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ABSIHaAUT

In the present study an increasing attention has
peen given on the subject of job satisfaction. The subject
job satisfaction has been perceived as one of the importent
factors which generally regulates the worlk environment and
contzins a significant importance to make any particular form
of work eavironment. It has been observed thet the job .
satisfection is one of the main topics in the field of
Industrial delations. In it the level of job satisfaction
of the various positionsof organizational hierarchy have
been examined and measured in detaile.

After measuring the level of job satisfaction of the
various sectionsof employees it has been found that 34.3
percené?ilue collar employees were moderately satisfied and
65.7 percentLblue collar workers had. low level of satisfaction.
There was none who had high level of satisfaction in this
category. FYor the white collar workers, 57.5% percent were
noaerately satisfied and 42.5 percent had: low level of
satisfaction. But there was none who had high level job
gatisfaction in this category. Similarly the level of job
satisfaction of the ofificers has been foungﬁg%.6 percent
with medium satisfaction and 33.4 percent with low Hemmd

o satisfactiion,
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In measuring the level of job satisfaction of
the ewployees of Thakurgoan Sugar kills Ltd. some of the
- have been

problemns have been singled out and sowme suggestionstut
forward for removing the unpleasant condition of the
factory. The study shows that the economic conditions

of the employees are the main factors for creating other
ipterrelatved problemns. On the otherhand, the study proposes

to impiove the physical working conditions and the various

other facilities for the workers to create work interest

among thein.
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CHAFTER = I

INTRODUCTION

1.1 Industrial Relations : The Concept.

| In recent years "industrial relations" has been found
as an important subject for a sound industrial environment.
As a subject, industrial relatiohs is taught in many Universi=-
ties. BEspecially in Western Countries, the subject has become
very important. According to public opinion polls, the topic

is often seen as being one of the major problems facing society.1

Hence, one should endeavour to seize the exact meaning of the
topic, industrial relations. Generally, almost everyone knows
what the term means = at least to his own satisfaction. The
problem is hardly any agency has focussed on the exact meaning
of industrial relations. :

" A satisfactory definition of industrial relations isrﬁﬁgIhMt
affair for academicsuns and theoréticians than thbfof practi=-
tioners, in so far as an industrial relations manager will ~
probably find that his role will be defined by his companye.

On the otherhand, a director of an industrial relations resear-
ch unit has a great importance to know precisely what industrial
relations means.

In the historical process of industrial relations a

nunber of variables stand supreme on the way of its thorough

1 A.do Geare, "The Field of Study of Industrial Relations',
The Journal of Industrial Relations, Vol=-19, No.3,
septemoer 1977, Y.274.




knowledge. It is a changing phenomena in a changing

society. Changes in the variables distinguish the stages and
mark the continuing changes in the industrial relations system,
Edward Gross, stated four major variables in these gystems :

"(1) the institutional setting, (2) the pattern of status and
authority, (3) the careers of individuals, and (4) the nature
of face to face work groups.2 With the help of this model, he
narrates‘the industrial relations systemé of societies, and
gingles out those of primitive groups from modern industria=
1ized nations. The style of these changes is not fully identical
in all societies but partly it is true because industrialization
has changed into varying cultures and economies with different
histories and traditions. Consequently, the influence of
industrialization has been somewhat digsimilar.

Current views of the scope of industrial relations vary
from the narrow to the very broad. R, Williams and D. Guest
define the subject in a single term, stating that the study
of industrial relations "includes the study of why conflict
arises between managers and workers ; why it takes a particular

form ; and how it can most effectively be managed.," 3

24 Dale Yoder, "Personnel ianagement And Industrial
Relations," Prentice-Hall of Canada, Ltd. 1962, P-19,

3, A.J. Geare, op. cit., P=275.



K. Laffer has defined industrial relations in terms of
bargaining, his latest definition referring simply to explicit
and implicit bargaining between and among employers and
employees, and with the factors that affect their "pargaining." 4

G, Somers is critical to the bargaining definition with
his argument of narrowing the scope of industrial relations
to a great extent.5

GeSe Bain & H.ae Clegg defined industrial relations as
the study of all aspects of job regulation - the making and
administering of the rules which regulate employment relation-l
ships = regardless of whether these are seen as being formal
or informal, structured or unstructured.6

From the above it is apparent that to represent those
features deemed to be significant for one or more specific
purposes i.e. all are useful for the purpose of analysis only.
But & useful definition should be one which is narrow enough
for the boundaries of the subject to be discernible, yet
broad enough not to exclude relevant topics. The above stated
observations have been built on the basis of interest of each
model builders. But from the managerial standpoint, a someﬁhat
different model is appropriate. HManagerial interest focuses

its attention on the possibilities of control to establish

a best possible setting of work. From the management

4.  Ibid,, P-282
50 Ibid. y P-"282
6' Ibido ? P-282



standpoint a model has been designed highlighting the variables
that appear most influential in the attainment of this objec-
tive. A useful model for the student of management considers
the three major types of variables including : (1) Workers

and working careers : This variable includes the personal
characteristics of workers, their cultural attainments, educa-
tional levels, skills, and altitude towards work and on typical
or common patterns of working careers, (2) working organiza-
tions : Emphasis is here on the worm?groups or teams, their
variations in size, composition and the extent of specializa-
tion they impose. It notes provisions for internal communica-
tions in such groups, the structure of authority and status
they create and such ancillary organisations as unions and
employer association., (3) Government participation : This
variable focuses its attention on the part played in employment
by various agencies of government and the nature and extent

of public intervention, assistance and regulation.

These all variables are concerned with obtaining and
regulatiﬁg the formal and informal rules that regulate the
work environment for the purpose of improving job satisfaction,
improving productivity and achieving increased power in the
work environment. But one thing should be noted here that
these principal variables rest on the cultural setting ef

every society.
In mmodern usages, industrial relations includes all /

matters that arise in the day-to day association between



employer, manager and workers. Its scope includes three

fairl& distinct areas : k1) relations between managers and
individual workers (2) collective relations between employ-
ers and labours (trade unions) and (3) the folé of the
government in the regulation of these relationships. Often
these three closely related fields of industrial relations
are generally called personnel management, collective bargai-~
ning and labour legislation respectively. Although each |
area has got a separate speciality with its own professional
practitioners and literatures all are concerned with the two
basic questions 3 undér what conditions shall the work be
done ? How shall its proceeds be divided ?

In many countries government participatés in working
out answers and attempts to settle the disputes that arise
when the parties are left with their own devices. Because
of their intervention in the legislative and economic poli-
cies of government, employers and unions become increasingly
involved in political and as well as industrial action.

Since the subject matter of industrial relations ranges from
the grievances of industrial workers to organize political
activity of large groups ¢ its problems are under study

in virtually all fields of social enquiry : economics, law,
political science, psychology, sociology, social welfare and
history.

Employeer - employer relations ﬁo involve a real conflict

ef interest and also a power conflict.7 The conflict of

Te Bagaram Tulpule, Industrial kelations Legislation,
An Alternative model, "lconomic and Political
Weekly", Vol-alll, No.49, Lec. 9, 1978,



interest between the two sides has been existing from the
begining of workers effort to achieve higher wages and other
economic benefits., This bilateral interest gave rise to a
number of judicial disputes in every country of the world.
With regard to Bangladesh industrial relations
system, it mainly depends on the Labour Relations Act of
Bangladesh., Bangladesh is one of the highly labour intensive
countries in South bkast Asia. Only 2.5 million people which
constitute 5.13% of total 80 million pepulation have regular
jobs in large and small industries. Another 11.87% of the
population who live in the cities, towns and urban slums
have independent vaccations of life such as monitoring and
managing industries, commerce and trade of big, small and of
lsome kind. The total number of trade union of various
industries is 3%%20 and its total membership is 9,46,977 as
estimated on 31.12.1976. There in, the amount of sugar
industry trade union is 23 and its membership is 8820.8
In order to develop thorough training in healthy
labour-management relations and sound trade unionism in the
country, an institution was established by the Government
in 1963. The name of this institution is Industrial Rela-
tions Institute (IkI) ., The courses of the Institute are
of tripartite nature and designed for persons who : (a) hold
a position of an officer in the management ; (b) hold a

position of an officer in a trade union or a federation of

8. Bangladesh Labour Cases, An Exclugively Monthly
Journal, Vol-II, Ne.1, 1977 Pr-b672,



trade unions ; (c) are officers of government department
dealing with labour matters ; (d) are sponsored by trade
union, employer or government ; and (e) have knowledge of
course language to participate actively in talk, group
discuasien; debate etc. PFarticipants are selected on the
basis of their qualification and fulfilment of the above
conditions.

The main objective of the courses is to develop in the
participants : (1) knowledge and ability to interpret existing
labour legislation and labour administration principles ;

(ii) ability to understand, explain and apply the principles
of trade unionism and collective bargaining ; (1ii) ability

to understand and explain principles of wage fixation, perso-
pnel menagement and industrial psychology ; and (iv) ability
to understand and explain population problem, government |
policy and programme, human reproductive system and contracep-
tive methods.

In 1976 the Institute has organised industry-wise
training course on industrial relations in order to specify
and discuss the problems related to a particular industry.

In addition, the government of Bangladesh has approved the
following development schemes of the Institute under the
First-Five-Year Plan at a cost of Taka.9.00 millions.

1., DLzpansion Scheme of IRI,
2. Industrial Workers' Education Scheme,
3, Population Education.



1e2 sugar Industry ¢ A Synopsis

Sugar is an important food-stuff of our everyday use.
The use of sugar can be described in two ways, such as,
personal use and industrial use. Fersonal users are those
who use sugar for their own consumption without processing
for commercial purpose. On the otherhand, industrial users
are mainly the confectionary and beverage industries. The
utility of sugar is increasing day by day with the growth
of population and urbanization. It's by-products can also
be utilised as industrial raw materials to produce alcohol,
methylated spirit, yeasts, and fooder etc. In the world
market, sugar has a high demand also. Dr. Albert Viton,
head of the Fal's sugar beverage and horticulture crop
division, observes that the world demand of sugar in 1980
would reach 92.8 million tons.g

The major sugar producing countries of the world are
Hawaii, Indonesia, Mouritania, U.S.4., Australia, U.S3.8.R
and Taiwan. Yresently Hawaii is the highest sugar yielding
country of the world . Its yield of sugar per acre is

11.20 tons and recovery of sugar of the country is 12.42

percent.10

9. The Bangladesh Times, July 8, 1975.

10. Begunm Khaleda Khanam, "Suger Industry in Bangladesh,
its problem and prospect," The Business Review, Vol-III,
No. 1, Jan=Harch, 1977, P-103.




In order to show the production of sugar in some
gelected developing countries, a statement is placed below:

Table - 1

(in thousand metric tons)

fgble showing the distribution of sugar production
in some selected countries.

g Years

Country §1974 1975 1976 1977
Bangladesh r 107 96 110 115
Pakistan 607 490 677 764
Ipdia 4489 5048 5033 5019
Indonesia 935 1000 1380 1100
China 3900 4000 4000 | - 3800
Turkey 834 758 1090 1158

Source : Statistical Year Book of Baugladesh, 1980, P.646.

Notes ¢ Production of sugar from both beat and cane,

In Bangladesh, next to Jute, sugar cane is the najor
cash and industrial crop of the country. The climatic
condition of the country is suitable for the cultivation of
sugar cane as the seasonal distribution of rainfall and
temparature are quite favourable. On the otherhand, the
guestion of marketing does not arise at all, as sugar has

an international demand also. Bangladesh uses 6 thousand acres
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of land for sugar cane production and saves 2.5 crores of
foreign exchange, 48 pointed out eurlier, the consumption
of sugar has increased steadily with the expansion of popu=-
lation and urbanization of our country. The result has been
the steady increase in the import ' = of sugar from abroad.
The percentage of sugar imported has been varied between

18 percent in 1947 and 81 percent in 1972.11

On the con-
trary, the expansion of sugar industry is modest. In the
period of 193%-34 three mills to produce plantation of white
sugar were established by the private sponsors - Setabgan]
Sugar Mill (binajpur), North Bengal Sugar Mill (Rajshahi)
and Desbandhu Sugar Mill (Dacca). Between 1974 and 1938
two more mills were set up — one in Mymensingh (National
Sugar Mill - 1937) and one in Kushtia (Carew & Co - 1938).
buring the period of 1947 to 1971 ten more sugar mills were
established but all of them were in public sector. At the
time of liberation war in 1971, thirteen of the fifteen mills
suf fered excessive damage. With the Proclamation of Bangladesh
industrial enterprises (Nationalization) order on the 26th
March, 1972, the fifteen mills, as well as an newly installed

sugar mill at Faridpur were brought under state ownership.12

Many sector ceorporations were set up for the
managemnent of their respective units, sugar bheing an
important industry got separate full fledged corporation

of its own, namely, Bangladesh Sugar {ills Corporation.

1. Dro.#elieds Azizur Rahman & Pk. #d.Hdotiur Rahman,
"Problem of bangladesh Sugar Industry", "The Bangladesh
Studies", Vol-I, No.1, Autuan - 1976, P-52,

12, Begum Khaleda Khanam, op. cit., P-98,
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Afterwards in July 1976, Bangladesh Sugar Mills Corporation
and Bangladesh Food and Allied Industries Corporation joined xm
together and renamed Bangladesh Suger and Food Industries
Corporation. |

Despite its favourable conditions the sugar mills
of Bangladesh suffer from many problems. In every country
the development of sugar industry depends largely on various
aspects, namely agricultural, transportation and labour
management relations and the like. In case of Bangladesh,
sugar mills usually face?lot of problems that emerge from
the abeve mentioned aspects.

In the first place, the agriculture of this country
has been in the hands of uneducated people constituting
more than 80% of the total population with conservative
;ttitudes and hesitation to accept changed conditions.
Agriculture now requires knowledge of the su@jeqts like
Biolegy, Sociolegy, Agronomy, Animal Husbangﬁgf?%gﬁﬁistry,
Ecopnomics etc. In all agriculturally advanced countries the
knowledge of these sciences has been fully utilised in the
production of sugar-cane. A4s a result, our yi€eld of sugar-
cane is only 1/4 of the yield obtained in the country of
Hawaii.13 Here in Bangladesh a cane grower uses 4 (four)
acres of land for growing an equal quantity of cane obtain-
ed by a farmer in Hawaii from one acre of land. Depth
of cultivatien is improved by repeating the tilling
several times. But it is controlled by the strength of

. ] Lz 0 1 i - . . .

13 The Bangladesh Observer, April 12, 1977, Rajshahi University Library
Documentation Section
Document No. 3?:13.%,}2,1
Date.z:ﬂ.'}.;.g-ﬂ-.u... ’.
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animals which in Bangladesh are small as compared with
Australian standards. Bamboe ladders are used te break
down soil and for levelling the surface. It is equally
poor te serve the purpose.

Planting of cane in Bangladesh commences in the month
of February-March but it ﬁay be planted as early as in
October. Early planted canes have healthy growth but low
soil moisture in February-March inhibits germination. '

Drainage is a major problem for sugar cane., lost
soils are saturated during the monsoon season, but some are
inundated by full of water. Another very important problem
is the lack of organizational efforts in developing sugarcane.
There is only one cane research station in the country which
was established in 1951 at Ishurdi.

Harvesting and crushing in Bangladesh commence
sometimes in the month of November and continue to the end
of Aprile~iay. Most convenient time from the standpoint of
recovery of sugar in our climate is from middle of December
to the end of March. This season is convenient for the
growers also, but this being a short season crushing in
reality begins early and ends late,

As a matter of fact cut—-canes deteriorate more
guickly than the standing canes. The deterior>ation is
negligible dqring first 24 hours after harvest but quality

declines after that alsoe. B.B. Gairola in India in an
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experiment estimated that less in weight and quality of juice
‘oF canes caused for leaving them in the field after harvest.
His estimation is postulated in the table below :
Table - 2
Table showing the distribution of weight loss and

purity of juice in percentage according to the various
time peried 3

Time (in day) Loss in weight purity of {uice
in percentage exists in (%)
1 day 2.7% 85.5%
3 days 9.0% 76.1%
4 days 11.8% 70.2%
7 days 13.7% 61.9%

Source : The Bangladesh Observef, April 14, 1977.

While Rosenfield in Egypt showed that 11% of the cane
weight can be lost in 4 days through evaporation and 17% in
8 days.

Regarding the mill; farmssome 12,000 acres of a total
17,000 acres on mill farms are suitable for cane growing.
These farms are mainly located around 5 of the 16 mills.14
Bach year approximately one half of this area produces cane.

Sugar recovery is low in the month of November and

starts going down again from the middle of March or from early

14. Development of the Bangladesh Sugar Industry, Canbarra,
A.UCT.’ July 1976, -}-J-1O30
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April due to low humidity and high temparature. Therefore,
what-ever cane is crushed during these periods returns low
recovery of sugar and high yield of mollases.

Considering the second aspect, many sugar mills have
been established without any regard to the availability of

/bane sugar and ?ithout any idea of its transportation problem.
The consequence is under utilization of capacities. The
underutilization and inefficiency have led to the high price
of sugar in Bangladesh.

Basically all sugar mills have to depend and make up
the deficit in thci; cane requirements by transporting it
through rail or road from different places. Due to non-avail-
ability of railway wagons and road transport (i.e. truck,
tractors, trailors) lifting of purchased canes at the centre
is usually hampered while heavy purchase goes on. There is
not a single mill in Bangladesh in which its crush consists
of 100% gate canes i.e. brought by the growers in their own carts
te the factory gate.15 Furthermore, the bad road condition
hampers the steady supply of cane to the mills. Resulting
from the above deficiencies most of the mills have to choose
lesser time than optimum working period and as such some .
installed capacity remain idle,

In the third place, management group and workers group

are mest important characters te consider. The ultimate

15. The Bangladesh Observer, April 14, 1977.
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objectives of the two groups are different in nature, i.e,
to get the things done by others and to get the maximum
gatisfactien against service rendered respectively. In
every organization the conflict of varying interest groeup
existga ggg.or less and sometimes it appears in a destruc-
tivel Same is the case of sugar industry in our country.
The employees of various sugar mills have been suffering
from dissatisfactions., The causes of dissatisfactions
are mainly, lack of good salary, lack of promotien, lack
of good working conditions, etc. Jdore gpecifically, it
can be stated that they have no job satisfaction. 4s a
result, violence, absenteeism, tardiness, poor production
arise to a great extent. ©Similarly, the lack of cordial
relationship between workers and management, the overall
discipline of the industry hampersto a greater extent.

The survival and growth of the sugar industry in
Bangladesh depends on the careful solution of the problems
as pointed out in the preceeding paragraphs. A well-thought
plan is needed to remove all the problems se that the
industry can accomplish its desired goal of achieving self
sufficiency in the production of sugar and earning foreign
exchange for the country. In this context attempts have
been extended by the government of Bangladesh and other
relevant organizations. The Government of Bangladesh has
taken several programs such as, the capacity eof sugar mills

will be frozen at 1,79,000 tons, guality cane development
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and its duplication will be given due importance, moderniza-
tion of sugar mill farms will be undertaken on a priority
basis, mollases to be used as industrial raw materials te
produce alcohol, methylated spirit, yeasts'and fooders etc
to bring down the cost of sugar production.

Intensive cane development efforts through better
agronomical practices, utilization of fertilizer and pesticides,
provisien fer better sceds and irrigation to cover 4.5 lakh
acres in five years to increase the jiald per acre and recovery
rate are proposed in the agricultural sector plan.

On the otherhand; the government of Bangladesh has
"approved two viable and promising schemes viz., "Sugar Cane
Research Institute" and intensive cane development and adminis-
tering production credit in the mill zones ; the government
has entrusted the sugar corporation with the respensibility
of sugar research extension, supply services, administering
production credit directly by the mills and procurement and
transportation.

One thing should be noted that despite of heavy odds
the sugar mills of Bangladesh have been able to raise the

production of sugar successfully.
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The increasing trend of sugar production of the
country is shown by the following table :
Table = 3

Table showing the distribution of sugar production
accerding to year.

Year Sugar production (Tons)
1973-74 88,395
1974-75 98,466
1975=76 86.647
.1976-77 1,38.,707

1977-78 1,75.267

Source : Bangladesh Statiétical Bulletin.
13 Statement of the problem

In recent decades, many of the developiﬁg countries
are immensely interested in the industrial expansion. They
intend to utilise their land, capital and manpower resources
with their utmost capacity. Bearing this in mind, many
viable and reasonable programs are being taken inte account
by many of the develeping countries. But in the course of
implementation of these programs they face a lot of industrial

relation problems which appear in a very destructive nature.

The destructive natures of the problems, in fact, suppress

the noble efforts which is one of the important weapons in
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building & national economy. This is also applicable in the case o
Bangladesh.

In the present study the meaning of industrial
relations has been perceived as the relations between
people at work in industry. But in a broad sense, the
scope of the term "industrial relations" is wide. The
industrial relations phenomena embrace not only problems of
wage determination and employment, #x statistics of strike,
histories of trade union and analysis of legal frameworks
but also in large part of behaviour of people in certain kinds
of situations and acting in certain kinds of roles. That is,
industrial relations is to a considerable extent the study
of the behaviour of people. One thing should be noted here
that industrial relations is not concerned with the whole
range of behaviour elicited within the work situation, but
only with those kinds of behaviour which are expressions
of the basic, specifically industrial relations phenomena.
This includes exblicit of conflict behaviour such as strike,
lockout, stoppages and disputes and a whole range of other
behaviour such as restrictions of ouﬁpat in all of its forns,
poor attitudes; and motivations, complaints, frictions
between individuals and groups, dissatisfactions above average
turnover absence and accidents.

The industrial relations problems usually arise from
the several interrelated sections or groups which are all

followed by a common goal, i.e, probleam relating to the
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mansgement group and werkers group, the government policy
and workers interest and conflict between workers and
workers. But the causes behind these problems may arise from
the various aspects. The aspects may be regurded as economic, aw
social, paychological and behavioral pattern of individual
ané groups. This perception has been developed on the ground
that in every behaviour of an individual or group there
must have some causes.

In many of the developing;countries the problems
of industrial relations that are arising mainly from the
poor job satisfuction. Because, job satisfaction influences
the behaviour of people specifically in industrial relations
phenomena. Bearing this point of view in mind Edward E lawler
III and Lyman W. Porter pointed out that the original reason
for studying job satisfaction, that is’ the assumed ability

s : N 1
of satisfaction influences performance.

It is the fact that in most cases man has to work to
satisfy a variety of needs. The most basic needs are the
physielogical needs, clothing and shelter. GSome fortunate
individual may be in a sound financial position whereby
these needs are satisfied. The degree to which the needs
are satisfied becomes an indicator of the degree of their
job satisfaction. But in the cases of developing countries

like Bangladesh it is impossible to satisfy each and every

16, Edward E.Lawler, 1II and Lyman W.Porter, "The Effect

of performance on job satisfaction, "Industrisl Relations
A Jourpal of Bconomic and Society", V01-7,No_1,0c1;,,1967°
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individual with their limited resources and low level of

preduction. Mainly low paid employees often receive the
wages which are not enough for bare subsistence, i.e. from
this wages they are to manage shelter, clothing, food,
recreation, educational expenses and the like. But actually
they have hardships to menage all these necessities with
the wages they receive., Consequently, they are to find other
gources to meet these indispensible needs. Ultimately they
become less attentive to their jobs as they usually are to
‘think of the shelter, clothing and food, naturally some sort
of resentment arises regarding the performance of the job.
The result of this resentment is the expression of conflict
behaviour such as strike, lockout, stoppage, dispute, poor
attitude, frictions between individual and groups, absenteeisy,
accident and so and ao forth. i
From this angle of vision it can -easily be assumed
that job satisfaction is the important factor in the field
of industrial relations of the developing countries like
Bangladesh.In summary, the present study focuses: its
attention on the definition given by Sydney University
regarding job satisfaction which states as follows : "job
gatisfaction” is a topic in the industrial relations course
of the Univeisity because of its importance in the field of

17

industrial relations. In order to specify the causes, first

17. A.d. Geare, op. cit., P-275
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of all identification of the origins ef the causeg is
necessary. Otherwise it will be detrimental to the individual,
group and to the organization as well, '

1.4 Objectives of the Study

'The present study has been developed keeping in mind
the following 8pecific objectives, ‘
1. One of the basic objectives of the study is to
specify the level of job satisfaction of the workers, staffs
and officers, .

2 The present study seeks to establish those aspects
of the job which contribute substantially to satisfaction.
3. To evaluate the varisbles that determine the latent
attitude of the workers toward the management.

4. To analyse how management and workers deal with the
industrigl relations problens.,

5. To suggest some remedies by considering the results
of the study.

1.5 Review of literature

In Bangladesh, serious research in industrial rela-
tiens proeblems did not begin until very recently. In this
line an attempt was made by FProf A.f.a. Hossain and Dr. A4,
Farouk18 in (1963) which study was based on the context of

the growth of Khulna as an industrial centre. The broad

18. A.F.A. Hussain & 4. Farouk, Social Integration of
Industrial workers in Khulna, Bureau ef Lconomic
Research, University of Dacca, 1963,
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concluéion that emerged from the study that the workers in
Khulps have not yet achieved a significant degree of social
jntegration. The fuct was that the great majority of them
were maladjusted to urban and indusirial life. Anothe; aspect
of the study was the problem of industrial unrest in ¥hulna.
The occurénce of incustrizl disputes whether leading to
strikes or not, and the existence of tensions between groups
of workers and between the workers and the management leading
something to riots or browls, Wére best regarded as symptoms
of the lack of social integration of the workers and to the
managenent.

Dr. i H&bibullah19 conducted a study aboﬁt motivetion
of managerial personnel employed in business firms in Bangla-
desh (1974). “he objective of the study was to Tocus on the
skill and competence level of the managerial people, their
notivation to use the possessed skills and competence for
raising performance effectiveness. He concludes that managers
of business firms now have skill and competence which is only
two-thirds of what is required for the satisfactory discharge
of their duties and responsibilities.

Giving emphasis on the industrial relations problems

MeA. Mannan 20 (1977) carried out a study on the context of

19, M. Habibullah, Motivation Mix, Bureau of Economic
Research, University of lacca, 1974.

20, MeAe WMannan, "Industrial Kelations Systems in the Tea
Industry of Bangladesh" "lThe Business Review, Vol-III,
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Tea Industry. His attempt was to reveal the labour-
management relations in the industry with a past backdrop
and to sw gest some remedies for the improvement of the
existing situation. Ilie unveiled that the relations between
the owners and the workers of the garden was the same as
Master and Slaves prevailed in the middle ages. UHe mainly
narrated the Trade Union activities and found that unions
vere rnot very strong in showing their performance. 48 solu-
tions he suggested that there was need for participative
management, change in the outlook of ftrade unions, enhance-
ment of collective bargaining agency., etc.

Another study on the need-priority of low paid employees
of Bangledesh was carried out by Jagadish Chandra Sukla Das
and BEnamul Haqu821 (1977). The main objective of their study
was to evaluate the_yariables that determine workers prepo=-
nent motives for better performance. Another objective of
this étudy wag to iﬁvestigate"how management decisionscan
be based on the recognition of unfulfilled and unsatigfied
needs which are essential, if managemcent want to provide
optimum motivational condition for its workers. One of the
main findings is that money is the most importint mctivator.

The workers in the average)rankedhgood wages, job security,

21, Jagadish Chandra Sukla las, and Epamul Hague, "The
Need Friority of the law-paid Employees of Bancladesh,"
"Yhe business Review", Vol-111, No.1, Jan-#arch,1977,
—P" 14.




good working condition and promotion as the four most
im.ortant nceds., These are the lower levels of the need-
nierarchy. In otherwords, if primary needs of the workers
are not satisfied to the level, the later needs WOufgibe
activated.

Considering the problems of effects of 'bodly!
workers in Jute industry an attempt was made by Balahuddin
Ahmedzz (1978) to f£ind out problems of wages and producti-
vity, with which absenteeism/efficiency is inseparably
connected. In this study he did not consider some of the
important managcment problems arising cut of‘the system.
This study was wade in the effect of engaging that the
effects of ether categofies of ‘bodly’workers would be
better known if that of the former could be determined,

Ldward B. Lawler, IIL and Lyman H.Borter23 nade &n
attempt to show that satisfaction is important because it

bas the power to influence both absenteeism and turnover

(1967) in austraiia,. ILn acdition, in the area of job

22 Salahucdin anmed, "Absenteeism of Labour in Jute
sector : causes, consequsnces and susgested remedies",
"Journal of Management, Business and Lconomics,Vol-4,
No.3, duly 1978, r=217.

2% Edward E, Lawler, III and Lyman W.rorter, "The effect
of Performance on job satisfaction, "Industriasl Relas~
tions 3 A Journsl of bconomy and dbocjeby," Vol.7,
No.1, Oct, 1967. F-20
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performance they emphasized that rather than being a cause
of performance, satisfaetion is caused by it. If this is
true and they have presented some evidence to support the
view that it is mm so then it becomes appropriate to be

more concerned about which people and what kind of needs

are satisfied in the organization, rather than about how

to maximise satisfaction generally. M.C. Knowles and Ann

D. Knowle524 (1978) have Lucn conducted a study in Australia
on the problems of factors affecting job satigfaction of
supervisors. The aim of this study was %o establish a level
of satisfaction applying to a selected sample of Supervisors.
It was also intended that the measures of the job satisfac-
tion would be examined with a view to finding if the level
of satisfaction was in any way interconnected. The result
of this study came down'as the job satisfaction scores

on different job aspects were interrelated, so that some
supervisors tended to have favourable attitudes teowards
most of the job aspects while others had generally negative
attitudes towards the same job aspects.

It appears from the above relevant studies that
analysis on the impact of job satisfaction on industrial
relations system in the context of Bangladesh is essential.
The present study in this direction attempts to analyse
carefully the impact of job satisfaction on the industrial

relations system.

24, M.CeKnowles & Ann D.Knowles, "Factor Affecting

job satisfaction of gupervisors" "IThe Journal of
Tndustrial Relations," Vol.20, No.2, June 1978,F-138.
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CHAFIsR - 2

AETHOLOLOGY OF THE STUDY

In conducting the study, & research methodology has
been designed in such a way which accomplishes the research
objectives by minimising the constraints of limited time and
resources.1 The present study is mainly based on the field
investigation. The primary data were collected from the 84
respondents (35 blue collar workers, 40 white collar workers
and 9 officers) of the seven departments of Thakurgoan Sugar
Mills Ltd on the basis of structural questionnaire, A detail
description of the design is shown under the following
headings 3=

2.1 ©Selection of the industry

2.2, freliminary investigétion

2.3. Preparation ef questionnaire

2.4. Sampling design

2.5. Method of data collection

2.6. Calculation of standard error

2.7 Limitations

2.1, Selection of industry : The economy of Bangladesh
is & develoeping one and all of its industrial development
Programs are still on the way of implementation. The number
of existing major industries of Bangladesh is too small and

its varieties are in a negligible position which can be numerised

The constraints of limited time and resources refer
to the short time, inadequate financial assistance,
ccmounication problem number of investigator etc.
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in one breath. Sugar industry is one of the major varieties
of them. Some of the research scholurs have done a number
of works on the various industries of Bangladesh like jute,
textile and tea etec. DBut a vary little works are noticed

on sugar industry. On the otherhand,sugar industry occupies
& remarkable position in the economy of our country. Empha-
gizing attention on the point of improving condition it is
felt that the need for the study on labour management rela-
tions of sugar industry is important.

Northern region of Bangladesh consists of five
districts namely Z@E?jpur, Rangpur, Bogra, Rajshahi and
Pabna. It is abéerved that there are some sugar mills in
every district of this part except Pabna. However, Dinajpur
district has the maximum number of sugar mill units'accor~
ding to the following table. Therefore, Dinajpur district
has been selected for the study in consideration of the
highest number of unit. The distribution ef sugar industry
accerding te districts is shown as below :

Table - 1

Table showing the Q%stribution of sugar industry
according tojdistricts of Northern region

Districts of Northern region Number of unit

1« Rangpur 2
2. Dinajpur 3
3. DBogra 1
4, Rajshahi 2
5. Pabna -

Source : Development of Sugar Industries, A report prepared
for the Australian Development Assistance Agency by

the Australian Sugar Industry Mission teo Bangladesh,
1976, P-III.
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There are three sugar mills in the district of Dinajpur
namely, Thakurgean Sugar Mill Setabgonj Sugar Mill ( In a
state of repairing) and Panchagar Sugar Mill., The Thakurgoan
Sugar Mill has been chosen among the three because of the
following reasons. Firstly, as the researcher had to collect
2ll necessary information himself, it was difficult on his
part te cever the three mills of the district. On the ether-
hand, he was bound by the constraints of limited time and
financial resource available te him.

Secondly, Thakurgean Sugar Mill is situated at the
Sub-divisional headquarter which is 36 miles away from the
Dinajpur district tewn. Twe types of communication media
are available e.g. railway and read transport. DBesides, it
was expeéted that relevant informations could be available
comparatively more because of the mili's location in the
sub-divisional tewn. In the case of oether two mills all those
facilities might m net have been available in preper time.

Thirdly, one may easily raise the question that the
single industry for a study is narrow. But a study based on
single industry extends the advantages of greater concentra-
tion on the problems. In the case of variety of problems,
there exists a chance of extensive investigation. Studying
a problem en a wider context a deeper insight of the preblem
can be gained. 4s a result, the nature of problem can alse
be identified in a wider scale and its effects be estimated

according to the nature.
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Thakurgean Sugar Mills Ltd mainly comprige of 12
departments. The name of the departments are given in
Table = 2 for clear specification. The selection of depart-
ments has been made on the basis of follewing precedures:

Firstly, all the departments have been grouped inte
three aspects according te the nature of functiens performed
by each. Namely, Technical aspect, Agricultural Aspect
and General aAspeci%. The Technical Aspect Consists of those
departments whose funéti@ns are related to the dealings
ef_machines and mostly te the preduction process. Functions
of raw material erientation are the composition of Agricul-
tural Aspect; General Aspect is concerned with these
departments which deal with the acts of maintaining adminis-
tration, personnel property, health and safety.

Secondly, seven departments out of twelve have been
chesen 1 on the consideration of their importance, avail-
ability of personnel and reflecting attention te the objec-
tives of the study.

As regard the above points, the following seven

departments have been chosen from the three aspects. The
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clasgsification and choice @an be seen in the following

table =
Table = 2

Table showing the distribution eof departments
according to aspects and department chosen for

the study.
Name of Department Classified Name of the
aspect chosen departments

1. Electrical Deptt.

| Technical
2., Mechanical Deptt. Aspect.
3. Chemical Deptt.
4. Garage DLeptt.
5. TeS.d.2 Farm Agricultural
6. Cane Deyelcpment Aspect

deptt.
7. Administration Deptt.
8. Accounts Deptt.
9, Construction Leptit General
10, Security Deptt. Aspect.,
11.5tore Deptt.

12.0Medical Deptt .

Mechanical Deptt.
Chemical Deptt.

Garage Deptt.

Cane Development

Deptt.

Adninistration Dept
Accounts Deptt.

Store Deptt.

Source : Thakurgoan Sugar Mill Administration.

2.2. freliminary investigation ¢ The preliminary investi-

gation were made by the investigater himself for the study

2. Teserle stands for Thakurgoan Sugar Mill Ltd,
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in the month of November, 6 1977. The data collected at

this stage proved valuable for designing a detail investi-
gation and for the preparation ef report, It was felt by

the investigator that the infermations must be secured from
different categories of employees viz ; the workers of the
mill, high efficials of the mill, the trade union leaders

and the persons who had special knowledge about the mill

and its pogition. din addition to these, official records

were fully utilised. The pretest revealed certain deficiencies,
superfluities and ambiguities in ithe guestionnaire which

were corrected as far as practicable. Valuable comments

were also received on the draft questionnaire from

Dr. Durga Das Vattacharjee of Dacca University, Dr.Nuruzzaman
of Jahangir Nagar University and Mill Management. Those
comments were fully teken into account in finalizing the
questionnaires.

2.3. Zrecparation of gquestionnaires : Altogether three

sets of questionnaire:“or schedule were drawn and used. The
questionneires were for the (a) blue collar workers (b) white
collar workers and (c) the officers.

(a) The questionnaire for blue collar workers: One of
the main schedules was for the blue collar workers. The
goal of the schedule was to bring inte light information
from fhe the workers needed to ascertain their adjustment

to the mill. It included questions on certain general
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conditions of the workers (e.g. age, sex, religion,
housing condition, health etc J, their relationship with
management, thelr wages, their attitude toward trade unioen,
job satisfaction and group consciousness. Questions were
framed in many cases so as Lo facilitate the respondents to
express the answer in short e.g.lyes or no,

(b) The questionnaire for white collar workers: The
schedule for the white collar workers was prepared in the
same manner of the blue collar workers. It included questions
on certain general condiﬁbns like salary, place of work,
relationsnip with management, job satisfaction etc.

(¢) The questionnaire for officers : The schedule
for the officers included questions on their.general condi=-
tions, attitude toward workers, facilities offered by the
mill, attitude toward government policy. One thing should
be noted here that the data secured through this questionnaire
were used only for measuring the joob satisfaction of the
officers.

2.4-

Sappling design ¢ The survey was designéd to yield

the desired information; with maximum reliability within a
given cost and other constraints of time resource. At first
the researcher divided the total employee population into
three groups namely, blue cocllar workers group, white collar
workers group and officers group. Each group has been defined

in the following manner. A blue colilar worker is a person
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who works in the mill house and his functions are mostly
related to machine and production process, A white collar
worker is a person who assists management in accomplishing
the objectives. An officer is & person who is responsible
for the overall management and maintenance of the mill.

The total number of permanent emplOyees3 of the seven
departments were blue collar workers 175 numbers, white
collar workers 200 numbers and officers 30 numbers. Out of
these : thirty five (35) from blue collar workers group,
forty (40) from white collar workers group and nine (9) from
officers group were chosen for interview. The percentage
stands at 20%, 20% and 30% respectively. In order to choose
the ¥espondent from each group the researcher used a random

number table.4 The i nextin: table indicates the categories

3 Permanent employees refer to those persons
who have fixed employment for indefinite period
and receive salary in cash or in kind,

4. The random number table obtained from peters S.William
and George We. Summers, Statistical Analysis for
business decision, 1963,
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and the number of permanent labour population of the
respective depaurtments.
Table - 3
Table showing the distribution of permanent

labour population according toLﬁepartment and
category they fall.

Name of the selected Categ f labo opulation
Qfficers White collar Blue
workers collar
workers
1. Administration 4 36 -
2. Accounts 5 39 =
3., Cane Development 10 65
4, Garage 1 33 40
5. Mechanical 3 7. 109
6. Chenical 6 1 3
7. Store 1 19 3
Total 30 200 175

Source : Official source of Thakurgoan Sugar Mill .

This table included permanent employees and excluded
gseasonal and casual employees. Seasonal employee is a rerson
who is recruited for work temporarily during cane crushing
seagson. Casual employee is a person who works for the
sudden requirements and without fixed employment. It was

considered that only permanent employees are capable of
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answering many of the guestions relevant to the factory
life and others.
2.5. Method of data collection: The data for the present

study were collected mainly through intervewing the respon-
dents. In addition, some facts were gathered by observation,
In the very initial stage of the stﬁdy; the researcher

tried to make a close contact with the employees so as to
make the respondents feel free and frank in answering the
questions. Besides, collecting data with the help of struc=-
tured questionnaires, fhe researcher conducted a good deal
of formal talks with the respondents to get some of the
implicit information:. It is essential te note that some

of the key-informants provided a very useful information;
the lack of which could make the study much delayed. The
researcher also made frequent fisit to the field during the
draft preparation of the thesis for the sake of avoiding
some inconsistencies.

2.6. Calculation of standard error : Standard error for

all the characterstics could not be calculated due to the
limitation of time and resources. To get an idea of the
magnitude of the sampling fluctuation to which our estimates
were subject, standard error of some of the characterstics
was calculated and the results are presented in the next

table.
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Table - 4
Standard Error of mean of some important'
characteristics
Ace Mopthly Income
Blue collar White collar Blue collar ¥hite collar
workers workers workers wopkers
Average 34 .92 34.62 283.57 363.75
SOE. Of
mean 1.18 1.09 15.54 22 .41
Percentage
of Error 3.3%9 3.15 5.48 6.16
2.7¢ Limitations ¢ ZEntries in the filled=in-schedule

were reasonably correct. These were assured by the fact
that the researcher was given a thorough light by his
supervisor and teachers. All possible efforts were made
to avoid faulty entry in the filled-in-schedules. Despite
all efforts, in a very small number of cases gne or two items
were not properly entered. In such cases the proper approach

would have been 1o interview the person concerned., As these

could increase the cost to a great extent, the defective
schedules were not corrected.
In few cases the respondents would not be contacted
due to one of the following reasons : (a) death of the
respondents (b) transfer of respondent from one factory to
another, (c) respondents were often found to be out when
the researcher went for interviewing them. ZEven if they were

found available after several visit, some were unwilling to
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face the interview. The researcher fe¢lt that the persons
concerned were afraid of their earlier absence. In such
cases, the resecurcher did not tuke interview of those persons
as he felt that the answers might be faulty. In the event
when a respondent would not be traced out despite of all
efforte, another sumple wus selected. It was observed that
many of the respondents could not give enswers readily to the
guestions which sought their opinion ebout the best occupation
for a person having experience and ability. It appeared that
gome employees of the sugar mill could not understand the
objectives of the guesiionnaires and seemed to be in difficulty
of answering the guestions. Under such circumstances, all
posaible efforts were made by the researcher to explain the
guestions thoroughly in order to obitain an answer,

Jome employecs who were not included but regarded as
surficiently prominent to be considered as leaders, were
surprised to see theamselves not being enlisted for interview.
They showed eugerness to furnish certain informations. In
such cases, an attenpt wes made to explsein them the purpose

and procedure of sumplinge.
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CHAYTER = 3
A UEGCKIETION OF THE INDUSTKIAL WORKEnRS AT
THAKURGAUN SUGAR MLLLS LU, LINAJPUR,
BaNGLADESH

For the country at large, the proportion of various
population groups in the labour force both affect and
reflect the overall rate of economic growth. Similarly
the work force of any organization both affect and ref-
lect the overall growth of the organization. ©So, the
importance of work force in industry should not be over-
looked. The term "labour" can be used as either to those
persons who live by selliﬁg their services directly to
enployers or to the services they sell. The labour force
is the product of the population of a country and it
determines the quantity and quality of personnel that are
available for the work force,

In our country nearly 420888 number of workers were
working in major industries in the year of 19783 In order
to show the number and trend of workers in some selected
industries sccording to year is placed in the table = 1
of this chapter. From the table it ig evident that the
number of total workers in Sugar Industries is increasing
year by year.But in the case of other two industries, it

is not increasing in the same direction.

[ Statistical Year Book of Bangladesh 1980, Bangladesh
Bureau of Statistics, Statistics Division, Ministry
of Planning, 1981, Y- 483,
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Table = 1

Table showing the number of workers in selected
Industries of Bangladesh.

Year Bangladesh Bangladesh Bangladesh
Sugar Mills Jute Mills Textiles Mills

1975 16950 192200 73500

1976 18994 178612 60118

1977 23888 189512 63461

1978 23888 200766 66299

Source : Statistical Year Book of Bangladesh 1980,

It will not be unjust to mention thatlin every
organization lavour problem is common. OUne thing should be
poted here that when it (Labour Problem) appears in cons-
tructive nature rather than destructive, it is desireable
to every organization. Because, the constructive nature of
labour problems give rise to the scope of further correction
of behaviour and understanding of problems. In the case of
Thakurgaon Sugar Mills 1td., labour problems exist to a
greater exﬁent. It was found during the time of direct
observation,the problems have arisen owing to several causes;

therein, mainly the maltreatment of the workers, maldistri-

bution of facilities, higher wages, social status, place of
work, stahdard of living etc. In this chapter the researcher
tries to cite some of the important characteristics of the

workers of Thakurgaon Sugar Mills Ltd, relevant to under-
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standing their problems of adjustment to modern industrial
life, which has been obtained through survey.
3.1 Origins and mother tonsue of the workers

The people, working at Thakurgaon Sugar ifills Ltd,

are mostly Bangladesh;'by birth. Bangladeshi workers are
Bengali speaking and a very negligible proportion of the
workers are urdu speaking. The percentage of urdu speaking
workers is not higher than that of the people in the total
labour force in Bangladesh, Considering the places where the
workers were brought up, the most of the workers come from
a few areas only. Yor instance, 68.6 percent of the workers
hail from the linajpur distriect. About 17.1 percent of the
total come from the district of Daccé. Next about 5.7 percent
of the workers come from the district of Comilla. The
district of Noakhali has sﬁpplied only 2.9 percent of the total.
It is very interesting to note that the neighbcuring districts
like Rangpur and Pabna together have supplied only about
5«7 percent of the total labour force.2

In case of wnite collar workers and their upbringing
about T72.5. percent of the total workers hail from the district
0f Dinajpur about 5 percent of the total workers come from
Mymensingh Iistrict. The district Noakhali and Dacca have
supplied only 5 percent of the total labour force respectively.

About 5 percent of the workers come from the district Comilla.

2. Appéndix A = 1,
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Curiously enough the neighbouring districts like Rangpur and
Rajshahi together have supplied only 5 percent of the total
labour force, The district Tangail have supplied only 2.5

3
percent of the workers.” 71y j5 very interesting to note-that

certain areas of the northern part of the Bangladesh are
almost unrepresented in the labour force. It has been estimated
that the Dinajpur district is a surplus area in food stuff,
The most of the people of this district own more or less
cultivable lands. The people of this district are more
fascinated to this gort of job, because the mill runs seasona-
1lly and for this reason, the people get the opportunity to perf-
orm the two-fold aspect of duty i.e. in one side they can
serve the mill on the otkerhand they can keep their watch
on householé work, lands etc. during the off season.

buring the time of direct observation some of the
workers stated that due to seasonal job people do not like
Yo sit idle., Those who have n6 cultivatable lands, they
try to find exira sources of incdme during the closing period,
such as brokery, side business, sub-contractory etc. Some
of the people also stated reverse. Their idea was that the
seasonal jobs are not the only security for the total year.
During the closing period financial hard-ship may arise and
physical tardiness may crop up. For this reason, some of the

people do not like this sort of job.When compared with the

3: Appendix B=1.
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Bangladesh
percentage of total civilian labour force of .. bydistrict,

it is evident that Dacca district supplied the highest
percentage ( i.e. 11.26). But in the casé{T-S-M- workers
column Dacca district supplied 17.14 percent. On the
atherhand,I&najpur district contributes only 3.82 percent

in the total civilian labour force in Bangladesh. But in the
case of T.3.4. workers, Dinajpur district contributes the

highest percentage i.e. 67.6 percent.4

e Sex distribution of the workers

The labour force in Thakurgaon Sugar Mills Ltd pre-
dominantly consists of male workers. In the case of blue
collar workers the cent percent of the total workers are
male.s The works done by the blue collar workers are mostly
technical and require hard physical labour. So it may
happens that the female workers are not interested to this
sort of job.

Considering the case of white collar workers the
percentage of male workers is 97.5 and the percentage of female
workers is 2.5 percent.6 The jobs performed here by the
white collar workers are mostly clerical and supervisory.

Here, a very few percent of female workers are working because,

they are capable of doing some clerical jobs. The clear

4. Appendix A-1
5. Appendix A-~2

6. Appendix B-2
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specification of female participants are mostly typist,
stenotypist, and Jr. Clerk etc. The educational qualifica=-
tion requires for the above types of jobs is minimum
matriculate and requires a knowledge of typing, short-hand

and quality of maintaining offices to a large extent. The
female participants of Thakurgaon Sugar #Mills Ltd. possegs
the required gualifications to some extent. When compared
with the total workers in the Sugar Industries of Bangladesh,
it is seen that the male workers in the Sugar Industries of
Bangladesh form 98.4 percent and female workers form 1.6
perccnt.7 But in the case of white collar workers, the male
staffs stands at 98.6 percent and female staffs stands at 1.4
percent.' The percentage of female staffs of Thakurgaon Sugar
Mills 1td.is higher than the percentuge cf total female staffs
in the sugar industries in Bangladesh.a

Bed Religion of the workers

Nations vary widely in religious conposition. Religion
is the basis or media through which population of a country
can be identified. In Bangladesh mainly three religioﬁs
group of people live, namely, Huslim, Iindu and Christian.
The labour force of Thakurgaon Sugar Mills Licd.counsists of

mainly twe religicus group of people i.e. Maslims and Hindus.

7o Appendix A=2

8, Appendiz B-2
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Bere the Muslim workers conform the bulk majority. Consider-
ing the case of blue collar workers about 97.1 percent of the
workers are Muslim, Where as in Bangladesh Muslim religious
personnel conform 96.03 percent which also congtitute the
bulk majority. Hindus conform enly 2.9 percent in the
Thakurgaon Suger Mills which is &lmost similer with the
percentage of Hindu religious perscnnel in Bangladesh.g

In the case of white collar workers glso two religicus
group of pecple are found. About 87.5 percent of the workers
are Muslim. Hindus form only 12.5 perceat of the workers.1o
When compared with the total religious personnel in Bangladesh
it is seen that the percentage of Hindu werkers in T.S.:.
stalfs is much higher thuan that of Hindu religious persénnel

in Bangladesh.

3.4 AT distribu%ioﬁ of thé vorkers

Age is one cof tne important factors to the employeces
who depend upon the sale of their labour for living. The
effect of age upon earnings can not be overlooked,

During the time of direct ocuservation it has been seen
that most of the workers are young in age at the Thakurgaon
Sugar #ills -Ltd. 57.1 percent of the workers are within the
age group of 25.34 years are within the age group of 35-44
years and 11.4 perdent of the workers are within the age

group of 45-54 ycars.11

9, Appendix A=3
10, Appendix B=3
1. Appendix A-4
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Considering the case of the white collar workers the
majority of the workers (i.e. 47.5 percent) are within the
age group of 25-34 years, 40 percent of the workers are
within the age group of 35-44 years and 7.5 percent of the
workers are within the age group of 45-54 years. Only §
percent of the workers are within the age group of 20-24
years.12 It also indicates that most of the white collar
workers are quite young in age. Compared with the percentage
of total economically active fopulation, the highest percen-
tage of workers are within the age group of 25-34. In the
case of Thakurgaon Sugar Mill highest percentage of both
13

tyres of workers also within the age group of 25-34 years.

3.5 Literzcy emong the workers

Sometimes efficiency of labour force is determined

by the degree of 1it¢racy. In every sort of wofk the degree
of literacy is needed. It is needed because workers have to
understand the clearly defined assignments and orders that
they are to perform. They should have th; capacity to read
any written orders or assignmenti workers should have the
knowledge about the procedure of ény technical work. Consi-
dering the case of blue collar workers, itis needless to
say that the majority of the workers have the capacity of
reading and writing. Specifically, it may be stated that

about 37.1 percent of the workers have read upto Class VI,

12. Appendix B-4
13. 1bid, Appeddix A-4 and B-4
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About 57.1 percent of the workers have read upto Class X
(including undermatric). A very few percent of the workers
(i.e. 5.7%) are mutriculate.14 But it was found during the
time of direct ehservation that most of the workers have the
technical knowiédge and few of them gained technical knowledge
by doing work.

On the otherhand, cornsidering the case of white collar
workers ahbout 37.5 percent of the workers have rezd upto Class X
(including undermatric) about 32.5 percent of the workers are
matriculate, 15 percent of them are intermediate and about
12.5 percent possess the graduation degree. A very few percent
(i.e. 2.5%) of the workers have the technical qualification.15
From the above it can be said that white collar workers aré
more literate than that of the blue. But one thing should
also be noted here that the jobs performed by the white collar
workers require more educational qualification than that dﬁf
performed by the blue collar workers. |

3.6 Housing condition of the workers.

The accommodation of the workers of Thakurgaon Sugar
Mills Ltd. are : the quarters provided by +the authority,
privately hired aécommodation around the factory, personal house,

accommodation as a paying guest, private mess accommodation

14. Appendix A-5

15. Appendix B-5
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without rent etc. Most of the work.rs reside at the guarters
provided by the authority. Some of the workers reside at the
privately hired accommodation. A very few portion of the
workers come to work from their homes dajily. A negligible
section of the workers live in the private mess. The rest of
the workers have either somekind of free accommodestion from

the factory or been living somevwhere without payine rent or

have been avoiding payment rent by unauthorised possession.
Those who live outside Mill quarters receive house rent

@ 1k. 90/~ per month. It is given to white collar woTrkers

only. I% has been stated by the blue collar workers that they
receive house rent @Tk. 45/- per month. The most of the

workers are not satisfied with their present housing condition.
The inconveniences regarding their accommodation (that are
provided by the authority) which they expressed bitterly

lacks good water supply. The inconvenience, next in emphasis,
wa8 lack of sanitation e.g. absence of latrine and urinal faci-
lities poor and kachcha construction of the house causing
inconvenience in rain and contributing to damp, poor ventilation
etc. were resented by relatively fewer people, Congested living
was resented by most of the workers and unhealthy surroundings
like damp, dust, lack of drainage etc in the neighbourhood

were resented by the few workers. A very few percent of
workers have inconveniences due to the place of their residence
being located far away from the factory. This cause much loss
of time due to travelling %o and from the factory. Particularly

because the transport facilities are poor. Few workers stated
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that the surrounding area of their guarters remained unclean
and full of dirts., This is mainly due to the negligeénce of
the sweeper and supervisors of the mill,

2.7 Reagong for baxing up fuctory employment

It appears that most important object of taking up
factory employment mentioned by the majority of the workers
was the need of employment or earnings. Very few people come
to factory job with the hope of better earnings or for such
goals as security of life or better living. Thcre are very
few employees who are really fascinated by factory life. As
such, it appears that the majority of the Workers come to
factory only due to poverty or dislocation of their previous
rural life. As pointed earlier, the workers of the district
of Dinajpur are interested in this sort of job because it is
8 seasonal One and hence theyvcan perform the two fold aspect
of duty retaining the mill job.

3.8 How the workers svend their leisure time

Leisure hours are important to the workers because i%
reduces the monotony and tardiness. It increases the incen-—
tive and scope of regaining energy. luring the leisure
period there should be the provisions for some of the recreg-
tional facilities which the workers can easily avail, A
majority of the workers state that they do not have any hobby
or recreation. For those who had some kinds of recreation,
mixing and gossiping with friends and relations at the canteen

or outside the mill, appear to be the most popular form of
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diversion. A few of the workers have to do household work
like cooking, shopping etc in their leisure hours. It was
also stated by the workers during the time of direct obser-
vation that recreation in their home (including rest, sleep,
singing etc ) was the major use of their leisure time. Thus,
the workersof Thakurgaon Sugar Mills Ltd have very little time
or opportunity for outdoor recreation. Very few workers
expressed some habits of their recreations which they are

fond of or indulged in. Some of the workers have informal

get togethers, gossiping with friends and relations etc. A
very negligible percent of the workers sperd their time in
reading and writing during leisure hours. Generally, it is
some of the younger workers who participate in outdoor recrea-
tions while others among them and the older people seem to
take rest and have recreation at their homes. An annual
sports is held at the season ending period which is sponsored
by the Mill authority. Urban recreation as the cinema or
theatre do not seem to be very popular among the wdrkers of
Thakurgoan Sugar Mills Ltd. A very few percent of workers
indulge in these form of recreation although annually a theatre
and a cultural function are organised for the total employees
of the Mill sponsored by the authority. It is also evident
from the replies that recreations which do not & fell upon
their parse, like library facilities and outdoor games could

meet the long felt needs of a large section of the workers.
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2.9 Remittance by the workers to their homesg

It appears that a majority of the workers do not send

money home, Those who do not have any home fall under this
category. As the amount of money they receive against their
working is too low, it is very hard for them to send any money -
to home after meeting the daily necessary expenses at the
workplace, About 34.2% percent workers replied that they were
able to maintain their expenses with their minimum salary at
least 12 to 15 day of a month only. 80 it ig needless to
mention that as they could not maintain themselves for the

full months, it is impossible for them to save any money for
home., Here, a question may arise, how they maintain the rest
of the days of a month ? As an answer it should be noted that
they maintain the rest of the days of the month on loan.
Generally, the sources of loan are ; canteen manager, grocery
shopkeepers, friends, relations etc. By this way, the burden
of credit remains on the shoulder of the workers and it
increases day by day certainly it is the cause of resentment which
lowers the morale of the workers. A very small broportion of
the industrial workers have indebtness to their land lords

and a similar number have borrowed from professional money

lenders e.g. gold smiths, village money lenders and the like.



‘—T—Jf}ywa\

CHAFTER =~ 4

51

FACTOKS AFFECTING JOB SATISFACTION
OF brikLOY i3
Over the past decade "job satisfaction™ has entered
inte the vocabulary of the general public. The main objec-
tives of industrial relations system fall into two categories,
The first goal empﬁasised in the Swiss report is that the
product of industrial relations should be employee satisfaction
on the job. The second representative objective that stressed
in the Dutch report recognizes contentment and happiness in
work very important, and also notes the necessity for human
relations to promote another objective of parallel significance
i.e. increased productivity.1
I+ appears to be used in a narrow sense to mean the term
"job satisfaction" as satisfaction or achievement or enjoyment
with the work itsélf.2 In the present study the "job satis-
faction" used to mean satisfaction with all aspecfs of the
job 1nciuding the work itself and also including working
conditions, pay, the possibility of promotion, the recognition
given for gocd work, the social environment of the job, hours

of work etc.3 From this operationél definition it is evident

1. William G. Scott, Human Relations in Management,
A Behaviomal Science Approach, Richard D.Iryin
Inc, Homewood, Illinois, 1966, P=48

2. A,d.Geare, The Field of study of Industrial Relations
in The Hournal of Industrial Kelations, Vol-19,No.3,Sept
1977, P-282

3. Ibido [ ] P"‘282



52

that the job satisfaction of employees is largely depended

on some job aspects or factors. In the present study the

job satisfact;on of employees was assessed through questio-
nnaires embracing some different job aspects or factors.

These were, pay, hours of work, physical working conditions,
p}omotion and transfer, benefits and services, management
participation, attitude of workers towar@strade~union leaders,
group work ete. In this chapter the researcher plans to
analyse the expressed views of enployees. towards the above

job aspects or factors.

4.1 Pay aspect

One of the key devices utilized by management in
securing control over the organization is {he wage and salary
system. For the great majority the only source of sustenance,
material satisfaction and sqcial position is the pay check.
Money, therefore, constitutes a powerful motivation to work.4
Sometimes an employer affirms that "workers are only interes-
ted in the size of pay checks". But this view is limited
to one side., Recent research studies have pointed out
clearly that workefs are not motivated solely by financial
incentives. But "fair wages"™ are still important to most

workers beyond controversy. When wages or salaries are

adequate, other needs overshadow them and when wages are

4. Burleigh B. Gardner & David G.Moore, Human
Relations in Industry, Richard D.Irwin, Inec,
Homewood, Illinois, 1960, F-19-20,



53

inadequate and unfair they get upper whﬁﬂdos Hence, in order
to induce an individual or group to a common goal, fair wage
and salary policy is very important.

It is well recognized by the general people in any
type of organizetion that salaries influence a person's
willingness to work, whkich is very essential for improving
job satisfaction in the organizational setting. In most
countries at the lower level the workers are financially
distressed, As because, they want wore momey for only the
purpose of satisfying the basic needs first, i.e. the needs
of food, clothing and shelter. It is fact that pay can satisfy
esteem and other higher order needs but, in the case of
lower level workers of a developing country it is not true.
Because, the workers do not get that amount of pay which is
sufficient to maintain their subsistence level. Furthermore,
$0 think for satisfying the higher order needs with this
salary is unrealistic.

Categorically, it can be-saia'that & man "rents" his
muscles and his brain tc get in exchange the Beéurity of his
survival. "He enters into an agreement, usually with the
higher bidder, to exchange his physical and intellectual
assets for money."6 Hence, work now meahs much more to man
that it usi&d ‘o iﬁ the past and it offers him ‘@ richer
variety of satisfaction. A.H. Maglow postulated that pay

5. Paul Pigors & Charles A, Myers, Personnel Administration,
HC Graw-Hill Book Company, Inc, New York, 1961,P-364.

6. William G. Scott, e.p. cit., P=248,
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refers primarily to the basic needs for food, clothing and
shelter. These needs are satisfied by fhe availability
of money in the form of pay and other allowances and benefité.
There is a limitation for this, although it is related to .
the cost of living to which one is}aCCQStomed. Living
standard is a dynamic concept and we assumed that mone was
likely to say that he was satisfied with his pay in that
his pay was adequate to meet his monetary demands.7 Therefore,
determination of pay adequacy and inadequacy is not a simple
task.,. In order to maintain quality in pay, people should
be given to understand that pay is a form of recognition for
good work done. Pay raise is an acknowiedgement of his
individual growth and achievement. Bearing this light Edwin
B, Flippo stated that wage is a price for the service of
a person.8 The perception of the employees about pay equity
or inequity is the result of the quality of job performance,
productivity on the job‘and the amount of effort expended on
the job.9
In Bur society a man will hardly say his pay is fair
and reasonable, adequate and satisfactory for maintaining
his living standard. Since there is no clear-cut living
standard of pay expectation for him, no one ig likely to
say specially in our situation of inflationary pressure and

competition of higher living standard that his pay is

T Tw M.Habibullah, HMotivation Mix, Bureau of Economic
' Regeaych, University of Dacca, 1974, P-10

8, Edwin B. Flippo, Principles of personnel Management,
UC~Graw-Hill Book Company, London, 1961, P-308.

9. Habibullah., op. cit., P=31
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satisfactory or adequate. The reason mbst frequently
given by workers for its demand for an increase in wage
is @& rise of the cost of livinge. But in actual practice
cost of living adjustment to which wages and salaries
constitute no fundamental solution to the problem of
determining equitable compensation.

The feeling of pay inadequacy reduces the degree of
job contentment ; this is because people feel hard when they
gsee that their absolute pay is unfair. The imblance between
worker's expectation and his actual pay creates dissonance
which reduce his job contentment.‘O'The expectation of
worker about his pay may not be justified by his contribu-
tion to the prospérity of the organization and also by its
operational results. In such cases competence should be
given importance in determining pay. It should be based
on the quality of & job performance,productivity on the job
and the amount of effort expended on the job.

In order to find the perception about pay equity or
inequity, researcher asked Some.guestions regarding pay
structure such as (a) whether they are able to meet their
basic needs or not, (b) whether the factory was paying
them justifiable wages or not etc. The extent to which the
workers are satisfied or dissatisfied may be seen from their

replies to the above questions. It is surprising enough

10. Habibullah, op. cit., P=31
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that the total numbcr of workers replied in the negative
sense to the above questions.11 Clearly to say that the
total number of workers thought that their pay was inadeguate,
they could not maintain or meet their basic needs with their
present actual sulary, they could not save gomething for
future. And they think their salaries are not justified.

When asked to indicate more categorically why they
thought the wages were not adequate, the most frequent reply
was the high price level of daily necessities. About 57.1
percent workers stated the above reason. Two other reasons
which were mentioned by number of workers to this éuestion,
thzt they rececived very small amount of salary and secondly
they wore $o maintain a large family with their meagre
earnings. About 17.1% and 14.3% workers stated the above
answers., A very negligible proportion of the workers statea
the reason as decreasing tendency of purchasing power of
money and increasing tendency of educational expenses of
children.12 Generally, it is evident thet “the major reason
acting behind their feeling of pay inadequacy is the high
price level of daily necessary commoditieé.

To consider it more specifically, a question was asked,

how many days expenditure of a monith were covered by their

12, Appendix A=T7



57

salary. About 37.1 percent of the workers answered that
they maintain only upto 15 days of a month with their

salary and about 31.4 percent of the workers replied that
they maintained only upto 12 days of a month.13 So, i% 1is
apparent that majority of the workers maintain approximately
half a month only irrespective of their earnings. To say
more categorically 60% of salaried persons within the range
of Tk.150/- to 200/-, expressed their opinion that they
maintained only upto 12 days of a month with their salary.
On the otherhand, whose income are within Tk.400/- or above,
40 percent of them replied that they maintained only 15 days
of a month.

There was another guestion whether the factory was
paying them fair wages or not. To this question the total
number of the workers replied that their pay was unjustified.
When asked to indicate more categorically why they thought
the wages were unjustified, the next frequent reply was that
the heavy work load remained always on the ¥EX shoulder of
the workers. About 37.1 percent of the workers stated the
above reason. Two other reasons which were mentioned by a
number of workers that their job entailed more risk and res-
ponsibilitg/but their pay was unjust in terms of responsibility.
A very negligible proportion of the workers said that the

work was detrimental to health.14

13. Appendix A-9
14, Appendix A-12
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Considering the case of the white collar workers, the
feelings of salary inadequacy prevail to a great extent in this
section as well, To the question whether their salary was
adequate or inadequate, the total number of white collar
workers, replied in the negative sense i.e. they felt that
their salary was inadequate, When asked-them to indicate
more éategorically why they thought the wages were not adeqguate,
the most frequent reply was the high price level of daily
necessary commodities, About 67.5 percent of them stated
the above reason mainly. Again about 17.5 percent white
collar workers expressed the reason that they were to maintain
a large family and about 15 percent of the white collar workers
stated that their amount of salary was too much low. One
thing should be noted here that the reasons stated by mainly
two classes of workers are almost identicale.

To the question how many days of a month were maintained
with their salary, the reply was that no one could maintain .
full month with his/her salary. About 32.5 percent workers
said that they maintained upto 12 days of a month and 30
rercent of the total replied that they maintained only upto
15 days ef a month. A few proportion of the workers maintain
upto 21 days to 24 days irrespective of income group.15 More
categorically, i can say that whoee income is within Tk.150/=

to 200/-, 70 percent of them expressed that they maintained

15. Appendix B~6
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upto 6 days of a month with their salary. On the otherhand
who are within the income group of Tk.550/~ and above, they
maintain almost 12 days to 15 days of & month. It will not
be exaggeration to say that they could not satisfy their
basic needs of a month with their salary.

To consider the attitude of the workers regarding the
salary, a quesbion wus asked whether salary should be increased
in relation to price increcase or not. In response ahout
52.5 percent of the white coller werkers replied in affirmative
sense and about 47.5 percent of the white collar workers
answered negetive.

During the timne of investigation, a serious pay
dissatisfaction was observed by the investigator amongst
the junior officers level in the department of cane develop-
mente This was mainly occured due to difference between
educational gqualifications and pay scale. In the cane
development department there are two categories of officer
(junior) one cf them has M.Sc degree and the other has B.Ag
degree, But in the new pay sczle the officer with B.ig gets
more pey then the officer with M.Sc degree. So, the person
with M.Sc suffers from the feelings of pay inecquity to a
great extent. When asked them to indicate the reasons behind
this dissatisfaction, they replied that the person with Mo Se

was more qualified than the B.4g., since same type of works

4

are done by both of them, this disparity was felt by the
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employees to a great extent. At the extreme of this
dissatisfaction, they showed an antagonistic attitude towards
the policy of the authority.

4.2 Promotion aspect

Basically promotion is an obvious means of filling
job. Jobs may he advertised, if it requires specialized
experience and training16; Promotion, however, has much
impact on manpower management other than those involved in
staffing. Promotions are mostly related to compensation,
aeffecting to earnings of workers. It influences the morale
of the workers. FPromotion may be regarded as a movement to
a position in which responsibilities are increased and as a
change that results higher earnings. In general it may be
stated that it is associated with increases in earnings as
well as in responsibilities and rank, although in p®kkx periods
of business recession promotion may be accompanied by sélary

17

or wage increases, The desire for promotion has been shown
to be a fairlj common desire of many workers ; but it has
also been shown that the specific interesﬁ of Some employees
in promotions is not due to a genuine interest in the
recpnnsibilities or duties of higher jobse Still it is

rather a reflection of some forms of dissatisfaction resul-

ting from other causes.

16. Inle Yoder, Personnel Management and Industrial Relations,
rrintice Hall, Inec, Englewood ULiffs, wsNede, 1961,P-601

18. C.Hs Lawshe, op. cit., £=106
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But ome thing should be noted here that advancement
is sometimes made within a single major job classification
with or without an accompanying increase in salary. This is
called "dry promotion” = one that increases responsibilities,

without an increase in salary.19

In the case of the Thakurgoan Sugar Mills, there is a
provision for promotion for all the employees. In this organi-
zation promotion and advancement is made vertically i.e. from
lower rank to higher rank. During the time of direct observa-
tion it was stated by the workers that the majority of the
workers did not want any "dry promotion". They stated that
promotion without increase in salary did not help any way.

To consider the worker's attitude towards promotion, whether they
availed themselves promotion ox not, about 51.4 percent of the
workers answered in affirmative sense and 48.5 percent workers
replied in negative., The following table depicts the picture
described above.

Table - 1

fable showing the distribution of T.S«i. Workers
according to their opinion whether they got promotion

or note.
Group Freguency ag percentage
Staff { Workers
Yes 47.50 51.43
No 52.50 48,57
Total - 100.00 100.00

Note : Based on the answer to question No.16(B) in Schedule I
and 8(b) in schedule II.

19. Lale Yoder, op. cit., £-602
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More specifically, it can be cited a relationship
between promotion and income group. It has been observed
that the frequency of getting promotion was found more from
the income group of Tk.200/- te 250/- above. But the income

group of Tk.150/- to 200/~ did not get any promotion.2°

Hence,
‘the promotion has a positive co-relation with the increase in
income group., When asked them to mention more categorically
as to which income group got more promotion in the past, sur-
prisingly enough, it has been observed that the frequency of
promotion increased with the increase in income group.21
Considering the case of the white collar workers about
47.5 percent of the staff got promotion and 52.5 percent of
them did not get any promotion. One thing should be noted here
that the white collar workers were not satisfied with the
promotion affgixs. They thougkt that the promotion policy was
biased. Favourtism and nepotismwere a regular phenomenon-

in this field.
4.3 Workers attitude toward liking and disliking another job

The willingness to do work is influenced by the liking
and disliking of a job. Sometimes it seems that worker feels
bored in doing a partvicular job for a long time. For this

reason he usually gets no pleasure in doing the job. As a

20, Appendix A =18

21. Appendix A - 19
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result he dislikes his present job and likes another job of
the same rank. To the question whether they like or dislike
another job of the organization, the majority of the workers
stated that they did not like another job i.e. 65.7 percent
workers dislike another job and about 34.3 percent of the
workers like their present jobs.22 When asked to indicate why
they disliked another job, a significant proportion of the
workers emphasized that there was no facility to gather tech-
nical experience and??resence of similar job in other deptts.
About 40 percent workers replied the above reasons. On the
otherhand, they mentioned the reason for liking another job
as the other jobs were not detrimental to health and there
are facilities to gather technical experience.23
In order to get permanent relief from such a condition
workers may be interested in inter-departmental or inter-
organizational transfer. In every organization, there is a
provision for transfer. Iransfer means shiftment of an
jndividual from one job to another. It should be noted that
the transfer should be based on the workers pre?erence or on the
basis of priority given by the workers. In this regard a
question was asked whether they liked fransfer or not.
Considering the frequency distribution of the liking and
disliking transfer of the workers it appears that about 54.3

percent workers do not like transfer and about 45.7 percent

workers like transfer, The'following table shows the

22. Appendix A-14

23, Appendix A=15



64

percentage of workers who like transfer and dislike transfer.'
Table = 2
Table showing the distribution of T.S.i. workers and staffs

according to their views as to whether they like
or dislike transfer from one job to another.

Group Frequency as percentage
Staffs Workers
1. Yes 55.00 45.71
2. No 45.00 54,29
Total 100.00 100,00

Note : Based on the answer to the guestion 14 in schedule-I & II
When asked them to indicate more specifically why they
liked or disliked transfer, the most frequent reasons regar-
ding liking were mentioned that they liked transfer if it was
possible through promotion. About 17.1 percent and 8.57
percent workers mentioned the above reasons respectively.24
On the otherhand, the most frequent answers regarding disliking
were that they liked their present job and hence disliked
another job. About 11.4 and 20 percent workers replied the

above reasons respectively.25

24, Appendix A-16
25. Appendix A-16
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Considering the case of the white collar workers,
majority of them like to change one job to another. Aboﬁt
55 percent workers replied in the affirmative sense and
about 45 percent in the negative sense.2® When asked to
indicate more specifically why they liked ox disliked to
change one job to another, the most frequent answer regarding
liking was expressed as to gather various job experience i.e,
about 35 percent of the workers replied the above reason and
7.5 percent replied that they liked to change because there
was a scope for promotion in other departments.27 On the
otherhand, reasons stated for disliking: were thst the present
job was a technical &S one and it was easier to get in doing
a particular job repeatedly.29 One thing that is noticed
here .: that the reasons stated for liking and disliking by
the two group of workers resembles each other.

4.4 Phyaical working condition

Working condition refers primarily to the situation of
work place., The advancement or progress depends largely on
working condition. A good working condition includes suffi-
cient light, silence, cleanliness, neither cold nor hot
atmosphere and proper accommodation etc. in the workplace,

If all these condition remain at a satisfactory level, then

26, Table =2
27, Appendix B-8

28, The term technical is used here to mean the works
related to account and office handling.

29, op., cit., Appendix B-8
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an individual gets pleasure in discharging his duties
spontaneously. The ultimate result of these factors may -
lead to satisfactory performance. On the otherhand, if all
these factors do not satisfy workers, then the manifestation
of hostile behaviour is obvious. As %o these factorgqﬁestion
was asked to measure the attitude of the workers regarding
the physical working conditions.  The question was, how much
they bothered their job by the noise, oil and &rease, insuffi-
cient light, dust, hot and cold atmosphere at the workplace.
Mejority of the workers stated that they did not bother at
.all for noise, oil, grease and light, but on the contrary
they bothered to some extent for dust and hot or cold atmos-
phere. A very negligible proportion of the workers replied

that they bothered a lot for all the factors. o

But in the
cagse of the white collar workers, & great majority of them
did not feel disturbed for all the factors and a very few

proportion of the workers replied that they felt disturbed
a8 lot for the zbeve factors.31

4.5 Workers sttitude toward shift workings

Sugar mills run for 24 hours. It is very difficult
on the part of an individual to work 24 hours. On the
otherhand,labour law imposed a limitation that a worker
would be allowed to work 8 (eight) hours a day regularly.
Bearing this limitation in mind hours of work have been

divided into three shifts of 8 hours each. (Thakurgoan Sugar

304 Appendix A-17
3% Appendix B~ 9
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Mill operates in three shifts) 1st shift starts at 8 a.m.

end breaks at 4 p.m., 2nd shift starts at 4 p.me and

breaks at 12 C' clock at night and the 3rd shift starts at

12 mid-night and breaks at 8 a.m. Here question may arise

how these shifts are changed and how individuals are placed
in each shift. A sbift is changed after four days i.e. an
individual is liable to work in a particuvlar s8hift for four
days continuocusly. After finishing these four days he is
likely to be replaced in another shift and by this way shifts
are changed, In many cases it may be seen that majority of
the workers feel monohony in working under a particular

shift. Monotony may also come due to repeated work, hours

of work, liking and disliking: of shifts etc, In oréer to
run the organization smoothly managers should lay the

emphasis on this point. o make it clear,a question was

asked which shift workers liked best. The following table
shows the opinion of the workers in respect of shift they like
best. Abovt 40 percent of the total workers like beat all the
shifts i.e. they are willing to de work in all shifts. Another
28,6 percent workers like best the 18t shift, =nd about 28.6
perccnt workers like best 1st and seceond shifts. A very
negligible proportion of the workers like the 2nd shift only

(i.e. about 2.9 percent).
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Table = 3

Table showing the distribution of T.3.4. workers
according to their opinion as %0 which shift they

like most.
Groun Frequency as percentage
1. 1lst shift 28,57
2. 2nd shift 2.86
3, Ist & 2nd shifts 28.57
4, All shifts 40.C0
Total 100,00

Note : Based on answer 1o question 11{¢) in schedule -I

When asked them to indicate more speciiically, why they liked
best a particular shifi or shifis, the most-fréquent reason
was stated by the workers was that as iv was fixed by the
authority. Those who like all shifis, awmongst them 28.6
percent and those who like Ist and 2nd shifis amongst them
14,.% percent replied the avove reason. Un the otherhand, the
workers who like Ist shift only, mentioned the reason as it is a
suitable time for werk. About 20 percent of tThe workers

32

mentioned the above reason. One thing ovserved i that
none mentioned the liking: of third shift, During the time
of direct observation it was mentioned by many workers

that they do not like third shift because the time of the

32, Appendix A-13
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shift is detrimertal to health,

Considering the case of the white collar vorkers, some
questicns were asked regarding their job., All the questions
reflected the idea of fereling of monotony, working bour and
work lozé. To the cuestion of whether they liked their
present job or not majority of the staffs replied that they
liked their job (about 67.5). Another 27.5 vercent workers
gaid that they liked thelr jobs very much. On the otherhand,
& very negligible proportion i.e. 5 percent said they didn't
like thelir jobs.33

To the question of whether they feel monotony in
performing their jobs oxr not, about 52.5 percent of the

workers replied that they felt monotony and ahout 47.5

percent of the staff replied that they did not feel monotony.-+

The most frequent reasous for monobtony were stated that they
were to perfora repcated bynes of work regularly and with
hecavy work load.

When tney were asied to indicate more categoricslly
wnether thelr supsrvisors alwmays try to give them more work—
load intensionally, great majerity of the staffs i.e¢, 32.5
perceat stated that the officers did nct give them more work

load intensionally on the otherhand, & negligible preportisn

33 Appendix B-~10

34, Appendix B-11
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of the staffs thought that their supervisors give them wore
work load intensionally.35
4.6 ; Servi ers.

The range and variety of workers benefits and serxices
are broad. Many studies identified it as a welfare plan and
other identified as synonymous with "fringe benefits". Under
these circumstances, it is necessary-to define these terms -
benefits and services = for the purpose of present study.
Benefits may be regarded as the more tangible financial contri-
butions to workers i.e. special payments to those who are
111, contribution to employees' savings, distribution of stock,
insurance, hospitalization and private pensiong ete.36
Services are actions taken for assistance or aid o workers,
Such as provision for legal aid or personnel counselliing or

37

recreational advice or guidance. The following benefits
and services are available at the Thakurgoan Sugar Mills,Ltd,
4.,6.1 Overiime duty

Generally, overtime duty is available in almost all
types of organization. It largely depeunds on the pressure
of works. Overtime duty is done while the nuaber of pending
works create pressures. L1t is an additional or excess from

the scheduled work. By doing this work the workers get

35+ Appendix B-12
36, Dale Yoder, op. cit., P-634
37 Ibid, 634
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nmonetary benifits. The determination of pay for the
overtime duty is usually made on the basis of hour or time.
In the case of Thakurgoan Sugar Mills Ltd, there is an apvor-
tunity for overtiﬁe duty. Sometimes it ig seen that dissatis-
faction has been arisen due to maldistribution of overtime
duty. In the case of blue collar workers majority of them
sald that the distribution methods of overtime duty were
unviased and free of errors i.e, about 57.1 percent of the workers
felt unbiased and 42.9 percent of them felt biased or full
of errors. The following table will show the above figures.
Table - 4 :
Table showing the distribution of T.5.M. workers

according to their views whether the distribution
of overtime duty is biased or unbigsed.

Group Frequency as percentage
staff Workers
1. Distribution method is |
unbiased, &0.00 57.14
2. Distribution method is |
biased. 20,00 42.86
Total 100,00 100,00

Note : Based on the answer to question 10 in schedule-I
¥hile considering the cace of the white collar workers,
80 percent of staffs said that the distribution of overtime
duty was made without bias and 20 percent of staffs replied

that the method was biased. It is apparent that the views
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expressed by the two groups of worker are identical but the
percentage is different.

When workers were asked to indicate more categorically
why they thought the method was biased, they replied that
favouratism and mepotism were the obvious reasons. Further,
superior officers favour their relations or known selected
persons. During the time of direct observation it was found
that some workers are too much bostile towards few superior
officials due to discriminatory favours.

4.6,2 HMedical facility

In the Thakurgoan Sugar Mill, there is a medical centre
for the employees of the organization. The centre is gituated
within the mill campus. The condition of the medical centre
is not good as felt by the total staffs and workers. During
the time of direct observation they aaid that the number of
doctors was one. Surprisingly enough, no doctor was found
during the times of investigation. When the fact was brought
40 the knowledge of the authority, they replied that a doctor
would be appointed very soon. Furthermore, the availability
of necessary medicines is irregular, <Some common medicines38
are available regularly which are not conducive to the
patients' health. At the sametime, the workers and staffs
complained against some earlier doctors that they favoured
superior officials by taking gpecial care at the cost of

jpdifference to workers. They also stated that valuable

38, Common medicine refers to those medicines which
are used generally for all diseases,
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medicines were generally given to the superior officials. To
verify this complain some questions were asked to the superior
officials who in contrary replied that the workers got medi-
cine issued against their name and later they sold it in the
open market., It is visual that they merely a& scapegoat.
Furthermore, the nature of treatment is not very appreciable.
Only primary aid are given here. If major treatment is
necessary then it is transfered to the Sadar Hospital or
Rangpur Medical College Hospital.

From the above statements it is apparent that the
employees are seriously dissatisfied with the medical facili-
ties. As a result they feel insecure in doing any serious
task during their scheduled working hour, because there is
no surity of proper treatment if they get hurt seriously in
the course of business.

4.6.3 Children Education

For the purpose of the education of employee children,
there is a primary school sponsored by the mill authority.

In this school, general educatioﬁ is given upto class VIII,
The children of officers and other.employees gttend this
school without segregation. When they were asked to indicate
what is the position of this school majority i.e. 48.6 percent
workers replied that the condition was very bad, another

25.7 percent replied that the condition of the school was
very good and about 25.7 percent of the rest stated that the
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condition was in between the two extremes. The above
figures have been found from the following table.
Table = 5
Table showing the distribution of T.S.M. workers

according to their opinion about the conditions
of school which is sponsored by the authority.

Group Frequency as percentage

1. Condition of school is

very good 25.71
2. Condition of school is not
go good not so bad 25.71
3, Condition of school is very
bad 48.58
Total 100.00

Note : Based on the answer to question No 22 in schedule~I
when workers were asked to indicate more categorically

why théy felt that the condition of school was very bad,
greét majority of them replied that the attitude of the
teachers of the school was not good. They favour the chil-
dren of the officers in every event. On the otherhand, those
who said the condition of schocl was very good, they stated
that the teachers were very liberal in all respects and
efficient as well, One thing is apparent that the opinion
expressed by the two groupsof people are¢ heterogenious in

nature,



4.6.,4 ZFrrayer room

There is a mosqgue for the

campus.
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enployees within the mill

The employees usually go there and say their prayer,

In Islamic religion five times prayer is compulsary for

every adult perscn.

In practice,maintenance of five time

prayers is very difficult in an organization where machine

runs for 24 hours.

for saying prayer in the mosque.

It is very difficult to get enough time

Usually they do not go to

the mosque during the crushing season and pray at the open

spaces of their work places.

In addition, the mill authority

arrange religions functions (milad) occasionally where all the

enployees of the Mills participate.

4.,6,5 Casual leave

Sometimes it happens that
at the work place, if a news of
business is received it compels
On the one hand, it hampers the
pressure if the worker fails to
it is seen that this incidental

sort of organization. In order

was asked whether they usually get this sort of leave,

after coming from the house
accident or urgent piece of
workers to go home immediately.
work and it creates a mental
go home. But, in practice,
leave is given in almost all

to make it clear, a question

The

total number of workers replied in affirmative when asked

to indicate more categorically,

granted.

how these leaves were

They replied that the authority first ascertained

whether the leave was actually essential and permitted in the
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case of genuineness. Another question was asked, in order
to know whether they receive pay against this leave or not,
In reply all the interviewee said in the affirmative.

4.6,6 Other benefits,

In the Thakurgoan Sugar Mill there is a provision for
provident fund. This fund system is created for the better-
ment of the workers. When the workers feel an urgent need
for money they can borrow money from this fund, Certain
percentage is deducted from worker's pay to create this fund.
The employees of the sugar industry get a rationing allowance
at the rate of Tk.25/- p.m. The employees are provided with
transportation which is limited only for the purpose of
oefficial work. No transportation facility is available for
personal use., There is a provision for production bonus
alse., If the workers are able to fulfil the production target
of the year a bonus is awarded to each and every employee,

4.7 Supervisors participation

The role of the supervisor or first line manager has
long been regarded as a "problem area" of industrial relations.
The role of supervisors have mani/folé effects. In one
hand, he controls the work of the labourers in which
workers feel friegatened that there is someone to supervise
their work and on the otherhand, they feel self involvement
in that they are with the management and they are taking
with the management representatives, In this connection,

some gquestions were asked to clear whether the supervisors
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participate with the workers or not in a set of task. To
the question whethexr their supervisors helped them when they
face any problem or not, the most frequent reply i.e. about
65.6 percent workers gtated their supervisors sometimes
helped them. On the otherhand,about 31.4 percent of the
workers replied that their supervisors always helped them.39
Similarly another question was asked to indicate how frequent
their supervisors worked side by side with the workers.

About 48.6 percent workers replied that their supervisors
worked with them sometimes, about 45.7 percent workers answered
that their supervisors always worked side by side with then.

A very negligible proportion of the workers said that their

40

supervisors never worked with them. Another question wgs
asked to indicate how frequently their supervisor discuss
with them regarding their faults. A great majority i.e.
about 45.7 percent of the workers replied that their super-
visors discussed with them sometimes.41
Considering the case of the white collar workers

+0 indicate the rélationship between the superviscrs and
staffs, a question was asked to staffs to indicate whether

their supervisors subscribe to the views for extending

29. Appendix A-20
40, Appendix A-21

41. Appendix A-22
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facilities or not. Surprisingly enough, sbout 50 percent
of the staffs said the supervisors usually subscribe to
their views, On the olherhand,about 50 percent of the

staffs answered that their supervisors did not.42 super-—

visors usually subscribe or recommend Tor the cases of
nousing a&ccomnodation, promotion, financial award and
medical faciliities, When asked them to indicate why their
supervisors did not subscribe views, the most frequent
answer was that their supervisors thought that the facili-
ties were egually distributed. The next highest frequency
was bhat their supervisors did not feel necessary to
recommend for those faciliiies. oSimilarly about 12.5
percent of the staffs replied that their supervisors did
not take into account inspite of several reminder.43
It was observed that the staffs' duty were not
confined to assist the officers only, sometimes they are
permitted to express their opinion in making any decision.
The advantage emerges that the staffis feel involved in
subscribing views for decision, which highten their morale
and increase the interest and enthusiasm. In such a case,
the power zm of decision making is decentralized and as a

result the decision is likely to be effective. In this

42, Appendix B-13
43, Appendix B~-14
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regard, a question was asked, whether officers and staffs
work together in planning their future course of action or
not, Majority of the staffs i.e, 70 percent replied that
they work together, conversely the rest of the total answered
that they are not péermitted to work with their officers.44

The critisism of work of the subordinate sometimes
appears in such a destructive nature which threatened the
existence of the organization. But it has also a functional
feature, such as, it creates the opportunity to improve one's
shortcomings. A question was asked to the staffs, whether
they received criticism Irom their supervisors or note.
Majority of the staffs said that they never received any
criticism on the otherhand 27.5 percent staffs replied that
they received criticism frow their supervisor sometimes.45.

During the time of direct observation a program for
production fortnight was chalked out by the cumulative
esforts of the employees irrespective of rank and position.
This was done with a view to motivate the employees, Thig
was undoubtedly a noble effort which encouraged the morality
of the employees. 1The following were the objectives for

production fortnight. This program was chalked out on the

44, Appendix = 15

45. Appendix B-16
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basis of the following objectives 3

1. Motivation and active participation of management
personnel in productive activities by working with the workers,
2e Cleanliness of the plant premises.

1™ Bfficient maintenance and security of the plant and
machinery ard other properties.

4. Efticient use of store, reduction of losses/wastages
4n different stages of production process storage trans-
portation and avoidable overhead.

5. Quality control of raw materials and product, achieve-
ment of produciion targeét local sales and exports.

6. Safety and prevention of fire hazards.

It was Tound that the total employees, (workers, staffs
and officefs) observed this mnoble program enthusiastically
and wholeheartedly.' It was looked like a festival of the
organization.

4.8 Attitude of workers towsrd Union Leaders

Generally trade union arise in response to unsatisfied
needs of the employees, needs which often in the past have
tended to pass unrecognized by management. "Trzde-Union"
means any combination of workmen or employeré formed
primarily for tha purpose of regulating the relations between
workmen and employers or workmen and workmen or employees
ard employers or for imposing restrictive conditions or the
conduct of any trade or business and includes a federation

46

of two or more trade unions. Trade Unions are the usual

46, A.id.Chowdhury, Industrial Relations Ordinance, 1969,
Labour fublication, bacca FP~9
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machinery through wihich the workers give expression to their
demunds and algo their frustrations. Thus a trade unien
plays an importazant role in an orgarization. In the case of
Trakurgoun Sugar ill there is also a trade union. This
union wag established in 1960. At present the total strength
of menbers of the union is 2,690. It has a governing body
concisting of 37 menbers. The following table shows the
governing body of T.8.M. Trade Union.

Table = 6

Tahle showing the TeS.f. Trade Union governing body

Name of the post No of persons
1. President _ 1
2., Wice Pregident 3
3e General secretary 1
4. Joint Secretary 2
5. Organizing Secrefary 1
6. Firance Secretary 1
Te Social Welfare Secretary 1
8. Publicity Secretary 1
9., BExecutive members 26
Total 27

Source : lirect observation.
In erder to collect informations and facts from the

various sections or departments, one member has been
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deruted on each gacticn or depariment to act as a repwesenta-
tive of trkat departnent. Workers first cxpress their
difficulties and demand to the respective rapresentative
and a representotive's duty is te place the demand to the
central office., Workers may place their denand individually
directly te the central office & The rcprecentativeg have
direct contact with the werkers snd trade-uniocn office. In
such a case demands conme through primary inspection, whether
it is legal or not. Another advantage of this representative
gyostem is that the infornation ccme from the mcre affected
on participant's level, in that cagpe trade leaders get the
opportunity to make the decision carefully. |

uring the time of direct observation it was found
that the majority of the menmbers of trade-union thought
that trade unions were useful. The most freguent achieve-
mente mentioned of this trade-~union were to increase in
wages and allowanzes for the workers, Other achievements
mentioned were sacuring certain better terns and conditions
of work and facilities, such as: housingjleave with pay,
loan from factory when required, stoypage of unfeasonable
suspensisns ete, In 1977, when the country-wids pay scale
intricacies were prevailing the trade-union of Thakurgoan
Sugar Mills submitted a new pay scale in a revised form
for implementation. Furthermore, the trace-union bargainecd

for unreasonasble stoppage of promotion of some of the
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workers. It was cteted that the trade-union licaders had

to fuce lot eof troubles in {he bargeining tabie Lor the
fulfiiment cf legul demwnds. They puinted out the regid
rulegs and reguleaiions ol the government aﬁa suthority which
cauped trauble,. Un the othoerhand, tﬁey mentioned thut the
project edministratows powerwos limited in setiling any
iscue or dispute.

Union leaders cuviously cccupy hey position in the
collective bargaining process. IlHence, effectivenesa of the
trade union larsgely depesnd oa the gualily and characteristics
ef the leaders. It was the view of experts on labour
problems of the then hast Pakistan including officials that
trade union leadersbhip was of low guality. Ixcepting of a few

competent leaders most of them were so called opportunists lead-

L

ers and politicians.4{

In order to specify the quality and
ability of the leaders some questions were asked. Majority

of the workers believed that trade-union officials were

able to achieve better for the workers. kegarding.tha.wquality
of the leauders, a question was asked whether the leaders were

honest or not. About 97.2 percent of the workers replied that

the leaders were honest and a very negligible proportion

47. 4.F.A. Hossain & A. Farouk, kccial Integration ef
Industrial Workers in ghulna, Bureau of Zconomic
Research, University of Dacca, 1963 2-60
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of the workers declined to respond.48

To the question
why they thought that the leaders were honest, the most
frequent reasons they stated that the leaders' activities
were reasonable and sincere. About 68.6 percent of the
workers stated the above reason. About 25.7 percent of the
workers answered that their leaders were cooperative minded.
A very neglegible proportion of the workers stated that the
leaders always tried to make proper judgement concerning the
demands of the workers.49
In reply to another question regarding whether they
are able to discuss with the trade-union leaders or not
the total number of workers said that they were always free
to talk or discuss with the trade-union leaders of the
organization. It appears that majority of the workers have
good idea about or faith on the leaders. When asked to
indicate whether all the leaders possessed the good gualities
was essential for becoming a leader, all the workers replied
in the affirmative sense, i.e. they had a good faith on the
leader. Even this was stated during the time of observation
that the leaders always support the workers for their genuine
causes.,
4.9 Group work

Various studies suggested that group work had an

jpfluence on the production of the employees. Twenty years

48, Appendix A-23
49, Appendix A-24



85

ago, Elton Mayo expressed the importance of employee group
relationships, and subsequent investigations had borne out his
reminder that "The individuals who make up a working depart-
ment are not m;rely individvals ; they constitute a group
within whiceh individuals have developed routines of rela-~
tionship to each other to their supervisors, to their work
and to the policies of the company. The composition of work
group is largely depended on the liking and disliking of
the workers to work jointly. In order to clear the above
statement, a question was asked whether they like or dislike
to work jointly or not. A great majority of the workers i.e.
about 77.2 percent replied that they liked to work jointly and
about 22.8 percent of the workers stated that they did not
like to work jointly.

The following table gives the above figures.

Table - 7
Table showing the distribution of T.S.M. workers

according to openions whether they like to work
jointly or not.

Group Frequency as percentage
1 ILike to work jointly T7.15
2, Dislike to work jolntly 22.85
Total 100,00

Note : Based on the answer to guestion 42 in schedule-I
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When asked them to indicate why they liked to work
jointly, the most frequent answer was that there was a
possibility to get help from each other. About 54.3 percent
workers answered the above reasons. Another two important
reasons were mentioned that they derived pleasure in group
work and felt initiative in group workjabout 8.6 percent

50 4 very negligible

workers replted +the above reason.

proportion of the workers answered that there was a possibility

to be aware of ones difficulty and an opbortunity for consultation.
The most frequent reason regarding dislike: to work

jointly, were to avoid disorderliness and chaos. About 43.3

percent werkers replied the above, About 8.6 percent said

that there wa®s a possibility of becoming inattentive.

4,10 The self satisfaction of the workers

In order to assess the self satisfaction of the workers
gome questions were asked whether they ge?igétisfaction in
doing work or not. About 80 percent of the workers replied
that they got self satisfaction in performing their duties and
about 20 percent of the workers replied that they did not get

self satisfaction at all.51

When asked them to indicate more clearly why they
got self satisfaction,the most frequent answer was that, they

felt that they were participating in national welfare, about

50. Appendix A-25
51. Appendix A~Z26
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28.5 percent workers replied the above. About 28.5 percent
workers replied that they were happy’because they were doing
a job., Another 14.3 percent of the workers stated that

there was an opportunity for self engegement in Work.52

524 Appendix A-27
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CHAPTBR - §
AEASUKBMENT OF JOB SATISFACTION

been
It has alrecady| stated that job satigfaction is an

important topic in the industrial relations field as the
industrial relations problems usually arise due to low JOb
satisfaction. The purpose in this study is to measure the
level of job satisfaction which ultimately indijcate the
guality of labour management relationship in an industrial
enterpriée.

Kesearcher perceived the meaning of job satisfaction
as the satisfaction or achievement with all aspects of the
job = including work itself but also including working condi-
tions, pay, the possibility of promotion, the recegnition
given for good work, the social environment of thé job;
hours of work etc. In the present study the researcher
attempted five different job aspects for the purpose of
hig assessment. These were salary, physical working condi-
tions, relationship with management, work interest and
facility aspects. The operational definitiong of the job
aspects are given below :

Salary ¢ Salary means the total amount of earnings.

Physical working conditions ¢ This aspect is consi=-
dered as the physical aspects of work place which are not
necessarily a part of the work.

Relationship with management ¢ This éspect has been
used to mean the relationship of different categories of

employees with their immediate boss and onwards,
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Work interest : The meazning of this aspect is interest
in the job, and sense of pride in accomplishment given by
the job.

Facility aspect ¢ includes various financial and
non financial incentives i.e. promotion, overtime duty,
children education, training, reward etc.

Thus researcher is concerned with five different job
aspects basing on the above definition of the aspects.
Finally, job satisfaction has been considered as a total
effect of all those components. Each individual has been
scored separately on each of these five component. Then the
scores of each component have been divided into levels of
satisfaction as high, medium and how. The levels of satisfac-
tion have also been given weight as high =3, medium =2 and
low=1 on each job aspects separately. Then the scores of
levels of these five components were totalled and again
divided into three levels of satisfaction as high,medium
and low.

The method used for the purpose of measurement is not
a new method in the developing countries. This method has been

used in India by Yogesh Atal.1

In his work he quantified
his qualitative data by using the same method. He used this
method for the measurement of local participation in politics

by the people of the country.

1. Atal Yogesh, Local participation and National
Politice, National Publicity House, Delhi, 1971
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5.1 Assessment of job satisfactjon of blue collar workers

5.1.1 Salary aspect.

In order to measure the satisfaction with regard to
palary three questions were identified., Lagh question's
attention was to reveal the attitude of the blue collar
workers whether their salary was adequate or their salary
was justified in terms of responsibility.

In some cases scores were given %o the respondents
according to their positive and negative answers., In other
cases, researcher prefered scoring on the basis of wéight of
the answer.

Table 1

Table showing the distribution of blue collar
workers according to questions and answers.

Question Answer Score Frequency Percentage

1« Do you think your
salary is adequate Yes 1 X X

No 0 35 100,00

2. Do you able to meet
up your basic needs
with the salary 7
(i.e. needs of foogd,
clothing and shelter) Yes 1 X X

No 0 35 100,00

3. Do you think your
salary is justified
in terms of respon-
gibility? Yes 1 X X

No 0 35 100,00
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The above tuble shows that the score range of each respondent was 0-3, with
emm higher scores indicating greater satisfaction and the lower scores indicating

lower satisfaction with the component:..

i

Table = 2
Table showing the distribution scores obtained £ each
individuals.
Questions

S1. Sample Number Q1 Q2 QB Total Level of Weight

No. satisfaction

1. 128 o 0 o 0 L 1

2. 152 0 o 0 0 L 1
3. 118 0 0O © o L 1
4. 132 0 0 0 Y L 1
5. 37 0 0 © 0 L 1
6. 115 0 0 O 0 L 1
Te 135 0 0 ©0 0 L 1
8. 89 0 0 0 e L 1
9. 25 0 o 0 0 L 1
10. 110 0 0O 0 0 L 9
11. 33 o 0 O C - L 1
12, 51 . 0 0 O 0 L 1
13. | 172 0 ¢ O 0 L 1
14. 39 0 o 0 0 L 1 S .
15. 84 0 0O 0 0 L 4
16. 79 0 0 -0 o L 1 : T
17. 76 0 c O 0 L 1
18. 134 0 c 0 0 L 1
19. 43 0 0 0O 0 L 1
20. 125 0 0 O 0 L 1
21. 15 0 0O © 0 L 1
22, 98 0 0 © 0 L 1
23. 174 0 0O O 0 L 1
24. 101 0 0 O o L 1
25. 91 0 o O ¢ L 1
26. P11 0 ¢ 0 O L 1
27 1 0 0 O 8 L 1
28. 100 0 0 © 0 § 1
29. 24 0 ¢ O 0 L 1
30. 150 0 ¢ 0 0 L 1
31. 70 0 ¢ 0 0 L 1
32. 129 0 ¢ 0 0 L 1
33 120 0 ¢ 0 Y T .d
34, 103 0 ¢ O 0 L 1
35. 4 0 0 0 0 L 1
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Distribution of the respondents according to score obtained
from them was mzde in the Table NorZ. That: v v: table
constituted as per guestions and #nswers of Table No.2.
Ql, @2, Q3 indicates the questions and nunbers given as
per reply. If the answer is positive gets number 1 (one) and
if negative it gets zero. All score tables of this chapter
were prepared in that way.

Table - 3

Table showing the distribution of workers according
to level of satisfaction with regard to salary.

Score Level of Weight Frequéncy Percentage
satisfaction :

3 High 3 X X

2 Middle 2 X X

0-1 Low 1 35 100,00

The scoring method showed in the index and responses

of the individuzl workers ultimgtely lead to the above sébre Y
' i

board, The score range has been divided into 3,2 and O-1

are,
and the score divisions se===e ranked as high, medium and low

respectively.
The result obtained from the above shows that the
total employees have low satisfaction with regard to their

salary. oSpecifically, cent percent workers are poorly

satisfied with their salary.



5.1.2 PFhysical working condition aspect

Table = 4

22

Table showing the distribution of blue collar workers

according to the guestions and answers concerning

physical working condition aspect.

Question Answer Score Frequency PFPercentage
1. How much are you Bothered a lot O 3 8.57
bothered at your Bothered to
work place by some extent 1 T 20,00
noise ? Not bothered
at all 2 25 T1.43
2., How much are you Bothered a lot 0 9 25.71
bothered by oil Bothered to
and grease at some extent 1 10 28.57
your work place?  Not bothered
at all 2 16 45,72
3. How much are you Bothered a lot 0 2 5.71
bothered by in=- Bothered to
sufficient light some extent 1 12 34.29
at your work Not bothered
place 7 at all. 2 21 60.00
4., How much are you Bothered a:lot 0 5 14.28
bothered at your Bothered to
work place by some extent 1 23 85,72
dust ? Not bothered
5. How much are you Bothered a lot 0] 4 11443
bothered by hot Bothered to
or cold at your some extent 1 23 65.72
work place? Not bothered
at all. 2 8 22.85

ted with five questions.

The physical working conditions aspect were incorpora=-

The respondents were asked to
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Table - 6

Table showing the distribution of workers according
to the level of satisfaction with regard to physical
working condition aspect.

Score Level of Weight Frequency Percentage
satisfaction

8-10 High 3 10 28.57

5=T7 Middle 2 20 57.15

0~-4 Low 1 5 14.28

The‘scoring method showed in the Table .5 and responses
of the individual worker ultimately lead to the above score
board. The score ranges have been categorically divided
into 8-10,5-7,0-4 arnd the score divisions%% ranked as
high, medium and low respectively.

The Table No.®.6 reveals that 28.6 percent workers
are highly satisfied, 57.2 percent workers are moderately
satisfied and 14.2 percent workers have low satisfaction
with regard %o physical working condition aspect.

5.1.3 Relationship with management aspect.

This aspect incorporated with three gquestions. The

scores were given to each respondent according to the agreement

or disagreerent with the yuestiounnaire items.
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Table 7

Table showing the distribution of blue collar workers
according to the guestions and answers regarding
Relationship with management aspect.

Question Answer Score Frequency Percentage
1. Does your super
visor help Always 2 4 11.43
you when you
face any Sometimes 1 9 25.71
problem in
performing Never O 22 62.86
duty ?
2. Does your Always 2 3 8.57
supervisor
work side Sometim-
by side wih es 1 9 25.71
you ?
Never O 23 65.72
3. Does your Always 2 3 8.57
supervisor
discuss with sSome-
you concerning times 1 10 28.57
any fault 7
Never O 22 62.86

" The above Table shows that an individual worker may
have the possibility of getting zero, one or two for each
guestion. The total range of scores for this aspect
varies from 0-6,. IHigher the scores means the higher

satisfactory relationship with managenent.
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Table - 9

Table showing the distribution of level of
satisfaction in percentage regarding relationship
with management aspect.

Score Level of Weight Freguency Percentage
satisfaction

5-6 High 3 3 8.57

3-4 Middle 2 10 28.57

0-2 pow 1 22 62.86

The scoring method of Table No.8 and responses of

the individual workers ultimately lead to the above score

board.

The range of score has been divided categorically

are
into 5-6, 3-4 and 0-2 and the score divisions&eae ranked

as high, medium and low respectively.

The table No. 9 indicates that 8.6 percent of the

workers have high satisfactory relationship with managenment,

28.6 percent of them have moderate satisfactory relationship

and 62.8 percent have low satisfactory relationship with

management,




5.1.4 Work interest aspect.

Table showing the distribution of blue collar
workers according to the question and answer
regarding work interest aspect.

Table = 10

99

Question Answer Frequency Percentage

1. Do you get self Yes 1 %1.43
satisfaction in
performing your No 24 68,57
duty ?

2. Do you like Yes 28 80,00
transfer from
the present job Ko 7 20.00
to another ?

3. Did you get any Yes 3 8.57
reward for good
performance ? No 32 91.43

This aspect incorporated with three questions.

Respondents were asked to indicate their agreement or dis-

agreement with the guestionnaire items.

The Table No,10 shows that an individual may get

a score for all the questions as high as 3 and as low as O,

Thus, the score range of an individual varies from 0-3
higher acore indicating higher work interest and lower

score indicating lower work interest.
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Table - 12

Table Showing the distribution of workers according

to the level of satisfaction with reg.rd to work
interest aspect,

Score Level of . Weight Frequency Percentage
satisfaction

3 . Highk 3 3 8.57

2 tNiddle 2 2 5.T1

0-1 Low 1 30 85.72

The Table No. 10 and Table No.11 ultimately lead to
the above score board. The range of score has: been divided
into 3,2 and O-1 and the score divisions are ranked gg
high, wedium and low respectively.
The Table lo.12 reveals that 8.6 percent workers
have high work intereast, 5.7 percent workers have medium

and 85.7 percent wecrkers have low work interest.
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5.1.5 Facility aspect.

Table - 13

Table showing the distribution of blue collar workers
according 4o questions and answers regarding facility
aspect.

Question Answer Score  Frequency Percentage
1. Lid you get =ay Yes 1 18 51.42
promotion through
out your service No 0 17 48,58
career ?
2. Do you think,over Unbias 1 9 25.71
time works are 7
distributed Bias 0 26 74.29

without bias ?

%e vwnat is the Good 2 9 25.71
condition of

school 7 Average 1 21 60,00

bad 0 5 14.29

This aspect consists of three guestions. Respondents
were askedé to indicate their cgreement or disagreement with
the questionnaire items.

Table No. 13 shows that the score range of each
indivicdual varies from 0-4 for this aspect. Higher the score
indicate the higher satisfaction with the facilities and the

lower score indicete the lower satisfaction with the facilities
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Table - 15

‘able showi

s ;7 the distrib
sttinfaction ibution of level of

n with respect to facility aspect.

Score ggziéfgﬁtiOn Weight Frequency Percentage
4 High 3 1 2.86
3 lsiadle 2 10 28,57
0=2 Low 1 24 68.57

The Pavle Lo. 13 and TableNe— 14 ultimately lead to
ebove score board. The range of score has bteen gakugwrissik
divided into 4.% and O-2 and the score division are ranked
a8 high, medium and low respectively.

The “able No. 15 indicates that 2.8 percent workers
are highly satisfied with the facilities, 28,6 percent
workers are moderately satisfied and 68,6 percent workers
have low satisfaction with the facilities.

From the preceeding Tables researcher obtained the
blue collar worker's level of satisfaction for individual job
acpects. As stated earlier that the level of job satis-
faction hes considered as & total effect of all these
for the purpose of measurement, the

componente. Thus,

t step is to give weight to each individuals level of
nex

gatisfaction and weight has been given as high=3, medium=2
2

and low = 1.
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It shows tne distribution of blue collar worker's
(individually) Bcore obtained fom different job aspects
according to weight given as per the rank of satisfaction.
The Table -16 composed the following Table in order to
specify the level of Job satisfaction of the blue collar
workers,

Table - 17

Table showing the level of Jjob satisfaction of
blue collar workers.

Score Level of job Freguency Fercentage
satisfaction

13-15 High - -

9-12 hiddle 12 34.28

58 Low 23 - 65.72

Thus an individual mey have the possibility of getting

score as high as 15 and as low a5 5, The score range have

been divided into 132-15, 8-12 and 5-7 and score divisions have

been ranked as high, medium and low,

The Table No. §.16 shows the level of job satisfaction

Y- o jori f the workers i.e
of blue collar WOI«<ers. A great majority o .

65.7% have low job satisfaction and 34.3 percent workers

have moderate job sstigsfazction. But surprisingly enough
ave i J

that none is highly satisfied.

AR T W Sy
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5.2 A8Besument of “ob ans
28 Buvlisfaction of white ¢21l=r workers

-EOI’ LY i e
1€ puirtose id
PULELOBC ¢ eevinatsne 4+ . PR
v nurtlng the jOb satisfaction

Of w‘lli [¥]3] co b - oy
s | worlre —
< r \CI‘;\.CPS, b ‘.GE:.’}.I'C]'LP.I corn SidQTOd -f'fv{-"“"‘in

five different Job aspects. Those o1 :
ooe were, salary, physical

vorking ~ vl 2 e
| Xing conditions, relationship with management, work
interest, and facility aspects. The total procedures applied
for this estimation is fully 2like to the process applied
for estiration of job satinsfszction of blue collar workers
i.e. job esatisfaction is the total effect of all those
components, and scores of ezch component hes been estireted
serarcstely =zs below .

5.2.1 ©Salary espect,

Teble - 18

Tzble showing the distribution cf white coller worker
according to gquestions and answer regarding salary

aspect,
Guestion Anever Score Freguvency Percentoge
1. Do you think Yes 1 X X
your calery
. 9
is adeguate? No 0 40 100.00
2. Do you think Yes 1 L 4
our salary is
guxficicnt to Ko 0 40 100.00
reet up your,
basic necGs 7
3, Do you agree Yes L “ .
e 5 galary
taav_the No 0 40 100.00

should be in-_
creasec iL rera=-
tion to price
increuse f

L)
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The above Table shows the distribution of individual

respbndents score obtained for Salary aspect,
Table - 20

Table showing the distribution of workers accoiding
to level of satisfaction with regard to salary.

Score Level of Weight  Frequency Percentage
satisfaction
o , High 3 X X
2 edium 2 X X

The above table = 20 has been constructed from the
Tuble No.19. The score range has been divided into 3,2
and O-1 and score divisions are ranked as high, medium ard

low.

The result obtained from Table No.8.20, indicates

that cert pcrcent workers have low satisfacticn with the
ik =

salarye

e B




5.2.2

Fhysicsl wWorking conditions,

Table - 21

Table showing i i

. & the distribution of whit

o i o N - - e
wWOorkers in percentages according tolquesggitzr

110

&nd s 4 o . - }
answers regurrding phaysical working conditions.

<uestions

Answer Score Frequency Percentage
1. low much are you Bothered O "
bothered at the a lot # 22.90
workplace by
noise 7 bothered to
some extent 1 1% 32,50
Not bothered
at all 2 18 45,00
2. How much are you . .
bothered at the goigzled 0 1 2.50
worikplace by *
insuftficient .’
A Bothered
light 7 to some
extent 1 6 1%.C0
Not bothered
@ik el 2 3% 82.50
3, How much are you Bothered ‘
bothered at the a 1ot 0 3 17.50
workplace by » .
dust ? Bothered
o some
extent. 1 1" 27.50
ot bothe-
red at all 2 26 65,00
re you Bothered
4. How much & y S 1ot o 9 22,50

bothered by the
condition ©
gtaiff room _
(accommodatlon)?

Bothered

to some
extent 1
Not both=-

ereé at
all 2

14

17
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The Table-22 shows the distribution of individual
workers scores physical working conditions aspect.

Table - 23

Table showing the level of satisfaction with regard
to physical working conditions aspect,

Score level of weight  Frequency Percentage
satisfaction

7-8 High 3 17 42.50

4-6 kiddle 2 16 40.00

0=3 Low 1 7 17.50

The Table No.23 has been constructed from Table-=22.
The score range has been divided into 7-8, 4=6 and 0-3 and
the score divisions has been ranked as high medium and low.

The Table No. 23 reveals that 42.5 percent white
collar workers are highly satisfied with this aspect. 40
percent of the white collar workers have medium satisfaction

and 17.5 percent workers have low satisfaction with regard

to physical working condition.
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vH.2.3 Relationahip with Management,
Table - 24

workers according to :
. . questions an
relationship with management aspegt?nswers regarding

Wuestion Answer Score  Frequency Percentage
1. Do your super- Yes 1
visors and you 2 70400
work together No. 0 12 30.00

in planning your
future course
of action 7?7

2. Does your super-

visor officer Tes 1 20 50,00
subscribes
views of your No Y 20 50.00
further train-
ing and extend
facilities for
this objectives?

3. Did you receive Always 0 X X
oriticism of your
supervisor 7 Jometimes 1 11 27.50

Never 2 29 72.50

Relationship with management aspect is incorporated
with three guestions. Respondents were asked to indicate
their agreement or disagreement with the questionnairedtems.

The Table No.24 shows that an individual has the
possibility of getting a score for all the questions as
high as 4 (four) and as low as O (zero). Therefore, the

gscore range varies from 0O-4. The higher scores indicates

higher satisfactory relationship.



*q08dge JuUALSIBUBE YITAH dTYSUOTITTaZ JOF Woyjy WOZLF PeUTEIqO S81008

SIo¥IOM TEUDTATDUT FO UCTINQTIFSTP oy$ smoys OTAR] aa0q® Yy

2 W ¢ 2, o] 1 L9V *O¥
} LT 2 z o0 o AR
1 T 2 l ! 0 2 *8%
¢ H ¥ 2 1 1 gLy ‘L&
2 W ¢ 2 0o 0 gz 9%
¢ H ¥ z 1 l 1 2 11
2 H ¢ z 0 1 To] S 4
4 H ¥ 2 l b 991 °¢&

} T 2 1 ! 1 26 ‘ee
] T z 2 0 O g e
l T 2 2 0 0 ¢oL °o¢
! T 2 4 0 0 9 *62
| T 2 2 0 0 6E1L  °8C
| T 2 2 0 0 98 ‘L@
| T 2 4 0 0 L 92
2 W ¢ 2 0 ! 91 °62
2 H ¢ 4 0 } A4 B 74
1 T Z 1 0 l L g2
4 H 14 2 ! l 6LV *2¢
¢ H ¥ 2 } l ¢G  *i2
Z 0§ ¢ ] | } €9t *0¢
¢ H ¥ 2 b | 66  °6l
2 W 4 l ! 1 Ggl °8l
¢ H ¥ A b 1 0z °*Ll
} T 2 r 0 0 GLL °*9\
A ) ¢ 1 3 l 66 *Gl
2 0 4 2 0 l 60l ¥
} T 2 ! 0 | 92 ¢l
l T 2 } 0 | L6L 2l
} T 2 b 0 } 9 it
2 0 ¢ 2 0 I LLL  *Ol
2 Jh ¢ 2 0 l ¢l °6
A 21 ¢ 2 0 | et ‘g
¢ H 14 r t 1 YLV *L
¢ H 14 2 | } ¥6Lr  °9
¢ H ¥ 2 | l I8l °§
¢ H 14 2 | l 0§ ‘v
I T 4 l 1 0 891 *C
¢ H 14 4 3 l 091 *e
[ H ¢ l } i 149 ! i !

UOTA0BIS T} BS Jagqumy °*ON
FUYIToM Jo TeasT Tejor ¢h b b sTdwsg 1§
SUCT}SoNy

.pomﬁmm qusmaSeurw Y3 IM dTYSUOTEBTAX JOF TENPTATIPUT YdOBD
woy pauTB300 §8J008 JO UOTINQTIISTP 8U% Sutmoys eTqe]

YL L

Gz - eTaey




115

Table - 26

Table showing the level of satisfaction

: with regard
to relationship with management aspect. ¢

Score Level of weight F
satisfaction & requency percentage
4 High 3 12 30.00
3 kiddle 2 13 32.50
0-2 Low 1 15 37.50
The Table No. 25 leads to the Table No. 26, The
score range has been categorically divided into 4,3, and

0-2 and +the score division rankedashigh, medium and low

respectivelye.

The Table is stamped with 30 percent high satisfaction,

%2.'5 percent medium satisfaction and 37.5 percent low

satisfaction of the white collar workers relating to manage-

ment aspect.
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Table - 29

Table showing the level of s

collar workers with regard tatisfaction of white

0 work interest aspect

Score Level eig
sazisfgition weight frequency percentage
3 i '
High 3 11 27.50
2 riiddle 2 14 35,00
0-1 Low 1 15 37450

The score obtained from each respondents leads to
the above Table No.29. Categorically classifying the score
range has been divided into 3,2 and O=1 and the score
division has been ranked as high, medium and low respectively.
The Table No. 29 shows that 27.5 percent workers
haeve high interest of work, another 35 percent workers have

medium work interest and 37.5 percent workers have low

satisfaction.
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5.2.5 Facility aspect.

Table - 30

Table showing the distribution of white

My - collar workers
according to questious and answers with regard to
fecility aspect.

westion insver Score Treguency Percentage
1. Did you get any Yes 1 20 50.00
promotion throu-
gh out the space No 0 20 50.00
of your service
career 7
2. Lo you think, Yes 1 25 65.00
overtime works
are distributed  No 0 14 35.00

without bias ?

3. Does your officer Yes 0 6 15.00
always try to i
give wmore work KNo 1 34 &5.00
load 7

The facility aspect is composed of three questions.
The scores were given on each question according to positive
and negati&é answer. Here, a respondent may have the possi-
bility of getting scores as high as three and as low as zero.

' rom 0-3. Higher the scores,
Thus, the score range varies f . e

h is the satisfaction with facilities and lowver thke
higher

es, lower is satisfaction with facilities.
scor ’ :

g

-’
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Table - 32

Table showing .

%6 facilityﬂgsgggt}evel of satisfaction with regard
score level of weiol

Satisfgction welght frequency percentage

3 High 3 12 30,00
2 #idium 2 15 37.50
0=1 Low 1 13 32.50

ihe aoove Table has been constructed frowm the scores
obtained from table ho. 31. With the categorical classifi-
cation as 3,2 and O=-1 the score divisionshave been ranked
as high, medium and low respectively.

ihe ‘faple Ro. 32 reveals that the 30 percent of the
workers have nigh satisfaction with the facilities, 37.5
percent medium satisfaction and 32.5 percent low satisfaction.

¥rem the earlier Yables researcher has got the
individual respondents opinion on five different job aspects
and has also got {he individual score on each job aspect,
dingly ranked them high, medium and low and given

He accor

weight to each rank as élg
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Table - 34

Table showing the 4 i
— istribution 1le
Batisfaction of white collar workzgi.Of e

score level of job fr

satisfaction Pafiency  percentage
13=-15 High X X
9-12 mMiddle 23 57.50
5-8 Low 17  42.50

The Table 33 is the basis of framing the above
Table No. 34. The score range has been categorically
divided into 13-15, 9-12, and 5-8 and are ranked as high,
medium, and low respectively.
The Table No. 34 shows that 57.5 percent workers
have medium satisfaction, and 42.5 percent low satisfactions.
Surprisingly enough to note that there was none %o be

highly satisfied amongst the white collar workers.




98D 4ssessment of job Satisfaction of the officers

For

the purpose of estimating the job satisfaction
of officers researcher considered four different job aspects
again. These were, salary, attitude toward subordinates,
relationship with management and facility aspects. Researcher
considered the above job aspects, becmuse these had the
influential character on the job satisfaction of the officers.
The scoring methods were applied for the purpose of estimation.
The total procedures applied for this estimation was fully
similar to the procedures applied for the assessment of job
satisfaction of blue collar workers and white collar workers.
Thus, the job satisfaction is the total effect of all these
components and scores of each gomponents has been estimated
separately as belov.

5.%5.1 Salary aspect.

Salary aspect was the composition of three questions.

These guestions were asked to know the opinion about the

salary of the officers. The quesiions were as follows in

Table "35 .
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Table - 35

Table showi

Ng the distribution of officers according
to guestio

N8 and answers regarding salary aspect.

Guestions answer Score Frequency Percentage

1. Do you think your Yes 1 1 11.11
salary is adequate
in terms of your No 0 8 88.83
responsibility?

2. Vo you think your Yes 1 3 53625
salary is sufficient
to meet up your No 0 6 66.67

basic needs ?

3. Can you satisfy Yes 1 1 11.114
our secondary i
geeds with this No O 8 88,89
salary 7

Respondents were asked to indicate their agreement
or disagreement with the questionnaire items. Here, a
respondent might have the possibility of getting ms high

3 (three) and as low as 0 {zero) for all the questions.
as

Thus, the score range varies from 0-3., Higher the scores,
us,

h is the satisfaction with salary and lower the scores,
higher

lower is the sa

Phe following Ta

£ scores of each individual separatelye.
0

tisfaction with the salary.

ble No. %6 indicates the distribution
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Table 36
Table showing + .
&3 LNES the dlﬂt'r‘ib . . R
from e . ribution of score obtained ‘
ach individual for salary aspects., ¢ ?
Yuestions 1
Q1 2 &  Total Level of weight |
sztisfaction 3%
1. 0 1 0 1 1 1 qv
P, O 0, 02 i 2 ]
e
6. 0 O 0 0 L 1 § il
Table = 37 1;
Table showing the level of satisfaction with regard i
to salary aspect of officers. ﬁﬂ
Score Level of weight Frequency  fercentage 1.5€w
satisfaction ‘ i
% High 3 X X 1
|
]
2 piddle 2 2 22,22 ¥
.78 1
1 Low 1 T TT.7
g
I
il
| il b
T
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The Table No.
Table No.37.

36 leads to the construction of
Here the score range have been divided
into 3,2 and O-1 and again the score division have been
ranked as "high", "medium" and "low" respectively.

The Table ﬁo.37 Shows that 77.8 percent officers
have low satisfaction with regard to salary and 22,2
percent medium satisfaction. It is very interesting to note
that there is no officer who is highly satisfied with his
salarye.
5e3e2 Attitude towardigﬁbordinates.

The attitude toward subordinate aspect consists
of three guestions. The respondents were asked to indicate
their agreement and disagreement with the questionnaire .
jitems. All the question's attention were to reveal the
latent attitude of the officers toward their subordinates.

The following Lable shows the distribution of

officers opinion as per guestions and answers in pergentage
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Table - 38

Teble showirg the digd

3 sribut . . i
to questions and answ ation of officers according I

; ers in percentage with
to attitude toward subordinate aﬂpez%, W regard o
esti g
“estion Answer Score Frequency Percentage £
1« Do you like to work Yes ii&“
side by side with L 2 OB SRR
the subordinates ? No 0 X X !§p 
, !
2. Do you think that Yes 1 6 66.66 A .
the major decisions ol
of this crganiza- No 0 3 33.34 LA
tion should be taken BEEE 0
by the prior consul- . ’
tation with the workers? li
Tlh
3, Do you think the Yes 0 5 55455 l
employees are ' A
always agreesive No 1 4 44 .45 i

towards adminis-— F b
tration in getting &

their demands
fulfilled 7 2]

The above Taple No.38 staites that an individual 3 '¢“
respondent may have the possibility of getting scores as | 1@

N = £ o - s . e
high as 3 (three) and &b low as O {zero). Therefore, hlg i

score range for all the guestions varies from 0-3. The

higher scores jnaieate - satisfactory attitude toward ¥
<

pordinate and the loﬁer scores unsatisfactory atiitude.
subo

The following Table No.39 shows the distribution

£ individual scores obtained for this aspect only.
of in

Sl
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Tavle 39

Table showing the distr
Bcores obtainea fr
Subordinate aspect

ibugion ot individual officers
om them for sttitude toward

wl wl

No

Guestions

&3 Total Level of weight
satisfaction

1
2.
3.
4.
5e
6.
7.

M
H
L
ot

M

NN e N NN =N
N NN = U NN =N

0
1
1
0
0
1
o
1
1

o._;-;—s-l.-io—l—h
DO wewt owr O o

8. I
9. M
Table 40
i i i ficers
howi the level of satlsfact;qn of off
sigierzgardn%o attitude toward subordinate aspect,

S Level of weignt Frequency Percentage
core

satisfaction

—_ 3 2 22.22

rMidale 2 2 228

v 1 i ’ 2 22.23
Low

v




The Table 40 is €enerated from the Table No.39. The
score range have bpeen 8eparately divided into 3,2 and O-1
and the score divisions ranked as "high", "nedium" and "low"
respectively.

The Table No.40 reveals that 22.2 percent officers
have high satisfactory attitude toward subordinates, 55.6
percent have medium satisfactory attitude and 22.2 percent
officers low setisfactory attitude.
5.%3.,3 Helationship with management.

The relationship with manage-ment aspect consists
of three questions. ‘he scores were given according %o
the positive and negative answers with the questionnaire

itens.

The following Table shows the distribution of officers

in percentage according to the guestions and answers.

i i e T T SRt
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Table 41

Tabl i i

e tieshaZi%g_Ehe_@istrlbution of officers according

to Lau %3 Pulons and answers in Percentage with regard
redavionsnip with managenent asgect.,

Waestion Answer Score Frequency Percentage
1. Do you think Yes 1 .
that the mansging 3 5% 55
Couwmittee=~board of o 0 6 664,67
directors should
consult you before
promoting the
company policy 7
2. Voes your superior Always 2 3 % %
officer like to
consult with you Some-
regarding your times 1 6 66.67
shortcomings in
rerformance 7 Never O X _ X
3. Do you feel Yes 1 . S 100.00
free to discuss
depsrtmentsal No 0 X X

problens with
your boss 7

The Table 41 indicates that an individual may have

th ossibility of getting scroes as high as 4 (four) and
e p

i from 0-4.
Thus, his score range varies
as low as O (zero).

indi tisfactory relationship
ores indicate greater sa f
The higher 8¢C B

s least satisfactory relation=-
. + and lower Score
with managenmen

[l & i tc
- with managemen »
Puie 1owing Table shows the distribution of individual
The followl .
d from them for relationship with management
gcores obtalne

aspecte
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i 8 obtained

SBDoTE, dual for relationship with management

Questions
Sl 1 '
o Q 2 & Total Level of weight
satisfaction :
1. 0 11 2 L ' !
E. 1 2 1 4 H 3
4. O 1 1 2 L 1
5 1 2 1 4 H 3
6o o 1 1 2 L 1
Te 0 1 1 2 L 1
8. 0o 1 1 2 L 1
9. 1 2 1 4 H 3
Table - 43

Tapble showing the level of satisfaction of the officers

with regard to relationship with management® aspect. ‘
- ] - rcentage !

Level of weight  frequency peircen 18
seore satisfaction : .
=
" High 3 3 3333
5 nidale 2 ?
. 1 6 66.67

0=2 Low

. I
DRRS—
B ST e %

ey
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2¢3+.4 Facility aspect.

Facility aspect consists of three questions. They
were asked to indicate their negative and positive reply
and were scored accordingly. 1

The following Table shows the distribution of

officers in percentage according to guestions and answers.

Table -44

Table showing the distribution of officers according
to guestions and answers with regard to facility aspect.

Questions Answer Score Frequency Percentage
1. Did you get reward Yes 1 3 33,33
om the organization _
£§ ?our better perfor- No 0 6 66.67
mance 7
2. Did you get any promo- Ies 1 8 88.88
" tion throughout your - 0 1 11.12
service career No "
3 Did you get any trair}- Yes 1 7 TT77
ing within the organiza ro 5 ) 22,23
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In Table Nb.44 8Coresg

were given as if the answer
is positive,

the 8Core jg on

€ and jif negative,
is zero, Here

s an individual might have the ro
high ag 3 (three) and as low ag 0

his score Tange varied frop 0-3 forp facility aspect.
The hig indj

the score
ssibility

(zero).

Table ~ 45

Table showing the distribution of scores obtained
from each individual respondent for facility aspect

wuestions
N ’ “Dotal Level of weight
;g “ “ G rota satisfaction
1. 1 1 1 3 H 3
2 0 11 2 K 2
5. o0 1 12 . 5
4. 1 1 L 2 . 2
o L
¢ 9]
T« 0 © ) " 2
8 0 L n 2
. 1 1 2 I‘l
0

- 9,
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Table - 46
Table showi
. D& the leve]
With regarq 1o facility ggpgzziSfaction of officers
Score Level of :
Satisfaction weight frequency Percentage
3
High 3 2 22,22
2 bida |
le 2 6 66.66
0-1 :
Low 1 1 11.12

The Table No.46 hag been constructed on the basis
of Table 45. Here, the score range has been divided into -
53,2 and O-1 and ranked as high, medium and low respectively.

The ultimate result comes that 22,2 percent officers
have high satisfaction with the facilities, 66.7 percent
medium satisfaction and 11 percent low satisfaction.

From the earlier Tables researcher has obtained
the individual respondents scores on the five different
job aspects separately. As per procedure of estimation i.e,
job satisfaction is the total effect of all the job aspect,
researcher has already divided the scores into level of
satisfaction and already givean them weight on each job aspect

tely The following Table No.47 has been constructed
separa .

the basis of weight given for asach job aspect, and for
on the

: . Al A% A4 indicate
e ondent. The columns
each individual resp A2

the job aspects regpectively.



to weight,

Table 47

Table showing the distribution of officers scores
Obtained from them °n different job aspect,

ol A1 A2 A3 A4 Total

Level of

No satisfaction
1. 1 2 1 3 T H

2. 1 > 3 2 9 i

3. 02 11 2 ° v

4. 1 2 1 2 i ¥M

5. 2 2 3 2 ’ ’

. 4 3 i 2 T M

. 3 11 1 4 L

8. 1 2 1 2 : i

9. 1+ 2 3 2
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Table - 48

Tabvle 8howing the level

of +ihe officers. of job satisfaction
score ﬁ:iiéfggtion frequency percentage
10=-12 High X X

7-9 liddle 6 66.66

4-6 Low 3 33.34

The Table No.48 has been constructed basing on
Table No.47. Here, the scores have been divided into three
groups as 10-1g, 7-9, auna 4-6. Again these divisions have
been ranked as high, medium and low respectively. Thus,
the score range varies from 4-12 i.e. an individual nmay
have the possibility of getting as high as 12 and as low
as 4.

Thus, Table No.48 depicts that 66.7 percent officers
have medium level of job satisfaction and 33.3 percent
workers have low level of job satisfaction. One thing is

noticed here that no officer has high level of job

satisfaction.
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Ch&ETER - 6

BUr ARY AN D CONCLUSIONS

of this investigation was to study the

problem of industrial rel-ations practices of Thakurgoan

sugar Mills Ltd. with apecial emphasis on the job satig-

faction aspect of the employees. The study also focussed

its attention on the assessment of the level of job satis-
faction of the employees and to evaluate that variables
which influenced the level of job satisfaction.

In this regard the broad conclusion that emerges
from the present study is that no employee of the Thakurgoan
Sugar #ills Ltd. has high level of job satisfaction
irrespeétive of rank and status. kore specifically, in the
case of the blue collar workers 34.3 percent have medium
level of job satisfaction and 65.7 percent have low level
of job satisfac‘cion.1 On the otherhand, in the case of

white collar workers 57.5 percent have medium level of job

tisfaction and 42.5 percent low level of job satisi‘action.2
sa -

1 Chapter - 5,F- 106

Ble Chapter = 5, P~ 122



in the ca
8¢ of the officers, 66.7 percent officers

of
haﬂf JOb SatiSfaCtion and 33°3 percent of
. L]
themL ow level of JOb Batisfaction.B \It will be befit‘tlng

to discuss the findings, such ag opinion of the employees

regarding their 8alary, Physical working conditions, work

interest, relationship with management facilities etc.?
keeping in view the basic objectives of the study.)//

1% is very significant from findings that almost
cent percent employees were dissatisfied with their wages
and salaries. Specifically in the cases of the "Blue
Collar" and "wWhite collar" workers, cent percent»of them
were sériou.siy dissatisfiéd with their wages and salaries.
But, in the case of the officers, a great majority (i.e.
77.8 percent) revealed low satisfaction with their salary
and the rest'of them expressed medium level of satisfaction
with their salary. It is interésting enough that no
officer was highly satisfied with his salary.t [

The total workers both blue collar ®mrXEXX and white

11 HREXREE considered their wages were quite inadequate
co arxr
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4 their basic needs, i.e. the needs of food, clothing,
to mee

i t the factory was
re of the view tha
and shelter and we

Chapter =5, F=1%7

W

4.  Cnapter -5 F=1%F
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But only in the case of the

3 percent 8aid that theip Salary was
sufficient 4o meet their basic needs,

officers about 33,

| Another 11 percent
officers thought that their salary was

adequate in terms of
responsibility.5

A great majority of the workers i,e.

blue and white
collar workers thought that

the main causes behing their
feeling of salary inadequacy was the high price level of

daily necessities.

vecondly, the camse was to maintain a
6

large family.
In the case of the blue collar workers a great majority
of them could maintain only 15 to 18 days of a month with
their salary. No worker could be able {0 maintain the
whole month with their salary.7
For the blue collar workers a great majority of the
workers i.e. 57.2% had medium satisfaction with the physical
working conditions, 28.6 percent high satisfaction and a
.very negligible proportion low satisfaction. But, in the
cage of the "white collar! workers 40.0 yercent workers
had mederate—satisfaction: 17.5 percent low satisfaction

R -
with regard to physical working condition.

P 125

p- 56

5, Chapter 5,
6.  Chapter 4.,

7 Chapter 4 » P- 57
‘ 1A%
8 Chapter 5 £~ 95,
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stated conditions., 4 Smaller Proportion of the workers

25.7 percent felt disturbeq for surplus oil op grease
dropped down in the areq:. of work place.9

iue.

For the white collar workers g Smaller proportion of

them felt disturbed for unpleasant working condition.

Thereﬁin only 22.5 percent eémployees bothered o lot for noise

and short-spaced accommooation of workplace.1o
For the blue collar workers a vast majority of them
i.e. 85.7 percent have low job interest, a smaller proportion
of them have high and medium level of job interest. But,
in the case of "white collar" workers, a considerable
proportion i.e. 35% and 37.5% have medium and low level
of job interest respectively.11
One of the méin factorsfor low job intersst is the
lack of recognition for good performance. A very signi-
91.4 percent workers did not get any reward for

ficant i.€.

12 phey expressed that the maltreatment
¢ €e y
good performanc '

9.  Chapter-5, P~ 93
10,  Cnapter 5, F- 4%
o o1 LB
11. Chapter 5, F-1%03
P=- 99

12,  Chapter 5



« About 80

On the other-

hand, a very negligible Proportion of them did not want

transfer,

But in the case of the "white collap"

workers, majority
of them i.e.

55% did not want transfer from their present job

14 . .
to another. Similarly, a majority of the workers i.e. 52.5%

percent did not feel monotony in performing their duty.15
LIt is an interesting although somewhat surprising
4o find that the great majority of the workers viz, 52.8
percent have unpleasant relationship with the menagement.
About 28.6 percent workers have medium satisfactory relation-
ship with management and a Very negligible proporiion of
them have high satisfactory relationship.16
Anotuher interesting finding is that almost all the
white collar workers bear satisfactory relationship with

ement. But in the case of the officers about 66.7 Percent
managew .

13. Chapter 5, ¥= 97
14. Chapter 4, P- 64
15.  Chapter % p- ©9

16.  Chapter 5%~ 9%
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have unpleagang relationgpg

otherhang 33.3 Percent of then

have pleasant rel ti
with management'17 ationship

~by side with themi® 62.8 percent
of the workers stated that authority was not ready to

consult with them concerning any .fau.'l.'l:.“3

A majority of the officers complained that they had
no scope to pass any comment or opinion regarding policy
framing.éi

‘iIn the neasurement of the attitude of the officers

towards their subordinates it was found that majority of the
officers had medium satisfactory attitude towards their
subordinates (i.e. 55.5%). 22.2 percent officers had high
end another 22.2% of officers had low satisfactory attitude,.

It appears that about 55.5 percent of the officers

cht that thei inates were always aggressive toward
st ¢ir subordinaies w
thought tha h

. 21
adpinistration. )}

20

17, Chapter 5, =132
18. Chapter 5, P= 06

19. Chapter 9, P= 96
20, Chapter 5 =129
21. Chapter 5 P- 128



workers,

k?he vest majority of the employees specially, blue

collar and white collsar workers were dissatigfied with their

housing conditions. They mainly showed the causes behind

their dissatisfaction ag lack of water Supply, sanitation,
poor and kuchcha construction of the houses, congested
living, unhealthy surroundings etc.v The investigator
visited the worker's premises and saw the conditions at
first hand.)

There was a serious dissatisfaction with regard to
prromotion among the blue collar workers. About 50 percent
of them did not get any promotion through out the length
of their service career. They identified the causes cfor ’s
not getting the promotion due to maltreatment by officers.

The workers had serious dissatisfaction regarding

nent of over—time works. About 43.9 percent of them
pay

that the distribution methods of over-time works were
felt

22, Chapter 5, P- IA8
23, Chapter 4, F- ¢!
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biased, Thig Wi48 one of thé

ote ;
antagonisny, 24 Potent sources of tension and

| They €Xpressed their
complain about the nature of treg

tment, behaviour of the
doctors,

availability of tpe medicine etc. But on the

contrary when it was brought to the notice of the authority,

they threw the blapme against the workers saying that the

workers draw medicines by false statements and sell those
to open market with profits later on.

Vhe broad inference that comes into view from the
sresent study is that the employees of the Thakurgoan Sugar
Mills Ltde. have not yet achieved a high level of job satis-
faction. In fact, the vast majority of them were dissatisfied
with the various job aspects which directly affect the job
satisfaction levels. But a negligible proportion of the
employees were satisfied to some extent with the job aspects.

J The findings of the present survey suggest that there
was no simple explanation of the low job satisfaciion
problems. The existence of tension between groups of workers
and between workers and management, labour discontentment,
stic attitude 6f workers towardsmanagement and

antagoni

toms of the low level
best regarded as symp
vice=-versa were

: kers and management./
. s gfaction of the wor
of job satis

24, Chapter 4, ¥-7



the cost of living, They
were not able to raintain the €Xpenditures of thejr basic

necessities for 20 days of a month with the monthly salary.
The workers were also of the view that vwages were inadequate
considering their résponsibility ang experience, VIt may

be assumed that the workers would achieve high level of

Job satisfaction if they were assured of a share of profit
in consideration with higher productivity. It shoulg always
be kept in mind that higher wages do not necessarily mean
higher costs. In fact, low wages may fail to provide manage-
ment with the incentive of introducing better methods,
removing wastes and re-orienting the organization. //

The employees, especially the blue collar and white
collar workers felt financial insecurity which led their low
level of job satisfaction. The salary and wage policy did
not ensure any incentive to the employees. The rising living
cost was the most serious threat to the adequacy of wage
and salary to the employees. The managerial policy should
jven adequate consideration in framing the wage and

have g

salary line with the impact of rising prices.

\ _ e
In this regard nation-wide consumer's price indices
n

Kk appropriately in the individual locality.
may not wor



. catio

2use priceg in one localit
may not change ip the sape degr '

otherhand,

0, the policy

makers shoulg keep their €yeéson the local consurm

ers price
index in order to determine the Wage and salary line of the
employees,

Another system may be suggested in order to provide
economic security to the employees,

allowances,

is the system of family
This system refers to grant of wage suppliments
based on numbers of dependent children. liany enployees have
identified the causes of their feeling of financial insecurity
due to theif large family. These state of affairs create
instability of employment for those who have larger number
of children. It would.be very much effective if the employ-
ees were provided with family allowaﬂce to consider the
effect of instability of employment.

One complicating factor in the gituation to which
attention of the researcher was drawn at the earliest sﬁage
of the survey is that there was a resentment among the blue

d white collar workers pecause of the wage commission and
and wh

t of Bangladesh. This classifi-
f the Governmen
pay scale O

ther brought the complexity of grade absorption.
n ra
tment the Policy makers should
ove this resen
In order to Tem

rkers salaried employees.
blue collar WO
make all the



injurious gases,

tension of worki
Ng near high -
electricity etc, &h voltage of

T " .
0 this and, Policy makers should pay

emphasis .opy the improvement 0f thesge

elations,

./In order %o provide extra financial facilities to the

employees, the question of additional money and wherefrom

these money will come may arise, Payment on the basis of

result may be suggested in this state of affairs. If the
vrerformance of g employeéa goes high, he may be given such
financial assistanée. This system of payment may attract
the attention of the employees toward better performance
and higher production. ' _

ne of the important factors acting behind the low level
of job satisfaction of the employees is the lack of recogni=-
tion.for good performance. The existing provisions for
nitions is limited and it is not properly distributed.

recog
liany of the employees complained about this state of

ffair The employees want recognitions of their performance
affairs. _ .

ewards, increments of pay, non-
i ; forms €.8e¢ T y
in various

ial and material payments etc. [anagerial Policy
financi
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« These sorts of approach
will be of muych help for individual improvement and, personal

development on the Part of the employees, fThe workers of

Thakurgoan Sugar Mills Ltd. did not Congider the medical

facilities provideq by the authority sufficient. Kesearcher

himself investigated the medical unit of the Fill and found

it in poor condition. It is the fact that the improvement

of industrial relations of the Mill will contribute subs=-
tantially to these facilities.

Housing facility is of fundamental importance to the
well-being of the employees and good industrial relations.,
Therefore, proper housing policy for industrial workers is
urgently called for every industrial organization. One of
the real grivances of the workers is the unsatisfactory
state of housing in the Mill. The workers suffer not only
from congested accommodation ared: but also very dirty and
mud fiooring housing, insufficient water supply facilities

L te ts. The managerial and
i sanitary arrangemen
and giplorable

i 1d pay attention to this aspect
i officials shou
supervisory

. t set up policies for adequate
_ lations and mus
of employee T€
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Recreation facilitiea,

Such ag, clubs, Playing
grounds, libraries etc .

for which there jag¢ g felt neeg

anongst the workers were inadequate, There nis no doubt that

if such facilities €xisted in the #ill, the industrial

relation would have brought about g &littering picture

removing the monotonous state of affairs, The existence

of the stated facilities coulg encourage more participation
" and understanding between different group of workers.

Une complicating factor in the sltuation was noted at
the earliest stage of the-survey was that g majority of the
workers did not have a clear view about better industrial
relations. - They thought that they were working reasonably
and efficiently and that they could not posmibds moderste
the industrial relations by their further hard work. However,

liew that industrial
R s s 'Ori‘by were of the v
a significant maj

i ided
if greater incentives were provi
i 1d be better 1i
relations cou

—_—

/ ther facilities to the workers.
R igher wdges and o
by giving hig

t he e
i I' J



‘any of the workers Complained of the attitude of the

management for delaying tactics to consider the grievances

the workers. 1In practice, management of the ki1l have the

old fashioned authoritative attitude toward their workers.

They do not like to discuss matter relating to the efficiency

and cother policy questions with the workers normally. The

management was apathetic to any sort of committees. Binmilarly,

trade-unions were also hostile to conmittess with the blame

that these might usurp power actually belonging to unions.
Nﬁﬂ/ln order to ensure an all round increase in the level

of jlob satisfaction the following viable suggestions may

be helpful. Firstly, the need of training at all levels

f the mill Secondly, courses in management must be
o) e L .

iddle~level managérs. Indus-—
. ; top as well as ml
organized for

n img nt part of such
. orm an important par
. ations should f
trial relati

The management should also arrange the extensive
courses.

p 11 levels. Thirdly, the
. ervisors at a
training for sup

£ ~ents by results should be carefully worked
schemes 01 Paymt



union workers i8 also an urgent nDecessity,

courses were attendeq by
the

buthumber Oof ‘them is ve

Although the IRI

some of the t?ade—union workers,

ry insignificant. oteps must be

taken to see that Properly trained trade-union workers

emerge firom among the ranks of the workers themselves,

This will help to prouwote the interest or the workers in the

consvructive and Tight direction.
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Table - 4

Comparison op 7.5.,
. ll’ .
of their housge witﬁ wgrkers o
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= ~°Cording to location
toy i Civilian laboyup force in
4ccording o census of 1974

District LeBoiu, .
" b-h‘_workers fercentage of civilian
Tequéncy ag labour force in Bangladesh

bércentage by district.
1« Rangpur 2.86 7.68
2. Dinajpur 68.57 3.82
3« Bogra 3.02
4. Rajshahi 5.69
5. Pabna 2.86 . 3.76
6. Noakhali 2,86 4.13
7+ Dacca 17.14 11.26
8. Comilla 5.71 . : 8.08
9. lymensingh 10.09
0.80
10. Jamalpur 5
11.Faridpur 2'31
12. Tangail 6'43
13. Chittagong | 1.09
14. Chittagong H.T. 5 0
15. Sylhet 4.91
1 6 * Kh.ulna 4 . 21
17.Jessore 2.46
19, Barisal 1.68

20, Patuakhall

Note

L

. sed on'an?
caq Statistica

tion No.{1)b in schedule -I
we{ %ga%uzgok of Bangladesh, 1980, P-470.
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APELNLIL _

g the distribyut
-D.m’,. and b 1011 Of

g - workers accord
ugar Industries of Bangggdégﬁ.
Group Teali, 8 I
"y Ugar Industrieg
Eggggngy as of Bangladesh
age frequency ag percent:
1. lMale 100,00 98.39
2. Female - 1.61
Total 100.00 100,00

Note: Based on answer to

. question 1(h) in Schedule-I
and Statistical Ye

ar Book of Bangladesn, 1980,
APFPENDUIX - A
Table - 3

Table showing the distribution of workers according

to religion in T.S.:. and total religious personnel
in Bangladesh

' .. TeSeire Frequenc Percentage of religious
sroup as p;rcentgge d bersonnel in Bangla-
desh
. z
2. Hindu 2.86 ?-38
0.51
3. Christian -
0.08
4. Buddhist =
.00
Fotal : 100.00 100.0
Q *

nswer to queshion 1(f) in schedule-I and

Note Basi@sggcgl year book of Bangladesh, 1980,
statl



160

e Do
??n ?gz; ;;:'“‘ workers B .
L s A
10_14 Bercents -
20-24 _ 10.67
35 44 570 14 21 32
S //// 1.45 19.06
- - '\‘ 1 1 -43 1
54-64.‘\/ - 3.41
65 8.36
5.93
Total ~~ 100.00 100,00

Note : Based on the answer to i 1 | |
d _the question 1(c) in S -
and Statistical Year Book of Bangladezﬁ, ?gggfle '

APPENDIX - A
Table - 5

Table showing the distribution of workers according
to0 the degree of literacy.

Group (in academic class) Frequency as percentage

1. I to III

2. IV to VI 37. 14
3, VII to Undermatxic 57«14
4., Mkatriec FPass 5.72
5. Intermediate -
Total 100.00

ged on answer to question 1(g) in schedule-I.

Note : Ba



A-Ei‘lﬁi‘ibll, - A

Table Showipe

& e

; 1g 4 i :
according fﬂZMﬁ@h“ algtribution op 2.a.j

s

1er theip Salary ig gde

e Workers

quate or not,
Group
Frequency as
Percentage
1. Yes Nil
i
2. No
100.00
m
Total 100.00
Note :

APFPERDIX « A

Table - 7

Based on answer to question No.2 in schedule -I

Table showing the distribution of L.S.i. workers
according to reasons stuted for considering the

wages as inadequate.

161

Group Freguency as percentage
vtaff workers
Wages inadequate, because ;
. High price level of daily
! ne%esgary commodities. 67.50 57.14
2 ggmﬁiintain ® laree 17.50 14.28
3 Amount of salary is very low 15.00 17.15
inez tendency of _ .
4. gﬁggﬁiiiné power of money 8.57
g £
reasing tendency O
> gﬁgldren educational _ 5 86
ensese
- 100.00 100.00
Total
uestion No.2 in schedule-I
Note : Based oRn answer tg gn S rodule-II.

and question NO.
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AFPENLT Y _ A

Table - 8

Table Showing the distribyi

i - ion of ToSoi'.'o
Workersg according Lo WEE ey the
up the

Y are able to peet
ir basie needs with

their Salary or not.
Group Frequency as
bercentage
1. Yes Nil
2 Ho 100.00
Potal 100,00
cta

i -1
Note : Based on amswer to question No. 3 in schedule
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Table showing the distributior of T.S.l. workers according to number

of days expenditure bear with their salary.

Income groups upto u 3
, u pto upto upto upto upto upto
3 days 6 days P upto upto upto
y 9 days 12 deye 15 days 18 days 21 days 24 days 27 days 30 days
Tk.s 150 to 200 60% 40%
Tk. 200 to 250 41.67% 44.67% 8433% 8.3%%
Tk. 25C to 300 33.35% %3.33%  33.34%
Tk. 300 to 400 14 .20% 14.29% 28.57% 42.86%
Tk. 400 to above 40% 20% 20% 20%
Percentage 2.86%  31.43%  37.14%  20% 5.71% 2.86% 100%
Note : Based on the answer to question No.3 in schedule-I..
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APEBNLIX o p

Table -0
Table Sshowing th

£ ® distribution of T.3.5. workers
according to whether they are able to save something
or not,
Group Frequency as bPercentage
1. TYes Nil
2. No 100,00

Note : Based on answer to question No.4 in gchedule-I
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AFFENDIX o 4
Table - 14
Tab 5 .
acciid?géwigg i distribution of T.eb.iu. workers
whether their Salary is justified or not,

Grou
D Frequency a8 percentage
Yes Nil
No 100.00
Total 100,00
Note :

Based answer to question No.5 in schedule -I
Table - 12
Table showing the distribution of T.B.k. workers

according to reasons stated for congsidering wages
are not justified,

Group 4 Frequency as percentage

Wages are unjustified ; because ;

1. Heavy work load 37.14
2., More risk 14.28
3, liore responsibility 25.71
4. Rough behaviour of supervisors 2.87
5, Ditrimental to health 8,57
6 Cannot s@ay, No response etc. 11.43

100.00
Total

: No.5 in schedule~1
. : swer to questlon
Note : Based an



166
AXEFRENDIX o A
Table -13

Table
acc0rd§ﬁ?wing_th5 distribution of T.s.k X
& O_pge reasons for liking e w?r ers
BLift, & a particular

Group

Nl 7 * n Y
1. First SLiTT Iike, becanse— requency as percentrge

a) Suitable time for work

20,00
b) Gets more Pleasure

8.57
2857

s mta——

2. Second Shift like, because 3

’

a) Time is suitable for health 2.86

~2.86
3. Ist and 2nd shift like, because ;
a) Suitable %ime for work 5.71
b) Time suitable for health 2.86
c) Gets more pleasure 2.86
d)ids it is fixed by the autho-
rity 14.28
e) Heavy pressure of work 2.86
' 28.57

4, All shifts like, because $

a) Gets more pleasure 5.71%
ig it is fixed by the
B) e 1 authority 28.57
c) Willingness to do work .5.71
' 40,00
100,00
Total

i ]
wer to gquestion 11(c) in schedule-I.
j d on ans .
Note & Base
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i g ution vattern of T.S.i.
Orkers accordine T Views as to whether they
like or dislike another g

M€ 80ort of job in the Fill,

Group Frequency
1. Yes 34.28
2. Ho 65.72
Total 100.00
= L
Note ! Based on answer to question 12 in schedule
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: ing % il s
according togthhe distribution of m,y.;

Lot ‘e workers
8n0ther job in the sigy’ T°F liking and aisiining

Group

Prequency ag Percentage

1. Like another Job, because :

a) Through promotion

m 2086
b) To gather experience 11,47
c) Family observation is possi
dg Less Risk £/O651 bk g:gg
e) Over facility in other deptt, 2.86
f) Other Jobs are not detrimental
to health 11.43
34,30
2. Dislkke another job, because &
a) Like this type of job 5.71
b) Does not like other job 11.43
¢) No facility to gather
. technical experience 20,00
d) Absence of similar job
in other department 20,00
e) llore work load in other 5. g
department. .
f) Same salary scale 2.86
g) More facility in this deptt. 2.84
65.70

: 12 in schedule -1
_ answer to question
Note : Based on &
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AFPENDIX o A

Table - 16
Table showi
according

ng the distribution of TeF.hia
transfer f

w rel
to the reasons stated r ; Orke...s.
= or tine
rom one job to anot o liking and disliking

Grou,
oup Frequuency as percentage

1. Like transfer, because :

L]

a) Through promotion

8.57
b) To remove monotony 5.71
c) To gather various job
experience 17.14
d) Family observation is possible 5.71
e) Less risk in other works 2.86
f) Over facility in other deptt. 2.86
~g) Gets more pleasure 2.86
45.71
2. Disiike transfer, because :
a) Likes this type of job | 11.43
b) DLoes not like other job 20.00
¢) TFacility to gather experi?nce 5.71
d) Adjustment problem may arise Z.;;
e) To become unskilled | 8.58
£) Absence of same sort of job .
54 .29
100.00
Total

P

: i dule -I
a on esnswer 1o guestion 14 in schedu
Note =
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Table -17

‘ tion of T
; } . 70 tae degree of feels
loag Physical Wworking Condition,

TR workers
Ng disturb fop

170

Grouyp

Bothereg Bothereg to-'N

ot bothered Total
a lot Some extent gt all
Feel disturp due
to following
reasons;
Noise at
. wo;kplace 8.57 20,00 T1.43 100,00%
b) 0il and ] ;
) Grease 25.71 28.57 45.71 100.00%
Insufficient 0.00%
o) light 5.71 34.29 60.00 10
d} Dash ak 20.00 100.00%
) workplace 14.28 65.72 _
65.72 22.85 100.00%
e) Hot or cold 11.43 .

[ = q UJ.
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Table - 48

Tzble 8hows e : . -

to theifogigﬁgtgieﬁiiﬁriputi9n of workers! according

with Wifferentg iﬁcums grgii.nuve 8% Pramotion or not

Group ;
Irequency as percentage

Incone groups
Vs Tk«.150 %o 200

a) Yes -

b) No 14.28
2. Tk. 200 to 250

a) Yes 11.45

b) No 22.86
% Tk. 250 to 300

a) Yes 8. 57
4. Tke 300 to 350

bh) No -

q.') Yes 2471

b) No 286

a} Yes 8. 57

b) No )
T, Tk. 450-500 2.86

a) Yes )

b) No
8 1k, 500 to 550 2.86

a) Yes -

b) No

100.00
Total

Note

: Bascd on &

er to question 16(B) in Schedule -I
new
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ArrENDIA - A
Table =20
Table showing the d%fggiggpion of TeS.ius

workers according tu/wie tier Lheir supprvisors
kelp them when they face problewm or nob.

Group Frequency as percentage
Yes (Always) 31.43
No. (Never) -
Sometimes 63.57

Total 100,00

Note : Based on the answer to gquestion o. 10 in schedule-I.
abrbhols - A
Table =21
Table showing the distribution of T.5.4. workers

according to their opinion whether their supervisor
work side by side with the workers or not.

Group , Freguency as percentage
Never 5.1
Some times 5636
Total 100,00

Note : Based on the answer to question Ho.28 in schedule-I




AFFENDIX o A

a“coxdinu'tuéi}ﬁirgiizribution of TeS.ise workers
o 6d LD VIieWs Whe bher bradootms
teaders qre honcst or note T Crede-union

Grou
§s) Frequency as percentage
1. Leaders sre honest 97.14
2. Leaders are not honest -
3. No resporse 2.86
Total 1C0.00

Note : Based on the answer to question No. 34 in schedule-I.
acPbnDIX - &
Table-24
Table showing the distribution of T.Seiie

workers according to reasons stated why they
thought the leaders are honest.

Group Frequency as percentage
1. Activities of leader are sincere. 63.57
2. . Leaders attitude are cooperative . 25.71.

; : rkers
Proper judgement of the wor
2e Py demand 2,86
2.86
4, No response.
100.00

~Total

. \V A7 d : -
q.ccd on the ansSwer to question Fo.34 in schedule-I.
Note & Bascd Oh v
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AFFENDIX o A
Table ~ 25

Table showi ibution of 7.8

according to the reason
to work Jointly, =

ng the distr +lie workers
they like or dislike

Urou; ] '
D Frequency as percentage

Like to work Jointly,

because
1. There is a Possibility to get
help from each other 54 .28
2. I get pleasure in group work 8.57
B I feel initiative in group work 8.57
4. There is an epportunity to be
awgire of ones difficulty. 2.86
5. IThere is an opporiunity to consult )
with others 2.37
17.15
Dislike to work jointly, because
1. To avoid disorderness or caos 14.28
2 There is a possibility of becoming 3.57
inattentive _ *
22.85
10C.CO
Tctal

. . DT
Not Daged on the answer to gusstion Hozad dn sehRdak
ote e ¢
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APFIBNUTL o A

Table - 26
Table Showi
according t

D¢ the distribution of T.S..1. workers
Batisfactio

O their views whether they get self
N in performing duties or not.

Group Freguency as percentage
Yes 80,00
NG 20,00
Potal 100.00
Note :

Based on the answer to guestion No.43% in schedule-I



AFEENDI 1

-4

Table -~ 27

Table showi
“llirding to

&¢tving saelr?

ng the distributio
Lea80uS Blated
Satisfaction in

n of T.boﬁ'll Workers
O¢ ¢getting or not
perliorming duties,

Group

Frequency_as.pprcentage

Getling self satisfaction, because

.
[ ]

1e Upportunity for participation
to a great extent in national
welfare, 28.57
2. I am bappy in getting a service 28.57
S there is an opportunity for sclf
engagement in woxrk 14 .28
4. There is an opportunity for
gathering experience 5.71
5 I aw able to meet” some family
- * : 2,86
demandse. 5
80.00
Not getting self satisfaction, becauvse :
1 Heavy workpressure and uneconomic 2.86
2 Impossible to maintain family 2.86
% There is no possibility of promotion  8.57
y .71
4 Ditrimental to health 5
) 20,00
100.00

Total

ﬁote

S

+ Based on +the answer to

*

gquestion Neo.43 in schedule-l.

178
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ARPENDIX - g
Table ~ 1

Comparison of T.u
location 0f their

elie Stafrg according to their
Civilian labour fo

house with the bercentage of
desh by district,

Group T.S.ie gtares Percentage xf
Tequency as percentage of civilian

labour force
in Bangladesh
by district,

1. Rangpur 2.50 7.68

2 Dinajpur 72.50 3.82

3. Bogra = 3.02

4. Rajshahi 2.50 5.69

5e Pabna : - 3.76

6o Mymensingh 5.00 10.09

7. Noakhali 5.00 | 4.13

8. Dacca 5.00 11.26

9. Comilla 5.00 8.08

10. Tangail 2.50 2.71

11. Jamalpur - 0.80

12, Faridpur - 2:2:

13 Chittagong -

14, Chittagong HeT. = , ;fg;

15. Sylhet ‘ A 4:9ﬂ

16,  Khulna : 4.21

17 Jegsore 2.46

18. Kushtia - 5.19

19. Barisal - 1.68

20, Patuakhali =

Based on answer to guestion 1(b) in schedule-II
Note 3 Bas
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Table - 2

T : :
tibtgxsigw%?g fhe distribution of staff according
| *#e and sugar industries of Bangladesh.

Group Prequency ag Sugar industries
percentage in Bangladesh frequency
a8 percentage
1 ° I'.lale 97. 50 98l55
2. Female 2.50 1.45
Total 100.00 100,00

Note : Based on answer to question 1(d) in schedule II
APPENDIX - B |
Table = 3
Table showing the distribution of staff according

to religion in T.S.i. and percentage of religions
people in Bangladesh.

e parasntane ~ relichons peseonubl
in Bangladesh
1. Muslim 87.50 \ 96,03
2., Hindu 12.50 398
3., Christian - 0.51
4, Buddhist - 0.08
Total 100.00 100.00

Based on answer to question 1(3) in schedule II.
Note 3
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APFENDIX - g
Table - 4

Comparison of T.8

- 1 e gtaffs i
E : accordi age with th
Conomically active population for ggng%adesg. the

4ge Group (in years) T.S.i. Workers

Economically

¥requency as percen- active popula-

tage tion in perce-
ntage
20-24 5.00 9.85
25-34 47.50 21.30
35=-44 40,00 19.06
5564 = 8,36
65 - 5.93
Potal 100,00 100,00

Note : Based on ansSwer to question 1(c) in schedule II
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ACFENDIK . g
Table - 5
Table showi

ng the distributi o .
to the degree or literacy. on of staff according

Group (in academic class) Frequency as percentage

T« VI to X (including
undermatiic)

37.50
2. Matriculate 32.50
3« Intermediate 15.00
4. Graduate 12.50

5¢ Technical qualification 2.50

Total 100.00

Note : Based on answer o question 1(h) in schedule-II
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ApPENLIL - B
Table - 6
their mention

Table showing the distribution of T.S.i. gtaffs according to how many days expenditure
are maintained with their salary.

—
Income group upto  upto  upto  upo upto upto  upto upto upto upto
3 days 6 days 9 days 12 dayg 15 days 18 days 21 days 24 days 27 days 30 daye

e

150 to 200 70.00 10.00 20.00

200 to 400 12.50  62.50 25.00

400 to 550 6.25 12.50 50.00 12.50 18.75

550 above 66.67 33.33

Total 17T.50 7.50  32.50  5.00 7450 100,00

Note : Based on answer to question No.5 in schedule-II.
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Table - 7

Table Showing the di
according to agree o

8tribution of T.S.p, staffs
"salary should be j

T disagree with the term

Nereased jin relation to the
Price increasge,
Group Frequency as Percentage
Yes 52.50
No 47.50
0.00
Total L

Note : Based on answer to question N¢i 6 in schedule-II
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Grou
P Frequency as Percentage

1. Like to change one job to another, becauyge
a) To gather various job experience 35,00

b) Absence of overtime duty in other

department. 2.50

c) Scope of promotion in other deptt. 7.50
d) To reduce workload

2.50

e) To reduce monotony 2.50
£) Maltreatment of qualification 2.50
g) lkonetary benefits 2,50
.é-g'—(-)—c-

2. Dislike to change one job to another, because

a) Present job is a technical job 30,00
b) Absence of same sort of job 2.50
¢) Less workload involved in 250
present job . °
d) To do same work in other deptt 5.0
doing
be more experienced in
g E;e present job repeatedly 5.00
45.00
S 100,00
Total

d the answer %o questions No.21 in schedule-II.
Note : Based on



APFERLIX o B

Table - g

Table Showing the digtr ;
according to t bution o

lead physical

186

he degree of ¢ l‘_f ToeSolie staffs
c s €eling disturb for
working condition, &

Group Bothered Bothered Not bothered Total
a lot to some at a1l
extent
Feel disturd due
to following reasons
1. Noise at workplace 22,50 32.50  45.00 100%
2. Insufficient
weight 2.50 15.00 82,50 100%
3. Dust at 10 .50  62.50 100%
work 10.00 .27 Sb | 5
4., Condition of 22.50 35.00 4250 100%
staff room

. -II.
Not Based on the answer to guestion No.22 in schedule
ote 3
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BAEPENDIX o B

Group Prequency as rercentage

1. Like the job

67.50

2. Like the job very much 27,50

3« Don't like the job 5.00
4. Never like the job -
5. Like to some extent the job -

Total 100,00

Note 3 Based on the answer to guestion No.9 in schedule-II,
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N performing their duties orhggtthey feel monotony
Group "
Frequency ag percentage
Y
es 52.50

N

(8] 470 50

Total 100,00

Note : Based on the answer to question No.10 in schedule-II
APPENULX - B
Table =12

Table showing the distribution of T.S.h. gtaffs
according to their views whether their officers
aloways try to give them more workload or not.

Group | Freguency as percentage
Yes : 17.50
82.50
No 5
’ 100,00
Total

Not Based on the answer 10 guestion No.11 in schedule-II.
ote 3 L
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ArroibpIlyg o B
) Stribution of T.s.1.. staff
ceoraing to their v

icws Tegarding whether superior
officers subscribe the Views for extending facilities

broup Frequency as percentage
e 50,00
No 50,00
;otal 100,00
Note Based on the answer to question No.17 in schedule-II,
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ArEnuDIx  _ B

Table - 14

Tavle shows

) Sh0Wing the dig4

accordin e, ribution of T.S.0i.

views Orgngg Ieasons mentioned £ e gtaffs

8 iy - or sub
facilities ubs,rlbing Views for extgigigéng

Group F
recuency ag percentage

vubscribe views, because :

1+ To advocate for Promotion 10,00

2. To advocate for awarding

financizl incentives 5.00

Be To’advocate for quarter facility 25.00

4. kedical facility :2.50
5. Others 7.50
50.00

Did not subscribe, because @

1. Officers think facilities

are equally distributed 17.50

2, Officers do not feel necessary 15.00
3, Officers believe in nepotism

and favouratism 5.00

4. Officers did not take into account 12.50

50,00

"t 100,00

Total

N té « Based on the answer 1o question No.17(a) & (b)
o} in schedule -'IIO
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Table - 15

T,-.

dbl@ Si1- et v A o S
accordigz*%g%%%%%fgistfipution of L.5.h. starfs
WOl - - ol Mhelr supervis

rx together in $lannine t“ei IV%Lors and'they
iy & btoelr future action or

Group Freo
"Tequency as percentage

Yes

No

7C.00
30.00

Note

: Based on the answers to guestion No.16 in schedule-II.

AVFENDIX - B
Table = 16

Table showing the . distribution of T.S.n. gtaffs
i AN ALY . e 4. .
according to; whétThér they receive oriticism from

their supervisors or not.

Group Frequency as percentage

Always

Sometimes

Never

-

27.50
72.50

Note 3

e
Baseéd on the answer to question No.14 in schedule-II.
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APPENDIX -¢
INDUSTRIAL Rupuqr o
SLATLT Qi LaaCTlCES 4] ;
A T OF THAKURGOAN SUGAR KILLS LTD.
SCHEDULYE o T _ po.. o
“ 1 £2£_MOPK3£§ (i.€, Biye Collar VWorkers)
1.a3 Name of the reg
: bondent : b) aggre : :
) Ee51g§ation P oe) Salary : f) hgiizgoﬁ ?) =6
& ~ducational gualificution h) sex : .
2. Do
Wh

y

ygu think your salary ig adequﬁte ?

3. Do you able to meet Up_your basic needs with th
(i.e. need for food, clothin with the salary ?

] g and shelter)
If yes, How and what is the percentage ?

4. Do you efford to save some money for future cut of your
salary ?

Yes/No
If yes, what is the percentage ? :

5. Lo you think your salary is reasonable in relation to your
responsibilities and duties % Yes/No
Why 7

6. Are you satisfied with the salary determined by New
National Pay Commission ? : Yes/No
Why ?

To How had you been selected for your job ?

i ' ibiliti ) job explained
« Were the duties and resp0381b11lyles of your jo :
° to you clearly when you first joined your duties 7
Yes/lo/Uncertain

¢ 1 s enefits clearly defined
9. zere thi salary, terms and others bene y fon /o
o you ?

o fi pervisor when you face
10+ Do you 5it - Belp from JouT uper Yes/Wo/Sometimes
any p:F'OD em !

" . . n o ? Time,
R N there in the season period %
H : snifes are there
11.How many .

p) How are the shifts selected for a worker 7

Why ?
c) Which shift you like best ? YhZ/NO
12 Db you like other jobs of the same level 7 e
. F. : ? vhy ?
13.Which part of your duty you like best :
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14. Do

you like
kg transfer frop °ne job to another ?

Yes/No
15.How much are
you affe
the things listed beloy ¢ ~* U0LNE your job by each of

g) Others, if any

. Bothereq a lot Bothered to Not bothered
, -— Bome extent  at all

ag Noise _ S

b) Oil or Greasge - - -

c) Lighting - - =

d) Dust - - -

eg Hot or cold % - -

f) Accommodation - - =

16. is there any scope of promotion f
if yes, what type of ? or you ¥

<
]
42}
~
=
(=]

b) Did you get any promotion throughout your service
career 7

: — Y
Description of promotion : s

17. Is there any opportunity of over time duty ? Yes/No

18, How is it distributed ¥

19. What types of additional facilities are available here?
a) Children education : b) Provident fund : c¢) Medical
facility : d) transport : e) Canteen : f) Rationing

g) Bonus : h) Others : 2

-~

20., Is there any medical centre ? Yes/No

21. What is the condition of medical centre ? _
a) Number of doctor : b) Availability of medicine
¢) Quality of service :-

22. Ié there any school sponsored by the Mill for th§ o
children of workers ? o es#No
If yes, what is the condition of it 7

2%. Is there any canteen within the campus? Yes/No

: £ tiffin ?
24, What is tﬁ: §£§§eh2gh. b) Price is slight high. c) Price N
i izlzgasonable d) Price is slight low. e) Erice is very lo

s there any prayer room within the mill campus ? Yes/No
S

. If yes, hovw much time 1is permitted for prayer ?
?



26,

27,
28,

29,

30,

31,

32.

335
34.

35.

364

5T«
58

39

40.

41.

42.

43.
44.

Do you get cag

. ual -
How ang for what tiiiv% ‘ Yes /o
Do you get re
nuneration agai "
oes €21n8t thig leave 9 Yes/No

your supervisgor

Always/ﬂever/sometime:?rk 8ide by side with you ?

W .
authority 7 =~ o ord ITom your supervisor or mi1l
Description of reward : Yes/No

*

Does your supervisor talk
Always/Never/Some times. with you regarding your fault ?

Is there any housing facility provided by the authority?

How is it distributed ? | Yes/No

How many workers avail this housing facility?

Is there any trade-union ? Yes/No

gg you think that the trade-union leaders are honest ? Yes/No
y ¢ ’

Do you able to discuss directly with the leaders regarding
your problem? : Yes/No

Do you feel that the trade—~union is effective in
setiling disputes 7 Yes/No

What is your opinion about the leaders ?

Do you think that the trade-union leaders possess all
the required qualities 7 Yes/No

Do you get any financial help at the time of need from
the mill authority 7 Yes/No

ini 113 ? Yes/No
e any training facility for jhe employees
%? ;22? wheie and what is the method of training ?

Do you think that the unfavourable conditions Ofyy0$§
wori are possible to remove ? es/No

why and how 7 .
i ing your work collectively with
ou find pleasure in do o
£2u§ colleagues Yes/No? ; y/No
Do you get self satisfaction in performing your duties es
o]

?
opinion about your colleagues _
nat 1o yORE ¥ Investigator
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INDUSTRIAL KELATIONS b,

NS FRACTICES 0 pparim .

| » . BINa) BUR O OF THAKURGAON SUGAR MILLS LTD.
SCHEDULE ~II - Pop Staffs (1.e
1. (a) Name of the
(e) Designation,
qualification

+ white collar workers ):

respondent, (v) A&dress (c)
) ( : Age, (d) sex
(f? Palary : (g) Religion (h) Eéucationai

2. Do you think

your salar
f no, why 7 3 48

adequate : Yes/No

3+ Do you think that sal

aries are uniform in relatio
responsibilities pexrf ) e

: ormed by different staff :
JOb in the organisation ? aff of a similar

4. Is there any instance that g

Junior colleague gets more
salary than the senior in thi i

T MALS : 8 organisation ? Yes/No
If yes, which deppartment ang why ?

5. Do you think your salary is sufficient to mee

, t up your
basic needs (e.g. needs of food, clothing and shelter,etc. )
If not, what is the percentage ? Yes/No

6. Do you agree that the salary should be increased in relation
to the price increase 7

Yes/No
why 7 _ |
7. Do you think the rate of salary fixed by the wage commission
is good for you ? Yes/No
why ?
8. Is there any opportunity for your advancement isYﬁﬁ}ﬁo
organisation 7

i hold :
es, state the probable position you can
’%3 %idyyoa get any prowotion throughout the space of your
service career ? _

j Yes/No
Do you ke vour 3o bon'+ i V i /Like ti éome extent.
9 Likz/Like very much/Don't like/Never like i _
10. Do you feel monotony in_performing your duties ? Yes/No
Does your officer always try to give more work-load ? Yes/No
11. o
1f yes, why 7

the duties and responsibilities of your job explained
Were

i ioined your duties ?
to you clearly when you first jo Y Yes/No/Uncertain

12.
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13. Did you kno

W yo B
to this org i

nedi i
anisation 5 ate superior before assuming duties

1f yes, what Was the gource ° Yes/No
14. Did you receive critj
1cism of your work f
rom your s
why ? y uperior ?

Always/Sonetines/Never

15. List the type of fringe
. b g i
staff of this ores _Bgtiozngfits that are available to the
(a)’ b) , (c)r d)' (e), (£).

-

16, Do your’supervisér and '
ou w z i i
future work &ssicnment % work together in Planning your

17 yes, why ? Yes/No

17. Does your superior officer s

e ubscribe th
further training and ex e views of your

tend facilities for this objectime ?
~ Yes/No

(a) If yes, specifically mention
{b) If no, why ?

18s Do you feel free to talk with your colleagues regarding any
problems ? Yes/No
If no, why ?
19, Do you think your colleagues are co-operative minded ?
Yes/No
20, Do your colleagues whisper against the higher officers
frequently ? ' Yes/No
why ¥
Wou i to chance one job to another from time to time ?
21. ¥Would you like to chang J Yes /No
why ?

2. How much are yow bcthered on your job by each of the Yhings

s (check each one): ]
listedfgaézzed ; 1ot Bothered to some  Not bothered

extent at all

(a2) Noise
b) Lighting
c) Dust " oz
' londitions :
(¢) g%g%% room{accommodatlon)

I "there any opportunity for overtime duty 7 Yes/No
D: ou think, overtime works are distributed wit%gg?mgias ?
y )
If no, why ? _
ditions concerning your
ink there are some con 3
25. Pgbyggazhzould be improved 7 Yes/

why and how ?

23.
24.

Investigator
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LONS braCTICss o
e L3 OF THAKURGAON SUi.b oo
DINAJ EUR HAXKURGAON SUGAR KILLS LTD.

SCHBLULE —TIT (For Ufficers)

1.

2.
3.
4.

Se

8.
9.
10.

11.

2.
12.
14.

15.

gag tame of the respondent (b) Address

d) Sex : (e) Designation 3 (f) SalaTy g 2 (e) Age :
Lo you think your salar
I‘eBponSibility ? ary is adequate in 'l:erms of your
why ? Yes/No
Uo you %

?ink your salary is sufficient to meet u

needs ? (e.g. needs of food, clothing, shelter,et

. P ¥our basgic
If not, what percentage not meet % o

Yes/No

Can you satisfy your secondary needs
needs) with thie salary 7 (e.g. social and other

why 7 Yes/No

20 you think the salary fixed by the wage commission is
good for you ? Yes/No
why %

Do you get real enjoyment in performing your job ? Yes/No

why ?

Do you feel free to discuss departmental problems with
your Boss 7 Yos /No

why ?

Do you think that the employees are always aggresive
towards administration in getting their demands fulfilled ?
why 7 Yes/No

Is there any trade union in your organisation ? Yes/No

Do the workers come to you individually or collectively

through the Union regarding their problems ? Yes/No
‘ : : : i saders always support
think that the trade union lea .
Eﬁeyggrkers cause in the bargalning table 7 Yes/HNo
why ?
How do you deal with the issues brought by the trade union
leaders

ni Lo rg o0f your zone
Do 3 +t the trade union Logders 0
Dgsgggstiigkrzgaired gualities of a leader ? Yes/No
P )]

hat the trade union of your Mill is active

you think ¥ astrial conflicts 7 Yes/No

in settling ind |
urrence of lock=-out in your organisation :Yes/No

s ['e] 3 s H
%22; ?he oc Cause_* Solution
##
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164 List the occurrence

of stri i
If yes ¢+ Ysar S poorike in your organisation :Yes/t
If ~ W32 S 1 Pies/llo
not, was there any violence : Yer;QJHQQB
d =3

Cause Solution
17+ What type of previls e S ; .
organisation 7 ag are available to the officers of this

(a) Bonus, (b) Club, (c) Tra 3
ot 4 ! nsportation faciliti
official use/private use, (d) Cafcteriam end ?2)fg€hers.
18. %s g?eeg any medical centre for the benefit of the officers?®
smily :
If yes, what is the form of it % YasyXo

(2) Number of doctor, (b) Stock of medicine and (¢) Nature
of treatwent.

19. Is there any school for the children of the employees
including the officers which is sponsored by this o7ganisation ?
Yes/No
If yes, where 7
204

Is there,any scope of recreational activities for the members
of the officers® family 7

(a) Sports (yearly), (o) Cultural function and (c¢) Others.,

2%, 1s the planning of your organisation chalked out by the

participation of all officers ? Yes/No
why 7
- - R i e o 2
D il to work side by side with the subordinates
224 ggyygu LS Yes/No
2%, Are sll officers provided with housing 7 Yes /No

If no, what is the percentage of housing accommodation ?

24, Does your superior oificer like to censult w%th yeu
) rarding your short~comings in performance f e
Hec Always/Never/Some times.

25, Did you ever get reward from the organisation fa%éz?ﬁg
* petter performance v
gfhyes,rwhat type of reward ?

: u get the chance to0 express your gwn OPiniO%gﬁagﬁnr
2. gzo%iemgthat arises from time to time

If no, why )
© that the ianaging Committee/Board of DArcotond
n

> , : . the company policy
sult you vefore formulating th P Yes/No

27, Do you thi
should con
1f yes, why



30,

31

199

Yo youw have any opportunity for promotion %

Ies/No
Lid you?get any promotion throughout your service
career '
{f yes, what is the extent ? Yes/No

1s there any opportunity for further traini 5
within the organisation or outside ? Hg el ther

Yes /No
Do you think that the major decisions of this organisation
should be taken by the prior consultation with the workers ?
If yes, why ? Yes/No

Investizator

RajshahiU niversity I:aibmw
Documentﬂtion SeCtmlzﬂl
Dommmntﬂmgﬁa. 3
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