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INTRODUCTION

The INTUC is an independent Trade Union National Centre. It was born in May 1947.

1.2. When India was on the threshold of attaining her independence, it became necessary to have 
a genuine democratic nationalist trade union centre to protect both the interests of the working class 
and of the young nation. The Textile Labour Association of Ahmedabad took the lead for this move 
through the Hindustan Mazdoor Sevak Sangh. Besides the Ahmedabad Union, there were several trade 
unions in the country not affiliated to any national centre. A number of unions already affiliated with 
the AITUC too were not satisfied with its policies and were thinking independently for the setting up of 
a genuine national trade union centre. Representatives of some 2C0 such unions accounting for 
over 5,75,000 membership met at New Delhi on 3rd May, 1947 under the auspices of the Hindustan Maz­
door Sevak Sangh and formed the Indian National Trade Union Congress known in short as INTUC.

1.3. Objects'.
The objects of the INTUC are :

I. (i) to establish an order of society which is free from hindrance in the way of an all-round
development of its individual members, which fosters the growth of human personality 
in all its aspects, and goes to the utmost limit in progressively eliminating social, political 
or economic exploitation and inequality, the profit motive in the economic activity and 
organisation of society and the anti-social concentration of power in any form ;

(ii) to place industry under national ownership and control in suitable form in order to realise 
the aforesaid objective in the quickest time ;

(iii) to organise society in such a manner as to ensure full employment and the best utilisation 
of its manpower and other resources

(iv) to secure increasing association of the workers in the administration of industry and their 
full participation in its control ;

(v) to promote generally the social, civic and political interests of the working class.

II. (0 to secure an effective and complete organisation of all categories of workers, including
agricultural labour ;

(ii) to guide and coordinate the activities of the affiliated organisations ;
(iii) to assist in the formation of trade unions.
(iv) to promote the organisation of workers of each industry on a nation-wide basis.
(v) to assist in the formation of Regional or Pradesh Branches or Federations.

III. (i) to secure speedy improvement of conditions of work and life and of the status of the 
workers in Industry and Society.

(ii) to obtain for the workers various measures of social security, including adequate provision 
in respect of accidents, maternity, sickness, old age and unemployment.

(iii) to secure a living wage for every worker in normal employment and to bring about a pro­
gressive improvement in the workers’ standard of living.

(iv) to regulate hours and other conditions of work in keeping with the requirements of the 
workers in the matter of health, recreation and cultural development.

(v) to secure suitable legislative enactments for ameliorating the conditions of the workers 
and to ensure the proper enforcement of legislation for the protection and uplift of labour.
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(V. (i) to establish just industrial relations :
(ii) to secure redressal of grievances, without stoppage of work, by means of negotiations 

and conciliation and failing these by arbitration or adjudication ;
(iii) to take recourse to other legtinnte methods, including strikes or any suitable form of 

satyagraha where adjudication is not applied and settlement of disputes within a reason­
able time by arbitration is not available for the redress of grievances ;

(iv) to make necessary arrangments for the efficient conduct and satisfactory and speedy 
conclusion of authorised strikes or satyagraha.

V. (i) to foster the spirit of solidarity, service, brotherhood, cooperation and mutual help 
among the workers ;

(ii) to develop in the workers a sense of responsibility towards industry and the community.
(iii) to raise tie workers’ standard of efficiency and discipline.

1.4. Means :

The distinguishing feature of the INTUC is the constitutional provision regarding the means to 
be adopted for the attainment of its objectives. Clause V(b) of its constitution lays down :

“The means to be adopted for the futherance of the objects mentioned in Clause 3 shall be peaceful 
and consistent with truth.”

1.5. Organisation :

The IN TUG has, according to its latest report, a membership of 20,05,347, distributed over 2,049 
unions. It has branches in all the States as well as inmost of the centrally-administered areas. It has 
sponsored a number of National Industrial Federations to which are affiliated all the affiliates of the 
INTUC from the industry concerned.

1.6 The following are the National Industrial Federations sponsored by the INTUC :

1. Indian National Cement Workers’ Federation, Mazdoor Karyalaya, Congress House, Bombay-4.
2. Indian National Chemical Workers’ Federation. Gandhi Majoor Sevalaya. Bhadra, Ahmedabad.
3. Indian National Defence Workers’ Federation, 25/19, Karachi Khana, Kanpur.
4. Indian National Electricity Workers’ Federation, Chandpole, Near Post Office, Jaipur.
5. Indian National Engineering Workers’ Federation, 177/B, Acharya Jagdish Bose Road, 

Calcutta-14.
6. Indian National Food & Drink Workers’ Federation, C/o. Pradesh Congress Committee, 

Congress Bhavan, Quilon.
7. Indian National Iron & Steel Workers’ Federation, 15, K . Road, Jamshedpur.
8. Indian National Mine Workers’ Federation, 9, Elgin Road, Calcutta-20.
9. Indian National Port & Dock Workers’ Federation, 10, Mohan Chand Road, Calcutta-23

10. Indian National Paper Mills Workers’ Federation, 6/B L.I.G.H., Barkatpura, Hyderabad.
11. National Federation of Petroleum Workers, 27, Military Square Lane, Fort Bobmbay-1.
12. Indian National Plantation Workers’ Federation, INTUC Office, P.O. Jorhat.
13. Indian National Press Workers’ Federation, 10/425, Khalasi Lines, Kanpur.
14. Indian National Sugar Mills Workers’ Federation, 19, Lajpat Rai Marg, Lucknow.
15. Indian National Textile Workers’ Federation, Gandhi Majoor Sevalaya, Bhadra, Ahmedabad.
16. Indian National Transport Workers’ Federation, Gandhi Majoor Sevalaya, Bhadra, Ahmedabad.
17. Indian National Commercial & Salaried Employees’ Federation, Gandhi Majoor Sevalaya, 

Bhadra, Ahmedabad.
18. All India National Life Insurance Employees’ Federation, 27, Military Square, Lane Fort 

Bombay-1.
19. National Federation of Indian Railwaymen, 17, Janpath, New Delhi.
20. All India Bank Employees’ Federation, 26/104, Birhana Road, Kanpur.
21. All India Cantonment Board Employees’ Federation, Qr. No. 3, Water Works, Sadar 

Bazaar, Ambala Cantt.
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1.7. Membership :
The statewise distribution of membership is as follows :

No. of Member-
S. No Name of Pradesh Unions. ship

1. Andhra 165 90,862
2. Assam 33 1,61,884
3. Bengal 203 2,48,974
4. Bihar 120 1,84,398
5. Delhi 65 3,62,246
6. Gujrat 144 1,69,297
7. Haryana 83 24,851
8. Himachal Pradesh 30 3,781
9. Kerala 124 89,422
10. Madhya Pradesh 106 97,176
11. Maharashtra 195 2,24,428
12. Mysore 69 48,335
13. Orissa 17 45,463
14. Punjab 97 28,961
15. Rajasthan 141 35,229
16. Tamiland 194 90,261
17. Uttar Pradesh 251 92,225
18. Goa 5 6,658
19. Chandigarh 6 947
20. Jammu & Kashmir 1 249

Total : 2,049 20,06,347
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The membership of the INTUC, classified according to the Government of India classification of 
Industrial groups as on 31st December 1966 is given below :

S. No. Name of Industry
No. of 
Unions.

Member­
ship.

1. Textile 237 4.36,720
2. Iron & Steel 28 84,743
3. Metal Trades 49 28,876
4. Engineering 207 79 354 

31,’8 385. Electricity Gas, Steam & Power 88
6. Transport 161 4,06,670
7. Plantation 40 2,82,984
8. Mining 55 1,80 426
9. Quarrying 17 13,646

10. Agriculture 47 14,568
11. Sugar 123 69,161
12. Cement 44 24,202
13. Chemicals 101 31,008
14. Building Civil Engineering & Public Works 61 39,020
15. Food & Drinks 82 12,414
16. Tobacoo 37 34,872
17. Leather & Tanneries 37 13,212
18. Paper & Paper Products 23 13,504
19. Printing & Publishing 60 13,098
20. Local Bodies 173 32,633
21. Glass & Potteries 37 10,069
22. Petroleum 11 12.438
23. Salaried Employees & P.W. 190 45,697
24. Personnel Services 42 8,179
25. Banks Bmployees 22 6,733
26. Port, Docks & Maritime 26 63,561
27. Coir 5 2,772
28. Plywood 5 915
29. Pencil Industry — —
30. Rural Workers — —
31. Miscellaneous 41 13.034

2,049 20,06,347Total :



1.9. The comparative membership of the different AU India Organisations as on 31st March 1963, as 
verified and accepted by the Government of India, is shown in the following table :

No. of Unions affiliated.

19631958 1959 1960

INTUC 727 886 860 1219
AITUC 807 814 886 952
H.M.S. 151 185 190 253
UTUC. 182 172 229 241

Total : 1867 2057 2165 2665

MEMBERSHIP

1958 1959 1960 1963

INTUC 9,10,221 10,23,371 10,53,386 12,68.339
AITUC 5,37,567 5,07,654 5,08,962 5,CO,967
H.M.S 1,92,948 2,41,636 2,86,202 3,29,931
UTUC 82,CO1 90,629 1,10,034 1.08,982

Total :— 17,22,737 18,63,290 19,58,584 22,80,219

[Source : ‘India—1966’ p. 383]

It will be seen from the above two tables that the INTUC has always been the largest organisation.

1.10. Management

Every affiliated Union is entitled to elect a delegate for 500 of its membership or part thereof. The 
delegates so elected from each Industrial Group have the right to elect a member on the General Council 
for every 5,000 members or part thereof in excess of 1000 from that Industrial Group. The General Council 
is competent to elect the office-bearers of the organisation, as also members of the Working Committee, 
in all comprising of 35, out of whom the President is competent to nominate 9 members. 1 he Genral 
Council can co-opt upto 10 persons as its members. The office-bearers are elected ordinarily once a 
year at the time of the Annual Conference. But the interval between two such Conferences may exceed 
twelve months under exceptional circumstances. The office-bearers of the INTUC consist of a President, 
five Vice Presidents, a General Secretary and a Treasurer. An Assistant Secretary and two Organising 
Secretaries are nominated by the President in consultation with the General Secretary. The State Branches 
and Industrial Federations too have their own elected set up.

1.11. Conferences and Committees:

INTUC’s nominees are serving on all tripartite bodies such as Indian Labour Conference, Standing 
Labour Committee, Industrial Committees, Central Advisory Council for Industries, besides such tripartite 
bodies as Bonus Commission, Wage Boards, etc. The INTUC’s constructive approach to the various 
labour problems have been mainly responsible for the orderly progress of the working class and the middle 
class in the country.
1.12. Several affiliates of the INTUC have taken up such constructive activities as sponsoring and 
running Workers Co-operative Housing Societies, Co-operative Consumer Stores and Banks, Workers 
Education and cultural activities. The INTUC is publishing an English weekly, the Indian Worker from 
its National Headquarters at Delhi. Its Pradesh Branches and Industrial Federations and many impor­
tant affiliates are also publishing their own periodicals in the regional languages.

1.13. International

Right from 1948 the INTUC became the major organisation of the working class in the country 
and has been representing the Indian working class at the I.L.O. Its delegate has been almost continu­
ously from its inception an elected member of the Governing Body of the I.L.O. The INTUC is also 
one of the founder-members of the international Confederation of Free Trade Unions (ICFTU) with its 
headquartrs at Brussels (Belgium).
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II
GENERAL

The Indian National Trade Union Congress welcomes the appointment of the National Com­
mission on Labour. Although there have been several committees and study panels appointed from 
time to time to consider the different aspects of employer-employee relations, or particular problems 
occurring in specific industries, this is the first time since India attained freedom that a National Com­
mission has been appointed to carry out a comprehensive study of the entire field, in all industries and 
services, including agricultural and other unorganised industries, and make suitable recommendations. 
The recommendations of the Commission may well provide the guidelines for patterning the labour 
policies of our country for perhaps the rest of this century. The INTUC, therefore, attaches great im­
portance to the work of this Commission.
2.2 The previous Commission, known as the Royal Commission on Labour, was appointed in 1929 
during the British regime. It must be said to the credit of that Commission that it did commendable 
work and its recommendations did form the basis for several progressive legislations subsequently. But 
it must be remembered that at the time the Royal Commission on Labour was appointed there was very 
little industrialisation in the country. Also the problems then were neither so many nor so complicated 
as now. Therefore the ground to be covered by the present Commission will indeed be considerable, 
complicated and even delicate.

2.3 Since independence, a large number of statutes governing labour and its welfare has been put on 
the statute book. Industrialisation has been considerable, if not adequate, during the last twenty years. 
Public-sector, which was negligible before independence, has now assumed a significant place in the 
economy of the country and is poised for further expansion. The co-operative sector, which in the past 
was limited mostly to rural credit, has since entered the industrial sphere also. Still our country is only 
among the under-developed countries of the world. We have a considerable distance to cover before we 
could catch up with the other advanced nations. The recommendations of this Commission will be very 
important in that they will have a great impact on the industrial and labour policies of the State in the 
decades ahead.

2.4 The‘terms of reference’ to this Commission are wide enough to cover practically every aspect of 
labour, trade union, employers, industrial relations, social security, etc. The questionnaire issued by 
the Commission has necessarily to be large in order to be comprehensive and almost exhaustive. The 
INTUC is happy to find that the questionnaire starts with “recruitment and induction” and goes on by 
stages upto “retirement benefits.”

2.5 Before answering these questions, however, the INTUC would like to make certain general 
observations, and requests that its answers to the various questions may be understood against the 
background of the general observations.

2.6 The War with Germany and Japan ended in 1945. Although these two countries suffered 
the heaviest damages materially during the War and the crushing humiliation of defeat at the end 
of the War, West Germany has since made marvellous progress in its industrial and economic activities. 
To-day it ranks as one of the world’s industrially mbst advanced nations. The same applies to Japan 
in the East. The economic progress of Japan in the post-war years is indeed spectacular. A third 
country, Israel, which was created after the Second World War, practically out of desert land, has also 
progressed to such a great extent, that it is to-dav offering help to backward nations as to how to improve 
their agriculture ! Only India, which attained independence about the same time and which did not 
suffer the extent of damage during the War, or the humiliation of defeat at the end of the War, as the 
other two countries had, but started on a triumphant note of independence, had not been able to 
register progress comparable anywhere to those countries.

2.7 It is not that the Indian worker is in any way inferior to his compeer in those countries. The 
Indian worker, given ai opportunity a'.d proper conditions, will compare favourably with his compeer 
anywhere in the world. If therefore we have failed to progress as extensively or as rapidly as the other 
countries, the blame cannot be laid on the doors of the working-class. It can only be due to the failure 
of leadership in the different departments of our national activities, including perhaps that of sections of 
trade union movement. It would be worthwhile for the Commission to go into this basic aspect as to why 
and how, the nation has failed to capitalise the initial favourable start it had twenty years back to achieve 
the progress that others were achieving before our very eyes, not so much by way of post-mortem but as 
an experience that could contra-indicate and guide our future policies and programmes.
2.8 Even after twenty years of independence, the volume of unemployment in our country shows no 
sign of decreasing. Out of those employed, there is considerable under-employment for many ; which,
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of late, has increased further. Food for our people continues to be a problem although the Indian eco­
nomy is still essentially agricultural. Not only that, even industrial raw materials based on agriculture - 
continue to be in short supply. Our agricultural productivity is perhaps the lowest in the world. Under­
employment in the rural sector is almost universal.Even in the urban sector there is no full utilisation 
of the installed capacity in many industries. The national debt has been swelling out of all proportion 
and the servicing of these debts is itself becoming a major burden which threatens almost to cripple 
our economy. Our currency has been twice devalued. Our exports are going down even in respect of 
traditional commodities in spite of the advantages held out as a result of devaluation of the rupee.

2.9 Although several of the factors mentioned above are not directly concerning labour, it cannot 
be denied that labour has been largely affected by them. They will therefore be well within the 
scope of the Commission’s enquiry. Unless the basic factors are properly appreciated, the deep-seated 
maladies are properly diagnosed and the required remedies are boldly and promptly applied, the recom­
mendations of the Commission, which will otherwise be merely dealing with the superstructure, will not 
be of much avail. It could not be that if only correct answers to the various questions posed in the 
Commission’s questionnaire are made available, while the other conditions remain the same, a satisfactory 
set of recommendations can be mde to improve the lot of labour, industry and the country. Such an 
approach would ignore the broad and basic pre-requisites. We may, therefore, be pardoned if we invite 
the Commission’s attention at the outset to this fundamental aspect in our general observations.

2.10 It may be argued that multiplicity of trade unions operating in the country is a major cause for 
retarding the economic progress of the nation. It cannot be denied that a united trade union movement, 
conducted on sound lines, will certainly go a long way to improve the pace of the nation’s economic 
progress. But in Japan too there are as many as nine central organisations (although only three or four 
of them are of any significance by size and influence) and still Japan was able to achieve tremendous 
progress and prosperity. Without, however, underestimating the evils arising cut of multiplicity of unions, 
we would suggest that there must be other and important reasons too for our a slow pace of progress and 
it will be well worth the Commission’s efforts to unravel all the factors that operate as stumbling blocks.

2.11 Having focussed this fundamental problem before the Commission and invited it to suggest the 
remedial measures, we feel it our duty also to place before the Commission the results of our own analysis 
in this regard. According to us the reasons for the slow progress of our nation are many and they 
include, among others :

1. Lack of national consciousness.
2. Lack of realisation at the grass roots that independence carries with it not merely rights but 

obligations as well.
3. Lack of realisation at most levels, particularly by the masses, that democracy means discipline, 

duties and responsibilities first.
4. Over-emphasis on rights.
5. Lack of proper attitude and approach to work by sections of labour and its leadership.
6. Emphasis on distribution rather than on production.
7. More talk and less work.
8. Being carried away by hero-worship than a healthy respect for principles.
9. Attempt to dwell in the past glory and allow the present to slip out.

10. Doctrinaire approach in respect of economic policies.
11. Certain amount of negative thinking.
12. Lack of proper appreciation of priorities.
13. Undemocratic and anti-national forces allowed to sabotage the present order by giving them 

free play in the name of democracy.
14. Communalism and parochialism.
15. Inefficiency in administration and widespread corruption.
16. Ignoring Gandhiji’s advice that means also should be pure and resorting to ‘some-how’ methods 

for achievement of individual and collective aims.

2.12 There may be many more to be added to the list. We are by no means suggesting that the above­
list is exhaustive. We have only indicated some of the basic factors that struck us as glaringly responsi­

ble for our country’s poor rate of progress.
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2.13 We would at this stage like to place before the Commission certain statistical data in support of 
the statements made earliear.

2.14 Employment :

The average daily employment in Factories in 1964 was only 45,85,000. The distribution of these 
figures among the several factory Industries and the progress through the years since independence are 
indicated in the table below :

Industry .000 numbers

1951 1956 1961 1964*

Process allied to agriculture 131 152 150 160
Sugar 95 104 124 126
Tea Factories 102 105 103 101
Cashewnut 56 61 82 90
Tobacco 143 181 174 181
Cotton Mills 685 822 826 866
Jute Mills 302 273 220 271
Silk Mills 54 65 74 81
Paper and Paper Products 28 31 42 54
Printing Publishing and Allied Industries 79 89 109 118
Leather and Leather Products 18 21 20 26
Rubber and Rubber Products 24 30 39 57
Chemicals and Chemical products 90 104 146 187
Cement 26 22 25 26
Basic Metal Industries 102 113 178 246
Manufactures of Metal products, machinery and transport 

equipment 408 540 795 1,018
Electricity, gas and steam 32 34 44 48

Total (including others)** 2,914 3,433 3,928 4,585
* Provisional.

** includes estimates for factories not submitting returns.

Employment in Mines was only 6,86,000 in 1964. In Plantations there has been an actual fall in 
the number of workers employed in 1964 as cmpared to 1951 and the figure stood at the lowest in 1964, 
as the following table will show :—

Employment in Mines and Plantations. {Daily average)

1951
(.000 numbers)

1956 1961 1964

Employment in Mines :
352.0 352.4Coal 411.3 430.8

Iron Ore 20.0 37.3 54.5 51.9
Manganese Ore 55.5 110.0 46.9 42.2
Mica 52.2 34.0 29.6 20.1
Others 69.1 94.9 128.6 141.9

Total 549.0 629.6 671.0 686.8

♦Source : Table 2.2—Page 22. ‘India Pocket Book of Economic Information—1966” 
♦♦Table 2.3—Page 23—‘India—Pocket Book of Economic Information—1966,
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Employment in Plantations :

1951

(.000 numbers)

(Daily average} 1956 1961 1964

Tea 1,018 938 823 n.a.
Coffee 175 199 285 n.a.
Rubber 43 63 102

Total 1,236 1,200 11,210 n.a.

Employment in Public sector :

Employment in public-sector at the end of the year 1964 ws 87,89,000. The break-up of this figure 
by Central Government, State Government, Quasi-Government and Local Bodies, as also industry-wise 
is given below :

(.000 numbers)***
At the end of

March March December December
1956 1961 1964 1964

By Branch of the Public-Sector :
Central Gocernment 1,858 2,089 2,527 2,613
State Governments 2,265 3,014 3,506 3,679
Quasi-Governments 368 773 1,178 1,304
Local Bodies 743 1,173 1,578 1,667

Total 5,234 7,049 8,789 9,263

By Industrial classifications :
Agriculture, livestock, forestry and fishing : 14 180* 203 219
Mining and Quarrying 54 129 162 160
Manufacturing 205 369 621 662
Construction 416 602 704 772
Electricity, gas, water and sanitary services 77 224 281 305
Trade and Commerce 43 94 140 152
Transport, storage and communications 1,392 1,724 2,016 2,074
Serivces 3,033 3,727 4,662 4,919

Total 5,334 7,049 8,789 9,263

*The bulk of increase is due to reclassification of certain categories from Services division to this 
head.

**Table 2.3—page 23—“India Pocket Book of Economic Information—1966.
***Table 2.1—page 21—.“India Pocket Book of Economic Information—1966.

Thus the total figure of employment in 1964 was around 1,52,55,000.

TRADE UNION STATISTICS

1950-51 1960-61 1961-62 1963-64*

Number of registered unions 3,766 11,312 11,614 11,868
Number of unions submitting returns 2,002 6,813 7,087 7,181
Membership of unions submitting returns (in .000) 1,757 4,013 3,977 3,920

*Provisional.

Source : India Pocket Book of Economic Information-1966—p. 25.
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2.15 Unionisation :

rt will be found from the foregoing that out of a population of nearly 47 crores in 1964, persons 
employed in factories, mines, plantations and public-sector were only about a crore and a half, i.e., 
roughly 3%.

2.16 As against this 1,52,55,000 employed, only 39,20,000 were found to be members of trade unions 
representing only 25% of unionisation. The number of trade unions accounting for this membership 
was found to be 7,181. The table on page 10 would show the number of trade unions and their membersjp 
in 1950-51 and 1963-64.

2.17 Shift to Urban Areas :

About 82% of the population of India still lives in the villages. In 1951, 82.7% of the 
total population lived in the villages and in 1961 the figure was 82%. During the ten-year period co­
vered by the First and Second Five-year Plans, the shift from rural to urban was not of any great signi­
ficance.

2.18 Percentage Distribution of Workers by Industries'.

The percentage distribution of workers by industrial categories shows that during the first sixty 
years of this century, there has not been any considerable change. While in 1901 about 67.6% of the 
total workers were employed in agriculture, both as cultivators and agricultural labourers, in 1961 the 
the figure was 69.5%. This show that the pressure o.n land has further increased. The percentage 
distribution of workers by industrial categories, including agriculture, from the turn of this century is 
given in the table below :

Percentage distribution of workers by industrial categories.

Industrial categories 1901 1911 1921 1931 1951 196J

Agriculture :
Cultivators 50.6 49.7 54.4 45.0 50.1 52.8
Agricultural Labourers
Mining, Quarrying, Livestock, fo-

17.0 20.6 17.5 24.7 19.7 16.7

restry, fishing, hunting and plan­
tations, orchards and allied activi­
ties 4.3 4.8 4.5 5.1 3.1 2.8

Manufacturing :

Household Industry
Manufacturing other than House-

* * * * * 6.2

hold Industry 11.8 10.0 9.4 9.0 9.0 4.2
Construction 0.8 1.0 0.8 1.2 1.0 1.2
Trade and Commerce 6.0 5.4 5.8 5.5 5.1 4.0
Transport, Storage and communi­

cations : 1.1 1.0 0.8 1.0 1.5 1.6

Other services 8.4 7.5 6.8 8.5 10.5 10.5

Total 100.0 100.0 100.0 100.0 1C0.0 100.0

“Included in ‘mining, quarrying, livestock, foresty, fishing, hunting and plantations, orchards and 
allied activities and manufacturing other than household industry.’

Source : India Pocket Book of Economic Information—p. 18.

11



2.19 Seventy percent of the economically active popultion in the country is engaged in agriculture in 
India. Barring Pakistan, this is the highest percentge. 1 he comparative position is as follows

Countries Proportion of active population engaged 
in agricultural operations.

Year Percent

Australia 1961 11
Canada 1962 11
France 1962 20
Germany—West 1963 12
INDIA 1961 70
Japan 1960 33
Pakistan 1961 75
Poland 1960 48
Switzerland 1960 11
U.K. 1951 5
U.S.A. 1962 7
Yugoslavia 1961 57

2.20 Wages of Organised Industrial Labour

Employment opportunities in organised industries have also not grov/n as expected in these 
twenty years. Wages too have generally lagged behind. Ihe per-capita income at current prices for 
1964-65 was Rs. 421.50 and this will give a standard family of four members, Rs. 1.685 per armi m 
i.e., Rs. 140.50 per month. It will be found that in several organised industries even, a large nvmtr 
of workers is getting below this national average. Thus not only the level of employment in organised 
industries is low and unsatisfactory. This is particularly glaring as this national average is arrived 
at from the national income, 50% of which is accounted for by agriculture, whose productivity is noto­
riously the lowest in our country.

2.21 Yield per Hectare

The comparative average yield in 100 Kgs. per hectare of some of the major crops will also show 
that India’s productivity in agriculture is very poor, being well below the world av-erage. The following 
tables will illustrate this :

1963-64

(100 Kgs. per hectare)

RICE (PADDY)

Country Yield

INDIA 15.4
Japan 52.4
Pakistan 17.2
Indonesia 17.4
Thailand 15.9
Burma 15.6
Brazil 17.7
Spain (Highest) 62.3
World 2oT
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WHEAT

Country
INDIA
Australia
U.S.S.R.
U.S.A.
Canada
France
Turkey
Italy
Netherlands (Highest) 
World-

Yield
7.9

13.4
10.5 (1962-63) 
17.0
17.6
26.6 
12.7 
18.5 
42.0
12.0

COTTON LINT

Country
INDIA
U.S.A.
U.S.S.R.
Brazil
Egypt (U.A.R.)
Mexico
Turkey
Pakistan
Israel (highest)
World

Yield
1.2
5.8 
7.1
1.8 
6.5
5.8
3.9 
2.8

10.9
3.4

GROUNDNUTS (IN SHELL)

Country YZt-Z<Z
INDTA 7 8
China (mainland) 11.7
Senegal 8.0
U.S.A. 16 1
Burma 5.9
Argentina 9.7
Israel (Highest) 32.8
World 9.0

2.22 Percentage of Irrigated Land

One of the reasons for our low productivity in certain aarirnb.. one-sixth of the total arable land in India is irrigated. This again comn'ire °"1rn<Jd,ll®s ,s <>>at hardly 
as will be seen from the table below : *nls W compares poorly with other nations

Country

Ceylon

Year

1963

Area irrig 
cent of to

24.6
Egypt (U.A.R.) 1963 100.0
INDIA 1961 15.2
Japan 1960 55.6
Pakistan 1958 43.4
Thailand 1962 17.1

The figure in the above table for India is, however, for 1961. Since then a number of projects have been 
brought into commission and that should have improved the percentage of irrigated land out of the 
total arable land in the country.
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2.23 Low Consumption of Chemical Fertilizers

Our production and productivity in agriculture could not go up because of the extremely limited 
availability of chemical fertilisers. The following comparative statement showing consumption of 
chemical fertilisers in terms of Kgs., per hectare of agricultural land in the different countries of the 
world will show that India is miserably the lowest.

Country Nitrogen
(N)

Phosphates
p2o5

Potash
K2O

Total 
Kgs. per 
hectare

Belgium 89.7 69.6 139.5 298.8
Denmark 49.4 40.9 58.5 148.8
Egypt (U.A.R.) (1962) 78.8 16.7 0.5 96.0
France 22.7 35.7 28.3 86.7
Germany, West 52.7 53.4 79.5 185.6
INDIA 2.4 0.7 0.3 3.4
Japan 103.4 70.6 83.4 257.4
Netheralnds 126.6 52.8 64.0 243.4
Norway 61.7 46.0 49.1 156.8
China (Taiwan) 132.5 34.9 40.8 208.2
U.K. 29.5 23.2 22.9 75.6
U.S.A. 9.1 6.8 5.8 21.7

2.24 We have attempted to give an idea in the foregoing pages of our poor progress, both in industry 
and agriculture, which in turn is reflected in the poor volume of employment and low level of wages.

2.25 Concentration of Wealth

While the lot of labour and the common man is thus unenviable, certain sections of society have 
profited out of all proportions from the national income. The Mahalanobis Committee was of the view 
that the phenomenon of economic concentration in Indian economy is to a large extent the result of 
unemployment and under-employment with the consequential low productivity per unit of labour, rather 
than mere structural inequalities of a distributional character. The Committee was also of the view that 
concentration of economic power was also brought about by deficiencies in tax compliance or tax eva­
sion or tax avoidance rather than of an insufficiently progressive taxation system. That would again 
take us to responsibilities and discipline to which we have referred earlier in this Chapter. The economic 
power is concentrated in a few hands not only within one particular industry or group of industries such 
as Engineering, Steel, or Chemicals, but it even extends over a number of other industries wholly uncon­
nected with each other. This has tended to create industrial empires. No wonder that the worker 
finds no contents in the oft-repeated slogan of Democratic Socialism held out as the nation’s objective.

2.26 Wage Trends

A paper prepared by Dr. H.B. Shivamaggi of the Division of Planning and Special Studies of the 
Economic Department shows that increase in the rate of real wages was not the same as increase in the 
total income originating from labour. Another aspect of wage trends which deserves to be noted is 
that real wages of most factory workers have been fluctuating from year to year because money wages 
were not linked to the consumer price index. In 1958-59 wages were linked to consumer price index 
in the case of only 41 % of the factory workers. Since then the percentage should have improved. But 
full neutralisation of the rise in the cost of living even to the worker on the minimum wage is rare. Even 
the recommendations of the D.A. Commission recently appointed by the Government of India have not 
recommended such full neutralisation.

2.27 Shri B.N. Datar in his article on “Wage Movements since Independence” has arrived at the 
following conclusions :

*'(a) The share of organised industrial labour in national income has remained more or less cons­
tant, in spite of expanding wage-paid employment and greater share of factory establishment 
in the total output.

(Z>) While average real earnings have gone up to some extent, they have not outstripped product­
ivity ; and

(v) Wages have not been a significant factor in price increases as is often made out.
(Source: ‘Indian Worker’.—15th August, 1961).
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He has also observed in another article—‘Industrial Wage Structures’—that the general wage level in 
India has lagged behind productivity and industrial income. Money earnings of workers in India 
between 1953 and 1958 had gone-up at an annual rate of 2.4% and earnings by 6%. The rate of increase 
in earnings during this period is less than the rate of increase in productivity. The same trend, more or 
less, would apply to the subsequent period also. Even the need-based minimum of the Fair Wage, 
calculated according to the accepted norms, remains a far cry, not to talk of the Fair Wage and 
Living Wage.

2.28 There are loose talks of freezing wages, prices, profits and dividends. It is patent Government 
has failed to hold the price-line. In fact almost every act of Government has resulted in a further increase 
in prices. Government has not shown what new weapon or method it has come by recently to hope 
to be able to freeze prices. In the name of freezing wages and prices, Government will only freeze 
wages, leaving prices still at large ; and that will be nothing short of an open invitation for chaos. Gov­
ernment must therefore concentration in freezing prices.

2.29 The foregoing facts will show that not only there is a general need for increase in the tempo of 
industrialisation in the country but also to increase the level of earnings even at the existing level of pro­
ductivity of workers already engaged in industries. Although we agree there is always room for a fur­
ther improvement in our industrial productivity we would reiterate that there is great scope for even 
doubling our productivity in agriculture.

2.30 Industrial ReJations

Industrial Relations in our country are none too happy. The existing machineries are often time- 
consuming and unsatisfactory. The projection of political interests in the trade union movement has 
generally been responsible for most of the mandays lost. Voluntary arrangements like the Code of 
Discipline in Industry have become one more instrument for quarreling. The institution of Tripartite 
Bodies like the I.L.C. and the S.L.C. are becoming more or less an annual routine. They are not 
effective. Their recomendations are not given the weight due to them generally by government and 
employers.

2.31 We will be dealing with the important subject ‘Industrial Relations’ in detail while answering the 
relevant questions. But we must refer here to a recent development in this sphere in certain parts of 
the country. Of late, ihdustrial relation is becoming more and more a law and order problem. This 
started as particularly so in West Bengal and is now spreading slowly to other States as well. It cannot 
be quite accidental that with the coming into power of the present Government in West Bengal that there 
should have been so many ‘gheraos’. The 1NTUC is of the opinion that ‘gherao’ cannot be a trade 
union weapon. It is not a civilised method either. There are attempts to make people believe that 
there could be legal ‘gheraos’. A ‘gherao’ starts with wrongful confinement and there could, therefore, 
be nothing legal about it, even if it were peaceful. It is stated that ‘gheraos’ have succeeded in 
getting demands met by some employers. If that were true, it is even more dangerous; for, then ‘gheraos’ 
would become the normal or the preferred method of settlement of disputes, which will only lead to 
chaos and anarchy in industry and the country. If, on the other hand, ‘gheraos’ failed, then the tendency 
would be to look for a still more violent weapon, which also in turn will lead to chaos and anarchy. What 
is now needed is to make labour unlearn what has been taught to it by irresponsible leadership. The 
recent incidents, however, show that labour and trade union movement are fast becoming playthings 
in the hands of politicians to be exploited for purposes of pnrty interests, which are always not the national 
interests also.

2.32 It is imperative that if healthy iabour-management relat ions are to be potected and promoted, three 
basic prior conditions must be satisfied ;

1. A responsible trade union movement.
2. Enlightened employers ; and
3. Minimum state intervention.

It should be the Commission’s endeavour to bring about these desirable features effectively operative in 
the field of industrial relations in the country.

2.33 Labour Legislation

A large number of statutes has been enacted since independence touching on wages, industrial 
relations, welfare, social security etc. The principal legislation is the ‘Industrial Disputes Act of 1947’,
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designed to bring about settlement of industrial disputes and promote industrial harmony through 
various machineries. Although this legislation has been amended piecemeal from time to time, there 
is urgent need for a complete overhauling of this important legislation taking advantage of the ex­
perience gained during these twenty years. There are also different State legislations on the subject in 
force where the experience seems to be different, which also has to be taken into account while amending 
the central legislation.

Even common terms such as ‘workmen’ do not have a common definition in the several labour 
laws at present. There are also various other provisions in the different legislations requiring to be 
standardised. Besides there are several loopholes in these laws that have to be plugged up.

The INTUC feels that the Commission should pay special attention and give a close look at the 
different labour laws and recommend amendments necessary to improve the standard of working and 
living conditions of the workers and also to ensure better industrial relations. The Commission may 
also consider introducing a comprehensive Labour Code for the country.

2.34 The view that there is an economic recession in the country now should not in any manner aTect 
the approach by the Commission to its various recommendations which are intended for the future. 
The economic situation in any one or two years should not form the basis of the Commission's recom­
mendations, for such a situation would be of an exceptional nature. In fact, when the Royal Com­
mission on Labour was drafting its recommendations, it too had to face depression of far greater magni­
tude almost world-wide. The Commission then observed :

“We are writing at a time when circumstances, both economic and political, are exceptional.
In the economic sphere. India in common with many other countries is facing a period of stress.
Indian industry is involved in the general depression, and many of the Industries with which we 
are concerned are facing serious difficulties which, we hope, will soon be surmounted. With 
orderly progress in India, here Industry should have a great future. But the present position is 
one of anxiety for industrialists, for many workers and for all concerned in Government. We 
have considered the extent to which we should allow our recommendations to be influenced by 
the events of the last year, and have concluded that it would be wrong for us to give these any 
large influence. India has the right to expect from us, not a series of recommendations framed in 
the light of the existing crisis, but a considered programme for the development of labour policy.”

The present Commission too should not allow itself to be influenced by any temporary depression 
in trade and economy of our country. The Commission’s recommendations should have a forward look 
and provide the basis for shaping the policies of the Government, Industry and Labour for several years 
to come.

2.35 Public Sector

With the acceptance of democratic socialism as the nation’s objective, it has become necessary 
that the public sector should expand. The INTUC is of opinion that the public sector and the 
private sector are not to be taken as two rival sectors, but as mutually complimentary. Althogh 
who owns a plant is not so important as to how the plant is run, the public sector industry has 
become inevitable if the nation is to progress quickly. The TNTUC has been co-operating with the 
public sector to make it a success. However, its experience in the running of the public sector has 
not been quite happy. It is essentially because those who are in charge of the public sector under­
takings have neither the business acumen nor are they wedded to socialist principles for the 
fulfilment of which this sector was set up.

2.36 Unorganised Sector

As has been pointed already, the percentage of unionisation in the organised sector is only 
around 25 percent. In the unorganised sector, naturally there is hardly any trade union movement. 
The main reasons are that the labour is so scattered and illiterate and the employers so weak and 
numerous, and public workers who have a bent for social service to organise them are so few, no 
wonder there has been very little progress in this direction. The progress of the Indian working 
class cannot be measured by the success achieved by the organised workers alone but it has to be 
measured by the progress achieved by the unorganised section of the working class. This section 
has to be brought up not only for its own sake but also to avoid its acting as a drag on the advanced 
sections of the working class. In order to solve this gigantic problem, it will not be adequate to 
leave it to voluntary efforts of individuals and private organisations. The State must effectively 
step in and help the organisation of this vast unorganised sector.
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2.37 White-Collared Labour
The 25 per cent unionisation in the country, small as it is, is largely contributed by the blue 

collared workers. The percentage of unionisation among the white-collared labour is extremely 
poor. This is so throughout the world, and even more so in our country. The white-collared 
labour has much to gain by joining the main stream the trade union movement. When the shift is 
for developing internal leadership for running the movement, white-collared labour can provide the 
desired leadership. One redeeming feature of the white-collared labour is that unlike blue-collared, 
there is no need to convince them every now and then; one convinced they become permenent mem­
bers. Of late, there, is a growing realisation of the need for joining the trade union movement 
among white-collared labour and it can be hoped that in the near future this section of the working 
class will also be adequately organised.
2.38 Collective Bargaining

Collective bargaining is indeed the best method of resolving industrial disputes, but if collec­
tive bargaining is to succeed there should be two preconditions, i.e. (1) a single bargaining agent for 
workers, and (2) enlightened employer on the other. Neither of them is available in abundance in 
our country today. While multiplicity of trade unions is the weakness on the one side, the 
litigation-mindedness of the employers is the weakness on the other side. Then the question still 
remains, if collective bargaining fails, what next ? Normally, when the collective bargaining fails, 
the next step would be either a strike or lock-out. The question is whether the country at its present 
stage can allow the parties to indulge in a free fight to secure or resist the demands of the workers? 
We feel that collective bargaining should be encouraged and at the same time it is necessary to keep 
the wheels of production moving in view of the present state of our economy. Therefore, we 
suggest that that a clause should be introduced in all collective bargaining agreements, whereby if 
the parties fail to reach an agreement on any issue, the dispute should be referred to arbitration, 
consisting of one representative each of the parties and an impartial third man as an umpire. This 
will reduce dislocation in production and create healthy industrial relations. We understand such 
arrangements are found in collective bargaining agreements even in advanced countries swear by 
collective bargaining.
2.39 Outsiders

Trade union movement owes its origin and growth in this country to the dedicated services of 
well-meaning outsiders. Very often it is stated that the outsiders have to be eliminated from the 
trade union movement. We think that this is a short-sighted view. The problem is really not of 
outsiders versus insiders. It is really a problem of good leadership versus bad leadership' A good 
outsider is any day better than a bad insider. Again, what should be attempted to be removed is 
not the outsiders as such, but the outside influence, which may still be possible even if the outsider 
is prevented from holding any office in the union.

It is also necessary to have a clear idea as to who are the outsiders. The simple view that 
any non-employee is an outsider is not completely correct, for any employee who takes an active 
part in the trade union once dismissed from employment becomes an outsider and would, therefere, 
be prevented from taking any active part in the trade union movement. This would mean that the 
employer is given not only the power to dismiss an employee but also to dismiss an officer of the 
union because automatically he becomes an outsider. Further, the insiders cannot do justice to 
run the trade union movement, since the trade union work has become highly technical and comp­
lex and requires whole-time workers. This specialisation will not be possible if the movement is 
to be given part-time services of the insiders. We have no hesitation in admitting that there are also 
undesirable elements in the outside leadership. Therefore, what would be desirable is not to tar all 
outsiders with the same brush, but to screen and permit the good ones and prohibit the not so good 
ones. Here again there should be some objective standards laid down for the quality test. We 
would submit that those who bring in extraneous considerations, whether they are outsiders or 
insiders, should be barred from having any control over the trade union movement. It would also 
be desirable that trade union executives may be barred from holding any political office. Although 
this is not complete solution of the problem, this may mitigate to some extent the evils from the 
not-so-good-outsiders, who are out to exploit the trade unions for their personal or party ends.
2.40 Trade Union Unity

It is often said that one union for one industry would be a desirable end for it would help effec­
tive collective bargaining. In the context of conditions prevailing in our country, it is a far cry to 
expect a single strong, healthy and well-couducted trade union for an industry in a centre. Very 
often political rivalries and disruptive influence of the not-so-good-outsiders are responsible for 
lack of unity among the trade unions. Apart from differences, both of ideology and methods adopt-
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ed for the achievement of trade union aims, the projection of political interests into the trade union 
movement is also responsible for the fragmentation of the movement.

Government's policy both at the Centre and in the States is also responsible for keeping the 
trade union movement divided. Even when the Government is convinced as a result of its rigorous 
verification that a particular organisation enjoys an overwhelming majority of organised workers as its 
members, still that organisation is treated on par with other minor organisations, which have neglible 
membership thus perpetuating the division among labour. Real and abiding trade union unity can be 
achieved only if the labour becomes sufficiently educated so that it could discriminate between the 
spurious and genuine trade unions. It is a long term process, but a beginning has to be made. The 
INTUC, therefore, believes that consciousness for trade union unity should be cultivated amongst 
the rank and file and there should be positive steps taken in this direction. Employers too have 
a responsibility in this regard and their conduct must be such as to encourage responsible trade 
union movement. Government’s role, as pointed out earlier, must be to recognise only the majority 
organisation. Thus, simultaneously a three-pronged effort will have to be made to ensure trade 
unity.
2.41 Before we conclude our general observations, we would like the Commission to direct its en­
quiry and orientate its recommendations towards evolving a progressive and dynamic industrial 
economy along with steadily improving living conditions for the workers in the country. From the 
latter point, we consider it necessary to draw pointed attention to the importance of aspects like 
housing. It is a serious problem and has been almost neglected in the past.

2.42 In this Chapter we have only dealt with some of the important aspects in general. It should not 
be taken that we have no general views on other important issues that may not have been touched 
upon in this Chapter.We will deal with all such subjects while dealing with the related questions in the 
questionnaire. For the sake of compactness we shall at this stage conclude our ‘General Observa­
tions’ and take up answering the questions in the questionnaire.



Section I

1. THE INDIAN NATIONAL TRADE UNION CONGRESS, 17, JANPATH, NEW DELHI. 
We are oupselves a central organisation of workers to which are affiliated unions from various 
industries and services from all over the country.

3. The membership as on 31st December 1966 is 20,06,347 distributed over 2,049 Unions.
The INTUC was formed on 3rd May 1947.

4. Not applicable to us.

1. RECRUITMENT AND INDUCTION

Recruitment

1. (a) How is labour recruited at present in industrial establishments ? Is recruitment effec­
ted through (i) jobbers, (ii) contractors, (iii) advertisements, (iv) introduction by existing emp­
loyees, (v) employment exchanges or (vi) any other method ?

(b) How far are the present recruitment arrangements satisfactory for .afferent types of 
employees and different levels of skill ?
(a) There is no particular system of recruitment in industries. Recruitment through jobbers was an 
old practice and has now practically faded out. Recruitment through contractors also is not a general 
feature. But there is employment of labour through contractors in certain industries even in regular 
employment. In the mining industry a system of recruitment and employment of labour known 
as the Coal-field Recruiting Organisation ICRO), which is akin to slave labour still exists. 
Labour has been agitating for the abolition of such employment and there is aleady a tripartite 
agreement governing contract labour, which is now sought to be put on the Statute Book through 
suitable legislation.

Recruitment by advertisement is generally for skilled, technical, clerical and supervisory per­
sonnel. For unskilled and even semi-skilled workmen, resort to advertisement is not usual. Introduction 
by existing employees is limited, wherever it obtains, mostly to unskilled and semi-skilled workmen.

Recruitment through Employment Exchanges is resorted to mostly in the public sector. The 
private sector generally is reluctant to utilise this agency.

Largely the worker himself coming to know of the possibilities of employment takes the 
initiative and applies for a job which may result in his being recruited if there is need and the worker 
is found suitable.

Recruitment at all levels on recommendation of influential persons regardless of the need to the 
industry in order to satisfy pressures is also not unknown.

(b) Recruitment is generally done by Personnel Officer. Complaints of corruption and favouritism 
even at the time of recruitment are still persisting. A safe method would be that recruitment should be 
by a Selection/Appointment Committee nominated by the management, instead of leaving it to one man. 
Recruitment from outside should invariably be for the lowest category; vacancies in the higher categories 
being filled up as far as possible by promoting the insiders. Recruitment for higher categories from 
outside should be resorted to only when suitable insiders are not available.
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2. In what categories of employment is labour in short supply ? What steps should be taken 
to minimise the effects of such shortages ?

There are occasional short supplies of skilled labour such as fitters, turners, welders, moulders, 
etc., and on the clerical side stenographers. But the shortage is not very acute. Any shortage of skilled 
workmen can be met by the plant itself by giving adequate training on the job to the insiders and promot­
ing them.

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

Ours is an economy of man-power surplus. Lack of mobility, if any, does not seriously affect 
the supply of labour. But where there is disinclination to move to a particular area, it is generally be­
cause of the lack of amenities in that area, the principal one being housing.

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

Industrial labour to-day is not averse to migration to any part of the country, provided it is worth­
while. Labour naturally likes to be employed near about its native village or town. The next prefe­
rence is generally to linguistic boundaries. Clerical, supervisory and other technical persons, however, 
are not averse to migration beyond the linguistic borders even. Even if labour is recruited for plants 
far away from their native village or town, or outside their linguistic areas, the tendency is always to 
seek some employment near about their village, town or within the linguistic area, and therefore reten­
tion becomes a problem in such cases.

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

it is true that the statutory ban on employment of women in the night shift as also on employ­
ment of women underground in mines has adversely affected the recuitment of women labour. 
The statutory provisions for maternity benefit as also for maintenance of creches in establishments 
where women are employed have also discouraged employers from recruiting wcimen workers. 
Women, who are already working, should not be allowed to be thrown out of employment because 
of certain statutory obligations cast on the employer.

There are, besides, certain jobs which are eminently suited for women, such as lady doctors, 
nurses, matrons, creche attendants/creche nurses, ayahs, teachers, social workers, in plantations 
pluckers, and in mines wagon loaders.

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 such labour ?

The term ‘casual labour’ is often misunderstood and results in unfair practice by employers. Al­
though casual labour is defined in the Standing Orders as ’labour employed on work of a casual nature’, 
it is not unusual to find casual labour being employed even in regular employment. Casual labour, 
employed in this manner, is afraid of joining the union, lest they may lose their jobs. The w ork of a 
casual nature should not be of any large size in established industries and normally, therefore, casual 
labour should not present a problem, if the spirit of the Standing Orders is properly followed by the 
employers. Casual labour should not be kept as such for a long time. They should be absorbed in 
the regular category whenever opportunity arises. Where, however, as in the docks large casual labour 
force is a must, the deeasualisation scheme already at work should be continued, with such modifica­
tions as may be felt necessary in the light of experience gained in the working of the scheme. • In the 
mines where casual labour still exists a suitable scheme of deeasualisation should be introduced.

7. In view of the present unemployment situation, what place should be given to the absorption 
of ‘physically handicapped' in recruitment policy? Should there be a statutory provision for reserv­
ing a portion of the vacancies to physically handicapped persons ?

It is a social obligation to provide suitable employment to the physically-handicapped persons. 
There should be special arrangements to protect the interests of this category of persons. Wherever 
possible, a percentage of vacancies may be set apart for them; but there should be no hard and fast rule 
Wherever possible a percentage of vacancies may be set apart for them.
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8. In establishments within your knowledge, is there any discrimination in the matter of recruit­
ment on grounds of caste, community, region, language, etc ? Under what circumstances is such 
discrimination justified ?

Ihere will be nothing in writing in any establishment favouring recruitment of persons belonging 
to particular caste, community, region, language, etc. But in actual practice, preference is given to people, 
who belong to the employers’ or even personnel officers’ community, region or language, although as 
a point of fact, there should be no discrimination of any kind in the matter of recruitment and employ­
ment of workers. But such favoured treatment is on the decrease. Preference on linguistic consideration 
based on the linguistic area where a plant is situated is usual. In principle, therefore, there is still r.eed 
for merit alone to be the consideration for recruitment, regardless of caste, community, region language 
etc. We do not think that discrimination could be justified on these grounds.

Induction

9. Are the existing programmes for ‘on-the-job’ training of workers adequate ? What are the 
directions in which improvement should be sought ?

Tn most establishments there is need for ‘on-the-job-training’ of workers Every establishment 
should be required to evolve a systematic ‘on-the-job-training scheme’ for its workers. It will be desirable 
to have such a scheme with the concurrence of the trade unions concerned.

10. What steps should be 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 em­
ployees in your establishment ? If yes, please give details.

Most establishments do not have any system of granting study leave to employees for availing 
the facilities for improving their skill outside the place of work. It will be desirable if employees are 
encouraged by employers to improve their skill outside the place of work, if the employer himself is un­
able to provide such facilities.

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 ?
(a) Promotion forms one of the major sources of heart-burning among employees. Although the 
usual criterion of seniority is a question of fact, merit falls in the realm of opinion, and is capable of "bein" 
abused and misunderstood. There are several instances when an employee is considered suddenly as 
not satisfying the requirements of merit, just on the eve of his chance to get promoted. There should be 
regular and continuous merit-rating of every employee so that an employee knows where he stands with 
reference to his chances of promotion.

Alternatively any person who has not been recorded in his service-sheet as inefficient should be 
considered to satisfy the requirements of merit. Trade-tests, if conducted in a bonafide manner by an 
officer commanding the confidence of the workmen, will be acceptable. But men with known partialities 
and prejudices conducting a trade test will not be able to satisfy the workmen who may have been dis­
qualified in the trade test as having been justly disqualified. Those who have been given repeatedly acting 
chances on higher positions should not be denied promotions on a permanent basis to that post on the 
ground that he could not qualify in the trade test or he lacks the required merit. The avenue of promo­
tion for every job should be pre-indicated.

(b) Recruitment should normally be at the lowest level, and vacancies in higher positions should be 
filled up by promoting suitable insiders. There cannot be a hard and fast rule as to the level upto which 
such promotion to insiders should be given. It depends upon individual circumstances. But generally 
speaking it should be upto the highest level possible in the circumstances of a given case.

If CONDITIONS OF WORK

Working conditions

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 alia relate to (i) safety and welfare, (ii) hours of work, rest interval 
weekly off, etc., (iii) employment of young persons and women, (Iv) annual leave with wages (vj
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occupational diseases and (vi) overtime payment. What changes are necessary in these provis­
ions ? How should the implementation of these acts be improved ? (See also Q. 19).

(b) What other steps are needed to ensure proper working conditions ?
(a) The provisions of the Factories Act, Plantations Labour Act and Mines Act in themselves are inten­

ded to protect the workmen. But the essence of these legislations lies in their implementation. The im­
plementation machinery is not as effective and adequate as it should be. In order to strenghten the 
implementation machinery, we suggest that trade union representatives should be associated with the in­
spection services ; and they should have the right to launch prosecutions against employers, who violate 
the provisions of these laws without Government having to sanction such prosecutions.

The working-hours should be reduced to eight-hour day and five-day week, and overtime payments 
must be beyond eight hours a day or forty four hours a week for factory, mines and plantation emplo­
yees. The working-hours of employees in the commercial offices should be six hours a day and five day 
week. Overtime being calculated at four hours of work in excess of the said normal working hours.

Employment of young persons below the age of 16 should be prohibited. This is necessary as in 
most States education upto the S.S.L.C. standard is being made available free. Normally a boy or a 
girl can complete the S.S.L.C. studies by the age of 16 ; and in order to encourage them to take advantage 
of free eduation upto this standard, prohibition of young persons who have not completed 16 years of 
age should be enforced by law.

Annual leave with wages should be at the rate of one day for every 15 days of work instead of 
at 20 days as at present. There should be no 240 days in a year qualifying limit; for already the incentive 
to work is built in the proportional leave with pay. The insistancc on 240 days limit lends itself to abuse 
as certain employers mainpulate that some class of workers do not fulfil this requirement.

With regard to occupational diseases the present position is very unsatisfactory in all the as­
pects i.e. prevention, detection, curative, compensation aad rehabilitation. We strongly urge that an 
adequate Industrial Health Service be established, to begin with in selected industries like mining 
and chemicals.

In regard to safety and welfare of the emnlovees there „ganda to make them safety-conscious, and factory-wise safety councils should’he0^ propa'
make the employers provide all the necessary safety devices and the emnlovet^n f i(UP Wltn akVlew to 
regulations. e emPJ°yees to follow all the safety

As regards welfare, there should be a statutory provision for housing of labour. The statutory 
housing provided for already under the Plantations Labour Act has not been properly implemented. 
It should be the responsibility of the employer not merely to house his machines but also to house his 
men, both of whom are jointly responsible for production. Many of the public-sector undertakings 
have already recognised this principle and have spent substantial sum on workers’ housing. The 
record of the private sector in this regard is not at all satisfactory. Mere persuation and provision of 
incentives by way of subsidies and loans to employers have not resulted in their coming forward to embark 
on any large-scale industrial housing. Time has now come when they should be statutorily required to 
provide housing for their employees.

There should be also statutory provision requiring the employers to run subsidised Fair Price 
Shops to their employees to supply the essential articles at subsidised prices. This matter is already 
the subject of tripartite agreements.

Although the ESI Scheme covers the period of sickness of the employees, every establishment 
must be required to maintain a small dispensary to provide simple remedies, so that workmen may not 
have to go 'to the ESI hospital for minor ailments and thus increase absenteeism.

(b) Proper working conditions are an indispensable prerequisite, if productivity of labour has to go 
up. But then what may appear as proper working conditions to the management may not appear to be 
so to the workers. Although it will be difficult to prescribe precisely what are proper working condi­
tions in respect of each establishment engaged on different lines, it will be desirable to indicate some 
general features, leaving the other matters of detail to be discussed and settled between the management 
and the union at the plant level; and if there is a difference of opinion in respect of those details, the matter 
should be referred to be decided by an independnt expert whose decision should be treated as final and 
binding on both the parties. The broad general features indicating proper working conditions should 
include ;
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1. Temperature in the working room.
2. Humidity in the work room.
3. Extent of lighting.
4. Working-hours.
5. The shift system.
6. Rest pauses and intervals.
7. Noise and dust factor etc.
8. Speed of the machines.
9. Maintenance of machinery.

10. Standardised raw material.
11. Standardised finished products.
12. Safety appliances.

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 number of holidays in different regions ?

The National holidays are generally three. They are Independence Day, Republic Day and Gandhi 
Jayanti Day. They are generally paid holidays. As regards festival holidays they generally vary from 
region to region and even in the same region from unit to unit. Festival holidays must necessarily 
vary from region and region but not between unit and unit in the same region. At present the festival 
holidays are from 7 to 21 days per year in the country. It would be difficult to introduce uniformity except 
in the total number of paid festival holidays.

14. What changes are necessary in the existing arrangements for regulating conditions of work 
in employments other than in factories, mines and plantations ?

Employment other than in factories, mines and plantations, generally mean employment in shops 
and commercial establishments. At present conditions of work in these establishments are regulated 
by the Shops and Establishments Act of various State Governments. Here too there is no uniformity 
in the several provisions among the several State legislations. A Central legislation on this subject might 
be helpful in introducing an element of uniformity. Such uniformity will be workable if only it is 
achieved by taking the best in every State legislation and making it an all India legislation.

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?

Employment of child labour is prevalent in small-scale and other unorganised industries, such 
as hotels and beedi-making. We have already suggested that any person who has not completed the 
age of 16 shou.d not be employed in any industry. Even the present minimum age restriction is not 
being observed because of the laxity in the inspection services and certifying authorities. The imple­
mentation machinery therefore should be tightened.

16. How have the existing arrangements regarding regulation of conditions of work of contract 
labour and labour employed by contractors worked ? In what directions are improvements 
necessary ? (See also Q. 209).

At present there is no statute regulating the conditions of work of contract labour. Labour has 
been demanding the abolition of employment of labour through contractors, for in many cases the 
contractor is a bogus person. He may, perhaps, be a senior worker and is only a contractor in name. 
This device is resorted to in order to deny the benefits that accrue to a regular employee of the principal 
employer. As a result of tripartite agreement, Government of India has agreed to legislate, not for 
abolishing contract labour, as for regulating the employment of contract labour. The legislation 
nevertheless seeks to prohibit employment of contract labour in work of a perennial nature connected 
with the regular work of the establishment. Even in the public sector, particularly the Railways are 
employing large number of contract labour. Although the proposed legislation, in our opinion, falls 
short of the requirements, it may in the first instance be enacted and implemented, and strengthened 
further as early as possible. Meanwhile labour employed through contractors must be statutorily made 
eligible for all the benefits which a regular employee under the principal employer is getting, which 
can be achieved by amending the definition of terms ‘employers’ and ‘workmen’ in the ID. Act.

17. What are the statutory benefits/provisions, 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 ?

Trade unions and employers’ organisations can jointly play a useful role provided the necessary 
climate is made available. The provisions or benefits by law referred to in this question obviously relate
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to working conditions. AH the statutory benefits like P.F. and E.S.l. are already governed by tripartite 
bodies at the central and regional levels. There are not many statutory benefits which require at 
bipartite Committee of trade unions and employers to deal with them. The only Committees so required 
are the Works Committees and the Canteen Committees, neither of which is effective. Other statutory 
benefits or provisions like provisions of drinking water, medical facilities, sanitary arrangements etc., 
be better ensured by associating trade union representatives with the Inspection Services. The rest of 
the working conditions can be better dealt with under industrial relations, where bipartite efforts 
of trade unions and employers' organisations, both at the regional, central and unit level, would be 
more purposeful.

Safety and Health

18. Is the existing rate of accidents high in establishments within your knowledge ? What have 
been the main causes of such accidents ?

Generally there has been a trend of increasing accidents. This is more in construction industry 
as well as in the newly started industries without proper organisation. The incidence of accidents was 
generally due to non-provision of safety appliances by managements and negligence or indifference on 
the part of the workmen to follow the safety rules.

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 be organised ?

Every new entrant to an industrial establishment who has to operate on machines under environ­
ments foreign to him should be given instructions on the dangers and hazards in working on the machines 
in his new environments, and they should be trained in the use of safety devices and observance of safety 
rules should be insisted upon. Refresher coureses maybe necessary also for those who are already in 
employment, if the rate of accidents did not show any sign of reduction or whenever new and dangerous 
machines are installed. Safety courses should be sponsored by the union and the management 
jointly.

20. Safety standards in some industries have been evolved by bipartite agreements. How have 
these agreements worked in practice ? How can this bipartite approach be extended to other 
industries ? How should the agreed arrangements be made effective at the plant level ?

Tt is in very rare cases that safety standards have been evolved by bipartite agreements. There 
are complaints that suggestions from unions in respect of safety measures are not heeded to by manage­
ments. Tt will be a good idea to evolve bipartite agreements regarding safety measures also. The 
matter can also be discussed by the Works Committee wherever they can be made to function effectively. 
Agreements reached regarding safety standards should be treated as settlements under the Industrial 
Disputes Act.

21. In view of the anticipated growth of new industries like machine building, chemicals, ferti­
lisers, petro-chemicals, etc., requiring stricter safety standards, what steps should be taken to 
arouse safety consciousness among workers and employers?

There should be Regional Safety Councils for the major industries where accidents and hazards 
are high, such as for Construction, Machine Building, Chemicals and Fertilizers, Petro-Chemicals 
Mining, Docks etc., where industry-wise safety councils could evolve safety standards as models for 
being adopted by the individual units in the industry subject to such improvements as may be necessary 
to suit the peculiarities of the unit based on bipartite agreements.

22. Against the background of expanding industry and advancing 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., be amended ?

Tt appears to us that existing provisions in the Factories Act, Boilers Act, and Mines Act are more 
or less adequate. An amendment making overtime work exceptional will also helpt o reduce accidents. 
The inspection services should be strengthened and deterrent punishments should be given wherever 
employers are found to be negligent or indifferent in discharging faithfully the obligations cast on them 
by the legislation.

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

(a) We do not see that there could be any special difficulty in procuring safety equipment. If the 
difficulties are there, they cannot be an excuse for not providing the equipment. The difficulties must be 
surmounted.

(b) The safety equipment supplied to the workers such as masks should be given free to each worker 
for his own use. Workers generally have a tendency to dislike the use of the masks worn by others. The 
standard devices to be used by workmen should be such that they should not encumber their movements 
or inconvenience them otherwise. Often some old and useless equipments are kept in the store to show 
to the Inspecting officials that the workers do not like using the safety equipment. If they are clean, 
good, simple, one for each worker, then workers will not be reluctant to use them.

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 ?

The basic principles behind the Industrial Health Services must be of a preventive nature. They 
should aim at providing hygienic working conditions, restrooms, lavatory and bath rooms, lockers and 
clean canteen services. They should also be required to ensure that adequate lighting, ventilation and 
proper atmospheric temperature are ensured, ihey should also identify the occupaional diseases and 
prescribe the necessary preventive steps.

25. As a corollary to replies to the above, do the provisions for workmen’s compensation 
require to be amended ? If so, in what manner ?

The protection offered by the Workmen’s Compensation Act is gradually being taken over by the 
E.S.I. Scheme. However the Workmen’s Compensation Act, wheie it applies should be amended to 
make compensation substantial, so that it will have a deterrent effect on the employer. The employer 
should also be legally required to employ persons who are victims of accidents, but who can still work on 
some lighter jobs.

III. TRADE UNIONS AND EMPLOYERS’ ORGANISATIONS

Federations of Employers'1 and Workers' Organisations

26. What are the factors which have influenced the development and organisational pattern of 
trade unions/employers’ organisations since Independence ?

The development and organisational pattern of trade union organisations in our country has been 
mainly influenced by party politics. Almost every political party has its own trade union central organi­
sation. To some extent, it will be true to say it is more for the requirements of political parties than the 
actual requirements of the workers themselves that is patterning the development of trade union organi­
sations. There are very few employers’ organisations registered as trade unions.

27. What has been the effect of legislative provisions on the growth of trade unions/employers’ 
organisations ? (See also Q. 58).

The existing provision in the Indian Trade Unions Act that any seven persons can form a trade 
union has resulted in multiplicity of trade union centres in the country and unit organisations at the 
plant level, ft is worth considering whether a union should be required to show a minimum percentage 
of membership of the total employed in an establishment or in an industry in centre before the union 
could be registered under the Act. Also provision should be made that election disputes in any registered 
trade union should be decided by Labour Courts or Industrial Tribunals.

28. Do you think that the modus operandi of trade unions/employers’ organisations have chang­
ed during the last decade ? If so, what are characteristics of this change ?

A section of the trade union movement has developed a tendency to function outside the law and 
incite the workers to resort to strikes on matters unconnected with the terms of employment or non­
employment. Some of them are even turning out violent as evidenced by the recent spate of ‘gheraos’ 
in West Bengal. The employers’ organisations have not still developed any healthy respect for the 
trade unions of employees. They are considered more as a nuisance than as a helpful force. The ten­
dency is to resort to writs and appeals and keep disputes pending unduly long.
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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.

Relationship between trade unions and employers' organisations depends upon the character 
and past record of the union, and the attitude of the employer enlightened or otherwise. The relation­
ship also fluctuates, depending on the fortunes of the industrial dispute that may he under process at any 
given time.

Generally speaking, the hostility towards trade unions on the part of employers’ and their organisa­
tions has been considerably reduced during the last decade in established industies ; and most emplo­
yers have realised that trade unions have come to stay. Even so the relationship between trade unions 
and employers’ organisations have not improved to the extent required. Except where, as in the Bombay 
and Ahmcdabad textile industry, there is a single bargaining agent recognised by Statute, the relation­
ship elsewhere is not quite happy. There are increasing number of complaints about employers and 
thefr organisations refusing to recognise genuine trade unions and negotiate with them. The reference of 
disputes to adjudication has made them both as plaintiffs and respondents, or as complainant and 
opponent. The direction of the change is towards becoming almost perpetual litigants before Tribu­
nals, High Courts and Supreme Courts.

30. The traditional role of trade unions/employers’ organisations has been to secure protection 
to advance the interests of their members. In view of the national objectives of establishing a 
socialist society and achieving planned economic development : (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 have an independent role to play ? (d) In what others should they function 
in cooperation (i) between themselves and (ii) jointly with Government ? (See also Q. 75).

The traditional role of trade unions has been to protect and promote the interests of their members, 
and this is generally confined to wages, bonus, working conditions and standard of living. However it 
is necessary for trade unions to embark on an extended service to their membership so as to cater to the 
many-sided requirements of the worker as a responsible citizen in a civilised society. It should not 
be that the union could be accive only when there is a dispute, and membership in a trade union is limit­
ed to the purpose of raising disputes and waging struggles. Trade unions must plan for sustaining the 
interests of their membership during mormal times too, by organising intellectual, social, cultural and 
recreational activities, apart from organisation of Consumer Co-operatives, Co-operative Credit and Co­
operative Housing Societies. The traditional agitational role of trade unions should gradually be transfor­
med into one of understanding participation in the affairs of the industry including its management as 
co-partners in industry. They should become eligible for co-determination of the affairs of the industry. 
The employers’ organisations, for their part, should give up their traditional concept of labour as a sort 
of wage earner. They must get reconciled to accepting labour as a partner in their enterprise and treat 
it with dignity and respect. They must learn to share with labour and its organisations all information 
about the Industry, so that there could be intelligent participation by labour in the management of in­
dustries. Employers’ organisations too must be registered as trade unions so that any agreement with 
an employers’ organisation will automatically be binding on all the member units, without their having 
to authorise the association or its representatives specially every time they have to negotiate and sign 
some settlement. The attitude of employers’ organisations and trade unions should change towards 
inceasing acceptance of the principle of arbitration and practising the same for resolving all industrial 
disputes. Both should co-operate in settling disputes fairly, finally and promptly. There should be 
minimum intervention of Government.

31. How have trade unions/employers’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 Q. 124 & 227).

Responsible trade unions have greatly helped in the evolution of a better society not merely by 
improving the wages and service conditions of the workmen, but also by inclucating in their minds a 
sense of discipline and efficiency, as also respect for constitutional methods. But for this, there would 
have been chaos and anarchy. Responsible employers’ organisations too have co-operated without 
which atleast part of the improvements enjoyed by labour in their living standards would not have been 
possible. But the section of such responsible and enlightened employers is very small and their number 
will have to increase rapidly.

Trade unions generally represent their views to government by letters, followed by personal inter­
views with the authorities concerned, as well as through the press. But some State Governments are either 
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not prompt or are indifTerent in replying letters addressed by trade unions or even their central organisa- 
sations and where replies are received they are generally unhelpful. There must be an effective two- 
way channel of communication not only between employers and labour, but also between labour and 
Government and employers and government ; and in this direction the channel of communication 
requires to be activised.

32. How can trade unions/employers’ organisations contribute towards maintaining a high level 
of employment? Or is this solely the concern of Government ?

Maintenance of a high level of employment should primarily be the duty of Government and 
result of plans and policies. Trade unions and employers’ organisations can co-operate to maintain 
the existing level of employment in any particular establishment, only if there are no schemes of rationa­
lisation arbitrarily introduced.

33. Bipartite consultations being one of the effective means of reducing the areas of conflict 
between employers and their employees, what steps should trade unions/employers’ organisations 
take for promoting such consultations ?

Bipartite consultation is no doubt one of the effective means to minimise conflict. But such 
bipartite discussions must be backed by mutual ccnf.dence and mutual respect. Bipartite con­
sultations become difficult when there is more than one union at the plant level, or several national 
centres at the national level. However, even now bipartite consultations do take place between manage­
ment and recognised union at the plant level, and informal consultations with the employers’ associa­
tions at the State and the Central levels. While there has been seme degree of achievement at the plant 
level, the bipartite discussions at the regional and central level have not produced any substantial results 
in most industries and centres. Tripartite discussions at the regional and central level will succeed if only 
there is one recognised central organisation for the working class in the country. Towards this end 
there should be a simultaneous tripartite effort. To begin with Government may lay down that central 
organisations of labour which commends less than 10% membership of the total labour force in the 
organised industries in the country will not be recognised by Government. This would create internal 
compulsions within the movement, and the minor national centres will choose one or the other of the 
major organisations and merge with them.

So far as the employers' organisations are concerned they will have to encourage in the beginning 
informal bipartite discussions with such unions or national centres as may believe in mutual co-opera­
tion.

34. What are the existing arrangements for communication between the central organisations 
of employers and workers and their constituents ? How should these arrangements be im­
proved ?

The existing arrangement for communication between central organisation of workers and their 
constituents are elaborate. The State Branches of the rNTUC keep almost direct, intimate and conti­
nuous contact with the affiliates on the one hand, and the national centre on the other. There are also 
fndustrial Federations sponsored by the TNT UC to which are affiliated unions from the particular indus­
trial group. These too have their own State Branches and they deal with problems relating to the work­
men in the particular industry in the country, as well as the States. The Industrial Federations too keep 
continuous and close contact with the national centre.

The National centre for its part keeps the State Branches and Industrial Federations, and, where 
necessary, the individual affiliates directly informed of important developments and policy decsions 
by circulars. Officers of the Central Organisations also tour the different States and establish direct 
personal contacts with the affiliates. There is always room for improvement of the channel of communi­
cation in order to make the contacts more frequent and fruitful, but the main difficulty in the way is 
finance both for the affiliates and the national centre.

35. Are there occasions when central organisations of employers and workers refuse to affiliate 
employing units/unions at the plant level ? If so, on what grounds ?

There have been occasions when the INTUC has refused to affiliate certain unions at the plant 
level, and the main reasons are :

1. the union, being not registered under the Trade Unions Act ;
2. the union being a rival to a union already affiliated from the plant ;
3. the union being craft-wise, instead of being unit wise and industry-wise ;
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4. the union being a plant level union, while an industrial union for the industry in the area is 
already affiliated ;

5. if it is felt the union will not really subscribe to the objectives, means and methods of the INTUC.

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

The obligations undertaken by the rNTUC at the national level are accepted and implemented 
by its State Branches and affiliates at the plant level. Cases of non-compliance are very rare. But 
the rNTUC will not hesitate to disaffiliate a union, if it will not honour the obligations cast on it by the 
central organisation.

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

The difficulties envisaged in this question are mostly experienced by the employers, where tripartite 
agreement at the national level accepting arbitration for resolving industrial disputes is not implemented 
by its constituents. Allegation of violation of Code of Discipline in Industry is another issue on which 
there may be difficulties between central organisations and the affiliates. But even in this respect there 
are not many cases of this kind in the fN I UC.

38. What should be the responsibility of all-India organisations of employers and workers 
towards (i) promoting the interest of their constituents in all matters affecting industrial relations, 
(ii) implementation of laws, voluntary agreements, etc., (iii) 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 also Q. 166) How should they be equipped for 
discharging these responsilibities?

The responsibility of all-Tndia organisations of employers’ and workers should be towards :—

1. preventing industrial disputes by timelv advice and mediation, wherever necessary and pos­
sible ;

2. lifting dispute to a higher level of discussion where an objective approach by both would be 
possible ;

3. promoting the interests of their constituents in all matters affecting industrial relations ;
4. promoting ‘arbitration-consciousness’ among the parties so that they may get their disputes 

settled fairly, finally and promptly through that machinery ;
5. helping the constituents with legal asistance in Tribunals and Courts ;
6. intervening and assisting in implementation of awards, agreements etc., making representa­

tions to Government where Governmental assistancein resolving disputes is desirable ;
7. creating public opinion on the real issue involved, in case the unresolved dispute results in a 

strike or lock-out.

In regard to training of management personnel, should be the sole responsibility of employers’ 
organisations. However, responsible labour leaders may be invited to address them to stimulate correct 
line of thinking and to understand the other side of the picture. The correct approach on both sides 
should be to respect duty-based rights. The central organisations of labour and employers should, 
therefore, impress upon their respective constituents becoming duty-conscious.

Trade Unions, Constitution and Finance

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

Wherever there are a number of units in the same industry in the same centre, the attempt is gene­
rally to form an industrial union for the centre. But there are unions also organised plant-wise. Thus 
both these methods are found in common. For instance, in the textile industry, if there are a number of 
units in the same centre, a single union is formed for all the units in that centre. But in engineering 
industry, we find that there are several plant-wise union. Wherever there is an industrial union, the 
-constitution of the union provides for the setting up and functioning of branches, and in such unions the
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General Body will not be of the primary members. The primary members elect a respresentative (prati- 
nidhi) for every 100 or 200 of primary membership, and it is those elected representatives, who form the 
General Body. In plant-wise unions, however, the primary membership is normally the General Body. 
The objectives in the model Constitution for trade unions prescribed by the Registrar of Trade Unions 
are generally adopted by unions at the time of registration, and suitable additions are made in course of 
time. Most of the major unions affiliated to the INTUC have adopted the same objectives as of the 
INTUC. The objectives of the TNTUC have been detailed in the Tntroduction Chapter’.

40. How are the officers who man the trade unions appointed ? How many of them are paid ?
The officers of all unions such as President, Vice-President, Secretary, Treasurer, etc., are generally 

elected by the General Body. Except for one or two office-bearers the rest of them are from the workes 
themselves and are honorary part-timers. In small unions, no officers will be paid by the union. They 
may be all part-time honorary workers. Tt is only in major unions, where the finances permit, there will 
be atleast one full-time paid officer, who is invariably the Secretary of the union. Where, however, 
funds permit, a number of full-time workers are appointed by the Secretary and/or the President, or the 
Executive Committee. Such paid full-timers are only employers of the union. Their number varies 
depending upon the capacity and needs of the unions.

41. How does a trade union get new members? Are all membership applications accepted ? 
If not, by what criteria are applicants accepted or rejected ? In what ways do unions compete for 
membership ?

Every Union has a membership admission form which is generally given free. But there are also 
cases where a nominal charge is made for the form to cover the cost of printing. Whenever 
the worker wants to join a union, he fills up the form and pays nominal entrance fee, and first month’s 
subscription along with it. Normally all membership applications are accepted, except where the person 
is known to possess views totally opposed to the union, or is suspected of seeking membership to sabotage 
the union's activities. Wherever there are rival unions, the unions compete for membership of workers 
through public appeals, gate meetings, and through individual workers who are already members.

42. What steps do trade unions take to encourage members to interest themselves in the con­
duct of unions’ affairs ? How effective are such steps ?

Our unions naturally want the members to take active interest in the conduct of the union affairs. 
They insist that the relationship between the members and the union should not be limited to mere pay­
ment of subscription, but should also be one of active participation in the union management. The 
Executive Committee is generally compact and therefore the unions generally hold active workers’ 
meetings to discuss problems and get broad-based guidance from the workers. These active workers’ 
meetings, unlike gate meetings, provide a two-way channel of communication. After the union office­
bearer explains the problem, the active workers are encouraged to ask questions and thus the membership 
is helped to take active interest in participating in the working of the union.

43. How are the activities of a trade union conducted ? How is the policy decided ? Who is res­
ponsible for implementing the policy once it is decided ? To what extent does the rank and and 
file influence the formulation of the policy ?

The policy of a union is normally decided by the General Body of its members, and the Executive 
Committee executes those policies. Generally such policies are in conformity with the policies of the 
national centre, with which it is affiliated. The day-to-day conduct of the trade union is generally left in 
the hands of the Secretary, who is an elected office-bearer.

44. What in your opinion is the extent of prevalence of the system of ‘closed shop’ or ‘union 
shop’ ? State its merits and demerits in Indian condtiions.

To our knowledge there is no system of ‘closed shop’* or ‘union shop’f prevalent on any scale in 
our country. In Indian conditions, ‘closed shop’ or ‘union shop’ might be uconstitutional in that if a wor­
ker does not want to be a member of a particular union or any union, he cannot be compelled to be a 
member against his will. He has a right and freedom to join any union of his choice or refuse to be a 
member of any union. Such a right to form or join an association gives him also a right not to join 
any association. Therefore the ‘union shop’ and‘ closed shop’ might come in conflict with the Constitu­
tion of our country. Apart from the constitutional difficulties, ‘union shop’ or ‘closed shop’might also 
lead to the opening up a second source of exploitation. Trade union movement is a voluntary move-

* ‘Closed shop’ is an establishment where only members of a union in good standing are hired or retained as em­
ployees.

-(•‘Union shop’ is an establishment in which the employer has agreed to keep only union men on pray-oll and in which 
non-union men may be hired on a stipulation that they join the union within a specified time.
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ment and there should be no compulsion about joining it. The fNTUC would howeverd wish that 
every worker must be a member of a union.

45. Do trade unions have enough income to fulfil their role in promoting members’ interests ? 
If not what steps should unions take for augmenting their resources ? Is any statutory provision 
needed for enlarging trade union finances ?
46. What reasons, if any, are there against increasing members' subscription so as to provide 
an adequate income for trade unions ?
41. Is the introduction 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 ?

Most trade unions do not have sufficient income to fulfil effectively their role in pro­
moting members’ interests. The rates of subscription in many unions are still as low as 25P a 
month, and even that is collected once a year at the time of bonus payment. This shows that trade union 
consciousness among the working class is not adequate. 1 he payment to the union at the time of bonus 
payment, is more like ‘bakshis’ than as a regular subscription to the union, based on the conviction 
that a union provides the best guarantee to the security of employment and for protecting and promoting 
the interests of the workers.

The Trade Unions Act should be amended so as to revise the rate of subscription to a minimum 
of 50P or even one rupee per month per member and the trade union subscription and dues may be 
recognised as one of the permissible items of deduction from the workers’ wages under the Payment of 
Wages Act. The reason for low-rates of subscription is that the rival unions are charging very low 
rates sometimes even nothing. A statutory provision for a higher minimum subscription would enable 
unions to get over this difficulty.

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 ?

There is very little of a systematic programme for trade unions to help members or their dependents 
in their personal difficulties, such as unemployment, sickness and personal injuries. The first reason is 
poor-finances of the unions, and the other reason is that most of the union’s time is taken up by one 
litigation after another, or by one struggle after another, and they have hardly any time to think about 
such constructive activities. This, however, is not to be taken that there is no union in the country which 
is the helping dependents of employees and members, who become victims of personal injuries, sickness, 
unemployment etc. There are some unions who extend these services, such as the Textile Labour Associ­
ation, Ahmedabad, the Rashtriya Mill Mazdoor Sangh, Bombay, etc., but their number is very small. 

Trade Unions—Leadership and Multiplicity.

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

Most of the trade unions in Tndia have their roots in political parties, and with the emergence of 
increasing number of political parties, there are also increasing number of rival trade union organisa­
tions. Almost every political party of any consequence is having its own trade union wing, and if a 
political party splits, then it is also reflected by a split in the trade unions they control. It will be emi­
nently desirable to lift trade unions from the hold of party politics.

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.
51. How should internal leadership in a union be built up and strengthened ?

fn the current context of conditions of poor literacy, labour indifference to trade union move­
ment, and lack of appreciation of the proper use of trade union movement, outsiders have to provide 
leadership for the movement. But among these outsiders, there are two categories :

1. those whose first and last love is labour ; and

2. those who utilise labour for either their personal or political party ends, that is, those who 
bring extraneous considerations in their work in the labour movement.

*Check of'is the practice in which employer deducts union dues from pay and hands over these deductions to the 
union.
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But such of the outsiders who have dedicated their lives inthecause of labour have, in fact, identi­
fied themselves more than insiders with the industry and its labour.

One reason for outside leadership is the attitude of some employers. These employers do 
not like to sit across the table with their employees on an equal footing. They feel that it is below their 
dignity to ask their own employees to sit with them across the table as equals. But if an outsider 
represents the workers, they have no such difficulty. Then there is also the fear of victimisation. 
Further trade union work has now become highly technical and complex. It requires full-time ex­
perts to manage the unions. That cannot be supplied by a worker still working in the plant, who 
can only give part-time attention.

The trade union movement in India owes its growth to outsiders. Some of the weaknesses of the 
trade union movement in India are also due to outsiders. So the question should not be outsiders 
versus insiders, but good leadership versus bad leadership. Even so, the ultimate aim of the movement 
should be to develop the workers’ capacity so that they may be able to take charge of the movement 
themselves. The process has already started, and the numbr of outsiders in most unions is limited to 
one or two only, although the Act permits a larger number.

The internal leadership can be developed, provided the outside leadership not only permits it, but 
actively encourages it, and the employer, for his part, also treats his own employees with respect.

52. Does the existing legislation encourage multiplicity of trade unions ? If so, what are the 
remedial measures ?

The existing legislations—both the Trade Unions Act and the Industrial Disputes Act—do not 
discourage multiplicity of trade unions. The Bombay Industrial Relations Act and other State legis­
lations patterned after it, discourge multiplicity of trade unions. A similar legislation for the whole 
country may be useful.

It is often said that one union for one industry would be an ideal state of affairs. But the aim 
should really be not one union for one industry, but one good union for one industry. Of course 
the contents of the term ‘good’ should be capable of objecive assessment. We suggest that a good union 
should satisfy the following requirements :

1. Tt should believe in and practice peaceful and constitutional methods.
2. Tt should be a genuine voluntary organisation.
3. It should believe in and practice genuine democracy.
4. It should eschew violence, coercive and intimidatory tactics.
5. It must accept arbitration for settlement of disputes.
6. Strike must be accepted as the last weapon and should not be resorted to before exhausting 

other methods of settlement of disputes.
7. It should harmonise the sectional interests of labour with the larger interests of the community.
8. It should aim at developing the human personality of worker and cater to his many-sided 

requirements and develop him into a full MAN.

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-union relations and avoiding inter­
union rivalries ? How could the Code be made more effective ?

The Inter-union Code of Conduct has not at all been effective in regulating inter-union relations, 
or avoiding inter-union rivalries. Tn fact, the Code assumes that there would be multiplicity of trade 
unions and rival national centres for all times. The Code has been evolved obviously in desperation, 
i.e., giving up the hope for ever of a united trade union movement and trying to adjust their mutual re­
lations, where it has failed.

Trade Union Recognition :

54. What are the advantages and disadvantages of a union registration ? Are there any 
aspects tn which the powers of the Registrar of Trade Unions could be altered or enlarged with 
advantage ?
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 ?
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56. Has the Code of Discipline in Industry (Appendix III) contributed towards securing recog­
nition for trade unions ?
57. Do the existing provisions under the Code of Discipline in regard to recognition of unions 
provide a satisfactory arrangement in this regard ? Specifically, are the provisions regarding (/) 
the procedure for verification, (//) the procedure for grant and withdrawal of recognition, (///) the 
period of recognition and (/V) the rights of the recognised unions (Appendix IV) satisfactory ? If 
not, what improvements would you suggest in them ? (See also Q. 111)

The registration of a trade union under the Indian Trade Unions Act permits collective 
action by workers, which would otherwise be treated as conspiracy. It provides continuity and a 
legal right to hold property and administer it in the interests of the workers.

The Registrar of Trade Unions at present has no powers to say whether the Annual returns sub­
mitted are correct. He seems to be only a filing authority. It may be desirable to provide for the 
Registrar of Trade Unions satisfying himself that the annual returns have been correctly furnished.

Disputes regarding election of office-bearers of trade unions have become frequent since recently, 
and the Trade Unions Act should be amended to provide that all such disputes shall be either submitted 
for arbitration to the Central Body to which the union is affiliated, or to the decision of a Labour Court 
having jurisdiction in that area.

Employers generally are not very enthusiastic about recognising trade unions. It fact, one of fhe 
major complaints against the Code of Discipline is that employers are evading their obligtaions to recog­
nise a representative union under the Code of Discipline. 7 here are cases where the employers and their 
organisations recognise all the unions that have been registered even though this is against the Code, or 
they recognise none. The public-sector too is no exception. They are also unwilling to grant recogni­
tion to a representative union ; and even after recognising one, they are not extending to it the usual 
rights ; and recognition is only nominal.

Recognition is provided for under the Code of Discipline. But in the Central law regarding 
industrial disputes, there is no provision in it for recognition of any trade union. Thus over the terms 
of an agreement with a recognised union, an unrecognised union can raise an industrial dispute, and 
even force the Government to refer it to adjudication or bring about a strike. The conflicting provision 
of the Code and the law is one of the factors which makes recognition pointless. Lack of recognition 
in spirit is another factor.

The present procedure for verification of membership claims for purposes of recognition is evolved 
out of agreement between the parties. There is a move to substitute membership by secret ballot to ascer­
tain which of the contesting unions has a majority following. The INTUC is convinced that verified 
membership is the only basis for ascertaining the true strength of a trade union. Voting by secret ballot 
may not give the real strength of a trade union. Any contesting union may whip up an agitation on the 
eve of the elections and sway the electorate for a moment. The subscription paid by a member month 
after month is the best and solid vote ; and a continuous payment of subscription over a year is the sus­
tained vote to that organisation. Further if the representative union is to be decided by ballot, it vdll 
lead to endless trouble. There may be an allegation that membership verification has not properly 
been done by the defeated unions. But that cannot make the membership basis defective. For that 
matter even election by secret ballot may be questioned by the defeated union as not having been fair. 
These allegations by the defeated party will always be there and that therefore should not be the 
reason to give up the membership basis. As to who would be the electorate will also create com­
plications.

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

We would like the provisions similar to the Bombay Industrial Relations Act, 1946, to be extend­
ed for the whole country in stages, whether by industries or by local areas.

59. What are the advantages of industrywise unions ? What will be the difficulties in their re­
cognition ? How should the subjects to be dealt with by unions at the plant level and by the 
industry union be demarcated ? (See also Q. 86)

Industry-wise unions have many advantages. They will help to standardise conditions of work, 
wages, D.A. and other amenities. Such standardisation will help to reduce industrial disputes at the 
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plant level. It will also help the industry by eliminating chances of unfair competition by any unfair 
gains in labour cost between one unit and another. Industrial unions will normally be larger unions 
with greater financial strength, and will therefore be able to provide many advantages to the workmen, 
which small plant-wise unions with meagre funds will never be able to do. But in the matter of recog­
nition of an industry-wise union, there may be difficulties in certain units where the industrial union 
may not have an absolute majority. Even so it should be laid down that an industrial union which 
has a majority in the industry in the region alone should be entitled to negotiate regarding terms of em­
ployment, all the units.

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

The advantages of having one union as the sole bargaining agent in an industrial unit mainly 
consist of:

1. prevention of disputes by keeping the channel of communication open and effective ;
2. speedy settlement of disputes by negotiations or arbitration ; and
3. maintaining cordial relations and peace in the unit which will help the employer plan ahead 

his production and improve productivity.

The disadvantage in having one such union in the context of the existence of multiplicity of unions 
will be that all the other unions will join together to overthrow the recognised union, and out of sheer 
inter-union rivalry, will create problems where none existed, and may even bring the industry to a stand­
still.

61. For determining the representative character of a trade union for purposes of grant of re­
cognition, 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 Q. 86)

We do not favour election by secret ballot for the grant of recognition for reasons already stated 
(see our answer to question No. 57).

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

The question assumes that a union is elected as a bargaining agent. As stated earlier, we are 
against election of a bargaining agent. The bargaining agent should be chosen on the membership 
basis. A bargaining agent so chosen, i.e., on the basis of membership, should have the right to deal 
with all matters affecting the employees in the plant in general. The other unions in the establishment 
should have no right whatsoever. It will be a contradiction in terms to talk of rights of unrecognised 
unions.

63. Considering that category-wise unions, particularly of technicians, are assuming greater im­
portance how should their rights and obligations be defined in relation to (a) the employer and (Z?) 
unions of other categories of employees ?

Category-wise unions are normally to be discouraged. Even so certain unions like the unions 
of technicians cannot be avoided, ft is also necessary to organise technicians properly. Their 
position would be unique and difficult as they occupy a middle position with the employer on the one 
hand and the labour on the other. As to the question what should be their rights and obligations to- • 
wards the employer, it could not admit of two answers. The rights and obligations to employers should 
be the same as of any responsible trade union. The rights and obligations of technicians’ unions to­
wards unions of other categories of employees should he to support them in all their just demands 
and peaceful and constitutional action to secure those demands.

64. What facilities should an employer extend at the work-place for the activities of unions ?
The facilities an employer should extend at the workplace for recognised unions have beenjal­

ready listed and agreed to in the Indian Labour Conference. To begin with the facilities that [are 
in that list may be extended wholeheartedly. T he list is reproduced below for ready reference.

(i) to raise issues and enter into collective agreements with employers on general questions 
concerning the terms of employment and conditions of service of workers in an establish­
ment or, in the case of a Representative Union, in an industry in a local area ;

(ii) to collect membership fees, subcriptions payable by members to the union within the pre­
mises of the undertaking ;

33



(iii) to put up or cause to put up a notice board on the premises of the undertaking in which 
its members are employed , and affix or cause to be affixed thereon notices relating to 
meetings, statement of accounts of its income and expenditure, and other announcements 
which are not abusive, indecent, or inflamatory, or subversive of discipline or otherwise 
contrary to the Code ;

<iv) for the purpose of prevention or settlement of an industrial dispute ;

(a) to hold discussions with the employees who are members of the union at a suitable 
place within the premises of office, factory or establishment as mutually agreed upon;

(b) to meet and discuss with an employer or any person appointed by him for the purpose 
the grievances of its members employed in the undertaking ;

(c) to inspect, by prior arrangement, in an undertaking, any place where any member of 
the union is employed.

(v) to nominate its representatives on the Grievance Committee constituted under the Griev­
ance Procedure in an establishment ;

(vi) to nominate its representatives on Joint Management Council ; and

(vii) to nominate its representatives on non-statutory bi-partite committees, e.g., production 
committees, welfare committees, canteen committees, canteen committees, house allotment 
committees etc., set up by managements.

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

The attitude of Government as employer towards trade unions has been generally reactionary. 
Government in fact is yet to become an ideal employer. Government too does not like trade unions. 
They do not understand the attitude and conduct of a responsible trade union movement. Although 
they do not like trade unions generally, they invariably yield to pressure tactics or show of force. Such 
attitude of the Government has affected adversely the sober and responsible section of trade union 
movement in the country.

TV-INDUSTRIAL RELATIONS

Introductory

66. What should be the criteria for determining the effectiveness or otherwise of Government's 
industrial relations policy ? In terms of these criteria, give your assessment of the working of the 
policy since Independence, with special reference to the legislative and other arrangements for 
prevention and settlement of industrial disputes ?

The criteria for determining the effectiveness or otherwise of Government’s Industrial Relations 
Policy should be ;

1. Negatively, the number of man-days lost ; and

2. Positively, understanding co-operation between labour and management for improving discipline, 
efficiency and consequently productivity.

Tn terms of these criteria, the working of the Industrial Relations Policy since Independence has 
not succeeded to the extent required. There is very little effective arrangement for prevention of disputes. 
The machinery for settlement of disputes is cumbersome and dilatory. The principle of voluntary arbi­
tration is seldom accepted by employers, and the number of man-days lost has been on the increase, 
except for a brief period when the patriotic sentiments of the working-class were roused on account of 
Chinese and Pakistani aggressions. •
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Year
1947
1948
1949
1950
1951
1952
1953
1954
1955
1956
1957
1958
1959
1960
1961
1962
1963
1964
1965

No. of man-days lost
1,65 62,666 

78,37,173 
66,00,395

1,25,06,704
38,18,928
33,36,961
33,82,608
33,72,630
56,97,848
69,92,040
64,29,319
77,97,585
56.33.517
65.36.517 
49,18,755 
76,20,576 
32,68,524 
77,24,694 
61,73,935

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

Since Independence, almost every political party has sponsored its own trade union movement, 
with the result the economic grievances ofthe workmen are sought to he exploited by the political parties^ 
and the industrial conflict is often pushed to the political plane, clouding the issue and making the 
working-class suffer in consequence. Thus political conflict very often wears the cloak of industrial 
conflict. There are also instances of craft unions acting as a bottleneck, holding the whole plant 
or establishment at a standstill.

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 ?

We have experience in several units where the following factors were responsible for improving 
industrial relations at the plant level;—

1. mutual trust between union and management;
2. mutual respect for each other’s rights ;
3. realisation of its obligations to the other party;
4. management sharing information with the union ;
5. desire to avoid litigation ;
6. good personal relations between the union executive and the plant executive ; and
7. long-term agreements in regard to major issues :

We believe all these factors will continue to be of significance in the future also, provided the 
unhealthy atmosphere outside dees not infect these plants too.

69. What have been the causes of industrial unrest since Independence ? Have there been any 
special circumstances which have contributed to industrial unrest ? How could their effect be 
minimised in future ?

The main causes of industrial unrest since Independence include, among others, the following :

1. Raising of great expectations in the minds of labour and equally great shortfall in their realisa­
tion,

2. Steep rise in prices and consequent fall in real wages ;
3. Denial of full neutralisation of the rise in the cost of living ;
4. Complications in respect of Profit-sharing bonus ;
5. Delay in settlement of industrial disputes through constitutional methods;
6. Unhelpful attitude of employers;
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7. Absence of proper human relations
8. Inter-union rivalry, and
9. Defective Planning.

70. What has been the impact of inter-union rivalry on industrial relations ?
The impact of inter-union rivalry on industrial relations has naturally been unhappy. Inter union 

rivalry is mostly the result of importing party politics into the trade-union movement, apart from the 
broad ideological conflict inherent in the two types of trade-union movement represented by the WFTU 
and the 1CFTU. Also some employers are i iterested in dividing labour and playing one against the 
other for their own ends. Because of the existence of more than one union at the plant level and bitter 
rivalry among them, collective bargaining becomes difficult and more disputes, which could be settled 
across the table, have to go before an adjudicator and thus embark on a tortuous and painful process 
of almost endless litigation.

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

There is at present no elective arrangement for prevention of industrial disputes. The first pre­
requisite is an atmosphere of understanding co-operation between labour and management. In many 
cases this is not present. On the other hand, there is an atmosphere of bitterness, hatred, fear and sus­
picion. If there is an e.Tective two-way channel of communication between the management and the 
union, a number of disputes could be prevented. If only each side would make an honest effort to look 
at the problem from the other man’s point of view, half the trouble would be over. Even such forums 
like the Works Committees have proved to be a failure as they function in an atmosphere lacking such 
confidence.

There is at present no mediation service worth the name. The whole statutory machinery begins 
to move only after the dispute assumes strike proportions. If the mediation service has to be effective 
it should be not only manned by high calibre men, but also by men of integrity and independence, who 
could command the confidence of both the parties, ft will be desirable to prepare a panel of such persons 
in the country and make their mediation services available to the parties as and when required.

72. What is the role of fact-finding enquiries in improving industrial relations ?
The appointment of ‘Fact-finding Committees’ have not helped to improve industrial relations. 

In fact, no fact-finding committee stops with merely finding the facts, but often succumbs to the tempta­
tion to make recommendations. Very often the results of fact-finding committees provide ammunition 
to both parties to fight even more bitterly. The future holds greater promise for mediation services, 
than for fact-finding committees.

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 
organisation is (a) strong, (b) weak, and (c) non-existent?

The existence of trade-unions is largely responsible for the orderly formulation of demands, the 
precise presentation of the same, expert negotiation and if that fails, to process it through conciliation, 
adjudication or arbitration, or by strikes. In the absence of trade-unions, the grievances of the workers 
would find no proper channel to be given expression to ; and this would result in frequent explosive 
outbursts.

Where there is a strong and well-conducted trade union, it is generally capable of taking a respon­
sible stand and play a constructive role. Where the trade union is weak, it acts erratic and easily takes 
to extremist methods. Where there is no union in existence, either the workers are completely driven 
like slaves, or their grievances, as stated already, find expression in periodic explosive outbursts.

74. What has been the contribution of factors like (a,, recognition of union, (see also Q. 54 to 
65) (b) arrangements for dealing with individual and collective grievances, and (c) strengthening 
bipartite consultative arrangements, in promoting industrial harmony ?
(a) Recognition of union is accorded either by Statute as i i the case of Bombay Industrial Relations 

Act and other similar State Acts, or under the Code of Discipline in Industry, in the former case of 
recognition, viz., by Statute, there has been comparatively greater industrial peace, and workers have 
progressed through peaceful methods. Where the recognition is under the Code of Discipline there 
is no legal sanction behind it and the unrecognised unions always attempt to upset agreements with the 
recognised unions by invoking the law itself and make recognition meaningless.
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(b) Arrangements for dealing with individual and collective grievances patterned after the ‘Model 
Grievance Procedure’ have not beei eTective in redressing the grievances. Only the elaborate procedure 
laid down under the system is followed, but no substantial justice is received. A grievance procedure 
only ensures the procedural part, but does not guarantee the justice part. This is so because more often 
than not the superior officer is inclined to agree with the subordinate, making the right of appeal to him 
meaningless.

(c) Strengthening of bi-partite consultative arrangements is indeed the ultimate hope. But it must 
be remembered that it is only the ultimate ; for the immediate, the existence of multiplicity of unions 
will make bi-partite consultative arrangements difficult to succeed.

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 manage 
ment, (iii) local union and (iv) the Government—Central or State ? (See also 0. 30).

( i) Tf the central organisations of employers and workers instil a sense of discipline among their 
own constituents, and make them conform to agreed norms of behaviour in processing industrial disputes, 
it would go a long way to promote and harmonise employer-employee relationship at the regional and 
plant levels.

(ii) & (iii) Local managements and local unions should learn to respect the commitments of their 
respective Central organisations. While the union must be guided by a true assessment of not only the 
needs of the worker, but also of the capacity of the industry to pay, management must not have two 
standards of compliance—one if the matter would rest with the negotiation table and the other if it were 
to be settled at the point of a strike, actual or threatened. Whenever, the management feels it can 
give a certain benefit upto a certain extent it should do so, and should not wait for agitation to build up 
and then yield. The union, for its part, should not give false hopes to the workers, knowing that the 
Industry concerned will not be able to meet the demand.

«iv) Government’s interference should be limited to the minimum. Normally it should not intervene, 
unless the interests of the community are threatened.

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

The role of labour/personnel officers in preventing disputes and maintaining harmonious employer- 
.employee relations depends upon several factors, including :

1. The progressive nature or otherwise of the employer himself.

2. The mental make-up of the labour/or personnel officer himself.

3. How far he is able to act fearlessly and advise the employer correctly even at the cost of losing 
his job.

4. His success in enlisting the confidence and respect of labour.

In practice we find labour officers are appointed only to carry out the desire of the management 
and yet be within the confines of the law- Some of them are hated more by labour than the employer 
himself. They have been rarely successful in preventing disputes. They cannot maintain harmonious 
employer-employee relationship, since generally they lack the confidence of labour and sometimes of 
even management. The role of labour officer, therefore, is extremely a difficult, delicate and 
dissatisfying one. Sometimes even charges of corruption while recruiting personnel are also heard.

Tf the labour/personnel officers are to be eTective, they must succeed in securing the confidence 
of both the management and workers. They must have the courage to advise the management when it 
goes wrong. They must have the capacity to convince labour as to what is right. They must not appear 
to take sides. They should not attend conciliation and Court proceedings, as representing management, 
and opposing workers. Labour and personnel officers are generally recruited from lawyers. Instead 
they should be recruited from people with a bent of social service and they should understand the pattern 
of human behaviour and labour psychology, a part from the necessary training and/or qualification for 
running the personnel department, they should be easy of access to workmen, and they should learn 
to move with workers as one among them.
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77. What should be the arrangements for proper communication between workers and manage­
ment at the plant level ?

The proper channel of communication between management and workers at the plant level should 
be a voluntary Joint Consultative Committee, which may meet once a week—or oftener if necessary—■ 
sometimes even without an agenda. Just to meet and talk even in a general way, when there is no prob­
lem, would go a long way to create the necessary understanding and climate.

78. To whom do managements delegate their authority in dealing with employees ? To what 
extent do managements include specialists for dealing with personnel matters ?

Management generally delegate limited authority in dealing with employees, either to labour officer 
or personnel officer or to a manager. Invariably these officers do not have much independence 
or discretion to decide. They take their orders from above. The practice of enlisting the services of 
specialists for dealing with personnel matters is rather rare.

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

Draft Standing Orders are generally drawn by management and sent to the Certifying Officer, 
with a copy to the union. Although the union objects to the several provisions in the Standing Orders, 
the Certifying officer is mostly guided by whether the provisions are in confirmity with the Model Standing 
Orders. The workers, of course, have a right of appeal against the terms of the Standing Orders, or they 
can raise an industrial dispute too if they are so advised. But nevertheless Standing Orders are considered 
by workmen as a unilateral imposition by the management.

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

The object of the Industrial Employment Standing Orders ?ct of 1946 and the Model Standing 
Orders thereunder is to require the employer to make known the conditions of employment to the 
workmen. Tt has only achieved that limited purpose.

81. What are the disciplinary rules imposed by managements? Do the procedures prescribed 
under the Model Standing Orders in dealing with disciplinary cases require modification, and if so, 
on what lines ?

The procedure prescribed under Model Standing Orders in disciplinary matters generally requires 
the serving of a charge-sheet, and the holding of an enquiry. But the range of punishment for even the 
same act of misconduct varies from four days suspension to dismissal, which is a capital punishment. 
Whatever modifications may be made in the Standing orders to deal with disciplinary proceedings, the 
fact remains that the management is the prosecutor ; and in the enquiry under the Standing Orders he 
also becomes the judge. The combination of the functions of a prosecutor and a judge can never satisfy 
the requirements of natural justice. Therefore in any disciplinary proceedings against the workman, 
with both the Management and the workman as parties to the dispute, they must submit their respective 
cases before an arbitrator already chosen, and provision for this must be made in the Standing Orders.

82. Has the Model Grievance Procedure (Appeddix VI) evolved under the Code of Discipline 
served its purpose ? If not, is there need for statutory provision for the formulation of an effec­
tive grievance procedure ? What should be the main elements of such a provision ? How would 
it affect existing bipartite arrangements?

The ‘Model Grievence Procedure’ only kicks the workers from pillar to post. As already stated, 
unless the attitude of officers change, and the higher officer is prepared to differ from his subordinate 
where necessary, the grievance procedure and the right of appeal has no meaning to the worker. It is 
not the machinery that is so important but it is the mental make-up of the persons who work under the 
Scheme that is very important. Even if a statutory provision for the formulation of a grievance pro­
cedure is made, it is not going to alter the picture.

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 help in improving labour-management relations?

Most employers are unwilling to the introduction of a system of grievance arbitration. Even if 
the employers agree in principle to the arbitration, it is proving somewhat difficult to find an imparti­
al arbitrator. But if the management is willing for grievance arbitration and if an impartial per­
son, mutually acceptable is chosen before hand and, is available to act as an arbitrator, then the 
system would help to improve labour-management relations.
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84. What are the existing facilities for training management and trade union personnel in indus­
trial relations ? To what extent are they used ?

There is not much of facilities worth mentioning for training management and trade-union personnel 
in Industrial Relations. Personnel officers and Industrial Relations Officers appointed by the management 
have generally a law degree, and in addition have some diploma in social science in some cases. But this 
is wholly inadequate to meet the requirements of the situation. Industrial Relations has become such 
an im )ortant and com }lex .ubject that it will be desirable to introduce it as an optional subject for study 
in universities. While this is so with the management personnel, there is very little of systematic train­
ing in Industrial Relations for trade union officials, eccept in a rare few cases like in the Textile Labour 
Association of Ahmedabad.

COLLECTIVE BARGAINING

85. What is the extent of prevalence of the 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 ? (See also Q. 193)
86. If collective bargaining has to be encouraged at the industry level, how should the repre­
sentative character of the bargaining agent for workers be determined ? (See also Q. 59 and 61)
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 in­
dustrial conflicts as also for protecting the weaker party?
88. What should be the role of (a) collective bargaining and (b) adjudication as methods for 
safeguarding industrial peace in the years to come ?

Collective barganing has not always succeeded even where there is one well-organised and re­
cognised union. But where there is no recognised union collect’ve bargaining becomes very difficult. The 
main obstacles encountered in the way of collective brgaining are unwillingness to discuss on the one 
hand, as also lack of art of negotiation on the other the multiplicity of trade unions on the other.

Even so. there have been some settlements by collective bargaining here and there. The effect of the 
Industrial Disputes Legislation providing for conciliation and adjudication has to some extent helped in 
cases where the employer was unwilling to negotiate or where collective bargaining became difficult because 
of plurality of unions. Indeed the progress of labour during the first ten years of independence was 
mainly due to industrial adjudication, which compulsorily brought the parties to submit to the decision 
of an adjudicator.

ft is always said that if compulsory adjudication was removed from the statute book, and the alter­
native for collective bargaining were a strike, the method of collective bargaining would have received 
greater impetus. On the contrary, in a planned economy, to leave both labour and management 
indulge in a free fight would upset planned development and retard progress. While collective bargain­
ing has to be encouraged, even if necessary, by statute, it has to be borne in mind, that there would 
not be frequent dislocation in production in a developing economy, as abolition of adjudication 
might lead to.

If collective bargaining is to succeed, it is obvious that there should be a single bargaining agent 
for labour which should believe in a negotiated settlement and failing which in arbitration and far 
whom strike shall be the last weapon. Such a bargaining agent should be the representative union. 
The representative character of the union should be determined on the basis of the largest paying 
memberhip. We are against determination of the representative character of a union by secret ballot. 
It is possible to sway the emotional feelings of the workers by playing upon their feelings over some 
momentary issue, and secure the vote. The workers are most likely to repent for having voted in a par­
ticular manner the moment after they had voted. The problem of who should be the electorate will 
also become complicated. Should it be the members of all trade unions ? Or should it be all workers 
employed in the plant ? If it were members of all trade unions, it is possible that, taken together, they 
may not represent even the majority of workmen employed in the plant. If it is by all workers, i.e., 
including non-members, the position will become illogical, in that workers who never cared for any 
union will be given the right to choose which of the unions should represent them. And always the 
defeated union will complain of unfair elections and keep the pot boiling. If secret ballot is to deter­
mine the representative union, no worker will pay union dues and trade union movement will be 
further weakened. «- - -
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The best way to clear out of all these difficulties therefore is to decide the majority union on the 
basis of regular paying membership. Paid membership is the best and sustained vote : and, therefore, 
this should not be considered in any way a less efficacious or less democratic method. We are therefore, 
of the firm conviction that the bargaining agent should be recognised on the basis of paying membership. 
Already an elaborate procedure has been agreed upon as to how to verify the membership of trade 
unions. Tf still there are any difficulties about verification of membership, the remedy lies in making the 
system as fool-proof as possible.

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 be left to adjudication ?
90. What should be the limits of collective bargaining under conditions imposed by planned de­
velopment ? (See also Q. 193)

We do not think that it will be feasible to divide industrial disputes as coming exclusively within 
the domain of collective bargaining and adjudication. Assuming that certain issues are earmarked only 
for collective bargaining, what prevents the workers going on strike or the employer declaring a lock-out, 
if there is no settlement through collective bargaining? Collective bargaining is a method for preserving 
industrial peace based on arrangements arrived at to the mutual satisfaction of the parties, and when 
satisfaction is denied, it is possible the dipsute results in a strike or lockout. The main aim should 
be to reduce the number of man-days lost by strikes and lock-outs ; and therefore the method should 
not be either collective bargaining or arbitration. It should be by both of them as they are compliment­
ary in that where collective bargaining fails, arbitration should take it up, instead of allowing the 
matter to be settled by trial of strength, resulting in dislocation of production particularly in essen­
tial industries aud services which the country can ill-afford for many more years to come.

Joint Consultation

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

Wherever there is genuine Joint Consultation between management and trade union, it will mini­
mise the tendency on the part of the management or union to take unilateral action. 7his will thus de­
mocratise the inter-relations. But it must be pointed out here that a mere agreement to bargain and to 
constitute a Joint Consultative Machinery will not achieve the purpose, unless there is a sincere desire to 
understand, respect and accommodate as far as practicable the other point of view.

92. The Industrial Disputes Act 1947, provides for the setting up of works committees “to pro­
mote measures for securing and preserving amity and good relations between the employer and 
the workmen.” Have they been functioning satisfactorily wherever they have been set up ? If not, 
what factors have militated against their setting up and proper functioning ?

The Works Committees set up under the Industrial Disputes Act, 1947 have not been successful. 
The main reasons are :

1. Employers do not take the Committees seriously.
2. Even unanimous recommendations made by the Committees are not implemented by Manage­

ments.
3. The top management personnel are not represented on the Works Committees.
4. Unions sometimes suspect in the Works Commitee a potential rival to them, and
5. Little appreciation of the exact jurisdiction of the Works Committees.

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 bet­
ween the trade union and works committee, can this list be the basis for demarcation/definition of 
works committees’ functions ?

If the list of functions agreed to in the Indian labour Conference were faithfully accepted by 
Works Committees, there is no doubt they could be made to work to that extent. But again it is more 
the approach of the two parties to the institution of the works Committee that is important.

Tn order to avoid a possible clash between trade union and the Works Committee, it will be desirable 
that wherever there is a recognised union, that union must be invited to nominate Worker-members on 
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the Committee, so that there would be no fear of the Works Committee proving a potential rival to 
the recognised union.

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

We suggest the following measures for improving the utility of Works Committees :

1. Workmen-representatives should be nominated by the recognised Union.
3. Top management personnel who could take decisions on the spot should represent the manage­

ment on the Committee.
3. There should be specific dates fixed in advance for the meetings of the Committee, whether 

there is any agenda or not, such as the 15th of every month, or the first or second Friday of 
every month, etc.

4. The list of subjects that could be dealt with by the Works Committee should be reduced to 
writing.

5. All decisions and suggestions of the Works Committee should be promptly implemented.

95. Have Joint management councils and emergency production committees been successful in 
achieving the objective of better industrial relations and increasing production/productivity ? 
Have they created a climate of mutual trust between employers and employees ? (See Appen- 
dix VIII for functions of Joint Management Councils).

Emergency production committees had never functioned effectively. We think they were mostly 
still-born. As for Joint Management Councils, they have been set up in very few establishments and they 
function in still fewer. They have not been able to substantially change the climate of industrial relations. 
Their functioning has not been responsible for creating mutual trust between employers and employees. 
In fact, these Joint Management Councils should be set up, where already a climate of mutual trust 
between employers and employees existed over a number of years. The functions of Joint Management 
Councils are still very confused. There does not seem to be any great enthusiasm for these Joint Manage­
ment Councils among the employers. As for the workers, they too are yet to understand the full impli­
cations and the advantages that would accrue to them on a proper working of the Scheme. Unless the 
Joint Management Councils become the natural outcome of the acceptance of the Philosophy of Co- 
Trusteeship, merely creating them in physical form will not advance the objectives. The same diffi­
culties as for the functioning of the Works Committees would also apply to the setting up of the Joint 
Management Councils. Unless the employer is willing to accept his workers as partners in the Industry, 
the future of the Joint Management Councils cannot be very bright.

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

The so-called profit-sharing Schemes are not accepted by workmen as really profit-sharing. Indeed 
the question of profit cannot arise, so long as the workers are not getting even the need-based minimum 
wage. The workers therefore understand that whatever be the name given to payments made to them, 
such as profit-sharing, etc., they really partake the character of deferred wages.

As for co-partnership mentioned in this question, we are not aware whether co-partnership 
Scheme exists anywhere in industries, as between management and employees. Indeed the attitude 
of management is still to treat the workers as wage-serfs, and this applies to all sectors including the 
public sector.

97. (a) Is it feasible to introduce a scheme of workers’ participation in management by making 
the workers shareholders ?

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

(c) Does such shareholding give adequate voice to workers in running of the establish­
ment ?

(d) Are there any other methods by which workers can participate in management ?
(a): We do not think it feasible to introduce the scheme of workers’ participation in management by 

making the workers shareholders. The question assumes that the existing shareholders are partici- 
pating in management. They are not ; and therefore even if the workers are given some shares in the 
Company they will not be able to have any effective voice or participation in the management of the 
concern.
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Workers are already partners by virtue of their contributing their labour. There is no need to 
call upon the workers to make any financial investment in a concern ; for even without it, he is already 
a partner. The participation in Management should be based on the appreciation of the principle that 
both labour and management are mutually employers and employees ; for if capital employs labour, 
labour too employs capital. In the ultimate analysis, it is the community which employs both Labour 
and capital, and, therefore, both capital and labour should function as co-servants of tie community, 
rather as co-trustees, in whose joint hands the welfare of the community is entrusted. It is by virtue of 
this fact that labour and capital should jointly manage Industries as co-partners. Joint Management 
Councils will succeed only if they are preceded by an acceptance of the above principles.

It is arising out of this principle, workers get a right to participate in the management of industries. 
The assumption that workers’ right to participate in the management of industries should be justified by 
asking the workers to take shares in the management will not be correct.

(b) Does not arise in view of our answer to question 97(a).
(c) No.
(d) See answer to question 97(a).

Conciliation

98. To what extent has the conciliation machinery given satisfaction to the parties to a 
dispute ?
99. Statistics of settlement of industrial disputes show that conciliation machinery has played a 
pivotal role in maintaining industrial peace. At the same time, many major disputes may not be 
amenable to settlement through conciliation machinery. Do you agree with this assessment of 
the functioning and utility of the machinery ?

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 ?

Conciliation machinery as at present functioning is not satisfactory. It is often time-con­
suming and ineffective. The statistical information showing that conciliation machinery has a good 
record of settlement of disputes is misleading. We cannot go by mere numbers, for very often settle­
ment of trivial disputes by conciliation might add up to a respectable figure. They will not provide an 
index as to the utility of the Conciliation machinery for preserving and promoting industrial peace. 
Most of the major issues are not settled by conciliation machinery, and even in smaller issues, the in­
ordinate delay suffered at the hands of the machinery makes the parties weary and agree to anything.

The foregoing, however, should not be taken to mean that we are against the conciliation machinery. 
Our observations are only against the conciliation machinery as at present constituted and as at present 
functioning. With improvements this machinery can be made to be more useful. We would suggest 
the following to improve the efficacy and utility of this machinery ;

1. Conciliation officers should be of a higher status and calibre.
2. Employers should send to the Conciliation table top personnel who would be able to take 

decisions on the spot.
3. Conciliation officers should complete their job within the legal time-limit of fourteen days for 

settlement of all disputes. The present system of dragging the conciliation for six months and 
more should be done away with.

4. Conciliation officers should have power to summon production of all such documents he 
may consider necessary, and give inspection of the same to the other side.

5. No dispute should remain pending before a Conciliation officer for more than two weeks 
since he receives the request for conciliation.

6. The present provision in the I.D. Act saying that issuing a strike notice results in automatic 
commencement of conciliation should be deleted, for this acts as invitation for giving strike 
notice.

101. Should conciliators be named arbitrators in disputes handled by their colleagues ?
Conciliation officers should not be named as arbitrators in formal arbitration proceedings. They 

can, however, act as informal arbitrators, if the parties agree.
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Adjudication.

102. What are the criteria for assessing the suitability or otherwise of the present system of 
adjudication ? Do you think the system has played an important role in maintaing industrial 
peace ? Should the system be retained ?

The system of adjudication has played an important role in maintaining industrial peace in the 
first decade of our independence. Since then, adjudication is becoming time censimirg <'rd ocftly 
and is creating an impression that it is outliving its utility. We however, feel the system has to he re­
tained with certain improvements. We suggest the following improvements.

1. Judges on Industrial Tribunals should not be below the rank of High Court Judges or eli­
gible for appointment as High Court Judges.
They should be appointed preferably from among existing High Court Judges, or persons 
qualified to be appointed as High Court Judges.

2. The possibility of making the Tribunal Tripartite should also be explored.
3. There should be no provision for Writs or appeals against the decision of Industrial Tribu­

nals, and necessry amendment to the Constitution should be made.
4. It should be accepted, that in essence industrial adjudication is industrial arbitration.
5. A definite time-limit say six months should be set within which disputes once referred to a 

Tribunal should be finally settled by its award.
6. Awards should be pronounced in open court and should become immediately enforceable, 

without waiting for 30 days of publication in the Official Gazette.
7. Legal practitioners should be barred from appearing before Tribunals.
8. There should be a summary procedure for recovering the monies due under awards. This 

work can be entrusted to the same Tribunal or Labour Courts.

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

In all cases relating to dismissals and discharge of workmen, the adjudicating machinery should 
have unfettered powers to modify or cancel a punishment imposed by the employers.lt should have 
right to collect evidence and decide on the basis of evidence on its record. It should have the power to 
go into the propriety of the action taken by the employers, as well as the legality and the quantum of 
punishment.

104. Are the existing arrangements for reference of disputes to adjudication satisfactory? If 
not, how can the arrangements be improved ?

The existing arrangements for reference of disputes for adjudication are unsatisfactory. It should 
be open to a registered Union to directly refer the dispute for adjudication, once conciliation has failed. 
It is not necessary that Government should be required to refer every case for adjudication. The parties 
themselves must have the right along with the Government.

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

The authority for the appointment of Industrial Tribunals should be in consultation with the 
High Court and National Tribunal in consultation with the Supreme Court.

106. There is a section of opinion that the existing procedures and practices involving different 
stages like conciliation, adjudication, etc., in settlement of disputes take an unduly long time, 
What measures would you advocate for expeditious settlement of disputes ?

As stated earlier in our reply to question No. 102, the delays inherent in the present constitutional 
methods of settling the disputes should be reduced to the minimum of fourteen days for conciliation, and 
three months for ajudication.

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

We are against any appellate forum to decide appeals against awards of Industrial adjudication 
machinery. We have suggested even an amendment to the Constitution to take away the appellate 
jurisdiction of the Supreme Court, and the Writ Jurisdiction of the High Courts and Sipremc Court.
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108. How should the cost of adjudication to the parties be reduced ?
If the delay in adjudication proceedings is reduced to a maximum of three months, the cost of 

adjudication would be reduced considerably. As the present provision empowering the adjudication 
machinery to decide the costs to be given to the Union is not adequatey utilised, the adjudication machi­
nery should be encouraged to award costs to the unions adequately, irrespective of the results of the 
adjudication, as the other party is already spending from the revenue of the industry, irrespective of the 
results of adjudi atic n.

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

Industrial Tribunals and/or Labour Courts should also be given powers to execute the awards as 
well as agreements between parties and settlement by conciliation officers.

Code of Discipline

110. Has the Code of Discipline served its purpose ?
111. Which provisions, if any, of the Code of Discipline should be given a legal shape? (See 
also Q. 57)

The Code of Discipline in Industry has not succeeded to the extent it should. In fact, it 
has become one more source of mutual complaint and recrimination. While the main requirement cf 
voluntary arbitration under the Code is not acceptable to the employers, complaints about denial of 
recognition persists from the Union side. But recognition under the Code of Discipline being voluntary, 
nothing more could be done about it against an unwilling employer. Even where an employer recognises 
a Union, the present law does not prevent an unrecognised union raising an industrial dispute and forcing 
it upto adjudication or bringing about a strike. The provisions of the Code of Discipline should be 
made to harmonise with the statutory provisions, in which case the Code will cease to exist, and a law 
providing for recognition will have to be enacted. Even there the doubt will still persist, whether that 
will help industrial peace, for a recognised Union may enter into an agreement which is statutorily 
binding, but an unrecognised union can always w'hip up an agitation against the very terms of the agree­
ment and even bring about a strike in the Industry. The only answer therefore lies in a unified trade 
union movement run on truly trade union lines.

Voluntary Arbitration

112. What is the role of voluntary arbitration in the achievement of good industrial relations? 
In what way can the Central Organisations of employers and workers promote voluntary arbitra­
tion ? Should a provision for voluntary arbitration be incorporated in all collective agreements ?

Voluntary arbitration is the best method of resolving fairly, finally and promptly all such industrial 
disputes that could not be settled either by negotiation, or by conciliation. It has a great future. The 
Central Organisations of Employers and Workers must work for persuading their respective constituents 
to accept voluntary arbitration as the best method of solving industrial disputes. It would tea desirable 
direction to include voluntary arbitration in all collective agreements. But there is also the difficulty in 
practising voluntary arbitration about the availability of suitable arbitrators who would be acceptable 
to both parties. There has been an attempt by Government to prepare a list of persons who are avail­
able to act as arbitrators. But the list consisted mostly of retired Tribunals. The panel of arbitrators 
acceptable to both parties, should also be agreed to in advance and provided for in the collective 
agreement itself so that at the time of reference of a dispute to arbitration the choice of the arbitrator 
do^s not act as an impediment.

113. Please indicate the areas of industrial disputes where voluntary arbitration could be pre­
ferred to adjudication.

We are of the view that all industrial disputes that are at present being referred for adjudication 
could easily be referred to voluntary arbitration.

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

We are in favour of setting up Standing Arbitration Boards at Central and State levels, as well as 
for each of the main industries. Their composition should be tripartite—one representative of labour, 
one representative of employer and the third, an independent person, who can function as Chairman 
or umpire. The setting up of such Boards should be covered by collective agreements. The nominees 
of the Boards as well as the name of the umpire should also be spelt out in the agreement itself if possible.
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115. What professional group provides the best arbitrators? Civil servants? Lawyers? 
Academics? Businessmen? Trade unionists ? Technicians? Others?

The choice of the arbitrator in different disputes will depend upon the nature of the dispute. For 
instance in a dispute relating to the assessment of proper working conditions, independent technicians 
would be the best arbitrator.

In regard to other matters, a tripartite Board of the nature we bad suggested in our answer to the 
previous question would be the best and the Chairman/Umpire of the Board should be above all a man 
of high integrity, known for his fair-mindedness and practical appoach.

116. What should be the arrangements for meeting the expenses of arbitration ?
The expenses of arbitration of both the parties should be borne by the Industry itself.

Strikes and Lockouts

117. Do you consider that the existing restrictions on workers' right to strike and the employers’ 
right to declare a lockout need to be modified in any way ? If so, please indicate these modifi­
cations together with reasons in support of these modifications ?

The right to strike by the workers and the right to lock-out by the employer are basic rights. These 
rights should not be denied to them. But in the larger interest of the community, these rights will have 
to be subjected to reasonable restrictions. Strike and lock-outs should be accepted as the means of the 
last resort. They should not be resorted to before exhausting other methods. At the same time the 
other methods should not be time-consuming; for then the temptation to bypass them and resort to 
strike and lockouts straightaway will be irresistible. We suggest that so long as arbitration is available, 
the workmen should not go on strike, or the employers should not declare a lock-out. But if arbitration 
is deferred or delayed or if the arbitration award is not implemented, then it should be open to the 
workers to call out a strike, and the employers to declare lock-out. Even after commencement of the 
strike if the party who earlier refused arbitration accepts arbitration, the strike or lock-out must be 
called off immediately.

118. Do union rules provide for a procedure to be gone through before giving a call for strike ? 
If so, to what extent is this procedure observed in practice ?

Most of the unions’ rules provide for a strike ballot to assess the sense of the membership before 
a strike call is given. The voting on a strike proposal shall be by secret ballot.

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 ?

It is always the practice to give notice to the other party in the case of a strike or lock-out, even 
if the law does not require any such notice. Some Standing Orders also provide for such notice’to be 
given. There are, however, lightning strikes as an act of immediate reaction to certain provocative 
acts by management. But these strikes are few and they are generally shortlived and compromised 
quickly.

120. In how many cases within your knowledge have workers been able to secure wages for 
the strike period when the strike is declared legal ? Are there cases where strike pay is given 
when the strike is illegal ?

There are seldom cases where a strike is declared legal ; may be they are not declared illegal. But even 
in all such cases the workmen have not been given wages. There are however, a few cases where wages for 
strike periods have been given by awards of Tribunals. Where, the strike was illegal, no strike pay 
is given, for in theory nothing which is illegal can be justified.

121. In what ways do trade unions seek to prevent victimisation of their members ? To what 
extent do they succeed ?

Trade unions are very keen to prevent victimisation, of their members by the employers. Victimis­
ation need not always be by dismissal or discharge. There may be several subtle ways of victimising the 
workmen, including denial of promotion, superseding by juniors and transfers. It is not always transfer 
easy to prove victimisation, though trade unions have succeeded here and there to establish acts of vic­
timisation through circumstantial evidence. No employer will put it on record that he is thereby victimising 
a workman. Victimisation can only be inferred from given set of facts. In the case of dismissal and dis­
charge the victim is always loaded with several charges against him. In the case of denial of promotion, 
employers take shelter under merit. The problem of victimisation will vanish only when employers adopt
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a fair attitude towards trade unions and accept the other man's right to criticise, even as he has the 
right to criticise them.

122. Are there instances of workers going on strike without sanction of the union ?
There are very few instances of workers going on strike without the sanction of the union and where 

they do so it is often of a lightning character and for a few hours only.

123. In what way in practice do trade unions and managements keep in touch with each other 
during a strike in order to facilitate a settlement ? What is the role of Government machinery 
in such cases ? Should Government intervene in cases where a strike is (i) legal, (ii) illegal ?

Even during strikes responsible trade unions and progressive management are able to keep the 
channel of communication open between them with a view to continue to explore the possibilities of 
a settlement. It is the duty of the Government to intervene in all cases of strikes, whether legal or illegal, 
with a view to bring it to a speedy and satisfactory end.

General

124. What has been the role of tripartite committees like the Indian Labour Conference, Stand­
ing Labour Committee, Industrial Committees, etc., in evolving through mutual discussions and 
agreements acceptable arrangements in the various fields of labour relations ? (See also Q. 31)

The Tndian Labour Conference, Standing Labour Committee and Industrial Committees have been 
useful forums for exchange of ideas and experiences. They have also reached certain broad conclusions 
and agreements in the course of years. But the record of implementation of those conclusions and agree­
ments is not very happy. We desire that conclusions of Tripartite Bodies must have the force of law 
or at least adopted as conventions and respected by all the three parties.

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 ?

We are in favour of Central Government being made the appropriate Government in respect of 
industrial disputes in public sector undertakings under the control of the Central Government. With 
several public sector undertakings having branches is more than one State, if the State Government were 
to be made responsible for industrial relations in those public sector undertakings falling within their 
state, then it would not conduce to standardisation of conditions of employment and for evolving uniform 
norms for adoption in public sector undertakings.

126. How should public utilities be defined in the context of a planned economy ? Should there 
be any special provisions for avoiding work stoppages in public utilities ?

Classifying an Industry as coming under public utility under the Industrial Disputes Act is only for 
the limited purpose of requiring fourteen days notice to be given before going on strike or effecting a 
lock-out. Such notices are necessary for all Industries, and, therefore the requirement of prior notice 
for strikes and lock-out may be made common, and no special distinction need be made only for public 
utility services.

Any legal provision banning work stoppages in public utility services would remain a dead letter 
in the absence of an effective alternative remedial machinery, and once such an effective machinery is 
provided, then strikes will become superfluous. The emphasis should therefore be that in public utlity 
services, the machinery for resolving industrial disputes should work with greater speed and satisfaction.

127. What steps should be taken to minimise industrial conflicts in (a) the public sector, (b) the 
cooperative sector ?
128. For the purpose of labour-management relations, is there a case for treating the public,/ 
cooperative sector differently from the private sector ?

The law relating to settlement of industrial disputes applicable to the private sector should 
be equally applicable to the public sector and the co-operative sector. There should be no special pro­
tection either to public sector or the co-operative sector. In so far as co-operative sector is concerned, 
there is nothing co-operative about it, in so far as the workmen are concerned. The co-operative society 
is just as good or as bad an employer as any other employer. Whether one share has one vote or one 
sharehqlder has one vote is immaterial so far as the worker is concerned. All he is concerned about is 
whether his employer is a good employer or a bad employer. The same test would apply to the public- 
sector too- Therefore both the co-operative and public sector should be treated alike with the private 
sector in resect of all obligations of an employer to his employees.
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129. Has collective bargaining been possible in the small-scale sector ? To what extent this 
sector makes use of the industrial relations machinery ?

There should be a common definition of the term ‘small-scale sector’, before we can attempt to 
answer this question. Generally speaking the weaker the employer, the more difficult it is to deal with 
him. If by small scale sector is meant industries employing less than 100 workmen, the J.D. Act will 
still apply to them and their problems can be taken care of by Labour Courts. A large number of in­
dustrial disputes in such sector has to go for adjudication as the employer is not willing to recognise any 
union and negotiate with it. Sometimes the employer in the small scale sector is so very obstinate that 
he does not hesitate to go to the Supreme Court more often than his bigger brothers.

V. WAGES
Introductory

130. How does the current availability of unskilled labour affect the level of wages ?
The plentiful availability of unskilled labour has naturally a depressing effect on the level of wages. 

This is particularly so in new concerns, as also in the unorganised sector where trade unions are yet to 
be formed. The wages paid by such employers have often no relation to even the subsistence level of 
wages.

131. What has been the relationship between wages in agriculture and other unorganised 
sectors and wages in industry ?

Wages in organised Industries have always been higher than wages in agriculture and other 
unorganised sectors of industry. But agricultural wages sometimes are even higher than the minimum 
wages paid in some organised sectors of Indnstry, because the demand for agricultural labour is sudden 
and seasonal, and the supply is limited. On other days agricultural labour may be paid lesser wage 
and, perhaps, the labourer may not be even able to get work. In the case of other unorganised sectors 
of the Industry, wages are low throughout the year.

132. Should wages in agriculture and unorganised industries be allowed to influence wages 
in industry ?

The wages prevailing in agriculture and un-organised Industries should not be allowed to influence 
wages in organised industries. On the other hand, the wage level in organised Industries has been 
influencing the wage levels in agriculture and unorganised industries. Organised Industries, with 
better paying capacity, should always be made to lead.

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

The existing levels of wages in organised Industries are largely the result of bi-partite settlements 
or awards of arbitrators or Industrial Tribunals, or based on recommendations of the Wage Boards. 
In the case of unorganised sector of Industries, where there is considerable sweated labour, the existing 
level of wages is as notified under the Minimum Wages Act or as unilaterally fixed by the employer. 

Minimum W.ig~

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 effi­
ciency of the worker. For 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 ?

The Minimum wage should be the need-based wage. The need-based wage has been quantified 
by the 15 th Session of the Indian Labour Conference. The concept of minimum wage as recommended 
by the Fair Wages Committee should be equated to the need-based minimum of the fair wage, accepted 
by the 15th Tripartite.

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 other items of expenditure. Attempts made by some wage fixing 
authorities to quantify this minimum wage have brought out the difficulties in implementing the 
formula. In what respects do the standards require reconsideration ?
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136. If it is not feasible to provide the 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 ?

The standards laid down by the 15th Session of the Indian Labour Conference in regard 
to the size of the workers’ family, the minimum requirements relating to food, clothing, housing and other 
items of expenditure do not require any modification for purposes of minimum wage fixation. Ihe 
difficulty experienced by wage-fixing authorities in awarding even this need-based wage is a fact. But 
the effort should be to get over those difficulties in a phased manner where necessary and ensure the work­
ers at least this need-based minium wage if not immediately, in as short a time as possible. Any attempt 
to tamper with the agreed norms for the fixing of the need-based minimum wage, just because the 
wage-fixing authorities are not able to grant such a wage, will be a reactionary step. The norms must 
remain unchanged, wages must improve over a period of years, if not immediately.

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

The minimum wage contemplated by the Fair Wages Committee must be equated to the need- 
based wage, accepted by the 15th Tripartite, as already stated. The need-based wage in respect of 
non-industrial workers, such as clerical and supervisory personnel, will be different, and in the absence of 
agreed norms to quantify their need-based wage, it would be desirable to add a certain percentage to the 
need-based wage of the industrial workers to arrive at the need-based wage for clerical and supervisory 
personnel, who constitute the non-industrial workers. The First Pay Commission recommended that 
it may be 80% more than that of the manual workers.

138. If the idea of fixing a National Minimum Wage is to be accepted taking into account the 
replies to questions 134 to 137 above, how is it to be worked out in practice ?

A national minimum wage will be desirable so that no employer is allowed to pay at rates lesser 
than the national minimum wage. While fixing the national minimum wage, care should be taken to 
see that it does not become a maximum wage at a certain level, so much so that even employers who 
could afford to pay a higher wage will insist on paying only that minimum wage.

The per capita income at current prices was estimated to be at Rs. 421.5 in 1964-65*. On this 
basis, an average family of four, (which is equivalent to three consumption units) will have to earn 
Rs. 421.5x4, i.e., Rs. 1686/-per year, which will give an income of about Rs. 140/- per month. The 
national wage minimum should not be very much less than this average figure based on 1964-65 prices.

139. As between different regions in the 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 be provided for in arriving at the National Minimum ?

The assumption that in different regions in the country the prices of different commodities will 
vary is not altogether correct. Most of the articles of consumption are selling more or less at the same 
prices in the different regions in the country. Only vegetable, milk and house rent might vary from region 
to region ; and even there the variations are not very wide in so far as the working class requirements 
are concerned. Therefore the national minimum need not go to such fineness as to take into account 
these minor variations. If there are certain advantages arising out of certain local conditions, those 
advantages should certainly go to the worker and this may to some extent help decentralisation of the 
location of industries as workers will be able to enjoy a better standard on the same amount of wages 
and therefore give better productivity. This will also help to standardise wage costs in industries.

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

We feel the definition given by the Committee on Fair Wages is itself not exhaustive, nor can it be 
rigid. Indeed as pointed out by the Supreme Court (1961—I L.L.J.—Page 227)

“It would be difficult and also inexpedient to attempt the task of giving an adequate precision to 
these concepts (Minimum Wage, Fair Wage and Living Wage). What is a subsistence wage in 
one country may appear to be much below the subsistence level in another ; the same is true about 
a fair wage and living wage ; What is a fair wage in one country may be treated as living wage in 
another, whereas what may be regarded as living wage in one country maybe no more than a fair

*India Pocket Book of Economic Information—1966 Page 26.
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wage in another. Several attempts have nevertheless been made to describe generally the contents 
of these respective concepts from time to time............

“These concepts are elastic and they are bound to vary from time to time and from country to 
country. Sometimes the minmum wage, fair wage and living wage are equated to the poverty 
level, subsistence level, the comfort or decency level.”

We are of the view that the minimum wage should be the need-based wage as already stated. Fair 
wage will naturally be above the minimum wage, but below the living wage. Living wage is beyond the 
fair wage.

Again as stated by the Supreme Court in the above citation :

“It is obvious that the concept of a living wage is not a static concept, it is expanding and the 
number of its constituents and their respective conetents are bound to expand and widen with 
the development and gTowth of national economy. That is why it would be impossible to attempt 
the task of determining the extent of the requirements of the said concept in the conditions of 
to-day in terms of actual rupees.

The Constitution of India refers to ‘living wage’ in Article 43 : viz.
“The State shall endeavour to secure by suitable legislation, or economic organisation, or in any 
other way, to all workers, agricultural, industrial or otherwise, work, a living wage, conditions of 
work ensuring a decent standard of living and full enjoyment of leisure and social and cultural 
opportunities, etc.

We believe the living wage referred to in Article 43 of the Constitution refers to the living wage 
which is beyond the fair wage representing the comfort or decency level. This Article is under the 
Chapter of ‘Directive principles of State Policy’ which though not enforceable by any court is never­
theless fundamental in the governance of the country.

Dearness Allowance

141. Considering the need for protecting real 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 changes ?

The Wage Policy of our country should be dynamic and progressive. In any case, we should not 
allow the real wage to suffer ; for, in that event, the wage levels will start moving downward. In order 
to protect the real wage from any erosion, it is necessary that there should be a separate component in 
the wage structure in the shape of D.A., which will neutralise fully the rise in the cost of living, or will 
make good the depreciation suffered by the real wage. It will not be possible to revise the wage itself 
every now and then. Therefore the practice of a separate component of D.A., which is linked to the 
consumer price index so as to neutralise fully the rise in the cost of living is necessary.

142. In view of the prevalence of several methods to provide or the payment of a separate allow­
ance 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 ?

We consider there should be one system uniformly practised as part of the National Wage Policy 
in the matter of neutralisation of the rise in the cost of living and maintaining the real wages intact. 
Such uniform system should be point by point, month by month computation of D.A., and it should 
aim at full neutralisation of the rise in the cost of living to the worker on average pay, and not to the 
worker on the minimum pay to begin with and thereafter to the workers on higher pay.

143. If a system in which dearness allowance adjusted to changes in cost of living is favoured :
(a) Which index number v/z., (/) All India (/'/) regional, or (///) local should be preferred ?
(h) What should be frequency at which revision should be made—monthly/quarterly/half-

yearly, etc. ?
(c) What should be extent of change in the index which should warrant such revision in 

dearness allowance—each point/slab of 5 points/slab of 10 points, etc. ? Give reasons.
If a National Wage policy is to be adopted naturally the All-India Consumer Price index 

would be the guiding factor. But if the wages are meant to be fixed on industry-cum-region basis, the 
price index of the important centre in the region should cover all the centres in that region. This is 
being practised in Madras State in the case of textile industry, where the Madras City co.st of living index
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number is taken as basis for computing the D.A. to workers in all the textile mills in the State, and they 
are a aid the same rates as workers in Madras City. The frequency of revision should be month by month 
and point by point. This has worked in practice satisfactorily in the case of the cotton Textile Industry.

144. In determining the quantum of dearness allowance, what should be the principles govern­
ing the rate of neutralisation of price rise ?

In determining the quantum of D.A., the principle should be that neutralisation of the rise in 
prices should be 100% as already stated. It is sometimes assumed that granting full neutralisation is 
a big concession to labour. This is not so. If, assuming on 1939 basis, a worker to-day is given 100% 
neutralisation by way of D.A. of the rise in the cost of living, it only means he is enabled to lead the 
same standard of life as he was having in 1939 viz., 30 years back.

We would prefer the merger of a substantial part of D.A. with basic pay. This can be achieved in 
two ways :

1. by merging 75% of the D.A. with basic pay and linking the remaining 25% of the D.A. with 
the remaining 25% of the index number eligible for D.A.

2. Alternatively, we would like to work out the cost of living of a standard family on the basis of 
agreed norms for computing the minimum of the fair wage and link the total wage to the 
current cost of living index Number with 1960 base.

We would prefer the second alternative and only we would like to add that the base year may be 
shifted once every ten years.

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

For retaining intact the real wages of the employees the capacity of the industry to pay cannot be 
a relevant consideration because there is no additional sacrifice demanded from the employer nor an 
additional gain sought for the worker. He is only required to pay the same real wages as he was paying 
in the base year. Otherwise, if in the name of lack of capacity of Industry to pay, the worker is to be 
asked to accept something less than 100% neutralisation, there is a wage cut surreptitiously brought in 
and this will not be fair to the workers.

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

Where part of the wages was paid in kind which goes to reduce the expenditure on his family budget, 
the D.A. may be suitably adjusted as that part of the payment in kind remains the same.

Fringe Benefits

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

In our view, fringe benefits should be defined as those benefits voluntarily given by the employer 
which may or may not be covered by the items in the family budget. We are of the opinion that any 
statutory benefit which the employer is required to give should not be treated as fringe benefits. The 
fringe benefits are intended to have the effect of improving the health, peace of mind and consequential 
efficiency of the employee. Although the employer may have to second little more on account of fringe 
benefits, the advantage that he will get by way of better discipline and increased efficiency will more 
than offset any increase in production costs.

148. How far can the fringe benefits be a substitute for higher money earnings?
Fringe benefits cannot be substituted for higher money earnings. Tn our country when most 

industries are paying the unskilled worker less than the need-based minimum of the fair wage, and the 
whole wage structure is built on such a floor, the wage structure will not represent a fair wage 
structure and there can therefore be no question of higher money earnings. Fringe benefits should 
always be in addition to higher money earnings and should not act as a substitute.
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Wage Differentials :

149, Do the existing wage differentials in the plants within your knowledge appropriately reflect 
the considarations mentioned in the report of the Committee on Fair Wages, viz., degree of skill, 
strain of work, length of work, training requirement, responsibility undertaken, mental and phy­
sical strain, disagreeableness of the task, hazards of work and fatigue ?

The wage differentials obtaining in most establishments could be justified mostly on historical 
grounds only. Generally they have not been scientifically planned. The different factors mentioned in 
the Fair Wages Committee’s Report to evaluate wage differentials have generally been not taken into 
account. While there should be proper differentials between various categories of workmen depending 
upon their degree of skill, strain of work etc., involved in their occupations, care must also be taken to 
see that there are no unfair disparities. We feel that the question of wage differentials in principle should 
apply to the highest paid in the Industry also. Nobody in any Industry shall be paid more than ten 
times the lowest paid. This narrowing down of the differential has to be achieved both by pushing 
up the floor and by bringing down the ceiling.

150 What has been the affect of the existing systems of dearness allowance on wage differ­
entials? What steps would you suggest to rationalise present arrangements?

Tn Industries, such as Cotton textiles, the D.A. is generally much higher than the basic pay. It 
is an ill-balanced wage-structure. The recommendations of the first Wage Board to merge a part of the 
D.A. with basic pay has not yet been implemented by the Industry although those recommendations 
are to-day seven years old. Since wage differetials are meant to be reflected only on basic pay and the 
D.A. itself, which is a bigger component of the total wages, is the same for the different categories of 
workmen, the wage differentials have not been given effect to adequately. We would suggest merger of 
a substantial part of D.A. with the basic pay, and with the basic pay so merged, to build up a wage struc­
ture providing adequately for the differentials for the various occupations.

Methods of Wage 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 adjudication, etc, which method or methods would be more suitable 
for adoption in future? If one or the other arrangement is needed for different sectors, indicate 
sector-wise the arrangement needed.

We are of the opinion that the present method of fixation of wages by statute should continue for 
all sweated industries where the degree of unionisation is poor. Encouragement should also be given 
to achieve wage fixation through collective bargaining, wherever the unions are well-established and enjoy 
recognition by management. Fixation of wages by some Wage Boards has not proved to be satisfactory. 
Firstly they take too long a time and nextly they give only ad-hoc increases, and that generally tends to 
be on the lower side. Since the recommendations of Wage Boards have no binding effect on the parties, 
they have to be processed further through adjudication, resulting in a further dose of delay. However 
if the Wage Boards could be made statutory and if they are required to give their awards within six 
months of their appointment, the continuation of wage Boards as a useful instrument can be considered. 
Further we feel there should be standing Wage Boards for each major Industry to consider wage claims 
as also to properly fix occupational differentials as well as wage claims arising out of equitable sharing 
of the gains of rationalisation. Wage fixation through adjudication also has of late become a victim of 
considerable delay. As already suggested, we would like adjudication machinery to be tripartite and 
there should be no appeals against awards of Tribunals. The job of fixing wages in establishments 
operating in more than one state should be referred to a National Tribunal.

152. In collective bargaining for wage fixation, should the principal emphasis be laid on national 
agreements? If so, what adjustments should be made to meet local needs?

Wherever collective bargaining is depended upon for wage fixation, it could be on the industry- 
cum region basis. It w’ll be difficult to secure any national agreement on wages through collective 
bargaining except, perhaps, in the case of Central Government employees, as also in Banks, Insurance 
and the Railways etc. In some cases any special allowance such as to meet the peculiar conditions 
obtaining in their places of work, such as hill allowance, should be provided for. The existing practice 
of fixing allowances on the basis of population of centres is not necessary now, since practically the cost 
of living is the same in all the States and centres throughout the country, except in respect of a few 
items such as House rent, Milk and Vegetables.

153. 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
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enduring than the one where an award is handed down by a third party. Has this expectation 
been fulfilled ?

Tripartite Wage Boards have been useful to some extent. It is becoming increasingly difficult to 
secure unanimity in these tripartite bodies. The interim recommendations of the Engineering Wage 
Board is an instance in concrete.

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

(6) Should wage board recommendations have legal sanction?
(a) Almost every Wage Board is taking upon itself to issue a very elaborate questionnaire. The first 

three months are taken in drafting the questions, and perhaps another three months in printing the ques­
tionnaire. The parties generally take another three months for answering the questions. The first nine 
months of the Wage Board are thus taken up in this preliminary work. The delay in this respect could be 
considerably reduced. Since the parties themselves are on the Wage Board, they are supposed to know 
most of the aspects of industry and labour. Therefore the questionnaire, if at all any is required, should 
be short, like a one-page questionnaire, and the Wage Board should be able to start its hearing within 
three months of its appointment and complete its hearing in the next three months and the recommenda­
tion should be made, whether unammous or by majority, in the seventh month. If this could be achieved, 
much of the complaint againt the delay by Wage Boards can be overcome. The Chairmen of Wage 
Boards should not be retired people. It must be manned by sitting High Court Judges or even Judges of 
the Supreme Court or senior Industrial Tribunals.

(b) If the Wage-Board’s recomendations are given legal sanction, then it should be on condition 
that thase recommendations shall not be called in question by any Court, either by Writ Petitions before 
High Courts or by appeals to Supreme Court. Otherwise the time saved in expediting the work of the 
Wage Board will be more than lost in litigation in the High Court and Supreme Court.

Wag? Policy
155. (a) How could the criteria of fairness to labour, development of industry, capital formation, 
return to entrepreneur, etc., be taken into account in wage fixation ?

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

(a) A fair wage to labour is an item of cost. Therefore the needs for the development of Industry, 
for capital formation and return to entrepreneur, cannot come in for any prior consideration over fair 
wages to labour, just as those considerations will not come in before payment of the full price for raw 
materials, stores, electric power, etc.

(b) It is not true to say that in the balance between fair wages to workers, fair profits to entrepreneurs, 
and fair returns to the treasury, the consumers are left behind. The real position is that fair wage to 
labour is yet to be paid, for it is admitted on all hands that labour is not being paid even its need-based 
minimum of the fair wage. It is also true that consumers’ interests are not sufficiently protected, while 
the shareholders have been getting fantastic rates of dividends in many years and in many case more 
than the amount of paid-up capital would have been already returned to them. As for the 
returns to the treasury, the treasury is atleast able to collect its taxes based on the published figures. 
We are not referring to unaccounted money and the unpaid taxes on that account. We only want to 
correct an impression that labour is getting a fair wage and only the consumers are left behind. Labour 
is also left far behind. So far as consumers are concerned, labour has agreed to the proposition that any 
gains of rationalisation should be equitably distributed among labour, employer and the consumers. 
But although labour has accepted rationalisation and carried out the same in a number of cases, there has 
been no reduction in prices to the consumer or a better quality product for the same price. Therefore 
we suggest that in every rationalisation agreement, management must be required to spell out how the 
consumers’ share of the gains of rationalisation is to be made available to them; and if it is to be by price 
reduction, to state the reduced prices.

156. In the context of planned development, the question of taking an integrated view of policy 
in regard to wages, incomes and prices is often emphasised. What should be the objective and 
scope of such a policy ? Indicate the guidelines for such a policy in the light of the perspective for 
the growth of the economy. Changes in the existing institutional arrangements for implementation 
of such a policy may also be indicated.

It is true that, in the context of a planned economy, an integrated view of wages, incomes and 
price policies should be taken. But then our planning has been proved to be defective and implementation 

52



poor, with the result that after 17 years of existence under a planned economy, we find that unemploy­
ment is growing, under-emplovment is unchecked, installed capacity of industrial units is not fully 
utilised, prices are soaring and tax evasion is on the increase. Even food continues to be a problem. 
Agriculture-based industrial raw materials too are in short supply, and recently there have been mere 
closures, lay-off and retrenchment. In short, there seems to be nothing right about our plan and cur 
economy. What is needed is a thorough re-thinking of the entire. Plan, unfettered by any dogmas or 
doctrinaire approach.

There is need for ceiling on urban holdings and on urban incomes. There is need at the same 
time to protect the real wages, even if we do not give any increase in real wages. There is need for holding 
the prices through suitable credit policy, and equitable distribution machinery and drastic action against 
hoarders and profiteers. The institution of Managing Agents should be abolished forthwith. Mono­
polistic tendencies and restrictive practices in Industries should be dene away with. There should he 
increasing association of workers as partners in the management of Industries in all sectors.

157. Do you suggests policy of ‘wage freeze'? If so, 
existing system? What are the implications of this policy

how can it be implemented under the 
for other incomes?

We are against any policy, even remotely suggesting wage freeze. Wage freeze is both unfair and 
impracticable. It is unfair because, as has been repeatedly stated, wage levels obtaining in our country 
are much below the need-based wage and, therefore, to freeze wages at that level would be unfair to labour. 
It will be impracticable because Government has proved itself incapable of freezing prices, and even if 
labour, to put it crudely, is taken as a commodity, why its price alone should be frozen while the prices 
of other commodities are still at large? Government must first concentrate on freezing prices, and if they 
succeed in freezing prices, since in a large number of cases D.A. is linked to prices, with price stabilisation 
there will be an automatic freeze in D.A. If, therefore, Government wants to freeze wages, meaning to 
keep intact the real wages, it can only be by keeping intact the price levels.

As for the suggestion that there shoud be simultaneously a profit freeze and dividend freeze, 
we feel that in many Industries this is going to be only of academic interest. Tt is obvious that for another 
year or two most of the Industries in the country may not be making such fat profits as before or 
declaring such fantastic dividends as in the past, to come within the operation of the proposed freeze.

158. Is there a need for sectoral balance in wage structure between the public and private 
sectors? If there is, how should it be achieved?

There should be no difference in the wage structure between Public and Private Sector. In fact, 
both should be the same. We can, however, agree to a difference in the public secotor, which should 
admittedly function as an ideal employer and which should therefore be able to give slightly higher rates 
of pay than in the rivate sector.

Mode of Wage Payment

159. What are the existing practices in regard to payment of wages in kind? Would you suggest 
its extension to units where it is not obtaining at present?

The payment of wages in kind is not generally found in Industries. In some Industries, more so in 
the public sector, cash payments are made towards H.R.A. or C.C.A. Payment of wages in kind do not 
obtain in Industries. Tt may obtain in agriculture, in Hotel industry where wages are paid in kind. There 
was a tripartite agreement that employers should be asked to run Fair Price Shops and supply at con­
cessional prices rice, wheat, sugar, edible oil. kerosene and standard type of clothing. The amount 
represented by such supply may be deducted from wages and the balance paid in cash. But such Fair 
Price Shops have not so far been opened on any scale. There are some Consumer Co-operatives 
sponsored by some progressive managements, where the workers are able to buy their requirement on 
credit, which is recovered at the end of the month from their pay, and the balance paid to the workers 
in cash. But here again, there is no holding of the price line and the object of paying part of the wages 
in kind is to give him a certain quantity of essential items at a particular price. But that is not obtaining 
in the Consumer Co-operative Stores.

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

Unskilled workers are given time-scale of pay generally in Engineering Industries. We would like 
its extension to all other Industries.
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161. Do you favour the suggestion that the total wage packet should consist of three compo­
nents, namely, the basic wage, the other depending on the price changes and the third which 
takes into account productivity changes? If so, how should this suggestion be made operative?

We agree with the suggestion that the occupational wage of every occupation should constitute the 
basic wage, which should be the larger component of the total wage; and the other smaller part the D.A., 
linked to consumer price index, so as to provide full neutralisation of the rise in the cost of living. We are 
also agreeable to a third component i.e. the Incentive wage. over and above this, to provide ir.centne 
for increased productivity. The occupational wage should be the fall-back wage and for any increase in 
production over the norm to be mutually settled in each case, additional wage should be paid for at a 
suitable rate so as to provide adequate incentive.

General

162. How far can the administration of the Minimum Wages 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 Q. 210)

The wages fixed under the Minimum Wages Act of 1948 have actually proved to be maximum wages 
in several establishments covered by the Act. The employer feels that he is not bound to pay a higher 
wage than the notified minimum even if he can. It is proving difficult to get such cases referred to adjudi­
cation for compelling the employer to pay a fair wage in view of his higher capacity. The Minimum w'ages 
fixed in certain areas for agricultural workers are not implemented for the reason that there is no effective 
organisation fo’’ agricultural labour. The Act must provide for inspectors who themselves would go and 
enquire as to the extent of the implementation of the wages fixed under the Act in regard to those workers. 
He must be empowered to lodge claims on behalf of the workmen and collect it and pay it to them.

163. Is the scheme for payment of annual bonus embodied in the Payment of Bonus Act, 1965, 
satisfactory? If not, what are your suggestions ? How does the latest decision of the Supreme 
Court affect the Scheme of the Act ?

The provision for payment of minimum bonus under the Payment of Bonus Act of 1965 is the only 
satisfactory provision in the Act, so far as the workmen are concerned. The formula of prior charges 
embodied in the Act is heavily weighted against the workers. Under the formula provided in the Act 
the worker will get comparatively a lesser bonus than what he was getting under the old L.A.T. formula. 
It was because of this that Government came forward to assure the workmen that they will not permit 
the provisions of the Act to operate to the detriment of the workmen, who were already getting a higher 
bonus under the old arrangement, whether by agreement, award or settlement. But the Supreme Court 
has struck down the relevant Sections by 3 to 2, as discriminatory and ultra vires. Nevertheless, it is neces­
sary to give effect to the assurance of the Government to protect the workers’ basis of past right to bonus, 
if that basis gave him a higher bonus by some other fool-proof method. The employers do not want a 
different formula to be applicable to the single problem of bonus. We therefore suggest that the main 
features of the old L.A.T. be retained without the prior charge of Rehabilitation’, and the surplus so 
arrived at distributed 50:50 between labour and management, with the benefit of tax rebate accruing to 
the employer taken into account, or alternatively the tax rebate on bonus payable under the Act should 
go to the workmen in addition to the bonus payable under the Act and not to the management. Either 
of these alternatives might mitigate the adverse effect of the Act on higher bonus, wherever received in 
the past.

164. What should be the place of bonus payments in the future system of remuneration?
Bonus has come to stay. It cannot be substituted by any other payment, nor abolished by being 

merged with the total remuneration. It should continue to be paid as a separate payment. It has now 
generally been recognised that this payment helps the workers to meet their annual obligations occur­
ring at certain times like Gnam, Pongal, Deepavali, Christmas etc. and therefore has to continue.

VI. INCENTIVE SCHEMES AND PRODUCTIVITY

165. What steps should be taken to introduce a system of payment by results in industries/ 
activities where this system would be appropriate ?
165. Payment by results cannot be extended to cover all occupations in all Industries. Such of those 
occupations as might be amenable to this form of treatment are already covered by suitable piece-rate 
or task-rate systems. These systems would be appropriate only where labour is the most important 
factor. Production is the result of several inputs of which labour is one. If the other quality and quantity, 
of the inputs are not kept in order and their impact on poductivity and production is not kept un-
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changed, it would not be fair to introduce pyment by results in such cases. For in such cases even if the 
worker puts in his best efforts, still production may not be commensurate owing to the adverse influence 
of other inputs. Where payment by result is introduced, workers must have a say in the quality of raw 
material, the maintenance of machinery, the speeds of the machines, other working conditions which go 
to affect production and standardisation of finished products.

166. Please state your views on the following guiding principles for introduction of incentive 
schemes.

(a) Employers and workers shouid formulate a simple incentive system at the unit level and 
implement it on some agreed basis through collective bargaining. In every case, introduction of 
incentive schemes should be preceded by an agreement with trade union.

(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 
circumstances beyond his control to earn an incentive.

(c) Individual or group incentives can be framed to cover both direct and indirect groups 
of workers.

(d) An incentive scheme 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.

(e) Efforts should be made to reduce time-rated categories to the minimum. This will en­
sure that all employees have an equal chance to increase their earnings with increase in pro­
ductivity.

(f) Wage incentives should generally provide extra earnings only atter a mutually agreed 
level of efficiency has been achieved.

(g) To ensure quality of production, incentive payments should be 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.

(i) 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 employ­
ment, job satisfaction, job status, etc., have also a place in increasing productivity.

(a) We agree with the view that employers and workers should jointly formulate a simple, easily 
understandable incentive scheme at the unit level. Such incentive schemes could be the result of collect­
ive bargaining. It must be remembered that no incentive scheme can succeed, if it is introduced uni­
laterally. It must have the willing consent and understanding co-operation of labour.

(b) It is very necessary that if an Incentive Scheme should succeed, it should not lead to rate-cutting 
consequent on the increased productivity of the worker. Such rate-cutting will result in the worker ’̂ 
earnings not going up sufficiently to act as an incentive. It is also necessary to protect the worker against 
the vagaries of the Incentive System by protecting his normal or occupational wages.

(c) Individual and/or Group Incentive Schemes can be introduced to cover both direct and indirect 
groups of workers. Very often productivity of the individual worker depends upon the quality of work 
at the back-stage, and the continuous supply from the preparatory sections. Therefore an individual 
worker’s productivity depends to a large extent upon the efficiency of the group as a whole. We therefore, 
recommend that both Individual and Group Incentive Schemes should be framed wherever possible.

(d) It is not necessary that to evolve an Incentive Scheme there should be a work-study as a condition 
precedent. Very often workers do not have confidence in the so-called expert, who is deputed by the 
management to carry out the work-study, and his recommendations are viewed with great suspicion. 
The practical method of evolving an Incentive Scheme therefore is for the workers and the manage­
ment to sit across the table and negotiate a scheme based on actual experience.

(e) We do not agree that efforts should be made to reduce time-rated categories to the minimum 
There are certain occupations where piece-rates will not be suitable. In an effort to reduce the number 
of time-rated ocupaticns, we should not extend the piece-rates to such of the occupations as are not 
easily amenable to that system.
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(f) Incentive wages should become payable for production beyond a certain norm mutually agreed 
upon. The agreement should also lay down norms for other working conditions as stated already in our 
answer to 166(a) as fixing the norm for only one of the many factors will be irrational.

(g) We agree there is no point in producing more if such production will suffer qualitatively. But 
quality again is not depending purely upon the workers’ efforts. If the raw materials is defective or of 
poor quality, or if the working conditions do not come upto the mark, or if the maintenance of the 
machinery is unsatisfactory, it will be unfair to reduce the incenthe wages of the wcrkers cn the ground 
that the quality of the product is poor.

(h) Incentive Wages should not fluctuate very much. At the same time, if the additional earnings cn 
account of incentives are to register only minor variations, then the element of incentive inherent in such 
schemes would not be adequate. A golden mean will have to be established depending upon the facts 
in each case.

(i) We agree that the Scheme should contain features to safeguard adequately the interest of the worker, 
if he is forced to remain idle due to circumstances, entirely beyond his control.

(j) It is true that such non-financial incentives like better security of employment, job sati; facticn. job 
status, etc., also contribute to increased productivity.

167. What should be the respective roles of labour, management and Government in raising 
productivity ?

(a) The role of labour in raising the productivity is to work with discipline and efficiency and eliminate 
waste. Labour should identify itself with the interest of the plant.

(b) The role of management in improving productivity consists in ensuring :

1. Standardised quality of raw materials.
2. Proper working conditions, such as lighting, ventilation, or air-conditioning, etc.,
3. Proper maintenance of the machinery.
4. Correct speeds of machinery.
5. Necessary safety appliances.
6. Proper planning and standardisation of the lines of production.
7. Proper treatment to workmen.
8. Reduction in overheads.
9. Functioning as leader of the team of workmen, rather than as an employer or a boss.

10. Sharing knowledge and information about production, its bottleneck and inviting suggestions 
for improvement.

11. Sharing all financial information with workmen.
12. Predictable attitude of the management in regard to disciplinary matters.
13. Arbitration whenever disputes could not be settled across the table, etc.
14. Fair deal to Labour.

tc) Governments’ role in raising productivity lies in :

1. Encouraging collective bargaining.
2. Providing effective Industrial Relations Machinery.
3. Providing effective mediation service.
4. Providing impartial experts to decide disputes regarding working conditions.
5. Encouraging voluntary arbitration.
6. Providing sustained and stable power supply, and
7. Running Research Institutes, etc.
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168. How should the gains of productivity be measured ? Can they be allocated to different 
factors of production ? How should the gains be shared ?

The gains of productivity should be shared equitably among labour, industry and the com­
munity. So long as labour is below the living wage, to which it is undoubtedly entitled, the major share 
of the gains of productivity must go to labour. Tf labour will not be helped to reach as near the living 
wage standard as possible, out of the introduction of productivity techniques, there will then be no in­
centive to labour to work those incentive schemes. One of the main objects of the Productivity Schemes 
should be to raise the standard of living of labour. Therefore the bulk of the gains must go to labour. 
The Industry should also get a share of the gains of productivity, if it is as a result of additional invest­
ment. The community too must have its share of the gains of productivity by means of better quality 
products and at a cheaper price.

169. Have increases in productivity matched with wage increases in the years since Indepen­
dence? Please give supporting statistics.

The increase in productivity is more than the increase in wages since independence, (please see 
our observations in Chapter II in this regard.)

170. Has any undertaking within your knowledge experimented, in recent years, with producti­
vity techniques ? How did the employees react to these experiments ? Did this result in increas­
ing workload ? If so how was this situation net?

The productivity techniques appear to be a new name for the old rationalisation schemes, the con­
tents remaining the same. It was all along labour’s complaint that whenever the word ‘rationalisation’ 
was mentioned, employers understood it to be a means of increasing the workload of the workers by 
asking one man to do the work of two and retrench the other fellow. Labour was, therefore, opposing 
those schemes, firstly because of the steep increase in workloads, secondly because of the resulting 
shrinkage in employment, and thirdly because of poor financial compensation for the additional 
workload.

In the so-called productivity techniques too, the workload of the workers is going up, and whenever 
labour wanted a share in the gains accruing to the employer, mainly on account of the savings in wages 
of the man who is no more working on that machine, it was often the basic wage that was shared, the entire 
D.A. going to the employer in addition to his share in the ba>ic wage. Generally the D.A. component 
of the wage is a bigger one, and, therefore, the employer gets a lion’s share of the gains of producti­
vity techniques, resulting from labour savings. The real position should be the other way about. The 
lion’s share should have gone to the workmen.

171. What place would you assign to suggestion schemes and institution of awards for out­
standing work to improve productvity ?

Suggetion Schemes and institution of awards for outstanding work to improve productivity 
must be given more importance than now. Even if an ordinary suggestion comes from the workman, 
it should not be pooh-poohed. The worker should be talked to and encouraged to think on what new 
suggestions he can make. At present there is very little enthusiasm to the workers to launch upon creative 
thinking. That should be encouraged and very often it is not done. It should be the attitude of the 
management to infuse an atmosphere for creative thinking.

172. What are the factors contributing to labour turnover and absenteeism ? How do they 
affect improvement in productivity ? (See also 0 183)

Generally speaking, labour turn-over and absenteeism are on the decrease in all established Indus­
tries. Labour turnover will be found to be somewhat high in seasonal industries and in certain sea­
sons, in non-seasonal but not so well-organised industries. An increased labour turnover and absen­
teeism will naturally affect productivity adversely. The remedy against high labour turnover and 
high percentage of absenteeism is to ensure to the workmen a fair wage and satisfactory working 
conditions, so that he will identify himself with the industry and his stakes in the industry will be higher 
than what is now.

173. What is the place of the motivation of worker for improving his standard of living in the 
successful working of incentive scheme ?

If the Incentive Scheme is only nominally so, but is really not so, then there will be no real motiva­
tion on the part of the worker to utilise the scheme for improving his standard of living as it will not be 
worth the while.
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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 ?

(a) It is obvious that go-slow can never help to improve productivity. But go-slow itself is not gene­
rally the cause. It is the effect of seme of the actions taken by the employer, which the workers want to 
protest against, and instead of a total strike, they resort to the method of gO-slow.

INTUC however does not support go-slow. The existence of go-slow is one of the symptoms of 
unhealthy labour-management relations and where unhealthy labour management relations prevail, 
productivity is bound to suffer.

(fr) : ''Work Io the rule' : Work to the rule creates difficulties where the working will be in accordance 
with the letter of the rule, and not according to the spirit of the rule. Further everything the worker 
has to do, and that too how quickly, cannot be defined in any rule. Therefore by resorting to work-fo- 
the-rule, many of the unwritten duties may not be carried out by the worker. This will have an 
adverse effect on productivity, and it is for, this very reason seme trade unions adopt the method of 
‘work to rule’ out of frustration, to give expression to their protests against certain acts of omission 
and commission by the employer. This too is a symptom of unhealthy labour-management relations 
and would, therefore, affect adversely productivity.

(c) Unions bnn on overtime : This happens rarely. Where employers do not fill up vacancies and 
overtime becomes regular feature, then unions object to working overtime. The remedy for this lies 
in filling up vacancies promptly. Maintaining the due complement of labour, with the extra labour to 
cover absenteeism will eliminate the need for overtime work. Overtime work should never be a normal 
feature. It should be resorted to only rarely to meet unexpected contingencies. Union’s ban on overtime 
often represents reaction by the union to either delay or denial by the employer in maintaining the normal 
complement of workmen.

175. What is the role of rationalisation in improved productivity ? The 15th Session of Indian 
Labour Conference had made some recommendation (Appendix XI) for regulating the process of 
rationalisation. Have these recommendations helped rationalisation? Do these recommendations 
still provide a useful framework for the purpose ? If not, what changes would you suggest ?

Productivity is the end result, and rationalisation is the means. It is out of implementation of 
rationalisation Schemes we get for the same amount of inputs, greater output. The recommendations 
of the 15th Session of the Indian Labour Conference laying down the conditions for implementation of 
rationalisation schemes have generally worked well. They have helped considerable rationalisation, 
more particularly in the Textile Industry. Thes recommendations do provide a useful framework. The 
basic condition ‘rationalisation only without retrenchment’ has b$en responsible for removing the 
major fear in the mind of labour. There have however occurred several cases of surreptitions intro­
duction of rationalisation. Another difficulty experienced in the implementation of that agreement is 
in respect of giving labour its share of the gains of rationalisation. There have also been difficulties with 
regard to the assessment of proper working conditions, and the difficulty encountered in this regard is 
the acceptance of an impartial expert, since all experts are, according to labour, closer to management 
and most of the trade unions themselves are not financially strong to engage their own experts. If confi­
dence could be built up in the impartiality of the experts and if a substantial share in the gains of rationa­
lisation is made available to the workers, the recommendations of the 15th Tripartite should work with­
out difficulty.

At present Research Institutes in the Textile Industry like SITRA, BITRA and ATI R A are managed 
by employers. There is no representative of labour on these bodies ; and these Institutes are supposed to 
do research for improving productivity techniques. There may be other similar Institutes for other in­
dustries too. cost of runnng them are substantially financed by Government subsidy. If there could 
be adequate representation on these Research Institutes for labour, then these Institutes could be made 
to provide the impartial expert agency to assess the existence of proper working conditions.

176. (a) What should be the place of ‘automation’ in the prospective of development ?
(b) How would automatton affect labour-management relations ?
(c) Should there be a special machinery to study the problem ?

(a). Automation would be a painful luxury for our country in its present plight. We have a large 
man-power surplus, and therefore, the introduction of automation should wait till our national em­
ployment position improves.

(b) & (c). In view of our suggestion that automation should wait for the time-being, questions (b) and
(c) do not arise.
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177. How far has the National Productivity Council been effective in generating enthusiasm 
among employers and workers in increasing productivity ?

The National Productivity Council has not been very effective in generating enthusiasm amcng 
employers and workers in increasing productivity. The Council has regional and local counterparts. 
But it is always talking only of theories. We have been suggesting to the Local Productivity Councils 
to take charge of some of the sick units in the Textile Industry, for instance, apply their productivity 
techniques and demonstrate to the rest of the Industry how the productivity techniques as taught by the 
Council can improve productivity and therefore, the prosperity of the concern. But they are "extremely 
shy to countenance any such proposals for obvious reasons. The productivity movement as such has not 
taken root either in the minds of the employers or of the workers. It seems to be one more decorative 
organisation supported by Government assistance for periodical wordy seminars and lectures.

VII SOCIAL SECURITY

178. (a) What effect do the social security schemes have on stability of employment and on 
industrial relations ?

(b) Have some 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 ?

(a): Social Security measures like Provident Fund, Gratuity, Employees State Insurance Benefits, Re­
trenchment Compensation, Maternity Benefit, Lay-off compensation etc. do have considerable effect on 
the stability of employment. Provision against old age or death of the earning member or against other 
risks, like accidents, loss of employment, etc. do help to create in industrial workers a sense of security. 
In the absence of such social security measures, workers accept jobs only as a stop gap arrangement and 
leave them when they come across a better one with the result that labour turnover will be high with all 
its attendant disadvantages to the industry.

it does not however, appear that Social Security Schemes have any great effect on improving In­
dustrial relations. On the contrary, such measures are not generally liked by a section of employers and 
their attempts often are to try to eliminate or minimise their liability in respect of such schemes, and this 
disturbs the industrial relations.

(b) We do not think that the benefits based on fulfilment of qualifying period for entitlement are 
generally responsible for larger turnover although it cannot be denied that there are employers who would 
like to minimise their obligations by breaking the continuity of employment of temporary labour so as 
not to let them qualify for these benefits. These measures are apt to curb the tendency of jobhopping 
amongst workers, for they know they would again have to put that much qualifying service over and again 
with another employer for entitlement of these benefits.

179. The Convention on Minimum Standards of Social Security adopted 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 benefit, family 
benefit, maternity benefit, invalidity benefit and survivor’s benefit.

(a) To what extent is each one of the above benefits available at present ?
(b) What is the cost of existing social security schemes 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 mentioned above adequate ?
(d) What should be the priority for enlarging the scope and coverage of the various exist­

ing benefits ?
(e) How should the programme for introduction of the benefits not currently available 

be phased ?
(a) The various benefits, referred to in the convention on Minimum Standards of Social 

Security of the I.L.O., are available only to the extent provided in the E.S.I.. Act and Scheme in 
respect of medical care, sickness, employmeni injury benefit, family benefit, maternity benefit, in­
validity benefit and survivor’s benefit. The injury benefit, is also covered by the Workmens com­
pensation Act, and the maternity benefit is additionally available under the Central Maternity Bene­
fit Act of 1967. As regards unemployment benefit some aspects thereof are covered by the pro­
vision of the I.D. Act such as lay off and retrenchment compensation. The Provident Fund Scheme 
available under the Provident Fund Act partakes the nature of old age benefit. Gratuity available in
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some cases either voluntaiily or secured under awards of the tribunals or Wage Boards also provide 
for a kind of old age benefit.

(b) The cost of all the existing social security schemes appears to be negligible to the total 
cost of droduction. According to our estimates it will not be even. 1%. Fifteen years ago even 
these benefits were not available to workmen, as such there was hardly anything for industrial sector 
of the country to bear by way of cost.

(c) The benefits mentioned above are at present available only to be limited number of 
workers. Having regard to a large number of workers yet to be covered, and the benafits they 
receive being nominal particularly in the context of our national economy, there is vast scope of 
coverage and extension of benefits.

(d) The following should be the priority for enlarging the scope and coverage of various existing 
benefits :

1. The standard of medical care and treatment should be improved.
2. The benefits should be made easily available and extended to all family members of the invalid 

persons.
3. The supply of drugs should be adequate and they should not have to wait for the supply.
4. The workers should not have to wait too long at Diagnostic Centres for different tests and 

medical examination.
5. No waiting for bed in hospitals.
6. Adequate ambulance service.
7. There should be proper supervision over the admir.istraticn of benefits to see that the benefits 

are easily available whenever and wherever the insured persons are required to go for them.

(e) The programme for introducing benefits not currently avilable should be placed as follows :

1. There should be thorough check up of all the insured persons and the members of their families 
once a year at least so as to eliminate or minimise the chances of a occurrence or recurrence of 
illness from time to time.

2. All preventive treatment like vaccination, injections etc. should be taken as precautionary 
measures.

3. The existing system is ony curative. So preventive and restorative treatments should precede 
and follow curative treatment.

4. In the case of insured persons whose employment exceeds two years and who have worked more 
than 240 days in each year, they should be made entitled to medical treatment including hospi­
talisation, irrespective of dis-entitlement under the existing rules, unitl he is cured or for two 
years thereafter whichever is earlier.

5. There should be no waiting period for claiming the cash benefit.
6. There should be a no-claim rebate to such of those who have not drawn any cash benefit in a 

year. This will help to reduce absenteeism.
7. The minimum wage level for requiring invalid persons to Rs. 3 per day.

180. The benefits referred to in question No. 179 are generally available only to persons who 
are in wage-paid employment; there will still be large numbers of persons like traders, artisans 
and small shopkeepers who are self-employed and who will remain uncovered by the scheme. 
What advance steps should be taken to bring these groups within organised social security 
schemes ?

It is conceivable that self-employed groups should be brought within the organised Social Security 
Scheme. But it appears that before trying to bring this class of people within the scope of Social Security 
Scheme, the existing groups should first be well-provided. When that is done, then the question of ex­
tension may be considered.

When the question is taken for consideration, they may be given option to come under the Scheme 
by payment of contributions and accepting other conditions. The other alternative may be to start some 
Scheme like National Health Insurance Scheme covering all such self employed persons.
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181. The E.S.l.S. Review Committee has made a number of recommendations in its Report both 
for improving the administration of the ESIS and for introducing an integrated social security 
scheme. As regards the latter, it has recommended that planning should now proceed to evolve 
a comprehensive social security scheme covering in a single enactment various risks of cessation 
of income or wage loss to which a wage earner is exposed. Towards this end it has specifically 
suggested

(i) The Government should in consultation with the Indian Labour Conference set up an 
expert machinery to evolve a ‘blue print’ for a comprehensive scheme of social security which 
should also form a strong financial and administrative base for inclusion of benefits which are at 
present not available.

(ii) Action should be initiated forthwith to bring about an administrative merger of the ESI 
Scheme and the EPF Scheme. Steps should be taken to examine the problem in all its details 
and to accomplish this with the least delay.

What are your suggestions on the above recommendations ?
(i). The ESrs Review Committee has made the suggestions after taking into consideration the recom­

mendations of the Study Group and other aspects of the Scheme both in favour and against. We agree 
in principle with the suggestion for a comprehensive Social Security Scheme. But we feel the matter 
requires further and fuller consideration.

(ii) We agree that the administration of the ESI Scheme and P.F. can be unified. But the funds must be 
kept separately for these purposes are different. Here too we feel there should be a special bipartite 
study of the proposal.

182. Should the provisions for exemption from the ESI scheme be tightened ? How should this 
be achieved ?

The provisions for exemption from the E.S.I. Scheme should be tightened. We agree with the 
recommendations of the ESIS Review Committee in Chapter IV para 83 in this respect. Ihe procedure 
as suggested therein may be followed in tightening up exemption from the E.S.I. Scheme.

183. In so far as the ESI 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. No 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 know- 
lodge ? What remedies would you suggest to minimise such absenteeism ? (See also Q. 172)

The view that absenteeism among workers in factories covered by the E.S.I. Scheme has tended to 
increase consequent upon the introduction of the Scheme is not correct. This question was considered 
and answered twice before. Once by the Study Group in 1958 and by the ESIS Review Committee in 
1966. The Study Group has found “the average sickness rate has proved lower than what was estimated 
and, in passing, this shows that the complaint of malingering which one hears of occasionally is by no 
means serious.” The ESIC Review Committee reiterated this view in its report.

184. Should the administration of the medical benefits under the ESI Scheme remain the res­
ponsibility of State Government ? Or should the Corporation itself take it over ? If State Govern­
ments are to continue administering medical benefits, what should be done to ensure that a 
uniform standard of medical benefits is available to insured persons in all States ?

Under the ESI Act Employees’ State Insurance Corporation has been established and is entrusted 
with the work of collection of contributions and payment of benefits provided in the Scheme to the 
insured persons.

The Act also throws the responsibility of providing reasonable medical, surgical and obstetric 
treatment to the insured persons on the State Governments. This position is anomalous. But the 
main responsibiity of administration being of the Corporation and the Corporation being the 
main paymaster, the State Governments cannot go ahead with any Scheme unless they get the 
concurrence of the Corporation. Similarly the statutory responsibility of the administration of 
the medical benefit being of the State Government, the Corporation also cannot go ahead with any proposal 
unless the State Governments agree. In this process much time is wasted with the result that it causes 
considerable delay and the Scheme suffers. Therefore the ideal arrangement would be to leave the 
administration and medical benefits entirely either with the Corporation or the State Governments.
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185. What should be the respective shares of contribution from employers, workers and Govern­
ment in any scheme of social security?

Under the existing legislation the ’lability of employees and employers is placed in the ratio 
1 : 2. The Central Government does not share the cost. The State Government’s share is 1 /8th of 
the cost of the medical benefit against which they get some remission by way of reduction in the 
cost in respect of insured persons and there families who receive medical benefit from the Corpora­
tion. To that extent States liabiity for providing medical benefit to them is redused. The 
share of the Government should be increased for two reasons. First a Directive Principle of our 
Constitution says “State shall within limits of its economic capacity and development make effec­
tive provision for securing the right to work to education and public assistance in cases of unem­
ployment, old age, sickness and disablement and in other cases of undeserved want.” A duty is 
thus cast on the Government to guarantee economic assistance and social security to the citizens. 
The other reason why the Government should bear the increasing cost is that both the Central and 
State Governments are practically controlling the operation of the E.S.I. Scheme and participating 
in its administration.

The employers’ share should be substantial, because it is the duty of the employers to seek 
the welfare of the workers more in their own interest as efficient workers mean more production. 
It may be noted here that the employers are not yet paying the statutory contribution at 4|% but 
are equal to the workers’ contribution i.e., 2|% roughly. The contribution of employers and em­
ployees has been statutorily fixed at 1 : 2.

The workers are not getting adequate medical care and treatment within the contribution of 
their own and that of the employers as at present. Therefore unless additional assistance comes 
forward there could be no improvement in the benefits to the worker who is a contributor to the 
scheme, being the weakest, his share in cost of social security should be fixed keeping in view his 
capacity to bear that burden.

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-pension scheme ?

The Provident Fund Scheme as prevelant should be continued, fn addition a pension scheme 
scheme should also be ensured for the workmen.

187. If it is to continue in the present form, would you suggest any change in the pattern of in­
vestments of the funds and in the rate of interest accruing to beneficiaries ?

At present the funds of Employees Provident Fund Scheme are required to be invested in securities 
approved by the Trust Act which results in earning less interest especially when the rate of interest even 
of the scheduled Banks has considerably gone up. Therefore a scheme may be evolved to ensure security 
of investment and at the same time earning higher return on investment.

The question of investment of provident fund accumulation in securities other than approved 
Trust securities was considered by the Trustees of the Employees’ Provident Fund Trust. It was gene­
rally recommended by the Trustees that such investments in State loans and Corporation guaranteed 
by the Government could be considered. Of course this could not be done unless the present provision 
in para 52 of the Employees’ Provident Fund Scheme, 1952 is amended on the lines of Rule 27(1)(3) of 
the Employees’ State Insurance Corporation Rules which at present provide for investment of the Corpo­
ration’s money in fixed deposits of the Reserve Bank of India/State Bank of India yielding as high as 7^ 
interest.

188. Are any changes called for in the Scheme to make the administration more satisfactory ?
There should be greater delegation of authority and decentralisation of power to make the adminis­

trative machinery produce quick results.

189. Should a part of the provident fund be set apart for giving insurance cover to the members 
of the EPF scheme ?

It is not only desirable but also necessary to give insurance cover to a member of Employees’ 
Provident Fund Scheme from out of his provident fund contributions without any additional liability 
on him in respect of life insurance premium. This will give him double protection in case of early death 
without adding to his liability. The only disadvantage of this proposal is that in case he loses his job 
and the contribution to the provident fund is discontinued, there is a danger of the policy getting lapsed. 
In that case he will lose the benefit of life insurance as well as provident fund contributions. Tt would 
therefore be desirable that the insurance cover is arranged for only after there is sufficient accumulation
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in the fund to cover up the due premium at least to the stage where the policy could be treated as paid 
up policy.

190. What should be the place of gratuity payments in an overall social security programme ?
Gratuity Schemes in this country are in operation in a large number of undertakings. They have

been secured by way of awards through Industrial Courts or Tribunals or through collective bargaining.

The rate of gratuity is generally half a month’s basic pay for every completed year of service. Some­
times graded scales are fixed according to length of service. It will be seen that gratuity in its present 
form plays a very minor part in the set up of social security for protection against invalidity, old age, 
death of the bread-earner etc.

It is necessary that gratuity should become an integral part of one of the protections to be provided 
against invalidity, old age, death of the bread-earner etc. From that point of view, gratuity should be 
given an important place by making it a compulsory measure like Employees’ Provident Fund, E.S.I. 
Scheme, Workmen’s Compensation etc. This rate of gratuity payable must be computed on total pay 
instead of on basic pay which is generally a minor component of wages.

191. Would you suggest any changes in the existing provisions relating to lay-off and retrench­
ment provided to employees against the hazards of job insecurity resulting from temporary em­
ployment and other fluctuations ?

We feel that the existing provisions relating to lay-off retrenchment compensation do not re­
quire any major changes. Only before effecting retrenchment, management should be required to take 
the approval of a Tribunal and prove to the satisfaction of that Tribunal that retrenchment is bonafide 
and is the only solution in the circumstances. Retrenchment of employees are not necessitated by over­
night developments. If retrenchment is necessary, such necessity could be sighted far in advance, 
and, therefore, managements should be required to secure the prior permission of Tribunal a well in 
advance of affecting any retrenchment.

Also we want the law to more effectively provide for the re-employment of retrenched personnel 
in preference to new entrants, when the management goes in for additional hands labour within the next 
three years, [f, however, such additional hands are recruited within a year of retrenchment, the retren­
ched hands should be re-employed on the old scale of pay and their past services should be considered 
for purposes of gratuity and for avoiding the graded forfeiture of the employers’ conlibution to the 
Provident Fund.

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 
administration ?

The administration of Social Security benefits can be handed over to such of those trade unions 
that have a tradition and experience in running such Schemes on howsoever small a basis on their own 
steam. All Unions are not qualified for administering the social security benefits, more so the Unions 
which are merely of an agitational character. The necessary pre-conditions in this respect are :

1. There should be only one Union for the plant.
2. The Union must be managed by really democratically elected set-up.
3. There must be some record of social service by the, Union. If the Union is merely a demands- 

oriented Union believing in agitation all the time, it may not fill in the bill for administering 
social socurity benefits.

4. The Union must agree to Government inspection of its records, and
5. It should be willing to extend the benefits alike to all members and non-members without dis­

crimination.

VIII. LABOUR LEGISLATION

193. To what extent should labour-management relations in a planned economy be governed by 
legislation/collective bargaining ? (See also 0. 85 and 90)

Collective bargaining need not necessarily be an alternative to legislation. Legislation itself can 
provide for collective bargaining. Otherwise many of the employers would refuse to bargain with the
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trade unions. We agree that the ideal course would be that collective bargaining should be purely on a 
voluntary basis. But where it is not possible, the law must come to aid the weaker party to compel the 
other party to come to the negotiating table. I he legislation will have to provide for several other 
measures in addition to collective bargaining, such as mediation, concilition, arbitration and adjudica­
tion. The main aim of both collective bargaining and the statutory machinery operating in the sphere of 
Industrial Relations should be to avoid dislocation in production and loss of man-days either by strike 
or by lock-outs.

Our country can ill-afFo*rd the stoppage of production on any account, particularly now when it is 
fast trying to catch up with other advanced nations of the world. Collective bargainig, mediation, 
conciliation arbitration and adjudication will therefore be effective substitutes for strikes and lock-outs. 
To the extent these machineries are made really effective strikes and lock-outs will beome unnecessary 
and production will go on uninterruptedly. In a planned economy, the relations between labour and 
management have also to be on a planned basis They cannot be allowed to upset the production targets 
just because one of the parties would not like to settle the disputes in a fair manner. This should not 
also mean that on the mere cropping up of a dispute, the statutory procedure must be clamped down on 
the parties. To some extent freedom must be given to the parties to settle their own affairs and that can 
only be done by collective bargaining. But the alternative to the failure of collective bargaining should 
not be a strike or lock-out, if the planned progress of the nation is not to be retarded. The alternative 
should, therefore, be either arbitration or failing which the exercise of the reserve power in the Govern­
ment to get the dispute settled otherwise than by strikes and lock-out viz., by adjudication and this can 
be done only by Government arming itself with the necessary statutory authority and to this extent 
labour legislation must be made effective.

194. What have been the factors that have affected the proper and effective implementation of 
the various labour laws ? (Appendix XII). Have these laws achieved the purpose/objectives for 
which they were enacted? If not, what factors have hindered the achievement of these objec­
tives ? (See also Q. 12)

195. (a) How have the existing legislation and other provisions for protecting the interest of 
labour worked in practice ?

(b) To what extent have the above provisions helped to implement the Directive Principles of 
State Policy on labour matters as embodied in the Constitution ?

(c) What changes or further improvements in the existing arrangements would you sug­
gest for fuller realisation of the Directive Principles (Appendix XIII) keeping in view the present 
state of our economy and the country's development in the foreseeable future ?
194 & 195(a) : The factors that have affected the proper and effctive implementation of the various 
labour laws are mainly :—

1. Inadequate and ineffective machine.
2. Indifference on the part of the Implementation machinery.
3. Delayed action by Implementation machinery.
4. Half-hearted implementation.
5. Ineffective penal provisions.
6. Reluctance to enforce even such meagure penal provisions.

We have several legislations to protect and promote the welfare of labour, but the record of implementa­
tion is poor. The principal legislation regulating industrial relations viz., the Industrial Disputes Act 
1947, has to be completely overhauled. The Works Committees set up under the Act have become, 
ineffective. The Conciliation machinery is both ineffective and time-consuming; the arbitration machinery 
is simply not available in a vast majority of cases. The adjudication machinery has become cumber­
some subject to writs in High Courts and appeals in Supreme Court, and have therefore proved 
to be starting point of almost endless litigation. The recovery of monies due under Awards and Settle­
ments under the Act is a tedious process. The penal provisions for violation of the Act are seldom 
invoked.

Under the Factories Act, Mines Act, Plantation Labour Act and Shops and Commercial Estblish- 
ments Act, the inspection services are ineffective, and perhaps corrupt too in some cases. Safety and 
welfare provisions of the several Acts also are not fully observed owing to the inefficiency of the inspection 
services. The machinery of adjudication under the Industrial Disputes Act is not generally made available
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to establishments in Public Sector and in the Co-operative Sector. The same applies to the observance 
of the provisions of the Factories, Act, etc.

Nevertheless the several legislations have achieved to some extent the objectives for which they 
were enacted, but considerable ground still remains to be effectively covered.

195 (b) & (c) : Some of the Directive Principles of State Policy on Labour matters as embodied in the 
Constitution can only be taken as the national goal. For instance the State’s responsibility to “secure to 
all workers, agricultural, industrial or otherwise, work, a living wage and conditions of work ensuring 
a decent standard of life and full enjoyment of leisure etc.,” is a far cry under current conditions. But 
the provision for maternity relief is to some extent already ensured. The right to equal pay for equal 
work for both men and women has also been accepted in principle and implemented in many Industries, 
though in Industries like plantations and agriculture, there is still some discrimination where both men 
and women are doing demonstrably the same work.

The requirement that the children of tender age should not be forced to accept employment un­
suited to their age or strength because of eonomic necessity is also being taken care of by the existing 
legislations.

The right to work, to education and public assistance in cases of unemployment, old age, sickness 
and disablement, is still to be secured. Although the State is required to promote cottage industries on 
individual or co-operative basis in rual areas, and although the Government has made some efforts in 
this direction, the achievement is far from satisfactory.

Of the several Directive Principles in the State Policy concerning labour, the most important are :

1. the right to work ; and
2. the right to a living wage.

While the concept of a living wage is dynamic and might bean ever-receding and therefore an elusive 
ideal, the right to work to all citizens should be realisable in the shortest time possible. Efforts must, 
therefore, be undertaken to increase the level of employment and at the same time to take workers as near 
the living wage standard as possible by proper planning.

196. Are the present constitutional arrangements under which labour is a concurrent subject 
satisfactory, particularly from the point of the view of the administration of labour laws ? Are any 
modifications by way of centralisation/decentralisation of certain activities and functions neces­
sary ?

There is nothing wrong in labour continuing to be on the list of concurrent subjects. But care 
must be taken to see that the principal labour legislations are uniform, and therefore must be enacted 
by the Centre. We will therefore recommend the formulation of a suitable Labour Code for the whole 
country. In the administration of various labour laws also, State Governments can be entrusted 
with the responsibility of administering the labour laws in respect of only such establishments as are 
functioning within the respective State only. In respect of Public Sector Undertakings owned by the 
Central Government, as well as Industrial establishments which operate in more than one State, the 
appropriate Government for administering all labour laws must be the Central Government. This is 
very necessary to avoid conflicting decisions of adjudicating authorities in respect of some service condi­
tions under the same employer in two different centres.

197. What has been the influence, direct or indirect, of international labour conventions on the 
progress of labour legislation in India ? To what extent has the Constitution helped or hindered 
such progress ?

International labour conventions have to some extent influenced the pattern of labour legislations 
in India. The number of ILO Conventions ratified by the Government of India would do credit even to 
advanced countries.**

Our Constitution too has helped the implementation of several International Labour Conventions, for our 
Constitution which is very progressive finds those conventions in harmony with its own provisions.

**Upto January, 1967 India had satisfied 30 ILO conventions
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198. On the basis of the principles evolved out of case law over a number of years, what are your 
suggestions for reviewing and amending labour legislation in this country?

Labour law is still in an evolutionary stage. The rights of the parties cannot be crystallised as in 
the case of rights of parties contesting in a Civil Suit. The concept of social justice being dynamic, indus­
trial adjudication should look rather forward than backward on Case Laws. Unlike in Civil litigation, 
Case Law in industrial adjudication should not be allowed to have that deciding right. Some of the deci­
sions of the Industrial Tribunals and pronouncements of higher court over-their decisions have pointed 
out certain loopholes in the existing legislation. While rectifying these defects, our attempt should be 
to consolidate the existing laws and streamline them into a uniform Labour Code for the whole 
country as already stated.

199. Has there been too much legislation in the field of labour ? If so, what are the aspects in 
regard to which there is over-legislation ?

There are critics who say that there has been too much legislation in the field of labour. But such 
criticism usually emanates from employer-inspired sources. The truth is there has not been too much of 
legislation, but only too little implementation. In view of our answer to the first part of this question, the 
other part of the question as to whether there is over-legislation does not arise.

It must be remembered that legislation is not required for a good employer to make him behave. 
Legislative compulsion is required only on the not so good employer. If there is a feeling that we have 
too many legislations, it might be because we do not have in abundance of really good employers. If 
all the employers are good and progressive and labour too is responsible, disciplined and efficient, there 
may be no need for any legislation at all, and even if there were too many legislations there can be no 
complaint of the existence of too many legislations either, for in either case there may no occasion to resort 
to the provisions of those laws.

200. Is there need for consolidation and codification of existing labour laws ? Please suggest the 
lines on which codification should be undertaken.

An attempt at consolidation or codification of the existing laws, and in the process to amend certain 
provisions of the existing laws so as to simplify and make it easy is desirable. Even the definition of 
such common terms as “workmen’ are not the same in different Acts. It is true that different legislations 
have different purposes and the definition of the term might have been given with that purpose in view. 
But all the same it would be necessary to have standard definition of commonly occurring terms in the 
labour field. A uniform Labour Code applicable throughout the country would also be helpful in 
standardising many of the conditions of work, wages and welfare of labour in the country. Codification 
can take place by grouping up labour legislations broadly as under :

1. Welfare legislations ;
2. Industrial Relations ;
3. Wages and working conditions; and
4. Social Security..

201. Since 1958 the general emphasis in labour policy has been on voluntary approach in prefer­
ence to legislation. This has resulted in fashioning tripartite instruments like the code of disci­
pline, industrial truce resolution, etc. Has this policy been successful ? Should it be continued ?

It is not true to say that the general emphasis in labour policy has been on voluntary approach 
since 1958. Voluntary efforts were always encouraged also before 1958. It is, however, true that the Code 
of Discipline in Industry was adopted in 1957-58. But the Code of Discipline in Industry has not been 
successful. In fact it has become one more cause for quarrelling with each other. The employers are 
hesitant to recognise Unions under the Code and are generally repelling suggestions for arbitration. With 
these two factors at a discount, the Code has very little left in it to be protected or worth being preserved 
or promoted.

Further the provisions of the Code are in conflict with the provisions of the law and therefore the 
Code has no great attraction to either party. Already some Central Labour Organisations who had 
earlier subscribed to the Code have repudiated it. The fall in the number of man-days lost in certain 
years since 1958 are not due to the influence of the Code, although attempts were being made to credit the 
Code for any fall in man-days lost. The same applies to Industial Truce Resolution. The Industrial 
Truce Resolution was adopted for the second time on the Chinese invasion of our country. It is true 
that following the adoption of the Industrial Truce Resolution, there was a steep fall in the number of 
man-days lost. But that was not due to the efficacy of the Code, or the Industrial Truce Resolution. It 
was because of the great patriotic upsurge among the people, including the working class. Once that
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emergency was not there, the number of man-days lost began to shoot up again although the Industrial 
Truce Resolution was very much in existence.

202. Please comment on the suitability of (i) labour legislation so far enacted and (ii) voluntary 
arrangements so far built up.

The main dissatisfaction against exiting legislation is due to their poor implementation. Some 
of the existing legislation do require touching up and some even complete overhaul. We have given 
our suggestions in details in our answer to question No. 198.

Voluntary arrangements so far built up have not been done so on firm foundations, except in a 
few instances. The future lies in strengthening the voluntary arrangement. But this cannot be achieved so 
long as there are multiple unions in each establishment. The choice of a bargaining agent through the 
ballot box suffers from serious limitations. Even the comparatively better method of choosing the bargain­
ing agent on the basis of paid and consistent membership may not solve the problem completely. So 
long as labour is divided, the unrecognised party even as a minority can always create trouble and 
will make voluntary arrangements less attractive to the employers. The solution lies in unifying the ranks 
of labour and welding them into a single strong, healthy, well-conducted and genuine trade union.

203. What is the extent of enforcement of labour legislation in public sector? Are exemptions 
from the applicablity of certain provisions of labour laws more common in the public sector? 
What is the rationale for claiming such exemptions ?

The extent of enforcement of labour legislations in the Public-Sector is not satisfactory. This has 
been conceded by even Ministers in Government. There should be no exemption granted to any 
Public-Sector Undertakings from the operation of any of the provisions of Labour Laws. In fact it has 
been conceded on all hands that the Public Sector must be an ideal employer. It has been the accepted 
labour policy in the Five-year Plans that Public Sector Undertakings should not be allowed to claim any 
exemptions or privileges from the operation of labour laws, which are not availale to the Private Sector. 
We do not see there is anything rational in claiming any exemption for Public-sector. At present indus­
trial disputes in Public Sector Undertakings are not generally referred to adjudication except with the 
consent of the employing ministry. This is a strange practice. In the Private Sector Government does 
not care for the concurrence of the employers for referring a dispute for adjudication. Why then this 
preferential treatment to the Public Sector? In the largest Public Sector Undertaking viz., the Railways, 
the machinery under the Industrial Disputes Legislation viz., adjudication is not made available to them’ 
We, therefore, feel that the Public Sector should be put on all fours on an equal footing with the Private- 
Sector in respect of the applicability and enforcement of all labour legislations in the country.

204. Are there instances of political or other rights which are normally available to an individual 
being denied to employees in the public sector and their dependants ? How are such denials 
justified ?

There are instances of political rights which are normally available to an individual citizen being 
denied to employees in the Public Sector and their dependents. For instance, if an employee is a Public 
Sector Undertaking wants to contest the civic elections, he has to secure the permission of the employer. 
This is not so in the case of employment in the Private Sector. The restriction seems to be even worse 
when the Public Sector employer insists that his employee shall not work for a candidate even if the 
candidate happens to be one of his dependents. The same applies to contesting for the elections to the 
State Legilsative Assemblies and Parliament, where it appears an employee will first have to resign and 
then contest the election. These denials are extremely unjustified. An employee in a Public Sector 
Undertaking should not be under any disability as compared to his compeer in the Private Sector. These 
disabilities should, therefore, be removed.

IX RURAL AND UNORGANISED LABOUR

205. Rural labour faces two inter-related problems which demand urgent solution : one is so­
cial, centering round its low social status in the rural hierarchy and the handicaps resulting there­
from, and the other is economic, resulting from chronic lack of sufficient employment opportuni­
ties. What is your assessment of the effectiveness of the remedial steps taken by Government ?

The remedial steps taken so far by Government in respect of the social and economic problems of 
rural labour have not been effective. Nor are they commensurate with the magnitude of the problem. 
The labour employed in the rural and unorganised industries are still dependent on seasonal employment, 
and the increase in their numbers and the high prices of commodities, have, if anything, widened the gap
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between them and their land-owning neighbours in the villages and their brethren employed in urban 
industries.

206. 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 institutional measures, relying to the extent possible on 
the efforts of the people concerned and based on adequate study of the nature, prevalence and 
regional distribution of rural under-employment. How should such a broad-based programme be 
framed for implementation ?

It is a very difficult problem but the earlier it is attended to the better, lest it might become too late 
if delayed. In fact, a complete and total withdrawal of rural labour population from agriculture on which 
they are dependant might make some impact on the problem of underemployment. The rural pattern 
of employment will have to be reorganised and rationalised. The rural works programme must be plan­
ned at the village level.The organization of such works will have generally to be left to local bodies and 
village leaders. When a sufficient number of rural labour is wanting work, local works which could be 
executed with local labour under the supervision of local leadership must be fully utilised. But mere hap­
hazard addition of rural employment would only increase the quantum available, it would move very little 
in the direction of reorganizing, rationalizing the pattern of rural employment. If by means of rural 
works programme we could create a certain amount of secure and dependable employment, that is regular 
and full-time and perennial, it would help re-organising and rationalising the pattern of rural em­
ployment.

207. With a view to creating incentives and social conditions favourable to fuller and fruitful 
utilisation of local manpower in rural areas, the International Labour Organisation suggested 
the following action programmes :—
(a) Local capital-construction projects, more particularly, projects making for a quick increase 
in agricultural production, namely, small and medium irrigation and drainage works, storage 
facilities and feeder roads ;
(b) Land development and settlement;
(c) Labour intensive methods of cultivation and animal husbandry ;
(d) Development of other productive activities, such as, forestry and fishing ;
(e) Promotion of social services, such as, education and health services ;
(f) Development of viable small scale industries, such as, local processing of agricultural pro­
ducts and manufacture of simple consumer’s and producers’ goods needed by rural people ;
(g) Special efforts to deep rural manufacturing activities that are ancilliary and complementary 
to large-scale urban industry, etc.

Which of these suggestions are feasible in the Indian context ?
All suggetions made by the International Labour Organization are feasible almost immediately 

except (g) which may be resorted to at a later stage.

208. (a) There is a considerable body of workers, largely, unorganised and employed in small 
industries in rural/urban areas, not covered by the protective provisions of the present labour 
legislation. How should such protection as is desirable be reached to them ?

(b) Specifically, considering the nature of their employment, the size and location of the 
units/industries in which they are engaged, please suggest practical methods by which their 
position can be improved in regard to their employment, wages and working conditions.

This section of labour too as all the other sections could be better served by their effective union­
isation. But this will mean time and we cannot afford to wait for it. We must therefore introduce a 
provision in all labour laws for Labour Inspectors who see to it that the benefits of the various labour 
laws are extended to them. He should have the power to act on behalf of these workmen, even without 
their authorisation and secure to them their benefits on his initiative.

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)

This should be done by a single stroke of legislation. Progressive reduction of contract labour 
would never be a reality. The interested quarters would always try to delay it or let it reappear in another 
name and form.
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210. To what extent are the difficulties in the implementation of Minimum Wages Act, 1948, in 
rural areas real ? How could they be overcome ? (See also Q. 162)

There are many difficulties in the implementation of Minimum Wages Act, 1948 in rural areas 
the chief among them are-----

(a) Scattered labour population in the rural areas.
(b) Lack of trade unions.
(c) Want of effective machinery for implementation.

These difficulties might be overcome to some extent if trade unionism is encouraged and the provisions 
of the Minimum Wages Act, 1948 arc effectively enforced. State also must appoint Inspectors who 
can initiate action for securing the benefits under the Minimum Wages Act to the workers.

211. Do you favour a separate agency for the effective implementation of the Minimum Wages 
Act, 1948, for agricultural labour ? Or should it be merged with local village or the block devefoo- 
ment staff ?

Local village or block development staff will be of little use for effective implementation of the 
Minimum Wages Act, 1948. A separate machinery as that of Labour Inspectors we have suggested 
should be charged with this responsibility. No doubt there are financial implications but the social 
and economic change which this might bring about would more than compensate it.

LABOUR RESEARCH AND INFORMATION

212. Most of labour statistics are a bye-product of labour legislation. They suffer, therefore 
inter, alia, from the limitations arising out of lack of uniformity in the concepts, coverage and 
frequency of collection. The time-lag in their publication, non-response 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 remedy the situation ? Is the implementa­
tion of the Collection of Statistics Act, 1953 the answer ?

213. There is a feeling that the practice of entrusting adminstration of the 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 work and 
unnecessary duplication. If this feeling has a basis, what steps should be taken to improve the 
situation ?

Labour statistics in India are off-springs of labour legislations. Their primary purpose has 
been to gauge the degree of implementation of labour laws, agreements—whether bipartite or tri­
partite, settlements, awards, and their impact on the life and working conditions of workmen, on the 
working of the industry, and the role of the Government in regard thereto. They also supply the 
needs of policy making in labour and economic matters of the country. Because the objects of diffe­
rent labour statistics were different, they lack unanimity and standardised concepts. Ihe first steps 
that needs to be taken to mend the defects of labour statistics is the formulation of a code of labour 
laws, having application all over the country. Thereafter various corcepts, values ar.d standards 
alluded therein require clear and precise definition by a tripartite body. Thereafter a conference of 
experts, representing all three parties and including the officers responsible for the collection of 
data, could evolve appropriate techniques and simplified forms for the collection and collation of 
necessary data.

The Statistics Act of 1953 was intended to facilitate the collection of “statistics of certain 
kind relating to industries, trade and commerce”. The preamble of the Act places fetters on the 
collection of data by limiting it to be of “certain kind only”. Therefore, it fails to focus most of 
the problems that relate to labour and industrial relations. The Act may be suitably amended to in­
corporate the decisions taken by a tripartite body and conference experts, as mentioned above. The 
Statistical authorities should be invested with adequate powers to deal with non-responding units 
and persons and to given adequate staff to act efficiently

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 com­
piled for every region of all the country for the purposes of wage fixation ? What principles should 
be followed in compiling the ‘all-India’ and regional indices ?

The Simla Labour Bureau conducted the family budget inquiry of the working class in fiftv 
industrial centres of the country. The consumer price index number of 49 centres are now being 
published. Before this in each State, the compilation of the consumer price index number was 
based on the methods prevailing in those States and there was no uniform basis for the compilation
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of the consumer price index number and hence the All-India consumer price index number did not 
reflect price change effecting urban working class. If the All-India consumer price index number is 
prepared on the basis of the consumer price index number of fifty industrial centre uhose family 
budget inquiries for the working class are already conducted by the Simla Labour Bureau ai d 
whose consumer price indices are already published now. then, it could reflect adequately the price 
changes affecting the urban working class. The different State series of the consumer price iVdex 
numbers compiled and published prior to I960 were not very satisfactory and many of them have 
become outdated and hence they should be replaced by the new series. The INTUC believes that con­
sumer price index numbers should be compiled for every region of the country for the purpose of 
Tge,AXatISn- ThC pr'nc’D,esuto be followed for compilation of consumer price index numbers 
* u r J-e the same as .adopted by the Simla Labour Bureau in the new Simla 1960 series and the 
All-India consumer price index should be prepared by averaging out these regional series.

This question requires rather detailed discussion and therefore we request the Commission to 
give us an opportunity to do so at the time of oral evidence.

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 thev 
adequate for measuring industrial unrest in the country ? If not, what other aspects of industrial 
unrest require quantification ?

Merely information regarding the number of work stoppages, number of workers involved 
therein, number of man-days lost, amount of wages and production lost, cannot adequately measure 
the industrial unrest in the country. Information regarding factors leading to stoppages of strikes and 
lock-outs together with their impact on workers, industry and the country at large is also 
necessary. b ’

216. At present statistical data are collected only in respect of wotk-stoppaqes arisino out of 
industrial disputes. Is it necessary to collect similar information on work-stoppaqes due to rea 
sons other than industrial disputes ?

Some times work-stoppages are caused for reasons other than industrial disputes. Collection 
ol data, that throws light on the nature and motivation of such stoppages can help to to identify 
genuine industrial disputes and distinguished them from stoppages caused by political or social 
motivations. 7 H

217. The current emphasis in the collection of labour statistics in on data which will help in 
understanding the economic aspects of workers’ life. Social and seciological aspects have been 
comparatively neglected. What are your suggestions for filling up the gap 9 For better compre 
hension of labour problems which particular aspect of these statistics would you emphasise ?

Since the technique and norms currently employed to collect labour statistics have been tailor 
ed to suit different labour legislations and policies, they do not take into account the social' and 
sociological factor that also exert their pressure on the workers and their unions. Situation could 
be improved to a considerable extent if information regarding community, age sex married or 
single, age of entrance to the industry, religion or faith, education, unionised or not and if <o the 
nature of the union, the status in the union, his attitude end aptitude, etc., is also called to under­
stand the social setting in sociological climate affecting the workers.

218. Statistical data (employment, unemployment, consumption expenditure, etc ) are beina 
collected in respect of rural population annually by the National Sample Survey Would it be 
feasible to make these data available separately for rural labour for each State/reqion 9 What 
other statistics would be required for framing an operational programme ?

Statistical data regarding employment, unemployment, consumption extent, etc of rural oonu 
lation collected by the National Sample Survey are indeed valuable, but the informaiion reg-rdme 
his earnings, hours of work, the various occupations he is to pursue, etc. is also uccessarv for framing the operational programme to ameliorate the conditions of rural labour. y

219. Are the present arrangements for research and studies in the field of labour adequateto meet the requirements of policy-making in labour and economic matters ? 4

At present useful research and studies in the field of labour are in the hands of governmental 
agencies or ,n the hands of governmental officers. To make the present arrangement satisfactory it is necessary that labour and industry are also associated. 1 11
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220. What you are suggestions for improving the quality for labour research ?
As above.

ttons ^What 'S the preS6nt SUte °f ,abour research undertaken by employers’/workers’ organisa-

222. How should the trade unions be encouraged to strengthen their research activities ?

The research undertaken by the employers’ organisation is seldom objective Its sole nim 
hitherto, has been to present a picture that defeats the claim of workmen.

Workers’organisation, except a few, have hardly the personnel and money reauired for re 
search They would need assistance from the Government both in regard to the training of their 
research personnel in required techniques as also grants to maintain them, as in the case of ,,n ve 
sities or other research bodies. ‘ univer-

223. How should labour research be promoted in universities and research organisations ?
Research organisations and Univer Tes concern themselves mostly with fundamental research 

Therefor, their research is seldom probkm-oriented. If it is necessary to use the talent avaibhle • 
thefUmversities. they can be given specific problems and projects for research >3ut in such 
association of labour and industry, in some form or the other, would be be necessarv to meaningful. 1 / maxe it

224• Are ‘he Present arrangement8 for associating the research personnel outside Govern 
ment for a deeper analysis of data available with Central and State Governments adequate’ 
What steps should be taken to strengthen this association? Should co-ordination of reseernh 
work done by different agencies be achieved ? 'coeuren

We do not know enough about the arrangement that exists for associating the research ner 
sonnel outside Government for a deeper analysis of data available with Central and State r P 
ments. But co-ordination and rationalisation of research work conducted bv different 
always commendable. 7 agencies is

225. What is the extent to which the existing information on labour matters is h«in« « * * use? Who are the main users ? Give a critical assessment of the utility of the Ixistmg ?nfor°

Information on labour matters is being used by all concerned. It includes newsnanm .u information media, labour, industry, research organisations and the Government Since th d °th^r 
able labour statistics suffers from draw-backs, indicated by us in our replv to ouestinn aVa' ' 
party is able to make out ,ts own case with their help. The result is that we some times oJA CVery 
tradictory picture from the same set of labour statistics. Some time the information , ^°,n"
labour statistics is also far from real. Since we have made constructive suggestions about th^ by 
the situation can be improved, who do not feel the necessity of giving our appreciation effher of quality or of the capacity of labour statistics. 1 L mcr °* the

226. Are the existing arrangements for publicising the research activities of thn ■
agencies adequate ? What has been the role of the press in such publicity ? What improvement if any, would you suggest ? ""provements,

The existing arrangements for publicising research activities relies on newspapers, magazines periodicals, publications in book form, seminars, study groups and conferences This arranae' a 
has been useful, though not adequate. So far as the press is concerned it gives publicitv to bh 1 
questions in a a limitedrway. This main purpose is to cater to the taste of their readers A ’ our 
rangement which makes publicity more real and purposeful, should be welcomed ‘so far aZ aF’ 
views are concerned, we have given vent to them while replying to earlier questions.' our

227. How do trade unions/employers’ organisations inform the public of their activities 9 Towhat extent do they succeed ? (See also Q. 31) ouvines . io

Both trade unions’ and employers’ organisations use circulars, news-letters,’journals and neroi 
dicals for the purposes of communicating their activities to their membership. They also hold disru,’ 
sion, individually or collectively, meetings, seminars and conferences for such purposes The hnvt’ 
achieved considerable success in this regard. v f .me nave

228. It is often said that while industrial conflict gets more than its due share of publicitv in 
dustrial harmony does not. Do you agree with this view ? What are the reasons for this ?

Industrial conflict gets greater publicity than industrial harmony, because the former holds in 
store greater excitement and, therefore, encourages the sale of newspapers.
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229. What role has the press played in educating the public on labour matters and with what 
results ? Would you suggest any improvement ? If so, how should this be brought about ?
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 ?

The main occupation of the press is to give only the news, which has a limited power of edu­
cating its readers. Therefore even when the press has increased the amout of information of its 
readers it has not been able to mould their thinking which is the basic purpose of all education. 
Publication of industrial conflicts, dissensions, generate a psychology which makes cool and construc­
tive thinking difficult. Most of the press in our country does not take an objective view of things and 
always functions with a partisan attitude. A section of the press always although unconsciously acted 
as a hinderance to the promotion of just and good industrial relations instead of being useful.
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