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KcpIv to the Questionnaire, received fron th<;

S.No . Q-«Nq». Points for Elucidation

1. 1(a) & (b) Do you think the employers have any 
induction programme for new recruits? 
If so, what is the nature and content 
of such programmes?

V

2. 26 What measures will you suggest for
minimising the political influence?

3. 47. (i) What were the factors responsible
for the discontinuance of the ’’check 
off” system?

(ii) Are you in favour of its reintroduc
tion?

4. 54 & 58

5. 70

6. 71

Do you favour the extension of the provi
sions of the Bombay Industrial Relations 
Act, 1948 to other areas?

Is there any intra-union rivalry prevail
ing in the Ahinodabad Cotton Textile Hill 
Industry?

What conventions and traditions ought 
to be established for bringing both 
parties closer and which nay help in 
creating mutual confidence between the 
parties?

7• 76 Has this been tried in the Ahnedabad
Cotton Textile Mill Industry? If so, 
with what results?(

8. 92,93 & 94

9, 131

10, 132

What are the reasons for indifference 
shown by the employees?

What in your judgement has been the 
normal or historical relationship between 
agricultural wages and wages in the Cotton 
Textile Mill Industry?

How could this be done?\

11. 145 What in your judgement could be the
index for measuring or judging the .« 
employer’s capacity to pay?
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questionnaire

SECTION ONE

Q. 1. Name and address of the respondent,
(Person/ under taking/organa, sat ion/ state).

AN SWER,

The Ahmedabad Millowners’ Association, 
Shri Ranchhodlal Chhotalal Marg, 
Navarangpura,
Abme dab ad-9,

f-

Q, 2. The name of the Central Organisation of employers/ 
workers to which you are affiliated.

ANSWER.

«

We are affiliated to the All-India Organisation of 

Industrial Einplqyers, New Delhi, which is recognised by the 

Government of India as cne of the two Central Organisations 

of Industrial Employers (the other being the Employers’ 

Federation of India, Bombay) entitled to represent the 

interest of industrial employers in Tripartite Conferences 

like the Standing Labour Committee and the Indian Labour 

Conference,

Q. 3. If union, please give the number of members.
’When was the union formed?

AN SWER.

Not applicable,

Q. 4, If an undertaking/establishment, please give:
(a) Commodity produced/nature of activity5
(b) Number of employees as on 1-1-67

(i) Workers 
(ii) Others

(c) When w&s the undertaking established?

ANSWER.

Not applicable.

(2)...,
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I. RECRUITMENT AND INDUCTION.

Recruitment

si. 1. (a) How Is the labour recruited at present In industrial 
establishments? Is recruitment effected through
(i) jobbers, (li) contractors, (ill) advertisements, 
Civ) introduction by existing employees, (v) employ- 
-ment exchanges or (vi) any other method? ■

ANSWER.

Ahmedabad was one of the first industrial cities in

India in which the Cotten Textile Mill Industry had its 

origin and today it is are of the busiest centres of the 

industry. The first cotton textile mill in Ahmedabad was 

started in the year 1861. It was a small spinning unit 

with 2,500 spindles, employing 68 persons having a paid up 

capital of rupees cne lakh. There are at present 

(i) 3 spinning mills and (ii) 63 composite (Spinning,

Weaving, Processing) mills in the Ahmedabad city employing 

1,33,000- wo rke rs.

1. In the Textile Mill Industry in Ahmedabad, the 

recruitment of labour had been carried out through Jobbers 

(also called Mucadains) and to some extent it continues 

even today. There is also a Decasualisation Scheme in 

operation with the main objects :

(i) to regulate recruitment of labour with a, 
view to avoiding waste of man powers

(ii) to in crease efficiency and production by 
reducing labour turn overs

(iii) to reduce the waiting period of unemployed 
textile workerss

(iv) to eliminate bribery, corruption and 
favouritism in the recruitment of 
textile workers and

(v) to encourage the systematic training of 
textile workers with a view to ensuring 
a speedy supply of efficient workers.

( 3).••••
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The Schome is a State Government Department administered 

by a Manager undor the Commissioner of Labour. It was 

introduced in Ahmedabad in 1949 on a voluntary basis : 

(Similar schoanos were also introduced in Bombay and Sholapur, 

Mah.arash.tra State).

The Decasualisation Scheme provides for registration 

of all the workers employed in Ahmedabad mills, both 

permanent as well as substitutes (Badlis). A substitute 

(Badli) is one who is employed on the post of a permanent 

operative or of a probationer who is temporarily absent.

The scheme maintains a Master Register of the pool of

<• unemployed workers and the Manager, in response to an indent

from a mill, provides the required number of workers of the 

occupational category asked for in the serial order in which 

their names are entered .into the register, thereby the 

longest unemployed person getting first preference for 

recruitment.

With uhe introduction of chc Decasualisation Scheme, 

every mill maintains a substantial Badli pool to meet its

; normal man-power requirement in the major departments,

to be assured of immediate supply of substitute labour in
•

required number whenever a vacancy or vacancies occur anctig
I

permanent employees. The Badlis are permanently attachod 

to the mill - their names are entered into a register and 

they are issued Badli Cards every month. The Badlis, though 

not regular employees, are required to present themselves 

at the mill gate every day at the starting time of the mill 

shift. The departments which are in need of substitutes 

to fill in vacancies of permanent workers who are either on 

leave or have remained absent from work without previous 

intimation, send out an indent to the Labour Welfare Officer 

(a statutory post created under the Factories Act) of the

(4)..........
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mill who is normally the Labour Recruiting Officer or
1 i

Personnel Manager. The Labour Welfare Officer selects the

senior-most from the Badlis who have presented themselves

for work and assigns him to the proper department. An entry

is made to the effect in the Badli Card of the Badli and

i signed by the Labour Welfare Officer. If a Badli though
/

present at the mill gate is nob given employment cn that day 

because, of no vacancy, a note to that effect is also made

' ■ inL the Badli Card which is signed by the Labour Welfare 

Officer. A new Badli Card is issued on the first of every
»

month and the seniority of a Badli is calculated on basis
if / * ' •

of the maximum number of days on which the Badli worker 

got employment. The Badli is given preference for filling 

in a vacancy in permanent posts on basis of his seniority.

it happens that on occasions a large number of 

' recruits is required than the number of Badlis available

and the supply from Decasualisati on Scheme Exchange falls 

short. In such cases - and this happens as a chronic case. 1) S
twice every year : once during the monsoon when a large 

number of persons who are natives of nearby villages around 

Ahmedabad temporarily return to their homes to look after 

agricultures and onco during summer during the marriage 

season; a • third case is that of an epidemic or seasonal 

sickness e.g. fevex1 at the close of monsoon from which a 

large number of persons temporarily suffer in such cases 

mills are forced to take recourse to direct recruitment

from out of persons who do not hold Badli Cards and yet 

present themselves at mill gate In anticipation of getting 

employment on a chance.

2. Advertisement is used as a medium for recruitment 

only in case of clerical and technical staff.

(5)...........
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Si. 1. (b) How far are the present recruitment arrangements 
satisfactory for different types of employees and 
different levels of skill?

ANSWER.

Barring exceptional circumstances like epidemic, mass 

marriages and monsoon agriculture when there is an exodus 

of workers on an unprecendented scale, the present arrange- 

-ment - mill’s own Badli pool and the Decasualisation Scheme 

normally meet the labour requirement to fill in daily 

vacancies.

si. 2. in what categories of employment is labour in short 
supply? What steps should be taken to minimise the 
effects of such shortages?

ANSWER.

In the cotton textile mills in Ahmedabad, the main 

category of employment in which there is a short supply of 

labour is that of Weavers. A Weaver’s job is highly skilled 

job and filling of vacancy by employing an inexperienced 

worker on the job would not be in the interest of the 

undertaking. Several mills, therefore, have started in 

their individual units a scheme for training of weavors.

For this purpose, a fixed number of looms are set apart on 

which.the recruits are employed as trainees under supervision 

of a technical person. After receiving proper training 

(which normally extends over a. period of three months), the 

recruit is promoted to a permanent, job, if immediately 

available, othoivise is employed as a substitute. With the 

installation of Automatic looms in increasing number in 

Ahmedabad mills, the Weavers' Training Scherno has received 

an impetus and at one time it was seriously considered 
whether establishment of a Central Training Institute for 

the whole Ahmedabad Industry would be a feasible proposition.

(6)..........



*4. 3. Etoes lack of mobility affect supplies in different
categories of labour? If so, what remedial measures 
would you suggest?

ANSWER*

There is no mobility of labour as such in the Textile

Mill Industry as far as Ahmedabad centre is concerned* In 

fact, Ahmedabad city itself constitutes a region with its 

concentration of nearly 66 units with an installed capacity 

of 24,23,727 spindles, 45,761 looms and an employment 

potential of 1,40,000 workers. This provides ample mobility 

of labour force for supply of labour in the centre.

W* 4. To what extent is industrial labour migratory in
character? What problems does such labour pose in 
recruitment and retention?

Answer*

In our opinion, the problem of migration of labour 

arises only in case of seasonal industries. There are no 

large fruit farms in this part of the country like those in 

California, so we do not know how the fruit gathering labour, 

if any, migrates from place to place, though cotton picking 

.occupation will provide an excellent field for investigation 

of tho problem of migration of labour in th...s part of the 

country. Cotton crop in different parts of Gujarat is not 

collected fro ' the field simultaneously but picking spreads 

over some months. This provides hypothetically ample 

opportunity to a migratory labour force. In practice, 

whether this actually takes place in a moot point. In most

cases the additional labour is recruited from the loco.I area. 

One fact is, however, certain that after the crop i.e. 

cotton bolls are removed from the fiold to the ginning 

centre, it gives full opportunity to migratory labour bo 

concentrate in such ginning centres because the bolls are 

to be opened by hand bo remove kapas (seed cotton).

(7)..........
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Ahmedabad Mill Industry is not a seasonal industry and 

as sued cannot depend on migratory labour for Its day to day 

requirement, even if there was to be a migratory labour force 

trained in mill jobs. In fact, there is none.

*4. 5. How do the existing statutory provisions in regard to
employment of women affect recruitment of women labour? 
Consistent with international conventions on conditions 
of work for women, what modifications would be necessary 
in the existing provisions for promoting employment of 
women?

ANSWER. •

Women workers are employed mainly in the following

departm ents of cotton textile mills :

(i) Spinning Department;
(ii) Reeling Department;

(iii) Winding Department;
(iv) Waste l icking.

At one time, a large number of women workers were employed as 

machine tenters in the Speed Frat e and Ring Frame Sections of 
the Spinning Department, though the greatest concentration of 
women employees has always been in the Reeling Department and 
the Winding Department. So far as it concerns the Abmedabed

mills , the first set back to free employment of

women workers in the Ring Sp inn in g Department came

wi th the signing of the Delhi Agreement, 1935, which intro-

-duced for tne first time rationalisation in the Ring Frame 

Department. Under the Agreement, rationalisation. i. e. 

multiple machine assignment, in this particular case, Tvzo 

Sides of a Ring Frame to be attended by a Ring Tenter in 

place of the then prevailing system of assigning One Side to 

a Ring Tenter was to be introduced, in the first instance, 

in a case where both husband and wife were employed in the 

same department. The wife was to be retrenched and the side 

of the Ring Frame attended by her was to be assigned to her 

husband in addition, to his own side as a rationalised job. 

This was the first time when, under an. Agreement, a woman 

worker was sacrificed because of her sex, though, according
(3)...........



3

to common experience, a woman worker because of her nimbloness 

of fingers and agile foot work’is better fitted for a. King 

Tenter’s job than her husband. The second event which is held 

to be responsible for discouraging employment of vomen in the 
Textile Mill Industry was the passing of the Maternity Benefits 
Act. Though in practice it did not .prove to be such an alaim^ 

-ing measure, the Act when brought into force created anti

women employee atmosphere .in some cases.

However, the third and the most effective step which 

worked against employment of women was the introductias of 

highly specialised machinery for automatic Eyeing, Winding and 

Reeling of yarn. This brought about employment in increasing 

numbers of male operatives in the Reeling and Winding Depart- 

-ments, which resulted in gradual displacement of women 

employees.

AU. the statutory requirements lri connection with 

employment of women workers are- being observed from the very 

biginning and there is no additional restriction imposed in 

this connection in recent times. Jtill it is a fact that the 

number of women employees is steadily going down. Another 

factor that has affected the employment potential of women 

workers in the textile industry in this centre is the intro- 

-ducticn of the system of change-over of shifts, though in an 
indirect manner. It is the cumulative effect of these and 

other factors that has been instrumental in reducing the number 
of women employees and not any deliberate attempt on the part 
of employers to discourage women from being employed in 
factories as labourers. ^he position is, however, quite 

reverse in the field of white collar employment where women 

employees are successfully competing with males in increasing 

numbers.

As regards the measures to be adopted to increase employ- 
-ment of women, as industrial labour, it is problematic whether 

any modification of the type envisaged, will bring about any 

satisfactory result, particularly when most complicated high 
speed automatic machinery is being installed in place of old 
type machine's in all sections of the Textile Industry, actually 
reducing employment potential. It is a forelom hope.



6. What are the advantages and disadvantages of recruitment 
of casual labour? If employment of casual labour Is a 
disadvantage, what steps should be .taken to decasualise 
s uch lab our?

ANSWER.

As stated in reply to an earlier’duesti cn, a Decasualisa- 

-ticn Scheme was introduced, no doubt, on a voluntary basis, in 

Ahmedabad mills as well as in mills in Bombay and Sholapur., by 

tho Bombay Government in 1949, with the sole object of stopping 

the recruitment of casual labour in the Textile industry. The 

disadvantages of recruitment of casual - casual meaning untrained, 

inexperienced - labour are on the face of it, many. Advantages, 

if any, are that all machines in a section are kent working 

wnich would not be otherwise possible if the mill has solely to 

depend on trained substitutes to fill vacancies on permanent 

jobs. The De casual isati on Scheme is a well thought out measure 

for checking tho entry of casual labour .in tho industry and 

would be fully successful if enough number of experienced 

unemployed persons are made available every day by the Scheme 

for recruitment in mills against their indents.

Q. 7• In view of the present unemployment situation, what place 
should be given to the absorpt cn of ’physically handi- 
-cappod’ in recruitment policy? Should there be a 
statutory provision for reserving a portion of the 
vacancies to physically handicapped persons?

\ . ANSWER.

there is very little hope for securing employment of the

’physically handicapped’ in tho Cotton Textile Mill Industry due 

to the highly mechanised nature of most of the processes 

involved in the manufacture of cloth. Somo scope may be found 

in departments wliich are run without the help of machinery but 

even in such cases the job will be very few. Howevermuch tho 

problem may have appeal from a humanitarian viev~point, there 
is no justification for making it a statutory obligation on the 

employer to givo employment to a fixed number of physically 

handicapped. We are, on principle, opposed to any such onact- 

-ment as the employer must be free to choose only such type of

workers who are most suitable for tho job .in Ris undertaking*
(10)«•»*•
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*4. 8. In establishments within year knowledge, is there any 
discriminati on in the matter of recruitment on grounds 
of caste, community, region, language, etc.? Under what 
circumstances is such discriminaticn justified?

ANSWER.

Wo arc wholly concerned with the Cotton Textile Mill

Industry as concentrated in the Ahmedabad Centre and according 

to our knowledge no discriminaticn on the grounds enumerated in 

the question is made by any Ahmedabad mill in the recruitment 

of labour. However, it must not be lost sight of that with the 

gradual evolution of the Textile Kill Industry in tnis centre 

over a period of more than a century, there has arisen a certain 

type of monopolistic tendency among workers, with the result 

that certain departments and/or sections of departments in the 

mills have been manned more or less wholly by workers belonging 
to a particular caste or community. Such a development bock 
place because of the fact that whan the industry was first 

started in this centre, the recruits at the initial stage were 

naturally drawn from the caste and community who ’were already 

working in similar occupations viz. hand spinning, hand winding 

and hand weaving from yam both hand spun as well as machine 

spun - the latter being imported from England and very much 

popular and in great demand among hand weavers because of its 

strength, unifonnity and fineness, e.g. the spinners wore 

recruited from harijans, inhabitants of North Gujarat who were 

heriditory hand loom weavers, while the winders and weavers were 

mostly drawn from the local Muslim Community of hand-loan 
weavers. Gradually this process took-the form of a rigid 

monopoly - Ring Spinning Section for tho Harijans and weaving 
for the Muslims - and• continued thereafter, though at a later 
stage weaving has been taken up as occupation by non-muslim 

communities and in a number of cases there is a preponderence 

of non-muslim weavers over the Muslim Weavers. Today there is 

no bar to any worker to secure employment in any department of 

a mill but there is always somo reluctance on tho part of, say 
a Ilarijan, to join as a Weaver when offered such a job. The 

position on the whole has much improved and with social progress 

there has been an infusion of different castes and communities 

. in a number of departments.
(11)
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W. 9. Aj?o the existing programmes for ’on-the-job’ training of 
* workers adequate? What are the directions in which

improvement should be sought?

ANSWER.

A number of Ahmedabad mills provide ’on-the-job* training 

for their workers.

W. 10. What steps should bo taken to encourage an employee to 
avail of the facilities outside the place of work for 
improving his skill? Is there any system of granting 
study leave to the employees in your establishment?
If yes, please give details.

ANSWER. '

In order to encourage an employee to devote his outside 

employment time to improve his skill, the first and foremost 

step should be to provide suitable facilities for the purpose : 

in other words, setting up of institutes for training in 

different occupatiais. ' thee such facilities are provided, the 

worker of his own accord or on persuasion would take advantage 

to'improve his skill.

In fact an experiment in this direction was made in the 

past by the Governmentof Bombay under their Apprentice Scheme, 

by making arrangement with the R.C. Technical Institute, 

Ahmedabad to give training on certain days in a week to workers 

employed in different departments in the local mills. A number 

of Ring Tenters and Processing Department employees took

, advantage of such facilities, but presumably the Scheme had

to be given up because of lack of enthusiasm on tho part of 

workers.

At present there are no such facilities provided for 

textile mill employees in this centre and hence the Question 
of introducing system of granting study leave to mills' 

employees does not arise.

(12)..........
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W. 11. (a) What should be the outline of a rational promotion 
policy? What place would you assign in this 
policy to seniority, merit and trade test?

(b) Should recruitment to positions at higher levels 
be made from among the existing- employees only?
If so, upto what level?

ANSWER.

Though there is no rational policy of promotion of 

mill employees as such introduced in this centre, there is 

in vogue a traditional method of recruitment of employees 

from one job to another job with higher remuneration. To 

give a few examples :

Department 0 ccupati cn
Previous experience 
required or essential

. as . .

i) Blow Room •• Finisher Scutcher 
Tenter.

Lattice Feederman or 
Breaker Scutcherman.

ii) Blow Roar ,. Jobber Tenter A Fitter in addition 
to working on all 
machines in the Dept

iii) Carding Dept... Grinder Stripper.

.iv) Carding Dept... Jobber Fitter Grinder or Gilor or 
Fitter.

v) Ring Frame Dept Ring Frame Tenter Doffor

vi) .Drawing-In Dept. Drawer-In Reacher

vii) Warping Dept. Warper Creel Boy
V l 11J ve>\/ 5? '» | i_. W V • • 11 •

This practice is usually adopted by mills in filling

permanent vacancies in certain occupations, in cases 

where a suitable Badli in the same occupoticn is not 

available.

• • •. •
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II. CONDITIONS OF WORK.

W orki n g Con di ti on s.

W. 12. (a) Conditions of work in factories, mines and.
plantations, etc., are presently regulated, 
by the Factories Act, 1948, the Plantations 
Labour Act, 1951 and the Mines Act, 1952 etc. 
The main provisions of such acts inter alio 
relate to (i) .-safety and welfare, (ii) hours 
of work, rest intervals, weekly off, etc., 
(iii) employment of young persons and women, 
Civ) annual leave with wages, Cv) occupational 
deceases and (vi) .overtime payment. What 
changes are necessary in these provisions*? 
How should the implementation of these acts 
be improved?. (See also Q. 19).

Cb) What other steps are needed to ensure 
pro pe r' wo rkin g con di ti cn s?

ANSWER.

Conditions of work in the Cotton Textile Mills are 

governed by the provisions of the Factories Act, 1948.

The- Act has gradually widened its field of operation in the 

factories with a view to provide ideal conditions of work 

and proper safeguards for workers. It also provides for 

annual le'ave with wages for a specified period to enable

I the worker to recoup from industrial fatigue and possible

exhauticn. So far the provisions have worked 

satisfactorily and there is not much scope for improvement.

i
[
i «
1 • - ' '

! ' ' •
i

i

(14)...
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W. 13. In the matter of national and festival holidays, what 
is the extent of difference in the total number of 
holidays from region to region? Is this difference 
justified? If not. is it possible to bring about 
uniformity in the total numbor of holidays in 
different regions?

AN SWER.

"There is a wide spread feeling among those who 
take intelligent interest in these matters that 
there are.far too many holidays in . the country?

? that.these are all not now necessary for religious 
• • or traditional social observances in many of

which the educated people particularly are losing 
interest and that, in short, many of the public

. ,.j holidays are only a pretext for idleness which
.f" Vthe country can ill afford. "

We fully subscribe tc the views of the Das 

Commission expressed in the above Quotation. Compared with 

other countries, there are far too many holidays in India, 

which range very high among the countries that have made 

very generous provisions regarding leave and holidays for 

employees in industries and commercial establishments. 

On,one pretext or another, employees make demand for 

additional holidays and sometimes their demand is granted 

by sympathetic industrial tribunals, in many cases without 

any justification. Even the Supromo Court of India, has not 

looked with favour on expanding the list of holidays. The 

Court has observed s

in
"While discussing,/.the other appeals the question 
of j ustifi cation for increasing the’-working hours, 
we have mentioned tho growing realisation in the 
country of the need for increase in the country’s 
productivity along with the necessity of better 
distribution of tho wealth produced, it cannot bo 
disputed that a necessary step in this direction 
is the reduction in the number of holidays. "

(1964, I.LL.J., pago 13).

There is groat need of pruning such list though it 

will be difficult to bring about a uniformity in the total 

number of holidays in different regions due to wido 

difference in local religious and social beliefs and 

customs.
(lo)•••••
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W. 14. What changes are necessary in the existing arrango- 
-ments for regulating conditions of work in employ- 
-ments other than in factories, mines and 
Plantations?

ANSWER.

We have no personal knowledge of the conditions of 

work in employment other than the Cotton Textile Mills and 

hence we cannot oxpress any opinion on the subject.

W. 15. What, in your knowledge, is the extent of prevalence 
of employment of child labour? In what industries/ 
activities is employment of child labour relatively 
high? Are you satisfied with the existing statutory 
provisions about 'employment of child labour and their 
implementation?

AN SWER.

V

The Factories Act prohibits employment of children 

under the age of 14 years. There is.also a restriction on 

the employment of children above the age of 14 and of 

adolescents in factories. No child labour is employed in 

Ahmedabad cotton textile mills and even the employment of 

adolescent worker is discouraged. We are, therefore, not 

in a position to express any opinion on tho subject of 

employment of child labour from personal knowledge.

(IN)...........
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W. 16. How have the existing arrangements regarding regula- 
-tion of conditions of work of contract labour and 
labour employed by contractors worked? In what 
directions are improvements necessary?
(See also 209)*.

ANSWER.

There are certain departments in cotton textile mills 

where i^ is necessary to employ contract labour for carrying 

out the work more efficiently and economically. Conditions 

of work for such contract labour are the same as those 

prescribed for labour directly employed by the factory owner 

under the Factories Act. The only difference being that the 

contract labour is responsible to the Contractor. The 

system is gradually disappearing and there is increased 

tendency to carry out the work departmentally as far as 

possible though in certain cases due to the very nature of 

the job, employment of contract labour is more convenient 

and economical. The Government of India have, however, 

under consideration legislation for abolition of contract

labour and had actually drawn up and circulated a draft 

Bill to regulate contract labour incorporating principles 

enunciated by the Supreme Court in its judgment on the 

subject. The draft Bill was a comprehensive document 

providing for improvement in working and living conditions 

of contract labour in certain establishments. There were 

certain aspects of the Bill which were objected to by the 

Central Organisations of Employers which were of the view 

that in certain cases employment of contract labour will 

have to be continued. The Bill has not still been passed 

into a statute tliough it provides for measures wliich would

go a long way to improve the condition of contract labour 

in certain industries which are not organised.

(17)...........
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W. 17, What are the statutory benefits/provisi ons, in 
the implementation of which .trade unions and 
employers’ organisations can jointly play a 
useful role? How should such arrangements be 
made effective at the plant level? Should 
there be any standing arrangements for this 
purpose?

AN SWER,

All provisions regarding conditions of work and 

pay can be better implemented with co-operation of 

employers and labour representatives, provided there is 

a single Representative Union for the whole industry or 

undertaking. Where more than one unions are recognised

to represent their membi 

well nigh impossible to 

Wo understand that this 

industrial undertakings 

functioning.

rs, it would be difficult, nay, 

bring about a common agreement, 

is actually the position in 

where more than one unions are

(18)...........
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W. 18. Is the existing rate of accidents high in establish-
-raents vzithin your knowledge? What have been the 
main causes of such accidents?

ANSWER. • •

According to the latest available report (for the year

1964) on the administration of the Factories’ Act in the 

Gujarat State, there was a decrease in the frequency rate of 

accidents in the year under report, though there is an 

increase in the accidents due to machinery as a whole. As 

far as the textile mills are concerned, the machinery accidents 

have a frequency rate of 4.595 as against the total frequency 

rate of 9.715. On an analysis of the causes of the accidents, 

most of the serious accidents can be ascribed to transmission 

machinery duo to improper fencing arrangement. Negligence on 

the part of' the worker is also a contributory factor, parti- 

-cularly In case where, though a guard is provided, it is 

removed or insecurely fixed.

Si. 19. What steps should be taken to establish training
programmes with special emphasis on safety for the 
benefit of new entrants to industrial establishments?
Are any refresher courses necessary for those who are 
already in employment? How should such courses bo 
organised?

ANSWER.

It is on accepted fact that the bost moans to check 

accidents is to educate workers in safety measures particularly 
those who are already in employment. This requires constant 

propaganda through the medium of Safety Committees to be 

specially sdt up for the purpose. 38 mills in Ahmedabad have 

formed such safety Committees and regular meetings are being 

conducted by them. Wo are not aware of any refresher courses 

designed for those who are already in employment and hence 

cannot offer any suggestion as to how they should be organised. 

The purpose is partly served by exhibition of posters in the 

department illustrating the danger points against which the 

worker should bo constantly on guard.

(19)
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si. 20. Safety standards in some industries havo been evolved by 
bipartite agreements. How Have those agreements v/orked 
in practice? How can this bipartite approach be extended 
to othoi* industries':’ How should the agreed arrangements 
be made effective at the plant level?

AN SWER.

The Ahmedabad textile miils have to adopt safety measures 

on basis of standards prescribed under the Factories Act and 

Rules made thereunder. We are not aware of safety standards 

which have been evolved by bipartite agreements and hence have 

no comments to offer either on their practicability or effective- 

-noss.

4. 21. In vi<*w of the anticipated growth of now industries like 
machine building, chemicals, fertilisers? petro-chemicals, 
etc., Requiring stricter safety standards, what steps 
should' ,be taken to arouse safety consciousness among 
workers and employers?

ANSWER.

The main function of the Factories Act is to provide 

measures for welfare and safety of workers. Naturally, there- 

-fore, in all the new Industries whatever their nature, it would 

be tiie responsibility of the Factories Department to lay down 

safety standards and also to strive for co-operation of the 

employers and the employees for implementation of such standards.

22. Against the background of expanding industry and advano- 
-ing technology involving a faster tempo of production, 
how should provisions concerning industrial safety 
(Appendix I) in the Factories Act, 1948, the Mines Act, 
1952 etc, bo amended?

ANSWER.

Frankly the questiai can be properly replied to by the 

Chief Factory Advisor to the Government of India and tho heads 

of the Factories Department in the States on basis of their 

technical knowledge and experience gained from enforcing 

safety measures in existing factories.

(20)
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Si. 23. (a) What are the difficulties experienced in procuring 
safety equipment for installation in industrial 
establishments?

(h) Es the supply of safety equipment to workers for 
their personal use adequate? Is there any 
reluctance on the part of workers to use such . 
equipment? If so, what measures would you 
suggest to overcome this reluctance?

ANSWER.

The Cotton Textile lull Industry has not much to depend 

on installing safety equipment of an elaborate nature for 

safeguarding the workers’ health and safety. They, no doubt, 

have to provide articles like goggles, rubber gloves, 

goloshes, breathing masks, etc., in cases where the worker has 

to handle corrosive substances like acids, dyes, etc., in the 

Dyeing Department or has to work in a department where too 

much fluff and dust is flying in the work room as in the 

Willow Department or where dangerous particles of metal etc., 

are flying about e.g. on a grinding machine. Unfortunately 

it;is the experience of the mill management that in spite of 

providing all such articles, the workers are not very much 

inclined to make their full use and suffer the consequences* 

Pressure from the departmental head for compulsory use of 

such articles is resented by the workers*

<4. 24. What should be the elements of an ’Industrial Health 
Service’ for introduction in India? How -should the 
introduction of such a service be phased?

ANSWER.

We are unable to make any suggestion in reply to 

this quest!ai as we have no text of trio 'industrial Health 

Service1 on hand*

(21)
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We are, however, informed by the Indian Cotten Mills’ 

Federation of the clarification given by the Commission on the 

subject of Industrial Health Service in reply to the Federation's 

query. No doubt? the Employees' State Insurance Scheme can be 

entrusted with the responsibility of furnishing preventive 

treatment to workers who are exposed to the danger of an

. occupational disease, But before any preventive measures are 

adopted, in our opinion, the first and foremost need is to study 

thoroughly what particular types of diseases are likely to 

affect .the workers occupied in particular jobs. This will 

require an extensive survey of "occupational diseases", if the 

scheme of preventive treatment is to be successful. We under- 

-stand that sometime back the Director-General, Factory Advice 

Service and Labour Institute, Bombay had undertaken studies of 

occupational diseases in certain industries mainly chemical.

Stray attempts are also known to have been made to study the 

problem by non-governmental bodies, though not always in the 

matter of occupational diseases. But this is not sufficient.

In our opinion, all the mail Industries covered by the provisions 

of the Employees State Insurance Scheme should bo studied by an 

oxport body sot up for the purposo to find out what typo of
•»

diseases are peculiar to different jobs. With this data in 

hand, it will be easy and smooth for extending preventive 

treatment service to the employees in the respective industries.

(22) •.»••
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III. TRADE UNI ONE AID EMPLOYERS’ ORGANISATIONS.

Federations of Employers’ and Workers/ Organisations.

W. 26. What are the factors wuich have influenced the dovolop- 
-ment and organisational pattern of trade unions/ 
employers’ organisations since Independence?

ANSWER.

We presume the question refers to the Central Organisations 

of employers and of employees which are recognised by the Central 

Government as representative bodies on Tripartite Committees, 

Commissions, etc., set up to deal with labour problems on 

All-India basis* Hie Atunedabad Millowners’ Association is 

affiliated to the All-India Organisation of Industrial Employers, 

Now Delhi, which is one of the two (the other being Employers’ 

Federation of India, Bombay) principal Organisations of

Industrial Employers recognised by the Central Government to 

represent interests of employers in labour matters* I'he All- 

India Organisation is an allied body of the Federation of Indian 

Chambers of Commerce and Industry, New Delhi, established with 

the object of promoting Indian business and to secure organised 

action on all subjects of interests ;o the business community.

The activities of the All-India Organisation are wholly concerned 

with problems connected with labour and is represented on the 

International Labour Conferences and its various organs. With 

the attainment of Independence, All-India Organisation naturally 

became the representstive of its member organisations on all 

Tripartite Committees, Commissions, etc* set up from time to 

to time by the Central Government to deal with labour problems 

and has helped considerably in moulding the labour policy of 

Government since Independence. Due to unanimity of opinion, 

the two appax organisations of employers vis. the ALl-India 

Organisation of Industrial Employers and the Employers’

Federation of India are able to represent with one voice the 

views of the employers in labour matters, which is not tho case

(23)..........
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with the Contra! Organisations of Labour Unions. It is the 

sad experience of the employers that, barring rare occasions, 

all the four Central Labour Organisations recognised by the 

Government are always at war among themselves due to different 

political ideologies which unhappily influence their labour 

policies also. Such on attitude on the part of the Workers’ 

Organisations often becomes an impediment to adoption of 

labour policies by Government oven when Employers’ Organisa- 

-ticns are in favour of such policies. The All-India 

Organisation like its counter part the Employers’ Federation 

of India, deals mainly with general problems affecting

labour .policy of Government as far as it concerns the1 •
employers, though the All-India Organisation may also take 

up problems of Individual members in cortain circumstances.

There is another Employers’ Organisation which in 

certain cases represents employers in labour matters to 

which the Ahmcdabad Millownors’ Association is also 

affiliated. It is the Indian Cotton Mils' Federation, 

Bombay, representative of Cotton Textile Mills interests 

in the country, though mainly concerned with the economic

and other problems of the Industry.
V, .

W. 27. What has been the effect of legislative provisions on 
the growth of trade un ions/employer s ’ organisations? 
(See also W. 58).

ANSWSH., •

It is difficult to state how far the legislative

provisions have affected the growth of employers’ organissu- 

-ticns like All-India Organisation of Industrial Employers 

and the Employers’ Federation of India. Che thing, however, 

is certain that the multiplicity labour legislations has 

greatly increased their responsibility.

( 24;) . • . . •
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28. Do you. think that the modus operandi of trade unions/ 
employers organisations have changed during the last 
decade? If so, what are the characteristics of this 
change?

ANSWER.

The All-Indio Organisation of Industrial Employers was 

established in. the early part of nineteen thirtys and has been 

consistently dealing with the labour problems affecting 

industrial employers. No doubt, their work has become more 

intensive with the passing of time after Independence though 

it is difficult to say whether there is any marked change in 

their modus operandi except to the extent of adjusting itself 

to the changed conditions.

W. 29. Do you think that the attitudes of trade unions and 
employers’ organisations towards (a) each other and 
(b) Government have undergone any change during the last 
decade? If so, state the direction of this change.

ANSWER.

In our opinion the employers' organisations have been 

always co-operative with Trade Uiion Organisations and Government 

in dealing with problems submitted for consideration at the 

Indian Labour Conference, the Standing Labour Committee and 

other tri-partite bodies. The same, we are afraid, cannot bo 

said of the four Central Labour Organisatiais who represent 

labour on such bodies.

W. 30. The traditional role of trade un iais/employ ers ’ organi- 
-satiais has been to secure protection to advance the 
interests of tneir members. In view of the national 
objectives of establishing a socialist society and 
achieving planned economic developments (a) What should 
be the changes in the nature and scope of activities of 
the trade unions/employers' organisations? (b) What are 
the changes needed in their organisational pattern and 
attitudes? (c) What are the fields of activity in which 
they hove an independent role to play? (d) In what others 
should they function in co-operation (i) between them- 
-selves and (ii) jointly vrith Government?
(See also 75).

ANSWER.

We leave it to the All-India Organisation of Industrial

Employers and the Employers’ Federal!ai of India to givo a 

comprehensive reply to the various points raised in the questiai.

(25)..........
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W. 31. How have trade uni on 3/employers1 organisations helped 
in the evolution of a better society? How do they 
represent their views and discuss their affairs with 
Government and other public authorities and agencies? 
Does this system of communication need improvement?
If so, in what direction? (See also W. 124 and 227).

• ' ANSWER.

The Employers' Organisations - the All-India Organisa-

-tion of Industrial Employers and the Employers’ Federation 

of India, have always readily extended full co-operation to
. Government and the Labour Organisations in evolving a healthy 

labour policy for botterraent of condition of workers and 

maintenance of industrial peace. This in turn would contribute 

to the good of the society. The Employers' Organisations 

convey the views and opinions of their members through thoir

* representatives nominated on Governmental bodies. Sometimes 

they discuss major problems by sending special delegations to
I

• wait upon the ministries. i’he system has so far boon found 

satisfactory, though it may bo further improved by associating 

the organisations more and more with Governmental bodies.

W. 32. How can trade unions/employers' organisations contri- 
-bute towards maintaining a high level of employment?
Or is this solely the concern of Government?

ANSWER.

Maintaining a high level of employment depends on 

unimpeded working of industries. A factory may have to 

curtail production because of various factors like shortage
1 of raw materials, power cut or labour trouble. A- tar 03

the first two viz. shortage of raw material and power cut aro 

concornod, the Central Organisation of Industrial Employers 

will not be of much help. In case of third viz. labour 

troublo, the Employers’ Organisation can play an effective 

part by bringing about an early settlement of tho dispute 
with the co-oporaticn of Government and labour organisations. 

Continued industrial peace is tho key note to maintenance of 

a high level of employment. Such a condition can be achieved 

only with the close co-operation of Government, the Employers' 

Organisations and. the Workers' Organisations.

(26)
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33. Bipartite consultations being one of the effective means 
of reducing the areas of conflict between employers and 
•tneir employees, what steps should trade uni cns/omployors ’ 
organisetiais take for promoting such consultations?

ANSWER.

There should be close co-operation between the employers 

and labour which would help in promoting joint consultaticns for 

dissolving industrial'disputes or narrow down the. differences. 

This could be achieved only if there is mutual trust. The 

Central Organisations of employers and workers can greatly help 

in inculcating such spirit of mutual confidence by educating 

their constituents.

4. 34. What are the existing arrangements for comm uni cation 
between the Central Organisations of employers and 
workers and their constituents? How should these arrange- 
-ments be improved?

ANSWER.

The Central Organisation of Employer^ usually consult 

their constituents on all major problems affecting labour 

relations before representing to Government. They formulate 

their opinions in the light of the views and comments received 

from the member bodies. To this end they are in constant touch 

with the members.

W. 35. Are there occasions when central organisations or
employers and workers refuse to affiliate employing 
units/unions a.t the plant level? If so5 on what grounds?

ANSWER.

We are not aware if the All-India Organisation of Indus-

-trial Employers has ever refused to accept an industrial 

concorn as its member.

W. 36. To what extent are the obligations undertaken by the
organisations of employers and workers at the national 
le^jl implemented by their constituents? Are there any 
effective sanctions for non-compliance with these 
obligations? How far have they been used in recent years? 
How could those sanctions be made more effective?

ANSWER.

All obligations undertaken by the Central Organisation 

of employers at the National level are generally implemented
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by its constituents, Ia a case where this is not done, it 

may he due to the peculiar circumstances of that particular 

concern and not hecau.se of any, defiance of the organisation. 

Occasionally thore may be an honest difference of opinicn 

between a member and the organisation in certain matters 

but this does not come in the way of implementation of the 

organisation's directive*

Si. 37* Do difficulties arise in reconciling the actions of
the unions/employers at the plant level with national 
policies evolved jointly by trade unions/employer s' 
organisations? Could you cite instances of such 
difficulties? How are such difficulties resolved?

AN SWER.

So far as the Ahmedabad Cotton Textile hills which 

are mouthers of tills Association aro concerned, mo 

incidence of the type referred to in the question has taken 

place in the past*

Si. 38. What should be the responsibility of- all-india
organisations of employers and workers towards .
(i) promoting the interest of their constituents 
in all natters affecting industrial relations,
(ii:) implementation oi laws, voluntary agreements, 
etc. , (ill) training of management personnel,
(iv) providing guidance to constituent units,
(v) settling of industrial disputes in constituent 
units and (vi) improving the efficiency of Industry? 
(See al.se W. ICG). Hoi; should they bo equipped for 
discharging these responsibilities?

ANSWER.

We believe, the All-India. Organisation of Industrial 

Employers and the Employers' Federation of India, Bombay 

alone can do full justice to the queries raised under this 

question in the light of their experience accumulated over 

years*

(28)..........
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Trade Unions - Constitution and Finance.

39. How are trade unions constituted at the plant level? What 
are the different forms of constitution? Are there any 
common objectives mentioned under the rules of different 
trade unions? What are these common objectives?

ANSWER.

The Ahmedabad mills are governed by the provisions of the 

Bombay Industrial Relations Act, 1946. The Act contains a 

provision for recognition of an approved union as the sole 

Representative of labour employed in tho concern or the local 

industry, as tho case may be, irrespective of whothor ail the 

employees are the.members of the union or only a part of them are 

members. There may be a. number of trade unions registered under 

the Act but the Representative Union alone is given tho right to 

represent the entire labour force in industrial matters.

40. How are'the officers who man the trade unions appointed? 
How many of them are paid?

41. How does a trade union get new members? Are all member- 
-ship applications accepted? If net, by what criteria 
are applicants accoptod or rejected? In what ways do 
unions compete for membership?

W. 42. What steps do trade unions take to on courage members to 
interest thornsoives in tho conduct of unions' a! fairs?
How effective are such steps?

'll. 43. How are the activities of a trade union conducted? How
is the policy decided? Who is responsible for implement- 
-ing the policy once it is decided? To what extent does 
the rank and file /influence the formulation of the policy-

W. 44. What in your opinion is tho extent of prevalence of tho
system of ’closed shop’ or ’union shop’? State its merits 
and demerits in Indian conditions.

W. 45. Do trade unions have enough income to fulfil their role 
in promoting members’ interests? If not, what stops 
should unions taka for augmenting their resources? is 
any statutory provision noodod for onlargtng trade 
un ion fin an ces •

W. 46. What reasons, if any., are there against increasing 
members’ subscription so as to provide an adequate 
income for trade unions?

ANSWER.

'The Trade Unions alone can reply these questions.

(29)..........
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4. 47. Is the introdu.cti.cn of ’check off’ system advisable
in Indian conditions? If it is, should the privilege 
of the system be given to recognised unions only or 
to all registered unions?

ANSWER.

In the past, the system of ’check off' was prevalent at 

one time in the Ahmedabad Cotton Mill Indus ,ry under which 

the employers used to deduct union dues from the wages earned 

by the union members and hand-over the collection to the 

union. ^'he system was subsequently discontinued and now the 

Representative Union, which alcne is permitted to collect 

its membership dues from its members on pay days in the mill

premises, itself attends to the collection.
W

4. 48. In what ways do trade unions help members/dependents 
of members in their personal difficulties like 
unemployment, sickness, and personal injuries? How 
are dependents helped in case of member’s death?

ANSWER.

It is for the unions to reply to this Question.

Trade Ihion - Leadership and Multiplicity.

4. 49. What has been the impact of political parties on the 
pattern of trade union development in India?

Si. 50. Reference is often made to the influence of outsiders 
in trade unions. Please define the term ’outsider’ 
and state what the influence of outsiders has been 
on trade unions.

4. 51. How Should internal leadership in a unicn bo built up 
and strengthened?

4. 52. Does tne existing legislation encourage multiplicity
of trade unions? If so, what are the remedial mi .n mro.';?

4. 53. How far has the Inter-union Code of Conduct (Appendix
II) adopted by the four central labour organisations in 
1958 been effective in regulating inter-unicn relations 
and avoiding inter-union rivalries? How could the 
Code be made more effective?

Trade Union Roccrniticn.

4. 54. What- are the advantages and disadvantages of a union
registration? Are there any aspects In which the power:, 
of the Registrar of Trade Unions could be altered or 
enlarged with advantage?

(30)
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4. 55. Has there been a change in the attitude of employers 
towards trade unions, particularly in the matter of 
recognition of unions? If yes, what have been the 
contributory factors?

4. 56. Has the Code of I&scipline in Industry (Appendix III)
contributod towards securing recognition for trade unions?

4. 57. Do the existing provisions under the Code of Discipline in 
regard to recognition of unions provide o satis- 
-factory arrangement in this r >gard? Specifically» aro 
the provisions regarding (1) the procedure for verifies- 
-ticn, (ii) the procedure for grant and withdrawal of 
recognition, (iii) the period of recognition and(iv) the 
rights of the recognised unions (Appendix IV)satisfactory? 
If not, what imorovements would you suggest in them?
(See also Q. 111).

4. 58. Would you suggest giving effect to the provisions of the 
Indian Trade Unions Amendment Act, 1947 in the matter of 
recognition of unions? Dr. should provisions similar to 
the Bombay Industrial Relations Act, 1946 or similar Acts 
elsewhere in India for recognition of unions (Appendix V) 
be written into the Indian Trade Unions Act, 1926? Are 
there any other suggestions in this regard?
(See also W. 27).

4. 59. What are tne advantages of Indus try wise unions? ^hat will 
be the difficulties in their recognition? How should the 
subjects to be dealt with by unions at the plant level and 
by the industry union be demarcated? (See also 4. 86).

4. 6o. What are the advantages and disadvantages of naming a
union as the sole bargaining agent in an industrial unit?

4. 61. For determining the representative character of a trade 
union for purposes of grant of recognition, should the 
method of election by secret ballot be adopted? If so, 
explain the details of the method and the administrative 
arrangements necessary for the purpose. (See also •}. 86).

4. 62. If a union is elected as the sole bargaining agent in an 
establishment, what should be the rights and responsible 
-lities of other unions in the establishment?

4. 63. Considering that categorywise unions, particularly of
technicians, are assuming greater importance how should 
their rights and obligations be defined in relation to 
(a) the employer and (b) unions of other categories of 
employees?

4. 64. What facilities should an employer extend at the work- 
-place for the activities of unions?

4. 65. What has been the attitude of the Government as employer 
towards trade unions?

ANSWER.
These queslions can be rightfully answered by labour

unions.
We, however, can attest to the great advantage of rocogni-

-ticn of a single trade union as the sole representative of 
labour in all industrial matters as provided in the Bombay 
Industrial Relations Act, 1946. Recognition of a number of miens 
simultaneously in an establishment or a local industry will be 
a great menace to industrial peace.

(31\. .



IV. INDUSTRIAL RELATIONS.

Introductory.

Si. 66. What should ho tho criteria for determining the effective- 
-near or obherwiso of Government ’ s industrial roia Lions 
policy? In terms of these criteria, give your assessment 
of the working of the policy since indopendonce, with 
special reference to the legislative and other arrange- 
-ments for prevention and settlement of industrial 
disputes*

ANSWER.

Chapter 34, Labour, of the First Five 1 ear Plan reproduces 

agreed Conclusions in the matter of industrial relations which 

are not a matter between employers and employees alone but a 

vital concern of the ccwmunity. The employer-employee relation- 

-ship has boon conceived of as a partnership. Tho dignity of 

labour and the vital role of the worker in such a partnership 

has been recognisod along with his right of association, 

organisation and collective bargaining, as the fundamental basis 

of the mutual relationship. Differences arising between the 

parties are to be examined and settled in a spirit of reasonable 

adjustment. Various measures are prescribed for maintaining 

industrial relations. Following tho 3 principles, tho Goverri- 

-ment of India has passed various legislative measures. On the 

whole, the legislative and other arrangements provided for 

prevention and settlement of industrial disputes have been 

effective, though the volume of industrial disputes has net 

been reduced to the minimum. All charters of demands submitted 

by, the workers employed in various industries and commercial 

establishments are sympathetically considered and granted to

tho maximum extent depending upon the financial position of tho 

undertaking, if not by mutual negotiation then by arbitration 

of the Industrial Tribunals. In matters which have been taken 

to the Supreme Court, the Supreme Court in their decisions has 

taken opportunity to clarify and enunciate important principles

(32)..........
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governing industrial matters like wages, rights of employees, 

etc, There has been a series of such decisions which have, 

created a Labour Law bringing about uniformity in application 

of various labour enactments. This has further helped to 

prevent industrial disputes.

W. 67. Are the patterns of industrial conflict changing 
since Independence? In particular, how have the 
social, economic and political factors affected the 
intensity of industrial ‘conflict?

ANSWER*

With the onunclation of the industrial relations 

policy by the Government of India after attaining Indepen

dence, the whole outlook of the worker has been changed 

and he has become more and more conscious of his rights 

and privileges. Industrial disputes which in the initial 

stage were restricted to demand for increase in earnings 

are now covering a wider field under influence of social, 

economic and political factors. In some cases, the 

conflict between employers and employees becomes bitter 

which results incomplete upsetting of the worming of the 

undertaking.

68. Is it possible to pick out some significant factors 
in units within your knowledge which in recent years 
have helped in improving industrial relations at the 
plant level? Will these factors continue to be of 
significance in future?

ANSWER*

Industrial relations in Ahmedabad Cotton Textile Kill 

Industry are governed by the provisions of the Bombay 

Industrial Relations Act which provides an elaborate machinery 

for settlement of industrial disputes by negotiations, by 

voluntary arbitration or by compulsory arbitration of the 

Industrial Court. In these circumstances it i s difficult 

to pick out a particular unit of the type referred to in the 

question. No doubt, there will bo units which as a matter 

of policy would prefer to allow very few disputes to go to

(33)..........
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Court, thereby ensuring contentment among their employees. 

There may be other units also which though willing to settle 

disputes out of Court, as far as possible, are forced to take 

recourse to litigation due to an uncompromising element among 

lab our.

69. What have been the causes of industrial unrest since
independence? Have there been any special circumstances 
which have conti’ibuted to industrial unrest? How could 
their effect bo minimised in future?

ANSWER.

The main causes of industrial unrest on an increasing 

scale since Independence are growing consciousness ai the part 

of workers of their rights and privileges rather than their 

responsibilities and tho prossure and influence of trade 

unions imbued with a political bias. There is no restraint 

on the part of trade unions in making demands and they believe 

that whatever means are available to achieve their end are 

fully justified. The result is ‘Bandhs’ and ‘Gheraos’. 

Government’s reluctance to nip in the bud such practices has 

further aggravated the position. Government should make a 

bold-move to check such irresponsible behaviour on tho part 

of tho union leaders and their followers. Rigorous action cn 

the part of Government at the right moment will help to reduce 

much of the unrest of industrial workers. The position can 

further be improved if the trade unions decide to devote their 

whole energy ally ai trade union matters, for betterment of 

the conditions of their members, social as well as economic,

though it is too much to hope under the present sot up of the 

trade union organisations*

(34)..........
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W. 70* What has boon the impact of inter-union. rivalry cn 
industrial relations?

ANSWER.

According to reports, inter trade union rivalry has 

worsened industrial relations wherever it exists* The 

Ahmedabad Textile Mill Industry has been saved from such
F*’ 1 ' *
experience because of the provision under the Bombay 

Industrial Relations Act for recognition of a 3inglo trade 

union as representative of entire labour force to the 

exclusion of all other unions.

Q. 71. What improvements are necessary in the present
arrangements for prevention of industrial disputes? 
What would be the role of mediation service in the 
prevention of disputes?

ANSWER.

•The bulk of industrial disputes can be reduced if 

there is a sincere desire on the part of the employers 

and the employees to bring about a settlement by nogotla- 

-tions. This requires mutual confidence which element 

unhappily, is always missing in most cases. Settlement 

of industrial disputes by negotiations out of Court may take 

some time but it is the best means to create mutual 

confidence, lack of which is the main source of industrial 

unrest.' It is not always possible to come to a satisfactory 

settlement in an industrial dispute by negotiations but 

the willingness on the part of the parties to start such 

negotiations as a preliminary step towards dissolving an 

industrial dispute helps to create an atmosphere of mutual, 

trust. Official conciliation machinery cannot take place 

of bi-partite negotiations between the parties and hence 

the role of conciliation as mediation service in prevention 

of disputes is negligible.

(35)...
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w. 72. What is the role of fact-finding enquiries in improving 
industrial relations?

ANSWER.

Much of the value of tile fact finding inquiries as a 

means to improve industrial relations rosts an the purpose of 

such enquiries. Mere accumulation of data by itself does not 

help to improve industrial relations.. It must be followed by 

positive action to remove the causes of industrial unrest as 

revealed by the enquiry.

f* W. 73. How is the state of industrial relations in a 'unit
affected by the existence of trade unions? What 
difference, if any, exists in the climate of industrial 
relations where the relevant trade union organ!saticn 
is (a) strong, (b) weak and (c) non-existent?

ANSWER.

More than one trade union simultaneously functioning in 

a single unit has rarely helped to create happy employer- 

employee relations. A single union, if not carried away by 

political ideology, will be more successful in maintaining 

industrial peace, provided the employer is equally responsive. 

This appears to be the reason why the Bombay Industrial 

Relations Act provides for recognition of only one trade union 

as 'the solo representative of employees In ail Industrial 

matters. No doubt, a strong union will achieve better results 

at a quicker pace but even a weak union having a strong backin 

of statutory provisions, will be able to contribute substanti-
K

-ally towards improving industrial relations.

A *n on-existent’ relevant trade unicn organisation 

apparently will not be able to create any climote of industri
-al relations.

es)..........
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si. 74. What has boon tho contribution of factors ilka
(a) recognition of union, (see also W. 54'to 65),
(b) arrangements for dealing with individual and 

• collective grievances, and (c) strengthening
bipartite consultative arrangements, in promoting 
industrial harmony?

ANSWER.

We have no personal experience of the working of the 

Industrial Disputes Act which provides for factors enumerated 

in tho question and hence are not in a position to offer any 

comments. Ahmodabad Cotton Textile Mill Industry Is governed 

by the Bombay Industrial Relations Act, which, among others, 

provides for recognition of a single approved union as sole 

representative of employees of the unit or of the local 

industry. The Act further provides an elaborate machinery 

for settlement of individual and collective industrial 

disputes and gives full scope to, the representative union 

and the employer to come to agreed arrangement for settlo- 

-ment of disputes out of Court thereby helping to promote 

industrial harmony.

W. 75. In maintaining and promoting harmonious employer-
-employee relationship, what should be the*respective 
obligations of (i) Central organisations of employers 
and workers, (ii) local management, (iii) local union 
and (iv) the Government - Central or State?
(See also W. 30).

ANSWER.

. The question can bo best answered by the Central

Organisations - in our case tho All-India Organisation of; 

Industrial Employers and the Employers’ Federation of India,

W. 76. What role have labour/personnel officers played in 
preventing disputes and maintaining harmonious 
employer-employee relationship? How far have they 
been effective? Suggest measures to improve their 
effectiveness.

I
ANSWER.

A Labour Officer or a Personnel Officer may be 

successful in preventing disputes and maintaining harmo- 

-nious employ el’-employee relationship provided he is

(37)
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invested with full responsibility and given ample authority 

lor the purpose. The officers who enjoy such states naturally 

aim more for maintaining industrial harmony and their offnrfcn 

are concentrated towards minimising disputes.

W. 77. What should be the arrangements for proper communication 
between workers and management at the plant level?

ANSWER. ;

All complaints arising out of employment should in the 

first instance be submitted to the departmental head through 

the sectional supervisor. If the grievance of the worker is 

not removed within a reasonable time, tho worker should have a 

right to approach the top management, the employer himself or 

his authorised agent. This should be the normal procedure. 

However, much will depend on the Standing Orders framed for 

the unit. The Grievance Procedure recommended by the Tripartite 

Ccmmittea appointed by the Standing Labour Committee at its 

Sixteenth Sessicii lays, down general guide linos for setting up 

grievance machinery in each unit. However, where there is a 

strong labour union, much of the rosecnsibi.itty for settlement 

of worker’s grievances is undertaken by it. All complaints 

pertaining to work and working conditions are conveyed by the 

aggrieved worker to the union office through the representative 

of the union employed in each section. The union contacts the 

employer or his agent and tries to remove the grievance, as far 

as possible. This is the procedure in vogue in the Ahmedabad

Cotton Textile Mill Industry. It reduces tho number of

complaints which ultimately find their way to the Court and 
*

„ helps in maintaining harmonious relations between employer

and employees.

(33)..........
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W. 78. To whom do managements delegate- their authority in 
dealing with employees? To what extent do manago- 
-ments include specialists for dealing with personnel 
matters'? to

ANSWER.
Normally the Manager of the unit or wherever appointed, 

the Personnel Officer deals with all matters relating to the 
employees. It is not clear what exactly is meant by the term 

’’specialist” used in the question. We are not aware if there 
are any managements which include ’’specialists” for dealing 
with personnel matters as far as the Cotton Textile Mill 
Industry is concerned.

Q. 79. what extent are the standing ordors subject to
agreement between ompioyoes and managements? In how 
many cases are they drawn up by management alone?

ANSWER.
Standing Orders governing employer-employee relations 

k in the Ahmedabad Cotton Textile Mill Industry are settled
under the provisions of the Bombay Industrial Relations Act 

by the Comwissiaier of Labour in consultation with the 

employees and the management. The Act, however, provides for 

appeal to the Industrial Court by a person aggrieved by any 

Standing Order settled by the Commissioner of Labour. Though 

the Act casts tho responsibility of submitting draft Standing 

Orders on the employer in cases whore the Act is applied for 

thq first time, such Standing Orders are to be approved by the 

Commissicner of Labour before they are brought into operation 

under the Bombay Industrial Relations Act. I’he Act does not 

make any provision for drawing up of Standing Orders by 
management alone.

80. To what extent do the Employment Standing Orders Act, 
1946 and the-Model Standing Orders formulated under 
that Act serve tho purpose for which the Act was framed?

ANSWER.

As the Ahmedabad Cotton Textile fills aro nob governed 
by tho provisions of tho Industrial Disputes Act (except in 
the matter of lay-off and retrenchment}, we have no personal 
knowledge of the working of the Employment Standing Ordors 

Act, 1946 and the application of the Model Standing Orders

. formulated under it, and hence aro not in a position to 

express any opinion in tho matter.

(39)
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si. 81. What aro the disciplinary rules imposed by managements?
Do the procedures proscribed under the Io del Standing 
Orders in dealing with, disciplinary cases require modifi- 
- cation 3 and if so, on what lines?

ANSWER.

The Bombay Industrial Relations Act, 1946, which is applied 
to the Ahmedabad Cotten Textile Mill Industry, makes ample 
provision for prescribing rules of discipline to regulate 
employer-employee relations in the industry.. A list of industrial 
matters in regard to which Standing Orders are to be framed to 
regulate employer-employee relations is attached to the Act 
(Schedule I), and the existing Standing Orders for (i) Operatives 
and (ii) for Clerks cover all the items specified in the Schedule. 
The schedule is amended from time to time whenever occasion 

arises to make the Standing Orders as comprehensive as possible. 
Model Standing Orders are also notified by Government in respect 
of items included in Schedule I but the Industry has to abide by 
the Standing Orders settled for it in preference to the Model
Standing Orders. However, if there-are matters in respect of 
which no Standing Order has been settled for the Industry, but 
the Model Standing Orders include a Standing Order in that 

regard, an industrial employer is free to take advantage of such 

Model Standing Order, in terms of a decisicn of the Industrial 
Court. Under the provisions of the Bombay Industrial Reiaticns 

Act, both the employers and the employees are freo to propose 

new Standing Orders in regard to an industrial matter which is 

included in the Schedule but which has no corresponding Standing 

Ordor in the existing list. They can also propose modification 
of an existing Standing Order.

W. 82. Has the Model Grievance Procedure (Appendix VI) evolved 
under the Code of Discipline served its purpose? If not, 
is there nee.d for statutory provision for the formulation 
of an effective Grievance Procedure? What should be the 
main elements of such a provision? How would it affect 
existing bipartite arrangements?

ANSWER.
Industrial reiaticns in the Ahmedabad Cotton Textile Mill

Industry are governed by the provisions of the Bombay Industrial 
Relations Act, 1946. The Act provides such an elaborate 
machinery for settlement of industrial disputes - removal of 
gx'lovances inc.!, udod, that there is no scope for subsbk button 

of additional machinery like vhe Model Grievance Procedure for

(40)..........
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the same purpose. Wq have, tnerefore, no oxperience of the 

working of the Grievance Procedure and aro not in a position 
to offer any comments.

W, 83. What is the attitude of trade unions and employers'
organisations to the introduction, either by voluntary 
agreement or statutorily, of a system of grievance 
arbitration? Would such a system hp^o in improving 
labour-management relations?

ANSWER.
As stated hereinbefore, the Bombay industrial Relations

Act provides an exhaustive scheme for settlement of industrial 
disputes by diit erent metliods : by negotiations out of Court, 
through official conciliation machinery, by a voluntary 

■submission for arbitration of independent non-official 

arbitrators or of Labour Court or of Industrial Court, 
compulsory arbitration by Government intervention and arbitra- 

-tion of Industrial Court on a reference by the Representative 
Union. At all the stages, the bargaining agent of the employees 

is the Representative Union alone. The employer either 

represents himself or is represented by the employers organisa- 

-ticn of which ho is a member, e. g. the Ahmedabad Millowners’ 

Association appears on benalf of its local member mills in all 
general matters affecting the whole industry like wages, dear- 

-ness allowance, bonus, provident fund, gra ,uity^ working hours, 

holidays and similar other matters. Consequently there has been 

no occasion to consider the question of introduction of a system 
of Grievance Arbitration in this industry.

W. 84. What arc the existing facilities for training management 
and trade union personnel in industrial relations?
To what extent aro they used?

ANSWER.
We are not aware in what manner the Textile Labour

Association, the Labour Union recognised under the Bombay 

Industrial Relations Act to represent Ahmedabad mill employees 

in industrial matters, organise programmes for training their 
union personnel in industrial relations. The Industry, 

however, has not organised any courses of training management 

personnel in 'industrial relations.

(41)..........
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Collect! vo 3 a rgo in jn g.

W. 85, What is the extent of prevalence of tne system of
collective bargaining in this country? How far has 
it succeeded? What has been the effect of legislation 
on the growth of collective bargaining?
(oee also h. lb3),

ANSWER,

We are not in possession of information regarding the 
extent of prevalence pf the system of collective bargaining in 

organised industries in the country though it Is likely that a 
considerable number of industrial, units must have adopted the 

method for settlement of disputes, particularly in cases where 

the workers arc well organised and there is a genuine desire on 

the part of the employer to co-operate with the Union Represents 

-tives to explore all possibilities for arriving at an agreement 

without taking recourse to legal machinery. The success or 

failure of tnis method depends wholly on the fact that there is 

only a single bargaining agent representing entire labour force. 

This lias actually happened in case of the Ahmedabad Cotton 

Textile Hill industry. The Textile Labour Ass ociati on, Ahmedabad 

is recognised under the Bombay Industrial Relations Act as the 

sole representative of Ahmedabad mill employees in all Indus- 

-trial matters. It enjoys a unique position among the Trade 

Unions in the country, having been established and nurtured by 

Mahatma Gandhi, who inculcated the principle of settlement of 
disputes by peaceful means i.e. by negotiations as far as 

possible or by voluntary arbitration without taking, recourse ho 

litigation. The Ahmedabad mill management on their part have 

all throughout entertained a genuine desire to settle all. 

disputes with their employees by mutual discussion, avoiding 

litigation if possible. As a result of such happy combination 

of a co-operative trade union and. responsive and sympathetic 

management, thG Ahmedabad Cotton Textile Mill Industry has been

fortunate to enjoy an uninterrupted industrial peace for over 

four decades, i'ith this back ground of mutual trust and close 
co-oporation between the lartios, the legislative provisions of 

the Bombay industrial Disputes Act, 1938 audits successor the 

Bombay industrial Relations Act, 1946 have not an appreciative

(42)..........
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effect on the growth of collective bargaining os far os the 

Ahmedabad Cotton Textile hill industry is concerned.

86. If collective bargaining has to be encouraged at the 
industry level, how should the representative 
character of the bargaining agent for workers be 
determined? (See also hh 59 and 61).

AUSW^R.

In our opinion, the objective can be achieved by 

amending the Central Act, the Industrial Disputos Act to 

provide for recognition of a single labour union as bargain- 

-ing agent to represent all employees, adopting the Bombay 

Industrial Relations Act as a model in this regard.

4. 87. Do you agree with the statement that (a) collective 
bargaining has its uses when unions have sufficiently 
built up their strength and even for strengthening 
unions and (b) adjudication system provides an 
arrangement by which satisfaction can be given to 
parties without open .industrial conflict as also for 
protecting the weaker party?

Ai'i SWkR.

There is much truth hi the statement contained in this

Question though one can find fault with both the systems.

A strong Union, sometimes uses its unique position to bring

undue pressure on an employer to come to terms though the

settlement may not be equitable. In case of adjudication

also, the employer is sometimes at a disadvantage because of

the zeal on the nart of the Industrial Tribunal to benefit

the employee to the greatest extent possible on the ground

of social justice. Rven the Supreme Court had to remark on

this type of attitude on the part of Industrial Tribunals.

"The considerations of social justice imported by the 
Labour Appellate Tribunal in arriving at a decision 
in favour" of the Respondent were not only irrelevant 
but untenable. Social justice is a very vague and 
indeterminate expression and no clear cut definition 
can be laid down which will .cover all the situations.
.... Without embarking upon a discussion as to the 
exact connotation of the expression "social justice" 
we may only observe that the concept of social justice 
does not emanate from the fanciful notions of any 
particular adjudicator but must be founded on a more 
solid foundation ...................... "

(1-iuir hills Ltd. V/s Suti hill hazdoor Union
and others, 1955,1.LL.J.,p.1-6).
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’’Social justice does not mean that reason and fairness 
must always yield to tfre convenience of a party - 
convenience of-the employee at the cost of the employer 
as in this case - in an adjudication proceeding. Such 
one sided or partial view is really noxt of kin to 
caprice or humor. ”

(Punjab National Bank Ltd. V/s Shri Ram Kanwar, 
Industrial Tribunal, Delhi, 1957,1, LL. J. ,p. 458).

Q. 88. What should be the role of (a.) collective bargaining 
and (b) adjudication as methods for safeguarding 
industrial peace in the years to come?

ANSWER.

Looking at the present trend of industrial disputes and 

the trade union psychology working behind tho ’Gheraos* and 

the 'Bandhs', it is absolutely necessary to retain both tho 

methods of settlement of industrial disputes (a) collective 

bargaining and (b) adjudication for safeguarding industrial 

peace in future.

4. 89. In disputes arising over a charter of demands, is it 
feasible to separate areas of difference between the 
employer and the union into those where collective 
bargaining could exclusively operate and others which 
could bo left to adjudication?

ANSWER.

In general, this should bo the position but the decision 

will depend on the nature of the demands contained in a 

charter or on the inclination or readiness of the parties to 

come to a settlement. It would be feasible to separate the 

areas on basis of data collected from past agreements and 

adj udicat ions.

(44)..........
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W. 90. What should bo the limits of collective bargaining 
under conditions imposed by planned development? 
(See also W* 193).

ANSWER.
J '

In a planned economy, the empioyor-employoe relation

-ship is conceived of as a partnership in a constructive 

endeabour to promote the satisfaction of the economic 

needs of the community in the boot possible manner. 

Industrial relations are, therefore, not a. matter between 

the employer and the employees alone but a vital concern 

of the community which may be expressed in measures for 

protection of its larger interests. All differences 

arising between the parties should be examined and 

settled in a spirit of reasonable adjustment with an eye 

to the good of the industry and the wellbeing of the 

community and arbitration should be adopted as a-iast 

resort.

This is what the Plan says. Here there is no 

suggestion for limiting the scope of collective bargain- 

-ing as a means for settling industrial disputes by 

negotiations. The limiting of collective bargaining as 

a means of settlement of industrial disputes can be 

considered only if as a result of such bargaining, the 

labour unions attain a position which will be a menace 

to the planned economy.

(45)
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Joint Consultation.

Q. 91. Do trade unions, through collective bargaining and joint 
consultation, provide an effective form of democracy 
within the enterprise?

Ah SWBR.

Yes.

W. 92. fhe Industrial Disputes Act, 1947, provides for the
setting up of works committees "to promote" measures for 
securing and preserving amity and good relations between 
the employer and the workmen". Have they been functicn- 
-ing satisfactorily wherever they have been set un? If 
not, what factors have militated against their setting up

* and proper functioning?

ANSWER.
We have no personal experience of the functioning of the

, Z r
Works Committee set up under the provisions of the Industrial 

Disputes Act as the lattoi’ is not made applicable to the 

Ahmedabad Cob ton Textile Mill Industry which is governed by the 

Bombay Industrial Relations Act. The Bombay Industrial Relations 

Act, however, provides for constituting of Joint Committees for 

industrial undertakings or occupations, apparently with the 

same objective as defined in the Industrial Disputes Act, though 

it does not express it in so many words. To maintain the 

balance and harmony between the empl :yor and the employees, the 

Act provides for appointment of the Chairman of the .Joint 

Committee by the employer and the Representative Union respect!- 

-vely in rotation for a. period of six months, if the employer 

and the union fail to come to an agreement in the matter. Under 

Government Orders every mill in Ahmedabad has set up such a 

Committee composed of representatives of employer and employees. 

From a survey made sometime ago in the working of such

Committees, it appeared that while in some cases, the Joint 

Committees wero functioning efficiently, in a large number of 

cases they wore merely sot up in namo. Thore wero no factors 

actually millitating against their proper functioning. The 

only reason of their non-effectiveness appears to bo apatliy

(46)..........
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on the part of employees themselves. It will be a dull 

affair if the management alone has to raise or create 

problems for discussion at the meetings of the Joint 

Committees. It is for the workers to take the best advantage 

of the machinery for putting forward their grievances to 

bring about a quick settlement.

4. 93. To meet the criticism that works committees have been • 
languishing for want of definition of their specific 
functions, an illustrative list of functions 
(Appendix VII) of works committees was evolved by the 
Indian Labour Conference. Assuming that there can be 
a clash of functions between the trade union and works 
committee, can this list be the basis for demarcation/ 
definition of works committees’ functions?

ANSWER.

We are not In a position to say how far the list of 

functions of Works Committees appended to the questionnaire 

(Appendix VII) has helped to activate the functioning of the 

Works Committees. We also cannot state whether the list would 

be helpful in avoiding a clash of functions between the 

Trade Unions and the Works Committees. The 3ombay Industrial 

Relations Act does not provide any list of functions of Joint 

Committee, but the State Government have published for the 

guidance of Joint Committees, a pamphlet giving a list of 

subjects which fail within the powers of tho Joint Commit too. 

The list though illustrative is fairly exhaustive - id Items 

in all. In spite of having a clear idea as to their 

functions under the Act, the Joint Committees in a number of 

cases remain inactive.

Even where the Joint Committees are functioning properly, 

the workers representatives avoid taking up questions of 

vital importances. Take for example 'loitoring' - habit of 

workers going out of department during working hours. This 

has been a. chronic feature of Annedabad millsi ^he problem 

was brought to the notice of the Royal Commission on Labour

(47)..........
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as far back as in 1929.' It was placed before the successive

Committees appointed by the Government : The Bombay Industrial

Conditions ^hquiry Committee, Working Party, etc. That there is
a practice on the part of workers to leave the departments during

working hours and to loiter in largo numbers in the compound has

been attested to by Shri M. R. Mehor, President, Industrial Court,

Bombay in his Award dated the 8th October 1957 as Umpire in

arbitration in the matter of loitering :

"During my recent visit to Ahmedabad, I visited four 
mills in company with representatives of the Millowners’ 
Association and the Textile Labour Association. I found 
a number of workers were not at work in their deparb- 
-ments. Some of them said they wero out to have* tea or 
have a smoke or have some rest or to answer a call of 
nature. It seems to me that some stricter regulation 
of permission to workers to leave their v/ork bopoars

" desirable...................... ”*
According to the other: 

k
"If joint committees are formed in the mills or existing 
committees utilised for the purpose, they can assist in 
finding ways and means of dealing with the matter."

As Mr. Meher rightly says, the problem can easily be solved if 

there is a frank discussion in the matter even at the level of 
the Joint Committee but so far the workers’ representatives on 

the Commit too have never shown any interest <?r enthusiasm in the 
matter and the problem remains as alive today as it was in the

s, past.

94. Suggest measures for improving the utility of the works 
committoos with particular reference to their composition 
and functions.

ANSWER.

? We cannot find fault with the composition of the Works

Committees (Joint Committees, under the Bombay Industrial Rela- 

-tions Act in case of Ahmedabad mills which are composed of 
equal numbers of representatives of the -employers and the 
employees) and havo no suggestions for amending the list of 

functions. The Works Committees can effectively functiai only 

if the workers’ representatives are alive to the usefulness of 
such committees.

It is a pity that labour unions which are vociferous in 
their claim for being associated in management, shov; the least

' interest in functioning of Working Committees which is a first

step in the direction of joint management.
(48).............
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q. 95. Have joint management councils and. emergency produ- 
-ction committees been successful in achieving the 
objective of better industrial relations and increas- 
-ing productiai/productivity? Have they created a 
climate of mutual trust between employers and 
employees? (See Appendix VIII for functions of Joint 
Mana g q ment Goun c i1s).

ANSWER.

Ho Emergency Production Committees have ovq? been 

set up in the Ahmedabad Cotton Textile Mills.

Our experience of. functi aiing of Joint Management

Council is limited to the working of such Councils set up 

in’ two Ahmedabad mills on experimental basis. According to 

reports) the results were not very satisfactory, particularly 

there was no marked increase in production productivity

- due to direct influence of the Council.

‘•2. 96, What effects do profit-sharing and copartnership 
schemes have on relations between management and 
employees?

ANSWER.

. The Committee on Profit Sharing appointed by the 

'Government of India submitted its renort as far back as on

1st September 1C'4S, but Government have so far not imple- 

-mented any of the re common da tiais of the Committee. It - 

is, therefore, presumed that the expression "Profit .Shoring"• J «-••*•• • 4
used in the question is used in tho sense it is usually found 

in Bonus Awards. The Committee on Profit Sharing had viewed 

the problem submitted to it from throe important angles viz. 

profit sharing as an incenti/e to production, profit sharing 

as a method of securing industrial peace and profit sharing 

as a step in tho participation of labour in management, the 

question of profit sharing came up for consideration before 

the Supremo Court as a side issue in connection with the 

con .si deration of Bonus Foimula enunciated by tho Labour 

Appellate Tribunal of India, in A. C. C. and others versus their 

workmen. The Supreme Court accepted the Full Bench Formula

(49)....
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k

in to bo without modification hut with cirri fi co tioi of points 

arising out of the application of the Formula. According to the 

Labour Appellate Tribunal, as labour makes some contribution to 

the profit earned by the industry it is entitled to claim a 

share in it. In the first instance, Bonus is intended to bridge 

or narrow down the gap between the living wage and the actual 

wage. Qice the goal of living wages has been attained, accord- 

-ing to the Labour Appellate Tribunal, }3onus, like Profit Sharing 

would represent more as the cash incentive to greater efficiency 

and producticn. So far as Ahmedabad mills are cencomod, no 

Profit Sharing Scheme has been introduced so far, and the mills 

have been paying annual Bonus by agreement or award since 1942. 

The relations between management and employees have continued 

to remain the same, In other wordsj there has not been any 

marked difference in employer-employee relations in cage of 

mills which pay fat bonuses and in case of mills which pay 

bonus at a lower rate because of low profits. put it

differently, there has not been any marked increase in 

efficiency ox* productivity of empioyoos who receive substantial, 

bonus as would be naturally expected in comparison to employees

who receive bonus at a lower rate. The provision for payment 

of minimum bonus on a compulsory basis under the payment of 

Bonus Act, 1965 irrespective of whether there is available 

surplus of profit or the working of the year has resulted in 

loss will not be a contributing factor in improving employer- 

- emp 1 oy e e r el a ti on s.

We have no experience of the copartnership scheme in the 

Ahmedabad Mill Industry and as such are not in a position to 

express opinion on its effect on relations between management 

and employees*

(50)•■•••
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<< 97. (a) Is it feasible to introduce a scheme of workers' 
participation in management by making the 
workers shareholders?

i (b) If it is considered feasible, what steps should
be taken to facilitate the introduction of such

;? j a scheme?
(c) Does such shareholding give adequate voice to 

workers in running of the establishment?
(d) Are there any other methods by which workers 

can participate in management?
ANSWER.

Under the Provisions of the Companies Act, tho manage-
-ment of the company is vested in Managing Agents or Directors 
or Secretaries and Treasurers, as the case may bo, duly 
appointed in a General Meeting of share holders by a unanimous 
or majority vote and with the sanction of the Central Govem- 

-ment. Share holders are entitled to vote in favour of any 

person at such meetings but mere share-holding does not 
automatically entitle a share holder directly to participate 

in the management of tho company. In viow of this position 
under law, it would not be possible to introduce a Scheme of 

workers participation in management by merely making the 

workers share holders, unless the statutory provisions for 
appointment of management are drastically changed. There is 

no bar under law to anybody being a share holder. In fact 

there ought to be a number of workers - manual or clerical - 

who are already share holders in different companies. The 

question of workers’ participation in management camo up for 
consideration by the Indian Labour Conference at its 15th 
Session which thoroughly discussed whether the Hun could be 

implemented through legislation or by mutual agreement between 

omployers and employees in selected industrial establishments.
The Conference ultimately decided that Joint Management Councils 

should be set up on a voluntary basis for associating labour 
with management as recommended by the Study Group, the main 
functions of such Councils being as enumerated in Appendix VIII 

to tho questionnaire. We are not aware how far the recommenda- 

-tiens of tho Indian Labour Conference has been implemented 
even on experimental basis in soloctod Industrial under takings. 
Two Ahmedabad mills had boon selected for the purpose, though 
only one carried out the experiment, but the results were not 
very encouraging. Joint Management Councils would not be the 

means to provide automatically co-partnership for workers.

(5.1. )•••*.
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icn,

Q, 98. To what extent has the conciliation machinery given 
satisfaction to the parties to a di spate?

AN SWER*

Though the Bombay Industrial Relations Act which governs 
the industrial relations in the Ahmedabad cotton textile mills 
provides conciliation machinery, most of the settlements are 

arrived at by mutual discussion between the parties in which 

the Official Conciliator plays a very minor role, according to 

our experience, though under the provisions of the Act, all such 
agreements between the parties by negotiations are to be 
published in the Government Gazette a.s memorandum of settlement 
under the signature of the Conciliator. The Official Concilia- 

-tor may be helpful in bringing about settlements in cases whore 

the employer and the employees are not well organised or where 
the establishment is a very small concern with very little 

experience of the worming of the Industrial Law*

W. 99. Statistics of settlement of industrial disputes shew
that conciliation machinery has clayed a pivotal role hi 
maintaining industrial peace. At the same time, many 
major disputes may not be amenable to settlement through 
con cilia tim machinery. Do you agree with this assess- 
-mont of the functiaiing and utility of the machinery?

AN SWE R.

This is not our experience. T..e labour as well as the
( ’ employers in the Ahmedabad Cotten Textile Mil Industry are 

very well organised and they are capable of coming to settlement 

of industrial disputes without the intervention or assistance 

of the Official Conciliator. Where the parties to a dispute 

are not amenable, the Conciliator has to report failure of his 

efforts to bring about a settlement. Statistics of settlement 

of disputes through conciliaticn machinery are 3ere times 

misleading. In a substantial number of easos tho settlements 

are arrived at by the parties themselves by negotiation though

they are registered under the official stamp of tho Concilia- 
-tor, tho Conciliator claying no cart in bringing about such 

settl emen ts.
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W. 100. What changes in the organisation and staffing of the 
machinery and powers of conciliation officers would 
you advocate? Please indicate the specific changes/ 
improvements which will make for a more expeditious 
and effective disposal of conciliation work?

ANSWER.

'the Conciliation machinery set up by the State Govern-

-ment in Gujarat in terms of the provisions of the Bombay 

Industrial Relations Act is suitably equipped to deal with 

industidal diseubos and we do not think any material change 

is necessary in its set up. As regards expeditious disposal 

of conciliation work, the number of Official Conciliators 

may be increased depending upon the volume of references 

for conciliation.

W. 101. Should conciliators be named arbitrators in disputes 
handled by their colleagues?

ANSWER.

Wo fail to a predate the importance of this question.

It is the duty of a Conciliator to persuade the parties to 

come to a fair and amicable settlement of the dispute as far 

as possible. It is not his function to play the part of an 

arbitrator between the parties unless the parties leave the 

final decision to him after narrowing down their differences. 

This is wholly a voluntary action on the part of the parties 

to the dispute , and though the Conciliator acts as a mediator, 

he can never play the part of an arbitrator under law. It is 

difficult to understand how a Conciliator can be nominated as 

an arbitrator in disputes handled by his colleagues. Un dor 

the provisions of the Bombay Industrial Relations Act, the 

Conciliator is the sole authority to deal with disputes 

registered by him, either be is successful in bringing about 
a. settlement or he fails to do so. At no stage during the 

proceedings before him as Conciliator, the question arises 

for appointment of an arbitrator from a.ong his colleagues,

the other Concilia (,or s.

(53)..........
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4. 102. What are'the criteria for assessing trio suitability 
or otherwise of the present system of adjudication?

* Do you. think the system ha3 played an important role 
in main tain hi g industrial peace? Should the system 
be retained?

ANSWER.

1

0>jr experience of working of the system of adjudication 

in industrial matters is limited to the working of such 

machinery provided under the Bombay Industrial Relations Act. 

The system has played a material part in maintaining 

industi’ial peace. The system can be further improved by 

providing for appointment of the Judges of the Labour Court 

and liembers of the Industrial Court by the State High Court 

and not by the State Government as is the present practice.

1

103. In case adjudication machinery is to be retained, 
what powers should it have in industrial disputes 
relating to discharge and dismissals?

ANSWER.

We are strongly of opinion ,hat once the domestic 

enquiry lias decided on discharge or dismissal of an omp.l.oyoe 

for mis conduct, after a thorough enquiry the adjudicatiai 

machinery should have no power to interfere with the decision 

of the manager as has been clearly stated by the Supreme 

Court. The Courts or Tribunals may intervene only in cases 

where the punishment awarded is the result of victimisation 

or of an unfair labour practice.

(54)...........
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'4. 104. Are trio existing, arrangements for reference of 
disputes to odjudicatim satisfactory? If nob 
how can the arrangements he improved?

ANSWER.

Under the provisions of the Bombay Industrial

Relations Act the right to refer an industrial dispute 

to adjudication is vested only in the State Government 

(Section 73) and in the Representative Labour Union 

(Section 73A), Such a right is denied to the employers.

The State Government has been averse to extend such right

' of reference to the employers without assigning any 

reasons, a highly discriminatory treatment, particularly 

when In the neighbouring Maharashtra Stato, a right of 

reference of disputes to adjudication has now been 

extended even to employers by a recent amendment of the 

Bombay Industrial Relations Act as applied to that State.

Si. 105. Should the authority for appointment of
industrial tribunals be vested in the Labour 
Departments? If not, where should it lie?

ANSWER.

As stated in our reply to question 102 above, 

we are firmly of opinion that the authority for appoint- 

-meat of judges of the Labour Court and of the members 

of the Industrial Court should be vested in the High Court 

and not in any Department of the State Government.

(55)..........
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'nl. 1o6. There is a section of opinion that the existing
procedures and practices involving dlfforont stages 
like conciliati ui, adjudication, etc. hi settlement 
or disputes take an unduly long tine. What measures 
would you advocate for expeditious settlement of 
di scutes?

ANSWER.

It is the common lot of ail adjudicating machinery in 

the country, be it Industrial Court, Civil Court, high Court 

or oven the Supreme Court that there is inordinate delay in 

disposal of cases. In some cases the delay may bo due to the 

complicated nature of the point at issue or of the legal 

questions involved in the matter, but in most of the eases the 

delay is due to heavy booking, of eases and a limited number 

of judges available to dispose them of, apart from the fact 

that-too much formality is to be gone through at every stage 

of the proceedings. Industrial adjudication suffers from the 

same handicap. Apparently the best manner in which settlement 

of disputes can be achieved is to encourage settlement by 

mutual negotiations. This would require creating of mutual 

confidence ameng employees and employers. tf this cannot bo 

achieved, the only way in which quick disposal of pending 

matters can be effected is to multiply the numbei' of autho- 

-rities dealing with such disputes.

,W. 107. Do you think the revival of the Labour Appellate 
Tribunal would help in the expeditious settlement 
of disputes?

AN SWER.

Wo 'nave always advocated tho revival of the ha hour 

Appellate tribunal. It would not only be a. means of 

expeditious settlement of industrial disputes but it would 

reduce much of the burden of the Supreme Court.

(55)..........
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sl. 108* How should the cost of adjudication to the parties 
be reduced?

ANSWER.

Since Independence, a large number of enactments 

have been passed to govern labour matters. Under the 

cumulative effect of such laws, sometimes, industrial 

disputes bristle with so many legal issues that instead 

of being subject fit for industrial arbitration, they 

attain the level of major cases involving high cost of 

adjudication. Under the present set up of things a 

reduction of cost <s»f adjudication in industrial matters 

is not feasible, unless the parties give up going to 

Courts and settle their differences in industrial 

matters by negotiations.

4. 109. What measures should be taken to ensure full and 
speedy implementation of tribunal awards and 
agreements?

ANSWER.

We ore unab.l.e to offer any suggestions in the matter 

without knowing the actual circumstances responsible for 

delay in implementation of Awards and Agreements. In the 

Ahmedabad Cotton Textile Mill Industry, Agreements and 

Awards are always honoured and.in very rare cases, the 

parties have to take recourse to adjudication machinery 

for implementation of Awards and Agreements.

(57)..........
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Code of Discipline,

'll. 110. Has the Code of Discipline served its purpose?

*4. 111. Which provisions, if any, of the Code of Discipline 
should be given a legal shape?
(See also 4. 57)•

ANSWER,

Wo have no practical experience of the working of

the Code of Discipline as the Ahmodabad Cotton Textile

Mill Industry is-governed by the provisions of the Bombay

Industrial Relations Act providing elaborate machinery

for removal of workers' grievances and for settlement of

industrial disputes at every stage, dispensing wholly

with the need of introducing additional machinery either

to supplement or to complement tne Act.

(58)
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112. What is the role of voluntary arbitration in the
achievement of good industrial relations? In what 
way can the Central. Organisations of employers mul 
wo rk o rs pro mo to vo J. tin ta ry a r bi t ra 11 cn? Sho uld a 
provision for voluntary arbitration be incorporated 
in all collective agreements?

ANSWER.

According to our experience, when the parties to a 

dispute cannot come to a settlement by mutual negotiations, 

voluntary arbitration is the next best remedy for settlement 

of industrial disputes as it helps to safeguard industrial 

peace and maintain harmoneous employer-employee relations.

The Central Organisations can effectively inculcate the 

spirit of voluntary arbitration among their constituents by 

persuasion with the help of sustained propaganda. It is not 

so difficult to achieve it, provided parties are willing to 

co-operate. The Ahmedabad Cotton Textile Mill Industry 

adopted ’Panch Pratha* - method of dissolving disputes by 

voluntary arbitration, decades ago under the inspiration of 

Mahatma Gandhi and the able guidance of the leaders of the 

industry. The spirit inculcated then continues to prevail 

even today and the Ahmedabad mills prefer Go dissolve their 

differences with labour by mutual discussion, failing which 

by voluntary arbitration, as far as possible, 'I he system 

has become successful because of the co-operaticn of the

Textile Labour Association, the Representative bhion. It 

would not be difficult to include a clause ft r voluntary 

arbitration in a collective agreement, if such agreement is 

arrived at on a voluntary basis and not under compulsion of 

law. In oil agmonants that are arrived at between the 

Ahmedabad Mill-owners’ Association, representing its local 

member mills and the Textile 'Labour Association, a 

Representative 1Jh.ion for the Cotten Textile Industry for the 

local area, a clause is usually incorporated for dissolving

(59)..........
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all issues arising out of or in connection with the Agreement by 

reference to a Joint Committee to be set up for the purpose.

In fact, in the yea.r 1956, the Ahmedabad fTLliownors' Association 

entered into an agreement with the Textile Labour Association 

to set up an arbitration machinery on a voluntary basis for

settlement of all industrial disputes between the employers and
*

employees of the Ahmedabad Cotton Textile 14ill Industry.

si. 118. lioaso indicate the areas of industrial disputes where
voluntary arbitration could be preferred to adjudication.

ANSWER.

In our opinion, no demarcation can be made or should be 

made between areas and areas to choose wnich particular method 

of dissolving disputes should be adopted. Cn the face of it, 

voluntary arbitration is far more preferable than adjudication 

unless the issues involved in a dispute are of such a nature 

that only a competent Court of adjudication can docj.de them dr 

whore the law provides for reference of the dispute only to 

a dj udi cative ma chin ery.

4. 114. Are you in favour of setting up standing arbitration 
boards? If so, indicate (a) their composition,
(b) procedure for setting up of such boards and
(c) subjects to be referred to them.

AN 3WER.

There can bo no objection to setting up of Standing 

Arbitration hoards provided there is agreement between the 

parties to adopt this method for dissolving industrial disputes 

in preference to adjudication. The composition of Arbitration 

Boards would naturally be of a bipartite nature with a provision 

for appointment of an linpire out of a panel, in case of 

disagreement between the Arbitrators. The subjects to be 

roferred to the Arbitration Board may cover the whole field of 
industrial relations provided the lav/ duos not permit to do so 

in spoolf ie. onsos.

(60)..........
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W. 115. What professional group provides the best 
arbitrators? Civil Servants? Lawyers?
Academics? Businessmen? Trade Unionists?
To clinicians? Others?

ANSWER.

It . is difficult to say which particular group 

• out of those listed in the question would prove best

arbitrators. All of them can orove equally efficient 

an& helpful if they deal with the problem in a pragmatic 

manner without unduly entering into technicalities. th 

the whole, a Board of Arbitration composed of an employer 

and a representative of labour would host servo the 

purpose because of their close 'understanding of the 

psychology governing employer-employee relations and 

personal knowledge of the working of the industry.

W. 116. What should be the arrangements for meeting 
t ho o xy) at isos of a rb i t ra bi cn?

ANSWER.

At plant level, the arbitration proceedings should 

not involve any substantial expenditure, nor payment of 

fees to Arbitrators should be encouraged.

(61)..........
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5trike5 and Lockouts•

si• lit*. 1 *< > y> > ii •’(jt j n 1 tin r I.i icl. I;I m <ii n I; 1 , i » rn r; I. r 1 r' I. i »»i fl • «) i
work «^*s ’ r.i ght to str.iie and the cm p J.oyu rs ‘ right .<> 
doclaro a lockout need to bo modi lied in any way? I f 
so, please in di Sabo those niodiflcattub’ together with 
reas-ns in support of thaso modifications.

ANSWER.

We are strongly of opinion that at no stage recourse to 

strikes or lockouts should be allowed in settlement of an 

industrial dispute* if all. attempts to co -a to a settlement < 

an industrial dispute by no go tie lj_ cus or voluntary arbitral: <n 

fail, the parties must bo compelled to submit the dispute to 

arbitration of tne industrial Court. A trial of strength 

between the employees and employers should not be encouraged, 

as it is the general experience of all concerned that strikes 

and lockouts even though legal have never been the menng of 

fostering harmonious employer-employed relations. Qi the other 

hand, in spite of their legality, they invariably become a

serious menace, to industrial peace.
for

113. Do union rules pr<-vide/n procedure to be gone through
before giving a ca.j.1 for strike? if so, to what extent 
is this procedure observed in practice?

d. 119. If a strike is called/lockout Is declared, is prior
notice always given to the other party? in what cases, 
if any, no such notice is given?

W. 120. In hovj many cases within your knowledge have workers 
boon .ah In, to secure wugos for* the strike period when 
the strike is declared legal? Are there cases where 
strike pay is given when the strike is illegal?

4. 121. in what ways do trade unions seek to prevent victimise- 
-tiai of their members? To what extent do they succeed

‘4. 122. Arc tuere instances of workers going on strike without 
sanction of the union?

4. 123. in v/hat way nn practice do trade unions and managements 
keep An touch with each other during a strike in order 
to facilitate a settlement? What is the role of 
Gov.,m went machinery in such cases? Should Government 
in cases where a strike is (i) legal, (ii) illegal?

AkSWER.

Cnly c Trade Chicn can supply information asked for
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Genera 1.

W* 124. What has boon the role of tripartite committees
like the Indian Labour Conference, Standing Labour 
Committee, Industrial Committees, etc. , in evolving 
through mutual discussions and agreements acceptable 
arrangements in the various fields of labour ' 
relations? (See also 1. 31).

AW SWER.

1’ho performance of tri.parti to committees like the

Indian Labour Conference etc. has been highly commendable, 

they have helped in furthering the cause of labour in 

various fields though sometimes due to presence on such 

committees of a number of Central Organisations of Labour 

having different ideologies, there is lack of unanimity 

among themselves but on tho whole many important arguments 

have been arrived at, at the Conferences v/’iich have gone a 

long way to improve labour relations.

W. 125. Are you in favour of Central Government being made 
responsible for industrial relations in public 
sector undertakings under the control of the 
Central Government?

AEWER.

In our opinion, public sector undertakings should not 
bo entitled to any different treatment froi that given tn 
private sector undertakings in the matter of industrial 
roiations for, the Central Government is as much an employer 

as any private sector employer. Even the Planning Commission 
has expressed a view that the object is to have a co-operation 
and contended labour and that therefore, the employees of the 

public sector should also have the benefit of all labour laws 

Including benefit of industrial adjudication. 1’nc official 
bodies of the Government like tbs Tndian Labour Conference 

have avoided to make any such distinction. Even the Supreme 
Court of India, has refused to recognise any distinction 
between employees in public sector undertakings and employees 

in the private sector undertakings in the matter of wage 
fixation. f’ho Court’s latest pionouncement on the subject
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W. 126. iiov; should public utilities be defined in the context of 
a planned economy? Should there be any special provi- 
-sions for avoiding work stoppages in public utilities?

Afl SWi il\.

The term ’public utilities’ is commonly used to designate 

industries whose services, articuiarly in supplying electricity, 

gas,' water, telephone, street tramway and bus transportation 

operate within municipal areas under municipal permits or 

licences- They also include system of public conservancy and

in g can h e ia cl ud e d in the

a der s en s e the term has core

po s ts and telegr-a ph s and o i

ild i s open to the in i ti a t iv e

increasingly to include railway 

services. i’h - public utility J 

of both private enterprise and public administration. While- 

private enterprise has at least proved amenable to public 

control, public administration has in many ways lost the ’virtue 

of being per se the most efficient instrument of maximum econo: j 

benefit. In 'ueder bn' t these cssontiai sorv'cos arc avai lable 

bo the public wi.thoi.it broak, at all r ea son ah J.a tinea, there ni-;t 

be a special provision of law restricting employees in. such 

services from oing on lightening strike or adopting other 

measures of work stoppage.

127. What steps should be taken to minimise industrial
conflicts in la) the public sector, (b) the cooperative 
sector?

Ad 3W d R.

in the first place the employees in public sector under- 

-takings and undertakings in the co-operative sector should 

have as little cause of complaint as possible. In case there 

a.re disputes wnich cannot be avoided, step should be taken to 

settle such, disputes as expeditiously as possible. In fact, 

there cannot ho any different approach for maintain Inp 

indushpiaj -pipeo in pik i.c snebo.r under tai i n gs than that in

wi.thoi.it
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'4. 128. For the purpose of la hour-management relations, is 
there a case for treating the public/cooperative 
sector differently from the private sector?

ANSWER.

None. The question who is the employer is irrelevant 

and only the needs of Che oiuployeos are paramount and thai, 

from the perspective of the employee there cannot possibly 

be any difference between undertakings born in the public 

sector and those born in the private sector.

W.12$Ha.s collective bargaining been possible in the 
small-scale sector? i'o what extent does this 
sector make use of the industrial relatiois 
machinery?

AN SWER.

We have no experience of the working of the small 

scale sector and hence are not in a position to give any 

information in the matter.

i \
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•’/.WAGES.

Introductory.

Si. 130. _How does the current availability of 'unskilled labour 
affect the level of wages?

ANSWER.

Wo have no first band knowledge of tbe supply position of 

unskilled labour in other sectors of employment than tbe Cotton 

Textile Mill Industry. As wages are standardised under an award 

of tbe Industrial Court for tbe cotton textile mill employees, 

tbe supply position of labour - unskilled, semi-skilled, skilled 

or bigbly skilled - does not affect in any manner tbe level of 

wages. If at any time there is shortage of workers in a 

particular section or occupation of the industry, tbe machine 

remains idle but in no case basic wages are raised in order to 

attract workers to fill those vacancies.

Si. 131. What has been tbe relationship between wages in. agricul- 
-ture and other unorganised sectors and wages in 
industry?

ANSWER.

fne prevalent wages in tne Cotton Textile Mill Industry
■

are not standardised on any scientific basis in relation to the 

wages in agriculture and other unorganised industries in the 

region but have been evolved from wage rates fixed from time to 

timo in the pQr.t on ad hoc basis. No doubt, when the industry 

was first started in the centre it recruited labour from 

agriculture and other local industries and fixed wages in
« \
\ relation to wages raid in such sectors, though at a higher 
\

' level in order to attract the worker to leave agriculture and 

join the mills. Such relationship has been los\long ago and 

today all denandsfor increasing occupational wages are made on 

ad hoc basis having no relation to wages current In agriculture 

and other unorganised sectors.

( 66 )..........
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si. 132. Should wages in agriculture and unorganised 
industries be allowed to influence wages in 
industry?.

ANSWER.

In our opinion the correct wage policy will be 

fixation of wages of industrial workers in relation to 

wages currently paid to persons employed in agriculture 

and other unorganised sectors in the region. Such a 

policy will help to maintain economic balance between the 

•various sections of society.

133. To what extent is the existing level of wages a 
result of the traditional mode of wage settle- 
-ment, collective bargaining, awards, etc.?

ANSWER.

The existing level of wages of the Ahmedabad cotton 

textile mill workers, as stated above, is the result of 

settlements, collective bargaining and Awards, in the 

initial stage, wages were standardised by mutual agreement 

in case of only three occupations - Ring Tenters, Doffors 

and Oilers. Subsequently wages were standardised in case 

of. two more occupations - Drawers-In (Sami) and Weavers. 

However, the first comprehensive Standardisation Award 

covering all occupations was made in 1948. Since then new 

occupations are being added to the list with wages fixed 

by agreements or awards. Some of the wage ievols 

standardised under the 1948 Award have been subsequently

revised by agreement or award,

(67).....
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si. 134. As set forth, in the report of the Committee on Fair
Wages, "The minimum wage must provide not merely for the 
bare sustenance of life, but for the preservation of the 
health and efficiency of tho worker. *or this purpose, 
the minimum wage must also provide for-some measure of 
education, medical requirements and amenities.” Should 
this concept of minimum wage be modified in any way?

135. The 15th Session of the Indian Labour Conference accepted 
certain norms (Appendix IX) in regard to the size of the 
worker’s family and minimum requirements of the family 
relating to food, clothing, housing and othor items of 
expenditure. Attempts made by some wage fixing autho- 
-rfties to quantify this minimum wago have brought out 
the difficulties in implementing the formula. In what 
rofepects do the standards require reconsideration?

si. 136. If it is not feasible to provide tho minimum wage
referred to above to the working class, is it possible 
to suggest a phased programme for implementing the 
need-based minimum as recommended by the Indian Labour 
Conference? ‘ .

4. 137. The Committee, on Fair Wages made its re commendations
about minimum wage against the back-ground of conditions 
hi the industrial sector. Do these ideas require 
modification if they are to be relevant to non-industrial 
workers who predominate in the economy?

138. If the idea of fixing a National Minimum Wage is to bo 
accepted taking “into account tho replies to quostlcns 
134 to 137 above, how is it to bo worked out hi practice?

S|. 133. As between different regions in tho country it is not 
only that prices of consumption goods vary, but the 
content of the minimum needs themselves can be different. 
How are these variations to bo provided for in arriving 
at the National Minimum?

W. 140. Would you favour any change hi the definition of 
’minimum', ’fair’ and 'living' wage -given by tho 
Committee on Fair Wages? What in your opinion could 
havo been the concept of ‘living wago' referred to in 
tho Constitution? (Appendix X).

ANSWER.

Tho questions roquiro a discussion of the concept of

"minimum wage" on thooreticai basis and does hot call for any 

information on tho position existing ha industries, the 

concepts of "minimum wage”, "fair wage” and "living wago" have 

come up for consideration by the Supreme Court of India on 

several occasions and the Court’s pronouncement in the matter 
has been the latest authoritative view on the subject. According 

to the Supret e Court, an industry which cannot pay the "minimum 

wago" has no right to exist. In case of "fair wage", the Court

(68)...«•
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is of the view that though the payment of ’’fair wage" is a
y • -t f • •i' . ■

laudable objective; it will depend on the financial capacity 

of the unit concerned to pay. As regards the ’’living wage", 

the Court frankly states that while the industrial adj udi- 

-catiai will be happy to fix a wage structure which would 

give the workman generally a "living wage",, economic 

considerations make that only a dream for the future. That 

is why the Industrial Tribunals in the country generally 

confine their horison to the target of fixing a "fair wage".

But there again the economic factors have to be carefully 

considered.

In practice, however, the "minimum wage" has lost its 

original connotation and has actually become a ’’fair wage" 

under the influence of a number of direct and fringe benefits. 

Take the case of the lowest unskilled employee in the 

Ahmedabad Cotton Textile Mill Industry. The Industrial Court,

’ Bombay by its Order dated the 31st October 1947 fixed Rs. 28-00 

as "minimum" wage on subsistence level for the unskilled 

labour employed in Ahmedabad Cotton Textile. Mills. Such 

"minimum wage" was first increased in I960 by Rs. 8/- and 

again in 1962 by Ps.2/- on the recommendation of the First 

Central Wage Board for the Cotten Textile Industry. Today 

the total emoluments of the lowest paid employee - the minimum 

wage earner - in Ahmedabad mills are Rs.219.11 under effect 

of-all statutory benefits. Even the' Industrial Court,Gujarat 

in its -Award in Reference (IC) No. 67 of 1964 has accepted 

the fact that the basic "minimum wage" plus dearness allow- 

-ance paid to Ahmedabad textile mill workers is not a mere 

bare subsistence wage wnich under no circumstances can be 

reduced irrespective of the capacity of the industry to pay< 

This view of the Court has found support of the Supreme Court.

(62)..........
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PaarnflAS Allowance.

W, 141. C onsidering the need for protecting rod wage, how 
should one provide for revision of wages/wage rates 
for changes in price level? Should this be by revision 
of the wage itself or by a. provision of a separate 
component to absorb price cnanges?

ANSWER. . • •

India is the only country in the world where an industrial 

worker is compensated for the increase in cost of living by 

payment of a separate cash allowance in relation to each 

fluctuation in prices. In the rest of the world, the industrial 

worker i3 compensated for fluctuations in cost of living by 

suitable adjustment in wages instead of payment of a separate 

dearness allowance. Such a system rules out adjustment in
V

wages with every point of fluctuation in Consumer Price Index, 

According to these countries, adjustment in wages can -be 

considered only when there, is a substantial rise in the cost 

of living and that too should be constant for over a reasonable 

period of time, To cope with, such eventuality every wage

* agreement includes an escalator clause. in India, under oxist-

-ing conditions, wo could adopt the wage revision method for 

protecting the real wage and have consequently adopted the method

S of payment of separate dearness allowance. But the system needs

revision. There are two defects in the present system. Firstly, 

the worker is compensated with rise of every point in Consumer 

Price index Number. Secondly, in some cases, e.g. in the

> Ahmedabad Cotton Textile hill Industry and In the Bombay Cottcn

Textile hill Industry - the compensatiai is granted at a rate 

which neutralises the in crease by 1QO per cent. Both these 

methods are against all economic principles. In the first 

place, rise by a single point is not the correct barometer of

?’ the fluctuations in consumer prices. There may not bo actual 

short supply and the rise may be duo to extraneous causes. 

Hirther, the rise may be only of a temporary duration. The 

correct method would, therefore, be to discard the arrangement 
for automatic adjustment for ovary pohit rise and adopt

(./O )•••»•
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in its place the method to compensate on basis of a rise of 

certain number of points say, lo points on the average if 

the index remains at that level during a substantial period 

e.g. period of 12 months.

As regards neutralisation, there is every reason that 

in no case full neutralisation should be allowed as the system 

is wholly unlogical and unfair to other sections of the 

community. The extent of the rise in prices should be a 

material factor in fixing neutralisation and the industrial 

workers should also be made to share in the hardship imposed 

by a National misfortune along with other sections of the 

society.

Neutralisation at 100 per cent amounts to singling out 

one particular section of the community - which may or may 

not be the most vulnerable - for protection at the cost of 

others, The whole process is illogical. Apart from all 

these considerations, the main factor that should influence 

the fixing of noutraiisation is the ability of the concern 

to pay.

142. In view of the prevalance of several methods to
provide or the payment of a separate allowance to 
meet changes in. cost of living, is it feasible to 
apply any one system on a uniform basis? Which 
system would be most appropriate?

ANSWER.

In our opinion the best and most feasible method for

compensating industrial employees for rise in cost of living

as reflected in the Consumer Price Index Number is,

(I) If during a period of 12 mouths the index 
remains on an average 10 points above the 
index of the previous year, the position 
should bh reviewed and an Increase in dear- 
-noss allowance should be allowed;

(ii) the rate at which dearness allowance is to be 
allowed should bo fixed according to the 
ability of tho employer to pay but such 
compensation should in no case be at the 
rate of 100 per cent.

(71)
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si, 143. If a system in wnich dearness allowance adjusted to 
changes in cost of.'.living is favoured :
(a) which index number viz. (i) All-India, (ii) regianal, 
or (iii) local should be preferred?

ANSWER.

Till the end of year 1963, payment of dearness allowanco 
to Ahine dab a c cotton textile mill employees was linked to the 

State Series of Consumer Price Index Eumbers based cn the 1926-2/ 
Family Budget Survey of Working Class in Ahmedabad. With effect 

from January 1964, the State Series was replaced by Labour 

Bureau, Simla’s New Series of Consumer Price Index Numbers based 

on the 1958-59 Survey. The Labour Bureau, Simla has carried out 

similar surveys in 49 other centres .in the country, but the 

Index Numbers for all these centres are not being published at 

present. The present All-India Series based on the published 

Index Numbers for a limited number of centres does not fully 

refloat the result of the latest survey and consequently is to 
that extent defective. In -view of this position, it is advisable 

to continue the existing regional index numbers or local numbers 

in case where there are more than one Index Number in a single 

re gi on •

W. 143. (b) What should be the frequency at which revision
should be made - mcnthly/quartorly/half-yearly, Gt c,?

ANSWER.

IJo are strongly in favour of giving up the present method 

of monthly ?• ’Vision and introduce in its place motood of yoar'Iy 

revision.

W. 143. (c) What should bo the extent of change in the index 
whxch should warrant such revision in dearness 
allowance - each point/siab of 5 points/slab of 
lO points, etc.? Give reasons.

ANSWER.
It is wholly illogical to adopt rise of a single point in

Index Number as basis for revision in dearness allowance. The 

only rational method, in 'fur' opinion, is to consider revision

in dearness allowance if the index during a period of 12 i/ontlie 
remains on on average, 10 points above tine previous Index.

(72)
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^.144. In determining the quantum of dearness allowance, 
what should be the principles governing the rate 
of neutralisation of price rise?

ANSWER,

As stated hereinbefore, under no circumstances 

complete neutralisation should be granted by payment of 

dearness allowance. The industrial worker should also he 

called upon bo make a sacrifice like all other citizens 

affected by the rise in prices due to abnormal conditions. 

Another strong objection .against' complete neutralisation 

is that it (complete neutralisation) invariably tends to

add fillip to the inflationary spirit.
b.

145. Considering that payment of a cost of living
allowance i3 meant to ensure that real wage of 
employees is not eroded by price increases, should 
the capacity to pay of ah' industry/unit he a 
relevant consideration fixing the rate of dearness 
allowance?

ANSWER. <

Yes. The capacity of an employer to pay dearness 

allowance is a. most relevant consideration in fixing the 

rate of deafness allowance. The Supreme Court of India, 

has in some important decisions expressed such a viow.

"If the Tribunal is satisfied that a' caso for 
reduction In the Wage structure has been 
established, then it would bo opon to the 
Tribunal to accode to the request of the 
employer to make appropriate reduction in* the 
wage structure, subject to such conditions as 
to time or otherwise that the Tribunal may 
deem fit or ’’expedient to impose”.

‘ (Crown Aluminium Works and their
Workmen, 1958, I.LL.J. , page 1 ).

i
Tho Supreme Court lias oxprossod similar views in 

another decision, in the Ahmedabad 1-Iillowners’ Association, 

Ahmedabad and others v/s the Textile labour Association, 

Ahmedabad.
(73)
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"The other aspect of tho matt >r which cannot 
be ignored is that if a fair wage structure 
is constructed by industrial adj udi cation, 
and in courso of tine, experience shows that 
tho omployer cannot boar the burden of such 
wage structure) industrial adjudication can, 
and in a proper case should, revise tho wage 
structure, though such revision nay result 
in the reduction of the wagos paid to the 
employees. It is true that normally, an co 
a wage structure is fixed, employees are 
reluctant to face a reduction in thu content 
of tneir w®go packet; but like all major 
problems associated with industrial ndjinli- 
- cation, the decision of this problem must 
also be based Qj the major consideration that 
the conflicting claims of labour and capital 
must be harmonised on a reasonable basis; 
and so, if- it appears that the employer cannot 
really bear the burden of the increasing 
wage bill, industrial adjudication, on 
principle, cannot refuse to examino tho 
employer's case and should not hesitate to 
give him relief if it is satisfied that if 
such relief is not given, the employer may 
have to close down his business. It is 
unlikely that such situation would frequently 
arise; but on principle, if such situstlmns 
arise, a claim by the omployer for thu 
reducticn of the wage structure cannot be 
reject e d s unm a rlily."

q. 146. In areas/activities where part of the ware is 
in kind, what adjustments should be made in 
fixing the quantum of dearness allowance?

ANSW3R.

V/o have no firsthand knowledge of es tab L isUnen ts 

where part of wQgou ai'u paid in kind and Imnao aru 

unable to offer any suggestions in the matter.

(y-v)»,.«.

j
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Frlnge Benefits.

si, 147, How should fringe benefits be defined? What should 
be their scope and content? To what extent do such 
benefits affect production costs?

ANSWER,

One of the essential components of a minimum wage

structure is allowances variously termed - fringes, benefits,
I

amenities,' concessions ~ etc. They have been accepted as a 

means to supplement wages. The term ’’fringes” is defined as 

"miscellaneous adjustments" mainly related to working 

conditions which directly or indirectly affect employees’ 

compensation and which are normally designed to meet a 

special situation or problem within an industry. It is 

difficult to enumerate the different typos of fringe bene.il ts 

or their scope or their contents. It will depend on the 

peculiar nature of the industry and no general rule can be 

prescribed for the purpose of fixing fringe benefits. 

According to the Committee on Fair Wages i

"Whore a benefit goes directly to reduce the expenses 
of a worker on items of expenditure which are taken 
into account for the calculation of the fair wage, 
it must necessarily bo taken into account in fixing 
the actual fair wage payable. WLiere, however, the 
benefit lias no connecticn with the items of expend!- 
-turo on which the fair wage is calculated, it cannot 
naturally be taken into account".

All such payments - fringe benefits - go to increase 

the cost of production as they constitute a part of the 

wage bill.

si. 148. How far can the fringe benefits bo a 
substitute for higher money earnings?

ANSWER.

No general rule can be prescribed for tlie purpose 

and it will depend on the peculiar circumstances of 

each industry.

(75)..........
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Wa go Di f fe r on t ials.

4. 149. Do the existing wago differentials in tho plants within 
your knowlodgo appropriately reflect tho considerations 
mentioned in the report of tho Commlttoo on Fair Wagos, 
viz. dogreo of shill, strain of work, length of work, 
training roduiremontresponsibility undertaken, mental 
and physical strain, disagreeabloness of the task, 
hazards of work and fatigue?

ANSWER. *

The occupational wages of different categories of employees

in the Ahmedabad Cotton Textile Mills were standardised ill 1948 

by the Industrial Court, Bombay under its Award dated tho 21st 

April 1948 on tho recommendation of the Assessor appointed by the 

Court. The Assossor, after hearing both the parties to the wage 

dispute, a demand for a flat rise of 25$, vis. the Textile Labour 

Association, Ahmedabad, Representative Union and the Ahmedabad 

Millowners’ Association, Ahmedabad, representing its local member 

mills, for over a week, made his report. The Assessor never 

considered the factors enumerated by the Committee on Fair Wages

(.degree of skill, strain of woi’k, etc.) which ore fundamental in 

any scientific wage scheme because of the fact that the Deport cl' 

tho Committee on Fair Wages was net before him boiir' published 

later in 1954, but recommended wage scales for different occupa- 

-tiens by increasing existing wage rates on ad-hoc basis. The 

Ahmedabad Millowners1 Association being anxious to put the whole 

wage scheme on a scientific basis by proper assessment of work

loads and job analysis on basis of the various factors like, 

skill, physical strain, hazard, fatigue, etc. enga"od a firm of 

Industrial Engineers to prepare a scientific scheme oi wages lor 

Ahmedabad mill employees at substantial cost and submitted the 

Experts' report to the Industrial Court to help it in its task. 

The Court though, fully sympathetic to the employers' desire to 

evolve a scientific wage scheme, could not take into considered 

-ticn the Experts’ Report submitted by the Ahmedabad Millowners’ 

Association due to the restri cted nature of its terms of 

reference and particularly because of the vehement opposition of

the Representative Labour Unicn. Thus, a great opportunity was 
(?d)..........
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lost and. ti.10 wage scheme - wage differentials - of Ahmednhad 

mill employees continue to retain their old unscientific 

nature except to the extent of increase granted an ad-hoc 

basis at the last revision. The Labour Union is in the habit 

of taking about the need of fixing wages in relation to work

load assessed scientifically but in practice they are Yiever 
prepared to come to brass tacks and claim adjustment in wages 

oh act-hoc basis in no way relation to work-load.
. •» • ? p’l

The posltiui is similar in caso of rationalisation 
also. : When a mill adopts the method, of multiple machine 
assignment, it is pressed to pay higher remuneration 
irrespective of whether there is any increase in workload 

under such rationalisation. On the contrary, in some cases 
in which a latest type of machine is installed and the work

load actually happens to be less, yet a very high wage is 

demanded, a position no where found outside India.

4. 150. What has been the effect of the existing, systems of 
dearnoss -’’I l.ovaneo on wage dif f'oroii t i n l.s? Wha|, 
steps vjould you suggest to rationalist) present 
a rranfoments?

Aisf SWfl'R.

The basic idea behind the payment of dearness allowance, 

particularly in the industrial concerns, is to compensate the 
lowest paid worker in the industry, the minimum wage earner, 

for the rise-in cost of living s such compensation to be in 

no case higher than that required to neutralise the rise fully 

i.e. 100 per cent and it may be somewhat lower if condition 
of industry or other factors did not permit ouch full noutra- 

-lisatioA. As the rest of trie categories of workers other 
than the minimum wage earner are paid dearness allowance at 

the uniform rate fixed in relation to the minimum wage earner, 

its ratio to the occupational wage in case of such categories

will vary from case to caso. As the existing system of 
dearness allowance is wholly unscientific there cannot be 

any raticnalisati cn under it.

(77)..........
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Methods of rtage Fixation. '

151. As between different methods of wage fixation obtaining 
at present, namely, statutory wage fixation, wage 
fixation through collective bargaining, fixation through 
wage boards, and.wage fixation resulting from adjudica
tion, ate. which method or methods would be more 
suitable for a&optiau in future? If one or the other 
arrange:, ent is needed for different sectors, indicate 
sector-wiso the arrangement needed.

AN SWiJR.

As stated hereinbefore, the existing occupational wages 

in the Ahmedabad Cotton Textile Mill Industry are the heritage 

of wage rates fixed in the past on ad hoc basis in an unscienti- 

-fic manner. In the revised form they have fully net the demand 

of the workers and consequently have been found satisfactory 

more because of their psychological appeal than its actual 

contents. i’he wages may be fixed by any of the different 

methods named in the question - all the three methods have been 

adopted at one tine or another in the Ahmedabad Cotton Textile 

Mill Industry - and it would satisfy the worker provided it 

gives him even a token increase and safeguards his status. It 

is difficult to choose between the methods named. It depends 

on tne circumstances of a. wage dispute which attracts any of 

these methods. So long as the State has not statutorily 

recommended a single method to the exclusion of ail others, tbe 

methods enumerated will continue to play their part according 

to the circumstances of each case in the field of wage fixation. 

Undoubtedly collective bargaining should have the first 

preference but if that is not available any of the other methods 

will serve the purpose. The problem of wage fixation is common

for all sectors and there cannot be any classification of the 

methods according to their suitability to a particular sector. 

Thoro is nothing inhoront in those methods, which would 

automatically earmark any particular method for a particular 

sector.

(78)..........
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'll. 152. In celloctive bargaining lor wage fixation, should
the principal emphasis be laid on national agreements?
If so, what adjustments should be made to meet local 
needs'?

ANSWER,

India is a vast country and a standard wage s'chome 

cannot be designed for any industry which can be equitably 

applied to different regions with necessary changes. We are

primarily concerned with the Cotton Textile Mill Industry and
»•

in our opinion, it would not be feasible to evolve a ware

scheme that would bo acceptable to all sectors. A National 

Agreement can be arrived at provided it merely lays down a 

series of guide lines for fixing wages for different occupa- 

-ticns, leaving to the different regions the ultimate task 

viz, working out of the actual wage rates on basis of the 

current wage standards prevalent in the industry and other 

sectors : agriculture, non-organised industries, etc.

155. Tripartite wage boards came in vogue because it was 
felt that an arrangement by which parties themselves 
can have a hand in shaping the wage structure in an 
industry could be more enduring than the one where 
an award is handed down by a third party. Has this 
expectation been fulfilled?

ANSWER.
t • .

It is a sad experience of the Cotton Textile Mill 

Industry that the high hopes entertained of the tripartite 

wage boards has not been fully realised. A mass of data is 

called for, voluminous information is supplied, parties are 

interviewed, but In tno ultimate rosult the Hoard givos an 

ad-hoc-increase on a uniform basis to ail employees of the 

industry. It neither satisfies the employees nor the 

employers.

154. (a) Io what respects should the operation of wage 
boards be modified to improve their working?

ANSWER,

One of the recommendations under the First Five Year 

Flan was for sotting up in each State and Idle Centre permanent 

Wage Hoards with a tripartite com ositicn to deal comprehensively



79

with, all aspects of the question of wages to initiate 

necessary enquiries, collect data, review the situaticn 

from time to time and take decisions regarding wage 

adjustments suo-nioto or on reference from parti03 or from 

the Government. There have been already functioning 

Central Wage Boards for several industries. In case of the 

Cotton Textile Kill Industry, the first Wage Board was 

appointed in 1957. It completed its enquiry in 1959.

The sum total of the achievement of the Board was givingr
a flat wage increase without entering into the question 

J whether the then existing circumstances justified such anI V*' }'J ' f't
increase. Mother Central Wage Board for the Cotton 

Textile Industry was appointed in 1964, which is still 

functioning. The principal task, in our opinion, of a 

Central Wage Board should be to bring abcsut some sort of 

uniformity in wage structure prevailing in the different 

units situated in a centre or region. It would not be 

possible nor advisable to prescribe a single system of 

wages in respect of the whole industry due to its scattered 

nature. The Board, however, con prescribe certain 

standards like conditions of work, list of duties for
l,

different occupations, a standard occupational nomenclature 

and even a standard workload for different jobs. If this 

is done, every unit will have a chance gradually to
v . ■

improve its efficiency. Instead of dissipating their 

energy in going through a mass of data of no practical use, 

the Board should concentrate its attention on bread aspects 

of the employer-omployoe relations including wage fixation.

W. 154. (b) Should Wage Board rocoran endations have legal 
sanction?

ANSWER.

We are not in favour of converting Wage Boards into 

statutorily appointed Wage Tribunals. It will not be

(80)..........
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difficult for Government to persuade the employers and 

employees to implement the unanimous recommendations of the 

Wag© Boards, There may be some delay or hesitation in some 

quarters due to inability of the undertaking to bear the

♦ heavy financial burden that would be imposed under the 

recommendations or due to other causes peculiar to that 

particular concern or undertaking but in the ultimate 

result, there will hardly be any opposition towards their 

acceptance.

(81)...........
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Wage Policy.

155. (a) How could the criteria of f<airnoss '<■'> labour, 
development of industry, capital formation, 
return to on t r opr on our, etc., be taken info - 
account .in wage fixation?

(b) It is said that in the balance between fair
wages to workers, fair profits to entrepreneurs 
and fair returns to treasury, the consumers are 
often left behind. How far is this criticism 
valid? How best can the situation be remedied?

AN SWER.

f
The Question is not only of a general nature 

but has wide implications. We will, therefore, prefer to 

leave the question to the two Central Organisations of 

Employers viz. the All-India Organisation of Industrial 

Employers and the Employers’ Federation of India.

We, however, believe that the term '’entrepreneurs'’ 

used In the question stands for the equity capital holders 

and not in a narrow sense to the Managing Agents as is 

somotimes understood.
r
k
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157. Do you suggest a policy u 1 ’wage frouzo’? 1.1 so,
Low can it bo implemented undor the oxi8 ting 
system? What are the implications of this policy 
for other incomes?
.<*/ »* ' . • •» * * V •

ANSWER.

As is well-known, policy of-wage freeze was adopted 

in dhi ted'. Kingdom sometime back. 'We do not know how far 

it has been successful. Wo, however, aro fully aware that 

Indian labour will never agree to any such proposition 

particularly on a, long tern basis and that too under 

specific conditions that simultaneously with a ”wage freeze’,1 

"return ’to-entrepreneurs", viz. dividends and prices should 

also be freezecU , .

(83)..........
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-158. Is there, a need for sectoral balance in wage
structure between the public and private sectors? 
If thcra isj how should it be achieved?

AN SWIIR.

Aftfer the decision *of the Supreme Court cf Indio 

in Hindustan Antibiotics Ltd,, v/s Their Workmen, the 

problem posed under the question has lost , much of its 

importance. The Court’s decision is the last word on the 

subject, at least for the present.

H
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Mocje of wage Payment,

Q. • 1§9. What are the existing practices in regard to payment 
of wages in kind? Would yon suggest its extension to 
units where it is not obtaining at present?

ANSWER*.

The Payment of Wages Act, 1936 (Section 6) lays dov/n 

that all wages shall be paid in current coin or currency notes 

or in both* The section was enacted to stop the practice of 

paying wages in kind* it is, therefore, difficult to 

appreciate the importance of the suggestion contained in the 

question for extension of the practice of payment of wages in 

kind to other units where such practice is not obtaining. The 

practice of payment of wages in kind is not current in the 

Ahmodabad Cotton Textile Mill Industry, Where the employer 

provides certain anenities to the employees, o.g. sale of food 

grains etc. at a concessional rate, cash equivalent of the 

advantage of such-concessional sale and other amenities 

provided the advantage is capable of being expressed in terms 

of money, is included for the purpose of calculating extra 

wages for overtime work.

160. To what extent is the method of paying unskilled 
workers on time scale of pay coimnon? Would you 
favour its extension?

?' ANSWER. •

In the Cotton Textile Mill Industry all the unskilled 

workers are generally, the lowest paid employees in the industry 

and as a rule they are time-rated* There cannot be any 

question of introducing in their case a time-scale. They

» continuo to do year-in and year-out a job which does not

involve any element of skill which would otherwise be 

developed with increased experience and thereby would expect 

higher remuneration. We are opposed to introduction ol any 

timers cal o in case of any occupation in the Textile Industry - 

irrespective of whether the labour is skilled or unskilled. ,

(85)«««••



-J 85

(

161. Do you. favour the suggestion that the total wage 
packet should consist of throe components, namely, 
the basic wage, the otfier depending on >rico 
changes and tho third which takes into account 
productivity changes? If so, how should thi.s 
suggestion bo made operative*

AN'SWER.

Wp believe the third component is the incentive 

wage. The wage packet of the Ahmedabad cotton textile 

mill employees is composed of two elements :

(i) basic wages and 

(ii) dearness allowance.

The third component viz, incentive wage is absent in the 

wa e packot because of the fact that the Industrial Court 

which standardised the wages of Ahmedabad mill employees 

did not provide for payment of any incentive wage in any 

occupation under its Award. There may be industries where 

all the throe components go into making, the total wage 

packet but the application of tho system will depend on id 

circumstances and the nature of product of each industry. 

No general rule can be prescribed for tne universal 

adoption of the system.



86

General.

162. How far can the administrati on of the Minimum Wares
Act, 1948 be considered to be satisfactory. Outline 
in detail the difficulties experienced in its 
implementation. Offer suggestions against each 
difficulty on how best it could be overcome.
(See also 210).

ANSWER.

We have no personal knowledge of the administratj.cn 

of the Minimum Wages Act Jn industries other than the Cotton 

Textile Mill Industry. The Industrial Court, Bombay by its 

Order dated the 31st October 1947 .fixed the minimum wage 

for an average family with three consumption units for the 

Ahmedabad Cotton Textile Mill industry. Since then, there 

has been no revision of the minimum wage as such, though 

under the recommendsticn of the First Central Wage Board 

for the Cotton Textile Industry, the minimum wage earner 

along with all < thor categories of workers in the industry 

has been given a flat increase of Rs. 10/- (Rs. 8/- in 

I960 plus Rs* 2/- in 1962) without considering the question 

whether there was any ground for revising the wages 

including the minimum wage. T'he Supreme Court of India

in its judgment in the Express News Papers V/s Union of 

India and others has fully considered the principles of 

wage fixa tion mid has thoroughly discus, sod in detail the 

concept of the minimum wage from different aspects.

administratj.cn
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Si. 163. Is the scheme for payment of annual bonus ombodiod in 
the Payment of Bonus Act, 1365, satisfactory? If not, 
•what are your suggestions? How does the latest decision 
of the Supreme Court affect tho Scheme of the Act?

ANSWER.

though the decision of the Supreme Court dated the 5th

August 1C66 has removed some of the anomalies of the Payment of

Bonus Act. 1965 by knocking down Sections 33, 34 and 37 as

ultravires tho Constitution, the retention of Section 10, payment

cf minimum bonus has caused dissatisfaction among tho employers, 
v

Payment of minimum bonus on a compulsory basis irrespective of 

ovaiinblo surplus of profit or tho undertaking actually mnkhn'

z loss is in the nature of compulsory wage incroa.se and puts

industrial units with low working results in great embarassment. 

Some industrial units may have in the past paid minimum bonus 

to their employees but such payment was wholly on a voluntary 

basis and did not create any inherent right for the employees 

to such minimum bonus for all times to come. The inclusion of 

such system of ayment as a part of the scheme of Payment of 

Bonus Act is, therefore, Irksome.

Q, 164. What should be the place of bonus payments in tho 
future system of remuneration?

ANSWER.

In all tneir important decisions, the Labour Appellate 

Tribunal and the Supreme Court of India have stated in unambi-

r -guous terms that payment of bonus out of the surplus of profits

available for the year after providing for all prior charges, 

goes in tho first instance to reduce tho gap between tho exlst- 

-ing wage and the living wage. Once the goal of living wages 

is reached, bonus like profit-sharing would represent more as 

tbe cash incentive to greater efficiency and production, these 

principles are sufficient guidance for framing a rational 

scheme of remuneration in future.

(83)..........
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VI. INCENTIVE SCHEMES AND PRODUCTIVITY.

si. 165. What steps should be taken to introduce a system of
payment by results in industries/activities where this 
system would be appropriate?

ANSWER.

The main advantage of the system of payment by results if 

applied with proper safeguards is to raise the productivity of 

labour thereby lowering cost of production and insuring higher 

earnings for the worker. By the word ’’safeguard" is meant that 

the scheme should be so designed that it does not affect the 

quality of the product and injure the health of the worker by 

fixing the standards of incentives very high. In every industry 

there is full scope for introducticn of a system of payment by

k results provided the workers can be persuaded to agree to the

change-over. In the Ahmedabad' Cotton Textile Mill Industry, 

out of 388 occupations, 29 occupations are already working on the

. system of payment by results and the system can be extended to
(HU «

± 58 occupations. It would be advantageous if before introducing

the system of payment by results in place of tiino rated system, 

a thorough work-study is carried out by job evaluation and work-

<■ load assessment in a scientific mariner. In praoti co, however,

no job evaluation and work-study methods are adopted and the 

piece-rates are fixed on basis of the average monthly earnings 

of the worker and the average output over a reasonable period.

r The Industrial Court, Bombay in its Standardisation Award dated

the 21st April 1948 for Ahmedabad cotton textile mill employees

has fixed .in respect of certain occupations whl ch are usually

piece-rated, standard monthly earnings with a direction that

file pie co-work rates should be fixed by individual 
mills so as to yield to a full-time employee, work- 
-ing for 26 days the average earnings indicated 
against the occupation by the Court.

In such cases, the piece-rates are fixed by simple arithmetical 

calculation without adopting a. scientific method i. e. fixing 

wage rate in relation to workload.

(89)
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166. Please state your views on the following guiding 
principles lor introduction of incentive schemes.
(a) Employers and workers should formulate a simple 

incentive system at the unit level and implement 
it on some agreod basis through collective 
bargaining. In every case, introduction of 
incentive schemes should he preceded by an 
agreement with trade unions.

(b) In evolving wage incentive schemes, it should
be ensured that these do not lead to rate-cutting. 
The worker’s normal wages should be protected 
where it is not possible for him for* circum- 
- stances beyond his control to earn an incentive.

(c) Individual or group incentives can be framed to 
cover both direct and indirect groups of workers.

Cd) An incontivo schemo cannot be evolved without a 
work study undertaken with the co-operation of 
workers. Nevertheless, it should always be open 
to employers and workers to evolve a scheme by 
agreement or any other acceptable basis.

(9) Efforts should be made to reduce time-rated 
categories to the minimum. This will ensure 
that all employees have an equal chance to 
increase their earnings with increase In 
productive ty.

Cf) Wage incentives should generally provide extra 
earnings only after a mutually agreod level of 
efficiency has boon achieved.

(g) To ensure quality of production incenti vo pay- 
-ments should bo generally allowed only if the 
output has been approved on inspection by the 
management.

(h) incentive earnings should not fluctuate very 
much. This requires a certain degree of planning 
so that material delays, machine-breakdowns etc. , 
are controlled.

Ci) The scheme should itself safeguard adequately the 
interests of the worker if he is forced to remain 
idle due to circumstances entirely beyond his 
control such as non-supply of raw materials, 
machine breakdowns, etc.

(j) Apart from financial incentives, non-financial 
incentives like better security of employment, 
job s a (, tsfa.ct icn, job status, etc. have also a 
place in increasing productivity.

ANSWER.

The question raises some important issues which 

deserve serious consideration when introducing any scheme 

of incentive wage. as stated hereinbefore, at present

no incentive scheme has been introduced in any section of 
department of the Ahmedabad Cotton Textile Mill Industry 

either under an Award or an Agreement with the Representative 

Labour Union. Wo • r^, therefore, not In a position to offer

(90). ...
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any comments based on oxporionco on the guiding principles lor 

Introduction of incentive schemes enumerated under the question* 

However, the principles enunciated under the question are sound 

and practical and are based on studies carried out in different 

industries and are similar to those found in I.L. 0. Publications 

on the subject. Apparently it will not-be possible to apply all 

the principles enunciated at a time or in the same term and some 

change would Liu necessary according to the prevalent condi ti ons 

in the undertaking and the extant of co-operatiai available from 

labour.

W. 167. What should be the respective roles of labour management 
and Government in raising productivity?

ANSWER.

Raising productivity is mainly the concern of the employer 

and the employees and the role of Government would be negligible. 

If the employer provides suitable conditions of work and if the 

worker is willing to contribute his share, there is bound to be 

an increase in productivity. In principle the higher output 

should be in relation to labour input which could be maintained 

by utilising as efficiently as possiblo all types of resources 

in use. i’he only way in which Government can help to raise 

productivity is to refrain from passing statutory measures wh:' 

would bocore ai impediment to the objective viz. higher 

productivity.

d. 168. how should the gains of productivity be measured? Can.
they bo allocated to different factors of production?
How should the gains be shared?

AHSW3R.

In any consideration of the question of sharing of gains 

of productivity between labour and management, one thing 

should not be lost sight of. l’hore must bo no confusion between 
the concepts of ’’producticn" and of "productivity". Increase 

in production does not necessarily mean increaso in productivity. 

The existing level of production in a particular case can be

(90)..........
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raised by installing a modern type of machine which is 

designed to increase production without additional effort on

• * the part of the machine tenter. Such high speed machine

performance would tend to increase overall production In that

particular process but such increase in production in no way
2 ’

connotes an increase in productivity. Increase in productivity 

can be achieved by taking the maximum advantage of the exist- 

-ing moans of production - man, machine and raw materials.

This will require Ci) maintenance of machine in perfect 

working order, (ii) close application on the part of the 

worker and Ciii) efficient use of the raw material consumed.

In other words, all the wastes should be avoided by the fullest
** f . •

< .tilisaticn of the three components of productivity - man, 

m&chiiie and raw material. it would be difficult to allocate 

the gains of productivity to the different factors of 

production in the light of past performance. Thoro will ho 

two claimants for sharing the gains of productivity : the 

management and the worker. To increase productivity, the 

management has to provide right working conditions by over- 

-hauling machines, improving other conditions of work like,

, lighting, humidity, ventilation and supply better quality 

f raw material. All these items would involve additional

expenditure for which the manugoiiionl would expect to hr) lelLy 

compensated. The workers’ gain would be suitable increase 

in earnings, vhi oh would automatically result if he is 

working on the system of payment by results, provided he is 

giving his best on the job. There cannot be a single 

standard for sharing of the gains of productivity' between 

the management and the worker, applicable in all cases and 

the problem would require consideration independently in 

each case according to their circumstances.

(92)............
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When a new high speed machine is installed to replace ant * •
out-of-date machine, there will be a definite increase in machine 

output, though such increase in, product! on would not odd to the 

workload of the worker : in some cases, there would be on actual 

reduction in workload. In such cases, there will be no question 

pf sharing the gains of productivity because the worker does not 

in any manner contribute to the increase in production which is 

solely due to machine efficiency.

W. 1C9. Have increases in productivity matched with wage
increases in the years since Independence? Please give 
supporting statistics.

AN SWBR,

Our experience is limited to the Cotton Textile Mill

Industry situated in Ahmedabad. Due to the complex nature of 

the Textile Industiy - constant change in type of manufacture 

to cater to consumer taste, it is not only difficult but well 

nigh impossible to assess correctly the extent of increase in 

productivity in this Industry since Independence - irion.'juro 

either in form of per man hour output or number of persons 

employed ui a set number of spindles or looms. In solo cases, 

e.g. in ease of a mill which has changed over from coarse counts 

to fine counts or from producing grey goods to processed goods, 

productivity measured in terms of physical output may actually 

have gone down though the same number of spindles and looms may 

be still working. Improvement in productivity in relation to a 

worker can bo measured in several ways. If the worker is not 

’loitering’, that is, is not spending more tlino out of dopori- 

-ment during working hours, the production on his machine would 

naturally go up. If ho Is conscientiously attending the mochfi.no 

it will Help to reduce the extent of damage in the product. The

question whether there had been an increase in productivity of 

workers since Independence was posed by the First Central Wage 

Board for the Cotton Textile .Industry in its enquiry and it is

(93)...........
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doubtful if the Board was able to get a satisfactory reply 

to the question. In the first place, most of the qualities 

that were manufactured in 1947 have completely gone out of 

production and altogether different pattern of manufacture 

both in point of fineness of quality and structural detail 

and finish has Peen introduced in their place.- Diiferent 

types of processing of cloth - Bloaching, Finishing, 

Mercerising, Son i'orising, Printing - which wore just bo lug 

introduced in the industry in the earlier era, have now 

been universally adopted. All these factors make it 

impossible to assess correctly the extent of increase in
{ .roductivity since 1947.

:It would he clear from the above that it is difficult 

to say whether increase in productivity has matched with 

wage increase :in post. Independence period. Ho doubt, the 

wages have gone up tremendously, The average monthly 

earnings of a cobton textile mill employee were Rs. 101*11 

in 19^7 : today an Ahmedabad mill employee earns Rs. 237.00 

per menth excluding fringe benefits etc. If, to this 

figure are added employers' contribution to the Provident

' fund Scheme and employees’ State Insurance Scheme and 

wages paid in respect of extra un sub s Li tubed holld-'ys, 

the amount of workers’ emoluments would come to Rs.261.3G, 

This, however, does not mean that the entire increase in 

worker’s earnings since 1947 as shown above is the direct 

result of the la crease in his productivity solely due to 

his own efforts*

4 (94)



si, 170. Has any undertaking within your knowledge experimented.
in recent years, with productivity techniques? How die 
the employees react to these experiments? Did this ' 
result in increasing workload? If so, how was this 
situation met?

ANSWER,

Improvement in machine maintenance, in conditions of work, 

and in the typo of manufacture - all parts of productivity 

technique - being a continuous process in the Cot tai Textile 

Mill Industry, it is difficult to point out any particular 

undertaking to illustrate the points made in the question. As 

is usual, at the initial stage, the labour will always oppose 

any change in the traditional methods of production, even if 

such a change would be to their advantage, though subsequently 

they reconcile unless the proposed change is of a revolutionary 

nature. The workers’ opposition bo a change on the ground that 

it increased workload is usually misconceived. A worker who is 
habituated to put in lower output due to inattention, negligence, 

habit of loitering, etc.-would naturally complain if required 

to put in standard workload under improved conditions under a 

productivity drive.

W. 171. What place would you assign bo suggestion schemes and 
institution of awards for outstanding work to improve 
productivity?

ANSWER,

It is understood that the propaganda of the type suggest-

-ed under the question has been helpful in improving product!- 

-vity in Engineering and similar industries. i'he usefulness 

of the suggestion scheme and institution of awards cannot be

altogether ruled out in the Cotton Textile Mill Industry, 

though we are not aware if they have been tried in many mills.

W. 172. What are the factors contributing to labour turnover 
and absenteeism? How do they affect improvement in 
productivity? (See also W. 133).

ANSWER.

The rate of absenteeism among Ahmedabad cotton textile
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from 6.5 per cent to 8.0 per cent on the average. No exact 

idea of the effect of labour tarn over and absenteeism on 

increase in productivity can be given as no studies in this 

dirocticn have been made so far in ease of Ahmedabad Mill 

Industry, though oh the face of it, lower absenteeism will 

mean steady production.

•i 1 , 173. What is the place of the motivation of worker for
improving his standard of living in the successful 
working of incentive schemes?

ANSWER.

> We cannot give any definite reply based cn experience

gained from working of incentive schomos, successful or 

otherwise, as, as stated hereinbefore, no incentive schomos 

''have been introduced in the Ahmedabad Cotten Textile hill

k Industry. Generally an incentive scheme i.e. system of
• » f I

, payment by results has its impact on a worker in several 

ways. It exerts a strong influence on initiative. It 
stimulates self-confidence and mental satisfaction. The

4 motivation is stronger particularly in a family man to exert 

more higher oa n'ngs - a means to improve the standard of' 

livin g.

W. 174, What is the effect of (a) ’go-slow’, (b) ’work to
rule’ and (c) "unions’ ban on overtime" on creating 
a climate for improving productivity?

ANSWER. j
All the three policies adopted by some Labour thiens

to go slow, to work to rule and ban on overtime are biggest 

impediment to maintain standard production and as such they 

in no way can help to create a dim a to for improving productivity.

W. 175. What is the role of rationalisation in improved 
productivity? Ihe 15th Session of Indian Labour 
Conference had made some recommendations (Appendix 
XI) for regulating the process of raticnalisaticn.
Have these recommendations helped rationalisation?
Do these recommendations still provide a useful 
frame-work for the purpose? . If not, what changes 
would you suggest/?

ANSWER.
4 If by rationalisation is meant multiple machine assign-

•ii'uh ’ I; i d'tgji t-trt Jg I. 1 Ml ’t.l •» |



. Rati onalisatiai is adopted mainly for the purpose of reducing
labour cost without, affecting efficiency and quality of product.
Introduction of rationalisation is feasible only in caseswhere the 

. . • Iconditions of work including machine1 maintenance and material 
handled are such that. a. worker without being over-loaded can attend 

more than one machines. Rationalisation, no doubt, will improve 
per man hour output but it cannot be a. means to improve producti- 
-vity in all cases. The recommendations of the 15th Session of 
the Indian Labour Conference in the matter of rationalisation have 
been the basis for introducing .schemes of rationalisation'with 
necessary changes to suit circumstances of each case.

W. 176. (a,) What should be the place of ‘automation’ in the 
perspective of development?

(fc) Hbw would automation affect labour-management 
relations? , •

(c) Should there be a special machinery to study the 
problem?,.- '

ANSWER.* ’ *1 • I ,
Whether the Labour Unions like it or not, automation is 

going to have a definite place fn the future development of 

industries and trade. Initially a scheme of automation will 
embitter employer-employee relations but with the passing of time, 
there will be.a reconciliation between them. Such bitterness can 
be easily avoided if automation is introduced after proper study 
of the problem by a competent .body and as far as possible in 
consultation with labour.

Q. 177. How far has the National Productivity Council boon 
effective in generating enthusiasm among employers 
and workers in increasing productivity?

ANSWER.
The National Productivity Council has been acclaimed as a 

great.source of inspiration to. those interested in increasing 
productivity. We are, however,,not. in a position to express any 

opinion In the matter as, thanks to the peculiar attitude of the 
Textile Labour Association, the Representative Union for the 
local’Cotton Textile Industry, no local Productivity Council 
could be formed for thejAhmedabad Cotton Textile Mill Industry 
inspite of the persistent' efforts of the Regional' Organiser of 
National Productivity Council and insplte of the willingness of 
the Ahmedabad Millowners’ Association to participate in the 
anf.i vi f.v-
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* VII. SOCIAL SSCSjBITY.

W. 178. (a) What effect do the social security schemes have on 
stability of employment and on industrial relations?

.(b) Have somo of the benefits, based as they are on a 
qualifying period for entitlement, led to larger 
labour turnover? If so, what should be the remedial 
measures?

ANSWER.

(a) In principle, the social security schemes provided under 

various enactments should help to make employees stable, 

efficient and conscientious and to improve relations between

F employers and employees. In practice, how far this actually

takes place, wo do not know as no detailed studies in the
»

matter have bom made so far. The attitude of labour on the 
v /

• whole appears to be that though social security schemes 

extend substantial benefits to workers, they are not obligated 

to the employer who extends such benefit.

(b) We have no statistical data to offer in support of or 

against the query posed.

W. 179. The Conventicn on Minimum Standards of Social Security 
adapted by the International Labour Organisation refers 
to the following branches of social security, namely, 
medical care, sickness benefit, unemployment benefit, 
old age benefit, employment injury benofit, family 
benefit, maternity benefit, invalidity b and
survivo r’s bon afi t.
(a) To what extent i.s each one of the abovu benefit.'; 

available at present?
lb) What is the cost of existing social security

schemas in relation to the total cost of production? 
How has it varied over the last 15 years?

(c) Are the scope and coverage of each one of the 
benefits manti cnod above adequate?

(d) What should be the priority for enlarging the scopo 
and covorage of the various existing benefits?

(o? How should the programme for introduction of the 
benefits not currently available be phnsod?

ANSWER.

(a) So far ng the Ahmedabad Cotton Textile hill Industry iZJ

concerned, the following benefits out of the list provided 

under the Minimum Standards of Social Security conventicn

4
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i'
adopted by the I.L.O. has been extended to the 

employees •

Nature of benefit

1. Medical Care

2. Sickness benefit■ ’ , -V .
3. Employment in j ur.y 

benefit,

4. Ma t e rn ity ben e fi t

The

Ahme dab a d

In terms of

•.) Employees'• State Insurance 
) Schema introducod from the

.,) 4th.October 1964.

Workmen's Compensation Act, 
1923.

Maternity Benefit Act. At 
present under E. S. I. Scheme.

followin

cotton

g benefits are not made available to 

textile mill employees :

1) Unemployment benefit - Different from lay-off
compensation and 
retrenchment compensation.

2) Old age benefit.

3) Family benefit (allowance).

4) Invalidity benefit.* c* *
5) Survivor’s benefit,

(b) It is difficult to estimate the average expenditure

incurred by Almodabad mills in respect of each 

category of benefits enumerated above, over the last 

15 years in .relation to the total cost of production 

as no separate data under each head is readily 

available. contribution of the Ahmedabad mills,

however, A under some major heads Is shown below :

(99)
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•
Year :

medical Care and :
Slckn ft.q s__ Bene ft t * i Maternity Benefit*^

Total Percentage j Total s Percentage
amount of total : amoun t i of total

cc s t o f : i co s t o f
Hs. in production.: Rs. in •• production.
Lair ha - • L ai: hs .

.. 1. . p 3 t ... 4 ... 5 ....... ..

1953 15.07 0.18%
1

••

1954 13.78 o.le% —
•
• —

1955 12.58 0.14% 0.32 • 0.0037%

1956 13.93 0 • 14% 0.27 *4 0.0028%

1957 14. 81 0 • 15 %• 0.25
' ♦

• 0.0025%

1958 15*70 0.16% 0.21 •
4 0.0021%

1959 17.55 0*17 /o 0.19 4 0.0018%

I960 13. 24 0.15% 0.17
•
•
4

0.0014%

1961 18.63 0.15% 0.15
♦

4
4 0.0012%

1962 18.85 0.14% 0.12
4

4 0.0009%

1963 19.12 0.14% .0.11
4

4
4 0.0007%

1964 38.18 0.22% 0.59
•
• 0.0036%

1965 81.99 0. 45% 0.29

4
f

0.0016%

Employers’ contributiai to tire E. S.I. Scheme 
^Special Contributiai 1953 - 1904 (September) j

2&% 1904 (October) arid onwards.
^Maternity Benefit Act. 1953 to 1964, and E. 3.1. Scheme 

1905 onwards.

(c) ) The queries raised under these sub-paragraphs requires

(d) ) consideration at top level between the representatives

(e) ) of Central Organisations of Employers and Labour and

Government. Ary enlargement of and addition to existing 

benefits would Involve heavy financial liability on the 

part of employers and it is doubtful if the Cotton Textile 

hill Industry in its present circumstances would be 

capable to bear such additional burden without impairing 

its financial stability.

(100)...........
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Si. 180. Ihe benefits referred to in question No, 179 are
generally available only to persons who are in wage- 
paid employment5 there will still be large numbers 
of persons like traders, artisans and small shop-

, -keepers who are self-employed and who will remain-
uncovered by the scheme. What advance steps should 
be token to bring these groups within organised 
social security schemes?

ANSWER.

It would be a happy day when every citizen of India 

will be covered by an omnibus scheme of social security 

sharing on equal basis benefits including'benefits at 
present reserved for industrial labour as a privileged class, 

on the lines of similar schemes introduced in advanced 
countries like. Great Bri tain and U. S. A. This woul d involve 
huge financial liability, on the part of Government and it 

is difficult to envisage how such funds could be raised 

without imposing heavy taxation on the already overburdened 

tax payers.

m, 181, The 3. 8.1.3. Review Committee has made a number of 
recommendations in its Report both for improving 
the administration of the ESI s and for introducing 
an integrated social security scheme. As regards 
the latcer, it has recommended that planning should 
now proceed to evolve a comprehensive social security 
scheme covering, in a single enactment various risks 
of c neossiens of income or wage less to which n 
wage earner is exposed. Towards tnis end it has 
specifically suggested :

(I) The Govern’ nil shouLd In consultation with the 
2 ulian Labour Conference sot up an expert 
machinery to evolve a ’blue print’ for a 
comprehensive scheme of social security which

t should also form a strong financial and
administrative base for inclusion of benefits 
wnich are at present not available.

Cii) Action should be initiated forthwith to bring 
abaut an administrative merger of the ESI 
Scheme and the EPF Scheme. Steps should be 
taken to oxamine the problem in all its details 
and to accomplish this with the least delay.

What are your suggestions on the above rocomrounda- 
' * * ' - tiens?

ANSWER.

We leave it to the Central Organisations of Employers - 

All-India Organisation of Industrial Employers and Employers’ 

Federation of India - who represent the employers on all 

tripartite bodies to reply to tnis question.

(101)..........
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182. Should the provisions lor exemption from the E.S. I.
SciioiuQ be tightened? bow should this be achieved?

ANSWER,

We fully endorse the recommendations of the Employees’ 
State Insurance Scheme Review- Committee contained in paragraph 

23 of their Report, 1966 as under :

Ci) The provisions in the Act for grant of exemption to 
certain establishments should be tightened up so as 
to pern it exemption only in exceptional circurnstancos 
or where administratively it is not possible to reach 
the benefits of the Scheme to particular groups of 
employees.

(ii) Exemption may be granted only when :
(a) The prevailing benefits enjoyed by the 

employees in the establishment concerned are 
superior on an overall assessment to those 
that could be provided under the Employees’
State Insurance Scheme; and

(b) The employees concerned themselves clearly 
desire that the establishment should bo 
exempted from the application of the Scheme,

(iii) No distinction should be made between the private 
sector and the public sector in the grant of 
exemptions.

u

Sootious U'/-9i of the Employees' State Insur’ince Act 

provide for exemption of factories and employees from all or any 

of the provisions of the Act under certain conditions. '-hdor 

Section 87, the appropriate Government may, by notification in 

the official gazette, and subject to such conditions as may be 

specified in the notification, exempt any factory or establish- 

-ment or class of factories or establishments in any specified 
areas, from tho operation of tho Act for a poriod not exceeding 

one year at a time. Section 88 similarly provides for exempt.ion 

of any person or class of persons employed in any factory or 
establishment or class of factories or ustablishmenbs fror the 
operation of the Act. The Corporation can make any represen ba~ 
-tian it may wish to make in regard to the proposal for exemption 

Section 90 empowers the appropriate Government to exempt any 

factory or ustablishmen t belonging to the Government or any 

local authority, if tho employees in any such factory or 

establishment are otherwise in receipt of benefit substantially 

similar or superior to the benefits provided under tho Act.

4
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; ^he-provisions of Section 90 are discriminatory against 

factories in the private or public sector which grant to their 

employees similar or superior benefits. Favoured treatment to 

Government factories is not in accordance with the policy of 

the Government not to make any distinction between public 

sector or Government or Corporation or Private factories so 

far as the application of labour raws is concerned, if a 

factory owned by the Government could be exempted on grounds 

of equal or better benefits? the private sector can argue that 

there is no reason, why their factories should not be entitled 

to exemption on similar grounds.

A compulsory social security legislation should be 

offered to all without distinction. Otherwise? if any 

provision for exemption is made? it should be mode applicable 

uniformly to all factories irrespective of their ownership - 

private, public or Government.

183. In so far as the 331 Scheme is concerned, there is 
a view that absenteeism among workers in the 
factories covered by the scheme has tended to increase 
consequent upon the introduction of the scheme. bo 
concrete evidence has been forthcoming so far either 
in support of the above contention or against it.
What is the experience in the industrial unit/units 
within your knowledge? What remedies would you 
suggost to miniraise such absenteeism?
(See a'.so n 172).

AWSW3R.

We understand that there is a marked tendency on the 

part of workers to remain absent on increasing scale after 

the introduction of the 3.S.I. Scheme. As the Scheme was 

introduced only in October 1904, no sufficient data is 

available for assessing the extent of such increase in 

absenteeism ♦
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q. 184. Should the administration of the medical benefits undor 
the EST Scheme remain the responsibility of State 
Governments? Or should the, Corporation itself take it 
ovor? If State Govommenta'arn to continue administering 
medical benefit, what ghoul'd be done to ensure that a‘ 
uniform standard of medical benefits is available to 
insured persons in all States?

ANSWER.

This being a question of policy, we will leave it to the

Central Organisations of Employers - All-India Organisation of 

Industrial Employers and Employers’ Fp* ^atun of India, to deal 

with the question.

W. 185. What should be the respective pharos of contrlbuticn 
from employers, workers and Go^omment In any scheme

< "" of social security?

ANSWER.

It is difficult to aportian the financial liability of 

a Scheme of Social Security between employers, workers and 

Government in a general manner without knowing the nature of 

the benefit provided under the Schemo for the working class.

It is likely that in some cases the responsibility would be 

wholly that of Government to provide a particular social bonofit 

for the workers, in which case the employer should not be

required to contribute anything; whi-d in other cases the nature

of the benefit under the Scheme may justify dual contribution
♦

by all three i.e. employers, workers and Government.

si. 186. Should the Employees’ Provident Fund Scheme be continued 
as at present or should steps be taken to convert it 
into either a pension scheme or a provident fund-cum- 
pens1 an s chemo?

Q. 187. If it is to continue in the present form, would you
suggest any change in the pattern of investments of th 
funds and in the rate of interest ’accruing to benefici 
-ries?

p o

ANSWER.

This is a problem which requires to be discussed at tho
tripartite bodies and the All-India Organisation of Industrial 

Employers and the Employees’ Foderaticn of India would be in 

the best position to deal with the matter.

(IOd)
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4.' 188. Are any changes called for in the Scheme to make 
the administration more satisfactory'?

AN SWER.

The findings of the Special Committees appointed to 

examine the working of the Employees’ State Insurance 

Schome in sortie' centres bring out the inherent difficulties 

in implementation of the Scheme, Though steps have been 

taken to .remove the defects, it will be unrealistic to say 

that the Scheme is now working fully satisfactorily in 

every centre and much remains to be done to assure that 

the benefits of the Scheme are fully enjoyed by the worker 

and their families.

(105)
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SI. 189. Should a part of the provident fund bo sot apart for
giving insurance cover to tho members of the EPF Scheme?

ANSWER.

This again is a subject which would require consideratiai 

at the tripartite level. Wo would,’ therefore, leave it to the 

All-India Organisation of Industrial Employers to give a 

suitable reply to the query.

W. 190. What should be tho place of gratuity payments in On 
overall social security programme?

■W

ANSWER.

After all, gratuity is a retirement benefit and i.t must 

find a place in any programme of overall social security.

What exact place it should bo assigned to gratuity in such a 

programme will depend on the benefits to be provided 'under the 

programme. The problem of ,providing a comprehensive programme 

of social security encompassing all the existing benefits on a

x rationalised basis camo up for consideration before tho Indian

labour Conf ?enco but no decision was arrived at. ho matter 

could, however, be considered at tripartite level 'Hi'l the
*

All-India Organisation is best fitted to give constructive 

suggestions in the matter.

4

(105)..........



10 6

Si. 191. Would you. suggest any changes in the existing
provisions relating to lay-off and retrenchment 
provided to omployeos against tho hazards of job 
insecurity resulting from temporary employment 
and other fluctuations?

ANSWER.

The existing provisions in the Industrial Disputes Act 

for payment of lay-off compensation have become recently the 

subject of controversey at the level -of tripartite conferences, 

demands being made for extending the period for payment of 

lay-off compensation. We would, therefore, leave it to the 

All-India Organisation. cf Industrial Employers and the 

Employers' federation of India to deal with the problem in 

the light of the experience accumulated since the introduction 

of the benefits to which they were a party.

W. 192. Should the administration of some of the social
security benefits be handed over to trade unions?
What pre-conditions should trade unions satisfy for 
being eligible to take over such administra ti cn?

ANSWER.

We are str ngly opposed to the suggestion. Cn a 

careful consideration of the different branches of social 

security benefits listed under question 179, which are 

currently introduced in the industries, we could not find 

any one of th, schemes which would be better administered 

than they arc at present by handing it over to trade 

unions. The schemes will fare worse at the hands of the 

labour unions which for most c f the time act as political 

parties rather than trade unions and which due to 

diametrically ov'osed ideologies are always in opposite 

camps.

(3.0 ?)••••»
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VIII. LABOUR LEGISLATION.

193. To what extent should labour-management relations in a 
planned economy be governed by legislation/collective 
bargaining? (See also 85 and 90).

ANSWER. ' *

-X

r

The Bombay Industrial. Relations Act is a model of legi- 

-slativa measures for regulating employer-employee relations 

in bho industry. It provides full scope for collective bargain- 

-ing failing which rcaciiinery for adjudication - voluntary as 

woll as compulsory. Tne sole idea behind the Act is to check 

and to settle all conflicts between the management and labour 

and to safeguard industrial peace. It would be an ideal thing 

if all the disputes and differences between the employer and 

employees are settled across the table by mutual negotiations 

but this is not always possible particularly where the labour 

is influenced by political pressure and the provisions of law 

are the only means to control the industrial relations.

194. What have been the factors that have affected the proper 
and effective implementation of the various labour laws? 
(Appendix XII). Hove these laws achieved the purpose/ 
objectives for which they were enacted? If not, what 
factors have hindered the achievement of these
objectives? (See also 4. If).

ANSWER.

Gut of tlie Labour Laws listed in Appendix XII, the foliow- 

-ing Acts are made applicable to too Ahmodabad Cotiv.n Textile 

Mill Industry :

1) The Factories Act, 1943.
2) The Bombay Labour Welfare Fund Act, 1953.
3) The Payment of Wages Act, 1936.
4) The Workmen’s Compensation Act, 1923.
5) The Employees’ State Insurance Act, 1948.
6) The Employees’ Provident Funds Act, 1952.
7) The Maternity Benefit Act.
8) The Industrial Disputes Sc far it provides for payment

Act, 1947. of compensation for lay-ell
and for retrenclimont.

9) ilia Bf boy Industrial Relations Act, 1946.
10) Am Collection of Statistics Act, 1353.
11) file Employment Exchanges (Compulsory Notification

of Vacancies) Act, 1959.
If) fhe Apprentices Act, 1961.
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Provisions of all these Acts in one way or another afiects 

the working of cotton textile mills and the purpose for which 

they have been enacted has been achieved to considerable 

extent. Wherever lacuna are found, immediabe steps are taken 

by Government and the provisions are suitably amended.

however, out of all these Acts, only one Act, viz. the 

Bombay Labour Welfare Fund Act, 1953 as made applicable t<, 

the Gujarat State hag-not fared well. The *^ct provides for 

taking over for purposes of the Act, accumulations of unpaid 

wages lying with the employers. The legality of this 

provision was challenged and the Supremo Court declared the 

provisions ultra vires at the time when there was no bifur- 

-cation of tho previous Bombay State. The Act was 

subsequently amended .in the light of the decision of the 

Supreme Court both in the Maharashtra state and in the 

Gujarat State. The Act as applied to the Gujarat State 

even in its amended form is again challenged in the Gujarat 

High Court which has held ultra-vires even the amended 

provision regarding taking over of accumulations of unpaid 

wages from tho employers. The State is now contemplating

to take the matter to the Supreme Court.

The provisions of the Factories Act also, on the whole, 

have been satisfactorily implemented. There is, however, 

one irritating element in the Act which requires immediate 

modification. Section 92 provides for prosecution of the 

occupier along with the manager for contravention of certain 

provisions of the Act. Sometimes it is found that the 

Factories Dopa rb:..ont institute prosecutions against- the 

occupier along with bile manager even when the manager aicno 

would be the right party and the occupier is required to 

appear in the k?urt for offences of a trivial nature.

This causes cf i si durable inconvenience to the occupier.
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It is, therefore, imperative that the definition of term 

"occupier" in the Act is suitably amended. Ibero is another 

and more practical solution of the problem. If a company 

appoints a responsible manager available on the spot to .whom 

the necessary powers are delegated bv a resolution of the 

Board of Directors of the company, such person should be deemed 

to have tne ultimate control over the affairs of the factory 

for the purpose of the Ac.t - in other words, he should be the 

person covered by the term "occupier" for the purpose of the 

provisions of the Factories Act.

c
\ /

fhe Bombay Industrial Relations Act as applied to the 

Gujarat State is a comprehensive enactment covering all aspects 

of industrial relations and providing a satisfactorily workable 

machinery for dissolving industrial disputes in a more or less 

satisfactory manner, fhe Act, however, has been discriminatory 

in one aspect. While It provides full scope to the Roprosonta- 

-tivo Lab eur Union to refer any industrial dispute unilaterally 

to the Industrial Court lor arbitration in case there is no 

agreement with the employer, similar power is denied to the 

employers in the Gujarat State, oven when the Maharashtra State 

has recently amended the Bombay Industrial Relations Act as 

applied to that State, extending also to the employers right to 

refer on Industrial dispute to the Industrial Court for 

arbitration, thereby according equal treatment under the Act 

both fnr the employers and the employees. Hie Cu/wrat State 

appears not t< believe .in rich equal treatment and hence their 

refusal to amend the Act -and bring 11 on line with Bombay Act, 

even when approached by the employers.

c i io j.....
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si. 195, (a) How have the oxisting legislation’and other 
provisions for protecting the interest of 
labour worked in practice?

ANSWER.

' Govern: it are always vigilant for full prob^etlcn to 

the interests of labour under existing labour laws. 1‘he 

attention of the Labour Departments in tno States and Centre 

is wholly concentrated on this point and any omission on 

the part of the employer to implement the provisions of the 

Act is not locked upon with favour. The workers have no 

right to complain that their interests are not protected 

under the law and adopt measures like sit down stripes, 

go-slow, ’bandhs’, ’gheraos’ etc.

W. 195. (b) I’o what extent have the above provisions helped 
to implement the Directive Principles of State 
Policy on labour matters as embodied in the 
Const! tut ion?

ANSWER.

The directive principles of State policy on labour 

matters are contained in Articles 42 and 43 of the 

Constitution. ? are concerned only with labour employed 

in the factories and cur conclusion from the reading of 

Articles 42 and ’3 is that trie Hta tes have achieved to a 

great extent all the objectives barring that of providing 

a ’’living wage" which, according to competent authorities 

is only a dream.

4. 195. (c) What changes or further improvements in the 
existing arrangements would you suggest for 
full :r realisation of the Directive Principles 
(Age ndix ;CT.I I) keeping in view the present 
statu ef otu' economy and the country’s (hvijbii- 
~uont in tile foreseeable future?

?iN SWER.
in our opinion, under the existing economic condition 

of the country, x furthei’ financial burden shoul ci be 

imposed on industrial concerns by extending fresh benefits 

to labour if cue industries are to survive in future.

(ill)..........
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*4. 19G. Aro the present constitutional arrangements under which.
labour is a concurrent subject satisfactory, particularly 
from the point of view of the administration of labour lavd? 
Are any modifications by way of centralisati ai/decentral!- 
-sation of■certain activities and functions necessary?

ANSWER.

The Question involves important issues and as such we would 

leave it to the Central Organisations of Employers - the All-India 

Organisation of Industrial Employers and Employers’ Federation of 

India - to give a suitable reply.

We, however, feel that looking at the conditions that prevail 

today in some States, labour should be removed from the concurrent 

list and made wholly a central subject. This would not bo 

difficult in practice as some of the major Labour Acts e. g. the 

Factories Act, the Payment of Wages Act, the Minimum Wages Act, 

the Workmen's Compensation Act, the Maternity Benefit Act, though 

Central Acts are applied to the whole country and have been * 

successfully worked so far. If a Central Act governing employer- 

--omployoo relations of on omnibus nntiffo drafted on I,ho lines <W 

the Bombay Industrial Relations Act is enacted to replace tho 

Industrial Disputes Act, now in force, will bring under control 

of tho Central Government the entire labour policy of States and 

will be a sure means to check irresponsible behaviour' of some 

States which instead of improving employer-employee relations, 

help to further disrupt tho harmony and peace in industries. With 

the passing of a Central Act, governing industrial relations; tho' 

State Acts wherever they exist will oither be replaced by tho 

Central Act or bo brought in oligenraent with tho Central Act with 

necessary amendments if they (tho State Acts) havo to continue t? 

be in operation. The present Central Act locks after, the settle- 

-ment of disputes as its name implies but in no way helps to 

improvo or strengthen employer-omployoo relations, which in our 

opinion, should be tho main object of comprehensive Labour Act.

A Central Act of this naturo will do away altogether with tho nood 

of having a number of separate measures : a. Disputes Act, a 

Standing Orders Act and a Ce de of Discipline. This can bo 
achieved as statod above only by making labour an item on the

I
Central list.
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<• 197, What hag boon the influeuco, diroct or indirect, of inter-
-national labour convontiais on the progross of labour 
legislation in India? To what extant has tho Constitution

, helped or hundred such progress’?
ANSWER, • ’

India has-been a member of the International Labour Organisa- 
-ticn and as such has conscientiously tried to implement as many 
as possible of the international conventions adopted from time to 
time by tho general conference of the International Labour Organi- 
-satlcn. We aro not aware if tho Constitution in any manner 
hindTed tho progress of labour legislation under tho influonco of 
tho international conventions, in viow of tho fact that tho Supremo 
Court so far. has hod no occasion to knock down any labour onact- 
-mont as a whole as ultra viros.jtho Constitution, though specific 
provisiens of some /lets are ho doubt held as unconstitutional,

W, 198, Ch tho basis of the principles evclvod out of case law 
over a number of years, what are your suggestions for 
reviewing and amending labour legislation in this country?

ANSWER. '
Tho Supreme Court in many of its judgments has enunciated 

important principles pertaining to labour matters like wages, 
privileges of employers and omployoos and similar other subjects 
when reviewing the existing labour enactments arid thoir effect on 
relations between employer and employees. Hl theso roquiro a 
comprehensive study with a viow to incorporate them in the exist- 
-ing enactments. This can be dene by entrusting the wc rk to a 
special committee c r commissicn of jurists and net by roforence 
to a tripartite body.

4, 199, Has thero boon too much legislation in tho field of labour? 
If sc, what are the aspects in regard to which there is 
over-legistation?

ANSWER.

It is. a strong fooling on the part of tho employers that 
there has been too much legislation in the field of'labour which 
unilaterally benefit the labour. Thero is no exaggeration in the 
statement that industries are hemmed on all sides by labour .Laws 
which instead of helping to improve efficiency and output become 
a handicap to attaining such objectives. The employers cannot 
take disciplinary action against workers without entering into 

a long procedure, with the result that discipline has been 
steadily getting slack. .It must be the aim of all labour 
legislations that the interests of the industry are protected 
simultaneously with extending benefits to the labour. It is 
the sad expertonco of tho employers that tfiis objective is not 
attained.
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200. Is there need lor consolidation and codification of 
existing labour laws? Please suggest the lines on 
which, codification should bo undertaken.

AM SWER.

This is a subject which can be authoritatively dealt with 
legal

by the Central organisations of employers with the help of their/ 

advisers. One thing is, however, felt that instead of having 

Centra? and State.Acts governing industrial relations, there 

should be a single comprehensive enactment uniformly applicable 

to the whole country, drafted on the pattern of the Bombay 

Industrial Relations Act. An attempt was made in this direct? on 

when Shri V. V, Giri wag the Labour Minister in the Government 

of India.

'li. 20l. Gin co 1958 the general emphasis in labour policy has
boon on voluntary approach in preference to legislation. 
This has resulted in fashioning tripartite instruments 
like the code of discipline, industrial truce resolu- 
-ticn, etc. Has this policy been successful? Should 
i t be con t in ue d?

AM SWER.

V/o have watenod with great interest the lab'"r policy 

bein ', 'rndnai.i • cV'd.vod i.n each tripartite .labour conference 

held annually since 1358, Though there is always an emphasis 

on voluntary approach in labour matters in preference to 

legislation, the tripartite instruments have not been implement- 

-ed as successfully as they ought to have been done mainly 

because oi the lack of unenimous decision in the labour camp.

The four central organisations representing labour on the 

tripartite bodies, barring rare occasions, have a I.ways differed 

in their attitude towards the problems discussed a b the 

tripartite conferences with the result that decisions on r any 

important natters have been delayed due to lack of unanimity 

among workers’ organisations. On the whole, the policy of 

Government to achieve the objective of the labour policy by 

voluntary approval of employers and labour has been successful 

and should bo continued to be pursued in future.

(lid)..........
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202, Please comment on tnc suitability of (i) labour 
legislation so far enacted and (ii) voluntary 
arrangements so far built up.

Ail SWER.

In our opinion, both the approaches of Government in 

the matter of labour policy viz. legislation and voluntary 

agreement have been found suitable in Clio existing conditluis,

W. 203, What is the extent of enforcement of labour legisla
tion in public sector? Are exemptions from the 
applicability of certain provisions of labour laws 
more common in the public sector? What is the 
rationale for claiming such exemptions?

ANSWER.

We have no personal-knowledge of the conditions 

prevalent in industrial organisations in the public sector.

If the judgment of the Supreme Court in Hindustan Antibiotic.'; 

V/s its work, sn is any indication in the matter, one can say 

without con era di c bi oi that labour laws are n->t as fulJy 

enforced in public sector organisations as they are being 

done in organisations in private sector. Such a position 

cannot be defended on any ground as the Supreme Court has • 

held, of course, in reference to wag3 fixation but the 

principle is equally applicable to all other labour problems.

W. 204, Are there instances of political or other rights
which orc normally available to an individual being, 
denied to employees in the public sector and their 
dependants? * How are such denials justified?

ANSWER.

. We have no knowledge of the subject and hence are 

unable to offer any comments.

(115)....,
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II.- RURAL AJD UNOHUAJISID LABOUR.

W. 205. Rural labour faces two inter-related problems which
demand urgent solution s one is social centering roun 
its low social status in the rural hierarchy and the 
handicaps resulting therefrom, and the other is 
economic, resulting from chronic lack of sufficient 
employment opportunities. What is your assessment of 
the effectiveness of the remedial steps taken by 
Government.

/

L.

W. 205. It is suggested that in countries with vast rural under 
employment, special emphasis should be placed on a 
broad-based programme for the promotion of productive 
employment in rural areas by a combination of technical 
and in: tub Vcn’-'l measures, rolylrig to the extent 
possible on the efforts of the people concerned and 
based 'u adequate study of the nature, prevalence and 
regional distribution of rural under-employment. How 
should such a broad-based programme be framed for 
implementation?

W. 207. With a view to creating incentives and social conditicn 
favourable to fuller and fruitful utilisation of local 
manpower in rural areas, the International Labour 
Organisation suggested the following action programmes;

(a) Local capital-constructi cn projects, more 
particularly, projects making for a quick 
increase in agricultural production, namely, 
s a 11 and medium i.rr.l.ga L 1 un and drainage works, 
pierage facilities and, feeder roads;

lb) Land development and settlement;
J

lc) La sour intensive methods of cultivation and
5 animal husbandry5

ld) Development of other productive activities, 
such as, forestry and’ fishing;

(e) Promotion of social services, such as , education, 
y housing and health services;

(f) Development of viable small scale industries, 
such as, local processing of agricultural 
products and manufacture of simplo consumers' 
anu producers’ goods needed by rural people;

(g). iial efforts to develop rural manufacturing 
activities that are an c Hilary and complementary 
to large-scale urban industry, etc.

Which of these suggestions are feasible in the Indian 
con text?

( li-v....
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si. 208. (a) There is considerable body of work-ers, largely 
unorganised and employed in small industries in 
rural/urban areas, not covered by the protective 
provisions of the present labour legislation, 
flow should such protection a.g is desirable be 
reached to there

(b) Specifically, considering the nature of their 
employment, tho size and location of the units/ 
industries in which they are en. aged, please 
sug; est practical methods by which their 
position can bo improved in regard to their 
er Tloyment, wages and working conditions.

209. What steps should be taken towards progressive
reduction of contract labour? How should contract 
labour be brought effectively within the scope of 
state action? (See also Q. 16).

W. 210. To what extent are the difficulties in the 
implementation of Minimum Wages Act, 1940, in 
rural areas real? llow- could they be overcome?
(See also a!. 162).

W. 211. Do you I'avjur a separate agency for the ot'l'ocl.i re 
implementation of the Minimum Wages Act, U48, 
for agricultural labour? Or should it bo merged 
with local village or the block development staff?

ANSWER.

In absence of any first hand knowledge of the 

problems covered by these ay e s ti on s, wo are not in a 

position to o ter any cun crete suggestions on the

(117)
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X. LABOUR RESEARCH AND INFORMATION.

W. 212. host of labour statistics are a bye-product of labour 
log!slatian. They suffer, therefore, inter alia, from 
the limitations arising out of lack of uniformity in 
bho concepts, coverage and frequency of collection.
1'ne time-lag in their publication, non-resoonse from 
primary units, inaccuracy of returns, changes in 
industrial classification are further difficulties 
in making labour statistics more useful. What steps 
should be taken to jromOdy the situation? Is the imple- 
-mentaticn of the Collection of Statistics Act, 1953 the

ANSWER. ansv/er?
Orly those who have intimate knowledge of the Government 

machinery collecting and processing of data by different

departments can authoritatively submit workable proposals for 

improvin’' fche present confusion. One thing is, however, clear 

that the data collected from different sources should be

ce-ordinatod and published in a form easily understandable b

V V the

dop

. gmar?l public, 

filial use.

though part of the data will be for

0

4. 213. ■ 1 Be re is a feeling that the practice of entrusting the 
‘■■gad inistration of labour laws to different officials,
\ the statutory requirements of maintenance of different 

registers and sending of different filled-in returns
• under these Acts, result in a good deal of unproductive
• w rk ad unnecessary duplication. If this fooling has 

a tnsis, what steps should be taken to bn rove tho
s i t ua 11 on?

t ANSWER.

1

ies, the feeling referred to in the question correctly 

expresses the position. There is too much duplication and 

collecticn of useless data. The situation requires immediate 

attention. Sometime back the Government of Bombay (before

bifurcation) realised this position and appointed a Committee 

to go into the question of consolidation of forms prescribed 

under di.i'i event labour laws for collection of lab- ur statistics 

to removo duplication and collection of useless data. The 

Committee submitted a Report after prolonged deliberation but 

nothing a -pears to have come cut of the efforts. The confusion 

appears to bo the result of lack of co-ordlnatiai between the 

different departments administering labour laws and of a clear 

idea about the objective of collecting such data.
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(U 214. Does the All-India Consumer Price Index Number
.currently compiled reflect adequately price changes 
affecting urban working class? Should consumer 
price index numbers be compiled for every region 
of the country for the purposes of wage fixation? 
what principles should be followed in compiling the 
"all-in '.a" and regional indices?

ANSWER.

fhe All-I.idia Con sumer Price index Number compiled 

today is based on the Index Numbers published for different 

centres. It is not an independent series based on a Family 

Budget Purvey of the whole country. It, therefore, cannot 

be assumed that it correctly reflects the price changes 

affecting urban working class. The labour Bureau, Simla 

has selected bo centres for compiling new Index Numbers and 

ha£ already co; piled Index Numbers for about 46 centres 

based on Family Surveys. Such Index Numbers can be utilised 

for the purpose of wage fixation. 1he principles followed 

by the Labour hireau, Sir.la in compiling regional indices 

are the same as approved by the International Committee of 

Statisticians a nointed for the purpose.

We are, however, not aware of any case, particularly 

in the Cotton To bile industry in vdiich basic wages ore 

evolved in reiati _n to the prevailing Index Numbers. In 

our experience Consumer Price Index Numbers are utilised 

only as a means to adjust dearness allowance paid to workers 

for compensating rise in the cost of living. Basic occupa- 

-ticnal wages according to our experience are in most cases 

tho.rosplt of ad hoc adjustment in wages paid in the past. 

Sven the minimum wage is fixed in ro.l.atim to the bare 

subsistance needs of the standard family of an unskilled 

labour hi relation to the prevalent wage level of a similar 

family in the particular centre or region. This is true, 

at least of the Cotton Textile Lull Industry with which we 

are wholly concerned.
(119)..........



119

*4. 215. Data presently collected and compiled in respect of work- 
stoppages (strikes and lockouts) mostly consist of ’•
(a) number of work-stoppages, (b) number of workers 
involved, (c) number of man-days lost, (d) total wages 
lost in rupees and (e) total production lost in rupees.
Are they adequate for measuring industrial unrest in the 
country? If not, what other aspects of industrial 
unrest require quantification?

ANSWER,

The data referred to under the question correctly reflect 

the position a.s far as they refer to actual work stoppages 

resulting in idle production machinery. They, however, give no 

indication of what happens in cases where workers adopt other 

methods like o-slow which actually result in loss of production 

without actual stoppage of machines. The results in such cases 

should also be recorded and published*

W. 216. At present statistical data are collected only in respect 
of work-stoppages arising out of industrial disputes.
Is it necessary to collect similar information on work- 
stoppages due to reasons other than industrial disputes?

ANSWER.

One ox-h p.Lo that comes to our mind of the type UP'l, can to 

covered under this head is when workers stop work because of 

sudden death of a worker In the factory during working hours to 

express their feelings. Such stoppage though not the direct

outcome of an industrial dispute, ultimately affects the working
n.-.

of the concern. Theis actually happens in Ahmedabad mills several 

times a year. The Representative Labour Union, though fully 

appreciative of the feelings of the workers, does not look with 

favour on such practices but workers continue to behave like 

that eithor due to sentimentality or as a sign of their protest 

against the employer, as if the employer is in any way directly 

responsible for the death of the worker on mill premises during

, working hours. -Another such occasion is when workers do not 

attend the nil’s when a political leader dies in ike country 

or in the State, At one time it became an epidemic. The 

position Is not so bad today but the habit is not altogether 

lost.
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The occurences of such spaibaneoU3 stoppages unconnoctod 

with industrial disputes should also ba published alcng with 

the results of ether work stoppages*

si. 217. The current emphasis in the collection of labour
statistics is on data which will help in understand- 
-ing the economic aspects of workers’ life. Social 
and sociological aspects have been comparatively 
neglected. What are your suggestions' for filling 
up the gap? For better comprehension of labour 
problems which particular aspect of these statistics 
would you emphasise?

ANSWER.

We have no suggestion to offer on. the subject as we 

had no occasion to study the problem.

Si. 218. Statistical data (employment, unemployment, con sump- 
-ticn expenditure, etc.) are being collected in 
respect of rural populatiai annually by the Naticnal 
Sample Survey, Would it be feasible to make these

n ..data available separately for rural labour for each 
• ■; . state/regi on? What other statistics would be

required for framing an operational programme?

ANSWER.

The Govern ont machinery which carin.es out such surveys 

can alone express views on the feasibility or otherwise <f 

making available separate data for rural .Labour in each 

State and region.

W. 219. Are the present arrangements for research and studies 
in the field of labour adequate to meet the require- 
-merits of policy-making in labour and economic 
matters?

AN SWER.

We on not conversant with- the arrangements that; 

exist today at Government level or in private institutions 

for carrying out research and studies In labour problems 

and hence cannot express any views whether they are adequate 

for the requirement for policy-making in •labour and 

economic matters.
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Si, 220. What are your suggestions for improving the quality of 
labour research?

AN SWE R.

We cannot offer any suggestions on the subject as we have 

so far not fa cod a problem where the quality of labour research 

was found to fall short of the required standard.

Si. 221. What is the present state of labour research undertaken 
by employers’/workers ’ organisations?

... ANSWER.

The Ahmedabad Millowners’ Association itself doos not 

1 carry out research in labour matters, but the Ahmedabad Textile

Industry’s Research Association (ATIRA), a sister body set up

by the Association solely devoted to research has carried out
I

very valuable research in a number of problems affecting labour 

employed In Cotton Textile Hills and we suggest the Commission 

approaches that ins ti tut ion for information on the subject.

A W. 222. How should the trade unions be encouraged to strengthen
their research activities?

AN SWER.

We cannot offer any advise in a matter without knowing th 

, * , details of organisational set up with the Labour Unions for

carrying out research on labour problems.

W. 223. how should labour rsearch be promoted in universities
and research organisations?

> ■ 

an swer.

We are not aware if the Gujarat ihiversity has set up 

a. research laboratory in labour problems. However, as stated 

above, the Ahmedabad Textile Industry’s Research Association 

has investigated many a labour problem and the Commission may 

approach that organisation for their views in the matter.

f
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W.224. Are the present arrangements for associating the
research* personnel outside Government for a deeper 
analysis of data available with Central and State 
Governments adequate? What steps should be taken 
to strengthen this association? Should co-ordina- 
-ticn of research vr:rk done by different agencies 
be achieved?

ANSWER.

We have no knowledge of the subject and hence cannot 

express any opini n re:3rdi,jg the’ adequacy of the existing, 

arrangements. We are, however, of opinion that Government 

should invite co-operation from as many outside research 

agencies as possible for co-ordinating research activities 

carried out by Government Departments.

W..225. What is the extent to which the existing informa- 
-ticn on labour matters is being put to use? Who 
are the main users? Give a critical assessment 
of the utility of the existing information.

Ai'l SWER.

1’hero is a Vargo iass of labour statistics published 

by Government and every one connected with labour problems 

makes use of such data according to its own need. We are 

not in a position to give critical assessment of the 

usefulness of the existing information in a general way 

but whenever we have occasion to utilise such data, we have 

always found th«s use till.

W. 226. Are the existing arrangements for publicising the
research activities of the various agencies adequate? 
What has boon the role of the press in such publicity? 
What improvements, if any, would you suggest?

ANSWER.

We cannot give a reply to this question in absence cf 

information as be the manner in which the different agencies

publishes tlioir 

are more or less

Rosea roll Institu 

publicity in idle

esearch activities. The results of research 

published In the off icial'journals of the 

• ions. Cn some occasions they also receive 

daily . roes in form of popular articles.
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The results of research would be more beneficially usod if they 

are given wider circulation particularly among the employers

■ and employees vitally concerned in the problem of research.

N. 227. How do trade unions/employers' ''rganlsat tons infer the
.public of their activities? To what extent do they 
succeed? (See also 31).

AN SWER.

Trade Unions as well as Employers’ Organisations give 

publicity to their activities through their bulletins and
$

journals. Sometimes articles on specific aspects of the 

j industry’s problem are also published in dally news-papers and
I /

other journals. Hcwevor, the success or failure of such effort 

will depend on the quality of the material published.

L
W. 228. It is often said that while industrial conflict gets 

more than its due share of publicity, industrial 
harmony does not. Do you agree with this vioW? What 
are the reasons for this?

ANSWER.

** ' This is quite true, as "industrial conflicts" has bettor

news-value than harmony which is more or less a negative 

factor. An industrial conflict not only affects tno employers 

and employees concerned but it also affacts the society by 

upsetting the general economy of the centre ox' region or in 

some cases even the countzy.

W. 229. What role has the press played in educating the public
V on labour matters and with what results? Would you

suggest any improvement? If so, how should this be 
brought about?

AN SWER.

Tho general public derives its educaticn on labour 

matters tiirou; h the medium of the daily press. In most cases 

labour matters are dealt with in news papers as topical iters 

and not in form of studies carried out on such problems. In
(

the result, the public gets only superfluous information about 

labour matters and has no chance to go into the heart of the
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problem. The press can effectively help in educating the 

public in labour natters by periodical publication of 

authoritative articles on different labour natters in a 

language easily understandable by the common man.

W. 230. What role has the press played in shaping decisions 
on industrial disputes? has it helped or hindered 
the promotion of just and good industrial relations?

ANSWER.

In most cases the daily press publishes news items 

on labour matt os in an impartial manner, though usually 

their sympathy is with labour. 1'ho element of partisionshin 

creeps in only when the 5ssue affects the policy of the 

paper, thereby creating a bias but on the whole the press 

has foeen instrumental hi creating good and healthy 

employer-employee relations, provided they are properly 

briefed in the matter.

—o— o— o-o-o-

HGAsVT.
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