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Objectives Of HRM Concepts And Perspeclives On

Humun Resource Manugement

The principal objectives of HRM may be listed thus:

a.  Tohelp the organisation reach its goals:HR department, like other departments
in an organisation, exists to achieve the goals of the organisation first and if'it
does not meet this purpose, HR department (or for that matter any other unit)
will wither and die.

b. To employ the skills and abilities of the workforce efficiently: The primary
purpose of HRM is to make people’s strengths productive and to benefit
customers, stockholders and employees.

c. Toprovide the organisation with well-trained and well-motivated employees:
HRM requires that employees be motivated to exert their maximum effors, that
their performance be evaluated properly for results and that they be remunerated
on the basis of their contributions to the organtsation.

d. To increase to the fullest the employee’s job satisfaction and self-
actualisation: 1t tries to prompt and stimulate every employee to realise his
potential. To this end, suitable programmes have to be designed aimed at improving
the quality of work life (QWL).

e. To develop and maintain a quality of work life: It makes employment in the
organisation a desirable, personal and social, sifuation. Without improvement in
the quality of work life, it is difficult to improve organisational performance.

f.  Tocommunicate HR policies to all employees: It is the responsibility of HRM
to communicate in the fullest possible sense; tapping ideas, opinicns and feelings
of customers, non~customers, regulators and other external public as well as
understanding the views of internal human resources.

g.  To be ethically and secially respensive to the needs of society: HRM must
ensure that organisations manage human resource in an ethical and socially
responsible manner through ensuring compliance with legal and ethical standards.

Importance of HRM

People have always been central to organisations, but their strategic importance is
growing in today's knowledge-based industries, An organisation's success increasingly
depends on the knowledge, skills and abilities (KSAs) of employees, parlicularly as
they help establish a set of core competencies that distinguish an organisation from its
competitors. With appropriate HR policies and practices an organisation can hire,
develop and utilise best brains in the marketplace, realise its professed goals and
deliver results better than others.

BOX 1: MPORTANT TERMS: CLEARING THE FOG

®  Human resource: Knowledge, skill sets, expertise of employees, the adaptability,
commitment and loyalty of employees.

Skifis: The individual abilities of human beings to perform a piece of work.
Resource: The stock of assels and skills that belong to a firm at a point of time.

Capabifity: The ability of a bundle of resources to perform an activity; a way of
combining sets, people and processes to transform inputs into outputs.

Contd...



Human Resource Management

Core competencies: Activities thal the firm performs especially well when compared
to its competitors and through which the firm adds value to its goods and services
over a long period of time,

Compeiitive advantage: |\ comes from a inm’s ability to perform activities more
distinctively and more effectively than rivals. To attain competitive advantage,
firms need to add value 1o customers and offer a product or service that cannot be
easily imitated or copied by rivals (Uniqueness).

talue: Sum total of benefits received and costs paid by the customer in 4 given
situation.

Human Resource Management helps an organisation and its people to realise their
respective goals thus:

i

Ii.

i,

iv.

At the enterprise level:

e  (Good human resource practices can help in attracting and retaining the
best people in the organisation. Planning alens the company to the types of
people it will need in the short, medium and Jong run.

®  lthelpsintraining people for challenging roles, developing right attitudes
towards the job and the company. promoting team spirit among employees
and developing loyalty and commitment through appropriate reward
schemes,

At the individual level: Effective management of human resources helps
employees thus:

¢ [t promotes teamwork and team spirit among employees.

® ltoffers excellent growth opportunities to people who have the potential to
nse.

e ltallows people to work with diligence and commitment.

At the society level: Socicty, as a whole, is the major beneficiary of good human
resource practices.

¢  Employment opportunities multiply.

@  Scarce talents are put to best use. Companies that pay and treat people
well always race ahead of others and deliver excellent results.

At the national level: Effective use of human resources helps in exploitation of
natural, physical and financial resources in a better way. People with right skills,
proper attitudes and appropriate values help the nation to get ahead and compete
with the best in the world leading to better standard of living and better
employment.
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Human Resource Management

Growth in India

Early phase: Though it is said that PPHRM a discipline is of recent growth, it has had
its origin dating back to 1800 B.C. For example: the minimum wage rate and incentive
wage plans were included in the Babylonian Code of Hammurabi around 1800 B.C.
The Chinese, as early as 1650 B.C. had originated the principle of division of labour
and they undersiood labour turnover even in 400 B.C. The span of management and
related concepts of organisation were well understood by Moses around 1250 B.C.
and the Chaldeans had incentive wage plans around 400 B.C. Kautilya, in India (in his
book Arthasastra) made reference to various concepts like job analysis, selection
procedures, executive development, incentive system and performance appraisal.

Legal phase: The early roots of HRM in India could be traced back to the penod
after 1920. The Royal commission on labour in 1931 suggested the appointment of
labour officer to protect workers' interests and act as a spokesperson of labour, After
Independence, The Factories Act 1948, made it obligatory for factories employing
500 or more workers.

Table 3: Responsibilities of the Welfare OfTicer

The model rules framed under the Factories Act, 1948, which was the pioneering
legishation to provide for the appointment of Welfare Officers, had laid down a chart of
responsibilities for themn. These responsibilities are:

I.  Supervision of

(a) Safety, health and welfare programimes; such as housing. recreation,
sanilation services as provided under law or otherwise.

(b} Working of joint cornmitiees,
{c) Grant of leave with wages as provided and
(d) Redressal of workers' grievances
2 Counseiling workers in
(a) personal and family problems,
(b} adjusting to the work environment and
(¢} understanding rights and privileges
3. Advising the management in
(a) formulating labour and weifare policies,
{b) apprenticeship-training programmes,
(c) meeting the statutory obligation to workers,
{(d) developing fringe benefits and
(e) workers’ education and the use of communication media.
4, Liaison
{a) with workers so as to
(i)  understand varicus limitations under which they work,
(i) appreciate the need for harmenious industrial relations in the plant,
(i) interpret company policies lo workers and
(iv} persuade them to coime 1o a settlement in case of a dispute.

{(b) with the management so as to

Contd...
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10.

11,
12.

13.
14.

Describe the characteristics of the new role of the HR executive-that of strategic
partner' with top management.

In what ways can effective HR contribute to profits?

“The challenge and the role of HR Department being what it is. it is strange that
its status is not recognised and respected” comment,

Describe HR's role 2s a sirategic partner in formulating and in-executive strategy.

Critically examine the evolution and present state of human resource management
in India.

Discussion Questions

1.

What skills and competencies do HR professionals need to add more value to
the HR function? How might these competencies and skills change in tbe future?
How can HR professionals ensure that they are creating value for their
organisations?

Why is a competitive advantage based on heavy investment in human resources
more sustainable than investment in other types of assets?

Are people always an organisations most valuable assets? Why or why not?
Do pressures on cost containment work against effective managewment of people?
Why or why not?

To be a sirategic business contributor, HR managers must enhance organisational
performance, expand buman capital, and he cost-effective. Discuss bow HR
professionals must balance the competing demands made on them.

How do you think the internet will change the way in which HR processes, such
as hiring, compensating, evaluating, and benefits are performed?


http:resour:c.es

















































Diversity Issues in India

Diversity issues in [ndian companies are somewhat peculiar owing to differences in
social ethos, religious origins, cultural differences and regional origins. Certain sections
of society enjoy a preferential treatment, guaranteed by the Constitution, right at the
entry level itself, such as;

Table 12: Minority Groups/Reserved Category Employees in India

Scheduled castes and scheduled tribes (SCs & STs)
Other backward classes (OBCs)

Sons of the soil

Ex-Defence and Para-mulitary personnel

Physicaily disabled

Displaced persons (DPs)

Gender i1ssues

Contract iabour

Child labour

Minority groups

The policy of statutory job reservation for SCs and STs has been extended for another
ten years, starting from the year 2,000 through a government notification, in all public
sector undertakings. The list of OBCs had also been expanded by the Vajpayee-led

BJP government, to extend employment benefits to other neglected sections of society.
The ‘sons of the soil’ policy ensures reservation of certain category of lower level

jobs to local people in preference to outsiders. Shiv Sena, for example, is a stroug

supporter of this policy ever since ils inception as a political party in Maharashira.

Displaced persons too get preferential treatment for lower level positions advertised

by the company which has acquired their land/house sites, etc. (Essar Steel, Reliance,
gtc.), for building factories/production facilities. In addition, HR managers have to

deal with issues of child labour (a sensitive issue in industries such as carpet making,

fire crackers industry, etc.} and contract labour, where the various portions of labour

legislation are being conveniently ignored by the employers.

Wornen at Work

Women employees today constitute a major share of the workforce. In India alone,
over 400 million women are employed in various streams due to a combination of
factors like:

& Women'semancipation

®  Growing economic needs
&  Greater equality of sexes
®  Increased literacy rate

e  Suitability for certain soft jobs (public relations, telephone operations, reception
counters, etc.).

Human Resource Management
in Changing Environment
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9.

What are the most important workplace trends affecting HR today? How well Human Resource 'Mar_!ageme"l
do you feel HR as a profession responds to these trends? 'n Changing Environment

Discussion Questions

t.

To be a strategic business contributor, HR Management must enhance
organisational performance, expand human capital, and be cost-effective. Discuss
how HR professionals must balance the competing demands made on them.

Predict workplace changes that you believe might take place within the next |0
years. What challenges will these changes present to organisations?

Assurmning that the trend toward robaotics and artificial intelligence continues into
the next century, how might managers and HR departments be affected?

*The government should not be so concerned with the personnel affairs of
business. They should reduce some of their laws and let business police itself™.
Do you agree or disagree? Discuss.

Test Your Understanding

_ A.
l.

Multiple choice questions, Select the most appropriate one
In the final analysis, every Society’s wealth and well-being is dependent on
a. organisalions

b.  size of population

c. luck

d. trade policy

e. national resources

The common feature in every organisation is

a. people

b.  aformal hierarchy

c. offices

d.  a bureaucratic set up

e. hiph salaries for top personnel.

Human Resource departments are

a. linedepartments

b.  authority departments

c. service departments

d. functional departments

e. highly redundant departments

Which of the following is not an environmental challenge facing human resources
a. competition for scarce inputs

b. govemnmental rules and regulations

¢.  global competition 47






b. hinng
c. training
d.  successionplanning
e. equal employment opportunities
B. True/False Questions
1. An organisation’s technology is the process by which outputs from an
organisation’s environment are transformed into inputs.
2. The use of information technology and Internet by employees have raised
concems regarding the privacy of employee work activities.
3. The contexts in which human resources are managed in today’s
organisations are constantly changing.
4. QOrganisational culture can be easily changed.
Competitive pressures are changing the strategies of many companies.
6.  Diversity refers to human characteristics that make people similar to each
other.
7. Reengineering implies a slow and steady change in an organisation.
8.  The impact of technology on the HR function is minimal.
9. Management is best equipped to decide what is good or bad for employees
govemned by them.
10. Business principles and values can be successfully applied anywhere in
the world.
11. External challenges can best be met through attempt to change the
environment.
12. Now a days the world is shrinking in all major respecits.
13.  The composition of the workforce has been changing in India over the
years.
14. Employing contract labour is an example of proactive human resource
management.
15. Patemalism was an effective deterrent to unionmisation in the 1930s.
Answers
A. Multiple Questions
1. a, 2. a, 3. c, 4, a, 5. e,
6. a, 7. a. 8. d. 9. b 10, e
B. True/False
I E, 2. T, 3. T, 4. F, 5. T,
6. F, 7. E, 8 F, 9 F, 10. F
1. F, 12. T, 13. T, 14. T, i5. F.

Human Resource Management
in Changing Environment
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Exercises/Activities

Visit an organisation to observe nituals, behaviours, dress codes, and interactions
that help identify the firm's culture. Report your observations to the class and
instructor.

Describe some instances where government policies create conflicting demands
on employees.

Identify and discuss the significant trends related to technology and diversity
that impact an organisation in the (a) FMCG business (b) Telecommunications
and (c) Information technology field. What challenges do these trends represent?
What initiatives have been established so far to meet these challenges?

Internet Sources

B W™

http://fwww.7_eleven.com
http://www.skandia.afs.com
http://www.shrm.org

http://www.mancom.com


http:http://www.mancom.com
http:http://www.shnn.org
http:http://www.skandia.afs.com
http:http://www.7_eleven.com



http:objectlives.It




































http:http://workforceonline.com
http:http://www.shrm.org
http://www.glue
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C.

Key Terms Exercise

. d, 2. e, 3. b 4. c, 5. 2

Exercises/Activities

l.

Suppose you manage a restaurant in a holiday resort near Dehradun. During the
summer it is profitable to keep the business open, but in winters you need only
one half of the cooks, servers, supervisors and cleaners. What actions would
you take in October for the beginning of the peak tourist season?

Working individually or in groups, develop a forecast for the next three years of
occupational market conditions for five occupations such as accountant, engineer,
doctor, jounalist and lawyer.





















































http:http:/harvey.psyc.vt.edu
http:www.jobdescription.com
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Review Questions

1.

10.

Distinguish between job analysis, job description, job specification and role
analysis.

What is job analysis? Describe the techniques used for analysing jobs.

What is job description? Describe 1ts features. How would you prepare a job
description? Explain through an example.

Write notes on:

®  Uses of job analysis

®  Jjobanalysis interview

®  Position analysis questionnaire
®  Funciional job analysis

e  Jobspecification

Distinguish between job description and job specification. What precautions should
be taken while preparing them?

Construct a form for a sample job description. Why is a job description necessary
before developing a job specification?

Describe the process involved in conducting a job analysis.

Describe three methods of analysing jobs, including some advanlages and
disadvantages of each method.

Why is job analysis the foundation of many other HR activities?

Why is a competency-based job analysis more difficult to conduct than the
traditional task-based approach?

Discussion Questions

1.

In your opinion, what are some of the important reasons for the deep changes
we are seeing in the way jobs are done?

Explain how you would carry out a job analysis in a company that had never had
job descriptions.

Place yourself in the position of being the head of a service department. How
might formally written job requirements help you manage your work unit?

"Although systematic in nature, a job description is still at best a subjective resuit
of a job analysis." Why or why not? Discuss.

Are job descriptions really necessary 7 What would happen if a company decided
not to use any job descriptions at all?

Test Your Understanding

A.

L.

Muitiple Choice Questions — Select the most appropriate one
Which of the following is not offered in a job analysis?
a.  worker attributes

b.  performance appraisals
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8. Job specification spells out the chief attributes ol a job.

9. Operating managers require recorded job information,

10. Job infoermation influences most human resource activities.
I1. Jobs are not static.

12. The time needed to complete every task in the job is called a job
cycle,

13. The study of how human beings physically interface with their
work is called ‘ergonomics’.

14. Grouping a limited member of tasks into a job is known as
specialisation.

15. Accurate performance standards can contribute to employee
satisfaction.

Answers

Al

Multiple Choice Questions

l. b, 2. c, 3. e, 4, a, 5. a
True/False

1. T, 2. F, 3 F, 4 L,

5. F, 6 T, 7 T, 8 \

9. F, 10 T, 1 T, 12. T,

13. T, 14 T, 15 T

Exercises/Activities

1.

Working with a group of three or four students, collect at least five different job
descriptions from reputed organisations operating in your area. Compare the
descriptions, highlighting stimilarities and differences.

Working, individually or in groups, develop a job description for ' Head-Retail
Banking in respect of a fast growing, new generation private sector bank
operating in all major metros in India. Based on that, use your analytical skills
and judgement to develop a job specification. Compare your conclusions with
those of other students or groups. Were there amy major differences ? If yes,
explain the reasons briefly.




















http:www.timesjobs.com
www.datamaticsstaffing.com(viii
www.mafoi.com(vi)www.abcconsultants.net
http:www.monsterindia.com
http:www.naukri.com
http:www.headhunters.com
http:www.jobsahead.com





















http:www.headhuntersindia.com
http:www.timesjobs.com
http:www.monsterindia.com
http:www.jobsahead.com
http:www.naukri.com
http:www.resourceindia.com
http:www.jobsflow.com
http:www.spectrumconsultants.com
http:www.perfectjob4u.com
http:www.people-one.com
http:www.mafoi.com
http:www.jobfocusonline.com
http:www.hrdc1ub.com
http:www.datamaticstaffing.com
http:www.cengrow.com
http:www.afferguson.com
http:www.abcconsultants.com




10.

C.

(b} employee tumover

(c} career prospects

(d) ideastagnation

{e) employee dissatisfaction
True/False Questions

The recruiting process begins with human resource planaing and concludes with
evaluation of recruiting efforts.

Recruitment is a mere vacancy-filling function

Employment exchanges are important sources of clerical and managerial
personnel.

If a job opening to be filled is very anractive, most prospective candidates may
tum indifferent and do not even apply.

In practice, recruitment methods seem to vary according to job level and skill.

The basic purpose of recruiting is to develop a group of potentially qualified
people.

Government politics often comes in the way of recruiting people.
Modemn employees look for a satisfying career in place of ‘just a job”.

A search firm is a government agency thai maintains a computerised list of
qualified applicants.

Hiring costs could go up substantially when a firm hires candidates from within.

Key Terms Exercise

Match the term below with its appropriate definition. Place the letter of the correct
definition in the space to the left of the term.

L.

[

Recruitment (a} A lateral movement within the same
grade from one job to another.

Employee Referral  (b) Indicates the number of leads/contacts
needed to generate a given number of
hires at a point of time.

Campus Recruitment(c) The process of finding and attracting
capable applicants for employment.

Selection (d) A private employment agency that works
for the employer and maintains hists of
qualified candidates.

Job Posting {e) The process of picking individuals who

have relevant qualifications to fill jobs in
an organisation,

Transfer (f) Itis a method of recruitment by visiting
and participating in college campuses and
placement centres.

Employee Leasing (g) Casual unsolicited applicants who reach
the employer by letter, telephone or in
person.

Methods of Manpower Search

101l




































































http:www.currymc.com
http:www.jobcenter.com
http:www.careermosa1c.com
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JOB EVALUATION AND WAGE
DETERMINATION

O UTUL1NE

Job Evaluation: Concept

Job Evaluation vs Performance Appraisal

Essentials for the Success of a Job Evaluation Programme
Iob Evaluation Methods

Limitations of Job Evaluation

Objectives of Compensation Planning

Components of Pay Structure in India

Wapge and Salary Administration

- - R A

Objectives

_
=

Principles of Wage and Salary Administration
11. The Elements of Wage and Salary System

12, Factors [nfluencing Compensation Levels

13. Wage policy

14, Wage Policy in India

15.  State Regulation of Wages

16. Bonus

17. Wage Differentials

18. Are Wage Differentials Justificd?

19.  Choices in Designing a Compensation System
20. Managerial Compensation

21 fndian Practices

Job Evaluation: Concept

Job evaluation is a systematic way of determining the value/worth of a job in relation
to other jobs in an organisation. It tries to make a systematic comparison between
jobs to assess their relative worth for the purpose of establishing a rational pay structure.

Job evaluation needs to be differentiated from job analysis. Job analysis is a systematic
way of gathering information about a job. Every job evaluation method requires at
least some basic job analysis in order to provide factual information about the jobs
concemned. Thus, job evaluation begins with job analysis and ends at that point where
the worth of a job is ascertained for achieving pay-equity between jobs.


































































































































































































http:http://www.npr.gov
http:www.hr.rpi.edu
http:www.workteams.unt.ed
http:http://www.tearnsinc.com
















































































































































http:thehoot.org



http:http://www.hrq.com
www.ilr.comell.edu
http:www.adr.org
http:www.lpa.org
http:www.apwu.org
http:www.aflcio.org
http:WWW.twu.com
http:www.uaw.org
www.nirb.gov/index.html
































































10.

11.

12.

e D.Q. Mills, “Labour-Management Relations, New York, McGraw-Hill, Dispute Rerolution and
1694 Grievance Management

® ] Fossum, “Labour Relations™, Chicago, IL., Irwin, 1995,

e W Holley, K. Jennings, “The Labour Relations Process”, Fort worth, Tx.,
Dryden Press, 1994. '

® R Allen, T. Keavany, “Contemporary Labour Relations”, Reading, M. A |
Addison-Wesley, 1988.

®  Clyde Summers, “Protecting all employees against unjust dismissal”,
Harvard Business Review. Jan-Feb1980

Walter Baer, “Grievance Handling”, 101 Guides for Supervisors, AMA, New
York, 1970.

® ]. Brad Chapman, “Constructive Grievance Handling”, in M. Gene
Newport, Supervisory Management, St Paul,

MN: West publishing Co., 1976.

® M. Lurie, “The Eight Essential Steps in Grievance Processing”, Dispute
Resolution Joumal, 54,1999.

e D.C.Mosleyeral., "Supervisory Management”, Cincinnati: South Westem,
1997.

® ] Rodeken, “Employee Discipline”, Washington, Bureau of National affairs,
1989.

® A W. Bryant, “Replacing punitive discipline with a positive approach”,
Personnel Administrator, 29,1984,

e  E.L.Harvey, "Discipline vs. Punishment”, Management Review, 76, 1987.

e B.P. Sunoo, "Positive discipline: sending the right or wrong message”.
Personal Joumnal, 75, August 1996.

& D.A. Deceno, S.P. Robbins, Human Resource Management, John Wiley
& Sons, 2002,

P. Falcone, "The Fundamentals of Progressive Discipline”, HR Magazine, 42,
Feb 1997.

P. Falcone, "About a Formal Approach to Progressive Discipline”, HR Magazine,
1998.

R.D. Ramsey, "Guidelines for ihe Progressive Discipline of Employees”,
Supervision, Feb 1998.

D. Core., “Discipline without Punishment”, New York, American Management
Association, 1996.

Internet Sources

For data on substance abuse
www.health.org
Effective discipline

hetp://www.grotecom.com
295


http:http://www.grotecom.com
http:www.health.org



http://www

Effective discipline can have a positive effect on the productivity of employees. Dispute Resolution and
Discuss Grievance Management

If you were asked to develop a policy on discipline, what topics would you
include in that policy?

"You can't discipline employees today the way you could a generation ago”. Do
you agree or disagree? Discuss.

297
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HEALTH AND SAFETY MANAGEMENT

O UTULTINE

1. Introduction

MNeed

B

Legal Provisions Regarding Health
Measures to Proinote Employee Health
Employee Assistance Programmes
Emotional Problems

Employee Safety

Accidents in the Factory: Causes and Prevention

wom o v s e

Effective Safery Management

10. Lepal Provisions Regarding Safety (Sec. 24 1040)

Introduction

Organisations are obliged to provide employees with a safe and healthful environment.
Health 1s a general state of physical, mental and emotional well being. Safety is protection
of a person’s physical health. The main purpose of health and safety policies is the
safe interaction of people and the work environment. Poor working conditions affect
employee perfonmance badly. Employees may find it difficult to concentrate on work.
It would be too taxing for them to work for longer hours, Their health may suffer,
Accidents and injuries may multiply causing enormous financial loss to the company.
Absence and turnover ratios may grow. A company with a poor safety record may
find it difficult to hire and retain skilled labour force. The overall quality of work may
sufter. Many deaths, injunes and illnesses occur because of safety violations, poor
equipment design or gross negligence. The Union Carbide accident in Bhopal. for
example, which killed over 4,000 people in 1984, is considered by most experts to be
the result of equipment design flaws which could have been avoided. Union labour
ministry’s records place companies in Maharashira and Gujarat as the most dangerous
places to work, with over 25,000 and 13.000 accidents respectively. The biggest
offenders are generally from jute mills, lead battery manufactures, chemical units,
textile mills, match and fireworks industry especially in Sivakasi, automotive industry,
supar crushing units, mining, heavy construction, flour mills, etc.

Need

Industrial heath is essential to:

e  Promote and maintain the highest depree of physical, social and mental well
being of workers.

¢ Improve productivity and quality of work.







































10.

1.
12.

e  H. Bensimon, “Violence in the Workplace™, Training and Development,
Jan 1994,

e WF Cascio, “Managing Human resources”, New Delhi, Tata McGraw-
Hill, 2003.

e J. Cook. “Walking Time Bombs”, Human resources Executive, Feb 1999,

® M.P. Coco, “The New warzone: The Workplace”, SAM Advanced
Management Journal, Winter, 1998,

H.F. Ben Simon, “What to do about Anger in the Workplace”, Training and
Development, 31, Sep 1997.

e  K.E. Barenklay, “Doing the Right Things Right”, Occupational Health and
Safety, March 1999,

e (.S Philson, “Workplace Safety Accountability”, Occupationa! Health and
Safety, April [998.

S.G. Minter, “Safety Training that Sticks”, Occupational Hazards 58, fune 1996,

“Workplace Accidents Decrease as Safety Commitment Increases”, HR Focus,
71, Sep 1994,

Internet Sources

l.

Information regarding Workplace Violence
WWW.0pm. gov

To carry out a Job Safety Analysis.visit
http://www.ncci.comhtml\ncfom5.htm
Employee Assistance Services
http://www.neas.com

Occupational Safety and Health Administration

http://www.osha.gov/

Review Questions

e N & W

Explain the legal provisions regarding employee health, under the Factories Act,
1948,

How do working conditions affect the health of employees? What steps should
be taken to protect employee health?

Identify the causes for accidents in the factory. What steps should be taken to
ensure industrial safety?

Explain what causes unsafe acts. What is the role of a supervisor in saflety?
Describe at least five techniques for reducing accidents.

*Accidents do not just happen, they are caused”. Comment.

What steps should be taken by management to increase motivation for safety?

Should organisations be willing to invest more money in empldyee wellness?
Why or Why Not?

Health and Safety
Management


http:http://www.osha.gov
http:http://www.neas.com
http://www.ncci.com\htrn1\ncfom5.htm
http:www.opm.gov

Human Resource Managemenl Q. Write short notes o
®  Measures to promote health
®  Effective Safety Management

®  Role of Supervisors in Safety Management

Discussion Questions

1. Discuss the following statement by a supervisor; "I feel it is my duty to get
involved with my employees and their personal problems to show that I truly
care about them."

2, If a supervisor is aware that one of his employees has been under the influence
of drugs, which is affecting the employee's performance lately, should the
supervisor take any action? Should the employee be paraded before the
disciplinary committee constituted for to mend his ways? or should the employee
he given time to mend his ways? Discuss the moral implications involved in this
situation.

3. Tolead a healthier life, doctors say we need to identify those things we currently
do that either impair or contribute to our health, Prepare a list of those activities
you do that have a beneficial or harmful impact on your health. Discuss with
others a way to develop a lifetime prograrnme for a healthy lifestyle.
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iv.

Recreation: Though there is no statutory stipulation in this area, progressive

employers both in the public and private sector (like the Tatas, HLL, Air India,

BHEL, Infosys technologies, Hughes Software systems, NIUT, Cadbury, Ranbaxy,
Railway and Defence Services have) consciously offered facilities for recreation
sports and cultural activittes. For example companies like NIIT and TISCO

have appointed a Chief Fun Officer to take care of parties and functions held on

every Friday. {In addition to holiday packages, dating allowances, anniversary/

birth day gifts, games and competitions on weekends and Gulab jamun, eating

sessions). Sprawling food courls, Basketball courls; Tennis, Golf, Billiards,

swimming Sauna; Jacuzzi, Jogging tracks, beauty centres, spacious gyms, ATMs,
gift shops are to be found in most software companies-such as Infosys, Wipro,

Hughes Software systems, in India.

Other facilities: These are basically intended to improve the comfort level of
workers while at work and include the following:

®  Canteen, restrooms and lunchroom: Canteens established inside factories
generally offer food at subsidised rates. In modern organisations, food
courts offering a variety of continental and infer continental cuisine have
become quite popular in recent times.

®  Washing facilities, medical aid, leave travel concessions: Most factories
have first-aid facilities to take care of minor injuries. Reimbursement of
medical expenses actually incurred is also increasingly favoured nowadays.

®  Consumer cooperative stores: The Indian Labour Conference in 1963
recommended the setting up of consumer cooperative stores in all industrial
establishments including plantations and mines employing 300 or more
workers. The employer is expected to extend help in the form of share
capital, working capital, loans at concessive rates etc. The Industrial Truce
Resolution, 1962 aimed at keeping prices of essential items low by opening
a sufficient number of fair price shops for workers.

Statutory Provisions

Employers are required to offer welfare facilities to workers under different labour
laws. These are discussed as follows:

The Factories Act, 1948

The Act provides the following services to workers:

Washing facilities to male and female workers separately
Facilities for storing and drying clothes

Facilities for occasional resi for workers who work in a standing position for
long hours

First aid boxes or cuphoards — one for every 150 workers and the ambulance
facility if there are more than 500 workers

Canteens, where there are more than 250 workers
Shelters, rest-rooms and lunch rooms where over 150 workers are employed.
Creche, if 30 or more workers are employed

Welfare officer, if 500 or more workers are employed.



The Plantation Labour Act, 1951

The Act provides for the following:

A canteen if 150 or more workers are employed
Creche if 50 or more women workers are employed
Recreational facilities for workers and their children

Educational arrangements in the estate if there are 25 or more children of
workers, between the age of 6 and 12

Housing facilities for every worker and his family residing in the estate
Medical aid to workers and their families; sickness and materity allowance

Providing umbrellas, blankets, raincoats to workers as a protection against rain
or cold — as prescribed by the State government

Welfare officer, if 300 or more workers are employed.

The Mines Act, 1951

The Act provides for the following:

Shelters for taking food and rest if 50 or more workers are employed
First aid boxes and first-aid rooms if 150 or more workers are employed
A canteen if employing 250 or more workers

A creche if employing 50 or more females

Pit-head baths equipped with showers, sanitary latrines

Welfare officer if 500 or more workers are employed.

The Motor Transport Workers Act, 1961

The: Act contains the following provisions:

First aid equipment in each transport vehicle
Medical facilities at the operating and halting centres
Canteen if employing 100 or more workers

Comfortable, clean, ventilated and well-lighted restrooms at every place where
motor transport workers are required to halt at night

Uniforms, rain coats to conductors, drivers, and line checking staff for protection
against cold and rain

Prescribed amount of washing allowance to the above staff members.

The Contract Labour (Regulation and Abolition) Act, 1970

The Act requires the contractor to extend the folowing benefits to workers:

Canteen, if employing 100 or more workers

Rest rooms or other suitable alternative accommodation where contract [abour
is required to halt at night in connection with the work of an establishment

Washing facilities

Employee Assistance
Programme
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2.

C.B. Mamona, S. Mamoria, “Industrial Labour”, Social Security and industrial
Peace in India, Tabamhal, Allhabad, 1985.

e “Labour Laws”, Taxman, New Dethi, 2004,

®  S.D. Punekar et al., “Labour Welfare”, Trade Unionism and Industris!
Relations, New Delhi, Himalaya 1980.

®  Report of the National Commission on Labour, 1969,

Review Questions

L.
2.

Define social security. Explain its scope and importance in Indian Industry.
Briefly discuss the social security measures provided under the following Acts:
®  Workmen's Compensation Act, 1923,

e  ESIAct, 1948.

®  Maternity Benefits Act, 1961,

What are the retirement benefits available to the employees in India?

Briefly explain the provisions contained in the group life insurance scheme.

Explain the concept of social security and discuss its dynamic nature.

Discussion Questions

1.

‘Industrial worker in India is secured against all social risks from birth to death’.
Comment.

Do you think that the problems of social security in industries have become
complex due to inadequate training, lack of education, low wages and the failure
to make provision against the industrial hazards by individual employees? Why
or Why not?

‘Vanious social security legislations in India have provided for financial benefits
payable by the employer to the employees without the employees having to
make any contribution?’ Comment.

Of the different social security benefits companies offer, which would you
consider most valuable to you? Why?

Why have social security benefits grown in strategic importance to employers?





