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ABSTRACT The issue of commitment ssunes con-
siderable importance in the confext of labour-productivily
ardl labour-recruitment.  The index used for the calcula-
tisn of mabe-labowr commitment con pod be wsed for ihe
assesemend of female lsbowr commiment because ihe
woineen warkers get more influenced by the cmployment-
conditions, employers’ altiode and bebaviowr, legislation,
e, Hence, we have advocated for a composite index-
measurement 1o adsess the commamment level of women
workers.

In this emqarcal study, we have used the composiie
imdex measuremenl for measaring the carcer commitmsnt
among the women warkers of Kanpur and Delhi, Ouwr find-
ings suggest that majority of women workers found 1o be
wery commitled te thelr careerfoccupation.  This finding
negies the existing notion that women workers are non-
commaned lor, Many siudies have reported thal women
wiorkers lack i commitment. Consequently, many women
have lost their jobs. Thas loss can be negoded if one can use
the composite index of commiiment as suggesied by the
nuihor,

INTRODUCTION

Ower the past two decades there has been a
significant increase in the number of social sci-
cntists engaged in studies relating 10 industrial
workers, However, most of these studies have
not paid enough attention on the issues related
o women workers, An attempt has been made
here 1o fill in this gap by studying the aspect of
job commitment among the industrial women
workers of India. The 1ssue of commitment as-
sumes considerable significance in the confext
of increasing labour productivity. Ofien it is said
that women workers are less committed than their
male counterparts and consequently, many indus-
tries have stopped now hiring them. This may
be true provided that the instrument 1o measure
the commitment aspect is a fool-proofl one.

There are certain problems in measuring the
labour-commitment and those need a careful ex-
amination. For example, male labour commit-
ment is normally calculated using statistical in-

dicators like absenteeism and wrnover { Rao,
1966; Sharma, 1974; UNESCO, 1980; Sharan,
1980). Those figures of wrnover and absentee-
igim Fail wo tell us the exact reasons as 1o why do
the workers remain absent. Hence, those statisti-
ral indicators are not valid indices of commit-
ment especially to measure the women labour-
commatment (the indicators must reflect the im-
portance of allitudes, working conditions, em-
ployers' behaviour, job-satisfaction, and manage-
ment policies, etc). It is often observed that
women workers are nol commitied because of
the employers' behaviour, work conditions or
labour policies. Therelore, their leaving a fac-
tory is involuntary. This, however, does not nec-
essarily lead o the lack of commilment among
women workers 1o their industrial career. This
paper wishes (o draw ils allention on various as-
pects of working conditions, job-satisfaction,
recruilment policies, labowr legislation, ete. Tor
developing a composite index 1o measure the
extent of commitmeni among the industrial
women workers of Kanpur and Delhi.

In the present study, only those aspects of
working conditions are taken into consideration
which are assumed to be of extreme imponance
for Indian manufaciuring units. The sample size
was limited 1o [ women workers working
with different manufacturing units of Delhi and
Kanpur, Care was taken o select only those units
whio had maore than 25 workers on their roasters,
The information was collected with the helpof a
structured interview schedule and through
personal interviews of management personnels.
The siudy was conducted during 19931996,

In the present study, “women workers com-
mitment” is taken as s dependent variable while
working condition, job satisfaction, recruitment,
labour policies and their impact are taken as
independent variables. We assumed that a worker
would be more committed if she was fully satis-
fied with her working condition and manage-
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ment behaviour, ete. In this paper, first we will
discuss the working conditions linked with
wages, benefits, promotional prospects, super-
visors” behaviowr, job satisfaction, etc, and then
we will have some discussion on labour legisla-
tion and its impact on women workers' employ-
ment. Lastly we will have a look at the compos-
ite index of commitment in order to wnderstand
the extent of commitment among the women
workers of the present study.

Within the industry, rural-urban migration has
been one of the major sources of supply of
women labour force in India (Sharan, 1985;
Sheth, 1977; Gishert, 1972: Lambert, 1963),
Workers are exposed to a certain kind of envi-
ronment and condition of work which they had
not experienced while living in their villages, For
example, tempo of work, noise of machines,
lighting arrangements, performing work in an as-
sembly-line arrangement, channels of commu-
nications, punctuality, ew. Therefore, for com-
mitment, the objective conditions of work are
linked with working hours, wages, benefits (leave
honus, ctc. ). insurance, promolional awareness,
satisfaction with facilities, relationship with im-
mediate bosses, etc. In this section, the objec-
five conditions of work and job-satisfaction as
perceived by the women workers have been dis-
cussed. It is hypothesised that women who are
highly satisfied with their work condition might
be more committed 1o their work.

WORKING CONDITIONS

The working conditions that we studied have
been analyzed in terms of {a) wages, (b) ben-
efits, (¢ job secunity, (d) promotional prospects,
(&) satisfaction with the amenitics provided with
in the work place, and (f) social relationship with
immediate bosses,

Wages

Cur findings on wages show that a large
number of our respondents get very low wages.
Tahle 1 indicates that 75 per cent of the total sam-
ples earned less than the average wage, i.e, Rs,
1160 per month, and only 25 per cent earned
more than Rs. 1160 per month, It was further
found out that the women workers working in
public organizations are not better-off than their

counterparts in the private firms. Almost all the
women employed in private organizations eamed
the same as there is no wage difference in the
two types of organizations. 11 is contrary 1o the
assumplion that government run firms pay bet-
ter salary 1o their workers.

Table 1 1 Wages Received by the Fespandents of Delhi

and Kanpur Industrial Units [ e §0040]

Cities
Wiipres {in perentage) Tintatd
Wuge Cwmtegories 3
Deihi Kanpir
Less than Bs. 1160 pom. 5 11} 75
Muore than Ks. 160 p.m. 25 il 25
Total S0 54 1]
(' = 1246, pz0l)
Benefits

It is observed that our respondents generally
do not get any tangible benefits such as casual
leave, earned leave, medical or maternity leave.
In theory, they are always entitled 1o these ben-
efits but seldom get them in reality. In respect of
additional benefits, the silwation 15 almost simi-
lar in Delhi and Kanpur. Since Delhi is the na-
tional capital, it was thought that the rules might
to be more rigorously implemented. However,
our respondents of Delhi too reported that they
rarely get all those benefits. They mentioned that
only permanent employees are allowed o have
those benefits. Since they are nol permanent
employees, therefore, these advantages never
come inlo practice.

If "wages” and "benefits” received are taken
as reliable indicators of the working conditions,
then there cannot be two opinions that the work-
ing conditions of the industrial women workers
of Kanpur and Delhi are deplorably poor. This
is noi unique o our sample but is characteristic
of industrial scenario all over India as has been
revealed by other studies (Sheth, 1968; Nath,
1968 ). The women workers get neither adequate
pay nor necessary fringe benefits which also ex-
plains why most of them are not committed, a
point which is discussed later in this paper.

Job Security

Mo study of the working conditions of Indian
women workers would be complete unless it
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examines the extent of job sccurity. By “job se-
curity” we refer to perceived job security, ie.
whether or nol a woman worker feels that she
has a stable and secure job, Our findings reveal
that a very large majority of our respondents felt
that their jobs are insccure. Table 2 shows that
B0 per cent of the respondent workers felt inse-
cunty in their jobs and only 20 per cent { all were
from Delhi) felt that they have stable jobs,

The table shows a marked difference in per-
ceived job security between Delhi and Kanpur
units, It indicates that 20 per cent women work-
ers working in Delhi perceived their jobs as sia-
ble ones against none from Kanpur. Why is this?
When we probed further, we learnt that it is due
1o the methods of selection which are very dif-
ferent. In Delhi, unskilled and casual workers are
recrutied by jobbers or the older workers of the
factory. In these selection the informal ties like
caste and village play a viial role. While skilled
workers are selected through careful selection
process with the help of employment exchange.
Since in selection informal ties are strong, there-
fore they cannot be terminated so easily. Thus,
greater job scourity is found among the women
workers of Delhi. While in Kanpur, most often
the recruitment of unskilled workers is dong with
the help of contacts or contractors. Thus, these
workers'job can be terminated very easily and
therefore they have a feeling of insecurity while
skilled workers get some skill-training for per-
forming their jobs soon after their hiring and the
skill-training invelved extra-effort and expenses.
Thus, the employers cannot afford to lerminate
the skilled workers for small reason and there-
fore greater security of jobs for them, This as-
pect is discussed with greater details in the sec-
tion of “recruitment-procedune”,

Table 2: Job Security of the Respondents Working in
Deihd and Kanpur Industries, [N=1000)

Cities

ik fin percentiage)
XECUrily Wage Cafegories Toual

Dl Kanpur T
Insecured o 50 B
Secared 20 Mil 20
Toaal Lii] A0 L)
=890, pc0l)
Promotion Prospects

Another important aspect of working condi-
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tions is the promotion prospect as perceived by
our respondents. Investigations revealed that pro-
motion prospect is very bleak. Further findings
show that there is little or no difference in the
perceived promotion prospects among the
women workers working either in Delhi or
Kanpur. OF the total respondents, 39 per cent do
nod percelve any promotion prospects im their
present jobs. Only 11 per cent of them reported
that as per the regulations governing their serv-
ice conditions there are some provisions of pro-
motions, However, in reality, those promotion-
regulations are never brought into practice. Ma-
Jorty of the respondenis sec no chance of their
elevation in the foreseable futlure. Some clarmed
that not a single promaotion has taken place in
their respective organizalions in the past ien vears
or s0, During our investigations, we Came across
only one case who has been promoted once.
Based on this observation, it can be said that,
promotions are not made as a routine and thus,
most of the women workers never gel any pro-
maotion in their jobs nor do they expect to get it
in the near future.

Respondenis’ Satisfaction with the Amenities

Tahble 3 shows the perceived satisfaction and
dissatisfaction with the physical conditions and
amenities provided within the units. Some dif-
ferences are visible in the answer patierns of the
respondents of both cities. As many as 84 per
cent are dissatisfied with the physical conditions
of their work places and only 16 per cent are
satisficd. All the respondents of Delhi have come
into the dissatisfied group, whereas all the satis-
fied consisted of Kanpur workers. This is & point
which is worth noting. This answer patiern re-
flecis the state of mind of the women workers.
Ofen the workers who work in metropolitan and
cosmopolitan cities want 10 have better working
atmosphene. 1T their expectations are not fulfilled,
they become dissatisfied, While workers com-
ing from non-cosmopaolitan areas do not expect
such things, hence they are satisfied. This might
be the difference because of which different kind
of answer pattern was found between the re-
spondents of Kanpur and the respondents of
Delhi.

Further, answering 10 our various querics
about the causes of their dissatisfaction, they
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stated rthat the main reason for their dissanisfac-
tion is their work duration which almost always
exceeds B hours a day. They mentioned that
sometimes they are required 1o work without any
break, sitting on uncushioned stools all through
the long working hours. This render their work
more strenuous than it really is. In some indus-
trial units, which we visited in the course of our
Meld work, it is nodiced that the assembly lines
are too crowded as the space is inadequate and
the rooms are quite siuffy. Absence of proper
lighting arrangements and electric fans, at the
assembly lines, has made the conditions stll
worse, The cumulatve effect of these poor physi-
cal conditions has rendered the work unpleasant
for them. Consequently, most of the respondents
whio worked in above units show high level of
dissatisfaction and they keep on talking about
changing their firms. This response can be con-
strued as lack of commitment because of unsat-
isfactory physical facilities.

Tahbe 3 : Respondents’ Salisfactbon on the Amenities

Provided With [N=1000]

Cities
{inl prernentage ) Tutal

Dl Kanpur

Narare of Rewcfion

Satisfied Mil 16 ]
Dissatisfied Sik 34 a4
Toial Sl Si} 1011

(7 - 20.24, pelu000 level).
Social Relationship with the Bosses

This is of crucial importance in industrial re-
lations because industrial sociclogists of “human
relations” school argue that the relationship be-
tween the immediste bosses and the workers have
a lasting impression on the latter’s motivation
and morale and hence on job satisfaction and
commitment {Schneider, 1969; Morris, 19635).
The main view in this approach is that a worker
always tends to place the supervisor or the im-
mediate boss in a higher status category than his
or her own. Interestingly enough, our findings,
however, do not confirm this contention. The data
presented in table 4 indicate that 82 per cent of
the respondents have regarded their immediate
bosses as equals and only 11 per cent have placed

their bosses at a higher status level; interestingly
enowgh, 7 percent respondents have placed their
bosses inferior 1o themselves in status.

The responses of the respondents of Delhi and
Kanpur units show more or less a sifmilar pat-
tern. On probing further on the behaviour of im-
mediate bosses or the supervisors (owards them,
the respondents expressed their satisfaction over
the behaviour of their immediate bosses towards
them. The response pattem, thus, indicates a posi-
tive and harmonious relationship between the
workers and their bosses. However, our lindings
may not be true of all industries and particularly
of male industrial workers of Kanpur, who have
exhibied their animosity 10 bosses in the maost
violent manner (Saberwal, 1978),

Table 4 : Dilferential Assessment of the Immediate
Bosses” Stalus a8 Perceived by the Respond-

enils | M=1081|
Cities
Beagees” Supreas {in percenage) Tiwral
el Kovipur
Higher B 3 1
Equal 18 44 52
Lower 4 i 7
Total Sih 1] 1]

(= 8.24, df=2, p<0l level)
PERCEIVED JOB SATISFACTION

In order 1o know the exient of job satisfac-
tion found among the respondents, we wanted
to find out the respondents” attitude towards their
present jobs, We enguired about their desire 1o
continue in the present job and further we asked
whether they are satisfied with their present jobs,
Most of the respondents (90 per cemt) showed
ambivalent attiiude o their present jobs and they
never wished o continue in the present job for
long time. Almost all of them expressed their
preference for some other jobs, Their preferences
are invariably for jobs with betler emoluments
and with betier promotional prospects. Their
career outlook and preferences are primarily de-
termined by perceived monetary gains such as
increments, promaotions, supplementary benefits,
etc. of which most of the respondents in our sam-
ple feel deprived of in their present jobs, although
a few exceptions are there, Despite the large scale
dissatisfaction with their present jobs, all the
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respondents want 1o continue with their profes-
sional carcer. They just wish to have a change in
the present job because it do not have much scope
in future, This information is quite noteworthy,
specially in the Indian social context. The stere-
obype image of Indian women is that they are not
the real bread winners of the family, that they
perceive their role as confined to kilchen and
cradle, and that they are the least career-oriented,
ete. Mow, this image is being questioned. Va-
lidity of those stereotype rales is becoming un-
important. Almost all the respondents showed a
keen desire 1o pursue their occupational career.
Thus, they can never be termed as uncommitted
workers,

RECRUITMENT FPROCEDURE

Many respondents casually mentioned about
some problems at hiring level, Therefore, we
probed further on the recruitment procedures of
above industries. We learnt that normally such
hiring is done through contacts only. Mo proper
ﬂlj\'i’_“r'[ﬁ.-l:'mtnl: 15 sent when va.canl::.-' Arises.

9] per cent of the total respondents said that
they have secured their jobs with the help of con-
tacts such as friends/relatives or some known per-
sons, While only 9 per cent mentioned that they
got their jobs through the Employment Exchange.
It means that a very small percentage of women
waorkers pot their jobs through the proper and
official channel of appointment. Consequently,
potential women-workers generally contact per-
soms who can get them a job (as reported by the
respondents).

It further means that all those who got a job
once through pulls or contacts would definitely
like to keep their employers happy by any means
so that they can be continuing with the jobs,
Sometimes, this leads to worst kind of exploita-
tior. This is not new or unique for our respond-
ents as similar experiences were reported by viri-
ous other studies (Datar, 1984; Sharan, 1985,
Patel, 198K)

This kind of recruitment procedure suits ab.
solutely well 1o the employers, This gives them
a free hand to deal with the situation and an
added advantage of getting the workers® loyalty
to themselves. Which i1s why they are always in
favour of in continuation with existing procedure
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of hiring. For women workers this brings a
very disasterous resull. Some of the workers re-
ported that they have to go through all kinds of
harassment and humiliation for the sake of thewr
jobs. They also mentioned that everybody can-
not stand-up with the situation and therefore
many of them prefer to stay back at home and do
some odd jobs rather than going through such
humiliation. Thus, it can be easily concluded that
such humiliating conditions force the women
workers to withdraw themselves from the waork
force or remain absent from their work units.
Hence, the recurrance of absenteeism is observed
in many industrial units.

Role of Industrial Labour Policies

(In the 1ssue of women-labour commetment,
some of the employers, officials and the trade
union leaders were asked 1o comment.

Most of the employers and the trade-umion
leaders were of the opinion that women are very
sincere and committed workers. However, they
are mostly hired as casual workers because of
the changes brought into the labour legislations
which involved additional expenditures. They
pointed out that following changes introduced
in the labour Acts have resulted ino giving ad-
verse effect on Women's employement;

a} Ban on women workers to work in night
shifts {in manufacturing industries).

b)  Introduction of maternity leave for almost
4-5 months with full salary.

¢)  Addiional physical facilities for women
workers such as a toilet, a rest room, nurser-
1e5 or chreches, etc.

The above changes were introduced in the La-
bour Act for creating better work atmosphere and
better working conditions for the women, How-
ever, in practice those have wially brought dif-
ferent results. For example, leather and textile
industries of Kanpur which used to hire 2 good
number of women workers, have now stopped
hiring them. On queries, the owners of these in-
dustries mentioned that they do not want to hire
them because they cannot be asked to work in
the night shifts and thus it would be impossible
for employers to run the units in shifts. Hiring
of women would bring additional economic
burden on them because they may have to keep
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% sets of workers. One set (of women workers
omly ) whio will be working all the tme in the day-
shifi while the other two sets which can work on
rotation, Why should they go for this additional
hurden? Thus. they have stopped hiring women
labour,

The other provision such as chreches, nurser-
ies, matermily benefits involve  additional ex-
penditure on women employees. The employers
openly stated thal they do not like o incur
this kind of extra expenditure. However, some
of the employers said that they would like to hire
women workers because they are sincere and
honest but they are refrained from doing so be-
cause of the wrath of their association,

This trend 15 not conflined 1o only in Kanpur
or Delhi but more or less commaon all over the
country. It is reported that unless the nature of
job requires a tender handling, women are never
hired in many of the industries because of the
simple economics of production process (Raman-
amma, 1987, Datar, 1%84).

EXTENT OF COMMITMENT

There are several ways in which commaiment
could be measured and analyzed. The traditional
method of calculating commitment was depend-
ent on absenteeism and turnover and, therefore,
it did not take the social background, migration
of workers into account while examining the as-
pect of commitment. However, many studies
have reported the flaws in this kind of assess-
menl. Workers™ values and workers' molivation
to work are very much dependent wpon the em-
ployers, the government policics and the selec-
tion-recruitment process alongwith their social
background and working conditions. Therefore,
we have tried o develop a composite measure-
ment scale, for assessing the extent of commil-
menl among women workers, comprised of the
following indicators:

{iy Working condition such as wages, porom-
otion, benefits, attitude of boss, etc.

{11} Procedure of selection/recruitment

{iii} Job satisfaction

{iv) Continuity in employment

We assigned one point o posilive answer [0
each of the four indicators and thus calculated
the respondents” scores on a4 point scale. Those
who seored a zero, ie. those who had given nega-

tive responses to all the four items were placed
in non-committed group, those who scored uplo
2 points on the scale were placed in moderaiely
committed category and those scoring 3 to 4
points were considered as highly committed
waorkers,

The relative proportions of the three catego-
ries among the 1K) respondents are shown in
table-5. It indicates that respondents of Delhi
are relatively showing greater commitment to
their career than the women workers of Kanpur.
To some exient, the proporiional percentage of
non-committed workers 15 almost the same in
hoth the cities, while a great difference is no-
ticed among moderately committed workers of
Kanpur and Delhi sample. Majority of the re-
spondents of Kanpur units is found in moder-
ately committed category, while majority of the
respondents of Delhi units has shown high rate
of commitment.

We further explored the reasons for this vari-
ance in answer pattern. Afler some constant prob-
ing we learnt that factors like aspiration and
motivation are mainly responsible for variation
showing differential rends.

The entry of workers into industry is, to some
extent, determined by their aspirations, although
a greal majority of them do not seem 1o plan their
careers from the beginning. Only when they are
exposed 1o cerain opportunities they do begin
to think of an industrial career, and vsually it is
only after a few years of work that they develop
aspirations (World Bank, 1992). There is evi-
dence to show that skilled workers have more
defined aspirations about their careers than the
unskilled ones, Motivation and levels of aspira-
tion not only differ according to the category of
workers but they are always in a continuing proc-
ess of Mux and variation. Therefore they should
be reckoned with. It cannot be taken for granted
that once a women is favourably disposed o fac-
tory work and enters the job she becomes fully
committed, Her experience inthe job and chances
of upward mobility are of primary imporiance,

There is a hierarchy among the workers within
the factory, A worker’s position of status is de-
termined by her skill, experience, seniority, in-
come and authority. The bureaucratic organiza-
tion of the factory works through a system of
communication linking different sections into
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Table 5: Extent of Hespondenis' Commitment to their

Juhs [FN=1000]
Ciries
Culegories __fin pemeniige)
D Kanpur

Pon-Commitbed I3 11
Muoderasely  Commmitied 25 54
Highly Commited hil LR
Total in pereemiage b [[LH FLEL

L =d41.41, di=2, p01)

which workers are grouped. Status and op-
portunities for upward mobility influence job sat-
isfaction. Some studies (Sharan, 1985) of job sat-
isfaction show that workers in the higher ranges
of the hierarchy are normally more satisfied with
their jobs than those in the lower ranges. How-
ever, lack of sufficient opportunities for upward
mobility frequently frustrates workers, and their
job satisfaction tend to be lower. This may result
in workers leaving the factory and accepting jobs
clsewhere,

Job satisfaction also depends upon other con-
ditions of employment such as wages, allowance,
provident fund, bonws and fringe benefits, Wages
tend to be comparative, and significant differen-
tials in wages cause, o some extent, instability
of labour in a factory. Besides, there is also the
practice of wooing workers by the other employ-
ers, especially in small scale industries. While
the wage policy assures minimum wages o work-
crs, suitable machinery has 1o be evolved o check
the discrepancy in wages actually paid and those
shown as having been paid in the regisiers. Mon-
ctary incentives such as provident fund, bonus
and non-monetary benefits ke sickness, mater-
nity leave, accident insurance. and housing have
made conditions of employment of workers more
favourable o commitment. Assured of the mini-
mum henefits, workers are on the look out for
more and varied benefits which several factories
offer them in different degrees. This brings us o
the consideration of job mobility of workers in
relation (o commitment.

It is ofien scen that workers change from one
category to another within the factory or indus-
try, and from one factory to another in the same
category. The former is characterized as vertical
and the laner as horizontal mobility. Mobility of
workers is related, on the one hand, 1o the differ-
entials in wages, benefits and opportunities and,
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on the other, to the aspirations, job satisfaction,
skills of workers and the influence they com-
mand. When a worker leaves a factory, this is
what is called “turnover” which is generally con-
sidered without question to be a bad thing as n
hampers production, and 1o be indicative of lack
of commitment. Such a notion is highly mislead-
ing for “wernover” includes cases of workers'
leaving the factory for many diverse reasons,
When workers leave a factory, it cannot be pre-
sumed automatically that they retwrn o their vil-
lages. They may leave because of retrenchment,
termination of the period of contract for which
they are employed, bad treatment from manage-
ment, lack of promation opportunities, better op-
portunities elsewhere and lack of adjusument 1o
the factory environment. In many cases, work-
ers” leaving a factory is involuntary. Often work-
ers leave one factory only 10 join ansther. There-
fore, as long as workers do not move from in-
dustrial jobs 1o non-industrial ones, it is mislead-
ing o wse “turnover” figures as an index of lack
of commitment.

In s connection, another index, Le. absen-
teeism, may be critically examined oo, Absen-
teeism s also considered as indicative of lack of
commitment of industrial labour force. The fig-
ures available do not usually distinguish between
workers who have gone on leave and those who
remain absent without permission for a suffi-
ciently long period. I is also necessary io know
why women workers remain absent. They remain
absent for a variety of reasons, Sometimes they
find that work-condition is very humiliating and
thus they want o avail leave; and i leave is not
granted, they go without permission. I they are
not taken back to work on their return, they seck
jobs elsewhere. Sometimes workers remain ab-
sent only 1o work elsewhere for higher wages,
Therefore, absenteeism which does not result in
the movement of workers away from their
industrial career should not be taken as an index
of lack of commitment,

Cine of the imporant factors that helps the
process of commitment of the labour force is
amiable labour managemen relations. It is often
said that the later are charactenized by a high
degree of paternalism which is against the prin-
ciple of rationality, the all-pervasive element of
economic development. But paternalism need not
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always be considered as unfavourable to fulfil
some of their social obligation. Workers com-
ing from rural areas are used o the traditional
idioms of ma-baap {parenis) and patron-client
relations. These relations also act as a source of
social security to workers in a strange environ-
ment, They frequently face Mnancial problems,
especially when a member of their family falls
sick, or when they have 1o fulfil some of their
social obligations. On such occasions the man-
agement may render necessary assistance. Even
when the formal organization of a firm does not
permit such “irregular” practices of advancing
money, an advance may be made towards a per-
missible item of expenditure, but only 1o the per-
son in need of i, Workers enjoy the warmith of
patronage of the management, who in turn ex-
pects implicit loyalty and hard work from the
former,

A high degree of personal and intimate rela-
tions between labour and management is a char-
acteristic feature of industrialized nation like
Japan. Abegglen { 1959} points out that workers'
commitment to an industry is a lifelong commit-
ment and loyalty is valued more than “mere” ef-
fciency. This implies that personal relations in
industries do not act as impediments either o
lahour productivity or commitment.

EXTRA-FACTORY LIFE

The extra-factory life of workers forms an
important area of labour commitment, It includes
their living conditions, pattern of consumption
and style of life, and the connections they main-
tain with their native places.

Adjustment to wrban living conditions is
complementary Lo the process of labour commit-
ment. It is often noticed that workers belonging
to a particular region, village and caste tend o
live together in industrial cities. There is a proc-
ess of accretion on these lines in specific locali-
ties, Such “ghetios™ help the absorption of im-
migrants in an alien environment and familiar-
ize them with it. Development of slums near the
factories is another illustration of a similar need
which they serve. When a factory is situated near
villages, workers seek accommodation there,
using their caste, village and friendship ties. The
presence of villages on the fringe of a factory

also helps to smoothen adjustment of workers 1o
the new urban environment as there 15 an ele-
ment of continuity hetween their rural back-
ground and the new place of residence. Besides
solving problems of accommodation and provid-
ing a familiar social environment, such living
conditions help minimizing expenditure 1o suin
their income and other financial commitments.
The government's policies in regard 10 housing
and slum clearance should take into considera-
tion the social functions of “slums™ and provide
bener aliernative conditions in which these ad-
vanlages conlinue W exist.

CONCLUSION

Above discussion suggests thal labowr come-
mitment may be seen as a process of adjustment
of women workers with their social life. The
process of adjustment has been relatively smooth
in India as it has been favoured by many aspects
of the traditional social system. There was a tra-
dition of high craftsmanship, especially in
handloom weaving which was grafted on the
older textile indusiry. Similarly, there was a tra-
dition of women being involved in farm activi-
ties along with their men folks which favourned
the process of adjustment of indusirial labour
force,

The problem of commitment seems, 1o a cer-
tain extent, an artificial one created by using
wrong indices like “turnover” and “absentecism™,
This is also due 1o the exaggerated sierectype
image of the women-workers by making them
whally responsible for lack of commitment ig-
noring the part played by management. There-
fore, the assessment of commitment has become
very faulty, As mentioned carlier, the figures of
turnover and ahsentecism give no indication as
to what the women workers do afier they leave
the factory or when they remain absent. Hence,
they are not valid indices of lack of commitment.
The assessment of commitment has to be linked
with work conditions, recruitment procedures,
labour policies and extra-factory life. As we have
discussed, many a time workers' leaving a fac-
tory is involuntary. This, however, does not con-
firm the lack of commitment of workers to their
industrial career. Like-wise, because of some
labowr legislation if women are not hired, then
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this does not reflect on their commitment part.
Public labour policy plays a significant role, ei-
ther directly or indirectly, in the process of la-
bour commitment in many ways. Certain poli-
cies serve (o create opporiunities and conditions
for a steady supply of trained labour force. There
are others which seek 1o provide workers with
adeguaie conditions of work, security, welfare,
housing and a number of other benefits, All these
measures directly act as incentives and make in-
dustrial employment more atractive. The poii-
cics which aimed at promoting healthy relations
hetween labour and management and providing
greater security create conditions favourable o
commitment. Therefore, one needs to have a
relook at the industrial labour policies which are
meant especially for women-workers. Tt should
not happen that the policies in stead of provid-
ing them better work-conditions, prevent them
from entering into the work-force.
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