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Chapter 1 

1.1 Introduction 

Entrepreneurship is that capacity in an individual to innovate. It involves a 

whole range of aptitudes like capacity to bear risks, to forecast prospects of enterprise, 

confidence and competence in meeting unforeseen and adverse situation. An 

entrepreneur promotes a new venture, raises the where withal for it, assembles various 

factors of production and sets the business going. Hence economic development 

depends much upon entrepreneurship are directly related for it is the entrepreneur who 

establish industrial units. For any country industrialisation should be a natural 

process. In India both the state and the centralisation is on a few core areas in large 

scale sector. The medium and small scale sectors have not grown to the level expected 

due to the absence of dedicated entrepreneurs. Hence the government has assumed the 

responsibility of identification and promotion of entrepreneurs.  

1.2 Need for development of entrepreneurship in India 

 Accelerating the rate of economic development. 

 Achieving the objective of balanced regional development by providing broad 

base to the industrial development. 

 Solving the problem of unemployment to some extent. 

 Directing available resources towards non-traditional areas of investment. 

The unorganised sector plays a pivotal role in Indian economy. More than 

90% of the workforce and at about 50% of the national product are accounted for by 

the informal economy, a high rate of socially and economically underprivileged 

sections of the society are concentrated in the informal economic activities. The high 

level of growth of the Indian economy during the past 20 years is accompanied by 

increasing informalisation. There are symptoms of growing inter linkages between 

informal and formal economic activities. There has been new dynamism of the 

informal economy in terms of output, employment and earnings. Faster and inclusive 

growth needs special attention to informal economy. Sustaining high levels of growth 

are also intertwined with improving domestic demand of those engaged in informal 

economy and addressing the needs of the sector in terms of credit, skills, technology, 

marketing and infrastructure. 
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The terms unorganised and informal sector are often used interchangeably. 

The informal sector may be broadly characterized as consisting of units engaged in 

the production of goods or services with the primary objective of generation of 

employment and incomes to the persons. An extremely high percentage of India’s 

workforce is estimated to be employed in the unorganised sector. Informal labour has 

indifference instantaneous been viewed as labour engaged in urban small scale 

enterprises as self-employment labour engaged in “traditional activities” as wholly 

unskilled labour and as labour whose use is not subject to any rules or regulations. But 

none of this has any sound conceptual foundation. Informality doesn’t imply a 

particular mode or location of labour use. Informal labour can be in self-employment, 

casual wage employment and in regular wage employment, just as it can be an urban 

as well as in rural areas. There is little reason to think that unorganised labour must be 

confined to traditional and modern activities. We do not need to assume that informal 

labour is unskilled, but we need only to recognise that its skills are acquired outside 

the formal education system. All the more in the context of neo-liberal economic 

policies of hire and fire where an organised sectors, it is getting informational through 

contractualization, casualization and outsourcing of labour. There are workers who 

are equally educated and skilled, work better in so many organised sectors. 

 Indian economies characterised by the existence of a vast majority of 

unorganised labour employment. As per the economic survey 2007-08, over 93% of 

Indian workforce are self-employment and employment in unorganized sector. The 

ministry of labour, government of India is classified the unorganised  labour course to 

four groups in terms of occupation, in terms of nature of employment, in terms of 

special distressed categories and in terms of service categories. 

1. In terms of occupation: Small and marginal farmers, landless agricultural 

labours, fisherman, animal husbandry, beedi rolling, labelling and packing, 

building construction workers, local workers, weavers, artisans, salt workers, 

workers in brick industries and stone quarries, workers in sawmills, oil mills 

comes under this categories. 

2. In terms of employment: Bonded labours, migrant workers, contract and 

casual labourers come under this category. 
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3. In terms of special distressed category: Toddy tappers, scavengers, carriers 

of head loads, animal driven vehicle drivers, loaders and unloaders are come 

under this category. 

4. In terms of service categories: Midnights, domestic workers, barbers, 

fisherman and women, vegetables and fruit vendors comes under this 

category. 

The availability of statistical information on intensity and accuracy of 

unorganised sector are very significant. The percentage of unorganised workers is 

significantly high in agriculture activities, building and construction activities and 

home based activities. According to economic survey 2007-08 agricultural workers 

constitutes the largest segment of workers in the unorganized sector. The latest report 

on national sample survey organisation disclosed the fact that by May 2011 the casual 

workers in India between 2004-2005 and 2009-2010 compared to that of period 

between 1999 -2000 and 2004 -2005 clearly shows that there is a significant increase 

in the number of casual workers and decrease in the number of regular workers. This 

report shows a substantial shift between 1999-2000 and in force which can be divided 

into self-employed, regular and casual workers. 

1.3 Unorganised sector have no social security 

No doubt the informal sector is not a separate and closed circuit of work and 

labour. There is an interaction between formal and informal sectors and dependence 

of the later on formal and even its subordination to it. With the new liberal economic 

policy there is a wide spread in informalisation of the formal sector through 

downsizing casualization and contractualization. In other words capitalist become 

richer and richer by squeezing the lifeblood of the working force. Workers in the 

unorganised sectors, unlike their counter parts in the organised sector have no social 

security, little negotiating power in terms of choice of work are often unskilled and 

work in poor conditions. However, the unorganised sector is extremely complex and 

there are wide differences in nature of work, employer- employee relation, wage 

levels, degree of informality size of enterprise and skill of across the sector. On the 

one hand there are tribal communities who collect forest produce for a contractor and 

on the other hand there are piece rate workers who do not have direct employee 
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relationship. Similarly, a stone cutter or quarry worker are does not have a direct 

employer who would be responsible for workers benefits. 

The first national commission on labour defined unorganised sector as “That 

part of the workforce who have not been able to organise in pursuance of a common 

objective because of constraints such as casual nature of employment, ignorance and 

literacy, small size of establishments with low capital investment per person 

employed, scattered nature of establishments and superior strength of the employer 

operating singly or in combination.” The second commission of labour recognizes 

several characteristics of the enterprises and employment in the informal sector which 

makes workers in this sector extremely vulnerable. It also mention that decline in 

direct employment an increase in trend to recruit workers through contractors as 

specially variable in areas of home based workers. 

1.4 Contribution of the unorganised sector 

Dominance of informal employment has been one of the central features of 

labour market scenario in India. Though the unorganised sector employs the majority 

of the workforce, its economic contribution is often neglected. The international 

labour organisation report “Decent work and the informal economy 2002 “states that 

the informal economy contributes to economic growth in atleast two ways. 

Firstly, the output and low wages of informal workers assist the growth of industries 

in many countries. Secondly, the output of informal enterprise also contributes to 

economic growth.  

The national council of applied economic research calculated that the 

organised sector generated 62% of GDP, 50% gross national savings and 40% of 

national exports (chen-et-al 2001). 

But conditions of workers who create such an amount of GDP are absent 

though there are many labour laws in India are genetic enough to apply to 

unorganised sector, these are rarely followed. The majority workers working in the 

unorganised sector are unaware and consider the loss is not relevant to this situation. 
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As per the latest estimation of the subcommittee of the national commission 

for enterprise in the unorganised sector, the contribution to unorganised sector to GDP 

is about 50% (NEEUS 2008). This national level pattern of unorganised sector 

workers occupying 90% of works is almost more in case of the prominent states in the 

country. The issues regarding the sector is largely country specific and its many 

manifestation are too been viewed and analysed in that context. Some of the most 

important points to our study are working conditions, earnings, labour rights and 

safety conditions of work. The majority of the Sengupta Committee reports 

highlights that about 90% to 93% of work force would be employed in the 

unorganised sector by 2017. This clearly indicates that the contribution of the 

unorganised workers to the Indian economy is more significance. Hence there is an 

urgent need to study the problems of unorganised workers. 

The national commission for enterprises in the unorganised sector headed by 

Prof. Arjun Sengupta appointed by the union government in September 2004 to make 

recommendations to improve the working conditions of workers in the unorganised 

sector. According to this commission, almost the entire sector in India can be 

characterized as informal, while 80% of the workers in uniform sector, 90% of the 

poorer or casual workers and almost 75% of the self-employed are poor. An analysis 

among informal workers shows that almost 98-99% of those engaged in agriculture, 

construction and trade works are illiterate. Among other sector 90% of the 

unorganised workforce is found to be illiterate. The 2007 report of the national 

commission for enterprise in the unorganised workforce is that Indian agriculture is 

feminized with 73% women being associated with agriculture compared to 52% of 

men. 

1.5 Compensation role in unorganised sector 

According to national council for enterprise in unorganised sector report 2007, 

92% of the total workforces are part of the unorganised sector. According to NSS 64th 

round table (2004-2005) out of the total estimated workforce of 457.5 million workers 

148 million are women (38%), out of the total female workforce of 148 million 96% 

of the female workers are in unorganised sector making a overwhelming proportion of 

women workers is low paid, unskilled jobs, works in unorganised sector unlike their 

counterpart in the organised sector have little or no worst conditions. However 
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unorganised sector is extremely complex and there are wide differences in nature of 

work, industrial relation, levels of wage, degree of informality, size of enterprise and 

skill across the sector, on the other hand tribal communities who collect forests 

produces for a contractor and on the other hand there are stone cutters in quarries or 

piece rate workers who do not have direct employer – employee relationship. 

In the abilities of the employee have been developed to meet job requirements, 

it is appropriate that they may be equitably compensated for their contributions.  The 

factors effecting in the determination of equitable compensation are varied and 

complex and management must come to concrete decision regarding basic wage or 

salary. To motivate improved performance on the job many systems of variable 

compensation have been devised and finally organisation have been developed 

number of ways are providing additional compensation to the workers. Compensation 

is a systematic approach for providing monitory value to employees in exchange of 

work. Compensation may achieve several purposes in asserting in recruitment, 

performance appraisal and job satisfaction. Morale and job satisfaction are affecting 

by compensation. Compensation may also be used as a reward for exceptional job 

performance. In the nutshell we can say that workers compensations refer to all forms 

of rewards to employees and arising from their employment. Compensation includes 

direct cash payments, indirect payments in the form of benefit and incentives to 

motivate employees to strive for higher levels of productivity. Compensation is 

affected by factors like labour market, collective bargaining, government regulation 

and top management philosophy etc. 

Compensation management is the process of establishing and maintains an 

equitable cost structure. It involves job evaluation, wage and salary survey, profit 

sharing and control of cost of labour. The fundamental purpose of compensation 

management is to establishment and maintains an equitable reward system, and also 

maintenance of an optimal balancing of conflicting personnel interest to maximise the 

satisfaction of employees and minimisation of conflicts. Compensation management 

is consistent with the financial aspects of needs, motivation and rewards. Hence it is at 

most concern of the managers or the proprietors to analyse and interpret the needs of 

their employees, so that reward can be individually design to satisfy their needs. 
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From individual point of view compensation is a major source of purchasing 

power and it determines the social status and prestige in the society. From enterprise 

point of view compensation is a crucial element in the cost of production which is 

expected to permit adequate profit leads to expansion of the enterprise. From the 

national point of view – dissatisfaction of work force hampers equitable distribution 

of aggregate real income among various group involved. In layman point of view the 

word compensation means something inclusive of money or any reward. Reward 

means something given or received in re-compensate for worthy behaviour in the 

organisation. An incentive program is to attract workers attention and stimulates them 

to work. An incentive program is most frequently built on monetary rewards and a 

variety of non – monetary rewards. The term reward has been used both in the 

restricted sense of the participation and widest sense of financial motivation. But, 

reward implies the increased willingness to work. Hence both compensation and 

reward have the same objectives. Since the percentage of workers work in the 

unorganised sector is remarkable the role of compensation management is crucial. 

The major role of compensation management is to: 

a. equity 

b. efficiency 

c. macro- economic stability 

d. efficient allocation of labour in the labour market  

e. acquisition of skilled personnel  

f. retain current employees 

g. reward desired behaviour 

1.6 Statement of the problem 

Unfortunately workers compensation becomes a battle of ground between 

employees and employers. The winning strategy for workers compensation in 

unorganised sector is to prevent absenteeism, employee’s injuries through pro-active 

and preventive management beginning with zero absenteeism and injury philosophy 

and culture. The workers compensation system exists to protect the rights of injured 

employees and their employers alike. Workers compensation does not have to be a 

zero sum game with winners and losers but it can be win-win game achieved by 

neutralizing the negative aspects. 
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In every organisation it is important to make workers compensation a team 

spirit but not an individual spirit. It takes team effort to win at workers compensation. 

It is evident through field visit and pilot study, working condition of workers in stone 

crushing industries is pathetic. Moreover compensation is paltry, accidents are very 

frequent, safety and security of the employees is negligible. The safety organisation is 

the most efficient although trade-off between safety and cost may occur. Management 

needs to establish safety and security as core value of the organisation. 

1.7 Review of literature 

The researcher has carried out review of literature relating to the compensation 

management at micro and macro levels. As compensation place a pivotal role in the 

organisation, the researcher has made an attempt to review literature of the studies in 

compensation management conducted by the individual and the organisation across 

the world. The literature survey was conducted mainly to identify the gap of the 

research carried out so far, several authors and institutions have conducted study 

pertaining to compensation management. A brief overview of the existing literature is 

as follows: 

1. Keith Heart 1971 highlighted that landscape of the unorganized sector 

becomes synonymous with the landscape of unregulated, poorly skilled and 

low paid workers. 

2. NCEUS – National Commission for Enterprise the Unorganised Sector 

(2007) explains that the country is currently a state of informalisation of the 

formal sector, where the entire increase in the employment in the organised 

sector has been informal in nature from 1999-2005. 

3. DB Squared, LIC, 2829 MCKEE circle – suite 119, Fayetteville, AR72703, 

USA 2001 explains that committed and ambitious employee acquisition and 

retention begins with compensation management. They have also opined that 

best in class compensation management requires comprehensive and 

systematic understanding of external factors like employee’s data, job analysis 

and descriptions. 

4. David Recordo 1817 says that labours are paid to enable them to substitute 

and perpetuate the rate without increase. Wage theory according to him based 
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on the assumption that if the workers paid more than subsistence wage, their 

numbers would increase as they would procreate more and this would bring 

down the rate of wages. If the wages fall below the subsistence level, the 

number of workers would decrease as many would die anger malnutrition’s 

disease and many would not marry, when that happens the wage rate would go 

up. 

5. Adam Smith 1790 highlighted that wages are paid out of a predestined fund 

of wealth which lay surplus with wealthy persons, this could be utilized for 

employing labours for work, the demand for labourers and the wages that 

could be paid them were determined by the size of the fund.  

6. Carl Marks opined that the labourer was not paid in proportion to the time 

spent on work but much less, and the surplus went over, to be utilized for 

paying for other expenses. 

7. Francis A Walkers identified that there were four factors of production viz, 

land, labour, capital and enterprise. Wages represent the amount of value 

created in the production which remains after payment has been made for all 

these factors of production. In short, labour is the residual claimants. 

8. John Bats Clark and Pillips Henry Wicksted highlighted that wages are 

based upon an entrepreneur’s estimate of the value that will probably be 

produced by the marginal workers. Consequently workers are paid what they 

are economically worth. The result of this is that the employer has not paid a 

large share of profit to the non- marginal workers. 

9. John Davidson argued that wages are determined by the relative bargaining 

powers of workers, and of employers when a trade union is involved. Basic 

wages, fringe benefits, job differentials and individual differences tend to be 

determined by the relative strength of the organisation and the trade union. 

10. Marsh and Simon et al. have presented their views of wages and salary on 

the basis of the employee’s acceptance of wage level and the internal wage 

structure etc. 

11.  Payment of wages Act 1936, the object of the act is to ensure regular and 

prompt payment of wages and to prevent unauthorised deduction and arbitrary 

fines from wages. 
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12. Equal remuneration Act 1976, the main purpose of this Act is to prevent 

discrimination in payment of wages on the basis of sex. The employer is 

supposed to pay equal pay for equal work without differentiating on the basis 

of sex.                                                 

13. Burack and Smith have opines that an incentive scheme is a program to 

motivate individual or group performance. It is most frequently built on 

monetary rewards and also includes several of non- monetary rewards. 

14. French, observed that an incentive system has a limited meaning that excludes 

many kinds of inducement offered to people to perform work or beyond 

acceptable standards, but it does not includes wage and salary payments and 

merit payments. 

15. Leena agashe highlighted that compensation is the form of payment directly 

linked with goals achieved, and it act as performance enhance as it keeps 

employees aware and alert of their responsibility. 

16. Abhay N Rao explains salaries form a big chunk of fixed cost and linked 

these with result and targets ensures that the companies can be in controlled of 

situation as they pay according to performance. 

17. J Kalyana Raman says that compensation system is deployed to enhance 

productivity of workforce by acting as a differentiating factor. From an 

organisation perspective, the variable pays allows directing individuals 

towards the short term goals of the company, from an employee perspective, 

variable salary system intensifies his performance and gives him an 

opportunity to get recognised for his initiative. 

18. Indrakumar reveals that the idea is to retain the top and exceptional talent 

available with the company by giving them additional incentives and increased 

salaries them offered in the market. The variable component in the salary 

helps achieve this target. 

19. Robert Good observed that if an employee selects the wrong benefits 

package, the motivational purpose for the company is defected. Moreover, 

even just a few bad choices can put the company severe risk. 
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20. ILO- International Labour Organisation highlights incentives as payment 

by result. The emphasising point of motivation is that the importing of 

incentives to workers for higher production and productivity. 

21. E. A. Winning highlighted that motivation comes from within only when a 

manager think that management can do is to provide an atmosphere in which 

the individual can be motivated. 

22. Bureau of Labour Statistics USA, says that job evaluation is to determine 

the position in the job hierarchy, Job evaluation may be achieved through the 

assignment of systematic methods for essential job requirements like skill, 

experience and responsibility. 

23. Kimball and Kimball, analyse that job evaluation is the process of 

determining the relativity of every job in plant determine the basic wage for 

such a job. 

24. Wendal French evaluates that job evaluation is a process of determining the 

worth of the various jobs within the organisation, so that differential wages to 

jobs of different worth. The relative worth of job means value produced 

factors as responsibilities, skill, efforts and working conditions. 

25. Tripartee committee on fair wage set out the key concepts of the living 

wage, minimum wages and fair wage, besides setting out guidelines for wage 

fixation. According to this committee the state shall in particular direct its 

policy towards securing that the citizen men and women equally shall have the 

right to an adequate livelihood that there is equal work for both men and 

women. 

26. Halsey observes that wage matters naturally settle down to an easy going pays 

in which the workmen have little interest in their work and the employee pays 

extravagantly for is product. 

27. F.W Taylor opines that men are paid according to the position which they 

acquire and not according to their character, energy, skill and reliability. 
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1.8 Research Gap 

The literature survey conducted could help to identify the research gap. Most 

of the studies which have been carried out previously could focus on compensation 

management of organised sector. Here the compensation with regards to unorganised 

sector with a special reference to stone crushing industries has not been focused in 

the earlier studies. Therefore the researcher has made an attempt to study 

compensation management in unorganised sector keeping in view the management 

of compensation of stone crushing industries in Mandya district. 

1.9 Need for the study 

Government of India identified small scale sector as a priority sector and has 

announcing policies of its sustainable growth. For any development a systematic and 

realistic planning is essential for micro-industry, especially the development of 

unorganised sector. Indian economy is characterised by the existence of a vast 

majority of unorganised labour employment. As per the economic survey 2007-08, 

92-95% of India’s workforce includes the self-employed and employed in 

unorganized sector. The ministry of labour government of India has categorised the 

unorganised sector under four groups:- 

a. In terms of occupation 

b. Nature of employment  

c. Distressed categories  

d. In terms of service categories 

In addition to the above four categories there are a large number of 

unorganised labour force like cobblers, Scavengers, lady tailors, rickshaw pullers, 

auto drivers, carpenters, power workers and urban poor. As per national sample 

survey organisation, 30 million workers in India are constantly on the move and 26 

million women workforce has been added in the labour market for the year 2000 

onwards. On the more, every day 13000 Indians turn 60 years and they are expected 

to live another average of 17 years. Unfortunately only 10% of Indians save for old 

age. Tragedy is that existing social security legislation cover only 8% of total 
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workforce of 459 in India. Predominance of informal employment has been one of the 

central features of labour market in India, while the other contributors’ only half of 

the GDP of the country. It is estimated that 93.5% of the labour force will be 

employed in the unorganised sector by the end of 12th five year plan. The Prof. Arjun 

Sengupta Committee report shows an estimated 93% of the workforce would be 

employed in the unorganised sector by the 2017. 

The national council of applied economics research calculated that the 

unorganised sector generate about 62% of GDP. Numerous legislations have come to 

regulate the conditions of work and to create social security for the workers of the 

organised sector, but very few of them extend their scope to the unorganised sector. 

Equal remuneration act 1976 amended in 1987 stipulates in section 4 that, 

 It provides for the payment of equal remuneration to men and women workers 

for same work or work of a similar nature. 

 It also prohibits discrimination while recruiting men and women workers. 

It is in this regard that there is an urgent need for the study of compensation 

management in the unorganised sector. Government has identified small scale as a 

priority sector and has been announcing policies for its sustained growth. For any 

development a systematic and realistic planning is essential for development of any 

industries. 

Mandya district consists of seven taluks namely Mandya, Maddur, Malavalli, 

Nagamangala, Srirangapatna, Pandavapura and K.R. Pet. The district has potential for 

266 roads, 3500 crores for investment in large and medium scale industries during 

next 5 years. Around 50000 people will get employment opportunity. The following 

potential sectors have been identified for the investment opportunities in the district. 

They are, 

1. Textile 

2. Construction materials 

3. Engineering and machine tools 

4. Tourism infrastructure  

5. Coir 

6. Power generation 
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The present study focuses on the opportunities and challenges of stone 

crushing industries in Mandya district. 

1.10 Scope of the study 

Unorganised sector is a labour intensive industry. Informal labour has in 

different instance been viewed as labour engaged in urban small scale enterprises, as 

self-employment, as labour engaged in traditional activities, as wholly unskilled 

labour and as labour whose use is not subject to any rules. But none of this has any 

sound empirical foundation. Informality does not imply a particular location of labour 

use. Informal labour can be in self-employment, casual wage employment and regular 

wage employment just as, it can be in urban as well as in rural areas. We do not need 

to assume that informal labour is unskilled but only need to recognise skill and all the 

more in the context of the neo liberal economic policies of hire and fire where the 

organised sector itself is getting informalised through contractualization, 

Casualization and Outsourcing of labour. 

Compensation is a reward for the worker to work better and to join hands in 

the production process to strengthen the productivity and in term of help to earn more 

profit. The alarming expansion of informal sector in recent times has adversely 

affected employment and income security program. In our global cities like 

Bengaluru, Kolkata, Chennai, Mumbai etc. which are being showcased as the new 

faces of an affluent and vibrant India. There are lakhs of people who rely on manual 

labour for their own livelihood. The housemaid, security guard, construction workers, 

stone crushing quarry workers etc., have a very different story to tell. Their 

compensation have not grown at the strength of their employers indeed adjusted for 

inflation, their incomes have after fallen over last 2.5 decades, driving them into 

deeper poverty. 

Further the informal sector is characterized by excessive seasonal 

employment, preponderance casual and contractual employment, a typical production 

organisation and work relations. Absence of social security measures and welfare 

legislation, negotiation of social standards and workers rates, deny of minimum wages 

etc. Poor human capital base like education skill and training lower mobilization 

status of the workforce further added to the vulnerability and weaken the bargaining 
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strength of unorganised sector. Thus the sector has become a competitive and low cost 

device to observe labour, which cannot be observed essentially, whereas any attempts 

to regulate and bring it into more effective legal and institutional framework is 

perceived to be impairing the labour observing capacity of the sector. 

Globalization and resultant re-organisation of production change led to a 

situation where production system are becoming increasingly a typical and 

nonstandard involving flexible labour force engaged in temporary and part time 

employment which is seen largely as a measure adopted by the employers to reduce 

labour cost in terms of job security and social protection as they are derived any of the 

social protection measures stipulated in the existing labour legislation. The 

insecurities and vulnerabilities of the modern unorganised sector labour are on the 

rise, as there is a visible absence of workers mobilization and organised and collective 

bargaining in this segment owing a multitude of reasons.  

Hence there is a wide scope for the study of compensation management in 

unorganised sector. The present study restricted to study the compensation 

management of stone crushing industries in Mandya district. There are 12 registered 

stone crushing industries running at present, but there are a number of unauthorized 

stone crushing industries are found to be functioning. 

1.11 Objectives of the study: Objectives of the study are:- 

1. To discover what the workers need most 

2. To find whether the needs are fulfilled 

3. To expose what aspect are more important 

4. To identify the areas that need more attention 

5. To assess the compensation management problem 

6. To suggest measures to sustain a sound wage policy 

1.12 Research Methodology 

This research will have a basis of primary and secondary data. As already 

mentioned employees in the unorganised sector are vulnerable. Nearly 98% of 

workforce is unorganised. The researcher has taken Mandya district (7 taluks namely 
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Mandya, Maddur, Malavalli, Nagamangala, Srirangapatna, K.R. Pet and 

Pandavapura) for his study. The study was conducted in two stages namely,  

1. Obtain the relevant information through questionnaire to employers managers; 

this was mainly to provide an insight about employer perception in 

compensation management.  

2. Collecting information through questionnaire to workers. The researcher has 

covered all types of workers and he has adopted convenience sampling 

method to conduct survey of the workers. 

1.13 Summary 

1. Compensation inspires people to give their best to the organization. 

2. To ensure best results, incentive schemes need to be planned and implemented 

in an appropriate way. 

3. Happy workers need always be on the right side of the fence. 

4. Effective incentive plans must be reward to performance. 

5. It is a general practice all over that employees make comparisons between 

themselves and their co-workers. 
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Chapter –II 

Compensation management- A profile 

2.01   Introduction- over the year, un-organised sector contributed significantly and 

expanded rapidly in the Indian economy. High labour intensity of production is the 

main reason for huge employment generation in the unorganised sector. ILO 2002 

identifies that about 48% of non- agricultural employment in North Africa, 51% in 

Latin America, 65% in Asia, and 72% in sub- Saharan Africa are of informal nature. 

But in case of India out of the total work force has been increasing rapidly from year 

to year and at presents it is almost 93%. 

Informal labour has, in different instances, been viewed as labour engaged in 

urban small scale emprises, as self-employment, as wholly untilled labour, and a 

labour whose use is not subject to any rules. But more of this has any sound empirical 

foundation. Informality does not imply a particular mode or location of labour use; 

informal labour can be in self-employment, in casual wage employment and in regular 

wage employment areas. There is a reason to think that informal labour must be 

confined to traditional and modern activities. Available data suggests that written the 

formal sector also the proportions of unorganised workers are on the increase. It is 

widely acknowledged that the informal sector in India suffers from a low productivity 

syndrome. The prominent  features of the sector are lower real wages and poor worker 

living conditions and seasonal employment, absence of social security measures and 

welfare legislations, negation of social standards and worker right, denial of minimum 

education, skill and training 

2.02   Characteristic features of unorganised sector 

 Overwhelming in terms’ of its number range 

 Doses not have stable, durable avenues of employment. 

 Existence of disguised unemployment 

 Scattered and fragmented workplace 

 Workers are highly indebted and bondage 

 Poor working conditions 

 Primitive production technological 

 Lack of trade union. 

 Inadequate and ineffective labour laws. 
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The payment of gratuity Act 1972 the building and construction workers act 

1996 reveal the attention given to the organised workers to attain different kinds of 

social security and welfare benefits. Though it has been argued that the above Acts 

are directly and indirectly applicable to the worker in the unorganised sector also their 

contribution is very negligible to the unorganised workers. Even the provisions and 

procedure of the minimum wages Act - 1948 is so vague and futile that different 

states of India have fixed abysmally meagre wages and that to with so much of 

variations from state to state. 

Workers in the unorganised sector unlike their counterpart in the organised 

sector have little or no social security, little negotiating power in terms of choice of 

work condition. However, unorganised sectors extremely complex and there are wide 

differences in nature of work, industrial relations, levels of wages, degree of 

informality, size of enterprise and skill across the sector on the one hand tribal 

communities who collect forests produce for contractor and on the other hand there 

are stone cutter in quarries or piece rate workers who do not have a direct – employer 

– employee relationship. 

 “If you pick the right people and give them the opportunity to spread their 

wings – and put compensation and rewards as a carrier behind it you almost don’t 

have to manage them”- Jack Welch. 

It can be said that compensation is the glue that binds the employer together 

and in the organised sectors, and this is further codified in the form of a contract or a 

mutually binding legal document that spells out exactly how much should be paid to 

the employee and the components of the compensation package. Since this minor 

research project is intended to study the compensation management in unorganised 

sector, and makes all the disparity between the employees of satisfied employee and a 

disgruntled employee 

Maslow’s hierarchy theory highlights about compensation being at the middle 

to lower runs of the pyramid and the other factors like job satisfaction and fulfilment 

being at the top, for a majority of employees, getting the right compensation is by 

itself a motivating factor. Hence employers need to quantity the employees’ 

contribution in a proper manner if they are to get the best out of the employee. The 
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provision of monetary value in exchange for work performed form the basis of 

compensation and how this is managed using processes, procedures and systems form 

the basis of compensation management. As the module progresses, readers would be 

introduced to other aspects of compensation management like the components of 

compensation management types of compensation, inclusion of variable pay e the 

aspects of how skewed compensation management leads to higher attrition is 

discussed as well. This aspect is important as studies have shown that a majority of 

the employees who quit companies give inadequate or skewed compensation as the 

reason for their exit. Hence compensation management is something that companies 

must take seriously if they are to achieve a competitive advantage in the market for 

talent 

2.03   Compensation management and un- organised sector 

Un- organised sectors contributed significantly and expanded rapidly in the 

Indian economy, though labour intensity of production is the main reason for huge 

employment generation in the unorganised sector, unorganised sector is contributory 

for national output in primary secondary and tertiary sectors and exports given its 

contribution to the overall economic growth, it is important to understand how 

compensation keeps the employees happy. The question may strikes in the minds of 

researcher why should we bother about compensation and its management in 

unorganised sector. 

The answer to the question will be different depending upon the perspective of 

interested parties, from the nations perspective compensation management may be 

linked with the efficiency of the whole economy because informal sector provides 

93% the total employment and about 65% to net domestic product. 

Compensation decisions are strategic decisions and play a key role in 

achieving performance and sustainable competitive advantages for nationals as well 

as international firms. Efficient and effective process of managing the earnings – 

(financial and non- financial) rewards of the employees in an organisation based on 

their performance towards organisational goal is called compensation management. 
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a. Objectives of compensation management  

 Attract employees who are interested 

 Facilitate the movement of reasonable relationship between the pay levels of 

employees 

 Cost effective by reducing unnecessary expenses 

 Should be easily understood and easy to administer 

2.05   Components of compensation 

Component of compensation comprises of: 

 Basis salary 

 Incentives 

 Benefits 

 Allowances 

 Hardship premium 

 Long term benefits 

Remuneration or compensation varies from country to country and from one 

sector to another mainly on two factors external and internal 

External factors   

 Labour market 

 Cost of living  

 Labour union  

 Government legislation 

 Society  

 Economy 

 

Internal factors  

 Business strategy  

 Job evaluation  

 Performance Appraisal  

 Employee  
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2.06   Compensation philosophy 

Since compensation is a social factor, having its bearing on performance and 

satisfaction, it is advisable that international business should have a clear cut 

compensation philosophy. 

Compensation philosophy is the set of values and benefits that an organisation 

has with regard to monetary and non- monetary benefit payable to employees. Any 

compensation philosophy should cover the following aspects: 

 Goals of the organisational compensation system. 

 Percentage of compensation linked to individual performance and    base 

salary. 

 Role of performance appraisal in disbursing compensation. 

 Positioning of compensation of employees relating to market. 
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Stone Crushing Units at Srirangapatna and Pandavapura Taluk: 

 

Figure: Stone Crushing Quarry 2. 1 

 

Figure: Stone Crushing Quarry 2. 2 
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Figure: Stone Crushing Quarry 2. 3 

 

Figure: Stone Crushing Forest Area 2. 4 
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Figure: Stone Crushing Machine 2. 5 

 

Figure: Stone Crushing Machine 2. 6 



25 

 

Figure: Stone Crushing Machine 2. 7 

 

Figure: Stone Crushing Machine 2. 8 
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Figure: Stone Crushing Area in Forest 2. 9 

 

Figure: Stone Crushing Machine 2. 10 
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Figure: Stone Crushing Machine 2. 11 

 

Figure: Stone Crushing Machine 2. 12 
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Figure: Stone Crushing Machine 2. 13 

 

Figure: Stone Crushing Machine 2. 14 
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Figure: Stone Crushing Machine 2. 15 

 

Figure: Stone Crushing Plant and Drive is Residence  2. 16 
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Figure: Stone Crushing Plant 2. 17 

 

Figure: Stone Crushing Plant 2. 18 
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Figure: Stone Crushing Machine 2. 19 

 

Figure: Stone Crushing Machine 2. 20 
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Figure: Stone Crushing Machine 2. 21 

 

Figure: Stone Crushing Machine 2. 22 
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Figure: Stone Crushing Machine 2. 23 

 

Figure: Stone Crushing Quarry 2. 24 
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Figure: Stone Crushing Machine 2. 25 

2.06 Summary 

1. Harmonious working relations between labour and management are essential 

for the smooth running of an organization. 

2. Collective bargaining as a Joint Consultation process which permits labour 

and management to negotiate over wages, hours and other terms and 

conditions of employment through give and take policy. 

3. In recent times the bargaining scenario between labour and management in 

India has changed quite dramatically, unions have become somewhat flexible 

in negotiating the terms with management. 

4. Agreement once finalized and approved by labour and management must be 

adhered to and implemented sincerely. 

5. Negotiation between management and labour can be successful only when 

both the parties rely on facts and figures to support their point of view. 
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Chapter-III 

Compensation management in un-organized sector - A conceptual frame work 

3.01   Introduction – one of the key components of HRM is the Compensation, 

safety and security administration of both organized and un-organized sector. Today, 

compensation and employee benefits contribute to 40-50% of the total costs, 

compensation reported and monitored with the investors to Asser the health of the 

organization. The industrial revolution made the worker monotonous, boring and 

highly taxing workers were treated like inter instruments in the production process. 

The work place was devoid of life, the need for interaction, interpersonal 

communication, social networking happy peer group relations and continual informal 

exchange of notes being realized, man does not work for money alone. Social security 

and love are equally important it is not the employer who alone would have the final 

say in deciding the compensation package. Work group also come to play a 

significant role in getup what they want in the form of wages, incentives, rewards and 

benefits. 

              The term wage and salary administration refers to the establishment and 

implementation of several Policies and practices of employee compensation. It 

includes such areas of job evaluation surveys of wage and salaries, analysis of 

relevant organizational problems, development and maintenance of wages, wage 

payment in certain profit sharing wage changes and adjustment control of 

compensation costs. Wage and salary administration is concerned with the financial 

aspects of needs, motivation and rewards, managers therefore analyse and interpret 

the needs of their employees, so that reward can be individually designed to satisfy 

these needs. 

3.02 Objectives – A several compensation plan seeks to achieve the following 

objectives. 

 Comply with all appropriate laws and regulations 

 Achieve cost effectiveness for the organization 

 Enable the organization to attract and retain talent 

 Easy to operate and execute 

 Offer internal /external and individual equity for employees. 
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3.03 Terminology. 

           (a) Compensation – defined as moneys or money’s worth received in the 

performance of work and many kinds of benefits and services that organizations 

provide their employees. 

          (b) Wages – it is the remuneration paid for the service of labour in production 

periodically to an employee/ worker. Wages usually refers to hourly rate or daily rate 

paid to such groups as production and maintenance employees (Blue - Collar – 

workers) 

          (c) Salary – refers to weekly or monthly rates paid to clerical, administrative 

and professional employees. 

(White – collar workers) 

          (d) Wage levels - it represent the money an average worker make in a 

geographic area or in his organization. 

         (e) Wage structure - it refers to wage/salary relationship within a particular 

grouping. 

         (f) Wage curve – it is in a scatter diagram representing the relationship between 

relative worth of jobs and wage rates. 

         (g) Wage and salary survey – survey of the wages paid to employees of other 

employers in the surveying organization’s relevant labour market. 

         (h) Pay equity – an employee’s perception is that compensation received is 

equal to the value of the work performed. 

3.04 Wage determination process 

 Job evaluation 

  Wage survey 

  Wage curve  

  Pay grader 

  Rate rangers. 
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 It is in this regard there is an urgent need to frame the legal framework for 

protection of unorganized sector workers. The nature of unorganized sector makes 

workers in this sector extremely vulnerable. Paltry wages, irregular work, extremely 

difficult conditions of work and no social security to fall back on in case of a 

contingency like ill health has made it necessary to put in place a legal framework and 

policy prescriptions that protect these workers. 

3.05   Alternatives to traditional pay structure 

 Competency based pay 

 Broad banding 

 Market pricing 

3.06   Principles of compensation management 

 There should be definite plan to ensure that differences in pay for jobs are 

based upon variations in job requirements like skill, effort, responsibility, 

working conditions and mental and physical requirements. 

 The general level of wages and salaries should be reasonably in line with that 

prevailing in the labour market. 

 The plan should carefully distinguish between jobs and employees  

 Equal pay for equal work 

 An adequate practice should be adopted for the recognition of individual 

differences in ability and contribution 

 There should be a clearly established procedure for hearing and adjusting 

wage complaints. 

 Employees and the trade union 

 Wage should be sufficient to ensure for the worker and his family reasonable 

standard of living. 

 Wage and salary structure should be flexible 

 Prompt and correct payments of the dues must be ensured and arrears of 

payment should not accumulate 
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 Wage committee should always be preferred to the individual judgment 

 Wage and salary payments must fulfil a wide variety of human needs, 

including the need for self-actualization.  

3.07   Legal frameworks for protection of unorganized sector workers 

The nature of work in the un organized sector makes workers vulnerable, poor 

wages, irregular availability of work, worst working conditions little social security to 

fall back on in case of a contingency like ill health has made it necessary to put in 

place a legal framework and policy prescription that protect these workers. The state 

over time formulated several legal measures as well as social policies to provide 

workers in the unorganized sector with safeguards. While there are numerous 

legislations for regulating conditions of work and ensuring social security, very few of 

them cater to the unorganized sector, even though they are most vulnerable. The 

NCEUS report has made classification of various labour laws and the extent to which 

they can be applied to the unorganized sector, some of the laws are listed below:- 

   Laws /which apply to all sections of the unorganized sector:- 

                              Law                                                                                  Provisions 

 Equal Remuneration Act 1976:   

 This Act applicable to the women 

workers and provides.                                                                                                                                 

b. For the payment of equal 

remuneration to men and women 

worker for same work. 

c. Same work means work in respect 

of which the skill, effort, and 

responsibility required are the 

same, when performed under 

similar working conditions. 

d. Same work means work in respect 

of which the skill, effort, and 

responsibility required are the 
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same, when performed under 

similar working conditions. 

e. The act also provides against 

discrimination which recruiting 

men and women workers. 

 The Bonded Labour System Act 1976 (Abolition) 

 This Act defines bonded labour as 

a service rendered under the 

bonded labour system. 

 A system of forced or party forced 

labour under which the debtor 

enters into an agreement, oral or 

written with creditor. 

 This law provides for the abolition 

of bonded labour system. 

 Workmen’s Compensation Act 1923:   

 This Act is applicable to workmen 

and provides for the payment by 

certain classes of employees to 

their work.  

 Minimum compensation for injury 

by accident arising out of and in the 

course of his employment with 

certain exceptions. 

 The Act also specifies a list of 

diseases, which, of contracted by 

the worker, would be deemed to be 

occupational disease peculiar to 

that employment which shall be 

deemed to be an injury by accident 

liable for compensation under the 

Act. 
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 Minimum Wages Act 1948: 

a. This Act is applicable to the 

workers engaged in the scheduled 

employments and provides for 

fixing minimum wage rates by the 

Government in certain 

employments, it is applicable to 

agricultural, non-agricultural and to 

rural as well as urban workers. 

b. This Act extends to wage workers, 

home-based workers as well. 

 Trade Unions Act 1926: 

a. This Act is applicable to trade 

unions and provides for the 

registration of trade unions.  

b. At least 10% of the members or 

100 workers (whichever is less) 

engaged or employed in the 

industry with which the trade union 

is connected should be the 

members of the trade union. 

 The National Rural Employment Guarantee Act 2005: 

a.   This Act is applicable to those 

working under the NREGA. 

b. Provision of free medical treatment 

in case of accident or injury at 

work place. 

c. In case of death or permanent 

disablement during work, there is a 

provision for cash compensation. 

d. Provision for safe drinking water, 

first aid box, with adequate 
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material for emergency treatment 

for mina injuries. 

e. Provision for crèche in case of 

number of children belong the age 

of 6 years accompanying the 

women working at any site is 5 or 

more. 

3.08 Role and functions of industries department and other related organization 

in the development of un-organized sector     

Government of India has formulated MSMED Act 2006 and has come into 

effect from 2nd October 2006. This Act is meant for providing and facilitating 

promotion and development and enhancing the competitiveness of micro, small and 

medium enterprises. The department of industries and commerce will also assist the 

entrepreneurs to get TEM/IL for large and mega projects. The dept. will also provide 

assistance and develop clusters and Cluster development by dovetailing the schemers 

of government of India. 

                The concept of district industries centre came during the year 1977, when 

Government of India announced the new industrial policy on 23-12-1977. It laid 

special stress on the development of small scale village and cottage industries and 

indicated that the “District industries Centre” would be the main focus agency for 

promotion of small scale, village and cottage industries. In each district, one agency 

was created to deal with the requirements of small and village industries. Joint-

director is the head of the district industries centre; joint-director is assisted by Deputy 

Director/Assistant Director, Industrial Promotion Officer and Industrial Extension 

Officer at Taluks level. The functions and activities are monitored by the directorate 

of industries and commerce. 
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Organization structure (DIC) 

 

Figure: Organization Structure (DIC) 3. 1 

Deputy Director is the head of the industrial wing of Zilla Panchayath. Deputy 

Director is assisted by Industries Extension Officer at taluk level. The functions and 

activities are monitored by the respective Zilla Panchayath and at the state level by the 

Additional Director, Directorate of Industries and Commerce. The main functions of 

industrial wing of Zilla Panchayath at the district level are to promote the village and 

cottage industries and to assist the artisans. The main functions are:- 

 To provide training programme. 

 To provide the living cum work sheds to artisans.  

 To provide seed capital to micro and small industries in rural. 

 To hold the promotional companies in rural to assist the artisans. 

 To provide the toolkits to artisans. 

 To do the artisans survey and recovery of loan.  

Karnataka State Small Industries Development Corporation Ltd. (KSSIDC) is 

rendering services to the small sector in the state for more than 40 year. It is both 

befitting and appropriate to look back over the years and trace some of the important 

over is that took place during the period. The main services rendered by the 

corporation are:- 
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 Establishment and management of industries estates. 

 Procurement and distribution of raw materials. 

 Assistance towards marketing. 

 Dissemination of information by participating in the internal and international 

exhibitions. 

 Supply of machinery under HP system. 

 Providing guidance to SSI entrepreneurs. 

3.09 Present Industrial Scenario of Mandya district 

 Mandya is located in between and Bangalore and Mysore highway and enjoys 

a good communication network Broadway railway commenting ensures easy 

transportation of raw materials and finished goods. Having five engineering college 

and five polytechnics with different branches provides a good backbone of technical 

manpower for industrialization. 

 Mandya is located within 50 km radius from various research organizations 

like CFTRI, DFRL, CIPET, STEP and SJCE which helps in better industrialization of 

the district. 

Registered Micro/SSI industries in the district: 

 

Table: Micro/SSI industries 3. 1 

Source - Handbook of Mandya district perspective plan 2013-18. 
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3.10 SWOC Analysis: in the proceeding chapter we have discussed the compensation 

management in unorganised sector, various legal frameworks for rights of 

unorganised sector worker, industrial infrastructure of Mandya district etc. Taking all 

these aspects of industrial development SWOC of the districts can be summarised as 

follows. The SWOC of the districts are identified based on the field visit and pilot 

study. 

Strength of the District  

 Nearly 80-90% of the district area depends on agriculture. Sugarcane, 

Sericulture, Paddy, Raagi, Coconut are the major crops of the district.  

 Good communication network.  

 Huge scope for establishment of poultry and animal feed units. 

 Good scope for dairy and dairy products.  

Opportunities  

Opportunities to have more crushing units in places like, Nagamangala, Malavalli, 

and K.R.Pet etc. due to availability of dry land. 

 Emerging investment destination for industrial segments like, auto 

components, food processing, machine tools, horticulture, coir, silk industries, 

crusting stone. 

 Opportunity to have good market linkages.  

 Opportunities to have more investment in holiday resort, hotel, food courts as 

the district is rich in tourists spot. 

 Opportunities to have more and more agro based units.  

Weaknesses of the District  

 Lack of initiatives and entrepreneurship. 

 Poor maintenance of interior roads.  

 Lack of political will in developing the small scale and medium industries.  

 Unhealthy competition amongst the existing entrepreneur. 
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Challenges  

 Inadequate basic infrastructure like, power, road connectivity. 

 Lack of co- ordination among the revenue and forest department machineries.  

 Lack of expertise and technical manpower.  

 No perfect demarcation of land.  

 Lack of control over unauthorised crushing units.  

3.11 Salient features of the central and state Government schemes  

Lot of industrial development schemes have been introduced to take self-

employment activities. 

1. Prime Ministers Employment Generation Programme (PMEGP) 

The scheme is meant for unemployed youths of above 18 years to take up self-

employment activities. All lawful activities excluding activities mentioned in negative 

list are finances under the scheme, projects costing up to Rs.25 lakhs for industry 

activity and Rs.10 lakhs for service sector are provided with bank loan and subsidy in 

the scheme varies from 15% to 35% depending upon category of the beneficiary and 

area of establishment this scheme is implemented by DIC.  

2. Credit Linked Capital Subsidy Scheme (CLCSS) 

This scheme is applicable to the new or the existing micro and small 

manufacturing enterprises which undertakes expansion/ modernisation/ 

Diversification with the state of technology upgradation. Technology up gradation has 

to be approved by one of the CSIR in the country. This scheme is operated through 

SIDBI after the project appraisal from the primary lending institution. Claim has to be 

submitted to SIDBI zone office for sanctioned and release of subsidy. Eligible subsidy 

is 15% of investment made on upgraded technology and 15 lakhs is the maximum 

limit of subsidy. 



46 

3. Credit Guarantee Fund Scheme for Micro and Small Enterprises (CGFSMSE) 

This scheme was launched by the Government of India to make available 

collateral free credit to the micro and small enterprises (both existing and new). 

SIDBI has established this scheme called CGFSMSE the corpus fund for this scheme 

is being contributed by the Government of India and SIBDI in 4:1 ratio. The credit 

facilities for both term loan and working capital up to 100 lakhs per unit will be 

extended without any collateral security or third party guarantee to new or existing 

micro and small enterprises. This scheme is also covers the rehabilitation, assistance 

extended by banks to sick units as well. 

4. State Equity Fund Scheme, Soft Seed Capital Fund and Venture Capital Fund 

Scheme for SC/ST Enterprises  

This scheme was introduced by Government of Karnataka department of 

industrials and commerce for the benefit of the entrepreneurs belongs to SC/ST in the 

state. There are three types of assistance in this scheme. 

(a)Equity Funding Support – the shame is for entrepreneurs graduating from 

small scale industrial activity to medium scale the objective of this scheme is to 

encourages the entrepreneurship development among SC/ST community and also 

to assist successful small entrepreneurs to gradate to medium  scale to set equity 

funding the project proposed should be of medium scale industry and it should 

have run for minimum period of 3 years profitably the equity funding is limited 

to 11% of the equality of the company subject to ceiling limit of 33 lakhs. 

(b) Soft Seed Capital Assistance- this scheme is meant for the micro and small 

scale entrepreneurs. Under this scheme the quantum of assistance would be equal 

to promoter’s contribution or 25% of the project cost no interest for this assistant 

and it is repayable over a period of 7 years with the moratorium period of 3 years.  

(c) Venture Capital Funds- This scheme is for high risk investment project. The 

primary objective of the venture capital  fund is to make available for long- term 

funds to the enlisted companies formed by the SC/ST entrepreneurs and company 
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is having investment – raising from 50 lakhs to 100 lakhs would be consider under 

this scheme. 

5. Relief Package for Rehabilitation of Sick, Micro and Small Scale Units 

Government of Karnataka dept. of industries and commerce has constituted sick 

unit monitoring cell all district level headed by Joint Director of DIC Mandya. 

This cell identifies units of non- performing assets and prepares rehabilitation 

proposals depending on the variability of the project and as appraised by financial 

institution. 

3.12 Estimated Labour Force in the Informal Sector by the year 2012-17 

Indian economy is to a great extent characterised by large number of people 

working in unorganised sector as unorganised workers. Transactional nature of the 

Indian economy, disparity in education, skill and training are some of the major 

issues abetting such a large concentration of worker in an area most vulnerable to 

exogenous economic vicissitudes. Women working in the unorganised sector 

deserve a separate mention as they are much marginalised.  

The following table highlight the estimated labour force in the unorganised sector. 

Years 

GDP 

growth 

rate % 

Employment (million) percentage 

Formal Informal Total Formal Informal 

2004-05 Actual 32.79 368.35 401.13 8.17 91.83 

2006-07 Actual 34.87 393.06 426.93 7.93 92.07 

2011-12 9 34.54 453.13 487.67 7.08 92.92 

 
7 34.18 442.18 476.36 7.18 92.83 

5 33.83 431.4 465.23 7.27 92.73 

2016-17 

9 33.93 521.96 555.9 6.1 93.9 

7 33.08 490.46 490.46 6.32 93.68 

5 32.26 461.05 461.05 6.54 93.46 

Source – Arjun Sen Gupta committee report  
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The date shows us that an estimated 93.46% of the labour force (at 5% GDP) 

will be employed in the informal sector by the end of the 12th five year plan 2012-17. 

The issues regarding unorganised sector is largely country specific and its 

many manifestations are too been varied and analysed in the context. Some of the 

most burning issues to our study are, working conditions duration and durability of 

work, earnings, labours rights and safety conditions at work. The National Council of 

Applied Economic Research (NCAER) calculated that the informal economy or the 

unorganised sector generates about 62.5 of GDP, 50% of gross national savings and 

40% of national exports. Numerous legislations about to regulate the conditions of 

work and to create social security for the workers of the organised sectors, but very 

few of them extend their scope to the vastly unregulated unorganised sector. 

 

Harshi Crushing Industries  
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3.13 Summary 

1. Employees have a genuine obligation towards protection of workers health 

and ensure a safe and congenial work environment. 

2. Safety involves protecting the physical well-being of people; legal provisions 

governing health cover areas like waste disposal, temperature control, 

accumulation of dust, providing wholesome drinking water, proper lighting, 

requisite number of latrines and urinals etc. 

3. Effective safety management includes establishing a safety policy, ensuring 

top management support, offering safety training, investigating reasons for 

accidents and evaluating safety efforts from time to time. 

4. Labour welfare may also be looked at from a different angle. 

5. Legal provisions regarding safety cover areas like fencing of machinery, not 

employing young persons near dangerous machines, using safe devices to cut 

off power, providing ventilators for pumping out fumes, gases, and 

precautions to be taken to prevent fire accident etc. 
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Chapter -4 

Survey analysis and interpretation 

4.1 Introduction – compensation is one of many human recourse tools that 

organisation use to manage their employees. For an organisation to receive its 

money’s worth and motivate and retain skilled employees, it needs to ensure that its 

compensation system is not an island by itself. It is important not only for an 

organisation to link compensation to the overall goals and strategies, it is important 

that its compensation system aligns with its human resource strategy. Needless to 

mention that, though the employees are the bread winners, but they are like an earning 

son in the family. 

Unorganised sector makes workers extremely vulnerable, poor wages, 

irregular availability of work, extremely difficult conditions of work and little social 

security to fall back in case of contingency like ill health has made it necessary to put 

in place a legal framework and policy prescriptions that protect these workers. 

There are 7 (seven) Taluks in Mandya district and 12 registered stone crushing 

units are operating throughout Mandya district. Since no detailed study is attempted 

on this vital aspect of compensation management the researcher has gone into the 

details of this critical issue. For this purpose an attempt has been made to analyse the 

methods of wage payment, safety and security, this was actually addressed through a 

survey conducted by him based on various issues relating to compensation. 

The researcher has prepared questionnaire both for workers and 

employers/manager. Structured questionnaire contains part –I and part-II in which 

profile of employers and workers based on likert scale was depicted the measures 

taken up by the employers about the compensation of workers. The researcher has 

selected the sampling size based on convenience sampling technique. The researcher 

has also employed simple statistical tools like mean, and simple regression analysis 

and standard deviation for computation and chi-square for the effective analysis and 

interpretation, besides testing the hypothesis. 
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 The hypothesis has been designed based on the pilot study and these are 

reflected in the questionnaire and the schedule. The survey conducted would help   

him to comprehend the SWOC analysis of stone crushing units with reference to 

compensation management. The response collected from the respondents have been 

analysed which will help unearth the findings on the study. 

Table 4.6 compensation = base wage + variable pay 

    Responses %age 

1 Agree 100 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.6 highlights on the response of the workers as to how compensation is 

paying. 100% of the employees pointed out that compensation means base wage plus variable 

pay like, bonus and incentives. 

Table 4.7 Hourly rate + daily rate 

    Responses %age 

1 Agree 100 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

 Table 4.7 highlights on the response of the workers as to how wages are paid. 100% of the 

workers pointed out that the wages are paid on the both hourly and daily rate depending upon 

the quantum of work. 
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Table 4.8 wage represents money on average 

    Responses %age 

1 Agree 100 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.8 highlights on the response of the workers as to how wage events represents the  

money an average worker makes in a geographical area or in his organization 100% of the 

workers are agree with the wage events represents the money an average worker makes in a 

geographical area. 

 

Table 4.9 wages structure 

    Responses %age 

1 Agree 2 2% 

2 Strongly Agree 0 0% 

3 Disagree 98 98% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.9 highlights the response of the workers that the wage structure refers to wage and 

salary relationship within a particular group. 98% of the respondents opined that wage 

structure does not refer to wage and salary relationship within a particular group and only 2% 

of them agree with this. 
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Table 4.10 compensation = value of work 

    Responses %age 

1 Agree 100 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.10 highlights the response of the workers that the employee’s perception to 

compensation is equal to the value of work performed. 100% of the workers have stated that 

compensation is equal to value of work. 

 

Table 4.11 competency based wage 

    Responses %age 

1 Agree 98 98% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 2 2% 

Total   100   

Source primary data: 

Table 4.11 highlights the response of the workers that the employer follows competency 

based wage plan 98% of the respondents have agreed that the employer follows competency 

based wage plan and 2% of them have no idea of competency based wage plan. 
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Table 4.12 equal pay for both male and female 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 100 100% 

Total   100   

Source primary data: 

Table 4.12 highlights the response of the workers that employer follows the principle that 

equal pay for both male and female workers. 100% of the respondents have no idea of equal 

pay for both male and female workers concept. 

 

Table 4.13 Competency 

    Responses %age 

1 Agree 98 98% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 2 2% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.13 highlight the response of the respondents that competencies are an effective way 

for an authority to spell out what it expects from its employees.  98% of the respondents agree 

that competency is an effective way for an authority to expect more from employees and only 

2% them have disagree with this. 
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Table 4.14 Authority with competency level 

    Responses %age 

1 Agree 98 98% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 2 2% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.14 highlights  the response of   the  employees  that   authorities  with  a  series  of  

competency   levels  can  define a   clear  progression path . 98% of  the  respondents  have   

clear  idea   of    authority    with  a series  of    competency    levels  and  only  2%  have  dis  

agreed   the  concept  of  authority  and  competency  level. 

 

Table 4.15 competency not easy to measure. 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 98 98% 

4 Strongly Disagree 2 2% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.15 highlights the response of the workers that competencies are difficult is define in 

writing and not easy of measure. 98% of the respondents have disagreed with the statement. 
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Table 4.16 good sales leads to higher wage 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 2 2% 

4 Strongly Disagree 98 98% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.16 highlights the response of the workers in the organization that the principle that 

good sales leads to pay higher wages. 100% of the respondents have strongly disagrees with 

the statement. 

 

Table 4.17 Labour market conditions 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 100 100% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.17 highlights the response of the workers that the labour market conditions forces and 

determine organizational wage structure and level. 100% of the worker respondents opined 

that labour market conditions does not force and determine organization wage structure. 
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Table 4.18 comparable or going wage rate 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 2 2% 

4 Strongly Disagree 98 98% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.18 highlights the response of the workers that the comparable wage or going rate is 

the most widely used criteria for compensation policies. 98% of the worker respondents 

opined that comparable wage or going rate is not at all a criterion for compensation policies. 

 

Table 4.19 cost of living pay 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 2 2% 

4 Strongly Disagree 98 98% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.19 highlights the response of the workers that the cost of hiving pay criterion is 

regarded as automatic minimum equal pay criteria. 98% the workers respondents observed 

that cost of living pay criteria in not an automatic minimum equal pay criterion. 
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Table 4.20 living wage - A guide to wage determination 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 100 100% 

Total   100   

Source primary data: 

Table 4.20 highlights the response of the workers that employers do not generally favor using 

the concept of living wage as a guide to wage delamination. 100% of the respondents have 

not heard about the wage determination policy of the organization. 

 

Table 4.21 better method of production 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 100 100% 

Total   100   

Source primary data: 

Table 4.21 highlights the response of the works that development of better methods of 

production by  employees are responsible for increase in  productivity 100% of the 

respondents are unaware of the methods of production responsible for the increase in 

production. 
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Table 4.22 Trade Union 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 100 100% 

Total   100   

Source primary data: 

Table 4.22 highlights the response of the workers that trade unions affect the rate of wages. 

100% the worker respondents are ignorant of trade unionism. 

 

Table 4.23 correlation between risk and wage 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 98 98% 

4 Strongly Disagree 0 0% 

5 No Comments 2 2% 

Total   100   

Source primary data: 

Table 4.23 highlights the response of the workers that more difficult jobs the higher are 

wages. 98% of the respondents are disagreeing with the statement and 2% of them have no 

comment on this. 
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Table 4.24 Managerial Attitude 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 100 100% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.24 highlights the response of the workers that managerial attitude have a decisive 

influence on the wage level. 100% of the responders are strongly disagreeing with the 

statement. 

 

Table 4.25 psychological and social factors 

    Responses %age 

1 Agree 100 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.25 highlights the response of the workers that psychological and social factors have a 

significant measure for the compensation. 100% of the respondents stated that psychological 

and social factors have a significant measure for the compensation. 
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Table 4.26 Technological development 

    Responses %age 

1 Agree 100 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.26 highlights the response of the workers that technological development automation 

has been affected the skill levels at faster rates. 100% of the respondents observed that 

technological development automation has been really affected the skill levels at a faster rate. 

 

Table 4.27 Pay Differentials 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 100 100% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.27 delineates that the differences in pay for the are based upon variations in job 

requirements 100% of the respondents are straggly disagree with this statement according to 

them there is no correlation between  differences  in  pay and variation in job  requirements. 
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Table 4.28 labour market conditions 

    Responses %age 

1 Agree 100 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.28 highlights   the response of the workers that general level of wages and salaries 

should the reasonably in line with the prevailing   in the ebony’s market  100% of the works 

resonates are fully  agree with this statement according to them general level of wages are on 

pan with labors market conditions . 

 

Table 4.29 differences in jobs and workers 

    Responses %age 

1 Agree 100 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.29 highlights the response of the workers that plan should carefully destination 

between jobs and employers. 100% of the respondents are agreed that the wage plan should 

carefully destination between jobs and employees. 
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Table 4.30 Equitable Practice 

    Responses %age 

1 Agree 100 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.30 highlights the response of the workers that an equitable practice should be adopted 

for the recognition of individual difference in ability and contribution. 100% of the 

respondents have stated that there should be an equitable procedure for the recognition of 

individual difference in ability and contribution.       

 

Table 4.31 procedure for wage complaints 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 100 100% 

Total   100   

Source primary data: 

Table 4.31 highlights the response of the works that these should be a clearly established 

procedure for hearing and adjusting wage complaint 100% of the respondents have no idea of 

produce for head adjusting  wage complaints and adjust ship wage complaints and probably 

they are more over in their organization  there  may not by any grievance redressal cell.        
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Table 4.32 information for wage procedure 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 100 100% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.32 highlights the response of the workers that employees and trade unions should be 

informal about the procedure used to establish wage rates. 100% of the workers are 

disagreeing with this statement. According to them there will not be any trade union in their 

unit. 

 

Table 4.33 wage and standard of living 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 100 100% 

5 No Comments 0 0% 

Total   100   

Source primary data:  

Table 4.33 highlights the response of the workers that the wage should be sufficient to ensure 

for the worker and his family reasonable standard of living. 100% of the respondents are 

strongly disagree with this statement, according to them the wages are paying is nothing to do 

with their standard of living. 
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Table 4.34 flexibility of wage structure 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 100 100% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.34 highlights the response of the workers that wage and salary structure should be 

flexible so that changing conditions can be easily met. 100% of the respondents opined that 

there should not be any flexibility in wage structure. According to them flexibility may lead 

to change of working conditions. 

 

Table 4.35 payment of dues 

    Responses %age 

1 Agree 100 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.35 delineates the response of the workers that prompt and correct payments of the 

dues of the employees must be ensured and arrears of payment should not accumulate. 100% 

of the respondents are of the opinion that payment of dues must be paid promptly and arrears 

should not be accumulate. 
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Table 4.36 individual judgment 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 100 100% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.36 highlights the response of the workers that for revision of wages a wage 

committee should always be preferred to the individual judgment however unbiased. 100% of 

the respondents are against to this statement. According to them individual judgment for 

revision of wage is a curse. 

 

Table 4.37 Fulfillment of human needs 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 100 100% 

Total   100   

Source primary data: 

Table 4.37 highlights the response of the workers that wage and salary payments must fulfill a 

wide variety of human needs. 100% of the respondents have no comment on this. This shows 

that they are ignorant of variety of human needs. 
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Table 4.38 wage plan  

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 100 100% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.38 highlight the response of the workers that a good wage payment plan should be 

easily understandable and should be capable of easy computation. 100% of the workers 

respondents are strongly disagree with this statement. The reason being for this is the 

organization must not have any plan for payment of wages.  

 

Table 4.39 motivation 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 100 100% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.39 highlights the response of the workers that wage should be capable of effectively 

motivations the employees. 100% of the workers are disagreeing with this statement. 

Probably, they have not understood the statement properly. 
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Table 4.40 timely payment 

    Responses %age 

1 Agree 100 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.40 highlights the response of the workers that wage plan should provide for 

remuneration to employees as soon as possible after the effort has been made. 100% of the 

respondents are fully agreed with the statement that timely payment is a must. 

 

Table 4.41 relativity and frequency of wage plan 

    Responses %age 

1 Agree 100 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.41 delineates the response of the workers that wage plan should be relatively stable 

rather than frequently varying. 100% of the respondents agree that wage plan should be 

relatively stable rather than frequently varying. 
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Table 4.42 Time rate and piece rate 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 100 100% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.41 highlights the response of the workers that both time rate and piece rate system of 

wage payment is suitable for employees. 100% of the respondents are fully disagreeing with 

this statement. According to them there should not be any distinction in payment of wage but 

equal pay for equal work may be the version of employees. 

 

Table 4.43 monetary and non-monetary elements 

    Responses %age 

1 Agree 100 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.43 observes that an incentive plan must consist of both monetary and non-monetary 

elements. 100% of the workers respondents are fully agree with this statement. According to 

them in addition to time wage there must be a provision for variable pay in kind. 
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Table 4.44 Timing and accuracy of incentives 

    Responses %age 

1 Agree 100 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.44 delineates that timing accuracy and frequency of incentives are the basis of 

successive incentive plans. 100% of the respondents agree that a successive incentive plan 

must consist of timing, accuracy and frequency. 

 

Table 4.45 Rewards and incentives 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 100 100% 

Total   100   

Source primary data: 

Table 4.45 highlights the response of rewards, and incentives motivate the workers to perform 

better. 100% of the workers are unaware of rewards and incentives. 
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Table 4.46 profit sharing scheme 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 100 100% 

Total   100   

Source primary data: 

Table 4.46 highlights the response of the workers that profit sharing scheme helps to promote 

industrial has money and stabilization of workers. 100% of the respondents have no comment 

on this. This means that they are fully unaware of the profit sharing scheme or these schemes 

are not in existence in the organization. 

 

Table 4.47 Elimination of wastes 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 100 100% 

Total   100   

Source primary data: 

Table 4.47 observes the response of the workers regarding profit sharing scheme helps to 

eliminate waste in the use of materials and equipment. 100% of the worker respondents have 

no comment on this. This means that the profit sharing schemes are not practice in their 

organization. 
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Table 4.48 instillation of sense of partnership 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 100 100% 

Total   100   

Source primary data: 

Table 4.48 highlights the response of workers relates to instillation of sense of partnership 

away the employee and employer and to increase employees interest in the company. 100% of 

the workers have no comment on this statement. 

 

Table 4.49 profit-sharing scheme 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 100 100% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.49 highlights the response of workers relating to attraction of desirable employees 

and retains them for the introduction of profit sharing scheme and thereby reducing the rate of 

turnover and absenteeism. 100% of the respondents are strongly disagreeing with reduction of 

turnover and absenteeism due to the introduction of profit sharing scheme. 
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Table 4.50 employers thrift and employees security 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 100 100% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.50 delineates the response of employee’s thrift and enforcement of employee security 

and demonstrates measure of social justice to employees. 100% of the employees do not agree 

with this. This is probably because of non-existence of profit sharing scheme in the 

organization. 

 

Table 4.51 correlation between benefits and morale 

    Responses %age 

1 Agree 100 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.51 highlights the response of the employees that company offers benefits and services 

to increase and improve employee morale and creates a helpful and positive attitude on the 

part of workers towards their employees. 100% of the respondents agree that there is a perfect 

correlation between benefits and employees morale. 
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Table 4.52 organizational image 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 100 100% 

Total   100   

Source primary data: 

Table 4.52 observes that company offers benefits and services to improve and furnish the 

organizational change in the eyes of the public with a view to improving its market position 

and bringing about product acceptance. 100% of the worker respondents have no comment on 

this because they may not beard about company benefits and services to improve 

organizational change in the eyes of public with a view to improve market positions. 

 

Table 4.53 Trade unions bargaining strength 

    Responses %age 

1 Agree 100 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.53 highlights the response of the workers that the company offers benefits and 

services to recognize the trade union bargaining strength. 100% of the worker respondents are 

agreed in principle that company offers benefits and services to recognize the trade union 

bargaining strength. 
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Table 4.54 grievance redressed machinery 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 100 100% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.54 delineates the employee grievance redressal machinery is exist and functioning in 

the organizations. 100% the workers respondents disagree with the statement that these are no 

employee grievance redressal machinery in the organization. 

 

Table 4.55 Sound channel of grievance redressed 

    Responses %age 

1 Agree 100 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.55 highlights the response of the workers that the existence of a sound channel 

through which a grievance may pass for redressal of the previous stage has found to be 

inadequate or inacceptable. 100% of the respondents agree that there must be an existence of 

sound channel of grievance redressal if the previous stage has found to be inadequate. 
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Table 4.56 industrial accidents 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 100 100% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.56 highlights the response of the workers that industrial accidents result a multiplicity 

of factors. 100% of the workers respondents disagree with this statement probably they are 

unaware of the factors which causes an industrial accidents. 

 

Table 4.57 safety policy 

    Responses %age 

1 Agree 100 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.57 highlights the response of the workers that the safety policies of the organization 

should be determined by the management 100% of the worker respondents are fully agreed 

that the safety policies of the organization should be determined by the management. In their 

opinion it is observed that the management is fully aware of the policy of safety required by 

the law. 
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Table 4.58 Accountability of safety performance 

    Responses %age 

1 Agree 100 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.58 highlights the response of the worker that management and supervisor must be 

made fully accountable for safety performance. 100% of the worker respondents agree that 

management and supervisor must be, made fully accountable for safety performance.  

 

Table 4.59 Training for safety 

    Responses %age 

1 Agree 100 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.59 highlights the response of the workers that all employees should be given thought 

training in safe methods of work and should relieve continuing education and guidance. 100% 

of the workers agree that all employees should be given thorough training in safe methods of 

work and should receive contains education and guidance relating to safety. 
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Table 4.60 Importance of safety 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 100 100% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.60 delineates that safety must be given equal importance consideration with that of 

other factors of production. 100%of the respondents argue that safety first and other factors of 

production must not be considered as per with safety. 

 

Table 4.61 Existence of supervision for safety 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 100 100% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.61 highlights the response of worker that safety must be included in all phases of 

planning, purchasing supervision and operation. 100% of the worker respondent has disagreed 

with this statement. According to them safety must not necessary included in all phases of 

operation like planning, purchasing etc. 
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Table 4.62 labour welfare 

    Responses %age 

1 Agree 100 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.62 highlight the response of the workers that labor welfare is an important aspect of 

factory life. 100% of the workers respondents agreed that labour welfare is an important 

aspect of factor life. According to them,” though the workers are the bread winners, they are 

like an earning son in the family. Hence their welfare is more crucial in the organization.  

 

Table 4.63 personality development 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 100 100% 

Total   100   

Source primary data: 

Table 4.63 delineates the response of the  workers regarding the purpose of providing welfare 

amenities is it bring about the development of the whole personality of the worker. 100% of 

the respondents have no comment on this. Probably this is because of the lack of awareness 

relating to welfare programs. 
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Table 4.64 Occupational diseases 

    Responses %age 

1 Agree 100 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.64 highlights the response of the workers relating is occupational disease are the 

results of physical condition and the presence of industrial poisoners and non-poisoners dust 

in the atmosphere. 100% of the worker respondents agree that occupation diseases are the 

result off physical condition and the presence of poisonous dust in the atmosphere.  

 

Table 4.65 Silicosis 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 100 100% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.65 highlights the response of the workers regarding silicosis leads to painful death. 

100% of the respondents are strongly disagreeing with this statement. According to them 

silicosis is not a serious disease. 
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Table 4.66 Emergency care 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 100 100% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.66 highlights the response of the workers relating to adequate facilities for emergency 

care and injustices sustained in the course of work. 100% of the workers respondents are 

strongly disagreeing with this, because facilities for emergency care and injuries sustained in 

the Couse of work does not exist. 

 

Table 4.67 First aid treatment 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 100 100% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.67 highlights to response of the worker relating to the proper first aid and treatment 

for occupational injuries and diseases exist in the organization. 100% of the respondents have 

straightly disagreed with the statement proper first aid and treatment for occupational injuries 

and diseases does not exist in the organization.  
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Table 4.68 Maintenance of medical record 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 100 100% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.68 highlights to response of the workers that provision for maintenance of adequate 

and confidential medical record are made, 100% of the respondents are fully disagree with 

this. This means that there is no provision for maintenance of adequate and confidential 

medical record. 

 

Table 4.69 Continuity of collective bargaining 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 100 100% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.69 highlights the response of workers regarding the process of collective bargaining, 

100% of the respondents are disagree with the statement that the collective bargaining is not 

in process and more over majority of the workers are ignorant of collective bargaining. 



83 

 

Table 4.70 Collective bargaining and human relations 

    Responses %age 

1 Agree 100 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.70 highlights the response of workers that collective bargaining is an art and an 

advanced from of human relations, 100% of the workers agree that collection bargaining is a 

good tool for sustainability of human relations. 

 

Table 4.71 Collective bargaining an educational process 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 100 100% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.71 highlights the response of workers that collective bargaining should be made an 

educational as well as a bargaining prices, 100% of the workers respondents are fully agree 

with this statement because collective bargaining system does not exists in the organization.  



84 

 

Table 4.72 Collective bargaining a means for selection 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 100 100% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.72 highlights the response of the workers that management and workers both must 

look into collective bargaining as a means of finding the best possible solution, 100% of the 

workers observed that management and workers must look into collective bargaining as a 

means of finding the best possible solution. 

 

Table 4.73 Function of workers 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 100 100% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.73 delineates the response of the workers that workers should not imagine that their 

only function is to secure higher wages and shorter house of work and better working 

condition, 100% of the respondents are strongly agree that worker should not think that our 

function is to get more wages for less work.  
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Table 4.74 Unanimity 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 100 100% 

Total   100   

Source primary data: 

Table 4.74 highlights the response of the workers that there should be unanimity between 

labour and management on the basic objectives of the organization and of the workers, 100% 

of the workers have no comment on this. 

 

Table 4.75 Harmonious relationship 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 100 100% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.75 highlights the response of workers that harmonious working relations between 

labour and management are essential for the smooth running of the organization. 100% of the 

respondents strongly agreed that harmonious working relations between labour and 

management are essential for the smooth running of the organization. 
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Table 4.76 Ease of problems 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 100 100% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.76 highlights the response of workers that collective bargaining clearly ease out the 

problems of both management and workers 100% of the worker respondents are full agree 

with this statement. 

 

Table 4.77 Conciliation 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 100 100% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.77 delineates the response of the workers that conciliation help in settlement of 

disputes. 100% of the workers respondents are strongly agree that conciliation definitely helps 

in settlement of disputes. 
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Table 4.78 Wage differentials 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 100 100% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   100   

Source primary data: 

Table 4.78 highlights the response of the workers that wage differentials exists in the 

organization, 100% of the respondents are straggly agree that differentiation is wages exists in 

the organization. 

 

Table 4.79 money is not the only motivator 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 100 100% 

Total   100   

Source primary data: 

Table 4.79 delineates the response of the workers that money need not always motivate 

people. 100% of the respondents have no comment on this statement because the workers are 

unaware of the motivational factors. 
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Table 4.80 Effective incentive plan 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 100 100% 

Total   100   

Source primary data: 

Table 4.80 delineates the response of the workers that effective incentive plans must tie 

towards the performance. 100% of the respondents have no comment on this because their 

organization may not the incentive plans scheme.  

 

Table 4.51a Monetary and non-monetary rewards. 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 13 100% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.51a delineates the response of the managers/ employers that employees receive 

compensation both in the form of the employers disagree with the statement that both 

monetary and non-monetary rewards systems does not exist in the organization. 
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Table 4.52a Wage and salary administration 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 13 100% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.52a highlights the responses of the employers that wage and salary administration of 

sound policies and practices. 100% of the employer respondents disagree with this statement 

that salary and wage administration refers to establishment and implementation of sound 

policies and practices. According to them they have not implemented any policies for wage 

and salary administration. 

 

Table 4.53a Existence of employees appraisal 

    Responses %age 

1 Agree 11 85% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 2 15% 

Total   13   

Source primary data: 

Table 4.53a highlights the response of the employers that employee’s appraisal process exists 

in the organization. 85% of the respondents agree that employee’s appraisal process exist in 

the organization and only 15% of them have no comment on this. 



90 

 

Table 4.54a Training 

    Responses %age 

1 Agree 9 69% 

2 Strongly Agree 0 0% 

3 Disagree 4 31% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.54a delineates the response of the employees that managers already have been 

trained to assess competencies. 69% of the employers respondents agree that managers have 

already have been trained to assess competencies and only 31% of them are not agreeing 

with this. 

 

Table 4.55a Competency based wage plan 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 10 77% 

4 Strongly Disagree 0 0% 

5 No Comments 3 23% 

Total   13   

Source primary data: 

Table 4.55a highlights the response of the employers that competency based pay be made 

aware to the staff. 77% of the respondents are disagreeing with this and 23% of them have no 

comment on this. 
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Table 4.56a Hourly and daily rate 

    Responses %age 

1 Agree 2 15% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 11 85% 

Total   13   

Source primary data: 

Table 4.56a highlights the response of the employers that wage refers to hourly or daily 

rate. 85% of the respondents have no comment on this and only 15% are agree that both 

daily and hourly rate system exists in the organizations. 

 

 

Table 4.57a wage structure 

    Responses %age 

1 Agree 10 77% 

2 Strongly Agree 0 0% 

3 Disagree 3 23% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.57a highlights the response relating to wage structure. 77% of the respondents 

agree that wage structure refers to wage and salary relationship within a particular group. 

23% of them are fully disagreeing with this statement. 
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Table 4.58a Equal pay and equal work 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 1 8% 

3 Disagree 9 69% 

4 Strongly Disagree 0 0% 

5 No Comments 3 23% 

Total   13   

Source primary data: 

Table 4.58a delineates the response of the employer perception that compensation received 

is equal to the value of the work performed. 69% of the respondents are fully disagree with 

this statement and 23% of them have no comment on this and only 8% of the employer 

respondents are strongly agree with this. 

 

Table 4.59a Labour market condition 

    Responses %age 

1 Agree 7 54% 

2 Strongly Agree 1 8% 

3 Disagree 5 38% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.59a highlights the response of the employers that labour market conditions forces 

and determine wage structure and level. 62% of the respondents agree, that labour market 

conditions forces and determines wage structure and level. 38% of them are fully 

disagreeing with this. 
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Table 4.60a Trade union 

    Responses %age 

1 Agree 2 15% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 11 85% 

Total   13   

Source primary data: 

Table 4.60a highlights the response of the employers that trade union affect rate of wages. 

85% of the respondents have no comment on this. Probably in their opinion the trade union 

does not exist in the organization. 

 

Table 4.61a Cost of living wage 

    Responses %age 

1 Agree 10 77% 

2 Strongly Agree 0 0% 

3 Disagree 3 23% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.61a highlights the response of the employers that cost of living pay criterion is 

regarded as an automatic minimum equity pay criterion. 77% of the respondents agree that 

cost of living criterion is the minimum criterion for equal pay and 23% of them are 

disagreeing with this statement. 
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Table 4.62a Risk and wage 

    Responses %age 

1 Agree 10 77% 

2 Strongly Agree 0 0% 

3 Disagree 3 23% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.62a highlights the response of the employers that more difficult a job the higher is 

the wages. 77% of the respondents are opined that there is a correlation between risk and 

wage and 23% of them are disagreeing with this.  

 

Table 4.63a Maintenance of company image 

    Responses %age 

1 Agree 12 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   12   

Source primary data: 

Table 4.63a highlights the response of the employers that Top managements desire to 

maintain the company’s prestige has been a major factor in the wage policy. 100% of the 

respondents observed that maintenance of the company’s image has been a major factor 

for wage policy. 
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Table 4.64a Clarity of wage procedure and complaints 

    Responses %age 

1 Agree 13 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.64a highlights the response of the respondents that there should be a clearly 

established procedure for hearing and adjusting wage complaints. 100% of the respondents 

opined that these should be a clear-cut policy and procedure for wage complaints. 

 

Table 4.65a Procedure to establish wage rates. 

    Responses %age 

1 Agree 5 38% 

2 Strongly Agree 0 0% 

3 Disagree 2 15% 

4 Strongly Disagree 1 8% 

5 No Comments 5 38% 

Total   13   

Source primary data: 

Table 4.65a highlights the response of the employer respondents that employees and trade 

union should be informed about the procedure used to establish wage rates. 38% of the 

respondents agree with this and 23% of them are fully disagreeing with the parameter and 

remaining 38% of them have no comment on this. 
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Table 4.66a Wage and standard of living. 

    Responses %age 

1 Agree 9 69% 

2 Strongly Agree 0 0% 

3 Disagree 1 8% 

4 Strongly Disagree 3 23% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.66a highlights the response of the employer respondents that wage should be 

sufficient to ensure for the worker and his family reasonable standard of living. 69% of the 

respondents agree that wage and standard of living are complementary with each other and 

only 31% of them are having the different opinion. 

 

Table 4.67a Flexibility of wage structure. 

    Responses %age 

1 Agree 7 54% 

2 Strongly Agree 0 0% 

3 Disagree 6 46% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.67a highlights the response of the employer’s respondents that wage and salary 

structure should be flexible. 54% of the employer respondents stated that wage and salary 

structure should be flexible. Only 46% of the respondents have different opinion on these 

issues. 
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Table 4.68a Individual judgment. 

    Responses %age 

1 Agree 3 23% 

2 Strongly Agree 0 0% 

3 Disagree 10 77% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.68a delineates the response of the respondents that for revision of wages a wage 

committee should always be preferred to the individual judgment. 77% of the respondents 

are against to the individual judgment for revision of wage. 

 

Table 4.69a Provision for PF and other social security measures. 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 9 69% 

4 Strongly Disagree 4 31% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.69a highlights the response of the respondents for provision of PF scheme of 

social security and social insurance benefits. 100% of the respondents have stated that 

there is no provision for PF scheme of social security and social insurance benefits. 
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Table 4.70a Minimum and fair wage. 

    Responses %age 

1 Agree 13 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.70a delineates the response of the respondents that minimum wage and fair wage 

policy is in practice. 100% of the respondents opined that there is a policy for minimum 

wage and fair wage. 

 

Table 4.71a Time and prices rate practice. 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 2 15% 

3 Disagree 11 85% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.71a highlights the response of the employer respondents that both time rate and 

piece rate system of wage payment are in practice. 85% of the respondents stated that 

both time rate and piece rate system of wage payment is not in practice. 
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Table 4.72a Principle of equity. 

    Responses %age 

1 Agree 3 23% 

2 Strongly Agree 1 8% 

3 Disagree 9 69% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.72a delineates the response of the employer respondents that among the principles 

of compensation management the principle of equity is most important. 69% of the 

respondents have stated that principle of equity does not exist in the organization. 

 

Table 4.73a Wage differentials. 

    Responses %age 

1 Agree 13 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.73a highlights the response of the respondents that wage differentials exists in 

occupation. 100% of the respondents are fully agreed that wage differentials exist in their 

organization. 
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Table 4.74a Merit pay and variable pay. 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 2 15% 

3 Disagree 11 85% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.74a highlights the response of the respondents that merit pay and variable pay 

scheme are in practice. 85% of the respondents opined that both merit pay and variable pay 

are not in practice. 

 

Table 4.75a Incentive scheme profit sharing. 

    Responses %age 

1 Agree 8 62% 

2 Strongly Agree 1 8% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 4 31% 

Total   13   

Source primary data: 

Table 4.75a delineates the response of the respondents that wage incentive scheme aims at 

profit sharing. 70% of the respondents are fully agreed that wage incentive scheme aims at 

profits sharing. 
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Table 4.76a Happy workers and productive workers. 

    Responses %age 

1 Agree 4 31% 

2 Strongly Agree 0 0% 

3 Disagree 9 69% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.76a highlights the response of the respondents that happy workers are productive 

workers. 69% of the employer respondents state that happy worker is not always 

productive. 

 

Table 4.77a Payment by results. 

    Responses %age 

1 Agree 5 38% 

2 Strongly Agree 0 0% 

3 Disagree 8 62% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.77a delineates the response of the respondents that well designed and properly 

applied, payment by result may generally be relied upon to yield increased output lower 

cost of production and bring a higher income to the workers. 62% of the employer 

respondents opined that payment by result is nothing to do with lower cost of production 

and higher income of the worker. 
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Table 4.78a Jealousy. 

    Responses %age 

1 Agree 13 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.78a highlights the response of the respondents that jealousy may arise among 

workers because some are able to earn more than others. 100% of the employer 

respondents agree that jealousy among workers exists because some are able to earn more 

than others. 

 

Table 4.79a Piece rate and bonus rate. 

    Responses %age 

1 Agree 13 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.79a highlights the response of the respondents that it is difficult set piece rate or 

bonus rates accurately. 100% of the respondents opined that it is very difficult to set piece 

rate and bonus rate. 
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Table 4.80a Disregarding of safety. 

    Responses %age 

1 Agree 13 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.80a highlights the response of the employers that there is a danger of disregarding 

safety regulations and thereby increasing the rate of accidents. 100% of the respondents 

opined that disregarding of safety regulations leads to increasing rates of accidents. 

 

Table 4.81a Efficiency and smooth working. 

    Responses %age 

1 Agree 9 69% 

2 Strongly Agree 0 0% 

3 Disagree 4 31% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.81a delineates the response of the respondents that increased efficiency and 

smooth working can be promoted and sustained. 69% of the respondents are agreeing that 

increased efficiency and smooth working can be promoted and sustained. 
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Table 4.82a Payment of wages in cash and stock of future credits. 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 9 69% 

4 Strongly Disagree 4 31% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.82a Highlights the response of the respondents that payment may be in the form 

of cash, stock of future credits to same amount over and above the normal remuneration. 

100% of the respondents opined that payment of wages should not be mined with cash, 

stock of future credits. 

 

Table 4.83a Proportions of profits. 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 9 69% 

4 Strongly Disagree 4 31% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.83a highlights the response of the employers that proportion of profits should 

be distributed among the employees. 100% of the employers are against to the 

distribution of profits to the workers. 
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Table 4.84a Profit sharing schemes. 

    Responses %age 

1 Agree 4 31% 

2 Strongly Agree 0 0% 

3 Disagree 9 69% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.84a highlights the response of the employers that profit sharing scheme exists in the 

units. 69% of the employers opined that profit sharing should do not exists in the 

organization and 31% of the respondents agree that there is a provision for profit sharing 

scheme in the units. 

 

Table 4.85a Profit sharing scheme to attract and retain employees. 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 13 100% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.85a highlights the response of the respondents that profit sharing is generally to 

attract desirable employees and retain than thereby reducing the rate of turnover, to ensure 

employee securing and demonstrate social justice to employees. 100% of the respondents 

opined that profit sharing scheme is generally does not attract desirable employees and 

retain them. 
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Table 4.86a Money need not be a motivating factor. 

    Responses %age 

1 Agree 4 31% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 2 15% 

5 No Comments 7 54% 

Total   13   

Source primary data: 

Table 4.86a highlights the response of the respondents that money need not always motivate 

workers. 54% of the respondents have no comment on this but 31% of them agree that 

money need not be a motivating factor always and only 15% of them are straggly disagree 

with this. 

 

Table 4.87a Appropriate rewards. 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 4 31% 

3 Disagree 9 69% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.87a highlights the response of the respondents that appropriate rewards, flexible 

schedules job rotating scheme help organization attract and retain talent. 69% of the 

respondents opined that an appropriate reward, flexible schedule job rotation scheme does 

not help organization to attract and retain talent.  
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Table 4.88a Incentive plans. 

    Responses %age 

1 Agree 0 0% 

2 Strongly Agree 0 0% 

3 Disagree 3 23% 

4 Strongly Disagree 10 77% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.88a highlights the response of the respondents that incentive plans often fail to 

deliver results due to inappropriate handling of sensitive issues. 100% of the respondents 

opined that inactive plans often fail to deliver result due to improper handling of sensitive 

issues. 

 

Table 4.89a Happy workers. 

    Responses %age 

1 Agree 10 77% 

2 Strongly Agree 0 0% 

3 Disagree 3 23% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.89a highlights the response of the respondents that happy workers need always be 

on the right side of the fence. 77% of the respondents agree that happy workers need 

always be on the right side of the fence. 
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Table 4.90a Benefit and service program 

    Responses %age 

1 Agree 10 77% 

2 Strongly Agree 0 0% 

3 Disagree 3 23% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.90a highlights the response of the respondents that organization establishes a 

benefit and service program to achieve to provide for the need of employees and protect 

them against hazards of life. 77% of the respondents opined that organization establishes a 

benefit and service program to achieve the needs of employees and protect them against 

hazards of life. 

 

Table 4.91a Payment vs. security. 

    Responses %age 

1 Agree 13 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.91a highlights the response of the employees that payment aimed at ensuring 

security to employees. 100% of the respondents agree that payment aimed at ensuring 

security to employees. 
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Table 4.92a Safety and health. 

    Responses %age 

1 Agree 10 77% 

2 Strongly Agree 0 0% 

3 Disagree 3 23% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.92a delineates the response of the respondents payment aimed to ensuring 

employee’s safety and health. 100% of the respondents agree that payment of wages 

must ensure employees. Safety and health. 

 

 

Table 4.93a Welfare and recreation. 

    Responses %age 

1 Agree 13 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.93a highlights the response of the respondents that payment made to ensure 

welfare and recreational benefit. 100% of the respondents agree that payments of wages 

must be made to ensure welfare and recreational benefit. 
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Table 4.94a Administration of benefit programs. 

    Responses %age 

1 Agree 7 54% 

2 Strongly Agree 0 0% 

3 Disagree 6 46% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.94a highlights the response of the respondents that administering benefit 

program is not an easy task. 54% of the respondents agree that administering the benefit 

program is not an easy task where as 46% of them are not in favour of this. According 

them administration of benefit program is easy. 

 

 

Table 4.95a Motivation. 

    Responses %age 

1 Agree 13 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.95a highlights the response of the respondents that engagement of employee 

means motivating employees to give their best to the company. 100% of the 

respondents opined that motivation leads to engagement of employees in the respective 

work. 
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Table 4.96a Congenial work atmosphere. 

    Responses %age 

1 Agree 13 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.96a highlights response of the respondents that the creation of congenial work 

atmosphere and pleasing surroundings impresser the behavior climate in the 

organization. 100% of the respondents agree that congenial work atmosphere and 

pleasing surrounding improve the behavior climate in the organization. 

 

 

Table 4.97a Jealousy 

    Responses %age 

1 Agree 13 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.97a highlights the response of the respondents that jealousy favoritism, poor 

working conditions leads to absenteeism. 100% of the respondents agree that jealousy, 

favoritism and poor working conditions lead to absenteeism.  
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Table 4.98a Indifference. 

    Responses %age 

1 Agree 13 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.98a highlights the response of the respondents that indifference desire to 

turnout more work, device improperly designed is due to not using safety aid. 100% of 

the respondents agree that indifferent desire leads to more work and there by more 

hazards. 

 

 

Table 4.99a Severity of discipline. 

    Responses %age 

1 Agree 13 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 4.99a highlights the response of the respondents that severity of discipline natural 

dishonesty, low wages leads to theft. 100% of the respondents agree that severity of 

discipline, low wages natural dishonesty leads to theft. 
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Table 5.01a Laxness. 

    Responses %age 

1 Agree 13 100% 

2 Strongly Agree 0 0% 

3 Disagree 0 0% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 5.01a highlights the response of the respondents that laxness, lack of 

knowledge, lack of interest leads to wastefulness. 100% of the respondents opined 

that laxness, lack of knowledge, lack of interest leads to waste and thereby reduces 

the earning capacity. 

 

Table 5.02a Carelessness. 

    Responses %age 

1 Agree 9 69% 

2 Strongly Agree 0 0% 

3 Disagree 4 31% 

4 Strongly Disagree 0 0% 

5 No Comments 0 0% 

Total   13   

Source primary data: 

Table 5.02a highlights the response of the respondents that lack of interest, 

carelessness, laxity by managements leads to dirty work and workplace. 69% of the 

respondents agree that lack of interest toleration by the management leads to dirty 

work and work place and 31% of them do not agree with this. 
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Hypothesis to test the objectives of the Study 

1st Hypothesis:  

Perception differences about the salary and wages in the organization: 

Having collected perceptions from the three categories of respondents, it is 

worth examining the significance of differences in the perceptions of three categories 

of employees about the paltriness of salary and wages in the organization. The 

following hypothesis is postulated to measure the differences in perceptions: 

H0: Salary and wages are not paltry 

H1: Salary and wages are paltry 

Table: Descriptive Statistics 

 N Mean Std. 

Deviation 

Std. 

Error 

95% Confidence 

Interval for Mean 

Lower 

Bound 

Upper 

Bound 

VAR00003 10000 10 1.0000 .00000 .00000 1.0000 1.0000 

10000-15000 30 1.0000 .00000 .00000 1.0000 1.0000 

15000-25000 60 1.0000 .00000 .00000 1.0000 1.0000 

Total 100 1.0000 .00000 .00000 1.0000 1.0000 

VAR00004 10000 10 1.0000 .00000 .00000 1.0000 1.0000 

10000-15000 30 1.0000 .00000 .00000 1.0000 1.0000 

15000-25000 60 1.0000 .00000 .00000 1.0000 1.0000 

Total 100 1.0000 .00000 .00000 1.0000 1.0000 

VAR00005 10000 10 1.0000 .00000 .00000 1.0000 1.0000 

10000-15000 30 1.0000 .00000 .00000 1.0000 1.0000 

15000-25000 60 1.1000 .54306 .07011 .9597 1.2403 

Total 100 1.0600 .42212 .04221 .9762 1.1438 

VAR00006 10000 10 3.8000 .42164 .13333 3.4984 4.1016 

10000-15000 30 4.0000 .00000 .00000 4.0000 4.0000 

15000-25000 60 4.0000 .00000 .00000 4.0000 4.0000 

Total 100 3.9800 .14071 .01407 3.9521 4.0079 

VAR00007 10000 10 3.8000 .42164 .13333 3.4984 4.1016 

10000-15000 30 4.0000 .00000 .00000 4.0000 4.0000 

15000-25000 60 4.0000 .00000 .00000 4.0000 4.0000 

Total 100 3.9800 .14071 .01407 3.9521 4.0079 
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VAR00008 10000 10 4.0000 .00000 .00000 4.0000 4.0000 

10000-15000 30 4.0000 .00000 .00000 4.0000 4.0000 

15000-25000 60 4.0000 .00000 .00000 4.0000 4.0000 

Total 100 4.0000 .00000 .00000 4.0000 4.0000 

VAR00009 10000 10 3.0000 .00000 .00000 3.0000 3.0000 

10000-15000 30 3.0000 .00000 .00000 3.0000 3.0000 

15000-25000 60 3.0000 .00000 .00000 3.0000 3.0000 

Total 100 3.0000 .00000 .00000 3.0000 3.0000 

VAR00010 10000 10 1.0000 .00000 .00000 1.0000 1.0000 

10000-15000 30 1.0000 .00000 .00000 1.0000 1.0000 

15000-25000 60 1.0000 .00000 .00000 1.0000 1.0000 

Total 100 1.0000 .00000 .00000 1.0000 1.0000 

VAR00011 10000 10 5.0000 .00000 .00000 5.0000 5.0000 

10000-15000 30 5.0000 .00000 .00000 5.0000 5.0000 

15000-25000 60 5.0000 .00000 .00000 5.0000 5.0000 

Total 100 5.0000 .00000 .00000 5.0000 5.0000 

VAR00012 10000 10 4.0000 .00000 .00000 4.0000 4.0000 

10000-15000 30 4.0000 .00000 .00000 4.0000 4.0000 

15000-25000 60 4.0000 .00000 .00000 4.0000 4.0000 

Total 100 4.0000 .00000 .00000 4.0000 4.0000 

VAR00013 10000 10 3.0000 .00000 .00000 3.0000 3.0000 

10000-15000 30 3.0000 .00000 .00000 3.0000 3.0000 

15000-25000 60 3.0000 .00000 .00000 3.0000 3.0000 

Total 100 3.0000 .00000 .00000 3.0000 3.0000 

VAR00014 10000 10 1.0000 .00000 .00000 1.0000 1.0000 

10000-15000 30 1.0000 .00000 .00000 1.0000 1.0000 

15000-25000 60 1.0000 .00000 .00000 1.0000 1.0000 

Total 100 1.0000 .00000 .00000 1.0000 1.0000 

VAR00015 10000 10 1.0000 .00000 .00000 1.0000 1.0000 

10000-15000 30 1.0000 .00000 .00000 1.0000 1.0000 

15000-25000 60 1.0000 .00000 .00000 1.0000 1.0000 

Total 100 1.0000 .00000 .00000 1.0000 1.0000 

VAR00016 10000 10 5.0000 .00000 .00000 5.0000 5.0000 

10000-15000 30 5.0000 .00000 .00000 5.0000 5.0000 

15000-25000 60 5.0000 .00000 .00000 5.0000 5.0000 

Total 100 5.0000 .00000 .00000 5.0000 5.0000 

Source: Field survey 

The above table displays the mean score, standard deviation and standard error 

and other statistics for the perceptions held by all the three categories of respondents. 
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The following table highlights the ANOVA results: 

ANOVA 

 Sum of 

Squares 

df Mean 

Square 

F Sig. 

VAR00003 Between Groups .000 2 .000 . . 

Within Groups .000 97 .000   

Total .000 99    

VAR00004 Between Groups .000 2 .000 . . 

Within Groups .000 97 .000   

Total .000 99    

VAR00005 Between Groups .240 2 .120 .669 .515 

Within Groups 17.400 97 .179   

Total 17.640 99    

VAR00006 Between Groups .360 2 .180 10.913 .000 

Within Groups 1.600 97 .016   

Total 1.960 99    

VAR00007 Between Groups .360 2 .180 10.913 .000 

Within Groups 1.600 97 .016   

Total 1.960 99    

VAR00008 Between Groups .000 2 .000 . . 

Within Groups .000 97 .000   

Total .000 99    

VAR00009 Between Groups .000 2 .000 . . 

Within Groups .000 97 .000   

Total .000 99    
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Source: Field survey 

From the above table it is clear that all variables have p value of less than 0.05 

except one variable titled “compensation received is equal to the value of the work 

performed”. The results indicate that there is a significant difference in the 

perceptions held by all the three categories of workers as the observed significance 

level is less than 0.05 and it is evident from the above analysis that the salary and 

wages are paltry. 

VAR00010 Between Groups .000 2 .000 . . 

Within Groups .000 97 .000   

Total .000 99    

VAR00011 Between Groups .000 2 .000 . . 

Within Groups .000 97 .000   

Total .000 99    

VAR00012 Between Groups .000 2 .000 . . 

Within Groups .000 97 .000   

Total .000 99    

VAR00013 Between Groups .000 2 .000 . . 

Within Groups .000 97 .000   

Total .000 99    

VAR00014 Between Groups .000 2 .000 . . 

Within Groups .000 97 .000   

Total .000 99    

VAR00015 Between Groups .000 2 .000 . . 

Within Groups .000 97 .000   

Total .000 99    

VAR00016 Between Groups .000 2 .000 . . 

Within Groups .000 97 .000   

Total .000 99    
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2nd Hypothesis:  

Perception differences about the effect of trade union in the fixation of wages in 

the organization: 

Having collected perceptions from the three categories of respondents, it is 

worth examining the significance of differences in the perceptions of three categories 

of employees about the trade union in deciding rate of wages in the organization. The 

following hypothesis is postulated to measure the differences in perceptions: 

H0: Trade union does not affect the rate of wages  

H1: Trade union affects the rate of wages  

Table: Descriptive Statistics 

 N Mean Std. 

Deviation 

Std. 

Error 

95% Confidence 

Interval for Mean 

Lower 

Bound 

Upper 

Bound 

VAR00003 10000 10 1.0000 .00000 .00000 1.0000 1.0000 

10000-15000 30 1.0000 .00000 .00000 1.0000 1.0000 

15000-25000 60 1.0000 .00000 .00000 1.0000 1.0000 

Total 100 1.0000 .00000 .00000 1.0000 1.0000 

VAR00004 10000 10 1.0000 .00000 .00000 1.0000 1.0000 

10000-15000 30 1.0000 .00000 .00000 1.0000 1.0000 

15000-25000 60 1.0000 .00000 .00000 1.0000 1.0000 

Total 100 1.0000 .00000 .00000 1.0000 1.0000 

VAR00005 10000 10 1.0000 .00000 .00000 1.0000 1.0000 

10000-15000 30 1.0000 .00000 .00000 1.0000 1.0000 

15000-25000 60 1.1000 .54306 .07011 .9597 1.2403 

Total 100 1.0600 .42212 .04221 .9762 1.1438 

VAR00006 10000 10 3.8000 .42164 .13333 3.4984 4.1016 

10000-15000 30 4.0000 .00000 .00000 4.0000 4.0000 

15000-25000 60 4.0000 .00000 .00000 4.0000 4.0000 

Total 100 3.9800 .14071 .01407 3.9521 4.0079 
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VAR00007 10000 10 3.8000 .42164 .13333 3.4984 4.1016 

10000-15000 30 4.0000 .00000 .00000 4.0000 4.0000 

15000-25000 60 4.0000 .00000 .00000 4.0000 4.0000 

Total 100 3.9800 .14071 .01407 3.9521 4.0079 

VAR00008 10000 10 4.0000 .00000 .00000 4.0000 4.0000 

10000-15000 30 4.0000 .00000 .00000 4.0000 4.0000 

15000-25000 60 4.0000 .00000 .00000 4.0000 4.0000 

Total 100 4.0000 .00000 .00000 4.0000 4.0000 

VAR00009 10000 10 3.0000 .00000 .00000 3.0000 3.0000 

10000-15000 30 3.0000 .00000 .00000 3.0000 3.0000 

15000-25000 60 3.0000 .00000 .00000 3.0000 3.0000 

Total 100 3.0000 .00000 .00000 3.0000 3.0000 

VAR00010 10000 10 1.0000 .00000 .00000 1.0000 1.0000 

10000-15000 30 1.0000 .00000 .00000 1.0000 1.0000 

15000-25000 60 1.0000 .00000 .00000 1.0000 1.0000 

Total 100 1.0000 .00000 .00000 1.0000 1.0000 

VAR00011 10000 10 5.0000 .00000 .00000 5.0000 5.0000 

10000-15000 30 5.0000 .00000 .00000 5.0000 5.0000 

15000-25000 60 5.0000 .00000 .00000 5.0000 5.0000 

Total 100 5.0000 .00000 .00000 5.0000 5.0000 

VAR00012 10000 10 4.0000 .00000 .00000 4.0000 4.0000 

10000-15000 30 4.0000 .00000 .00000 4.0000 4.0000 

15000-25000 60 4.0000 .00000 .00000 4.0000 4.0000 

Total 100 4.0000 .00000 .00000 4.0000 4.0000 

VAR00013 10000 10 3.0000 .00000 .00000 3.0000 3.0000 

10000-15000 30 3.0000 .00000 .00000 3.0000 3.0000 

15000-25000 60 3.0000 .00000 .00000 3.0000 3.0000 

Total 100 3.0000 .00000 .00000 3.0000 3.0000 
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VAR00014 10000 10 1.0000 .00000 .00000 1.0000 1.0000 

10000-15000 30 1.0000 .00000 .00000 1.0000 1.0000 

15000-25000 60 1.0000 .00000 .00000 1.0000 1.0000 

Total 100 1.0000 .00000 .00000 1.0000 1.0000 

VAR00015 10000 10 1.0000 .00000 .00000 1.0000 1.0000 

10000-15000 30 1.0000 .00000 .00000 1.0000 1.0000 

15000-25000 60 1.0000 .00000 .00000 1.0000 1.0000 

Total 100 1.0000 .00000 .00000 1.0000 1.0000 

VAR00016 10000 10 5.0000 .00000 .00000 5.0000 5.0000 

10000-15000 30 5.0000 .00000 .00000 5.0000 5.0000 

15000-25000 60 5.0000 .00000 .00000 5.0000 5.0000 

Total 100 5.0000 .00000 .00000 5.0000 5.0000 

Source: Field survey 

The above table displays the mean score, standard deviation and standard error 

and other statistics for the perceptions held by all the three categories of respondents. 
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The following table highlights the ANOVA results: 

ANOVA 

 Sum of 

Squares 

df Mean 

Square 

F Sig. 

VAR00003 Between 

Groups 

.000 2 .000 . . 

Within Groups .000 97 .000   

Total .000 99    

VAR00004 Between 

Groups 

.000 2 .000 . . 

Within Groups .000 97 .000   

Total .000 99    

VAR00005 Between 

Groups 

.240 2 .130 .669 .515 

Within Groups 17.400 97 .169   

Total 17.640 99    

VAR00006 Between 

Groups 

.360 2 .180 10.913 .000 

Within Groups 1.600 97 .016   

Total 1.960 99    

VAR00007 Between 

Groups 

.360 2 .180 10.913 .000 

Within Groups 1.600 97 .016   

Total 1.960 99    

VAR00008 Between 

Groups 

.000 2 .000 . . 

Within Groups .000 97 .000   

Total .000 99    

VAR00009 Between 

Groups 

.000 2 .000 . . 

Within Groups .000 97 .000   

Total .000 99    

VAR00010 Between 

Groups 

.000 2 .000 . . 

Within Groups .000 97 .000   

Total .000 99    

VAR00011 Between 

Groups 

.000 2 .000 . . 

Within Groups .000 97 .000   

Total .000 99    
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Source: Field survey 

From the above table it is clear that all variables have p value of less than 0.05 

except one variable. The results indicate that there is a significant difference in the 

perceptions held by all the three categories of workers as the observed significance 

level is less than 0.05 and it is evident from the above analysis that the trade union 

affects the rate of wages. 

VAR00012 Between 

Groups 

.000 2 .000 . . 

Within Groups .000 97 .000   

Total .000 99    

VAR00013 Between 

Groups 

.000 2 .000 . . 

Within Groups .000 97 .000   

Total .000 99    

VAR00014 Between 

Groups 

.000 2 .000 . . 

Within Groups .000 97 .000   

Total .000 99    

VAR00015 Between 

Groups 

.000 2 .000 . . 

Within Groups .000 97 .000   

Total .000 99    

VAR00016 Between 

Groups 

.000 2 .000 . . 

Within Groups .000 97 .000   

Total .000 99    
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3rd Hypothesis:  

Table showing workers opinion towards Safety and Welfare aspects of 

employees in the organization  

Sl. 

No. 
Questions/Statements 

Mean 

Score 

Standard 

Deviation 

1. 
Employee grievance redressal machinery is 

exist and functioning in the organization 
3.00 0.000 

2. 

The existence of a sound channel through which 

a grievance may pass for redressal if the 

previous stage has found to be 

inadequate/unacceptable 

1.00 0.000 

3. 
Industrial accidents result a multiplicity of 

factors 
4.00 0.000 

4. 
The safety policies of the organization should 

determine by the management 
1.00 0.000 

5. 
Management and supervisor must be made fully 

accountable for safety performance 
1.00 0.000 

6. 

All employees should be given thorough 

training in safe methods of work and should 

receive continuing education and guidance 

1.00 0.000 

7. 

Safety must be given equal importance 

consideration with that of other factors of 

production 

3.00 0.000 

8. 
Safety must be included in all phases of 

planning, purchasing, supervision and operation 
3.00 0.000 

9. 
Labour welfare is an important aspect of factory 

life 
1.00 0.000 

10. The purpose of providing welfare amenities is it 5.00 0.000 



124 

bring about the development of the whole 

personality of the worker 

11. 

Occupational diseases are the results of physical 

condition and the presence of industrial 

poisonous and non-poisonous dust in the 

atmosphere 

1.00 0.000 

12. Silicosis leads to painful death 4.00 0.000 

13. 
Adequate facilities for emergency care and 

injuries sustained in the course of work 
4.00 0.000 

14. 
Proper first aid and treatment for occupational 

injuries and diseases are exists 
4.00 0.000 

15. 
Provision for maintenance of adequate and 

confidential medical records are made 
4.00 0.000 

 
Aggregate Mean score and Standard 

Deviation 
2.67 0.000 

Source: Field Survey 

The above table highlights that the mean score varies from 1.00 to 4.00 and 

standard deviation results as 0.000. The aggregate mean score and standard deviation 

are 2.67 and 0.000 respectively. The aggregate standard deviation being equal to zero 

indicates consistency in the views expressed by the respondents. 

The respondents agreed that the existence of a sound channel through which a 

grievance may pass for redressal if the previous stage is found to be 

inadequate/unacceptable, safety policies are determined by the management, 

Management and supervisors are accountable for safety performance, all employees 

should be given thorough training in safe methods of work and should receive 

continuing education and guidance, labour welfare is an important aspect of factory 

life and occupational diseases are the results of physical condition and the presence of 

industrial poisonous and non-poisonous dust in the atmosphere (Mean Score 1.00). 

Respondents made no comments for overall development of workers through welfare 

amenities provided by the organization (Mean score 5.00).  
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Inference: The safety and welfare aspects of employees in the organization is not 

properly followed and which is evident from the above analysis that the respondents 

disagreed with safety and welfare aspects of employees in the organization (aggregate 

mean score 2.67).  

4th Hypothesis:  

Table showing workers opinion towards working condition and motivation to 

employees in the organization  

Sl. 

No. 
Questions/Statements 

Mean 

Score 

Standard 

Deviation 

1. 

Development of better methods of production 

by labour are responsible for the increase in 

productivity 

5.00 0.000 

2. More difficult a job, the higher are the wages 3.04 0.281 

3. 
Managerial attitude have a decisive influence on 

the wage structure and wage level 
4.00 0.000 

4. 
Psychological and social factors have a 

significant measure for the compensation 
1.00 0.000 

5. 
Wage should be capable of effectively 

motivating the employees 
3.00 0.000 

6. 
An incentive plan must consist of both monetary 

and non-monetary elements 
1.00 0.000 

7. 
Timing, accuracy and frequency of incentives 

are the basis of successive incentive plans 
1.00 0.000 

8. 
Profit sharing scheme helps to promote 

industrial harmony and stabilization of workers 
5.00 0.000 

9. 
Profit sharing scheme helps to eliminate waste 

in the use of materials and equipment 
5.00 0.000 

10. 

Profit sharing scheme helps to instil a sense of 

partnership among employee and employers and 

to increase employees interest in the company 

5.00 0.000 
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11. 

Profit sharing scheme attract desirable 

employees and retain them, thereby reducing the 

rate of turnover and absenteeism 

3.00 0.000 

12. 

Profit sharing encourage employers thrift and 

ensure employee security and demonstrate some 

measure of social justice to employees 

3.00 0.000 

13. 

Company offers benefits and services to 

increase and improve employee morale and 

creates a helpful and positive attitude on the part 

of workers towards their employers. 

1.00 0.000 

14. 

Workers should not imagine that their only 

function is to secure higher wages and shorter 

hours of work and better working conditions 

2.00 0.000 

15. 

Harmonious working relations between labour 

and management are essential for the smooth 

running of the organization 

2.00 0.000 

 
Aggregate Mean score and Standard 

Deviation 
2.94 0.018 

Source: Field Survey 

The above table highlights that the mean score varies from 1.00 to 5.00 and 

most of the variable’s standard deviation results as 0.000. The aggregate mean score 

and standard deviation are 2.94 and 0.018 respectively. The aggregate standard 

deviation being less than zero indicates consistency in the views expressed by the 

respondents. 

The respondents agreed that compensation management considers 

psychological and social factors with proper incentive plans as it consist both 

monetary and non-monetary elements. Best incentive plan is always based on timing, 

accuracy and frequency of incentives and Company motivates its employees by 

offering benefits and services to increase and improve morale and creates a helpful 

and positive attitude on the part of workers towards their employers (mean score 
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1.00). Respondents made no comments for the profit sharing scheme and its aspects 

adopted by the company (mean score 5.00) 

Inference: The working condition and motivation to employees in the organization is 

not good enough and which is evident from the above analysis that the respondents 

disagreed with working condition and motivation to employees in the organization 

(aggregate mean score 2.94).  
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Chapter V 

SUMMARY OF FINDINGS, SUGGESTIONS AND CONCLUSION 

In the previous chapter, the researcher could unearth various issues through a 

survey conducted.  As already stated the researcher has administered questionnaire 

and gathered responses on various parameters envisaged in the questionnaire.  The 

response has been gathered both from workers and the employers/managers and 

placed in part I and part II in chapter IV respectively, comprehensive survey 

conducted could help in tracing the following findings. 

1. 100% of the employees are of the opinion that compensation means base wage 

and variable pay like bonus and incentives. 

2. 100% of the workers opined that wages are paid at both on hourly basis and on 

daily rate. 

3. 100% of the workers observe that wage events represent the money an average 

worker makes in a geographical area or in his organization. 

4. 98% of the workers stated that wage structure does not refers to wage and 

salary relationship within a particular group. 

5. 100% of the workers stated that the employer follows competency based wage 

plan. 

6. 100% of the employee respondents stated that they are unaware of the concept 

equal pay for both male and female workers. 

7. 98% of the respondents observed that competency is an effective way for more 

expectation. 

8. 98% of the respondents agree that authority with a service of competency level 

can define a clear progression path. 

9. 100% of the workers observed that competencies are not difficult to define and 

easy to measure. 

10. 100% of the workers observed that the organization does not follow the 

principle that good sales tend to pay higher wages than those which running at 

a loss. 
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11. 100% of the respondents stated that there is no link between labour market 

conditions and delimitation of organizational wage structure.      

12. 98% of the respondents observed that the comparable wage or on-going rate is 

not the criteria for compensation policies. 

13. 98% of the respondents stated that cost of living wage is not the only criteria 

for automatic minimum equality pay criteria. 

14. 100% of the worker respondents opined that they have not heard about the 

wage discrimination policy of the organization. 

15. 100% of the worker respondents stated that they are unaware of the methods 

of production. 

16. 100% of the worker respondents stated that they are ignorant of trade union 

and bargaining attitude. 

17. 98% of the worker respondents observed that there is no correlation between 

risk and wage rate. 

18. 100% of the worker respondents observed that managerial attitude is nothing 

to do with the decisive influence on the wage structure and wage level. 

19. 100% of the worker respondents opined that psychological and social factors 

have a significant measure for the compensation. 

20. 100% of the respondents stated that technological development automation 

have been affecting the skill levels at a faster rates. 

21.    100% of the worker respondents are opined that there is no correlation 

between pay differences and variations in job requirements. 

22. 100% of the workers opined that the general level of wages and salaries 

should be reasonably in line with the prevailing in the labour market. 

23. 100% of the workers are of the opinion that wage plan should carefully 

distinguish between jobs and employees.  

24. 100% of the workers opined that there should be an equitable practice for the 

recognition of individual differences in ability and contribution. 
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25. 100% of the workers respondents stated that they have no idea of establishing 

of procedure for hearing and adjusting wage complaints.  

26. 100% of the workers stated that employer and trade union should not be 

informed about the procedure to establish wage rates. 

27. 100% of the workers opined that there is no perfect correlation between 

sufficient wage and standard of living. 

28. 100% of the worker’s stated that there should not be any flexibility in wage 

structure and this may lead to change of working conditions. 

29.  100% of the worker respondents observed that there should not be any dues of 

payment and it should be paid on time. 

30. 100% of the worker respondents stated that wage revision should not be done 

in isolation but it should be done through a committee consisting of various 

members including the leader of the workers. 

31. 100% of the worker respondents stated that they have no comment on wide 

variety of human needs and wage/salary payments. 

32. 100% of the worker respondents stated that the organization must not have any 

wage plan. 

33. 100% of the worker respondents stated that wage should be capable of 

effectively motivated the employees. 

34. 100% of the workers observed that wage plan should provide remuneration to 

employee as soon as possible after the effort has been made. 

35. 100% of the workers stated that wage plan should be relatively stable than 

frequently varying. 

36. 100% of the workers stated that there should not be any distinction between 

time rate and piece rate, but everyone must get equal pay for equal work. 

37. 100% of the respondents   opined that both monetary as well as non-monetary 

elements must consist in an effective inactive plan. 

38.  100% of the respondents stated that timing, accuracy and frequency of 

incentives are the basis of successive incentive plans. 
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39. 100% of the worker respondents stated that, we are ignorant of rewards and 

incentives. 

40. 100% of the respondents have no comments on profit sharing scheme of the 

organization. 

41. 100% of the worker respondents have no comment on profit sharing scheme.  

Hence no question of eliminating wastage of materials and equipment. 

42. 100% of the worker respondents have no comment on share of partnership 

among the employee and employer and to increase the employee’s interest in 

the organization. 

43. 100% of the respondents are disagreeing with the reduction of turnover and 

absenteeism due to the introduction of profit sharing scheme. 

44. 100% of the respondents do not agree with the employer’s thrift and 

encouragement of employees securing and social justice due to non-

implementation of profit sharing scheme. 

45. 100% of the worker respondents observed that there is a perfect correlation 

between company benefits and employee morale and creates a helpful and 

positive attitude on the part of workers towards their employer. 

46. 100% of the worker respondents have no comment on the benefits and 

services provided by the organization with a view to improving the market 

position. 

47. 100% of the worker respondents are agreed with the principle of offering 

benefits and services to recognize trade union banging strength. 

48. 100% of the worker respondents opined that there is no employee grievance 

redressal   machinery in the organization. 

49. 100% of the employee respondents stated that there must be an existence of 

sound channel of grievance redressal, if the previous stage of redressal is 

inadequate. 

50. 100% of the respondents stated that industrial accidents are not a result of 

multiplicity of factors. 
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51. 100% of the worker respondents opined that safety policy should be 

determined by the management.         

52. 100% of the respondents are of the opinion that management and superior 

must be made responsible for safety performance. 

53. 100% of the worker respondents stated that all employees should be given 

thorough training in safe methods of work and should receive continuous 

education and guidance relating to safety. 

54. 100% of the worker respondents opined that safety must be given top priority 

and all other factor of production should not be correlated with safety. 

55. 100% of the worker respondents argue that safety must not be included in all 

phases of management. 

56. 100% of the worker respondents agree that labour welfare is an important 

aspect of factory life, existence of the organization depends on welfare of the 

workers. 

57. 100% of the worker respondents are ignorant of welfare measures taken by the 

management. 

58. 100% of the worker respondents opined that occupational diseases are due to 

poisonous and non-poisonous dust in the working atmosphere.    

59. 100% of the worker respondents opined that silicosis is not the only cause for 

painful death, but there are some other reasons for this. 

60. 100% of the worker respondents opined that the facilities for emergency care 

and injuries sustained in the courses of work does not exist in the organization.  

61. 100% of the respondents stated that proper first aid and treatment for 

occupational disease does not exist in the organization. 

62.  100% of the respondents are opined that there is no provision for maintenance 

of adequate and confidential medical record. 

63. 100% of the respondents stated that the process of collective bargaining does 

not exist in the organization. 

64. 100% of the worker respondents are of the opinion that collective bargaining 

is an art and advanced form of human relation. 
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65. 100% of the worker respondents are opined that collective bargaining should 

be made an educational as well as a bargaining process. 

66. 100% of the worker respondents stated that both management and workers 

must look into collective bargaining as a means of finding the best possible 

solution. 

67. 100% of the worker respondents states that their function is not to get more 

wages for less work but our intention is to get equal pay for equal work. 

68. 100% of the worker respondents opined that harmonious relationship between 

labour and management helps the organization for longer sustainability. 

69. 100% of the respondents state that collective bargaining helps the management 

and workers to come out with the best solution of the labour problems and 

grievances. 

70. 100% of the respondents opined that conciliation help in settlement of 

disputes. 

71. 100% of the worker respondents states that wage differentiation exists in the 

system. 

72. 100% of the employer respondents observe that monetary and non - monetary reward 

system does not exist in the organization. 

73. 100% of the employer respondents opined that they have not implemented any sound 

policies for wage and salary administration. 

74. 85% of the employer respondents agree that existence of employee’s appraisal 

system in the organization. 

75. 69% of the employer respondents opined that manager have already been trained to 

asserts competencies.    

76. 77% of the respondents observe that competency based pay system does not exists in 

the organization. 

77. 85% of the respondents comment that they have no comment on rates of wages. It 

shows that they are paying wages as per their vims and fancy. 

78. 77% of the respondents agree that wage structure refers to wage and salary 

relationship within a particular group. 

79. 69% of the employer respondent are disagree with the statement that the employer 

perception that compensation received is equal to the value of work performed.  
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80. 62% of the employer respondents agree that labor market condition forced and 

determines wages structure and level. 

81. 85% of the employer respondents states that trade union does not exists in their 

organization.  

82. 77% of the respondents agree that cost of living condition is the minimum criterion 

for equal pay. 

83. 77% of the respondents opined that there is a perfect positive correlation between 

risk and wage. 

84. 100% of the employer respondents opined that maintenance of company’s image has 

been a major factor for wage policy. 

85. 100% of the employer respondents states that employers and trade union should be 

informed about the provisions to establish wage rates and majority of the employer 

are against to the trade unionism. 

86. 69% of the employer respondents opined that there is a direct relationship between 

wages and standards of living of the workers. 

87. 54% of the employer respondents stated that wages and salary structure should be 

flexible. 

88. 77% of the respondents stated that there should not be any individual judgment in 

revision of wages. 

89. 100% of the respondents opined that in their organization there is no provision for 

PF scheme of social security and social insurance benefits. 

90. 100% of the respondents agree that there is a provision for minimum wage and fair 

wages policy in their organization. 

91. 85% of the respondents opined that both time rate and piece rate system of wage 

payment is not in practice. 

92. 69% of the respondents stated that principle of equality does not exist in the 

organization. 

93. 100% of the respondents stated that wages differentials exist in the system. 

94. 85% of the respondents opined that merit pay and variable pay are not in practice.   

95. 70% of the respondents opined that wage incentive scheme aims at profit sharing.   

96. 69% of the employer respondents opined that happy workers are not always 

productive. 

97. 62% of the employer respondents observe that payment by result does not rely upon 

the yield, increased output, and lower cost of production. 
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98. 100% of the employer respondents opined that jealousy arise among worker because 

some are able to earn more than others. 

99. 100% of the respondents observe that it is difficult to set piece rate and bonus rate 

accurately. 

100. 100% of the respondents opined that danger of disregarding safety regulation leads 

to high rate of accident. 

101. 69% of the respondents stated that increased efficiency and smooth working can be 

promoted and sustained. 

102. 100% of the respondents opined that payment of wages should be in the form of 

cash only but not in all forms like cash, stock of future credits etc. 

103. 100% of the respondents are against to the distribution of profit to the workers. 

104. 100% of the respondents opined that there is no provision for employee profit 

sharing scheme in the organization. 

105. 100% of the respondents opined that profit sharing scheme generally does not 

attract desirable employees and retain them there by reducing the rate of turnover. 

106. 54% of the respondents have no comment on the parameter that money need not 

always motivate workers. 

107. 69% of the respondents agree that reward and flexible schedules are nothing to do 

with attract and retaining of the talent. 

108. 100% of the respondents are of the opinion that incentive plans are often fails to 

deliver result due to improper handling of sensitive issues. 

109. 77% of the respondents opined that happy workers need always be on the right side 

of the fence. 

110. 77% of the respondents observed that organization must develop employees and 

sharing of profit with them against hazards of life. 

111. 100 % of the employer respondents opined that payment and security are 

complimentary with each other. 

112. 100% of the respondents observe that payment of wages must ensure employee 

safety and health. 

113. 100% of the respondents opined that payment of wages must ensure employees 

happiness and recreation benefits. 

114. 54% of the respondents agree that administrating the benefit program is not an easy 

task. 

115. 100% of the respondents opined that motivation leads to positive engagement of 

working in their performance. 
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116. 100% of the employer respondents opined that congenial work atmosphere and 

pleasing surrounding improve the behavior climate in the organization. 

117.  100% of the respondents opined that jealousy, favoritism and poor working 

condition lead to absenteeism.  

118. 100% of the respondents opined that indifferent desires leads to more work and 

more work leads to more hazard. 

119. 100% of the respondents stated that severity of discipline nature, dishonesty, and 

low wags leads to theft. 

120. 100% of the respondents opined that laxness, lack of knowledge and interest leads 

to waste and there by increase the losses. 

121. 69 % of the respondents opined that carelessness, lack of interest, toleration by 

management leads to dirty work and work place. 
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SUGGESTIONS 

The researcher has shown concern to ameliorate the compensation 

management in the unorganized sector and has offered the following suggestions and 

all this has been drawn based on the above findings. 

1. One of the most important gender issues in compensation is equal pay for 

comparable worth. The issue in unorganized sector is all about why 

women get paid less compensation when compared to their male 

counterparts. Hence it is suggested to have an equitable practice should be 

adopted for the recognition of individual differences in ability and 

contribution. 

2. There should be a clearly established procedure for hearing and adjusting 

wage complaints. 

3. Wage should be sufficient to ensure for the worker and his family 

reasonable standard of living. Workers should receive a guaranteed 

minimum wage to protect them against conditions beyond their control. 

4. Prompt and correct payments of the employees must be ensured and 

arrears of payment should not accumulate. 

5. For revision of wages, a wage committee should always be preferred to the 

individual’s judgment. 

6. Wage and salary payments must fulfil a wide variety of human needs. 

Hence it is suggested to provide, housing facilities free education to 

employees ward etc. 

7. Under the national labour relations Act, employees have a right to discuss 

their wages, hours and other terms and conditions of their employment. As 

a result, there do no way that a firm can keep anything away from public 

gaze. 

8. It is suggested to enhance the effective workers participation in 

management. 

9. Need for elimination of child labour. 

10. Need for guidance and counselling. 
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11. Suggested to introduce adequate and fair compensation. 

12. Suggested to provide safe and healthy working conditions. 

13. Provision for systematic judgments on a salary increase. 

14. Provision for schemes that are based on linked reward scheme like free 

rates, merit pay and commission competency based pay etc. 

15. Suggested to encourage trade unionism. 

16. Cost of living criteria should be taken for granted for equal pay. 

17. Maintenance of company’s image is a must for wage policy. 

18. Wage and salary structure should be flexible. 

19. Suggested to have both time rate and piece rate system of wage payment. 

20. Suggested to have both merit pay and variable pay in the organization. 

21. Suggested to have wage incentives scheme to aim profit sharing. 

22. Selling of piece rate and bonus rate accurately as a better way of managing 

compensation. 

23. Proper incentive plans are better to handle sensitive issue. 

24. Benefit and service programs must be developed to achieve the needs of 

the employees and protect them against hazards of life. 

25. Right compensation and security must correlate with each other. 

26. Position engagement of workers to influence by proper motivation.  

27. Severity of discipline, natural dishonesty low wages is curse in the 

unorganized sector. 

28. Careless, lack of interest, toleration by the management leads to dirty work 

and work place. Hence it is suggested to have proper management of 

personnel. 

29. Proper first aid and treatment of occupational injuries and diseases must 

exist in the organization. 

30. Provisions for maintenance of adequate and confidential medical records 

should be made. 
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31. Provision for welfare amenities should be made to develop the whole 

personality of the worker. 

32. Collective bargaining must be made as a means of finding the best possible 

solution. 
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CONCLUSION 

Indian economy is to a great extent characterized by large number of people 

working in unorganised sector as unorganised worker; transitional nature of the Indian 

economy, disparity in education, skill and training some of the major factors abetting 

such a large concentration of workers in an area where workers are more vulnerable. 

NCEUS has noted that the employment in India can be meaningfully classified into: 

a)   Formal employment in the organised sector 

b)   Informal employment in the formal sector 

c)   Formal employment in the informal sector 

d)   Informal employment the informal sector 

Amongst these form categories reports have shown that the Indian economy is 

largely characterised by huge numbers of people employed informally in the 

unorganised sector. unrecognised sector has a pivotal role in the Indian economy in 

terms of its contribution to GDP and employment, but the role of this sector is fully 

ignored. It is in his regard there an urgent need to study the working conditions, safety 

and security wage and salary administration of unorganised sectors with special 

reference to stone crushing units of Mandya district. 

The researcher has put effort in most utmost good faith to unearth the 

problems of working in stone crashing units of Mandya district. 

The study highlights the following points 

1. There is a disparity between organised and unorganised working as regards the 

compensation concerned 

2. The wages paid in stone crushing industries is less than the wages of workers 

working under MGNAREGA scheme of GOI ( Mahatma Gandhi National 

rural employment guarantee Act. 

3. Literacy is one of the parameters to measure the level of entrepreneurship. 

Mandya district is having comparatively good education infrastructure. There 
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is a scope for jelly quarrying and crushing units, but conditions of workers 

working in those crushing units is pathetic 

4. It is observed that the workers working as driver of crushing machine have no 

basic infrastructure like, shelter, drinking water, facility of schools and 

hospitals. Even to get first aid medical treatment they have to move nearly 10 

to 15 kms from their working places. 

5. Again it is observed in the field visit that there is a lack of coordination 

amongst revenue and forest department officials in order regulate unauthorised 

crushing units. It is found that there are some unauthorised crushing units 

working in and around Srirangapattana and Pandavapura taluk. 

6. There is no perfect demarcation of land between forest and revenue 

department. The researcher doubted that there is a negligence on the part of 

officials to regulate the issue. 

7. It is suggested to the labours department of Mandya district to regulate and 

educate all the owners / managers of the crushing units and to counsel them in 

order to follow the labour rules and in turn educate the workers to get the 

benefit out of it. 

8. Employees are considered to have informal jobs if their employment 

relationship is in practice not subject to national labour legislation, taxation 

social protection, the reasons may be: 

a) Non declaration of jobs or the employees 

b) Casual jobs or jobs of a limited short duration 

c) Jobs with hours of work or wages below a specified threshold 

d) Jobs for which labour regulations are not applied 

9. The operational criteria for defining informal jobs of employees are to be 

determined in accordance with national circumstances and availability of data 

10. For purposes of analysis and policy making, it may be useful to disaggregate 

the different types of informal jobs especially those held by employees. 
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