
available, functions performed and data collected by 
the Employment Service. A sustained publicity of the 
activities of the National Employment Service through 
various publicity media will improve public co-opera
tion in studies and surveys undertaken and enhance 
the’chances of success of programmes such as vocational 
guidance, counselling, etc. The division proposed to 
be set up at the national headquarters to deal with 
industrial services and job development should be 
made responsible for organising publicity. Work on 
similar lines should also be organised at the State 
level. Wq recommend that adequate funds should be 
provided for this purpose.

3.30 Our recommendation here need not be confused 
with what we have said earlier about the issue of 
advertisements by the National and State Headquarters 
regarding vacancies and applicants. The purpose of 
the advertisements is only to improve the placement 
work of the Employment Exchanges.

3.31 W0 feel that if emphasis is apportioned on the 
programmes undertaken by the Employment Service and 
also some of the gaps in its?- functioning are removed, 
the Service could move' forward with a- greater unity 
of purpose towards its new role and concepts, when
it would claim a place among the foremost employment 
services of the world.

/
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CHAPTER TV

EUiTCTIOPAL ORGAPISATP ON O P IM PL OEM EHT SERVICE

4.'1: We now propose to examine the organisation of
the Employment Service at the Centre and in the 
States and see how it is to he strengthened to should-

' •' er its giving responsibilities.

Central 4.2: Th e director ate is responsible for assisting
Set-up: the Director General ini

i) Policies, procedures, standards and
programmes 5

i i) Evalua ti on; ;

iii) Providing leadership and guidance in:.

a) Vocational guidance and occupational 
counselling and aptitude tests;fc £

b) Occupational information and research; 
and

c) Collection and dissemination of Employ
ment Market Information and in conduct 
of special surveys and studies;

iv) Staff training;

v) Vacancy and labour cleaning operations 
at th e n ati o n el le vel;

vi) Employment Exchange statistics and census - 
of Central Government employees;

vii) Redeployment of surplus personnel; - ;

Viii) Rehabilitation of repatriates from Burma.,
• oeylon and Bag t P&kistan immigrants; and

ix) Administration of the Gorakhpur Labour
x Depot„

• • .42
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4.3: The Directorate is divided into six divisions, 
viz., (1) Manpower, (2) Vocational Guidance, (3) Em
ployment Policy and Procedure, (4) Statistics, (5) Re
settlement o f repatriates and migrants, and (6) Central 
Employment Exchange. The first three divisions are 
headed by Deputy Directors, divisions 4 and 5 by 
officers of the rail: of Assistant Director an4 the 
Central Employment Exchange by an officer of the 
status of Sub-Regional. Employment Officer. Current 
organisational chart of the Directorate is at 
App en di x VI.

4.4: The past few years have a considerable
development both in the quantity and the quality of 
the work in the Directorate but:

i) a commensurate expansion in staff re
sources to-meet the growing demands for 
information of various kinds being made on 
it has not taken place;

ii) Officers have had to be switched from one
specialised job to.another according to need, 
so that there has been discontinuity in some 
of the programmes;

iii) Important surveys and research in manpower
information and Employment Exchange procedure 
have had to be postponed;

iv) The essential work of issuing Career Guidance' 
literature has not made adequate progress and 
no career pamphlets .have been revised for 
over a decade;

v) Severaq sanctioned pests have remained un
filled for lorg periods resulting in lack 
of vigour in some of these programmes.

vi) Lack of printing facilities has caused de
lays in publication end reduced the value 
of research work at Headquarters;

vii) Evaluation of Employment Exchanges by± the
'---Centre and inspection by the States have 

not been conducted in depth and often not 
- as f reque nt ly as ne c 3 s cary;
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viii) It has not been possible to effect much- 
needed reforms in methods of vacancy and 
labour clearing; and

ix) Manpower budgeting' and forecasting, job 
development and industrial service had 
to be neglected.

We feel that the Directorate needs consi
derable strengthening not only to remove the weak
nesses mentioned in the previous paragraph and else
where in the report, but also to meet the new • 
demands and challenges. Wen a new item of work is 
sanctioned., the resources needed for it should be 
calculated and authorised in advance.

4.6: In the light of the additional heavy res
ponsibilities, both technical and administrative, • 
that will, devolve on the Directorate flowing from 
our recommendations, we suggest that the directo
rate should be re-organised and strengthened as 
follows: -

i) The Directorate should cover the follow
ing el even fie 1 ds; -

M) Manpower Budgeting and forecasting;
(2) Employment Market Information;
(?) Surveys and Studies?
(4) Statistics;
(5) Vocational Guidance and Aptitude Tests;-
(6) Occupational Information and job 

analysis;
(7) Industrial Services, Job Development and 

■ Publicity;
(8) Policy and procedure;
(9) Evaluation, and Development;

(10) Labour and Vacancy Clearing and deploy
ment of surplus persons and Centralised 
advisegments; (11) Administration:
(See Appendix VII)..

" •...if) The Manpower Division should be headed by
an Additional Director and each of the

.. .44
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other divisors should be headed by a Deputy 
Director assisted by adequate number of • 
Assistant Directors, Senior Research

1 Officers, Research Officers, Employment
Officers, Investigators, etc. Another

1 Division under a Deputy Director will be
required to be created for unemployment in
surance when the scheme is sanctioned; She 
Administration division should be headed 
by an Under Secretary;

iii) There should be an Addition Director over
: each three Deputy Directors;

iv) Research on organisation and methods;
staffing patterns; preparation of guidance 
literature; and interview aids and classi
fication of occupations should be handled 
by the CIRTES. Research on manpower 
planning and forecasting and related sub
jects should be done in the manpower divi
sion of the Directorate; and

v) Printing facilities should be provided in 
the Directorate as a matter of urgency.'

4.7: The Service has undergone a considerable change
from a mere placement agency to a full-fledged man
power agency. The Ministry of Labour has already 
emphasised this aspect before the Administrative Re
forms Commission and has proposed that manpower 
planning and forecasting? presently being done in the 
Manpower Directorate in the Ministry of Home Affairs

, should be brought within the purview of the DeG.E.T.
Our views in this behalf are contained in paragraph 
3.19(1)ant e.

Central (a) Training
Institute
for Re- 4.8: To ensure uniformity in procedures and to aro
se arch & mote professional efficiency and high standards of 
graining public service throu^iout the country, the Central 
in Employ-Institute fcr Research and Training in Employment

me nt Service was set up in 1964* It has proved to be of 
Service great value in promoting knowledge and understand- 
COIRTES) ing among Employment Service personnel in the

....45



States. 317 officers have been on regular '
training courses or on seminars Jupto December,1967.
20 officers from foreign countries have also re
ceived training. Even so, the Institute has 
been able to help less man one—ohir-d ox one total 
strength o f Employment Officers in the country and 
it has not been able to ensure adequate follow-up 
throu^ "regional seminars and courses.

4.9: We recommend:

i) Training activities of the Institute
should be considerably expanded so as to 
enable it to provide induction and re
fresher %. training to all the officers 
of the Employment Service as suggested by 
us in this report;

ii) Adequate resources in money and personnel 
should be provided for holding regional 
training courses and seminars for the bene
fit of both junior and senior staff in the 
States;

iii) Provision should also be made for suitable . 
hostel accommodation for trainees, with 
special arrangements for foreign and lady 
trainees;

iv) The supply of training material to States 
also needs to be stepped up considerably;

v) The Institute should also publish programmed 
learning material which can be used by 
fresh entrants to the Employment Service 
fcr self-teaching;

vi) Training courses for staff trainees and 
subject matter specialists should bej 
organised;

vii) Special emphasis should be laid on
training in selection and interview tech
niques; and
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viii) Particular attention should be paid by Head
quarters training staff to critical studies 
and experiments of their own in such tech
niques and to intensive training of selected 
staff from the States to guarantee a High- ... 
standard of cieoentialiced practical training 
in local languages.

(b) Research

an
patria-

tes

4.10: Considerable research wo rk has been done in the
field of Employment Exchange procedures, including work 
simplification (O&M) and several useful publications 
brought out. Publications concerning -‘raining and edu
cational requirements in industries have been a note
worthy achievement, A study, of employment in Coal • 
Industry wag also undertaken. More and more conti
nuous research needs to be done. The Institute should 
function as the agency for the preparation and develop
ment of tools and techniques for use in. Employment Ser
vice. Certain work of this nature being done in other 
divisions should be transferred to the Institute along 
with the staff engaged on it and additional resources 
in staff and money may need to be provided.

\ * >

4*11 s With the expansion of activities of the Insti
tute, as proposed above, in willtoecome necessary to 
create a whole-time post of Director for the Institute 
in the grade of the State Director of Employment assis
ted by a Deputy Director .

Resettle-4.12: A temporary post of Officer on Special Duty of 
mg nt ,pf the rank of Assistant'Director and another of Sub-Re- 

gional Employment Officer have been created at Head- 
quarters in order.; to deal with the problems relating 
to resettlement of migrants from East Pakistan and re- 

e patriates from Burma, Ceylpn and Eagt Africa. Li^d'son 
Officers of the status cf Sub-Regional Employment 
Officers have algo been appointed in Madhya Pradesh, 
West Bengal, Assam, Andhra Pradesh and Madrag^.In 
'the very nature of things, this work is not of a . 
continuous nature. We, therefore, do not propose 
to make -any recommendations about this activity. . ,

• • •.47
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G-o pakhpur
■Labour
Depot

4 .>13: The Labour Depot at G-orakhpur has^been
functioning since 1942 as a centre for supply of 
manpower with special aptitude and experience of 
coal cutting and loading to coalmines and for 
supply of unskilled workers to cons true tic n pro
jects and other industries. It rendered useful 
service during the Second World Wap and during 
the Chinese agression in organising a supply of 
civilian labour for the war effort. It became an 
integral part of the national Employment Service 
in 1961. We feelthat, to improve its function
ing , all posts in the Depot such as Deputy Direc
tor, Recruiting Officer and Records Officer, etc., 
should be included in the Employment SerVi ce and 
manned by officers of suitable grade of the pro
posed All-India Manpower Service. We further re
commend that the Special Colliery Exchanges al
ready set up in the States and those that may be 
established to deal with unemployment insurance 
in coal nines, should be directly supervised by 
the Deputy director at Gorakhpur and placed, under 
the Central Government in order to improver colla
boration in the adjustment of labour shortage and 
surplus eso
4.14: We find that three Welfare Officers, who
are officers of the Depot, are placed under the 
day-to-day administration of the Coal Mines Wel
fare Euud Commissioner. It would be more, prac
tical for them to work under the Depot Administra
tion.

State
Set-up:

4.13* The Directors 
at State Headquarters 
Directors and in some 
an d/o r Ass is fc a r ,.t D ir e c 
o f Emp1cym eno 3 f f i c er s 
of special programmes 
Gu id anc e, 0 c cu pati o na 1 
The growth of State He 
any set pattern nor ha 
the nature and volume

of Employment are supported 
in some cases by Joint 
others by Deputy Directors 
tors. Officers of the rank 
have been placed in charge 

such as E.M.I., Vocational
Research and liaison work, 

adquarters has not followed 
s it been always related to 
of work.

4.16: Over the years several types of Exchanges
have come into being, namely,• Regional Employment 
Excharg esSu o-Re gional Employment Exchanges;
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District Employment Excharges; Employment Informa
tion and Assistance Bureaux in rural areas; Universi
ty Employment Information and Guidance Bureaux; and 
Special Employment Exchange for the Professional 
and Executive Personnel, the Physically Handicapped 
and for Collieries and Projects. Their distribution 
and numbers may be seen at Appendix VIII.

4.17: Some of the bigger Employment Exchanges have
been placed under the charge of senior officers, but 
this does not necessarily mean that their functions 
differ from those of smaller exchanges,, . -

4.18: Employment Service facilities have not been
provided in many small but 
Employment Information and 
been set up only in a few
in a rather haphazard fashion.

important urban areas. Some 
Is sis t ano e Bur e au x h av e 

rural areas and that too

4.19s No special provisions have been made for 
looking aft the problems of metropolitan towns 
£uchlas Calcutta, Bomba}/ and Madras.

4.20s ; We observe that the arrangements for super
vision of work vary from State to State. In some 
cases,e.g. Uttar Pradesh, Regional and Sub-Regional 
Employment Exchanges guide and supervise the woik 
of the District Employment Excharges; in others, 
e.g. Madras, all District Employment Exchanges are 
directly controlled by the State Director. The 
work of the various Special Exchanges is not ade
quately integrated with that of other Exchanges.

4 <21 s The Vocational Guidance and Occupational 
Information programmes have not grown on account of 
lack of adequate administrative support. A tenden
cy has been noticed to withdraw officers from these 
special programmes for dealing with the other 
crowded sections of Exchanges. Often, posts have 
remained unfilled for long periods.

4.22: Apart from a few Exchanges' in Uttar Pra
desh and fewer in Bihar and Orissa, an others are

... .49
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5

housed in unsuitable rented buildings, making super
vision and control of work difficult and also causing 
considerable inconvenience to the visiting public.

A 25: Some Exchanges have been provided with vehicles 
xi±k to facilitate officers in moving around in their 
areas and in particular for contacting employers.
Many of these vehicles are old and unreliable; a 
considerable number of Exchanges/no vehicle, ^/have

4*24: Lack of suitable arrangements at the State 
Headquarters for tabulation of statistical data 
collected by the Exchanges has resulted in excessive ' 
publishing delays,

4,25: We recommend:

i) Much greater attention should be given 
to the untapped human resources in the 
smaller urban and rural areas and their 
proper utilisation in jobs that become 
available locally on account of technolo
gical developments in agriculturo<ana rural 
industrialisation as well as in main indus
trial centre. However remote:-- this 
sion for mobilisation of resources may 
in the present period of mass underemploy
ment, experience in other countries which 
have advanced further in the solution cf 
their economic difficulties shew that this 
need must be anticipated and provided*? for, 
Ey the end of the Eourth Plan, Employment 
Exchange facilities 3houl.d be extended 
through a phased programme to urban areas 
which have a population of 15,000 and an 
educational or industrial complex. Ouch 
areas number about 200. The offices should 
be placed under the chQrge of Assistant 
Empl oymen t Of f i c er 3;

ii) In the rural areas it will suffice if
during the Eourth Plan period, an Employ
ment Exchange is opened where employment 
market is clearly identified* During 
the r'ifth Plan period the aim should be

50
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tha& an Employment Exchange should he s,et up 
for each Community Development Block. These 
smaller offices should he placed under the • 
charge of an officer of the status of a Statis
tical Assistant, alternatively, whenever possi
ble, they might he run on a part-time basis; by 
an official of the Community Development Block, 
e.g. the Industries Extension Officer, provided 
appropriate training in employment exchange work 
could be arranged;

iii) Yet another alternative would be to utilise-the 
services, on a part-time basis, of the village 
Panchayat Secretaries after giving them adequate 
training. The participation of village PanchSL. 
yat Secretaries will be particularly useful in 
conducting labour force household surveys, ‘dis
semination of occupational information and ad
vertisement of vacancies suitable for village 
you th;

iv) A phased plan for the provision of suitably
designed buildings and equipment for the Employ
ment Exchanges should be given priority;

v) Vehicles should be provided in all important 
Exchanges. In Exchanges where vehicles are not 
provided, Employment Offieers/Regional Employ
ment Officers should be eligible for conveyance 
allowance;

vi) In the first phase, i.e0 by the end of the 
Fourth Five Year Plan, all universities should 
have University Employment Inf or rati on & Guidance 
Bureaux« They should be placed under the charge 
of carefullyr selected, on the basis of qualifi
cations and experience, officers of the rank of 
Regional Employment Officer and should be provi
ded with adequate staff possessing academic * 
qualifications suitable for work relati ng to re
search and placement of and inspiring confidence 
in university alumni. One bureau should be 
selected in each zone cn the basis of performance 
for intensive assistance and development, it 
should undertake studies and run training 
courses for student service personnel and provide 
occupational information and literature for the 
benefit of all universities and colleges iij the

vzone. It should be under the charge of an
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officer of the rank of Assistant Director. In 
the second phase of development, special units 
to deal with col3.e ge alumni should he set up 
in the District Employment Exchanges in all 
districts where a UEI&G-B does not exist;

vii) Hew staffing assessment formulae, separately
devised for officers and clerical staff, should

. he worked out for the various types of Employ
ment Exchanges in the ligfrt of the organisation 
and functions of the Employment Service proposed 
hy us;

viii) Facilities for mechanical tabulation of manpower 
data collected hy the Exchanges should he provi
ded at the State Headquarters; and

ix) During the ^ifth Plan period, the National Head
quarters may he' connected with important centres 
in the country hy teleprinter service.

Model charts of the proposed organisation of the 
Employment Service, in two typical States and in the 
metropolitan towns, may he seen at Appendix IX(A) . (B) 
and (C).. ' • " '
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' CHAPTER V ’ .

E$^2§25!3.

* 5,e1: The training organisation of the Ministry T>f Labour,
* like the Employment Service, came into being during the .
* •' Second World War when the need was felt for augmenting’ the
<• ■ supply of trained workers and developing'skills for in-
v creased production in the country. 550 training, centres

with a total training capacity of 50,000 were opened bet- \
; ween 1940 and '1946 and over one lakh artisans were trained. 

After the War, the scheme was first remodelled to train 
ex-servicemen, and then in 1947, to train displaced persons,

„ 5«2: In 1954, the Training’ and Employment Services Or
ganisation Committee (known ts the Shiva Rao Committee) 
recommended inter-alia that the organisation be made per

il manent, that its day-to-day administration should be handed
* over to the State Governments and that the' expenditure 

thereon should continue to be shared between the Central
•; . _.and State' Governments in. the ratio of 60:40. These re-
' ’ commendations were accepted. The day-to-day administraticn 
k of these Services were handed over to the State Governments 

: . on the 1st November, 1956. At the'National Headquarters,
the Directorate of Training- was made responsible for assit- 
ing the Dir-eoter-ixenerai, Employment and Training, in . 
laying down the policy as regards Training, This included 
the following:-

? (a) Staffing pattern and pay scales for the .State
Directorates of Training as well as in the .
Industrial Training Institutes; ■ ‘ .

*1 • r
(b) Preparation of syllabi and standards for each

w 'trade;
: (c) Preparation of list of equipments for' all trades;

(d) conducting trade tests on an all-India basis; and .

(e) any other administrative or technical matters on
. ; which an all-India policy was required. .. ;

’♦ ‘ *
5.5s The State Governments were made responsible" for the 
entire administration of the Training Programme,' ’ This 
included the following:- -

(a) Engaging the staff for the Training Organi
sation within the State on the basis, of 'the 
pattern laid down by the Central Government^ .

* ___ (b)^ Acquis it ion of lend and the construction of
,■ "buildings for the Industrial Training.____; •

» Ins-titu.tes<_and- - . .-■ , ; ’



(c) Purchase of equipment and hand-tools as 
laid down by the Central Government.

Although the Central Government laid down, the pay scales 
of the administrative and instructional staff, it wag not 
incumbent on the State Governments to'adhere to those 
pay scales and most of them.have evolved their own pay 
scales on their own patterns,,

5-4: In addition to the above, the Central Government
undertook full responsibility for training instructors. 
Therefore, along with the development of Craftsmen 
Training programmes, an Instructor Training programme 
was also established and developed. This is carried out 
in the Central Training Institutes for Instructors which 
are fully administered and controlled by the Central 
Government.

5-5: Another important development which took place in
1957 was the establishment of a National Council for 
Training in Vocational Trades (NCTVT), a tripartite body 
consisting of representatives of the Central and State 
Governments, of employers in the public and private 
sectors; of labour, and a few persons appointed to the 
Council by the Central Government on account of their 
knowledge of training matters. This i s an advisory 
body and makes recommendations to the Central Govern
ment on all aspects of vocational training. ‘These re
commendations are considered by the Government and im-. 
plemented if approved. It has.played a vital part in 
the development of the training programmes. It is 
assisted by a number of trade committees established 
separately for each trade. Each trade committee makes re 
commendations for training in a. trade as regards syllabus 
list of equipment, standards and the like. The director 
of ^raining is the Chairman of all fche trade Committees 
and another officer of the fireororate of Training is 
the Secretary. Other’ members of the trade committees 
are exports in the respective trades arid are drawn from 
the industry. This is to ensure that the training pro
gramme reflects the qualitative requirements of indus
try in respect of each trade. During.the last six 
years, these trade committees have been meeting at 
intervals of three years, or earlier, if necessary, 
and have reviewed the syllabi and equipment li-sts, in 
respect of all engineering trades. Ecwever, in the 
non-engineering trades syllabi have not been revised 
since 1947®

5-6: With the increased tempo of planned develop
ment of the country in 1955, the training schemes 
had to be further re-organised and expanded. Accord-. 
ingly^^rnftame-n^traiiaii]g -capacl.ty.. was rai sed from
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12,000 at the end of First Plan to 40,000 and 100,000 
seats at the end of Second and Third Plans respec
tively. By the financial year 1967-68, the capacity 
further increased to-145?000 seats, di stributed over 
557 ITIs in 50 engineering and 22 non-engineering 
trades«

5»7* The statewise training capacity at the end of 
the First, Second and Third Plans is given at 
Appendix X(A) and (B) and the list of trades in which 
training is imparted and the duration of the courses 
is at Appendix XI«

Training of Craft Instructors

5*8: To meet its responsibility, the Central Govern
ment started a Central Training Institute for Instruc
tors in 1948 at Koni-Bilaspur in Madhya. Pradesh with 
a seating capacity of 120 in 11 engineering and 4 non
engineering trades* The Asian Regional Technical 
Conference on Vocational Training held in' Rangoon in 
1955? the Shiva Rao Committee and the Rational Coun
cil for Training in Vocational Trades (RCTVT) re
commended that CTIs should be located in areas with 
a high concentration of industries to give the ins
tructor s/trainees tho benefit of training in an 
appropriate industrial environmentf Subsequently, the 
Technical Training Committee appointed by the 
Ministry cf CCrrunerce and Industry stressed that the 
programme for training of instructors should be ex
panded and given high priority* Based on these re
commendations, the training capacity for instructors 
was expanded by 1961 as unders

ell, Calcutta ,£53 ,
CTI, Bombay ».* 144
CTI, Delhi . * * 52
*(for Women)

5o9s Keeping in view the expected increase in the 
demand for craft instructors, the 1TCTVT recommended 
that during the Third Plan period,four new Institutes 
fox' training Instructors should be established at • 
Kanpur, Madras, Hyderabad and Ludhiana and the capa
city of CTIs at Calcutta, Bombay and Delhi should be 
expanded * The target of 1952 training seats in all 
these Institutes by the end of the Third Pion was 
achieved. The existing seating capacity in the 
Institutes and number cf neats proposed to be added'

* started as a pilot project in 1C55 2nd reorganised 
on the pattern of CTI in 1962,
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1
0
b

t«

during. the Fourth Plan are given in-the

TABER 2

following tables.

« • . \

f Seat's at j S e a*." s.
»
,Seats

1

t

Vir

——

C.T.Ie ’Year of start

t
»

,the end 
,of Third 
, Plan
t

»

s propos 
, to be 
,added 
, in *'•
’ IVth 
’Pi an

ed?actually 
, intro- 
,dueed - 
s as ad
vance .

_i&ctiqn_

, Total 
,seats 
, as on 
,51.5o
t

,1. Calcutta • 1948 at Kor.i . 
shifted 1961

412 244 * 72 484

2.
»W

Bombay 1957 at Poona 
shifted 1962

520 240 72 592

t
5. Kanpur 1961 520 183 72 ' 592

*4«» Madras 1962 260 204 88 548

5. Hyderabad 1965 260 148 72 ' 552

•• 6 • Ludhiana 1965 260 148 rrn
' 1 ; . • 552

7- Mew Delhi 
(for Women)

1955 116 - • ~ 116

5® 10s' Owing to a critical shortage of ekiiled craft 
instructors needed during toe Second and -bird Plans, 
an emergency scheme was also launched in 1959 under 
which persons vho had passed the If I trade tests were 
selected by the State Gover rmanis for training as craft 
instructors before being posted to the ITIs. ‘2h^y were 
paid a monthly stipend of Ps.lCO/- during the training 
period and were , on their part. bonded to ’work with the 
Government for five years.

-• ^-fPjL^iJVraining^lnjoti^rbes

5.11: Model Training Institutes have also'been set
up as adjuncts of the CTIs with two main objectives:

i) to give necessary'teaching practice fo«tbe 
Instruc tort-trainees both in theoretical and 
practical lesson y and

ii) &Oayfry^ as a model for the other Industries, 
x-x-tii^g Institu‘tu3_in the region...- - ' '

**-The number is tentative
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giireri- below:

c Table 9

TlKpnnditure -oit-Hn."aini rrg--organi'aati on' during"

’ T1 r ’
' ’First Five-, Second live ’Third Five,
’Year Flan , Year Flan ’Year Flan ’ w~bf

Central Share 286.064 1023,426 5925.076

State Share . 154.959 620.861 2052.876

Urion Terri - •Not Not' 155.577
torie s available available

902.506

546.955

Not available

5J8: In "the two Chapters that follow,. ^gfppo se
to discuss the functioning and future devL^opment of 
the Craftsmen and othor schemes, their weaknesses and 
remedies. In Chapter VIII we shapp discuss the or
ganisational set up and suggestions to strenthen it 
in the light of current experience and anticipated 
developments.
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CHAPTER VI

EHWTIONS

A. Craftsmen Training Scheme

6.1: Craftsmen training is designed to teach basic
skills to the youth (15 to 25 years) in the ITIs to 
prepare them for production jobs of their choice. The 
557 ITIs presently working in the country cover©d*' all 
important industrial areas and in some of the bigger 
cities, mere than one ITI is functioning.

6.2: The training'programme on the shop floor is
suitably supplemented by classroom curriculum where re
lated instructions in trade theory are imparted. Ele
ments of applied-workshop calculations, science and 
drawing are’also taught in order to give better know
ledge of related subjects pertaining to the trades and 
to equip the trainees for a more successful career. Em
phasis is laid on practical work on which a trainee 
spends 0% of his time in the Institute.

6.5-S Growth: The rapid rate at which training faci
lities have been expanded in the various States may be 
seen from the statement at Appendix X(A) and (B). Pro
posals for expansion are made by the State Governments 
in the first instance and are implemented with the 
approval of the Centre.

6.4 s Specially designed buildings with.hos.tel faci
lities and workshops hive been provided.

6.5” Stipends of Es.25/- per month are given to 
55«1//P^ of the trainees on need-cum-merit basis.,

6.6: Trades taught in the ITIs are de^-ig
nated. as engineer'.ng and non-engineering? the former 
cover metal cutting, metal -working, electrical and 
building construction work while the latter include 
trades suitable f< ig^vomen and cottage and small-scale 
industries. (Pleqse Appendix XI for the list of trades).

6.7s Syllabi: Syllebi and training curricula for each 
trade are prepared, bj Trade Committees consisting of 
experts in the fie-Id from private and public sector 
establishments a.nc ere finally adopted on a national 
basis on the advice of the HOTVT.

6.8: Selection of Tradres: Selection of trades to be
introduced original £y in an ITI is made on the basi s

z
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of current requirement and estimated employment poten
tial in the area. Thereafter, the situation is kept 
under constant review in conjunction with the local in-- 
dustries and the Employment Service, Changes in the 
trades taught are made according to demands for new 
skills as reflected from the experience of the employment 
market* To advise on training matters a local Committee 
consisting of the Principal, two representatives of 
industry, two representatives of labour and local Employ
ment Officer functions in each ITI.

6.9? Period of Training* Till the end of the Third 
Eive~Yeax~ Plan, the period of training under the Crafts
men Training Scheme was 18 months followed by 6 months 
in-plant training in recognised workshops 0 Admissions 
were held every nine months and the date of commencement 
of training sessions seldom coinciding with the sessions 
of the academic institutions• With the enactment of the 
Apprentices!*^ Act.1961, it wag decided that the training 
facilities at the ITIs should be meshed with the training 
programme for apprentices. The pattern of training was, 
therefore, revised, in consultation with the industry. 
Engineering trades were divided into two distinct groups, 
those requiring one year*s training and those requiring 
two years’ training.

6.10: Selection and Admission: Training session at the
ITIs commences from^he~ 1st~of""Sugust each year. Adver
tisements, are issued in the Press inviting applications 
six weeks before the date of admission. Application forms 
are available,free of cost, at the ITIs, Employment Ex
charges and Block Offices along with literature explaining 
the training facilities, terms and conditions, and ad
mission requirements. The Vocational Guidance Service 
at the Employment Exchanges also counsels suitable work
seekers to join appropriate training courses.

6.11: Selection for admission is made by an Advisory
Committee, appointed by State Governments, generalljr 
consisting of local legislators, representatives of Govern
ment departments, industries and worker s and the local 
Employment Officer, with the Principal ,of the Institute 
acting as its Member-Secretary. Apti'frude tests are
arranged to help in selecting persons, fpr admission in 
appropriate trades in ITIs. At the ercl of the second 
month after admission the trainee is tented and if' 
found unsuitable for a particular trade he is counselled 
to accept another trade for which he has aptitude.

6.12: Undertaking anl Bonds Selected candidates are
— also required to execute an undertaking; to abide by the

discipline of the Institute, take care of tools and 
equipment^ and to be regular^ ' If the-y fail to fulfil
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the terms of the undertaking 5 the Government has the right 
to recover from them the expenses incurred on the train
ing or a lesser amount, subject to the maximum limit of 
Rs„300/- in the case of two years course and Rs.2C0/- 
for one-year course. .

6.13s Method of Trainings A majority of the Instruc
tors in the ITIs are CTI-trained. They prepare.weekly. 
break-up of the syllabus in which elements of trade 
theoryy workshop calculations and science are correlated 
with the practical work.

6.14-s Each class in the ITIs has 16 trainees, except in the 
trades of welder, machinist and turner , in which there are 12

trainees in a class. A group Instructor for 128 trainees 
examines and scrutinises the quality of lessen plans 
prepared by the Instructors and supervise the work of a 
group of eight Instructor's.

6*15 5 Monthly tests are conducted to assess the pro
gress of trainees. These tests also reveal weaknesses 
in the training methods and help in adopting appropriate 
remedial measures,, • .

6.16: Trade Manual ss Dor the benefit of Instructors,
trade manuals' giving illustrated and dimensioned -sketches 
for weekly exercises and related spatohfetic information, 
have been prepared and published in respect of Binetou 
trades and a few more are under print. They are re
viewed periodically.

6.175 -Ppadc Tests: At the end of each
annual session, All-In dia^rade Tests are arranged by the 
NOTVT 9 The Director of Training, as the Secretary of 
the RGTVT. arranges for question papers to be set by 
suitable examiners on each subject. They are moderated 
by a Central Board of Moderators consisting of three 
technical members of ‘Che Craftsmen Btib-Committee of the 
NC17TP two representatives of engineering associations 
with the Director of Training as convenor*

6.18? Local examiners appointed by State Directors (who 
are also Secretaries of 3cate Councils for Vocational 
Training)» conduct tests and evaluate test pieces and 
answer books. Sessional work of each trainee is also ; 
evaluated by the examiners jointly with the Principal.
Result sheets are prepared by the examiners and declared 
by the Principals. Copies of results are finally sent 
to the DGET for issue of Rational Certificates to 
successful trainees.

6.19 s Inc entlves: To promote healthy competition ^among
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trainees and instructors and to stimulate absorption of 
instruction, annual Skills Competitions are held at the 
Institute, State and All-India levels. Certificates of 
merit and bronze medals are awarded to the country’s best 
trainees, the best Institute and the best State, Cash 
prizes of Rs.5000/- are also awarded, to the winners of 
All-India Skills Competition. They are afforded oppor
tunities to visit a number of industrial establishments, 
both in the public and private sectors, to acquaint them, 
with modern methods of production. Instructors, whose 
trainees win awards, are ai go suitably rewarded by 
giving them a couple of advance increments.

6.20: Purchase of Machinery and Cpnsumable Stores:
List of tools and equipment required for each trade have 
been standardised in consultation with the Trade 
Committees and foreign experts. These lists have been 
revised recently taking the utilisation factor into 
account. It is the responsibility of the State Govern
ments to procure equipment through Purchase Committees, 
whoygo in for tools, equipment, etc., of ISI Standard 
wherever available, through the LGS&D.

6.21: Training Grant ? Principals have been given
powers to operate’the fund of training grants (of Rs.19/- 
and Ps.15/- per trainee per month in engineering and non
engineering trades respectively) , for procurement of raw 
materials, consumable stores, replacement of hand tools 
and repair to equipment, etc.

6.22:- We observe:

(i) In certain cases the location of the ITIs has 
not been bailed on a comprehensive view of all 
aspects involved although such criteria had 
been provided, to the State Governments by the 
Centre. Expansion of training facilities in 
various States does not seem to have flown 
from any scientific research or study of the 
employment market even though this was envi
saged in the Scheme, Except in Orissa,
Madhya Pradesh and Delhi, evaluation commi
ttees suggested by the Centre for advising 
the State Governments on requirements of 
training have not been set up;

(ii) Trades have been sar.otioned/expanded, in ITIs 
even though a substantial percentage of seats 
previously sanctioned had remained unfilled, 
and passed out trainees were unemployed in the 
same or neighbourir.gn areas. It would be seen 
from the statement at Appendix XII that ex
pansion has been confined largely to half-a- 
dozen trades. Substantial training capacity

. .63
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remained, unutilised. Appendix XIHParts A' 
and B, show Statewise and Tradewise, the number 
cf seats remaining unfilled, at the end of the 
First, Second and third Plan periods, respec
tively. . The percentage of seats remaining un
filled has progressively gone up from one Plan 
period to another. At the end of Pec ember,
1967, only 109,575 seats wore filled as against 
140,650 introduced, that is to say, nearly 22 
per cent seats were unfilled in the country as 
a whole. ’ Naturally, the percentage of unfilled 
seats was much higher in certain, trades and areas. 
As the cost of training is Rs.78/~ per trainee 
per month, this means that training capacity 
with . a budgetary provision of about three crore 
rupees was left unutilised during 1967-68 not 
taking into account the expenditure that may 
have been incurred in providing tools, equip- 
me n v e t c»

. / .... ... .. . •

(iii)The list of trades in which training is imparted 
nas almost remained static since the early ’40s

•• and except for the addition of Refrigerator 
Mechanic, Electronics trades.and the three sub

-divisions of the trades of Praughtsman (Civil, 
Mechanical ^lectricM) ..and Machinist (compo
site, shaper, miller' and planer), no new trades 
have been added despite vast industrial and 
technological changes; during.'..this period. The 
training needs of-some of the most important or 
developing industries of the country, e..g. tex- 
tiles, plastics, petro-chemicals have not been 
adequately reflected in the training programmes. 
Similarly, the training programmes do not fully 
take into account regional and local needs,such 
as wool industry, stone-cutting, dyeing of 
textiles in Rajasthan, coir and fish industry 

•in Kerapa; dyeing, hand weaving. and boat manu
facture and repag.r in Jammu and Kashmir and 
small-scale industries in Punjab, although, we 
understand, that the’ importance of diversifica
tion in the light of such factors has been 
brought to the notice cf State Governments, through 
instructions issued by the Centre. Also, some 
important occupations-in vzhich persistent na
tional shortages havo been known such as, steno
graphers (Hindi and r.nglisb) , etc. ,are not ade
quately represented in the 
white in other occupations 
and laboratory assistants, 
at all,. Similarly, special needs of particular 
categories of persons in theXabour force such as 
ex-servicemen, disabled persons and women .and-

t ra 1 m. n g pr o gramme , 
sue h ac ac c ourt ant s 
no training is given

X
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members of Scheduled Caste and Tribes, have not 
been given due consideration in the formulation 
of training programmes.

.(iv) Large plots of land of 15 to 20 acres are re
quired according to the norms established for 
the ITIs. Construction of single-storeyed 
workshops and other buildings has tended to in
crease the land requirements of ITIs. The 
standard area of land required for an ITI has 
been fixed on the principle, which we accept 
that an ITI should not only be a training in
stitution in the: narrower sense but also an 
educational institution in the broader sense 
serving to develop the physical, psychological 
and cultural personality of the trainee* While 
this is so, it appears -co us that an unocmpro- ■ 
mising view of this standard'could sometimes 
lead - and has led - to a location being chosen
.that will defeat the very purpose for which the 
ITIs have been establishedp insofar as the site 
may be at a distance from the town,creating 
transportation problem for the trainees and 
staff and in some cases isolating the trainees 
from industrial environment. It should be re
membered that the ITIs train not only new en
trants but also upgrade the skills of existing 
workers (evening classes, etc.).

(v) Although lists of equipment and hand-tools for 
different trades were standardised long coa, 
and revised recently, adequate emphasis does not 
to have been given in some States to .• economy 
while sanctioning pur chase of tools and equip
ment o

seem

(vi) Selection of trainees for admission is an im
portant natter requiring technical knowledge 
and experience of trader., . ?li'uhi3ions are,

^--""however, made by a committee consisting mo stly 
of non-technical persons, in which the Principal 
plays a rather miner role. This affects his 
position vis-a-vis the trainees. Besides,in
stances have been known vzhore extraneous consi- . 
derations other than suitability of trainees have 
influenced selection* Such a method is hardly 
conducive to the creation of an efficient, dis
ciplined and produc tive labour force*

fvii) There is often delay, sometimes even of six •
•-^..months, in awardir g stipends to trainees*,

This' seriously af;’set their morale and results 
in avoidable absc ontions.
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(viii) Powers of Principals of ITIs in respect of
punishments and discharge of trainees on 
grounds of misconduct, inefficiency and in-

' discipline do not compare well with those 
enj^y^d by heads of similar institutions.
elsewnere.

(ix) Many Instructors, particularly those re
cruited during the Third Plan period-are, 
even today, below 50 years in age. They 
were recruited as Instructors immediately 
on completion of ITI training in the age 
group of 18-25. They have no experience 
of , and are not acquainted with, the work
ing conditions and production techniques 
of the industry. This tends to inhibit 
their capacity to train and lead the trainees» 
hhile being trained in CTIs, . ary of 
these Instructors were, too fresh tc absorb 
the new methods and techniques., . -

(x) A grade of Senior' Instructors, with higher 
pay hag been suggested by the Centre and 
created in some States, Their functions, 
however, remain identically the same as 
those of the junior instructor's and no addi
tional responsibility of supervision,etc. , 

has been given to them. In addition, there 
is a Group Instructor provided for each 
group of eight instructors or 128 trainees.
In other States, the old system of having a 
foreman Instructor for 1.12' trainees and!supervisor 
instructor for 64 trainees still continues;

(xi) The qualifications prescribed for Senior and 
Junior Instructors have been revised recent-

. ly, wherein the requirements of experience 
in industry have been reduced as compared to 
those prescribed earlier. . This change is 
likely to reflect adversely on the quality of 
training.

(xii) The rate of
Uso19/- per 
engineering

training grant was revised to
1 cqs fee“i rap nee oer month in . __

trades a;id the rate, of lsc'i>/~ 
per month for non-engineering 

trades has continued sinch much earlier.
Tne need for raw material.s appears to be 
much more in the ease of no xi ~e ngine ering trades 
which, incidentally, are also productive.

(xiii) In spite of instructions to this effect,

per t: ain ec
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follow -up done by Principals of post training 
careers of trainees leaves much to be desired.
The intin ate knowledge that the Instructors have 
about the employment condition of their trainees 
is not exploited by the Principals for filling up 
the Record Card of the applicant (Appendix XIII 
of the Training Manual for Industrial Training 
Institutes). Also, no study has been made by the 
training authorities at the State or national 
level into causes of unemployment among ex-ITI 
trainees nor do any facilities exist for under
taking such studies either at the State or the 
national level.

(xiv) Qualifications laid dovzn for admission to various 
courses in the Ills do not seem to be related,in 
all cases, with the current and developing hiring 
practices of industries in the public and private 
sectors, or, with performance requirements of the 
tradeso ' . ' .

(xv) Statement at Appendix XIV reveals that between the 
time of admission and the final trade tests, 
the?:e was an average drop-out of about 15 per oen' 
between 1961 and 1 pel 1 {Reports from Principals 
suggest higher rate of drop-outs in the first two 
months. But no retailed study appears to have 
been made to ascertain the causes for this.

(xvi) Trainees, 
knowl edge

by and large, exhibit a marked lack of 
about the world of. work and about their

chances of empioymenJ vL-. in their own locality
or outside, 
physical and 
suitable for

ignorant about -The 
jobs

-they are equally 
technical requirements o
them an-d the nr os and eons of salaried

employment vis-a-vis self-employment. Arrangements 
for counselling them towards entrepreneurship are 
als o .want ing, .

(xvii) In spite of a continuing demand for craftsmen, Em
ployment Exchanges are finding it increasingly 
hard to place ex-trainees in employment. The 
number of unemployed trainees on the register of 
Employment Exchanges has gone up from 36*500.in 
January,1966 to 33,000 in January? 1257 and to 6J,000 
in January,968. • Some passed out Trainees are com
pelled to seek employment in trades other than those 
in which they are trained, One of the reasons given 
by the industry is that the quality of training 
imparted does not ooms up to their standards re-

• quirod by them. Some industrialists feel that in" 
a scheme of training in which the percentage of

••'-successful candidates is as high as 91 to 98 in 
engineering trad.ea.vmd.^85 to 93 in non'-^sngineering
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trades, the end-product could not be expected to be 
of a very high quality,, Arrangements for final 
trade tests have also attracted criticism. The 
test-pieces are evaluated by local examiners who are 
generally drawn, from technical institutions and 
government departments as technical persons belong
ing to the -private industry are not attracted to 
work as examiners on the remuneration offered.

(xviii) Length of training in certain trades such , as 
Blacksmith'., Motor. Mechanic , Refyigeration 
Mechanic and others was reported/be inadequate. 
These trades require a higher level of skill 
achievement as they are service trades and-provide 
opportunities for self-employment wheme the trainee 
will have to work on his own. The present length 
of training does not equip the trainees with ade
quate skill even for remunerative wage paid em~

. picyment much less for self -employment. Same is 
the situation in respect of several, nc-n-engine ering 
trades

(xix) Since admissions are made only once a year, a
situation arises in which,' on the one hand, those 
who-fail to secure admission in ITIS are required 
to waif for fulj. one year before they get the next 
opportunity for admission. On the otter-hand, the 
system does not permit the filling up/vacant seats 
in the ITIs 'for twelve months resulting in under
utilisation of training resources,. . .

(xx)

(xxi)

A long-felt need has been fulfilled by arranging 
training for stenographers« The organisation of 
this trainingr however, loaves much to be desired. 
The quality of training is too poor to permit the 
trainees to find employment in competition with 
persons trained in the other institutions, Em
ployment Exchanges fail to “sell” these stenogra
ph ers to employers. and

The current system cf joint evaluation of ITIs by 
Central and State Officers has tended to weaken 
their very nature and purposes. Besides, these 

. evaluations are inf requent' axnd have not often 
resulted in-improvement cf performance;?,.

6.23; We recommend s -

■ *•"• ~~( i) Any deis:. on to 1ocate an ITI at a partic ul ar
place should necessarily he based on the assessed.-"

-need cf the surrounding industrial complex and’x 
current and future, ~ skill-roquirements o
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(ii) Expansion of training facilities in the States 
should he viewed purely fron the standpoint of 
national interests and should he based on 
scientific demand projections made hy manpower

• experts. It may not he necessary to expand as 
a matter of fowcine training facilities' in all 
trades in all areas. To ensure maximum utili
sation of trained manpowefv need-based training 
facilities should he planned for each region
as well as for each State. Local and regional 
needs should he given greater prominence while 
preparing a global programme of training for 
the country as a whole.- Advisory Committees 
suggested by the Centre for this purpose should 
he set up in all States;

(iii) While sanctioning and purchasing equipment,
greater care Stfe-ac to he exercised hy taking 
into account the diversity factor in the use of 
the same equipment- in a number of trades. The 
purchase of hand and machine tools for a newly 
introduced trade should not he sanctioned until 
such time as it is certified hy the Principal of 
the ITI concerned and it is also certified hy 
fcr. Inspecting Officer from the State Headquar
ters that none of the items already in stock 
could he used for the purpose or none is made

• available from one ITI in the State to another;

(iv) Constant efforts should, in conjunction with
the Employment Service, he made to identify new 
occupations in traditional and modernising in
dustries. And training programmes should he 
so organised, that workers may he made available 
to industries in required numbers at appropriate 
tim>. The philosophy of rigidity in the list 
of trades in which training is imparted .should 
yield place to flexibility in training pro-

. grammes based on actual manpower forecasts. Por 
this purpose, the question of retraining of 
existing Instructors or recruitment of fresh 
Instructors to teach new trades will obviously 
require advance planning. Training in -/surplus 
trades should he discontinued even if some 
equipment has§- all eady been purchased for them 
in cne Ills. ibis will reduce wag’ygful- acti
vity, Aj.so, if ^rained people can find jobs 
quickly, public confidence in Government 
planning wi11 inc rea s e;

(v) Much greater attention should he given to the 
needs of home crafts, small-scale, distribu
tion and service industries in the planning of 
training programmes. The present system of 
first drawing up a list of trades on an all- 
India basis and then asking State Governments

.. 69
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to train a certain number of persons in them 
should he replaced by a system of ’national 
training* in ’local trades’<, Local manpower 
needs will thus he met by creating skills accord
ing to accepted rational standards,' Adequate 
flexibility may be allowed, on the advice of 
the State CTVT. in such matters as, time of ad
mission, duration of training, contents and mode 
of training to suit local requirements such as 
climatic factors ard social and economic needs 
of the country;

(vi) In acquisition of land for Training Institutes, 
workers’ convenience should be an important con
sideration requiring acquiescence on occasions 
in less hard than the standard, Uroximity to 
the kind of industry a particular IT1 caters to 
is already, we are told, an important'considera
tion and we agree that this should continue to 
be so, The actual siting of an ITT, it seems 
clear to us, is a vital matter requiring very 
careful consideration in the lig^it of these 
principles and should be primarily motivated by 
the desire to ensure that th.e main purpose, i,e0 
training, is fully achieved; it is beyond dis
pute that-, where an III is located right in the 
midst of the industry, the fullest benefits will 
be achieved not only in. direct but also in in
direct ways. Wherever advisable multi-storeyed 
buildings should be put up for Ills to economise 
construction cost. A review should be made of 
the extent of utilisation of land acquired for

....Ills and the existing hostel facilities and new 
nouns established, Unutilised land or buildings 
sh-uld be put-to profitable up e» And in future, 
acquisition of land may be staged according to 
requirements, although the declarations under the 
Land Acquisition Act may be issued in respect of 
the entire plot in the first, instance, This 
should be done i.n a wav that tl e land may conti
nue to be used for agricultural \purposes to the-' , 
maximum, extent;

(vii) The present rates of training grants have been
■ in vogue for some yearse Training grant rates 

need to be reviewed more frequently. In order
. to facilitate control and supesvi Sion over ex-' 
penditure on training grants, it v ould be desi
rable to work cut average expenditure required 
for groups of allied and selected trades, if not 
for individual trades, he quir erne n’t s of con- 
engineering trades need to be spec tally const-
dered in view of the 
-in. such trades Mqdn

T1i
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friti) There fs need for periodical review of the 
admission qualifications in respect .of ea^h 
trade .in relation to changing pattern Of em
ployers1 performance requirements hiring
practices, content and duration of train
ing and the feasibility of trie individual’s 
advancement in the trade.

& t ■ ■ ’ ■ rW,! 9

reasons
for abscontions and drop-outs from training

pr > e

(x)

and necessary remedial..measures taken to.rfevdidv) 
waste. , ... b

■ • ' * a. . .. < (/r bee#
Selection of trainees for admission to 'ITTs 
should be made by technical persons capable of 
understanding the peformance and physical de
mands of tradeso Selection committees should 
bo small consisting of the ITI Principal as the 
Chairman, and one technical person each from 
the public and private sectors. The Employment 
Officer should also be included in the Commi
ttee as the local ‘manpower officer’, to allow 
him to watch the effectiveness of the Voca- 
11 ona 1 G'uid an cq rend er ed to*.appiic ant s by th e 
Employment Servics, . Selection should bo based 
on academic performance and. experience of appli
cants and/or on results of aptitude or other 
objective tests. Making the Principal.the 
Chairman of the Selection Committee will, be- 

/ - sides improving tie- technical aspects of; selec
tion, improve discipline by indicating in the 
.trainees respect and regard for the administra
tion of the Institute from the very time of ad-
mis sx on.

(xi) As stated in 12.6 ante, Employment Exchanges have 
on their registers a sizable proportion of the 
educated unemployed. Since Vocational Guidance 
is being rendered to them end aptitude tests are 
being deve3 oped .for them by the Employment Ser
vice, ITIq should recruit trainees
through Employment ExchangesP saving inciden
tally, the expenditure incu..rx'ed on advertise-
E 6x3, u S o b

(xi i) H
j,

in
expedite the. process of awarding stipends,

$t cao309 necessary powers should be 
ted’to-the Selection Ooduittees•In 

cases whe; re 1 he trainees do not show merit, 
stipends iiay.be withdrawn. Trainees will thus 
be sure of.’ stipends from the very beginning 
leading to* reducrimin^inr-thie_.-incid.eince of abs-w

de^ega

e^nsrcns~v_ .a.a

iiay.be
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-(xiii) - Arrangement s should he madq^o depute ins-.
true firs for acquiring production experience 
in reputed industrial establishments for a 
period of at least six months on full pay 
and allowances, instructors recruited under 
the Emergency Scheme should he sent after a 
J.apse of d years to CTIs for a retraining 
course of six months. The policy should he 
to send each Instructor for refresher train- 
in geither in the industry or in the CTIs at 
intervals of six years. To facilitate this 
it may he necessary to create a training re
serve of instructors for. a State as distinct 
from leave reserves

(xiv) We lay the highest importance on the organi
sational structure of instructional staff as 
a factor affecting the quality of training.
We feel that whether it he the old system, of 
foremen and supervisor instructors or the 
later one of group, senior and .junior instruc
tors, three basic requirements must he satis
fied. E'irstly, the day-to-day work of the 
instructors, preparation and planning of " 
lessons, etc., should he closely supervised, 
Secondly, instructors who perform supervisory 
functions must he placed in charge of only 
such trades of which they have knowledge and 
experienceo Thirdly, the system should pro
vide reasonable promotion opportunities for 
the instructors with built-in incentives not 
only to put in their very best in their work ■ 
hut also to improve their knowledge and quail- . 
f'ications. To achieve these objectives, it 
would he necessary to have one or more super
visory layers between the Principal and the 
Instructors comprising of persons with sound 
technical background and industrial experience. 
To attract such persons, pay scales may have 
to he revised upwards; :

(xv) Selected ITIs should he developed on a regional
in a number 
trade group, 
courses in 

other,

basis for imparting training 
trades belonging to the same 
instance, an III may conduct 
macnine shop trade group, while in. 
Electrical trade groi:p and other related 
trades may he taught , yet another ITI could 
have a concentration of construction trade 
groups. Similar grouping could he devised 
in the nor,-eagireering tradedo We feel 
such a
to s -

or

th at*
grouping of i rades in ITIs will lead

(a) Employment.of instructional staff en
gaged in supervisory duties, only in 
such trades as they have knowledge and 
experience o?$

.. .72
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(b) development of a band of instructors with 
specialised knowledge and expertise; and

(c) Maximum utilisation of tools and equipment.

(xvi)

(xvii)

Group/Eoreman Instructors should be made responsible 
for imparting occupational and career informa
tion to trainees about their prospects of em
ployment. apprenticeship, promotion and further ' • 
studies, etc., in the trades chosen'>by them.
Career literature produced by the Employment 
Service and other agencies should be distributed 
among them, and information corners should be 
set up in all ITIs. Eor maximum distribution of 
benefits of training,arrangements should be made’ 
to have widespread and sustained orientation 
given to trainees to take to self-employmd.nt/r 
entrepreneurship. Requisite information about 
availability of credit facilities, technical ad
vice, eto. , should be provided to them. Be

sides, lectures on forenation of cooperatives and 
seminarsito discuss technical and related 
matters e.g. industrial relations and functioning 
of trade unions , should be arranged from time to 
time with the collaboration of concerned depart
ments and the industry. Employment Officers 
should be frequently invited to ITIs to talk 
to the trainees about the employment situation, - 
to allow the trainees to take full advantage of 
the vocational guidance and occupational infor
mation programmes of the Employment Service;

Eor a fuller exploitation of growing opportunities 
for self-employment in tho service and distribu
tion trades, it is necessary that greater atten
tion should be paid to preparing the -trainees, 
particularly for this purpose in suitable trades, 
e.g. carpentry, welding, refrigeration, tractor, 
mechanic, eto^ Thi swill require a revision of 
the period of training and curricula for such 
trades to raise the skill acquired to a level 
suitable for self-employment; ■* .. ,

(xviii) The period of training and the marks obtained are- 
mentioned in National Certificates awarded to 
trainees. Eel an employer is prone to take the 
certificate at its face value and regard all of 
them as "National Certificates". When he puts 
the trainee to work or test and finds him wanting, 
he loses confidence in the entire training programme, 
The training programme has already been diversi
fied to impart various grades of skills to 
workers such as in the one and two year institu
tional course, three year apprenticeship 
course, etc. Certificates awarded on the- com
pletion of the various courses should be so

... .'.'73



- 73

designed as to reflect the degree of skill re- • 
quired or in short. different' gradeso.f certifi
cates should he introduced in each tradeo This 
will help the employers in recruiting, workers of 
appropriate skills 5

(xix) Proper vocational adjustment of trainees'is' im
portant if satisfaction Is expected/^e derived 
from work. To ^hcnre this,.the instructor 
should be required to report at the end of the 
second, fourth and sixth months in respect of * 
each trainee about his progress and vocational 
suitability for the trade in which he is admitted. 
It should he possible for' a trainee found wanting 
to he, if he agrees,, given a chance to continue 
his training in another trade allotted to him by 
the Selection Committee?

vfjxxQ We. attach the greatest importance to finding a 
"solution to the problem ox under-utilisation of
training capacity in the ITIs. Perhaps it may he' : 
necessary to adopt different amel ©orating measures# 
Wo recommend that the problem should he tackled 
ori an experimental basis in a few selected areas 
and its solution found as early as possible ,say? 
within the course of next 2 or '3 years# Some

. -solutions that suggest themselves to us are -

(a) Two or ’moan under-capacity classes in two 
or more ITIs could be combined into one by 
•physical transfer of trainees to one ITI„
There will the -problem of saokxlity among
trainees and' perhaps some additional expen
diture will ha'/e to be incurred for provi
ding hostel facilities'or even incentives
for tn s trainees to move away from Their 
home towns; and / -. - ••

(b) Secondly, an ■ experiment ovild be made in •
•vorganising training on two-semester system# 
.Admission should be hold twice a year. This 
suggestion commends to us on account of the
following advantages that are likely to 
flow from such a sjsterna

(1) The present und er-v.tilisuticn of equipment 
and ins true ti oral staff will be greatly.

■ avoided as the ITIs will have two occa
sions in a, year to fill their vacant seats

..(2) Supply of trained personnel will be
'-■-staggered facilitating their quick nhsorp-

tioihih av&i.labie jobs;



(^Jb-fUrade tents -in-ITIs (held in January and July)
'• . —will be dove-tailed with admissions under the 

Apprent ice ship Scheme in February and .uigust;
i • • ■/• i • . ’

(4) Public confidence; in the ' Employment and Train
ing Services would improve by the fulfilment , 
within six nonths? of the vocational .aspira
tions of the vocationally guided youths. Also, 
those failing to qualify for clerical jobs in 
tests proposed by us in Part A of this report, 
could be diverted to training in ITIs without 
waiting for more than six mouths at the Ex
changes;

will be possible to divert a trainee from 
one trade to another if he is not vocationally 
adjusted to the first trade of his choice;

(6) It would be possible to detain deficient
trainees for one semester in order to make up 
their proficiency; and

• (?) Any extra expenditure involved in holding
tests every six months will be justified by 
a ful3e r utilisation of the equipment and 
staff resources in the ITIs, Consequential 
improvement in the quality of training would 
be an added advantage;

(xxi) The system of holding trade tests in its present 
form has been in vogue for over a decade. Several 
draw backs have been noticed in it whieh aro, 
t? a very large extent, responsible for poor 
quality of passed out trainees. There is the ■ 
primary difficulty of obtaining the services of 
qualified persons from the industry as examiners. 
Question papers set by the Centre are allowed to 
be modified by the local board of examiners.
There is considerable scope for improvement in 
the system of as so cement during the tests. The 
percentage of thorne passing the tests is about 
95,,and one gets an. unfortunate impression that 
all attempts of foe instructors, etc,, are 
directed to achieve this high percentage without 
any serious regard to quality. A rounA sys
tem of trade testing is essential for ensuring 
the quality of training for maintaining .the 
reputation of the training programmes among em
ployers, and fox- increasing employability of 
trainees„ We regret that with the time at cur 
disposal', it hns not been possible for us xo 
examine the problem in greater detailo The 
matter is of. importance and its orgenis-a—
tional, f inar xiaJ_ ajod—"tevhjnirai ^aspe cts^should

_\V
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be examined thoroughly hy a high power committee which 
whould.be- appointed without delay;

. (jxxii>.As"-is done in the CTIs, increased use should be made 
of medium of audio-visual aids in the training of 
craftsmen at the Ill's to make' deeper impression ;cn the 
trainees and inspire them to acquire proficiency;

(xxiii) To be effective, inspections of the ITIs should be 
carried out independently, by the State and Central 
Officers at regular intervals even if it becomes nece
ssary to appoint more staff for this purpose, Inspec-

.• tion reports should be taken into account while
judging the efficiency of the ITIs and/or Principals;

Cxxiv) The -standard of training imparted to stenographers
should be raised to a level that would generally be' 
acceptable to employers. It appears that even the 
prescribed standard at present, that is, the standard 
approved by the NCTVT is itself much too low for pur
poses of employment. It is, therefore, necessary 
that the prescribed standard be raised suitably, and, 
if, in the process, eligibility standards for the 
course require to be raised, they may be raised ' 
accordingly. The facilities available for training 
in stenography should be more profitably deployed. In 
areas where good private training institutions are

' available, courses in stenography in ITIs should be
opened only after all aspects of the matter have been 
fully considered, because it should be possible to 
arrange fo-r such courses in the private institutions,, 
These institutions should be encouraged to seek affi
liation with the NCTVT. Per granting affiliatien.net 
only should they satisfy the minimum national stand
ards of equipment and instructional staff but also 
their reputation for probity should be taken into, con
sideration. lor being admittel to stenography courses 
adequate - standards of proficiency in the concerned 
language should be insisted upon. In view of the ex
treme shortage of stenographers, annual trade tests 
may not be necessary. Whenever a trainee is able to ' 
show the required speed in shorthand and typing, he 
should be helped in finding employment. Howeverthe 
National Trade Certificates should be awarded only 
after he has passed the Trade Test which may be held 
at six monthly intervals. The. scheme should be opera
ted through the Employment Exchanges. Advantages^ of 
this scheme will be -

(a) Tt will be relatively more economical as no 
equipment, building or ins true teas will be 
required;

(b) Training of stenographers could be arranged 
even in distant areas;

-- (°) Quality of training could be improved on
account ox the spirit of competition that will 
be generated between different private

, training institutes;
.. .76
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(d) Production of stenographers will he expedited 
as they will not be required to wait for one 
year for the test. They will heave an incentive 
to acquire knowledge quickly in the hope of 
finding early employment.

Departmentally operated 1TI courses in stenography 
should preferably he made available in backward 
areas where other facilities are not available;

Gscv) Short training courses should be organised in
secretariat and allied work such as accounts? book
keeping, filing, correspondence, etc,, to meet the 
growing demand in the public and private establish
ments;

(xxvi) Training programmes should be expanded to cover 
'commercial, distribution "and service trades to

•meet the demand for trained workers in modern 
commercial and business houses and service indus- 
cr.L os sucn as ho o els, restaurants and beauty shops, etc

(xxvii) Job analysis conducted by the Employment Servioe has 
revealed a large number of entry occupations in both 
organised and. small scale industries for which 
workers need to be trained for short periods. Train
ing courses should he organised to meet the require
ments for such workers„ This, as well as our re
commendation in Chapter VII to train rural youths, 
should incidentally, help in optimum utilisation 
of buildings, equipment and other training resources 
of the ITIs and other similar institutions; and

(xxviii) Facilities should be provided at local, State and 
national levels for regular follow-up of post 
training of traineeso

’' Training of Craft Instructors

6.24: Of the total 2,596 training seats sanctioned in
seven Central Training Institutes for training of Ins-
true tors only 1 ,590 were filled at the end of Decembeh
1967 as given b e low i -

Table J)
■ *

Name of the CTI j No. of seats No. 
sanctioned as

o f seats filled 
op 51o12,1967

Cal cutta 484 282
Bombay 552 25 5
Kanpur 592 342
Madras 588 124
Hyderabad 552 . 79
Ludhiana 552 206
New Delhi 116

2391.
121

1590

6.25: The staff in position as agaimst the posts.

.. .77
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already sane hi ore d at the end 
follower—

Table i

of December,

0

1967 was' as

A

Name of the CT1 Sr. 1Vaster • Jpv Magter .
Sane- In posi- Sanction- In pos:
hi on ed hi on ed • tion

Calcutta 40 33 . 30 28
Madras"' 26 18 24 ' 21
Kamur 24 19 ■ 24 . ■ • 19
Hyderabad 22 16 21 16
Ludhiana 22 18 20 10
Bombay .' 31 25 26 17
New Delhi 7 6 7 . 6

6,26s ' The following categories of persons are eligible
for admission to CTIss-

(i) Instructors in the ITIs,'vzho have not undergone 
training course at q, CTI$ they are deputed by 
the State Governments;

(ii) Instructor trainees sponsored by State Govern
ments under the Emergency Training Scheme before 
appointment as Instructors at the Ills;

(iii) Private candidates - who are admitted against 
vacant seats left after the admis si on of those 
recruited under (i? and (ii) above; and

(iv) Other candidates spans cred by engineering insti
tutions and individual undertakings "in" the 
public- and private sectors $

6.27s ■ Admissions are made in August and the final trade 
test is held in the month of July next year in 17 engi
neering and 4 non-engineering trades (Please see Appendix 
XV ). The training programme is carried out in two 
phases of six months each. Th 5 first phase is devoted 
to development of skills and ronoval of deficiencies in 
skill, trade theory ? workshop ma the ratios and drawing, 
while the second phase rs devoted to the development c 
instructional and evaluation abi

o
of

v,

6.28; The final' trade test is held in Trade Practical. 
Trade Theory, Principles and Practice of Teaching, 
Workshop Calculations >. Science e,j-.d Beading of Drawings,
Sessional work is also taken into account and narks__ _
awarded for it.
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6029s A training grant of Rs^io/— is sanctioned per 
trainee per month. In addition, a sun of Rs„8/~ per 
trainee per month is sanctioned for medical facilities, 
sports:,,, etc. The training grant is utilised to cover 
expenditure on raw materials for trainings Cvrscaable? 
stores, replacement of handtools, repairs of equipment, 
etc.

6.30: In addition to the regular courses, the follow
ing short-term refresher and pilot courses are run in 
the CTIs:-

(i) A course for the training of instructors in 
Workshop Arithmetic and Reading of Drawing

- has been started on a pilot basis at CTI, 
Calcutta, with a seating capacity of 20;

(ii) Short-term courses of 3 months and 6 weeks 
duration are being conducted at CTI5 Calcutta, 
and CTI, Bombay and Madras, respectively, for 
training of Workshop Instructors for catering 
to the needs of the industries under the 
Apprenticeship Training Scheme;

(iii) Sheer t-termi courses for the training of
Store—keepers of the Ills is also conduc- 
ted at all Central Training Institutes;

• . ...
, (iv) Short-term course for Surveyors under tire

Apprenticeship Training Scheme is also being 
conducted in all CTIs;

(v) RefresSner course for the training of Principals 
of Industrial Training Institutes and Inspec
ting Officers is also conducted at regular in
tervals ;

(vi) A cowrie of six months’ duration for the 
training of Millwrights is conducted at CTI. 
Calcutta;

(vii) A short draining course of 3 months duration 
is also run at CTI, Calcutta for training 
foremen who did not hays ike. benefit of re-' 
ceiving trainirg in a CTI before their promotion;

(yiii) Training of Junior Masters - a course of'3 
months duratio i Is condnoted at CTIs as and 
when required; and

(ix) Special short-term courses according to heeds 
of the ITIs or industry. 4

6»31; ^wo pub lie atic ns, namely, ^(X)_ ^Elementary . Text Book
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on Reading of Blue-prints and Sketching for Students of. 
Technical and Vocational Schools and ^ii) Manua.- of Engi
neering Drawing—for Instructors in Technical and voca
tional 'Schools, have been prepared at CTI,Cal cutta, and 
accepted for publication by the national Council for 
Educational Research and Training. They are under 
print. One book, namely, Workshop Calculations through 
Practical Problems h.as^ already been printed and distri- 
but ed.

(i) On account of the rapid expansion of ITIs, 
especially during the Third Plan, persons 
with desired practical experience in in
dustry coupled with subsequent training at 
ITIs were not available for appointment as 
Instructorsa State Governments were, there
fore, obliged to depute persons with little 
or no practical experience for training in 
the CTIs. This lack of previous industrial 
experience or background has perpetuated x 
skill deficiency among instructors despite 
training in CTIs;

(ii) Follow up of CTI training is being done by 
Senior Masters who visit ITIs for this pur
pose u Nevertheless, adequate research*" has 
not been made into the extent of assimila
tion. on the part of Instructor trainees of 
the training and knowledge imparted in. the 
CTIs nor has any scientific study been, made 
about how, if at all, the knowledge and 
training given in the CTIs has been used in 
practice by the trainees after their return 
io che ITIs and hw the CTI training has 
made an impact upon the ITI training and in 
what direction it needs improvement;

(iii) Training in the CTIs, except that for women 
in New Delhi, has been confined more or less 
exclusively to Instructors of the ITIs, to 
meet the requirement o f Instruc tors for 
ITIs. Staff engaged by State Governments 
in vocational schools and polytechnics has 
not been attracted to this training nor have 
industrial establishments in the public and 
private sectoi s made extensive use of the 
facilities available in the CTIs for training

-their instruc tors /supervisors;
(iv) Contrary to the situation described in; the 

previous paragraph, candidates for Instructor 
trainees in the CTI—for women in New Delhi, 
have nearly always been private individualsa

.... 80
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The problem here is that a vast majority of CTI 
trained women have been waiting for suitable em
ployment at the Exchanges, in some cases for 
several years and the number is growing;

J
(v) Facilities for training of instructors are 

available only in some engineering trades, 
little expansion in the trades taught has taken 
place during the past two decades. Trades per
taining to several growing and well-developed 
industries such as textiles, petro-chemicals, 
pharmaceuticals, etc. , have not been included and 
many trades taught in the ITls are not included 
in the CTI programme; ar.d

(vi) It is doubtful if, in the foreseeable future, the 
need for trained instructors will continue to 
be of the order for which training facilities 
have already been provided at the CTIs. In any 
case,the determination of the number of training 
seats at the CTIs should be based on scientific 
assessment of the long term needs for instructors;

6.33 s We recommend -

(i) As recommended by us elsewhere, efforts should be 
made on a conti ruin g basis to remove the skill 
deficiencies amongst the instructional staff of 
the ITls by giving chem the benefit of intensive 
refresher courses at CTI at intervals of six years. 
In addition, training should be arranged for ins
tructors in collaboration with the industry in 
actual production methods in vogue;

(ii) The Foreman Training Institute at Bangalore will 
impart training to Workshop Supervisors. To 
make further use of the training capacity of the 
CTIs, steps should be taken to attract skilled 
workers from the industry to be trained in super
vision techniques. Further, in collaboration 
with the Education authorities rk in the Centre and 
in the States, arrargements should be made for 
the training of Instructors who will be required 
under the proposed scheme for vocationalisation 
of education. This may require some marginal 
adjustment in the training courses at the CTIs;

(iii) As a long term measure, training in the CTIs
should be diversified to include non—engineering, 
commercial, distribution and service trades. In 
fact, we would go to the length of suggesting 
that advance action should be taken to plan the 
training of Instructors in new trades before

_ they are introduced in the ITls;
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(iv) During,the Fourth, Plan the aim should he to 
expand training facilities in the OTIs so as 
to" cover the training of instructors belonging 
to all trades taught in the Ills as well as 
the apprenticeahle trades. In doing so,

economy should be effected by arranging, on an 
experimental basis, training in manipulative 
skills to be given in concerned industries, 
and training in methods and techniques of in
struction in the OfIs;

(v) Another main activity for the OTIs during the 
Fourth Di.ve—Year Plan period should be to 
concentrate on the production of training

—material in respect of all trades which are 
covered under the OTI scheme*, In this field, 
the Of Is should supplement what we have re
commended to be done by the START at Calcutta;

(vi) Research should be carried out on a continuing ■ 
basis regarding the manner and extent of uti
lisation of the knowledge gained at the Of Is 
as reflected in the quality of instruction at 
the ITIs. During these studies, efforts should 
also be made to assess the extent to which the 
ITT 1/ ,-etru ctors fail to absorb instructions 
imparted at the OTIs and the reasons for it.
This should help in re—f naming the Of I curricu
la and in revising the techniques of instruction 
and communication;

(vii) We are gratified to note that increased uso^of^-^ 
audio-visual aids is being made in the OTIs.
In addition to the.imported films and film
strips, some film-strips have been prepared in 
the OTIs. Emphasis should new be laid on 
preparation of a much larger number of films / 
film-strips and lecture-tapes. Attempts 
should be made to cover the entire range of 
trades taught. It should be the practice to 
prepare training literature as well -3 audio
visual aids in respect of a yrade even before 
it is intre duced in a OTI. fhi3 will go a long 
way- in irej thing confidence in the industry, 
instrue to rs- and trainee s;

(viii) We are glad to note that industry is being
- increasingly associated with the OTIs and its

•representatives are invited to lecture to the 
. inetructor-trainees on different topics, e.g. 

techniques of production, shop-floor supervi
sion, etc. In order to increase the useful
ness of these lectures? it should be the general 
practice to vape-record at least those lectures
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which are delivered bv acknowledged authorities 
in the industrial field aid , if possible, prepare 
ft ~i-m—etri3?^ for circulation to and use by other 
CTIq and TTis. Arrangements should be made to

'"'mairo—-suitable payments to the guest lecturers, 
if nof-as fees, then at least to reimburse to 
them their out-of-pocket expenditure;

(ix) Also, the practice of tape-recording the lectures 
of important industrialists, production executives, 
etc-, at their-residences or work-places should be 
resorted to and encouraged. Similarly, attempts 
should be made to prepare film-strips depicting 
good and bad arrangements of workshop© and machine 
tools, production techniques, etc. in the public 
and private sector establishments and to display 
the same in CTIs and ITIs;and

(x) In addition to the responsibility placed on the 
Principal in this behalf, surveys should be con
ducted on a continuing basis through the Employ
ment Service to study the employment pattern 
among the passed-out instructor-trainees, both 
men and women, and in particular, to find out
tbe reasons for any prolonged unemployment, among 
tnem- This will help in keerirg a watch over the 
demand, pattern for and nature and extent of em
ployability of the Instructors trained at the 
CTIs end also m suggesting effective improvements 
or changes in the.content of training.

<je Appr enti ceshin Training

6.34:
under

With the implementation of the development scheme
the Fire-Year Plans, a greater need was felt fop/' 

increased supply of shilled manpower to man the tradi
tional and modernising industries in the country. Also, 
because the existing institutional training imparted in 
the Ills could not simulate industrial condactions and 
environments and was not production-oriented. a volun
tary scheme fox’ apprenticeship training in industry, 
called the ’Rational Apprenti ceshij; Training Scheme* was 
launched, but it did not succeed. The Indian Labour 
Conference (1951). the Training and Employment Reorgani
sation Committee (1954), bhe Technical Training Committee 
on the smali-s cal e Industries Board (1956), the Special 
Apprenticeship Committee cf the Snail—Scale Industries 
Board (1955), the Rational Council fox* Training in Voca
tional Trades (1960). and the Working C-roup oil Technical 
Education (1959)? all recommended legislation to regulate 
and enforce an apprenticeship training programme in the 
country.
6.35: Accordingly? the Apprenti jcqsM-0 Act was passed
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in 1961 and it came into force on 1st March. 1962. Under
the Act, employers in specified in cl; stries-are obliged 
to train a certain number of apprentices in each;1dfesig-

1* nated’ trade according to prescribed national standards,
, Non—compliance or violation of the provisions of the Act

by employers, whether in the public or public sector, 
is a cognisable offence0 Eat so far the effort has 
been devoted to sell the idea of apprenticeship and 
therefore, the Act is being implemented with the coopera
tion of employers,

6^36; Durirg the last five years' since the enforcement 
of the Apprentices Act, there has been considerable 
progress in the implementation of uhe apprenticeship 
trainii^ programme and at the end of 35,000 appren-

; ’ tices were undergoing training in 40 trades in about 
2,900 establishments of 195 industries in the public

•v ' and private sectors. 10 mmri- trades have been brought 
under th° purview of the Act since February 1968 (see 
Appendix XVI).

, •••4 •

6.37 s Apprenticeship facilities are required t’o be 
* . provided by industry under the Apprentices Act,1961.

Under the Act ‘industry’ means any industry, trade, busi
ness or occupation in which any trade may be specified

„ as ’designated trade’. The scope of the Act is,wide and 
can be extended to any fic-lc of industry to regulate ana

, \ control training of apprentices^ The target proposed
^/in 1966, in the Draft Outline of the Fourth Plan^ has been., fixed

at 100,000 training places for apprentices in the: follow
ing industries provisionally/ subject to survey of- 
available facilitiess-

T ab11. e_ 11

Engine ering 
Construeti on 
Mining 
Steel 
Cement 
Textile
Printing
Leather
Handicrafts, sports 
goods.
Hotel and catering 
Bank and Commerce 
Mis c. I nd us tri es

40,000 
„e 20,000

3,500
5,000
3,000
5,000

«« 5,000
e. 1,000

3->000 
3,000

«■> 5,000 
*. 1,500

Total 100,000
$■

It has been decided to intensify as well ag diversify the 
apprenticeship training programme during the Fourth Plan, 
to meet the specific ..require nents of industries.

.......... 84
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State Governments have al-
detailed surveys of 

1 it i e s eti all e si ablithmenfcs
intensify the training pro'

6,58: In.tensif i cati on: The
ready been "asked to "carry out 
available apprenticeship fact 
covered under the Act, and to 
gramme in them.

-675L9A E iy er s i f in at io n : Apprenticeship training pro
gramme should be diversified in, respect of trades covered 
so as to meet the requirements of all types of indus
tries and occupations specific to them* Moreover, 
divers4fi^tj.on' may-be necessary because, according to 
present'estimates, it may be possible to place not more 
than 40,000 apprentices in the existing basic engineering 
trades. ,

6.40: A number of Study Groups on each of which the'
industry concerned is' represented have been constituted 
to -advise Government about the actual and anticipated 
training needs of particular industries, ■ A statement 
showing the Study Groups already constituted for various 
industries and the additional trades re co mm ended’’, by t them 
for designation underr the Act is at Appendix XVII,

6«41 s Per io d o f Trairing; The period of apprentice
ship training is three years, except in the case of 
(i) Millwright (Maintenawe)Mechanic, (ii) Tools anj 
die maker and (iii) Mechanic earth moving machinery 
where it is four years,
6.42: • aic jraTft?ng* ^-e period of basic train-"
ing is one year except in the case of tool and die 
maker, which is for two years, Employers having'500 or 
more workers have to make their own arrangements-for" 
basic training while in regard to these having less 
than 500 workers, 50 per cent of the cost will be borne 
by them, the other 50 per cent bping berne by the- 
Government, subject to an approved limit. The con
tents of the one-year craftsmen courses in the ITIs and 
the one-year basic training in industry are identical 
and therefore, arrangements have been made for impart
ing basic training to apprentices in almost all these 
trades at the ITIs,
r , i
6.45;\, tor the required basic training in trades not 
taught' at the ITIs - ' .

(i) State Governments have been requested to intro
duce additional trades vzhioh are not at pre
sent taught at the Ills, but ere designated 
under the Act 5

...__ . (ii) Arrangements have been made with industrial
establishments, such; as the Regional Institute 
of Printing Technology, Allahabad and an the 
Pood Polytechnics to Impart basic training;



n(ifx) Ef£orts '^relbeing made to open basic training 
~’t^5fc.u_ ujr<^si.,-in textiles? chemicals, etc., at polytech'

nics, tedhnolo-gical institutes, etc;
(iv) Arrangements have been made at Ills to give basic 

training in certain designated trades and non- 
ITI trades, namely^- ■-

(a) Millwright Mechanic (Maintenance)
( b) Mechanic (Textile Machinery) , etc .

6.44: Progress in the implementation of the Act in both
the public and private sectors is reviewed on a conti
nuous basis and follow-up action taken to ensure engage
ment of maximum number of apprentices by them.

6.45s We observe -
(i) Surveys of apprenticeship training facilities 

have not yet been carried out at a very large 
number of establishments for want of surveyors;

(ii) Many establishments have not engaged appren
tices in compliance with the provisions of the 
Act and follow-up action in some cases has 
proved futile; . . .

(iii) There is lack of basic training facilities in 
non-ITI trades. The provision of euoh faci
lities at ITIs, Polytechnics, etc., is time- 
consuming ;

(iv) St ipends admissible to apprentices are;.- 
Table 12

In establishments 
located within the 
c it ie .3 c f C al cut t a, 
Bombay and Madras

In establishments 
located at places 
other than the 
cities of Calcutta, 
Bombay and Madrasi'

During the first 6 
months of tra-j ning jas.50 p.m. Rs»40 p.m.
During the next 6 
month s of training Rs.60 p.m. Rs .5 0 p.m.
During the second 
year of training Rs.70 p.m. p*s.6O p.m.
During the third 
year of training Rs.80 p.m. Rs.70 p.m.
Duriig the fourth 
year of training

Amount elual to 
wages as skilled, 
workers paid by the 
employer to a person

Amount epual to wages 
as skilled workers 
paid by the employer 
to person who has com-

who has completed 5 pleted 5 years appren-^ 
years apprenticeship ticeehip in a desig- " 
in a,designated trade nate<i trade or 
or Rs„90 p.m. which- Rs.80 p.m. which-''". 
ever is higher0_________ ever is higher.
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Thes^ar-e- inadeqjuarte particularly in the case of such 
trainees as have successfully completed 1TI training, 
as they could earn much more if employed even as ft semi
skilled worker^. The fixation of these stipend rates has 
resulted in devaluation in the market value of the ITI 
trainees and has adversely affected' their prospects of 
employment and morale .

(v) Different ratios of apprentices to workers in
trade have been prescribed under the Apprentices 
Act. Insistence on engagement of apprentices on 
the basis of these ratios in certain', areas and
trades, creates a situation where more ano:
ar e 
and

trained than can be easily absorbed by
'entices 
the industy;

(vi) Entry qualifications for admission as' apprentices 
do not bear much relationship with the qualifica
tions generally insisted upon by industries for 
appointment of apprent ices/woike rs.

6.46: . We recommend -

(i) Initial surveys of apprenticeship'training faci
lities available at establishments should be 
carried out without any delay. Such surveys 
should be repeated at regular intervals in order' 
that up-to-date knowledge should be available in 
the Directorate for use in organising apprentice
ship training programmes not only in normal times 
but also in times'of national emergency. Dor 
this purpose, the services of the Employment ' '
Officers at the State level may be utilised to 
the fullest possible extent. Staff resources 
need to be augmented for this purpose;

( ii) Establishments, which do rot persistently comply
with the provisions : of the Act in spite of re- / J/LoX 
quests Central and State Apprenticeship * •
Advisers, will now have to be dealt with accord
ing to law;

(iii) Instead of creating additional facilities for 
basic training in the designated trades in the 
ITIs,etc., attempt should be made to utilise 
the facilities available in industry, polytechnics, 
engineering colleges, etc. This will result in 
economy;

~—(iv) Admissions are allowed as and when vacancies for 
.-—apprentices occur in establishments or according

to seasonal and other factors prevailing in the 
industry and we agree that this practice should 
continue;

(v) Entry qualifications in respect of each trade should 
be related to the performance requirement of the 
trade or current hiring practices of the employers 
and detailed-studies may be made at regular inter- 
vals for this purpose;
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(vi) Requirements of apprentices should he assessed
in collaboration with the Employment Service 
Organisation on the basis of demand projections 
in respect of manpower requirements in parti
cular occupations in eaotv&ndupsrys . ■

vii) Indian authors should he encouraged to write 
technical hooks for the benefit and guidance 
of apprentices* Arrangements should he made 
in collaboration with the Rational Council 
for Educational Research and Training to deve
lop this programme by cutting down procedural 
delays and by making the terms and conditions 
more attractive5

viii) Arrangements to rotate apprentices among em
ployers on a group training basis to give them 
all round training should he intensified;

(ix) More regular, detailed and frequent inspections 
should he arranged of .-’establishments where 
apprentices are being trained to ensure stand- • 
ard performance;

(x) We would welcome increased association of trade 
unions with the planning, organising and execu
tion of apprenticeship training facilities as is 
done in other JSeroi gr countries, This parti
cipation cf trade unions should he organised 
for each trade separately;

(xi) The Central Apprenticeship Council recommended 
in November,1967 a review of the quantum’of the 
stipend paid, to apprentices. A Committee is 
examining the question in the light of the 
productivity of the apprentices as- well as 
the financial burden that will he imposed on the 
employers on account of an upvzard revision of 
the stipend. We feel that the question of 
payment of stipend is of basic importance to 
the development of apprenticeship training pro
gramme which is at present suffering cn account 
of inadequate payment. As is the practice ob
taining in the developed countries, the rate of 
stipend payable to the apprentices at various 
stages of training should be correlated with 
the emoluments of workers in the trades concern
ed. While this correlation should be worked out

.. scientifically by the experts, wo .feel that in 
a-xL Xairnccfl wo tiio apbrontioss Rnd employers,



the following percentages of emoluments should be 
fixed as minimum payable tom apprentices:-

First six months 
Se cond six men ths 
Next twelve months

twelve month s 
5: twelve months

40^

60^
700

>0

We wish to reiterate that the foregoing percen
tages should be regarded as minimum and in 
cases where apprentices become highly productive, 
the percentages may be raised with the mutual 
agreement of employers and workers;

(xii) Jn order to overcome the difficulty of imparting 
related instructions to apprentices engaged in

^isolated places, correspondence courses should be 
developed and organised to impart related instruc
tion to such apprentices after adequate prepara
tion. The courses would also be helpful for the 
rej.ated instruction in centres where the number of 
apprentices is small;

and involvement 
ing programme„ 
turn of trained 
grammes is more

(xiii) Experience of the world has shown that appren
ticeship as a means of traing skilled workers 
is not only economical but also provides pro
duction-oriented workers„ This system lies the 
added advantage of ensuring a full participation 

of the industry with the train- 
As a result of which, the out- 
personnel through these pro- 
or less need-based. We have, 

therefore, no hesitation in recommending that 
the Govto will be well-advised to concentrate 
on expansion of the apprenticeship training yro- 
gramme; and

(xi) To ensure that apprenticeship training becomes 
increasingly popular among the employers, it 
will be necessary for the Govt, to continue to 
shoulder, as at present, the responsibility for 
imparting basic training. This will be of con
siderable h elp to smaller establishments* We 
have taken note of the fact that quito a few 
trainees in the ITls, on'•completion of one year 
training, are engaged, as indeed it is permissible 
for them to do so, as apprentices in. establish
ments employing more than 500 workers. We feel 
that this need not be objected to as it tanta
mount s to a suitable fulfilment o:
training and need not be regarded

the aim of 
as has been

suggested by some, as subsidising training in
bigger establi shments

1
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CHAPTER VX1

PHTURS PPVHT/OPWNT 0? THAIHIM 0

7.1s While considering the precise ' scope and future .' . 
development of the training programme, we agree'with thO 
approach of the Shiva'Pao Committee that the main burden 
of training ofworkers should necessarily fall upon the 
industry and the State should supplement rather than 
supplant the activities of employers, in the matter. Only- 
in such fields and are’a© where employers are not forth
coming .to undertake training programmes, national in~‘ 
terests demand th'al i tno 5 tale should step in, One" such 
field is the village. With, considerable transformation 
in techniques and production processes in agriculture, at 
least in some areas in the country, it appears necessary 
for the State to undertake special training programmes 
in order to make available suitably trained persons to 
fill this need; 1'Eleotrifioation of rural areas; use 
of tractors and earth-moving machinery and mechanical de
vises in agriculture;' harnessing of tube-wells and 
other water-lifting devices for irrigation would indicate 
the necessity of training the rural youth in suitable 
trades. . This has so far been a neglected field and ob
viously no . other agency except the State can undertake 
thi s-responsibility.

7*2: ' Another field is. the self-employed industrial
sector, which accounts roughly for 11 per cent employment' 
in the’ country. ' Attempts should, therefore, be made to 
identify occupations in cottage and home industries both 
in rural and urban areas, and provide institutional 
training in trades, where the traditional methods of 
training are inadequate both in quality and quantity. .

7.5s In the organised sector of the economy,'one.finds 
big industria.l establishments with their own training 
programmes, both institutional and in-plant. . It would 
obviously be futile for the Plate to train persons for
th m, but such establishments should boar responsibility 
of training apprentices-in designated trade^,--I-n-the 
case of• establishments which do not have their own 
training programmes, it would be for the State to come 
to their rescue by providing training facilities in de
mand oc cupa ti one ♦ The institutional training pro
gramme of the Ills shall have to be diversified, and the 
present emphasis on metal-cutting and metal-working 
trades shall nave to be shifted to other trades, In 
.Part A of this report, we have recommended Area Skill 
and Training Heed Surveys. Training programmes should 

Jbe based on the findings of .these surveys which will 
reveal the'new economic and industrial developmenbaas_ 
well as changes . in the contents of traditional^"'

z
z
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occupations and the growth of new ones. The State should 
.foresee the changing pattern and texture of the occu
pational world and plan suitable training or re-training 
programmes in anticipation of the need,,

7.4: It has been noticed that the normal pattern of
growth of economy both in the preparation and take-off 
stages i s reflected in. increased construction activity 
and development off different types of services as an ' 
adjunct to industrial progress. In the re-organisation 
of training programmes; therefore, considerable empha
sis shall, have to be given to such new service occupa
tions as may be coming into existence or old occupations 
that may be increasing in importance in the employment 
market. Institutional training facilities shall have 
to be provided by the State in this field.

7.5? In orde# to improve their performance, attempts 
have already been made to provide incentives to Instruc
tors, by giving them advance increments in cases where 
their trainees have won National or State Awards. Such 
incentives, however, do notmseem to work satisfactorily 
in all cases and in all areas. State and. National 
awards should also be instituted for Instructors who 
have continued to show a high and exemplary degree of 
efficiency or conduct over a period of. some years. Simi
larly, cash awards may also be instituted for Instructors 
and trainees for acts cf outstanding courage or initia
tive or exemplary conduct in saving Government property. 

.Cash awards- should also be. instituted for staff members 
who exhibit inventive skills or who show extra-ordinary^,^, 
initiative in suggesting ideas leading to improvement 
in the quality of training and/or economy in expenditure.

7*6: Arrangements should be made for allocation of
funds specially earmarked to make grants or loans to 
trainees interested in setting up their own business.
These arrangements should, be made particularly appli
cable to trades which are important for the rural and 
the smaller urban sectors but which do not presently 
attract adequate number of trainees.

7.7: Training facilities have expanded at a fast rate
particularly during the Second and Third Plan periods.
-uhis he»» ox-oo-tTod papobleras In regard to main—
uenance of quality on training. Also expansion of 
training facilities has not alwavs kept pace with the 
rate of growth of industry. Of" late disturbing re
ports have come of prevailing and, in fact, increasing 
unemployment among ex-trainees. Economic recession

....9*-
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experienced in the country during the past two years has 
not helped to create a climate in which quantitative 
expansion of institutional training facilities could he 
safely advocated. Indeed, opinion has been expressed 
in some-quarters that training targets have hcen over
reached and they may he cut down to sone extent. We do 
not, however, support this view wholly. le feel thau 
if ex-trainees could he encouraged to take up entre- 
nr en°ursho , th o exist1ng iacillu le s wo ul ci not seen to 
he much in excess of the country’s requirements. More
over, th e rate of growth of indue t>ry is likely *.o look 
up\n the near future and it will he good counsel to 
keep ready the supply of trained manpower. In fact, it 
will he safer to have trained hands in excess of the 
requirements rather than suffer from their shortage. 
Training targets, may, therefore, he pegged at the level 
of 1967-68, for Fourth Plan. During this period, 

^attention should.-.he confined to qualitative improvement 
in training. There may, however, he no objection to 
conversion of one trade into another either in the same 
or on transfer to another area on the basis of well-es
tablished skill-requirements. This recommendation 
should, however, he no bar to expansion of ITIs result
ing from another recommendation made by us under which 
ITIs should he used for training workers in new trades.

7*8: We further feel that'ITIs, which do not have ade
quate facilities such as buildings, equipment and ins
tructors, should he closed down and their training 
seats allotted to better equipped institutions.

7.9? ITIs have been set up in the vicinity of some o.f 
the large public sector., undertakings on the plea that . 
they could help fulfil the manpower .requirements of «... 
the undertakings, hut we hardly f ini an example of an

undortakiha?ir;relied nrimar i 1 y on this sourcefor
supply of their trained workers. On the other hand, we 
find that the undertakings have not only established 
their own training programmes hut have had to he 
seriously canvassed to even participate in the appren
ticeship training programme. This is a wasteful dupli
cation of effort. It would .he economical if the under
takings relegate to the Directorate of Training the res
ponsibility for supplying them trained manpower instead 
of each project naking its cv.Tn arrangements and sometimes 
several of them doirg it separately in the same locality 
as is the case at Durgapur, Ranchi, Kardwar, etc.

7.10: ra Tjpoxua i n i, n g ■■ ■fre h e me u

^lhe main objective of a national policy in res
pect of training should he to ensure out-turn of 
manpower according to requirements o f ,the economv,- 
adequat©^ bo-th gn quant ity-vurd-ujualityv. _ _Iiy is
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— import ant that a proper account be kept of ail the
sources of training of craftsmen and production process 
workers to avoid imbalances in the demand and supply.
Dor this national accounting of supply of manpower, 
the total number of pc-rscns'being -Grained at any point of 
time should be knovzn and therefore, there should be 
a simple system under which all training schemes of 
employers in the country should be. registered. We 
reoemmene" that the State Director of Training, in his 
capacity as the State Apprentices}! Adviser, should be 
made the Registering authority in each State and the 
Apprentices Act should be suitably amended £er- this. ■ 
pui.-pos-^., exA-kle. fitscLi Colte.ex5w> •

7.11 j It is not possible, within the time at our dis
posal, to estimate the total expenditure incurred on 
the training facilities provided by the several Minis
tries of Government of India and public sector under
takings," not to mention the State Government activities. 
In our view, all the public sector progie.mmes relating 
to training of woikers at the craftsmen level (a) in ■. 
common trades and (b) in the preparatory part of the 
more uncommon trades, should be included in one single 
scheme of training to be placed under the DGET. A 
great deal of saving could be effected in"; manner.
The existing facilities in the Ministries which are now 
running training programmes snould be utilised for 
giving to ex-trainees of DGST short-term specialised 
training suited to their special needs. It follows 
that the ITT training will need to be remodelled to 
take into aocount the needs of .the users, such as the 
Ministry of Defence, Railways* Steel, etc. The nece
ssity to amend sxyof the provisions of the .Apprentices 
Act, 1961, following from this recommendation may be 
.considered.

7.12s The programme of training is fast gathering 
momentum and will, in course of time, embrace Increasing 
number' of industries and establishments. •—public and 
private sectors. The full impact of a manpower pro
gramme of these dimensions on the public mind is not. 
however, visible. School teachers, public men, 
parents and youths are not fully aware of the contents 
of the training courses and the prospects of employ
ment or self-employments which become available tc 
those trained under this scheme. The important part 
that the training organ!sation is playing in the econo
mic development of the country has not attracted ade
quate attention of the and the Press. It
is, therefore, important that' a sustained publicity
of the‘training programme including statistics of

"'-apprenticeship seats by trades, industries and sizes 
of establishments, should be organised in order to 
convey the full importance of training programmes to .1- 
the public in general and the users, of manpower" ire-

— • particular. . _  '
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7.13: "o achieve greater success in apprenticeship
-training p rogramme, we feel that it is important to 
create a climate in which the employers develop a sense 
of ownership in respect of this programme. This can, 
in our opinion, fee achieved fey the establishment at the 
plant level of a tripartite advisory committee consist
ing of representatives of the Government training or
ganisations, management, and workers (of different 
trades) . This committee should help in developing 
training standards, in prearation of training materials 
and in bringing- about a joint and concerted approach 
towards development of skills and integration of the

..-opportunities with the labour force of the establishment.

7.14s We recommend that a serious attempt should also 
fee made in developing a similar psychology among em
ployers in respect of the TTl trainees. One of the 
ways of achieving this which occurs to us, is vbah em
ployers msv sponsor candidates for whol e-time/rt-time 
training in ITIs. In fact, we envisage that in time to 
come, ITIs will have training seats reserved for candi
dates sponsored fey employers, vzho may finance their 
training. Attempts should also be made in this con
nection develop ITIs where training may be imparted 
to candidates sponsored by the industry in. tailor-made 
programme.
7.1j5 ’ full-time institutional and on-the-job training
programmes are undoubtedly vital for'.the industrial 
development of the country but they do rot reach the 
following sections of the community: -

(i) Employed and self-employed persons desirous.' 
of acquiring or developing skills;

(ii) I n dus t r ia f wor ke r s
s-P

(iii)

(iv)

ho wish to make un their 
ce.t'i ci er.ey m manipulative skill and/or - 
in related theory;
Persons desirous of acquiring basic skills 
and knowledge either as a hobby or for 
•subs id iary inc cm e; an d
hural youths desirous of developing basic A 
o pe rat i o na l/ma ri pul at iv e ski 11 s to hand 1 e. •' 
f arm ma oh i ne r y.

We feel that, to meet the needs of those classes^ 
urgent steps should be taken to organise (a) part-time, 
and, at a later stage, (b) correspondence courses at

of-

local and state levels 
should be taken to make 
able, at the sane'time,

In designing these courses care 
then simple and easilv understand-

, _ ___ y introducing complete flexibility
in respect of age, admission qualifications and duration 
of training, etc. Attempt should be made to dovetail some 
of these courses with craftsmen training programme to 
enable one to obtain the national certificate. A 
thorough preparation would be needed before these courses 
are introduced on a large scale. Employers,..can' also”play 
a vioai role in the development of their programmes.
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FUNCTIONAL OEUMTf 3AII0N OF TE AT NI NG

8e 1: We now propose tc examine organisation of the 
Training Service at the Centre and at the States and 
see how it has to he strengthened to carry out its 
growing re sp c ns ibi 1 i t ie s.

Central 8.2: The Directorate is responsible for assisting 
Set-up “ the Director General in -

(i) Policies, procedures, standards and pro- 
gramm es,

(ii) Evaluation;

(iii) Providing leadership and guidance in -

(a) Selection of trades for training in
the I Tie, MTIs, CTIs and under the .- 
Apprenticeship Scheme; -

(b) Laying down of syllabi and curricula;

(c) Preparation of lists of equipment and 
hand-tools,

(d) Setting of papers and trade testing 
train eos 3

(iv) Training of Craft Instructors;

(v) Training of anprentices under the Apprentices 
Act,1961;

(vi) Training of Foremen and Master Craftsmen;

(vii) Eesearch in techniques of trade training;

(viii) Improving the skills of existing workers in 
the industry through part-time trainirg in 
eve nin g nl cs se □; and

(ix) Administration of MTIs, CTIs, Staff Training 
and Eesearch Institute at Caqcutta Advance 
Training Institute at Madras and Foreman 
Training I ns tit ut e at Bangal ore o

8.3; The Directorate is divided into five main divi
sion s,namely, (1) Apprentices training, (2) Crafts
men training, (3) Craft Instructor training; (4) Trade 
Testing, ana (5) Instructional material,,. The first 
division is headed by an officer of the rank of Addi
tional Director of Training and (2) and (3) each by a 
Deputy Director and (4) and (5) -each hif^lan Assistant

....95



Director. The Additional and Deputy Directors are 
assisted "by four Asst. Directors and three Technical 
Officers in their respective fields- Current Organisa
tional Chart of the Directorate is at Appendix VIII.

8.4: During the past decade there has been a tremend
ous development, both in the quantity and quality, of 
work in the Directorate but --"

i) commensurate expansion in staff resources has
not taken place?

ii) important studies and research in techniques 
..cf training have had to be postponed;

"'iii) The essential work of preparation of text
books and training aids has not made adequate 
progress;

iv) trade manuals by way nf guides to instructors 
have been prepared in respect of only fifteen 
trades?

v) several sanctioned posts having remained un
filled for long periods, have resulted in lack 
of adequate progress in several programmes;

vi) lack of printing facilities have caused delays 
in publication of important material produced 
at the He adq ua rt er s ?

vii) evaluation of ITIs by the Centra has neither 
been in depth nor frequent.

8.5: We feel that the Directorate n£eds considerable
strengthening not crly to remove the weaknesses mention
ed above and elsewhere in. this report but also to meet 
the new demands and challenges adequately on the prin
ciple that when an item is sanctioned, the resources 
needed for it, should be calculated and authorised.

8.6: In the light of the additional responsibility,
both technical and administrative, that will devolve 
on the Directorate, flowing from our recommendations, 
we suggest that the Directorate should be re-organised 
and strengthened as follows?-

i) The Directorate should cover the following 
five field

(a) institutional Training, (b)yOther train- 
c ing programmes,^ (c) Standards, ('d) Appren

ticeship and (e) Administration and Dublic 
relations ...-
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The Administration division will he headed hy an 
Under Secretary, while the other divisions should 
he under the charge of officers of the rank of 
Additional directors, who will he assisted hy 
adequate mmiher of deputy and Assistant directors 
(Please se ^Appendix XIX) .i . ’ '

ii) Research work on organisation and methods,
standards, training techniques, and preparation 
of training aids and manuals should he handled 
hy the START, Calcutta;

iii) A Rota Printer should he installed in the 
Directorate as a matter of urgency; and

iv) A film unit should he set up at the National
Headquarters to prepare various kinds of film- . . 
strips recommended hy us in Chapter VII.

Central. §_A7; All Central Training Ins titutes, excepting, the * 
Training, one for Women at Delhi, have been established with 
Insti- considerable assistance front the U„N. Special Fund

mutes Programme. The expenditure on the CTIs is met hy the 
Central Government and they are under the administra
tive control of the Directorate of Training.

• 8.8; The work of the Principal of the CTI for Women
in Delhi is looked after hy a Class II Officer, who 
gets a special pay for the work, The status and pay 
.of this officer may have to he modified if additional 
training -courses are to he added to this Institute..
8«9» ihe other 6 CTIs are heeded each hy a whole—time 
Principal in t^ie grade of a Deputy Director, who is 
assisted hy a Vice-Principal in the grade of an ~ 
Assistant Director. We feel that the CTIs should 
continue to he under the Central Government, as hitherto

Mo del 8.10; AjVfodel Training Institute (MTl) , providing
Training training in crafts according to the same syllabi .and 
Insti- curricula as those of the ITIs, is also attached to
try es. each CTI. The M'TIs have heen set up hy the Central

Govt, and as their name suggests, they serve as models 
for other ITIs functioning in the States" and provide, 
within the same premises, opportunities for practical 
exercises in instruction to instructor trainees,, We 
notice, however that the KTIs suffer from some of the 
weaknesses common to ordinary ITIs. The recommendation

• which we have made to improve the Ills are also, there
fore, applicable to the Mile*

Staff 8.11; This Institute is in the process of being or-
Trajning ganised with the assistance of the Federal Republic
and Re- of Germany. It will he headed hy an officer of the
search grade of Additional Director arid will have three
Institute divisions - dealing with staff training, research 
G a lout ta and general development and administration. The

.. -..97



~ 97 ~

Institute is a welcome (levelopnent in the field of 
training facilities ip. the country and is expected to 
fulfil a much-felt need in respect of training of the 
senior officers of Oils and Ills. It will also con
duct research in developing training-standards, curri
cula, teaching techniques and training aids* It is 
hoped that, besides improving technical standards, the 
Institute'..will bring about greater cohesion and inte
gration in the approach an cl thinking of the senior 
officers of the Centre and the States,

Master/ 8.12: This Institute is being set up at Bangalore
foreman with collaboration from the Federal Republic of 
Training Germany to train highly skilled (master) craftsmen, 
Insti- There has been a gap between the skilled workers and 
tute , the management because the type of she $ foreman who 
Bangalore is trained both in the diverse advance skills of

the trade as well as in requisite managerial skills 
required for effective supervision and control has 
been, in short supply in the country. It is proposed-

(i) to organise training for existing/potential 
shop foremen with adequate industrial ex
perience, sponsored by the industry, in 
technical, theoretical and managerial skills 
under full-time and part-time courses; and

(ii) to train existing workers with adequate- 
industrial experience, sponsored by the 
industry, in advance technical skills so 
as to prepare them as highly skilled 
(master) craftsmen,

8,13: The Institute will be headed by an officer of
the grade of Additions.! Director who will be assisted 
by two officers of the grade of Deputy Directors, 10 
Assistant Directors and 11 Technical Officers. The' 
Institute is a v/elcome addition to the existing 
training facilities in the country and is likely'to 
satisfy a much-felt need.

A^li^nce. 8.14: The Advance Training Institute (ATI) is being
.Training, organised under the charge of an Additional Director, 
insti- in Madras with assistance from the United Rations
tut e Special Fund to - 

Madras
. , i) train highly skilled (master) craftsmen re

quired by the industry,

ii) serve as a model forn other centres put up 
by the Government or by the industry, and

iii) evolve and develop training techniques and 
curricula for the use of other Institutes 
engaged in the training of highly skilled 
(master) craftsmen.

• • • 98



- 93 -

Regional 
Li rec
to rates

-State
Set-up:

The ATI will have the capacity to turn out 4000
hJfhly skilled (master) craftsmen during a period of 
five years0 It will he solely financed from the 
Central Government grants* We feel that a project 
of this nature is important in the context of 
economic development in the country.

8,15: Apprenticeship training scheme has been
introduced all over the country. Establishments
providing apprenticeship training belong to Central
Government, State Government or the private sector®
So far the State Li lectors of Training have been
designated as Apprenticeship Advisers in respect of
private sector and State Govt. establishments while 
the principals of the six CTIs for men have been, 
acting as Leputy Apprenticeship Advisers in respe ct 
of Central Govt, establishments under the overall 
control of th> Director of Training as the Central 
Apprenticeship Adviser. With a view to decentralising 
this responsibility, and for providing effective wh ole
fine machinery to deal with the Central Govt. establish
ments, it has been decided to set up Regional Direc
torates at Calcutta, Bombay,Madras and Kanpur, under ”
the charge of an officer in the grade of Additional 
Director, assisted by Leputy and Assistant Directors.
These officers will be responsible for the enforcement 
of the Apprentices Act and for the supervision of 
apprenticeship training in Central Govt, establishment s 
in their respective regions. They will coordinate 
their activities with those of the State Directors of 
^raining and assist the latter in the task of enforc
ing the''law and in the supervision of the appren
ticeship training programme.

If

8.16: We feel that this is a step in the right direc
tion and’”hope that, in time to come, these Regional 
Directorates will be adequately developed to bear most 
of the responsibilities .for the enforcement and develop
ment of Apprenticeship Training Programme in the 
country. •

8.17: The '.directors of Training are supported at
the State Headquarters, in some cases by Joint Directors 
and in others by Deputy Directors and/or Assistant 
Directors.

8.18: Although the Govt, of India has made continuous
efforts to standardise the training organisations in the 
States by laying down national standards for buildings 
and staff patternsf the State Governments have, over
the years, prescribed varying qualifications and scales 
of pay for the Principals and the staff. Delegation of 
powers for purchase of equipment and raw materials also 
differ from State to State.

8.19: Also, arrangements for supervision
tion of ITIs differ from State to State.

and in spec-
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8.20 We recommend -

i) It is highly important that unifoimity is
maintained in the quality of p erformance 
under this vital scheme in all parts of 
the country- o: this?s it is essential 
thao instructional staff at various levels 
should have the sane qualifications and pay 
scales and chances of promotion throughout 
■the country. These standards should he 
laid down by the NCTVT and should he appli
cable tc all States on a randatojy basis 
before they quaiity for Central share of 
e xpe nd i t u re 5 an d

ii) The Principal and other senior officers 
should belong to the AH-india Manpower 
Service proposed by us in Chapter l‘X.

✓/



i

part ~ c

GERERAL aDHT!P[STRATIVE ORGANISATION



wo -

CHAPTER IXGENERAL ADMINISTHA.TIVE ORGANISATION
9.1: In the prceding chapters, we have presented'the
concept of a well-knit and integrated manpower service 
dealing with all problems relating to manpower. The 
Service will be divided into two wings. The Employment 
wing will be concerned with the basic problems of:

i) assessment of the manpower situation;
ii) forecasting manpower supply and demand; and

iii) the utilisation and distribution of human 
resources.

9.2: The Training wing will be responsible for develop
ment of human resources through institutional and . 
apprenticeship training programmes; the training of 
craft instructors, highly skilled and master craftsmen 
and shop-floor supervisors and foremen.

Central
SeT-UpS

9«3: The Directors of Employment Exchanges and
Training at the National Headquarters are expected to 
(a) negotiate in the discharge of their duties directly 
with the Secretaries ■ of the ^tate Governments and Minis
tries cf the ^ovtcof India ,(b) organise and develop 
the service in the context of its new concept of. objec
tives and responsibilitie s and (c) play a pivotal role 
in the formulation of policies and procedures and 
standards. It is necessary that the posts of Directors 
should be upgraded to give them a status comparable in 
prestige and oositio n with other Heads of Departments 
m tne vovt.ol India.

9.4: To improve the morale and espirit de corps #nd
to bring about greater cohesion among the officers, all 
posts at the National Headquarters should be filled 
by members of the App_pndia Manpower Service proposed by 
us later.'

9.5: Until such time as the proposed All-India Manpower
Service, is formed, posts at Headquarters at all levels- 
should be filled by doput ation/tran sfer of State Service 
personnel of corresponding grades. T^© current practice 
of filling senior pcst3 in the two Directorates by persons 
borrowed from elsewhere may be resorted to only when 
suitable persons are not available in the Training and 
Employment Services.

9.6: In order to provide fresh thinking and continuous
infusion of field experience, the posts of Assistant 
Directors and above at the National Headquarters should 
generally be filled on a tenure basis by selected offjeers 
working in the States belonging to the proposed All-in di a 
Manpower Service, longer ,tenures being provided for / 
specialised field.
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State 
ST rect o rs 9o7: Ever since the work relating to training of

craftsmen and their distribution and employment wag 
taken up by the Government of India during the World 
Wap II, the subject has been the responsibility of 
the Directorate General of Employment and Training 
in the Ministry of Labour, Uptil 1956, Regional 
Directors of Resettlement and Employment were res
ponsible for running both the Employment Exchanges 
as well as the Craftsmen Training Schemes in the States. 
Even after the reorganisation of the Service in that 
year, work relating to Employment and Training has 
remained under the charge of a singLe officer in 
many of the important States, e.g. Andhra Pradesh,
Assam, Bihar, Delhi, Jammu and Kashmir, Kerala,
Madhya Pradesh, Madras, Mysore and Uttar Pradesh.
In other States, however, despite the efforts of 
the Govt, of India to the contrary, State Governments 
have placed the Craftsmen Training Scheme either 
under the Department of Industries or under the 
Department of Technical Education while the employ
ment exchanges have reamined under the Department of 
Labour, fjnis, we regret to say, has tended to dis
turb the close collaboration between the two orga
nisations and has set into motion a process of their 
polarisation. The fear is that this .tendency may 
grow when the senior officers, who were re
cruited when the two organisations were together 
would be replaced by new officers. This will be 
retrograde as we find that in some of the important 
denocractic countries of the West like the U.K., and 
the U.S.A. , the policy has been to weld the Training 
and Employment Service functions under a unified 
control. the twin organisations have for their 
objective <a) preparation of manpower in required ' 
numbers and quality and (b) its maximum utilisation 
in suitable jobs. We recommend that like the 
Central Government, the State Governments should have 
both the organisations under one Department. This 
arrangement will he economical and efficiency and 
will ejvoid much administrative inconvenience now 
expe rieneedo

9*8; It appears to us that the practice of appoint
ing IAS/PCS as Directors of E&T may not always have 
been justified on account of frequent changes among 
them. The stagnation and consequent deterioration of 
officers of the Employment' and Training Services in 
the States owing to the blocking of promotion channels 
even for obviously competent officers are not conducive

...1C2
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/

State 
Set-up

to efficiency and zeal. It is even more unfortunate 
that the average tenure of such officers was only 18 
months, even though in some States, the practice of long 
enough tenures is fairly well-established; obviously 
in such circumstances enlightened, well-informed and 
competent leadership becomes almost impossible, We-are 
of the view that modern admini strati on requires pro
fessionalism in much greater degree and the need for 
its development in the Employment and Training Service 
is yet to be recognised and appropriate policies 
evolved* Further, the posting out, of officers ssnt 
abroad for training in the field of Enjoyment and 
Training, can, in no circumstances, be justified. -We 
hro'quite clear that, as a rule, the Head of Depart
ment should be found from the officers of the Depart
ment who will be members of an All-India Manpower Ser
vice proposed by us later.

(a-J- Emplop/ment

9*9; The Employment~Service in the .States should be 
organised as follows? -

i) All town and rural employment exchanges should 
work under the supervision of the District Em~- 
ployment Exchange which will need to be streng
thened to cater for special programmes, e.g. 
Vocational Guidance, EMI., Occupational Infor
mation and Manpower Planning and preparation 
of Pact looks* They will also need to be 
strengthened as the number of small urban 
and rural Exchanges under them grows;

ii) Generally, four District Employment Exchanges 
should be supervised by a P.egional Employment 
Officer who should also be in-charge of one 
of the four Employment Exchanges in his area. 
His headquarters should be centrally located 
in the biggest town in the region. The Re
gional Officer should be responsible for job 
development and vocational guidance in diffi
cult cases referred to him by the District 
Emp1cyme nt E xchanges;

iii) Generally, three such Regions should be placed 
under the charge of an. Assistant Director whose 
offices should be located at a suitable place 
in the area., He will be responsible for 
inspection and development of the Exchanges, 
research, surveys, job development and man- 
p o wer planning;

iv) Two such Assistant Directors will be super
vised by a Deputy Director who will be posted 
at the Headquarters of the State Directo
rate. The Deputy Director will also function
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*

as a subject ma;hr specialist at the State 
Headquarters;

v) At the State Headquarters will he a State ~ 
Employment Exchange * (presently called Re
gional Employment Exchange) under the charge 
of an officer of the grade of Assistant 
Director, to deal with professional ard exe
cutive category applicants; vacancy and - 
labour clearing at the State level and re
search and job development for the Physically 
Handicapped;

vi) In metropolitan cities, such as Bombay,Cal
cutta and Madras**, the Employment Service 
should be specially organised® On an average, 
an Employment Exchange, under an officer of 
the status of a Regional Employment Officer; 
should be provided for each 200,000 of popu
lation® These exchanges may even be set up on 
an Occupational basis as has been done in some 
other countries. The Employment Service in 
these cities should be placed under the change 
of a Deputy Director who should be assisted 
by Assistant Directors and other technical 
staff for .EMI, Job Development, Vocational 
Guidance, Occupational Research, evaluation9 
administration, industrial services and Man
power Planning and research;

vii) At the apex will be the State Director who 
should be an officer of the proposed Central 
Manpower Service.If this Dff&otor happens to 
be an officer of the Training Wing of the 
Service, the chief officer on the employment 
side-will be designated as Joint Director and 
Vice-versa; -It should be the practice to 
effect inter-state transfers of Directors after

years to avoid creation cf vested interests 
and to keep the Employment Service above local 
influences. He will have under him divisions 
dealing with (a) Administration, (b) Vocational 
Guidance and Occupational Research, (c) Em
ployment Market Information and Surveys, (d) 
Manpower Planning and Research, The Director 
should be assisted by one or more Deputy 
Directors; and

viii) In bigger or highly industrialised States, 
such as Bihar, Madras, Maharash„ra, Madhya 
Pradesh, Uttar Pradesh and Wesu Bengal, the 
State Director should be of selection grade 
and one or more Additional Directors may also 
hG"pucvidod according to need.

In Uttar Pradesh, the State Employment Exchange will 
be at Kanpur
Delhi is already under the charge of a whole-time 
Director of Employment and Training.



104 -

9.10s Employment Officers should he of three grades, 
viz., Regional Employment Officer, Employment Officer 
and-; Assistant Employment Officer.

9.11s Recruitment to the gazetted gg$re should be made 
at the level of Employment Officer through the State 
Public Service Commissions. Graduates in Science, 
Engineering, Statistics and Humanities, preferably with 
previous work experience as teachers, supervisors or
administrators cr ex-Dcfence Service Officers and 
Assistant Employment Officers who are graduates with 
three years experience in the grade, should be eligible, 
but persons holding post-graduate qualifications, o.g.,
in Psychology, Social fork and Public Administration, 
should be preferred.

9.12: Promotion to the post of Regional Employment
Officer and higher posts will be with the concurrence 
of the U.PcG.Co, since those posts will be included 
in-the All-India Manpower Service (Employment). On 
re-organ!saricn, asp proposed by us, there will be an 
immediate need for filling some senior posts in the 
States and National Headquarters. If suitable persons 
are not available within the Service, persons with a 
background of research, statistics, economics and 
administration may be recruited from outside into the 
All«lndia Manpower Service (Employment) at the appro
priate lev els,

9.13; In the interest of utilising experience and to 
provide promotion opportunities for the staff, we re
commend that quotas may be fixed for promotion from lower 
to higher grades.

(b) JDrajning

9n14s The Training Service in the States should be or
ganised as follows:-

i) All ITls should be divided into two categories; 
one having less than 300 trainees and the other 
with more than 300 trainees. Principals vrith 
uniform qualifications and pay scales represent' 
ing an average cf the pay scales applicable to 
junior Class II Engineering Service in the 
States should bo placed in charge of the smaller 
Ills. In the bigger ITIs pay and qualifications 
representing an average of the pay scales appli 
cable to Senior Class II Engineering Service 
should bo made applicable in the case of 
Principals;

ii) Generally, four ITIs should be supervised by
a.Regional Officer of the status of Assistant ~ 
Director of Training, who should himself be in
charge of the biggest ITI, in the area, to be 
developed as a Model ITI for the region. The

\
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Regional Officer should be responsible for 
inspections, guidance, administrative and 
technical supervision of the Ills in the region. 
He should be delegated financial powers for 
the purchase of urgent requirements of equip
ment and raw materials for the ITIs for which 
the Principals have now to approach the State 
Directors for sanctions5

iii) The Regional Officers^hould also be authori
sed to make bulk purchases of such items of 
raw materials as are costly but arc required 
only in sma.ll quanitities by individual ITIs;

iv) Throe such Regional Officers will bo supervised 
by a Deputy Director who will be posted at the 
Headquarters of the Stoke, The Deputy Direc
tor will bo responsible for inspections of the 
model Ills underk the charge of the Regional 
Officer and will also act as Pur chase Officer 
in the ir r c spc c t i ve 3url s'dic t ion;

v) Depending upon the sizo of the State, the 
State Director may bo assisted by an officer 
of either of the status of an Assistant or 
Deputy or Additional Director to help him 
in enforcing and developing Apprcnticeship 
Scheme, In addition, all Deputy Directors," 
Asst, Directors and Principals will bo desig
nated as Deputy or Assistant Apprcnticoship 
Advisers under the .Apprentices Act,196'i; and

vi) At the apex will bo the State Director, who
should be an officer of the proposed All-India 
Manpower Service (Training), On the analogy of 
what is stated in para 9»9 (vii), if this 
Officer happens to be from the Employment Wing, 
of the All-India Manpower Service, then the 
Chief Officer ok. the Training side will be 
designated as Joint Director and vice-versa?
It should be practice to effect intor-Stato 
transfers 03; Directors after 3 io 5 years to 
avoid creation of vested interests. Ho will 
have under him (a) Administration, (b) Deve
lopment and Research; (c) Apprenticeship Divi
sions* Each of these divisions will be headed 
by officers of the grade of Assistart/Deputy 
Director as may he appropriate, (Please see 
organisakicn chart at Appendix XX) > and

vii) In the bigger or highly industrialised Stakes, 
such as Bihar, Madras, Madhya. Pradesh, Maha
rashtra, U,Po& West Bengal, the State Directors 
should bo of the Selection G-ra.de and should be 
assisted by an Additional Director for each 
throe Deputy Directors, The Additional Director

ra.de
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in one of tho major States will be of the same 
status as the 'Director in smaller States.

9.15> Engineer hog graduates preferably with experience 
in industry cr as teachers, supervisors, administrators 
or ex-defence Service Officers with suitable experience 
should bo eligible for the post of Principals. Existing 
members of staff should be encouraged, to acquire degrees 
or other qualifications considered equivalent and 
essent ial .

9.16: Promotion to the post of the Regional Officer
and higher posts will bo with the concurrence cf the 
TIP SO since these pests will be included in the proposed 
Ail-India Manpower Service (Training)* On re-organisa
tion, as proposed by us, there will be an immediate 
need for filling some senior posts in the States and 
at the National Hca-dq.uarters c If suitable persons arc
not available within the Service, persons with a back
ground cf training, research and administration, may be 
recruited from outside into the All-India Manpower Service, 
(Training) at the appropriate?, levels.

All- 9x3.3$ Since the delegation, in 1956, of day-to-day ad- 
India ministration of the Training and Manpower Services to 
Manpower the States, considerable difference in standards have 
Scrviec: become apparent and their development has tended to

depend too much on the varying importance attached to 
it in different States. The small size of staff in many 
States coupled with the fact that the senior posts have 
been filled by officers from other departments and ser
vices, have limited opportunities for promotion. Those 
have contributed to a serious loss of morale among the 
sta-ff. The Service can have a. vast influence over the - 
lives and careers of young people as the main agency res
ponsible for fair distribution of the material advantages 
of employment and training opportunities flowing from the 
pla.nned development. Indeed, as four million people re-" 
gistcr with the Employment Exchanges every year, the con
fidence of the people in the Government may well be 
directly affected by the probity, efficiency and impartia- 
lity and uniform performance of the Employment Service. - 
Prom the points of view of keeping it pure and above_sus- 
picioion, for the vital-parrt It plays in the lives' of the 
youth's^ the Emplcyriue; f ervieo;should be..given.-the impor
tance land. considcra cion .as:. are enjoyed, say,, by the ' . x
judicial -service, . iyg r 1 -
’•*- .._'u
% 18: And also- the produ^Ckvity? and quality of» <perfor
mance of Industrie.,! workers? their morale and opportu
nities for their advancement will depend directly upon~ 
the development of skills through the braining organi- 
sation in which 200,000 persons already receive insti- - 
tutional and apprenticeship training. It is also impor
tant to strengthen the integrated and national character

... ..107
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of the Employment and Training Services in order to
maintain uniform procedures and national standards
of training as well as to make it possible for trained
and other workers to move from one area to another and
to ensure their acceptability to employers throughout
the country.

fostering
9.19? The most important reason for/the integrated -
and national character of the service is to keep it in
dependent of local and parochial interests»

9.20s - We, therefore, recommend the establishment of
an 'All-India Manpower Service'. It should comprise of 
two partss

(a) AH India Manpower Service (Employment); and
(b) An India Manpower Service (Training).

9.21: The All-India Manpower Service (Employment)
should embrace all officers in the States and Union Terri
tories, Gorakhpur La/bour Depot, Vocational Rehabilitation 
Centres, CIRTEs and the National Headquarters of the 
grade of Regional Employment Officers (presently called 
Sub-Regional Employment Officers) and above.

9.22: The All-India Manpower Service (Training)
should embrace all officers in the States and Union
Territories, CTIs. Regional Directors, STARI, Calcutta,
ATI, Madras, Foremen Training Institute, Bangalore, of
of the grade of Brineipa-ls (Senior) and above.

9.23? We feel that in the creation of an All-India
Manpower Service, the following questions will require
detailed examinations -

(i) Creation of the cadres and determination of
their strength for the Employment and Training Wings 
°E the service and ensuring that it is via/ble;

(ii) Brescribing tberuitmont rules, qualifications
and pay scales; and

(iii) Brinciplds governing transfer of members of 
service between States intense and between 
States and Centre; and

(iv) Inclusion of rules determining the mode of 
selection of the head of department in the - 
States from amongst the officers of Employ
ment and Training Wings0

9.24: Wo have not had the time to consider the above
matters in detail and feel that the job wall perhaps be 
best done by a. Committee aneointed specially for vhis 
purpose.
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9.25: Wc realise, however, that the setting up of such a
Committee and the implcmcntat ion cf its recommendations 
might take a considerably long time, thereby delaying the 
process of reforming the services. Moreover, the work 
and responsibility of the organisation shall have in
creased as a result of cur own recommendations. As a,n 
interim arrangement, therefore, wc make be lev/ recommenda
tions regarding scales of pay which in our view, constitute 
an appropriate set of proposals for immediate consideration. 
These pay scales should apply to both Employment and 
Training Services of the proposed All-India Manpower Service. 
Wc would like to mention here that the Employment and 
Training Services Organisation (Shiva Rao) Committee had 
also recommended that parity should be maintained in the 
scales of pay of posts of Assistant Directors and <above in
the tv/o Directorates of Employment and Training at the 
State and Rational Headquarters.

9o?6s In recommending these scales of pay, we have taken 
Into consideration the basic need for b ringing about uni
formity in the standards of performance in all parts of 
the country; for projecting the national. character of the 
Service specially as the Central Government contributes a 
major portion of its cost in the States; and for insulating 
the staff against temptations to which they arc exp osed.
The pay scafes of Interviewers, Techhi caJ./Stati stica'l 
Assistants, Assistant Employment Officers and Employment 
Officers, Eoremcn, Principals (junior grade) recommended by 
us7 represent a rough average of scales of pay prescribed 
by the Centra,! and the State Governments for similar 
posts. Central scales of pay have been suggested for the " 
posts of Regional Employment Officers and above on the em
ployment side and for the posts of Principals (Senior 
grade) and above on the “training side, which will bo inclu
ded in the proposed All-India Manpower Service. Pay scafes 
pertaining to these posts are more or less analogous to 
those obtaining in the States for corresponding grades.

Clerk, Upper Division*). (State scales of 
Clerk, Assistant. ') pay)
Office Supdt. )

Interviewer, Technical/) 210-575 
Statistical Asst. )

Ron-gazetted

-do-

)

)
)

Asst,Emp1oyme nt 
Offi ccr

Eoroman Instructor 
(novz called Group 

Instructor)

Rs. 250-475 -dO-

Employment Officer) 
Principal (Junior ) 

grade) )

Rs.550-700 plus spl.pay State - 
of Rs.75/- when placed Class II
in charge of a' District Gazetted 
Employment Exchange or 
when posted at the Ron-gaze-
Rational Headquarters; " tted. 
or in the ease of Princi
pals (Jr, Grade), whe n 
appointed as Asst. Appren
ticeship Adviser, or when 
posted at Rational Hqds.
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Regional Employment) 
Officer ;

Principal (senior
grade) )

Assistant Director) 
Principal (Regional) 
or Asstt. Director ) 

(Training)

Deputy Director )
(Dnip 1 oy me nt) )

Deputy Director ) 
(Training) )

Rs.150-950‘plus spl.pay
of Rso 100/- viien posted 
at the Ratioxiai Hoad- 
quarters,

Rs,700-1250 plus spl. 
pay of Rs e 150/ - who n 
posted at the National 
He adqu artors.

Rs.1100-1400 plus spl. 
pay of Rs.200/~ whon 
posted at the National 
Headquarters0

Additionad. Director ) 
of Employment or ) 
State Director cf ; 
Employment in a ) 
small S c. j u e. ) 
Additional Director ) 
of Training or ) 
State Director of ) 
Training in a small ) 
State or Regional ) 
Director of Director) 
or Principal of ) 
ATI or STARI or DTI )

Rs.1600-1800 plus spl. 
pay of Rs.200/- when 
posted at the National 
Headquarters„

Central - 
Class I. 
Gazetted

-do-

-do-

-do-

Statc Director of 
Employment/Training 
(Selection grade) 
in Bihar, Madras, ) 
Madhya Pradesh, 
Maharashtra, U.P., /
and West Bengal )
Director, CIRTES ) 
or Joint Director of 
Training incharge of 
Apprenticeship )
Training at National)

Rs.1800-2250 -do-

Headquarters

Director of Emp1ov- 
ment/Training at - 
the Naticnal Head
quarters.

Rs. 2250^:2500 -do-

Note Special pay may also ho admissible to officers 
working P oetc ic arrying higher, spe c ial ?
intricate'or onerous duties.
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9.27: Maximum development and utilisation of the vast
human, resources of the country for its rapid economic 
growth arc possible if the problem of unemployment is 
tackled on an all-India basis irrespective of the state 
and political boundarics0 But, national targets and 
policies for creation of employment opportunities and
training of youths have to be implemented on a local 
basis-, The solution of the problem of unemployment 
will? therefore, need a co-ordinated machinery in which 
the Centre and the State Governments will have to make 
a joint and concerted effort not only in framing the 
employment policies at national level but in their
actual. implementation at local levels. It is to
achieve this intimate collaboration between the States 
and the Centre as well as to keep who employment and 
training services above local ard parochial interests, 
that we have suggested the creation of an all-India 
Service of officers who will specialise and develop 
expertise either in employment or in training and will' 
be responsible for giving practical shape to the accep
ted national policies in the context of local conditions. 
We feel that as members of an all-India service, they 
will be able to maintain a, balance between the local 
interests and national policies. Vo recommend that ur
gent steps should be taken to establish the All-India 
Manpower Service as proposed by us.

9.28s Wo feel that the personnel of the Employment 
and Training Services have not had a fair deal in the past 
and many of them h-avc even retired without earning even 
a single promotion for two decades. These Services arc 
no longer attracting talented persons and wo strongly 
recommend that as a first step towards improving the 
morale of the services, the pay snalcs recommended 
earlier in this Chapter should be made applicable both 
at the Centre and the State, even while the question 
of formation of the All-India Manpower Service proposed 
by us is under considerati.cn.

9.29: To ensure that the State Governments continue
to foster a sense of ownership and integration with 
manpower services, th Centro and the States should con
tinue to share as hitherto, tho expenditure in the 
ratio of 60s 40.

9.30: We should not like to conclude this report
without referring to the fairly wide-spread criticism 
that is heard of the Employment Service. It is not 
desired that in the operation of a Service which deals 
with over 4- million people all scrambling for jobs, 
there is a natural. scope for inadvertent and even inten
tional lapses. But much of the disappointment felt by 
applicants could perhaps not bo helped In tho current 
situation whore jobs notified number less than one-quarter
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of the work-seekers. Also, 75% of the persons rc- 
gi stored' at the Ex ehang c s "a” vc no pr o vi ous wor k-cx- 
pericncc, Introduction of these persons to em
ployers evokes their criticism. The- Service is con
scious of the public opinion and makes constant 
efforts a high degree of performance, as is reflec
ted from the procedures and policies laid down. We 
have, in this report, suggested steps to remove the 
known weaknesses. But, we hope, that the Service
will be judged kindly only when a larger number of 
jobs arc created and notified to it, Criticism arising 
from ignorance could be met by appropriate publicity 
of its functions.

• • • > • •
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APPENDIX I

EMPLOYMENT SITUATION

1.1: Employment Generation during 1951-66: Luring the 
First, Second anTDThird Plans, 31".5 million joos were 
created. The following table shows the number of jobs 
created during each Plan and the back-log of unemployment
at the end of each Plan:-

First Plan 
11951-567“

S e c on dJP lan
(195 6-1961 ')

Third Plan
(196i —1966)

1 . (a) Back-log of
unemployment at 
the beginning 3.3 5.3 7.1

(b) New entrants to 
the Labour force 9.0 11.8 17.0

Total 12.3 17.1 24.1

2, Additional employment 
likely to have been 
generated -
(a) Non-agricultural 

Sector 5.5 6.5 10.5
(b) Agricultural 

Sector 1.5 3.5 4.0

Total _7i0 10±0 14^5

3. Back-log o f unemploy
ed at the end of each 
Plan (1-2) 5.3 7.1 9.6

SOURCE? Draft Outline of the Fourth Five-Year Plan and other 
related documents of the Planning Commission.

In addition to 9 to 10 million unemployed in 1966, 
there were some 16 million persons estimated to be visibly 
underemployed in the country. It is expected that 23 
million new entrants will join the labour force between 
1966-71 and 30 million, between 1971-76.

1.2: Employment in the Organised Sector: The only source 
of information regarding the operation of the employment 
market is the data collected. by the National Employment 
Service. Even though this suffers frcn some limitations 
mentioned in Part A of the Report, the Employment Service 
data, nevertheless, provides adequate material for study
ing the employment market ‘trends. Eased on this data, 
the, main findings in regar-d to the employment trends 
during the Third Plan period and in the sub seqnent year, 
i.e,1966-67 are as follows :-
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/while 
there wag 
an actual 
degrease 
of 1.9/,

(i) D e c e lerating Bmp1o vment Growth: During the Third 
Plan period, employment in "tne organised sector increased 
from 120.9 lakhs to 154.0 lakhs or by 28*0 per cent - an 
average annual increase of 5-6 per cent. There has been a 
decelerating trend in the rate of growth since 1964 (6.3 
per cent) till 1967 when itwas as low as 0.8 per cent 
(for details see Annexure I).

(ii) Employment growth in different 8tates£ Emplcyment 
growth was markedly higher than the all-India growth rate 
in Punjab, Maharashtra, Kerala, and West Bengal and lower 
than all-India rate in Bihar, Orissa, Gujarat, Rajasthan, 
M.P. and Madras. Andhra Pradesh and UCP. almost attained 
the an-India level while Assam did not register any in
crease in employment over 1961 level, ^ome decrease was, 
however, observed in case of Andhra Pradesh, Assagi, Bihar, 
Kerala, and HP. during the period 1966-67.

(iii) Growth in Public & Private Sectors; The annual 
growth rales in case of'public and private sectors were 
6,6 per cent and 4.2 per cent, respectively during 1961-66. 
A decline in the rate of growth in both the sectors was, 
however, visible from 1964. Finally In 1.966-67, the 
increase in employment in the public sector was only 2.7 
per cent/in the private sector, thereby revealing the 
impact of current recession and various other factors.

In the public sector, the annual employment growth 
rate was the highest (14-0 par cent - Plan period and 6.3 
per cent - 1966-67) in quasi-Gcvt. sector which includes 
industrial undertakings having a direct bearing on econo
mic growth.

(iv) Employment Growth in Different Spheres: A Study 
of the growth rates in~different spheres of economic 
activity showed that during, the period 1961-66, the 
largest increase was in ’Services (37*2%) followed by 
'Trade, Commerce and Transport’ (.16.8%) and ’Industry' 
(21.2%). The respective percentage of growth during 
1966-67 were 3«5, 1.7 and an actual fall of 1.2 per cent 
in case of 'Industry’. Thin indicates an unhealthy trend 
which is developing due to the slow down of the economy. 
Moreover, in a developing economy, one would expect 
larger increase in the productive sectors rather than in 
the 'Servic es’.

(v) Industry-wise Analysis; All the Industries did 
not fare equally well in ihe generation cf employment.
In fact, rice and flour millc , cotton ginning and pressing, 
jute textiles, coal and nou-i errors metal, mines showed a 
positive fall in employment during the latter half of 
the Third Plan, In 1966-67, s ibstantial fall in em
ployment was 7’ecorded in sugar (44^9 per cert) and rice 
and flour mills (19*9 per cent 1 , Cotton, silk and jute 
textiles, brick and tiles, pap», and cement were some
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of the other industries which suffered losses. Sone 
indications of the recession in engineering industry in 
particular, which became severe towards the latter half 
of the year were visible in the manufacture of structural 
steel products and assembling of machines, prime movers 
and boilers, etc.

1.3: Summing up: An important; point that emerges from
the above analysis is that the peak was reached in 1963 
and the years that followed witnessed a steep decline 
in the rate at which new job opportunities were created. 
Employment in the private sector was more severely hit 
in this respect than the public sector.

2 • Wo rk-s e eke r s and Vac an ci e s:

A Study of the nature, extent and the trends of un
employment is equally important for a correct appraisal 
of the employment situation. In the absence of labour 
force surveys at periodic intervals, the only course of 
data on this subject is the one relating tc the size of 
the live registers of the Employment Exchanges.

2.1: Imbalance between Demand and Supply: The number of
employment exchanges lias continued to rise since 1945- 
Therefore, it is appropriate to confine attention to the 
more recent period (1955-67) by which time, an Employment 
Exchange had been set up in almost every district of the 
country. Since December,19649 the number of applicants 
on the live register of Exchanges increased from 24»93 
lakhs to 27c40 lakhs in December, 1967 - an increase of 
about 10 per cent. On the other hand, the number of 
vacancies notified to the Employment Exchanges in 1967 
registered a fall of 26 per cent compared to 1965. In 
terms of absolute numbers, the number of vacancies noti
fied fell from. 9.5 lakhs in 1965 to 7.0 lakhs in 1967. It 
is interesting to note that against an annual average of 
about 39.1 lakh work-seekersy registering with the Em
ployment Exchanges during the period 1965-67, the average 
nuipber of vacancies notified to the Exchanges was only 
8,3 lakhs - indicating a serious imbalencev

2 ,2 : Imb alan ce a mo r.g s t T e chnic ai ly Qu al i f i ed Person s: 
VThereas the number of worx—seekers in th ) professional 
and technical; administrative and executive; and crafts
men groups increased substantially during the period 
March 1966-67 (ranging from 13 to 39 per cent), the number 
of vacancies notified to the Exchanges dvrirg the same 
period for those groups recorded a tall (3 to 5 par cent) 
which is an indicator of an unsatisfactory state of the 
employment market even for technically cn.aiiiied persons. 
Due to its crucial role in devel.opment. uineEmployment
amongst the educated and 
this paper,

sxilleu persons is discussed in

. . .4
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2.3: Regional Imbalances: The extent of the problem,
as revealed by the number of employment seekers does not 
seem to be equally acute in all the States, In fact, of 
the 27.40 lakhs of persons on the live regi ster at the 
end of December, 19 67 ? 2.30 wore in Bihar, 2.33 in Madras, 
2.87 in Maharashtra, 2.9 I in IMP. and 4.36 in West Bengal. 
These 5 States which cover 52$ of the' total population of 
tbe country, accounted for 14.87 lakhs or 54 per cent of 
the entire strength of work-seekers in the country.Almost 
all the States witnessed considerable increase in the 
number of work-seekers during the Third Plan period; sig
nificant percentage increase being in the case of Assam, 
Bihar and 17MP., where the size of the live register more 
than doubled itself during the five year period. This 
rising trend continued in case of all the States even till 
the end of 196? except fox U.P. and VZest Bengal where 
the live register shrank by 11 .8 per cent and 2.0 per 
cent, respectively, during the year 1966-67.

In tbe five States of Bihar, Madras, Maharashtra, 
UeP«. , and West Bengal, the increase in the size of the 
live register outstripped the increase in the demand for 
workers during 5963-67 ss will be seen from Annexure II.

3 - UNlieLOTMENT AMOMOST THE EDUCATED

3.1: The number of educated (that is, those having macri
culation or higher qua ifications) work-seekers increase! 
from 8c-5 lakhs in December,1964 to 10,.87 lakhs in 
December,1967, i«e« by about 35 per cent. This is a 
matter of concern even if allowance is made for the fact 
that some percentage in employed and is registered for 
better employments 50 poi cent of the total educated 
work-seekers arc located in West Bengal (13.9 per cent), 
U.P0 (10.5 per cent), Maharashtra (3.9 per cent),
Kerala (9,2 per cent' and Bihar (7*3 per cent). Details 
in regard tc the present situation have been hoorpo rated 
in Annexures III and IV. The following observations may 
be made in this regards-

i) A majority of educated persons, (72$) were 
without any work-experience or vocational training. Back 
of skills explains to a great extent, their present 
employment status..

ii) In the 
and graduates, tne numb 
terms wa& only equal to 
schools and coll egosc 
is the rate at whi eh " 1 
centage increase dux/.tg 
was 15,3 as against an 
of '.11 per cent for the 
of increase in ease cf 
during the period. 1961 - 
cent during the porioci

case of matriculates, under-graduates 
u on live registers in absolute 
about an year’s cut-turn of the 
However, disturbing feature

■■ ir number is rising* The per-
mW'67 if vase oi matriculates 

annual rate cf increase 
i961-66> The annua 1 rat< 

graduates which was 16<5 per cent 
66. suddenly shot up to 29.8 per 
1966-67. While there may be some

^9'
3 Vi 
ner?

. ..5



explanation for an increase in the number of Arts
Graduates by 28«6 per cent? the .rate of increase in 
case of Science Graduates <17a<1^)? is a natter of con
cern. The tardy growth of the economy and the ever-in- 
csaring out-turn of schools and colleges seems to be 
responsible for the present imbalance.

3.2: Th ©future: The study conducted by the Indian
Statistical Institute in collaboration with a team of 
experts from London School of Economics shows that even 
assuming the most optimum rate of growth of the economy 
the present number of educated work-seekers would in
crease from one million to 1.6 million in 1975-76. The 
Institute of Applied Manpower Research basing its esti
mates on a lower rate of growth, has forecast the number 
cf educated unemployed in 1975-76 as 6 million. What
ever the estimates, the fact remains that growing un
employment amongst the educated is inevitably linked 
with the state of the economy which has to grow at a 
faster rate.

3-3: Craftsmezis The three Plans witnessed a large
expansion” of facilities for the training of Craftsmen - 
the number of seats under the Scheme having risen from 
10,000 at the end of the first Plan to 1,40,000 at 
present, More than 3,50,000 craftsmen have so far 
been trained by the Industrial Training Institutes under 
this program „ The Employment Exchange figures sho*' 
that even the number of ex-I.T.I. trainees on the Live 
Register has been swelling,, The number cf such trained 
Craftsmen on the Live Register which was 11,500 at the 
end of January,1961 had risen to 65?000 by December,1967. 
This disturbing trend became more pronounced since 1962 
and even the increased demand for such workers created 
in the wake of the Chinese aggression, Indo-Pak hosti
lities and the various development projects was not able 
to arrest the growth in their numbers. On the other 
hand, the number of trainees placed in employment 
through the agency of the Employment Exchanges has re
mained static around 6,000 mark for ,the last three years. 
This le&ds one to the conclusion that the growth of 
fresh openings even in respect of technical and skilled 
workers has not been adequate to take care of the in
creased output of such personnel and the current 
situation cannot be regarded as satisfactory.

5*4: There are at present more than 6,000
engineering graduates and 28.000 diploma holders in 
Engineering on tne registers of Employment Exchanges.
Most of them belong to the 3 popular branches, namely. 
Civil (2,183 graioleo ana 10,117 diploma holders), 
Mechanical (2,097 graduates and 10,862 diploma holders) 
and Electrical (1,683 graduates and 7,019 diploma 
holders). In addition, Metallurgical, Mining and 
Chemical engineers were also registered even though 
their number was not Large. Their geographical

• • 6



distribution shows that a large number of unemployed 
graduates in engineering were located in Mysore (980) , 
Maharashtra (820), West Bengal (756), Delhi (610) and 
Kerala (512) , Insofar as the diploma holders are
concerned, the larger numbers were in Mysore (4,461;,
West Bengal (2,986), Madras (2,981), Bihar (2,809) and 
U.P. (2,253).

Considering the current annual out-turn, which is 
about 14,000 graduates and 22,000 diploma holders, the 
number on the Live Register may not appear to be large.
We have, however, to remember that a few years back this 
category was in short supply and that during the course 
of the last 6 years, the number of engineering graduates 
has been continuously rising - by 1967 their number had 
grown fourfold, A more or less similar trend was ob
served in case of diploma holders. Thus, it appears that 
an overall numerical parity between the supply and demand 
for engineers was reached towards the latter half of the 
Third Plan and a serious imbalance emerged during the last 
two years due to the decline in the rate of economic growth. 
The other di stinguishing feature is that there has been 
no increase in the number of vacancies notified to the 
Employment Exchanges for engineers since 1961. The total 
number of vacancies notified during 1967 being a little 
over 10,000 as against a live register of 34,000 (6.000 
graduates and 28,000 diploma holders). Thus the current 
employment situation in regard to this high-level man
power is far from satisfactory and has shown positive 
signs of deterioration, since 1965. In case, the rate 
of growth of 5 engineering-intensive' sectors of the economy 
fails to keep pace with the augmented out-turn, the 
situation is bound to become even more critical. The 
surpluses, which in the initial stages were confined to 
mining and civil engineering, have positively become more 
widespread and have engulfed almost all the branches of 
engineering. There is, therefore, an urgent need for 
dovetailing of our educational system on the one hand and 
economic and more specifically the industrial development 
programmes on the other.

3.5° LIk^i?J^.3-™Bej?sonneJj_ Even though the admission 
capacity in medical colleges was raised from 5,800 at the 
end of the 2nd Plan to about 10,600 by the end of the 
3rd Plan, there was no evidence of surplus in this 
category of personnel. In fact, a satisfactory doctor- 
population ratio is not likely to be reached even within 
the foreseable future. The employment situation in regard 
to this category will continue to be bright for a long 
tine to come mainly on account of the expansion of family 
planning programme and medical and health facilities. In 
fact, an acute shortage of medical and para-medical 
personnel has been experienced since a long-time, particu-

for servi.ee in the rural areas.P r;r • surej to rec
fy this imbalance, do not, however, fan within the purview 
of this note.

.... 7

servi.ee
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4.1: MANPOWER SHORTAGES:
Another feature of the employment market which 

reveals a paradoxical situation is that; while we have 
unemployment of technically qualified persons, there is 
at the same time, a shortage of persons possessing 
critical skills essential for economic growth. Eor 
example, experienced electrical and mechanical engineers, 
electricians, fitters, moulders, turners, physicians, 
surgeons, para-medical personnel, university teachers 
and trained teachers for Higher Secondary Schools in 
Mathematics and Science subjects, steno graphcrs4nd 
accountants have been reported to be in short supply by 
a number cf states. These imbalances may. to some ex
tent, be due to lack of mobility which stands in the way 
of optimum utilisation of available human resources. 
Another reason contributing to this situation may be the 
unattractive terms and conditions of service offered by 
employers as well as pitching of their demands in res
pect of length of experience at too high a level. Be
sides one has also to take note of the regional 
pressures, developing all over the country in one form 
or the other.

5 • SITUATION Ill RURAL AREAS:

Statistics of unemployment or under-employment 
relating to the rural sector are even more scanty than 
those for the urban segment of the economye However, it 
is estimated that the number of under-employed in rural 
areas, who are willing to take up additional work, is 
about 16 million. In addition to this is the problem 
of unemployment amongst rural youth who have a modicum of 
education but not enough skill or training to be readily 
absorbed in new or productive avenues which are opened 
up as a result of development both within and outside the 
agricultural economy. In the absence of regular surveys, 
no reliable estimates in regard to the unemployed in the 
rural areas are. however, available.

In a recent analysis of employment perspectives in 
India’s Plans, Dr.J.N. Sinha has pointed out that even if 
the Plan target of reducing the dependence on agriculture 
to 60 per cent by 197 6 is fulfilled, we will have a resi
due of 25 million additional workers to be absorbed within
an already overcrowded agriclture. Actually, however, 
the fulfilment of this target may require raising the rate 
of domestic savings from an average of about per cent
in the Third Plan to about 12 per cent in the Fourth and

per cent in the Fifth which presents inseparable
problems of resource mobilisation, It is,therefore, 
likely that agriculture may have to absorb even larger 
numbers than indicated above. This ’would evidently re
quire special emphasis on labour intensive forms of 
agriculture and greater attention to rural works

.. .8
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pro grannie. In this context it appears unfortunate that
while the expenditure on rural works programme stood at 
a level of about Rs.8 crores in the last year of the 
Third Plan, it was reduced to 7»75 crores in 1966-67 
and 6.5 crores in 1967-68,



AM3XURE I

Employment Growth in the Organise* Sector (1961-
66 and 1966-67)

Employment
Total

Percentage change 
over the previous ye

March

1961

1962 

1965

1964

1965

1966 

1967

Publi c Private
(in lakhs)'

70.5 50.4 120.9

74.2 51.6 125.8

79.5 54*6 154.1

84.5 57.8 142.5

89.6 60.4 150.0

95.8 61.0 154.8

96.5 66.8 165.1

Public Private Total

— — —

5.2 2.4 4.1

7.1 5.8 6.6

6.5 5.9 6.1

6 o 0 4.5 5.4

4.7 1.0 5.2

2.7 -1.9 0.8

Coverage .in the private sector from 1961 to 1966 
is limited to non-agri cultural establishments 
employing 25 or more workers. Prom 1966 onwards 
the data relate to all non-agricultural establish
ments employing 10 or more workers.



AMEXURE II

Statement showing the demand for 
during the period 1965-67 in cue

Mah arasht r a , U 0 P.

v---------------------------- r
1965________ L_______ 1^64

STATE t
.Live

1
,Vacan- ’ Live

I
,Vacan-

Register
•

, cies • Regis- ci es
,noti- ’ ter ’noti-1
rfied_ i ’ f ied__

*** — — — — £* — «—“ -

Bihar 173.90 49.09' 162.47 54.64
(7.1) (5.4) (6.5) (6.0)

Madras 193.40 73.29 181.62 85.88
(7.7) (8.1) (7.3) (9.4)

Maharashtra 245.29 104.96 255.27 96,56
(9.7) (11.5) (10.2) (10.5)

Uttar 417.71 148.50 374.31 124 c46
Pradesh (16.6) (16.3) (15.0) (15.6)

West Bengal 510.53 9OrO6 494.85 86.46
(20.3) (9.9) (19.9) ' (9.4)

All India 2518.46 903.99 2492.87 916.57
Tot al (100.0)(100.0) (100.0) (100.0)

and supply of work-seekers 
States of Bihar, Madras, 

and West Eengai (figures in 000s)
-----------------------------T----------------- ,

J965______ L____1965______1____1967______
’Live ,Vacan- ’ Live ,Vacan- ’ Li ve ,Vacan
’ Regis - , cies ’ Regis- ci es ’ Regis-cies
’ ter ,noti ’ ter ,not i- ’ ter tnoti-
t fied 1 Lfi2.1_., !

18 2 c 66 74.51 216.09 52.11 240,25 40.02
(7.1) (7.9) (8.2) (6c 1) (8.8) (5.7)

200.53 83.95 212.87 77.50 232.71 62.90
(8.1 ) (3.9) (8.1) (9.D (8.5) (9.0)

266.99 105.86 278.27 95.58 286.83 77.26
(10.3) (11.0) (10.6) (11.2) (10.5) (11.1)

372.25 110.51 329.68 105.68 291.44 86.16
(14.4) (11.7) (12.6) (12.2) (10.6) (12.3)

481.24 88.91 445.08 74.60 436.48 51-9S
(18.6) (9.4) (17.0) (8.8) (15.9) (7.4)

2585.47 947.08 2622.46 852.46 2740.43 699.03
(100.0) (100.0) (100.$ (100.0) (100.0) (100.0)

Figures in Brackets indicate percentage to all-India total

/



ANNEXURE III

Number of educated applicants (Matriculates and above) 
on the live Register of Employment Exchanges in each

State as on 31.12.1967

Number on Live_Register_as,_on_31x12^1967 _=—
State/Union ,
Territory , ,

»

t

»

... . - t

Matri cu-, 
lates t

I
- 

Persons,
who
passed 
Higher, Se
condary, 
Interme
diate ,Under 
Graduates

t
1Gradu- 
1 ates
!

1

»

»

»

1

» Post 
t Gradu 
1 ates
t

t

i

t

t Total
+■

’Per- 
’ cen- 
’ tage 
’ to 
’ All- 
’India 
’ Total

A
1. Andhra Pradesh 36994 16900 49 20 420 59234 5.5
2 a Assam 10028 2755 1463 42 14288 1.3

3. Bihar 52216 17363 14075 1349 85008 7.8
4. Chandigarh 1499 360 208 477 2544 0.2

5. Delhi 21040 13719 7105 2317 44181 4.1
6. Goa 1081 79 335 15 1510 0.1
7• Gujarat 36504 2563 6452 240 45839 4.2

8. Haryana 13378 2723 1353 754 18213 1.7
9. Himachal Pradesh 5683 996 331 210 7225 0.7

10. Jamnu & Kashmi r 917 1026 178 19 2140 0.2

11. Kerala 9316 3558 5166 695 100235 9.2
12. Madhya Pradesh 16003 59445 6743 886 83077 7.6

13. Madras 70937 4077 5017 1125 81156 7.5
14 . M ah ar a sh t r a 91659 6080 8153 763 107455 9.9
15. Manipur 1510 757 442 34 2743 0.3
16. Mysore 57214 • 12910 5687 716 76527 7.0
17. Orissa 16330 1693 1928 242 20693 1.9
18. Pondichery 1365 83 122 15 1585 0.2
19. Punjab 16799 5220 2403 1014 25441 2.3
20. Rajasthan 20400 12492 26C5 528 36025 3.3
21. Tripura 3710 1305 537 57 5609 0.5
22. Uttar Pradesh 71121 30490 11179 2422 115212 10.6
23. West Bengal 76359 . 5-<340 19694 1038 151431 13.9

All-India Total 714148 251744 1061C1 1.5378 1087371 100.0



AUNEXURE IV

Statement showing the number of educated work 
seekers on the Live Register of Employment 
Exchanges - 1966 and 1967

fin 000s)

Category of education Becomber ’66 December’67 Percentage
increase

1 . 2. 3. 4.

1. Matriculates 619.5 714.1 15.3

2. Under Graduates •
(Int ermedi ates/ 
Higher Secondary)

204.4* 251.8 23.2

3. Graduates and
Post Graduates 93.6 121.5 29.8

(a) Arts 48.9 62.9 28.6

(b) Science 21 .8 25.6 17.4

(c) Commerce 15.1 "18.3 21.2

(d) Engineering 4.3 7.0 62.8*

(e) Medical 0.6 1.2 100.0*

(f) Others 2.9 6.5 124.1*

4. Total educated 917.5 1087.4 18.5

* Rise in terms of absolute numbers was not very high. f A



APp bTi11Y
Proportion of unemployed persons registered —~~

with the Exchanges in different States tPara:2, 
(July,1964 - July, 1965)

State Proportion of unemployed
persons registered with

the Exchanges

1. Andhra Pradesh 50,0

2. Assam ' • •• 55.5

3. Bihfr- ... . 39• 2

4/ Delhi ... 75.0

5. Gu jarat ... 49.1

6. Himachal Pradesh • •• 100.0

7. Jammu & Kashmir ... 14.2

8. Kerala ... 43.4

9. Madras ‘ ... 43.0

10. Madhya Pradesh .... 3907

11 . Manipur • ... 78.0

-12. Mah arasht ra ... 33.2

13. Mysore ... 44.8

14. Orissa ... 41.5

15. Punj ah ... 21.2.

16, Rajasthan ... 46.7

17. Tripura ... 64.8

18. Uttar Pradesh ... 33.9

19. West .Bengal ... 46.6

All-India: 42.2.

Source: Information supplied by C.S.O. on the
basis of the quick tabulations of 19th ■ 
round H.S.S. data.
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158. In addition to teats for technical trades, wo 
would recommend particularly the development of suitable 
tests in respect of che general clerical category denoted 
by Trade Index Numbers N.II.14 and N ,11.15, specifically 
in regard to fresh entrants' to the employment market.
We are of the view that the Employment oergice wc-uld be 
rendering a very valuable service if it could assist 
in developing and organising tests in the field of 
clerical employment where there are relatively fewer 
openings available than the number seeking employment-.

159. As the supply of those locking for clerical 
employment for exceeds the demand, employment-seekers 
wander from door to door either at the instance of the 
Exchanges or on their own initiative in most cases, 
only to get rejected, on the basis of tests conducted 
by the employers individually. To provide for a choice 
in the selections, Exchanges normally submit applicants 
larger in number' than^Zrush back to the -Exchanges for ^the actual 
further submissions. This process is repeated over reqjhrnpnts 
and over again- and naturally results in frustration 
on the part of th
fore, these who h

unsuccessful candidates. If, 
ve chances of absorption could be 

scientific basis, having regard to the 
of openings available, the Exchanges 

ed to advise applicants regarding their 
of employment. Those who have comparatively 
of absorption could be advised of the fact 

as early as possible in order that they might look for 
employment in other fields. The encouragexiient of 
occupational mobility among workers with a view- to 
adjusting the supply to the available or potential 
employment opportunities is an important function which 
the Employment Exchanges should equip themselves to

there£<^

•sorted out on a 
probab1e number 
would be enabl 
prospects 
no chance

ejected

discharge. In so far is these seeking clerical employ
ment are concerned, the need for diverting the large 
majority to other fields of employment constitutes a 
serious problem in the present context, ^ur recommenda
tions above is designed to provide the first essential 
stop towards tackling the problem.

160. The proposed test for the clerical category might 
be conducted periodically, in close collaboration with 
Service Commissions, educational institutions and the 
Employment Exchange Organisation, by an independent 
agency which Etate Governments might set up ior the 
pur pose.. _The--t-e-s'ts_ should be of a qualifying nature
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to assess the candidates’ suitability not for a
fific job or jobs but for the occupations in general, 
thus obviating the need for frequent tests. Panels 
might be drawn up on the basis of results of such tests 
against the likely requirements for a particular period, 
of Government, local authorities and private employers 
and submissions might be made from the panel, ^ny 
secretariat assistance that may be necessary for the 
independent authority to conduct the tests can be 
provided by the Employment Exchanges.

161. Since the tests will, as we envisage, be conducted 
in close collaboration with Service Commissions, both 
Central and State Governments as also local authorities 
and private employers would be enabled to utilise the 
panels of names drawn up on the basis of. the results of 
the tests, ^e understand that in some States, even 
clerical posts are filled through -Public Service Commi
ssions . In our view Service Commissions need not be 
saddled with the duty of conducting examinations for 
recruitment to clerical and allied grades.

162. It might be argued that the conducting of the 
tests we have suggested might involve additional avoid
able expenditure? die do not consider that our recommen
dation need result in additional overall expenditure
as the cost of conducting centralised tests is not 
likely to exceed the cost of holding a number of in
dependent tests by several authorities.

163. ™ill such time as suitable tests are developed
and organised, we recommend In respect of the general 
clerical category that from amongst equally qualified 
applicants, submission^ by the Exchanges should be 
based on marks obtained at the High He hoop./University 
Examina ti ons. '



APPENDIX:IV 
~(para:?.<,43)

Effectiveness of aptitude tests as a tool
for selection of Craftsmen trainees

Since the introduction in 1963 of the use of apti
tude tests for selection of III trainees, attempts have 
been made to assess the extent to which they have proved 
effective. The effectiveness of aptitude tests lies 
in discriminating to a high degree potentially effici
ent workers from potentially inefficient workers. The 
following paragraphs report on a few studies conducted 
with this purpose.

Valid at i on Studies: Before applying aptitude tests 
for selection programme of I.U. trainees, the useful
ness of the tests for the purpose mentioned above is 
estimated through validation studies in which test 
results of candidates are compared with their training 
performance.

P1G-TJPE 1
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One of the validation studies of aptitude tests 
conducted in respect of craftsmen trainees in the trade 
Instrument Mechanic in 19-33 indicated that the tests 
would he useful in di scH min a ting ’good'', ’average’ and 
’poor’ trainees as shown in figure 1.

Figure - 2

Comparisons between test-selected and non-test 
selected trainees in the trade Fitter (Aigust, 1966 
intake - HI, Bhopal) with respect to.their per
formances on the trade tests conducted by the KGTVT

(July 1967)

Trades Fitter 
Ko.of Trainees: 53

100

90

80

70

60

50

40

30

20

73.7>

10

J 26.3/

din

Percent ’superior’ 

I’ [ Percent ’others*

61.8/

38.2/®

Non-test-select el 
(N - 34)

Test-selected 
f.M - IS)

0
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It may be seen from the figure that if selection 
could be made through aptitude tests from a very large 
number of applicants (10 seats to 100 applicants - 
selection ratio is IQ by 100 ~ *19) 80 per cent of the 
trainees would be found/ef similar calibre if they were
admit fed thr ough inf or 7i e w a ..Lon

/ ’ good? 
t-.-y. 1

, whereas only 15

EICIRE

per cent 
would be

found
",

Comparisons between Test-Selected and Non- 
Test-Selected Trainees in the Trade Welder 
(August,1966 Intake - IOT.I0Ehcpal) with 
respect to their performances on the Trade 
Tests conducted by the NCTVT (July 1967)

TRADE: WELDER 
HO. OR TRAINEES: 51

PERCENT ’SUPERIOR’

PERCENT ’OTHERS’

Se3.ec ted 
(N = 32)

..4
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Follow-up studies: Another indication as to the 
value of the^teets" used in selection programme is ob
tained by conducting follow-up studies of test selec
ted and non-test selected trainees, One such study 
was conducted in respect of trainees admitted to 
trade Fitter in the Bhopal in August,1966,
The results are shown in figure 2.

It may be seen from the figure that vzhile more 
than two third of the trainees vzere superior among 
the test selected trainees, only about one third were 
found superior among non-test selected trainees.

In the same study, follow-up of trainees ad
mitted to the Welder trade revealed that there was a 
significantly higher proportion of superior trainees 
among the test-selected group than in a non-test- 
selected group. The results are shown in Figure 3.

Correlational analysis of the test performance 
of the trainees at the time of their admissions with 
their subsequent training programmes was also carried 
out in the Bhopal study. The results showed that*'the 
tests used for selection were of practical utility.
The correlation coefficient was found to be .32 and 
,34 for Fitter and Welder trades respectively. If 
the selection ratio is taken as .3 (10 applicants 
for every 3 seats) and the base rate as 50 per cent 
(proportion of trainees found satisfactory among a 
non-test selected group of trainees) then it can be 
estimated that the tests whiorh show such a postive 
coorelation with the training performance could bring 
about an improvement of 30 per cent over a non-test 
selection method.

The results of the studies thus show that the 
efforts, time and resources spent on the 
testing programme are paying off satisfactorily. How
ever, constant research is needed for further improv
ing the efficiency of the test battery. With this 
object in view new tests are being developed and tried 
out. Various studies are also being carried out to 
throw light on the nature and function of the apti
tude tests so that they may be suitably changed for 
better prediction of success in the trades at the 
I.ToIs, This will lead progressively to the selec
tion of more and more such candidates who have the 
capacity to acquire the required skull in the trade.

* •



LIST OP PUBLICATIONS OP THE DIRECTORATE 
OP EMPLOYMENT EXCHANGES IN THE D.G.E.& T.

appeiwix^; 
{Para 2,48}

1. Quarterly Employment Review
2. Quarterly Report on Shortage Occupations
3. Employment Review, 1961-66,
4. Manpower shortages, 1961-66,
5. Biennial survey of employment in smaller 

establishments (employing 5 to 9 persons).

B. EMPLOYMENT AND UNEMPLOYMENT STUDIES:

1.
2„

3.
4.

5.

6 o

7.

8.

9.

10. 
11.

12.
13o
14.

15.

16.
17.

18.
19.
20.

21.

22.

Employment in the Public Sector (1959)
Reports on Employment Aspects of Works Pro
grammes for utilising Rural Manpower in 
selected Community Development Elocks 
(1962, 1964, 1965).
Employment of Women,
Employment Policy for the Fourth Five Year 
Plan by Collis Stocking (1964)
Occupational Pattern of Employees in Public 
Sector in India (1958-59? 1960-62, 1964) 
Occupational pattern of Employees in Private 
Sector in India (1951? 1963)»
Census of Central Government Employees 
(I960, 1961_, 1962, 1963).
The Madras Labour’ Market, a Pilot Study 
(1954)
Employment Situation in India - A district- 
wise analysis (1965).
The Pattern of Graduate Unemployment (7957) 
Employment Survey of the Alumni of Delhi 
University (1962)
Pattern of Graduate Employment (1963) 
Employment of Matriculates (196|)
Study of Trends and the Number and Types 
of Employment Seekers (1959)
Enquiry in regard to ex-Service Personnel 
registered with Empj.oyment Exchanges (1954) 
Employment status of trained craftsmen (1963) 
Employment of Scheduled Castos and Scheduled 
Tribes - ann> analysis of Employment Exchange 
exporience (1954)
Unemployment in Urban Areas (1959)
The Supply of Craftsmen (1959).
Training Re tv irenents for skilled Craftsmen 
during the Third Five Year Plan'(1961)
Study of the Supply and Demand of School 
Teachers (1957)
University Curricula and Occupational 
Performance (1966) --------'

. .2
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C. EDUCATIONAL AND TECHNICAL TRAINING REQUIRE
MENTS .

1. Educational and Technical Training Require
ments of Production Process Workers in 81 
industries, of which the following are pub
lished: -
1) Cotton Textile (1961)
2) Pen and Pencil (1961)
3) Pa.int s <1 Varni sh (1961
4) Plastics (1961)
5) Sports Goods (1961)

6) Tanneries (1961)
7) Sugar (1962) .
S) Scientific Instru

ment s(1962)
9) Glass (1962)

10) Iron and Steel

2. Educational and Technical Training Require
ments of Supervisory and Production Process 
Workers in Iron and Steel Industry (Public 
Sector) (1964).

3. Educational and Technical Training needs of 
ent ry oc cup at i on s (19 64).

D. CAREER LITERATURE:~~ ——.—— have oeen
1- Guide to Careers (so far 99/published, such 

as Civil Engineers,, Tractor Operators, 
Commercial* Artist, Pattern Maker, etc.,)

2. JOccupatj^onal information Pamphlets. " r

n Careers for School LeaverA) After Inter Science What?
(3) After P .Sc. what?
(4) Careers for N on -ma t r i culat e s.

1. Occupational Field Reviews1 ' E ’ '
(1) Careers in Nursing and Allied Health 

Occupations 9

(2) Careers in Community Projects.
(d) Careers in Agriculture & allied field.
(4) Careers in Merchant Navy.

4. Emplg)ympgifiuj;lo_ok_Seri3S
(1) Min in g En gin.e er
(2) Geologist 
(>) Dairying

5. Quarterly Bulletin on Job Opportunities in 
India (11 Qurtcrly issues 3rd two annual 
issues published.),

6. Directory of Qualifications Recognised by the 
Govt, of India (Pirst edition published) for 
official us3 only,

7. A Peep into the World of Work.
_...... ■--- ------ .. .3

1 E.
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HAWBOJKS ON TRAIl^HG'FACIIITIES:
1. A Handbook of Training Facilities ,/¥ndia, 

Part I: Institutional Training (196C)
Part II: In-Plant Training ('i%0)

2. A Handbook on Training Facilities in India
for Physic,aiiy■ Handicapped.

3. A Han dbo ok on Training Facilities in Ass apj
4. A Handbook on Tra in in g Fac i1i ti es in

Andhra Pradesh,
5. A Handbo ok on Training Fac ilities in Delhi
6» A Handbook on Training Facilities - Gujarat
7. A Handbook 

Pradesh.
on Training Facili ties - Himachal

8® .A Handbook cn Training Facilities - Kerala
9. A Handbook cn Training Facilities - Orissa
0. .A Handbook on Training Facilities - Raj as th a:

F• OTHER ?' JBhICATI OHS
1 e Planning Your Career.
2„ Sotes on Vocational Guidance for the use of 

Youth Employment Officers and Counsellors.
3c Vocational Interest check list
4- Guidance Porum (A quarterly periodical devo

ted to Vocational. Guidance in Employment 
Exchanges) „

5. Employment Service: Scope and Functions.
6. nature and Scope of Statistics currently 

available regarding employment and unemploy
ment . their limitations and suggestions for 
improvem out s (1964).

7» How to conduct a survey in Employment Ser
vice - Some guidelines*

G • PHBllGATICHS OF CIRTFS:

1, CIP.TES Hews letter (quarterly)
2. Handbook on Evaluation of Employment 

Exchanges
3» Handbook on Developing Effective Employer 

Relations,
4. Fact Sock cn Manpower in the Union Terri

tory of Delhi*
5. Handbook on Job-Development.

__ 6. Instructors Guida_for Clerical Staff Training

• • e •



APP5FPXX'- VI
(Bara: 4.2)

jus. xaj^nnaX JJhaxt jxLJ&r^ctoxajEexxLJ&wdxyme^

Director General of Employment & Training
(Joint Secre :ary)

Director of Employment Exchanges (D.E.X.)
Under Secretary 
(Administration)

r
'.aai.DEx 

.. CXRT33)

D.D.X/T

(EMI & Statis
tics)

T
D.R.X.II

T
D.W.X.XIX O.S.D, Dy.Director

(Vocational Guidance (Policy. Procedure (Rehab.of Migrants) (Gorakhpur Labour
& Occupational Research) & Vacancy & Labour 

Clearing)
r~~

A.D.X.

SREO(g)

S0.
I

AS0(2)

ADZ
j

SREO

SREO EL 7(4)
DepotT

SREO(CRGO)

AS0(2)

SR0(2)
Research)

R0(2)

V

Asstt.Dir.
(Trg.)

. SRE0(2) 
AE0(2)

7 • r
A dm.. ADZ 
Offr.

~T
RO

SREO (2) AEO
I '

AE0(2)

j------------ 1
SSO(Gr.I) SRE0(2) 

I * I
Psycbolo- AEO 
gist

SS0(Gr.XI)(2)
JS0(2)

Welfare 0fficer(3) 
Labour Officer 
Accounts Officer 
Re cox'd s Officer 
SupervisoH 2)

D»D..Z.=? Deputy Director of Employment 
A Exchanges.

A.p«X.= Assistant Director of 
, \ . Employment Exchanges.

SRSO\ =r Sub-Regional Employment Officer 
AEO \ = Assistant Employment Officer 
O.^.D.k Officer on Special Duty 
OEOO = Central Employment Coordinating

Office.
S8G. = Senior Scientific Officer

ELO - Employment Liaison Officer 
SRO = Senior Research Officer 
RO s= Research Officer 
SO =s Statistical Officer t
ASO = Assistant Statistical Officer 
JSO = Junior Scientific Officer S



PROPOSED ORGANISATIONAL SET-UP A£ THE NATIONAL HEADQUARTERS .OF. EMPLOYMENT SERVICE
z

DIRECTOR GENERAL OF EMPLOYMENT & TRAINING

T '
•^Director Addl. 

(CIRTES) Director
(Manpower
Budgeting

’ and Fore-
Aider Secretary casting) 

(Admn.) _______l_

Director of Employment

'Addl.
Director

*Dy.Dir. *py« Dir. *Dy0Dir

Addl.
Director

Deputy Director 
(Gorakhpur 
Labour 
Depot)

*Dy. Dir, *Dy.Dir. *Dy.Dir, 
(E.M.I.) (Surveys (Stati- 

& Studies) sties)

(Vocational (Aptitude (Industrial
Guidance Testing) Service/Job 

.Development 
& Publicity)

1-------
*Dy. Dir. 
(Policy & 
Procedure)

—J

*Dy. Dir. 
(Evaluation 
and
Development)

I
*Dy. Dir. 
(Labour & 
Vacancy 
Clearing)

T I

* To bo assisted by adequate number of Assistant 
Directors, Senior Research Officers, Research 
Officers, Employment Officers, etc.



;iPPENDIX- VIII 
(Paras 4.1$)

Statement showing types of Employment Exchanges by States

Si.
{jo. otate

ti

No.
of
dis

ci cts •
i

No. 
of ' 
dis

tricts 
cove
red

TYPE6 OP EMPbOYmENT jSXCMGiSS

REE 8REE PEE Pro
ject
Exv

oEE ‘
P.H. 1

p &
E • 0 •

EUB-
OPPI0ES

UEX & 
OB

Ej. &E3

1.Andhra Pradesh 20 20 1 5** 18 18 1 — - 3 13
2 .Issam - 11 11 4 16 3 - 1 — 2 13
3.Bihar 17 17 1 5 16 1 — — — 4 6
4 • un j ar a t 13 13 1 3 14 - 1 • 1 2 3 12
5.Haryana 6 6 - 2 9 - - - 7 1 2
6.Him?chai Prado sh 2** 8 - - 10 — - - - — 11
7.danmu & Kashmir 9** 8 - 2 6 - - - - — 2
S.^erala 9 9 - 3 6 - - 1 — 1 12
9?®Qdhya Pradesh 44** 42 1 6 37 5 - 1 - 3 37

l€ .Madras 13 13 - — 14 1 1 1 — 2
ll.daharashtra 26 26 1 7 19 — 1 1 4 25
12 .Mysore 19 19 1 — 17 1 1 1 4
13.Orissa 13 13 — 1 13 1 1 5 1 13
14. Pur. jab 11 11 — 3 14 1 1 1 2 1 4
15.Ha j as than 26** 20 3 15 1 1 o
lS.Httar Iradesh 54 54 1 o. V 43 1 1 5 7 c
17.West Bengal 16** 15 1 5 14 5 1 1 3
18.union territory- X D

ghanliearh
TaltiX

— 1
2 6

-
1 1

■ - 1
I 4joa 1 — - 1 - - — —

antpur
Ponat cherry 
Lrl-nnr?! —

- - -
1 ••

T
— — — 2

1
T°W 321 310 10 63 287 17 9 13

■ -IJUI- r- ■■■■■! ■ !■! Ill......... . , ii.ium,, ■■1,1,1, .1 ......... . 1,„|

— m^so ca13-e<3- Regional -Employment -Exchanges.
— T£? uncovered districts are being catered to by the 

adjoining District Employment Exchanges.



QbaxvLnf. Ei'xjil Eerv±xv<u-5n a. Wp SL-haie. (.

Director • .

ii/ - -'■?■* •'-'-*.—a\ A^
'C?a±a?4»2PiGc

r~
Dy.Dire 
(Acta.)

r

Dy.Dir.
(Jot Development & 
Industrial Service)
—1--------

A&dl* Director 
l

Dy. Dir.
(Manpower Planning 

& Research)

r
Asstt.Dir

r
REE

r

1———
D2E------ r

DEE DEE DEB

, . 1

Dy. Di r • \
(Vocational Dai dance & \ 
Occupational Research)'

Asstt.Dur. . Asstt.Dar. Asstt.Dir. a0^4-4- niTfWT n._ ____ „ { OUTn>(SMI Surveys (SEE)

REE RE E ,

DEE DE-h Di'.-E 
pup

r
DEE DEE DEE

& Manpower ,-------- -q-1------ j
Research’) E0 . E0 E0

(P&EO) (L&VC) (PH)
r-------

• REE

REE REE .
f----- TJ----- 1

DEE DEE DEE

r—{•
DEE DEE DEE f

—1
Asstt.Dir.

(Vocational Guidance” 
& Occupational Infor
mation & Research)

REE

DUS DEE DEE

USI^Es

~1 DEE DEE DEE 
DEE DEE DEE

DEE DEE DEE

SEE s State Employment Exchange.
REE = Regional Employment Exchange 
DEE = District Employment Exchange

UEI&IB = University Employment Information 
and Guidance Bureau.

EO = Employment Officer 
P&EO = Professional & Executive Office 
L&VC = Labour and Vacancy clearing.PH = Physically Handicapped•



1
it,Director 
;Admn.)

r

r
REE

DEE DEE DEE

APPEMDXX IX(B) 
(Paras 4.24(X)

V
.Employrteni.jArxineULtk a. small State

iti * '

Director ; •
. \ • 

i . •

Dy.Director (VG & 01 
& Industrial Services)

J.

Asstt. Director
t „

1
RES

1
RES

Asstt.Director 
(VG & 01)

r-H
i—i—i i i i

DEE DEE DEE DEE DEE DEE

UEDSC-B UEIgfiB

Dy. Director (Manpower. 
Planning & Research and

E.M.I.)

r ----- 1
Asstt.Director Asstt. Director

(Manpower Planning, . (Stats SnpJ-.ey-
Research, EMI & . ment Exchange)
Surveys) |

f----- 1—H
E0 EO EO

tP.&EO) (L&VC) (PH)

UEI&GB = University Employment Information & Guidance Bureau.
VG = Vocational Guidance.
01 = Occupational Information
EO = Employment Officer ■ . .

P&EO = Professional and Executive Office 
L&VC = Labour and Vacancy Clearing

•PH = Physically Handicapped • j

REE = Regional Employment Exchange-. s 
DEE = District Employment Exchange.



(.Psra-s 4.2&/JX)

PROPOSED ORGANISATIONAL SET-UP Off EMPijQYiftBNT SERVICE 
in a metropolitan city with an imaginary 

POPULATION Off TWO MILLIONS
• e • •

*LEE ^cns.l Employment Exchange under the 
charge of Regional Employment Officer.
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: i : 2 : 3 : 4 ’ 5 • 6 : 7 : r> •O ° 9 : 10 : 11 • 12 : 13 : 14 • 15 :

Madras
■ - -

First Finn - 32 64 32 - 160 32 24 32 32 24Second Flan - 96 96 96 32 560 48 84 w 80 96 240Third Finn 16 160 128 384 64 1920 176 624 24 •n CO 96 1044
As on 31.12.67 16 160 128 592 64 3104 240 696 96 24 336 128 128 - 1596

Maharashtra
First Flan - 32 64 96 - 160 24 32 32 32 48 3Second Flan - 320 368 384 48 672 -- 252 24 m e. 64 208 160 360 1Third Flan 32 288 400 1040 48 2336 48 960 96 M . 80 336 112 1368 3As on 31.12.67 32 304 464 1424 96 3540 224 840 252 240 888 : 96 400 144 2088 3

Mysore i
First Flan 32 32 32 32 64 M 24 2Z -
Second Flan - 160 224 160 32 448 » 72 16 176 -Third Flan •» 176 288 400 32 848 - 156 12 e. 32 316 •As on 31.12.67 - 144 304 592 32 1184 * 432 48 - 72 « - 32 636 ' -■

32
64

240
256

Qri

: 19 I 20 : 21 » 22 ? 23 : 24 : 25 : 2o : 27 : 8b.. •__£2s 30 31

• 64 32 32
450 128 240

128
240

32 592
64 720

32
256
336
432

32
32

32
64
64

- 66,,
64 352 
32 432

32
224
956

1360
48
48

752
3064
9048

12556

32 32 96 64 64 32 32 24 32 32 32 50 1074

128 128 240 96 176 « 192 32 - 32 96 216 32 - 4244

176 208 512 272 320 - 384 64 32 48 160 - 883 32 10272

592 192 496 480 704 16 480 64 32 48 192 - 1200 32 15592

64
96
48

32
64

144
160

32
64

144
176

48
96

32 32 50 450
•48 ~ 96 « 1688
128 364 - 3420
112 492 - - 4816

First Flan 
Second Flan 
Third Flan 
As on 31*12.67

64
32 48 ~ 48 - 24 *• «•

112 192 - 144 - 36 -
128 320 - 384 - 156 M» 32
144 368 528 24 56 156 32

16
96
80

32
32 2lJ 
32 34

96 64
224 112
288 96

32 32 - - - *•
80 -■ - 112 - 16 - 64
96 80 304 - 128 - 64
64 96 336 - CO - 64

16
32
48

32
oouu

224
320

284
1180
2692
3208

Funjab
First Flan - 96 96 128 32 224
Second Finn - 288 368 448 * AC <HQ

Third Flan 16 272 384 1600 222 2864
As on ,>1.12.67 16 128 192 8104 OA ih'JG

224
175

48 
108 
81 o
T <r- jlOo

136
120

144 
- 464

.2 480 344

96
352

96

32 4£
80 2l9

128 1326 64 
i4-+ 86'

32 64 32 160 64 M 64 - 32 64 32

32 208 96 320 128 48 176 16 32 64 — 185

64 448 592 1184 96 656 336 624 144 176 30 336 - 600 -

32 448 176 576 96 576 336 320 48 ■ 80 128 136 3o0 ~

26
32

1312 
1 3842
14184 
' 9012

First Flan - 32 32 - 64 32
1

32 32 32 — - 32 - - - - 288
Second Flan - 128 128 128 - 255 32 - - - _ 16 32 7 j - 64 • SO 112 48 32 - - 64 - 72 - 1264
Third Flan - 128 128 464 - 464 96 80 - 112 80 32 -v

25 1 -
384 80 208 64 144 48 208 - ’■ - 64 - 168 - - 3204

ns on 31.12.67 - 123 ' 128 48C - 544 128 - - 48 160 48 32 30d - 448 80 208 96 160 - 208 ... - - 80 - 220 - - 3504

F'tt-.r Pradesh
First Fl.m 
Second Flan 
Third Flan 
As on 31.12.67

16
16

32 64 160 32 128 32 72 32 4 32 96 32 64 24 32 32 32 32* 64 32 32 56 1160
384 C n r •> /GO 608 64 672 80 180 - .. - 32 64 192 25. - 208 144 320 32 175 24 80 64 96 48 128 232 32 24 4664
43.6 544 1624 112 3964 192 540 120 •» 112 65 224 162.' - 1472 896 1280 32 400 56 192 64 96 96 224 32 6l6 3?. - n5296
448 oCmJ 2255 96 4592 272 120 120 60 864 112 128 224 19C( - 1504 720 960 32 512 nr;GG 352 32- 96 96 320' - 1092 32 17652

West Bengal
First Plan 
Second Flan 
Third Flan 
As on 31.12.67

Goa.
As on 31.12.67

* 64 32 54 - 96 - 72 24 32 32 32 72 - 32 32 w 64 - 32 32 32 - 32 - 16 - .792
- 288 320 255 576 - 252 72 - - «. M 48 112 192 288) [' - 112 240 224 176 - 176 96 43 16 224 253 - 112 4075
— 36b 400 ' 560 1248 32 528 132 48 256 320 523 - 368 464 336 3o4 - 352 96 64 16 384 - 472 CO 7428
32 368 400 656 - 1488 96 192 160 120 696 48 255 304 724 - 415 480 400 112 464 - 480 96 128 160 400 584 ** 9260

- - - 16 «• «« ii • «» *•

-------I

- j
j

• 12 - - 40

Delhi
First Flan 
Second Flan 
Third Flan 
Ac on 31.12.67

• 64 32 32 - 64 e. •
- 144 144 176 32 336 48
32 128 160 304 64 672 252
32 128 160 416 48 784 256

24
72

288
180

12
48
48

•ijm- chai Fredas 
First Flan 
Second Flan 
Third Flan 
x-s on 39.12.67

**
48

••
j 5

- 32
48

•* 4u - dr\ - 128
15 64 - is; 2 - 272

24
50

144

32 32 24 32 32 - -
64 48 48 72 32 64 80 32 64 - 64 £$

176 64 48 3'2 176 112 176 48 176 •• 96 96
192 48 32 360 - 160 112 176 48 240 •• 96 112

2 «*• Jz. 82
». -3 <•io - 32 - - - -
1 A 96 (14 - 1 o -J <x‘O 48 - 86 - - 16

32
48

64 f 44 if

48
160
256

80
96

112

22

32 32 464
CO 72 1860

235 152 4104
288 - 4476

- •
10 - -K. 9.7 >
80 684

129 - 9 416
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------------------------------i_J:—♦—2 . 3—j—4: 5:5 : 7 : 6 ; 2 : JO : n : i? • -13 • 'ms’T • i7 • 16 : IS : 20 : 21 : 22 : 23 : 24 ; 25-i zo : 27 ; 25 : 29 : 30 : 31 :

Firlst xl n 
Second I'lc.n 
T.iird Pltn 
As on 31.12.57

lo

16
76
16

lo 7 0 12
16 12 15

1*
li
id

12
12

First 2lar. 
Second i*lo.n 
Third Bl&n 
As on 37Z2.67 16

16
45
64

32
32
45

24
24

0 -

16

16

16 16
16 16
16 16

16 32
32 46
32 45

32
32

oz
46
45

Z

ALLODIA
First 21an 
Second i'l.an 
Third rl;\n 
As on 31.12.57

314 544 544
* 2736 2992

516 
4055

3455 12045

06
400
664

1295 126 
5320 352

304 3005 3640 14526 656 26626

106
1356 - 652
2045 4612 1126 64

26 672
240 216C

- 0524 1424 2335 1 455 1024144 7556 4 056 5256 6l5 5246

456-
1716

z5o
560

120 150 422. 04 256 256
212 123 ; J624 64 2176 1264

7C4
2624

5660 1632 2256 1566 1401112 2406 4206 5260 1504 6516 792

io
16

32
32

40 224
200 1724 
564 4366 

5160

16

32
32

12
12

2o
150
244

0
l6
24

126
304 460
606 l04O 
640 1136

56 266
144 1301 
572 3632
260 3752

- 3o4
- 27.66 
32 7640
- 2600

160
312
412

64
54

112
766

46
226
264

6622
39727

106196
134104
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•Book Binding

ivl i Hand Composition 
-r—___________ _______ __

Printing Machine 
On efator

g* ’ Cutting & Tailoring

i 
i 
i
im i i

__________________;_______________•_________[

Preservation of bruitst 
& Vegetables includingj

canning i

d
5
pJ P^CJQ

4 45 0
H 0

C^"
dJ § p

0 0
P

o d p
4 Q, <J
P p
4b £D H-
c+ 0 4-4
0 p
jH o O'
0 d H
d 0

Embroidery & Needle
__ijv ;rk_ _ ______________

i-^ 5 S venography (English)

TL"i Manuf a c tv.r e o f Fane y 
roiE pa bh er Co o ds

jro j Cane,Willow 
i o ? wc rk
’l —~*r
1 ‘ St

& Bamboo

fograp 5.E _ ll
TOTAL



2

1 2 3 4 5 6 7 8 9 10 n 12 13 14 15 16 17 18 T9 20 21

Bil ar
ii*

I Plan 16 16 - - - - - - - 16 - - 32 - - - 80

II Plan 16 16 - - - - - - - 16 - - - - 32 - - - - - 80

IE Plan 16 16 - - - - _ - - ~ - - 32 - 16 - - 80

As on 31 * 1 2»67 16 16 — — ~ - — — - — - - 32 - _ 16 - - 80

ct b

I Plan 
II Plan

III Plan 
As -on 31. 1 2.67

I Plan 
II Plan 

III Sian 

as on 31.12.67 32 32 -

Jammu & Kashmir
I Plan -

II Plan 16

ill Plan 16
As on 31.1 2. 67

3-2 - 128 - - -256

_ — — —

- 16 - 64

64 - 10 - - -186
96 - - 56 — — -264



1 -

1 2 3 4 5 6 _ 7 8

■ Inya Pradesh
I Pl an 16 16 - - - - - -

II Plan - 16 - - - - - -
III Plan 16 16 - - - - - -

..c on 31 .12.67 16 16 .. — - — - —

Madras —

T Plan 16 16 - 16 - - - —
II Plan 16 16 - 16 - - - -
Ill Plan 16 16 - 16 - - - -

.U on 31.12.67 16 16 - 16 - - - -

Mahai a3htra
I Plan \ - - - - - - - -
II P}.s n

III Plani - - - 16 - - - -
As on 31.12.67 — - - - - - -

' Mysore

I Plajn - - - - - - - -
Il Plap1 !

Ill Plan - ... - - - - -

As on 31.12.67 - - - - - - - -
7— ~.—-------- --------

9 1° _11 12 _ _13._J4 .1.5 16 17 18 19 20 21 \

16 16 - 64
- 16 ■ - - - 16 32 - - - - - 80 \
- 16 - - - 16 79 > — - 96 - - - 192
— > 16 16 32 — 123 96 320

— 16 — 32 — 16 V -112
- - - 48 32 - 32 - 1 6 - - - - 176
- - 48 16 - 64 - 16 64 - - - 256
- - 43 32 - 64 - 16 64 — — - 272

- . - - - •2 0 - - 16 - - - 48
48 - - - - - 48

- - - - 32 112 - - 64 - - - 256
- - - - 32 32 112 - - 160 - - - 336

- 32
~ 32

- - 32
- - 32

— — - - - 32 - - 64 - - - 96
-w. — — - 32 — - 128 - - - 160



7

Orissa
‘ I p lan - - 16 - - -

II p lan — - - - 16 - - -

III I lan — - - - - - - -

As on 31 .12.67- - - - - - - -

Punjeit
I Plan - - - - - 16 -

II Plan - - - - 16 - 16
III p].an 32 32 32 - 32 16 16 -

As on 31i . "i 2. - OT> — — — 16
61r

Ea i asifeu
I Plan

II Plan - - - -- - - -
III Plan

A.s on 31 <,12.67 - - - - - - -

Uttar Pradesh
I Plai; 64 64 16 32 - 16 16 16

II Plan 48 80 - 80 - 16 -
III Plian 48 80 - 176 - - - 16

As on 32 • 80 16 144 - - - 1 —

31*12.67

- 4 -

9 10 11 12 13 14 15 16 17 18 19 21 '

16 16 - 48
- - - 16 - ■ - 16 - - - - - 48
- - - - - - 96 - - - - - - 96
- - - - - - - - 1 12 - - - 112

16

i

16 16 16 16 64

I

- 160
16 16 16 16 16 64 - - - - - - 176
16 16 48 48 48 96 32 - 320 - - - 784
16 32 16 32 32 80 — — 288 —• — - 512

*-i *”

32
/ 32 16 16 224

16 16 32 16 16 320
16 - 32 32 32 592
16 32 16 32 32 560

- - 32 - - - 32

4 48 16 688
- 144 72 - - 24 880
- 272 80 16 32 - 1424.
- 240 336 — — 272 808

i

i



5

______________1„2.„—3___ 4___ 5___6_—7

2-egj Bengal
I Plan - -1616 - -

II Plan -32 - 16
III Plan -32 -16
As on 31.12.67 - 32 - 16 . ~

.JL„ 10_.11. •1 /->1 t~ _1^3__ -12—11--1Z- -12- -12—22--?1. To-
.£ni

32 16 32 16 32 48 208
32 16 32 32 16 32 80; - - - - - - 288
32 16 32 32 32 32 80 - - - _ - 304
32 16 7 o > <- 32 32 32 80 — — — - 304

Ch finliganl. 

I Plan
II Pl Sil

III Plan

As on 31.12.67 - - - - - -

Delhi.
I Plan 16 16 32 - -

II Plan 32 16 - 32 - -

III Plan 32 - - 48 - - 16

As on 31.12 = 67 32 - - 48 - - 16

Hina chau 1 Pradesh

I Plan-

II Plan
III Plan — —

As on 31.12.67

- - - - 16 16 - - - 32 — — 64

*? /*1 c'. 16 - 16 16 16 112 8 48 16 - 328
16 - 16 16 48 16 144 16 48 - - -416
32 32 - 32 64 32 248 16 80 544 - -1176
52 32 - 32 64 32 248 16 80 544 -1176

32

J

- 32
32 - - 32

- - - - - - 32 - 64 - 33 128

32 32 — 160 - 32 301



4 5 8

- 6 -

10 11 12 13 14 15 16 17 18 19 20 21 Hand- To-’ 
made tai 
Paper

-------------- 22

i Plan 
C Plan

I PX'U
-i on 31 • 12» 6?

16
16

1 £

16

Irlpura 
I Plan

II Plan
III Plan
s on 31.12«, 67

16
52

- 3:

16-16 48
32
32

Total 
Il-India)

I Plan 144 144 32 96 16 16 32 16 96 96 16 128 64 80 604 72 112 48 - - -. - 1912

II Plan 144 224 16 144 16 16 16 32 80 64 80 160 123 96 896 16 203 72 - 32 24 16 2430

II Plan 176 240 160 272 32 16 32 16 80 112 48 192 224 192 1680 48 368 1418 16 64 32 - 5426

s <on 31 .1 2.67 160 240 160 224 32 — 32 — 96 64 128 144 240 192 1576 48 336 2376 16 16 400 - 64 80



AppEiroix xi
List of Technical Trades taught in ITIs 
together with duration of course

ENGINEERING TRADES NON-ENGINEERING TRADES
.1.L

SI. , Name of the
f I
, Dura- , SI. ' Name of the 'Dura-

No. , Trade , tion , No. , Trade * tion
t , of , » ’ of
J ,course , 5 ’ course

1. Blacksmith one year

2. Welder (Ga3 
and Electric)

5. Sheet Metay Worker
4. Moulder

5. Carpenter
6. Meoha ni c (Mot or 

. Vehicle) •
7. Mechanic (Tractor)
8. Mechanic (Diesel)
9. Uphol3try
10. Plumber
11. Painter
12. Refrigeration and 

Air-eond it ioning 
Mechanic0

13. Wireless Operator
14- Wireman Two years
15. Building Constructor ”
16. Fitter ”
17. Turner ”
18. Machinist (Miller) ”
19. Machinist (Grinder) ”
20. Machinist (Shaper,

Slotter, Planer) ”
21• Watch & Clock Maker ”
22. Elecrroplater ”
23. Electrician- ”
24. Instrument Mechanic ”
25. Draughtsman (Meeh.) ”
26. Draughtsman (Civil) ”
27. Surveyor ”
28. Mechanic (Sadio and ”

Televis ion)
29. Pattern.Maker ”
30. Machinist (compo-

----------- site)... ”

1 . Bleaching, Dye- One year
ing & Printing

2. Book Binding
3. Cane, Willow and

Bamb o okWork.
tt

4. Cutting and Tail
oring (Women)

11

5. Cutting and
Tailoring (Men)

t!

6 • Embroidery and
Needle Work It

7. Hand Composition 
and Proof Reading

It

8. Hand-weaving of 
fanc y and furn i - 
suing fabrics tt

9. H an d-weaving o f
Ncwar, Tape,
Durries and Car-
pets, It

10. Hand-weaving of 
woollen fabrics It

11 . Knitting with Hand 
and Machine tt

12. Manufacture of 
Footwear If

13. Manuf actur e of 
Household Utensils tt

14. Manufacture of
Sports goods(leather) It

15. Manuf ac t ur e of
Sports goods (Misc.) tt

16. Manufacture of
Sports goods (wood) tt

17. Manufacture of Suit
cases and other 
leather goods tt

18. T'reservation of
P-ruits & Vegetables tt

19. Printing Machine 
Operator It

20. S t eno graph y(English) tt

21. Stenography(Hindi) ,1

22. Weaving of stlk and 
woollen fabrics tt



ArpJMTX. JX?

Statement showing the trades in which the largest 
number of seats were added in ITIs in different 
States during Second and Third Dive-Year Plan

periods 6

Sl.‘ Name of the 
No.* State

1 ’ . 2

»
, Trades in which the largest number 
, of seats were added during
i !
« Second Five-Year , Third Five-Year
, Plan , Plan
i j 4

1 . Andhra Pradesh

2. Assam

Bitter (568) 
Electrician (283) 
Draught sman 
Civil (240)
Turner (223)
Blacksmith) , n . . 
Carrent er ) >Fitter )each> 
Electrician (128) 
Wireman (112)

Bihar

4. Gujarat

5 o Jammu & Kashmir

Fitter (576)
El ectri elan (496) 
Mot cr Me chanic(5 20) 
Wi reman (504)

Bitter (122)
Draught sman)(144 
Civil? ) each) •
Electrician)
Turner (120)
Motor
•Mechanic (48) 
Electrician)
Bitter )(52
Carpenter )each) 
Blacksmith )

Bitter (1512) 
Electrician (864) 
Turner (672) 
Welder (604)

Bitter (448) 
Wireman (400) 
Welder (524) 
Electrician )(520 
Motor MechaJ each)'

ni c )

Fitter (1632) 
Electrician (1556) 
Moulder (864)' 
Turner (756)

Bitter (603)
Die ct ric ian(544) 
Turner (420)
Welder (523)

Bitter )(128 
Carpenter)each) 
Elect ric i an(96) 
Blacksmith( 64)

6. Kerala Bitter )(240 
El eetric ia.n) each
Carpenter 
Machinist) 
Welder )

)
(zee)
(U4
eqch)

Bitter (816) 
Electrician (608) 
Welder (572) 
Machinist (420)

.. .2



- 2 -

K___________ 2. 3. 4.

7. Madhya Pradesh Fitter (400) 
Electrician(272) 
Draughtsman 
Meeh.(256) 
Blacksmith (208)

Pitter (1120) 
Electrician (1040) 
Turner (660)
Wireman (624)

Fitter (560) 
Wireman (450) 
Moulder (256) 
Turner )
Motor )(240 
Mechanic )each) 
Carpenter)

Fitter (1920) 
Wireman (1168) 
Turner (1044) 
Welder (956)

9. Maharashtra Fitter (640)
Dr augh t sman (Me e h □) (3 6 8)

Electrician (352) 
Turner (336)

Fitter (2336) 
Turner (1368) 
Electrician (1040) 
Machinist (960)

10. Mysore Fitter (448) 
Draughtsman 
Meeh. (224) 
Tu m er (176) 
Draught sman) 
Civil )
El ectri ci an)

Fitter (848) 
Electrician (400) 
Welder (364)
Turn er (312)

11. Orissa Electrician (192 
Fitter (144) 
Draught sman)f..o 
Meeh. )v*
Motor )eac
Mechanic ) 
Wireman (96)

Fitter (384) 
Electri cian(320) 
Mot o r
Mechanic (304) 
Wireman) z99/ 
Welder ) k 4 x

12. Pun j ab Fitter (608) 
Electrician(448) 
Draught sman 
Meeh? (363) 
Carpenter (320)

Fitter (2364) 
Electric ian(1600) 
Turner (1528)
C arpenter (1184)

13. Rajasthan Fitter (256) 
Draughtsman) 
Civil ) 
Draughtsman) 
Meeh. )

(123 
each)

Electrician) 
0arpenter (112) 
Bla cksmith (80)

Fitter )(464 
Electrician)each) 
Wireman (384) 
Turner" (252) 
Carpenter)(203 
Moulder ) each)

.. .3



2.

- 5 -

ZL

14. .Uttar Pradesh

15. West Bengal

1 6. Himachai 
Pradesh

17. Delhi

18. Manipur

19• Tripura 

20. All India

Hitter (672) 
Electrician (608) 
Draughtsman 
Meeh.(528) 
Draughtsman 
Civil (584)

Draught sman 
Meeh .(320) ) 
Draught sman) 
Civil . ) 
Turner )

(280
each)

Hitter ) (48 
Draughts-) each) 
man Civil.) 
Carpenter (32)

Hitter (336) 
Electrician (176) 
Dr aug ht sman)
Civil )(144
Draughtsman) each) 
Meeh. )

Ho increase 
trades were

-do-

Hitter (6^20) 
Electrician (4096) 
Draughtsman 
Mecho (2992) 
Draught sman 
Civil (2736)
Turner (2624) 
Carpenter (2624) 
Wireman (2178) 
Welder (2166)
Motor Meeho(2160) 
Blaokmsith (1904) 
Moulder (1724) 
Machinist (1716)

Hitter (5984) 
Electrician (1824) 
Turner (1628) 
Wireman (1472)

Hitter (1248) 
Electrician (560) 
Machinist (528) 
Turner (520)

Hitter (128)
Mot or
Mechanic (96) 
Electrician) (80 
Welder )each)

Hitter (672) 
Turner (312) 
Electrician (304) 
Machinist. (288),’

except a few new 
introduc ed.

Hitter (21008) 
Electrician (12048) 
Turner (10244) 
Wireman (7856) 
Welder (7640) 
Machinist (6524) 
Carpenter (6288) 
Motor Me ch.( 5 248)
BIaeksmith (4 688) 
Moulder (4368) 
Draughtsman 
Meeh. (5443) 
Draughtsman 
Civil (2896)



jmm xiii w 
1, , • . Para” ^^2^' (ii)

snen Training Scheme —~ “
Olnfilled Seaxs in . . .....

• Engineering Trades - Statewise)

STATE J-
1

(1) ■/

Number of unfilled seat s at the- end of
First Plan 
(31.3.'56)

(2)

‘Second Plan 
'(31 .3.'61)

(3)

1 Th i rd Pl an ' As on
'(31.3.’66) '31.12.'67

(4) (5)

1. Andhra Pradesh 37 262 • 863 1506
2. Assan 28 188 1047 1500
3. Bihar 28 163 1053 . 2618
4. Gujarat - 553 881 1192
5- Haryana - - 2769
6, Jarnm and Kashmir 79 240'- '285

7. Kerap.a . . 2 in excess •96 . 313 420
8. Madhya Pradesh . 44 669 • 1351 2924

9. Madras • 11 406. 684 c 1140

1C • Mah ar a sht ra 79 516 1929 2347

11. Mys ore ' . 8 215 424 . . 762 • •

12. Orissa 11 259 . 512. 1285

13# Punjab 174-—-- 534 1949 . 2585

14. Rajasthan 12 258 1154; 1269

15• Uttar Pradesh 16 79 in excess 2267 2794
16. West Bengal . ' 49 628 382 . 2216

17. Bslhi 9 in excess 2 in excess 626. 1294
18. Himachal Pradesh . 11 18 226 ; 540
19. Manipur - 13 22
20. Goa — —

J
15'-""

21. Tripura — 77 85 ..236
2 2. Cha nd ig arh - - '136
Unfilled seats of
D.p.T.Sckeno, 414

Tot al 501 ■ _ 52/15 15979 29651
Percentage of Un
filled seats to total . 13.2 ... ... . .14.8

r S'

.22 J
seats introduced.



APPENDIX XIII(B)
« . •, " n n 7 ClaraStatement showing the number of seats remained unfilled. ^TTEfii 

at the end of Eirst, Second and ^hird Five-Year/Plans, ~ ’ ■
in Engineei-ing Trades ' ■ ' .

No. of seats remained un-
SI.’ Name of the }•—T *" ~ i _1---------- .—
No.’ Trade , At the end ,At the end ,At the end ,As‘on

t of First ,of Second ,of Third ,31.12.67i Five-Year ,Five-Year ,Five-Year 1
t Plan (as on, Pl an (as on ,Plan (as on 1
31.5.1956) X31.3.1951) , 51.3»1966) 1. ... .

1. Building Construe- L ■■ 32 123
tor

2. Draughtsman (Civil) 1 241 527 ~ 684
5. Draughtsman (Meeh.) 9 136 421 ■ 711
4. Electrician 13 334 1511 ■ 2204

. 5. Electroplater 7 119 265 ■ 379
6. Fitter ' 74 446 1203 3886

• 7. Instrument Mechanic i 0 71 77 ’ 4 90
8. Mach ini st' (Compos it e) 8 56 — 484
9. Machinist. (Grinder) — — 67 • . 190

10. Machinist (filler) — — — 37
11. Machinist (blotter,

Shaper-,- Planer) - - 694
12. Mechanic (Rad i o •

and . Television) 60 — 341' 341
15. Pattern Maker 133 311 1060 1482
14. Surveyor — 254 442 630
15. Turner 55 — 92Q
16. Watch & Clock Maker 17 18 54 42
17. Wireman -cI 515 1491 - 2291
18. Blacksmith - 636 1956 2721
19- Carpenter 111 838 364 . 3554
20. Mechanic (Diesel) - 19 .' 108 • 303 '
21. Mechanic (Motor Veh .) 20 •173 363 586
22. Mechanic (Tractor) — 5 140 293
23. Moulder 26 237 764 ^-2047
24. Painter ' " 35 81 213 * 270
25. Refrigeration &

Air-condit ioning
Mechanic. — 77 150

26. Plumber 17 110 341 496
27 • She e t Met q. wo rke r 49 ■ 392 1025 1571
28. Upholstrv — 19 —
29. Welder (Gas and

’ El ectric) 105 510 1420
30. Wireless Operator 15 A 2 643
31. Other trades 8 124 74

Totap. 501 5243 <5275 29651
Percentage of unfilled r- 0
seats to total seats 3 »8 13.2 14.8 22.1
i ntrndnn ed*



APPENBTX XIV
' ‘ • ^?arg, 6*22 (xv) )

Statement showing, sessionwise, the number of 
applications received, the number of persons 
admitted together with the number of persons 
appeared' and passed in the final trade tests •’ 
held under Craftsmen Training Scheme, during

Third five-Year Plan.

r
Month in, Ko. of ,No. of

t ;
,Month in , No. of ,% of ' ,No. of

t
of

which , applic a- , per sons ,which ,trainees,appear- ,train- ,pass-
session , tions f admi- .trade ,appeared.ed to , ees » ed
started , received , tted^,test was , , number ,pass- i to

for ad- » , held , ,admi- , ed ,app ear
mi ssi on f f ’ tted , out . ed

t............ - ____t ’(5to3) -Y__ _____ '( 7to5)

_1______ oc. 3 . 4 5 6 7 8

A. ENGINEERING- TRADES

May’ 61 1 ,03,781 21 ,432 ’ Oct.162 19,679 91 «82 18,216 92.57

Feb.’62 1 ,08,635 25,915 July’63 20,400 .78.72 19,807 97.09

No v. ’ 62 1 ,23,533 33,777 Apr.' 64 26,832 79*44 25,437 94.80

Aug. ’ 63 2 ,38,579 45,988. Jen.'65 39,840 86.63 38,023 95*44

May*-’ 64 • 1 ,69,058 45,146 Oct.'65 37,324 ■ - 82.67 .35,440 94.95

Feb.’65 2 ,04,602 47,277 July,'66 43,431 91 .86 41,311 95.12

Nov.1 65 2 ,46,123 58,392 April'67 46,544 79.70 •43,173 92.75
Aug. ’ 66 2 ,69,459 73,264 July'67* 16,702 22.75 13,839 82.85

B. NON-ENGINEERING TRADES

Aug. ’ 61 6,166 2,188 July'62 2,008 91.77 1,959 97.56

Aug.’62 6,072 2,419 July’63 2,251 93.05 2,194 . 97.47

Au g.’63 7,991 3,565 July’ 64 3,299 92.51 2,945 89.27

Aug. ’ 64 11,070 4,024 July’65 3,505 87.10 3,140 89-59'

Aug. ’ 65 12,467 4,056 July'66 3,642 89.79 3,096 85.01

Aug.’ 66 13,680 5,195 July'67 4,076 ’ 78.50 3,272 80.27

-- ->C test held in duly,1967 ?as only for one year course-Trade- 
boys.



List of trades in which training is given 
in Central-Training.^Institutes for Instructors.

JlLvi n e e .riiig

1. Blacksmith
2. Carpenter
3. -Draughtsman, Civil
4. Draughtsman, Mechanical
5. -Electrician
6. Fitter 
7C Crinder
S. Machinist
9. Mechanic Instrument

10. Mechanic (Motor Vehicle)
11. Moulder
12. Pattern Maker
1.3. Sheet Metal Worker
14. Turner
15. ’/elder (Flee. Arc. Oxy—Acetylene)
16. I/iremsn
17. Building Construction 

ygngl h e erin z :

1. Cutting & tailoring
2. Hand weaving
3. Leather goods manufacture
4. - -Embroidery and needle work

Trades in which special courses are run at 
at the QTIci5 Madras and Ludhiana for ITI

Instructors

1. Mechanic, Hadio> & Television
2. ” Diesel
3. ” Refrigerator
4. ” . Tractor
5. Fleetropictor
6. Plumber
7. tireless Operator



STATEMENT SHOVING THE NUMBER OP APPRENTICES UNDERGOING TRAINING AS? THE
END OP LURCH 1964 , 1965, 1966, and 1967, TRADEUTSBHJIWER THE APPREN

TICESHIP ACT, APPEND^-JXVI
• « € e

: 1 1
21.’ Designated ’
Noe’ Trades ’

Pull
term
A

1564 • 
r
,Short ,
, term ,

1,
Total

__ 1965

Short
term

__ ______ j♦
‘Total’
1 i

1966
’Pull I 
’term,
1

Shoru’
term’

1
Total

t
»
t

Pull, 
term,

j

Pull,Short, 
term,term ,

___ - ?. t

Total

"T* 2 _1 X 5 t 6 , 7 , - d 10
ra „ jl it ’ 12 , -0 , 1"4

1 e Fitter 2061 432 2515 5009 833 5842 7452 1547 8999 9154 1205 10362
2 i Turnsr 1213 1 pM 1372 2682 330 3012 3629 643 42/2 4048 • 693 474 6
5; Machinist (Miller) 382 7 339 902 54 956 1263 93 1376 1494 181 1675
4, Machinist (Grinder)
5. Mach inis t (Shaper,

212 —• 212 491 65 556 691 52 743 863

1016

44 907

Slotter A Planer) 315 62 377 667 91 758 843 24S 1146 181 1197
6 o Pa11era Maker 80 25 105 142 % < r-rrv

1 i I 230 40 272 262 ■ 42 304
7. Mould er 309 112 421 430 i KO 612 904 270 1174 1304 292 1196
So Blacksmith 185 96 281 282 100 382 626 163 789 593 181 774
5» Sheet Metal Worker 04_/~T 44 133 258 89 347 433 1C3 536 CCO Of-kJ 153 686

10o Welder 149 156 305 438 210 64 8 830 318 1143 1150 596 1534
11. Electrician 439 158 577 946 251 1197 1334 329 1663 1691 292 1983
12. Dineman 54 14 68 111 13 124 99 26 124 124 31 155
13* Wireman 134 75 209 250 92 342 470 157 627 349 275 624
11, Carpenter
15. Mechanic (Motor

£20 91 2 i i 481 121 602 748 20? 955 793 167 960

\ . Vehicles) 59 45 104 0 < 184 430 620 243 863 889 296 1135
16. Mechanic (instru-

ment) 20 — 20 76 12 83 99 30 129 . 256 19 275
17. Millwright 2 - 216 6 222 553 4 5h7 1062 1062
18 0 Draught sman (Mech.) - 15 15 59 59 - 203 203 56 204 260
19. Plumber \ - — - *z r“r5 I 4 41 53 16 69 140 40 180
20» Tool & Die Maker\
21, Refrigeration and

— — — b / 1 133 253 12 265 598 10 608

*' Air conditioning \
• Mechanic. ; 33 11 49 69 9 78 107 27 134

22* Mechanic (Diesel), - - - 103 3 106 114 3 117 133 13 146
2



2

I 0 2. 3 4 5 6 7 8 9 10 11 12 13 14
r'
C- • Mechanic (Tractor) 4 4 1 1 2 32 8 40
24, Mechan^c (Earth

Moving Machinery) 11 11 12 12 44 44
J o Draught cman (Civil) - - 1 16 17 - 19 10 33 33

Lu o Surveyor - - - - 3 3 - -
27. E o i1er Attend ant - - — - - _ — - 14- - 14oo Fitter (Structural) - - - - - _ - • - n — 10
29. Mechanic (Mainte

nance Chemical
Plant) - 30 30

30. Tradewi.se break-up 
not ava liable. 411i 697 1108 5H 38 552 62 1 63 - -

ALL IHBIA TOTAL 6361 2168 8529 14563 2754 17322 21453 4741 23204 33748 4796 31544

I

Tradewi.se


APPENDIX

Lis t.of- trad-es re-commended. by. the..various Study 
Groups for designation under the Apprentices Act,

1961

Name of the
Study feoup

Ng<mes of trades recommen- Name of Names of trades re
ded ^eaimati-Qn. „TL.Z the_Sjmdv comm-ndeXJfQZ:

Grouja oesigaition .

1 .Chemical

2,Construe — 
tion

3.Printing

4.Sports
Goods

5. -Electro
nics .

6. Engineer
ing.

Process Attendant

Concretor
Plasterer
Painter

Plate Maker

Manf.of V’olley-Ball 
P o ot -b all ,B as ko t -b all., 
etc. Manf.of Hockey 
Sticks, Cricket Bgts, 
Rackets, etc. Manf. 
of Shuttle Cocks 
Manf.of Hockey and 
Cricket halls.
Manf.of General 
1e at he r equipmont.
Mechanic electronics 

(Control)
Mechanic Electronics 

(industrial)
Mechanic Electronics 

(Instrument)
Mechanic Electronics 

(Avionics).
Eoiler Maker.
Cable Jointer (light

an d now er) 
mechanic

lO.Eood Hotel Cook(General)
& Catering Steward (Pining)

Steward (Eloor) 
Baker & Confec
tioner

Receptionist 
House X-eeper

11.Agricul
ture

Earm Mechanic. 
Hairy Maintenance 
Mechanic.

12.Commercial Book-keeping & 
Accountancy, 
Cashier General 
C1 erks, Gene?; al

(including enquiry 
and reception) 
Store-keeper, in
cluding purchasing 
Sales Assistant

(General)
13. Painting
14. Elim 

Industry
15. Research

Crgns. '
16. Hospital

Painter & Becorat or
The Study Group has 
not - met so far.

7. Steel

8. Textile
9. Power

plants

pew ej. / f ih
Mechanic Aircraft \Engine) services 
Meeh .Aircraft (sirfr sme) -i 
Meeh. Aircraft

(El ectrici an)
Ship bright & Boat 
Builders.

Fitter, Rly., Carriage
and Wagcn.

M ech; Ai r c- r af t (I n s tr u- 
Roll Turner menu? 
Bricklayer Refractory

7.Ready-made 
Garments.

18 .Mining ■
19. Glass Industry
20. Plas?tic Industry
21. Cement &•Asbestos

Indus try 
22 .Leather goods

Millwrigtit (Rolling mills) industry, 

leaver •
Steam Turbine Operator
Switch Boar d-A-ften 1 ant



r

awehuz xv:Set-tro of Training Organisation at national Headquarters ag on 31.1g. 1967 .. ,p^ra.''g^'oy

Director Ceneral/Joint Secretary 
Ministry of labour, Employment & Rehab

Director of Training

I
Audi. Director of Training

Ler Secretary

W
 to

rDy.Director 
(Trg.)

Dy.Director (Trg.)

p
£ S 9

irector 
(Trg.) ■

Asst Asst.

‘Tech.
Officer

Director
(Trg.)

Director
(Trg.)

Tech. Tech. 
Officer Officer

. Asst. Asst. Asst.
Director Director Director

(Trg.) (Trg.)(Trg.)

Tech'. 
Offi cer

Tech . . 
Officer

Tech. 
Off ic er

—-f
+CTI.1*CTI for +CTI +CK +CTI +CTI +CTll 

Women Bombay Cal- Madras Kanpur Ludhi- Hyderat
Delhi catta ■. ana

CTI = Central Training institute
* = Headed by an Qf-tioer of the rank of Deputy Director 
+ = Headed by the Principal of ITI for Women, Delhi.

I

\



Proposed set-up of Training Organisation at the National Headquarters
Appendix 71
(Para 8.6(:

Director G-eneral/joint Secretary 
Ministry of Labour, Employment & Rehabilitation
_—;—j , ■

Director of Training

t ••vyr.Sjw

Undef
Secretary
(Admn.)

’'Audi „ Dir ec t or 
(Institutional

Training

*Addl.Director 
(Vocational

Training)

*Addl.
Director

(Standards)

*Addl„ Director 
(Apprenticeship)

r I
*Director *Director Director 
(P.T.I.) (S.T.A.R.I) (A.T.I.)
Bangalore Calcutta Madras.

r i i ~r-—i—i----- 1 •
CTI CTI CTI CTI CTI CTI CTI •
Calv Bom-r Mad-r Kan- Ludhi-Hyd. Delhi (for 
cutta bay ras pur ana women)

T
■^Regional *Regional
Director- Director

(Calcutta) (Bombay

*Regional 4'R
Director D 
(Madras) 0

* Will be assisted by adequate number of Dy. Directors, Asst 
.Directors and Technical Officers.

P.T.I. = Poremen Training Institute
S.T.A.R.I = Staff Training and Research Institute
1. T.I. = Advance Training Institute. ~ .
2. T.I. = Central Training Institute.



set-up off Training Organisation in a- big State (Imaginary) Aj?DEKDIX-X?.(A) 
^Para 8.^ fix)

Director of Training

Addl.Director of Training
v

Deputy 
Director 
(Apprent
iceship)*•»

■ ii Umr iJTT-ljii.T •
Deputy 
Director 
(Trg.) ;

Deputy
Director
(Trg.)

~1
Deputy
iircctcr
(Trg.)

’I
•:*A.D.T. *A.D.T. *A.D.T. *A.£.T. *A.D0T. *A.D.I.

r

ITI ITI ITT
r—m
IE III ITI

r“~r 
ITI IT I ITI

PT“}
El IE IT I

ITI ITI ITI
p-r—=»! 

ITI ITI IE

. i
*A.]j.T. *A.d'„T.

IE ITI ITI

♦A.fi.T.

ITI ITI ITI|y?atoi
ITI ITI ITI

A.D.T = Assistant Director of Training
.I.T.I = Industrial Training Institute ■ .
* = Will also be in charge of a bigger ITl in the region*



Proposed set-up' of. draining Organisation in a small State (imaginary) APPENDIX:XX
; V ——" — — . (Para:8.2r
' • ?_ •' ‘ ‘ • ’ • • ■■ • ,/ . ' / ’

• Director of Training - ■. ■ •> ■ >■ . •■. . •

• ' . . Deputy Director of Training . • ;

Asst.Director . *Asst.Director
(Apprenticeship)

ITI ITI ’ ITI7"-

tTI = Industrial Training Institute

* Will also he in charge of a bigger

*Asst.Director

ITI ITI ITI

ITI in the region.

*Asst.Director

ITI ITI .lot

\
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