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NIRUIIGTAON

Job evaluation is an effort to apply sound
prineiples of measurement to determino vhat each job
in an organization iz really worth. 1t is not vhat
the management thinks 1t ought to pay, nor what the
worker, or his union, thinks he ought to get, but it
is a falr share, to which a person is entitled after
his satisfactory performance. For accurate job evaluation
it is not only necessgary to take into account the
famount of work® because this implies only the quantitative
part of the employer's contritution. This part is .
tangible and cun be positively checked by comparing the
worker's output in unit time with set standards as is
usually done for incentlive payment. Lesz tangible, and
herree more difficult, is the Qualitative part which
involves skill, efiart, responsibility, and vorking
cdnditians, not to menticn many possible subordinate
considarations that would also fall under these four
major items.

Labour efficiancy or mau-productivity is a variable
quantity and it depends upon the plant conditions and
the prevalling management policies being persued. The
latter 1s a variable and can b= largely cantrolled, by
the policies, plaus, and aotivities of the management

vhich create the Jobs, or more accurately the man-jocd
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units,

The cause of the Increased interest in job
oevaluation during recent yeuwrs hus been thoroughly
discussed under "The functions of the Job evaluation®,
under modern conditions of production it has been féund
desirable to fix relative weges on the busis of some
conparison of job conten.s. The main reason for this
has been that wage earners, like mosgt other people,
have strang feeling about the ®*fairnesag® o %eguity” of
rolative wages, this being Judged normally an the basis
of conmparstive job contents. A widespread opinion on
this matter is that people doling the same job with equal
efficiency should be paild the sume wages, Differences in
ﬁ?ﬁf?ﬁﬁﬁiﬁgggd};:the way of either job rejuirements or job
deterants, should be reflected in unequal pay for jobs
cuncernsd, BSome authors have combined these two rules into
the proposition that income differentials would be "just®
only if the persons heolding different positions do not wish
to exchange these positions., Furtinermore, there is a good
deal of agreement as to the sort of job characteristics
that matter from this point of visw the things that muke
a job decidedly unpleasant as well as the particular job
Qual ificatians that "ought to® be specially rewarded.

Tnis brosd maasure of agreement provides through systematie
analysis of job contents a sound basis for fixing wage
differences acceptable to the workers, 1n several cases

tho application of job evaluation technique for this purposc
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employment, acacmpaniod in some cases by wage freeze or
repeated wage adjustmonts Oowinz to ihe Changes in the cost
of 1iving (whieh dissored the wage structure), Thig was
further dmpedided by frequent labour shortages especially

wage structure were of'ten admitted aus 4 ground fop
approving wage 1ncraases, Jjob evaluation could be useq to
demon strate the existence of Such anomaljes, Similarly

in the POStmwar period of wage control in thﬁ_ﬂﬁ$h6¥%ﬂﬁﬂ37“""~
-Job-evaluation wWas accepted ang encoursged by the

authmritles 4% 8 means of making apéropriate wage

adjustments fop Particular jobhg op indugtries without
Upsetting the Beneral objective of maintaining Subs tantia)
Stabiiity in the'national wag ¢ 1eve1/aa 4 whole, 1pn Germany,
too, job Evaluation recelved wider apidl lecations 4p the
course of the second world yap ard daring the first rey

POs Lwyar years, vhen yage control continued to be applied,

8atlsfies worker has obvious adventages tg workers ang
émployers over 8 8tructure thut does not d0 80, It reduces
Brievances ung disputes ang Benerally mgkes Poople feo)
happier, 7o the extent that job Evaluation gan help in
Ostablishing aueh 4 wage Structure, the method shoulgq
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Raturaliy, this mugt be éompared with the excellence of
other individuals on the similar jobs. Like Job evaluation,
this can be some directly or indirectly. The aire-ct'
approach of ranking the workers is more often used in

this case than for job evaluation purposes, The indirect
approach, appraising against predeternined standards is
unsatisfactory for some of the most important qualities,

We camnot claim that man-rating is as objective
as job rating, 1In fact, it is conceded that enbaras sing
8ltuations may oecasionally arise. No doubt, fair minded
ruters, vhen trained, can attain a high degree of
impartiality, and fairminded employees can take thoir

Fatings without irritation., This does not just happen,
it requires a lot of canfidence in connection with
evaluation.

Ubviously, there is an opportunity nere for
management to make or mar personnel relutions, 8o far
as 1t can establish facts or the basis for decisians and
adhere to them with unguestionable fairnecss iC will
promote justice and consejuent harmony. This would
encourage the employces to make some pralseyorthy
achlevements,; and feel gratified. It is vhere merit rating
must put the emphasis, If 1t succeeds in that it can
also point out the soft spots and solieit discipl ine

toward the desired development,

The formal kind of merit ruting seems to hyve
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on the road to self improvement.

(4) Varit ruting assists management to discover men
of special talent or capacities for greater responsibilities.

(65) Merit rating forms can act a8 a guide to the
empl oyees onabling them to achieve high standards,

(6) Morit rating is an excellent Recruiting device by
wvhich suitable worker is attracted to the company where
ho knows he will not be side tracked, where his good work
wvill not go unnoticed, and where he will work under
intelligent and understanding supervigion.

(7)) Merit rating can become an effective means of
individual employee analysis which stimulates and develops
not only the employees rated but the supervisors who rate
thenm.

(8) Confidence is inspired among customers and the
ﬁuhlic in general when it is known that company interest in
its employee is éxpressed by carefully developecd methods
such as merit rating.
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SLATELGNT OF F KOBLLMs

The methods of Job Evaluation gnd Merits Ratings
vhich have been developed for the persanel managcement
and meking a satisfactory wage structure are will known,
These me3hods have béan used extensively for the lmprovement
in wege structure and selection of useful personnecls in
foreign countries since g long, These methods are not
very common in Indian Industries becsuse very little work
has been done in our country on thesc methods., Tne plans
viileh have been developed in UlS.ae Or UK. will bs of
very l1ittle use for our industries, the aim of this pie-ce
of work is to formulate these plans to suit existing
conditions, not leaving to mention the f{actors which

must be considered to formulute new pluns,

The plans developed here especially for Bharat
Heavy Electricals Ltd., Ranipur, Hardwar, are based on
the assumption that the cond itions do not vary appreeiably
in other units of this concerm or in any other public
sector underfickings, Those plans cab be applied as such
or with a 1ittle modifications to other types of industries.
It is obvious that such an ppplication 1s not going to
give accurate r‘esults in view of the faet that the conditions
may go on changing f{rom time to time and from place to
Placey and a more detailed study 4o roguired for accurate

results, This problem as stated in the following lines are
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dlscussed in detail in this thesis and the Job Evaluation
plan has been applled to thé said concern actually, the
Merit-Ratings plan requires a longer span of time to show
its effeacts hence could not be applied.

The problem investigated in this thesis can be
stated briofly us foilows.

" To formulate a Job evaluation plan wvhich suits
indisn conditions and can be applied to a large heavy
engineaering establishment covering different trades. And
to anslyse the applicability of few well known Merit
Rating plans and then designing a plan vhich can be
applied to above gaid organ.lzation“.
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AVAZILABLE i METHODS

W It 45 necesgary that the plan of job evaluatiom
be co simple and s0 readily understovd that an emplgyee,
after being given proper instructions, can evaluate his

oun job®R,.

- Do We Heed.

Bagical 1y there are four accepted systems for
evualuating the relative worth of jobs. These ares
1. Rarking Method.
2o Labour-Classification or Grading Method
- 3+ Factor comparison Method

4. The point methed

The techniques usually employed for measuring
the characteristics of a job ares

1. Direet comparison of characteristics,

2o Indirect comparison of characteristics against

Predetermined Degree definitions, with point
allotments,

Throe agencies are responsible for choosing the

partieualar rating plan for organization, Thesc arcs

1. The director of job ovaluation programmd,
2, The director und his advisory committee,

3¢ The ovir all conmittee in charge of the installation
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’ When the director selects the plan, the cholce

can usually be made more quickly since he can weigh each

of the four systems against the needs of the organization.
aAnd he can take a decision without the delay of committee
discussion, He knows and understend the rating method and
is not impeded by having to explain the techniques and problems
of each system to other individuals. In many 1nstaﬁces.'
more than one of the four systems could bé utilized almost
equally well, Then, it becomes esgential that the rating
plan should be selected such that, it would be acceptabdle
to others in the company, when the director and his ainsory
committee choose the plan, the result may be more pleasing,
Consideratian can be given to each of the four - methods, and
the final cholece made by a majority Vote, Since the group
represents variaus employee levels, different poin:is of view
can be brought into the decision and ususlly a better
selection can be made.But here the choice cannot be made as
rapidiy as in the firet method, The important advantage of
participation 1s gained, For these reasons, the second

plan of selection usually 4s preferable to the first.

Although each organization must prepare its own
oritaria for selection of rating plan, the following lists
suggests some of the points which should dbe included,

1. The system should provide for a thorough study of
all jobs to be evaluated.
2+ The system should be ore wnich supervisors and
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employees can understand and are wiliing to accept.

3. The system adopted should be one wvhich will
produce as high adegree of aceuracy a8 possible in
determining the raelative worth of jobs,

" 4. The system should be relatively easy to install and
ma&ntain,'

| 8. The system should £it the specific neecds of the
organization,

6. Range of jobs to bo rated.

7. The type of jobs within the range.

8. The number of jobs to be studied.

9. The length of time required for the study.

10, And the cost of installation and maintenance of the

(1) Zhe Baokinz methods
Under this method of rating, Jobs are ranked from

lowest to highest in terms of their differences in levels
of duties., respensibilities, and requirements., Tho jobs
are not broken down into thelir component parts but are
considered as a wvhole, and the Jobs are compared against
each other in order to determine their relative rark or
position. Thus, the job perfarm:d at the simplest, most
routine level would fall at the lowest pooition in rank

order., 7The remaining jobs would be graduated upward ap
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their du‘bies, responsibilities, and requiromants increuse
in complexity. _
The advanteges of Rarking method ares

l. It is relatively simple to use,
2. Ranking could be done rapidiy,
- 3. It is relatively inexpensive to install,

The disadvanteres of Renking method ares

1. No definite or concrete standards exist for
determining the ranks.

2. The rarking may be superficial, Since no detuiled
consideration is given to the factors connected to the
jobs, _

3, Confusion is likely to result from similar job
titles,

4, It is difficult to find enough raters with .
sufficient knowledge of all jobg.

5. The system becomes difficult to use as the mumber
of jobs increases and as the Jobs become more complex.

6, Determination of the rank or position is likely to
be influenced by the existing wage or salary.

7?7+ Raters may be ranking incumbents on the jobs and not

the jobs themselves,

This system provides the rater with a scalc or

“yardstick® to use in measuring diflerences among Jobs.
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The scale consists of a series of grades or classes which
have been defined in terms of the range of jobs to bo
rated., The grade definitions are written in such a
mannier that they define differences in levels of duties
responsibilities, and requirements., 1This system does
not analyse jobs in terms of their component parts,
the jobs are considered as a whole without havmg' separate
values placed on each part. |

The following are the MM of this method.

1. The method 18 very simple to use.
2, 1t 1s easily understood.
3. It is relatively easy to execute and

4, The results achieved are fairly satisfactory.

Moroover the method suffers from the followings

Refectss

1, 8ince no detalled analysis is made, blanket judgment
of the whole job ma:’ produce incerrect classification,

2. NOo rating cheets e used to indicate the exact

values uged by the raters to determine the positian of jobe

3. The jobs may belong partly to one class and partly
to another, under this system no provision for such
cases exists, ,

4. The existing salary or wvage range may offect the
placenent of a‘ Job into its class.

5. A ginlo rater 15 not 1ikely to be familiar with all
the jobs, ‘

6. The gystem bacomes more difficult to use as tho
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number of jobs increases and ap the jobg become more
compl 6x.

7. The grade or class descriptions are relatively
difficult to write,

(3) Zhe f

This method of evaluat ing job is one under wnich
the Jobs are analysed by certain factors, uskally (ive
in number. Koy jobs are chosen to represent each
major level of 4duties, rosponsibilities and skill thus
covering the entire range of jobs., 7These jobs are then
compured with each other, factor-by-factor, ranking the
jobs with respect to each factor in the order of their
relative importance. For example, if two of the factors
were mencal requirements and skill, the rataé vould first
rank the key jobs from low to high under mental requirements.
Then he would rank the same key jobs from low to high |
under skill., This method would be foliowed for each of
the factors used in the rating plan. The raters then
enter under each factor of oaeh job the propartion of
the total current rate being paild for the job which they
believe should be assizned to the particular factor, Tho
values asgigned for each factor of the job are added
together to determine its total value., At this point,
the jobs are arranged in ascending ordor aecording to the

total valus determined by the process.

Tho adyantazes claimed for this method aros

l. The job-to=job comparison assures that jobs are
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compared on comparable points.

2. A scale 1g constructed for each installation,
thereby é‘Ssuring a plan that is tallor made for 'the
organizat 1on, |

30 Once the scale is roady it can be easlily used for
rating other jobs,

4, The scale is expressed in monetary units and
requires no conversion,

Apart from the above advantages the system have
following ¢

l. If rate inequities exist in key Jobs used for
. determining the scale, they wlll continae to exist, as
the scale is set upon monetary basis.

2. 8ince the same raters does not rate all the jobg
the basis for the entire rating scale may be thrown ocut |
of balance due to personal fluctuations,

3. A change in the duties of a key job used to establish
the rating scale for other jobs may throy the scale ocut of
use,

4, The construction of the scale is complicated.

5. Tho scheme ig difficult to explain to employees.

6. The mothod 18 time conguming.

7. Considorable clerical detail is required.

(4) Tho Polnt Methods

In about 21926 Merrill R. Lott designed the point
system for job evaluation, Thir method bzcame popular
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almost immediately and since then has beon the most
widely used of the four basis systoms in the United
gtates,

The grade or classification method, was developed
a fow years prior to the point plan and was first to
introduce a concrete scale for measuring the job worthg
.but 1t falled to provide a system which would permit
analytical study. The reason being that the grade scale
measures jobs in their entirety instead of the individual
parts of the job, It was then felt that if some method
could be dqevised which would break the jobs into their
component parts and permit a comparison of the parts,
a far more thorough analysis would result. Inis is ghe
basis of point system of Job Evaluatian, In this method
the Job to be rated is .measured, factor by {actor, against
a scale which has been set up before hand. The degree
in the scale wvhich most nearly describes the situation
with regard to that factor in that particular job is
selected,

soms of the advanteses of this method ares

l. A graphlic and deseriptive type of scale is used
vhich is considered by many authorities to b2 more
religbable and valid than any other device (Fig.No.3 to 9).

2, The degree definitions are relatively easy to use,
as they are written in terms which are applicable to the
work being rated (Refer to page ).
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3. The point value of the Jobs show the relative
difference betwoen the jobs in numerical terms, (Fig.No.2)
4, This system enables casy placing of the jobs into
diffaerent classes,

6, The pystem is not eusy to manipul ate as compared
to other systems,

6, The accuracy and comsigtancy of the plan improves
with aséa

7. The plem can be understood easily by the employces
and the supervisors.

However certain antares are alse to be

found in this method.

1. High skill is required in selecting correct factors
and degrees and in writing clear and understandable
definitions of the factors and degroees,

2. Allocating the proper mumerical welights to the
factors and assigning points t0 the degrees is relatively
difficult,

3. The assignment of point values is done more or
less arbitrarily.

4. Ingtallation of the zystem is time-~consuming.

6. Considerable clerical detall is required.

c::ygarison of four basic Mothodss

(1) The gystems may first be conpared on the bgois
of wvhether they provide quantititive or non-guantitative
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approach to tho rating problem. The Guantitative
approach moans that jobs are broken down into component
parts and that each part in analysed and given a valuc
either in terms of points or money, the final value of
the jobs heing tho sum of the points or money assigned
to individual parts., The nomguantitative approach
m2ans that the jobs are not divided into their component
parts with cach part having & separate value, but instead,
are troated as a whole. 7Tho systems using quantitative
approach are considered to be more analytical Ain nature,
Both the point and factor-comparison methods fall
under the catagory of quantitative technigues, the
ranking, grading or classificetion methods com: under
the nonggquantitative technigues,

(2) Another basis of comparison is vhether the |
systom provides a schle against which the jobs could be
measured or alternatively the jobs could be compm"ed
against each gther,

The point and the grade or classification method
provide a scale against wvhich jobs are mensured, The
factor-comparison and ranking methods require that
jobs be compured to each other and not to a predetemmined
scale, However, these two methods differ in the way the
comparison is made since the former compares the job
element tc job element and the latter compares the whole
Job to vwhole job.
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(3) The third basis of comparigon considers tho
question vhether or not one particular rating method
rmegsures a broad range of jobs better than others.
8ince the rarking and grade or classificustion method
considers the whole job rather than its components,
complicutions in rating usually arise wvhen the range of
the job is broad, Both systems require the raters to
know all the jobs thoroughly in order to avoid overlooking
important points which effect tha accuracy of the rating.
Because the point and factor comparison methods analyze
Job elements rather than consider the job as a wholey in
their use there is less danger of overlodcking important
characteristics. )

(4) The four rating plens next be compured on the
bagis of whether or not one or more of them mgy provide a
better method of evaluatipng the Jobs that vary in
complexcity and humogeneity., uhen the group of jobs to
be compared is composed of rolatively simple lovels of
duties, responsibilities and requirements, a less
analytical a;ipmach is quite satisfactory. 8uch jobs are
not too Aifficult for the average rater to know and
understand, 'mereforé, he can rate them with a fairly
high degree of accuracy even though he does not break
them into their componznt elements, Un the okbhoer hand as
the jobs inereuase in complexity, important differences
may be missed unless one of the quantitative methods
is used.
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then a series of johs include quite similur
duties, responsibilities and requirements, comparison
18 often easy because the rater is comparing similer
items., when jobs vary widely in the type of functions
performed, unlike elements have to be compuared, and an
analytical method provides the rater witnh a better
technigue for making his evaluation, Hence the Rarnking
or classification system might b2 well chosen to measure
the homogeneous group, while the point or factor-comparison
system adght be a better means of corparising dise-similar
jobs,

(5) another basis for comparison of the systems may
be to recognize the fuct that the rating methods differ
in the degree to wvhich they provide a satisfactory plan
Judged in terms of the number of Jjobs to be rated., where
the number of Jjobs 15 relatively small, the ranking or
ciassification method can produce accurate evaluation,
This is true because the nunmber of jobs the rater has to
keop in mind is limited and the comparison of jobs as a
whole is not difficult. As the number of Jobs increases,
some analytical method is required, In the latter
situation, tho pcint or factor comparison method will hé
suitable, ‘

(8) finally, the systems may be éom;pared in terms of
timo and cost and also the simplicity amd 'ease of under-
standing, Ranking or classification methods rejuire 10ss
time and money to instull and maintain than ;io the point
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and Factor-comparison plans, liowever, accuracy is the
primary consideragtion and a high degree ghould be
achieved, cost should not be a consideration, 8&mall
organjzati ns having narrow range, with relatively simple
and homogeneous group snd a limited nanber of jobs, may
utilize one of the less costly methods without sacrificing

accuracy, but many large companies cannot,



tho will conmstruct the neanlos

Coapanics very smong the cholces of oo porson,
one poroon aided by a committeo and an overeall comnittec.
Pinal geecoptance of the seale as an émurato and defonsiblo
m2thod for determining tho rolative positions of tho
Jobs to be rated, 1o ossential. Soveral basic, and
An some instancos, fairly complicated steps must b
oxecuted in bullding a point gcale, Although one individunl
may have the technical knowlodge hecessary, 4t is usuelly .
doubtful, that ho will also have the wide information
nbout the company and its oporaticng, which aro oo
essecntial to the construction of a good rating oeald.
Ihoreforo, it is ocsoontinl that the malor of tho
scule must have the technical as woll as company knowledga.
Tho three factors 1isted bolow docide the constyructlol
of scaledo
(1) ©Gho typo of jobo to Bo evaluatod.
(2) The Range of the jobs to beo evaluated ond
(3) The rumber of differont seales nooded to covor
tho types and rangos df Job polacted.
Thoso responpiblo must docide vhothor the job
evalugtion plan shall include factory, elorical, saloo,
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and enxocutiveo positiors or vhother theo plon shall bo
1limitod to fowver types. In addition, the rango of
Sobp to bo ratod rmst be dotormined for cach typo .
socloated, Tho point scale must bo design2d to fit tho
Jobs it is to measurc. Ono scale vill not usually
measuro noro than cne basic type, altbouzh it will
gorve to mesasurc a range of jobs. (
Basic oteps required in the construetion of o

point scale aros

(1) To odlect and defino tho factors noodoed to mzasurec
a,pareiauiar rango of jobs, '

(2) To Aotermins and dofine the dogrees for ocach
factor.

(3)' To determine the relative valuos to be assigned
to each factor. _a

{2) Asgign point valucs to ecach degreo of each
factor,

(5) Deoign a jobe=ecvaluation manual o

The term “factor® has a particul or meaning for
Job ovaluation purposco. webutora dofims o factor ap
an “element or conptitucent serving to form, composo,
oF malo up a compound, a component part of a whole®,

A ¢loar distinction betwoen tho Job end tho
incunbant on the job must bo made, oinco it ip not tho
purpedo of job evaluation to rato tho man (this is
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goverod under merit rating). Thorefore, factors or
characteriotics are corponent parts of elomonis or
diotimzuishing propoerties. Those nust bo seloctod for-'
the purpose of measuring the job and limieadvaololr to
that purpose, a requiroment which necessitates omitting
of any factor, vhich would moasure the man on the job.
The mossuremont of men, corit reting, 48 o separato and
difforont process from the moasurensnt of jobs. If this
distinoction ig not obsorved in cvery phese of tho ovaluntion
procedure wvhich beging with tho selection of Job factors
tho results will beo inaccurate and inequitabloe, bscauso
the man on tho job will be rated, not tho job Ltsolf.

After tho rater has given the term factor a
uniform interprotation, he is in a position to knov vhat
ho has to seleot, The organizer of the programme might
well prepare ligtos of factors used by other organizaticns
in rating the jobs. Buch a 1ist 15 included herc for

guidance.

1. Skill

2. BEfforts

3¢ Initiativo

4o Complexity

8. Judimont

Ge Mnalytical abilicy
7. Croativo ability
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8. Hamal dextority

9. Experience

10. vorking conditions

1l. Hental requirements

12 o Aptitude for loarning
13. Knowlodze of merchandiso

14, Planning procedures

16, Rosponsibility for Qork of others
16, Rosponsibility for policy formulation .
17, Reosponsibility for personnel
18c Rosponsibility for funds or property
18, Ingomuity
20. Hental effort
21. Physical effort
22. Adaptability
23. Supervision exercisocd
24, Bupervision reczived
26, Accuracy

28. Porsonsl contacto
27. Public relationp
Béo Machine oporationn
29, Educatim

30. Honotony of vork

31. VYorsoatility

32. Confidential information

And Humbor_of factorn 5o ha poods
In <the carlier point plans a relatively laorgo
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mbor of fuctars was used. Lott'o® original plan
proposed fifteon factors, as the system wao doveloped
and rofinod, a trend towards tho use of fewdr factors
bocoms apparent E.G. Bonge®, who developed the factor
comparison method, vhich also requires factors, advocated
ucing only five factors in most installations of that
mathod, Vawlesm, a leading physchologist, recomm2nds
somevhero bstween five and ten factors for most scales,
the cmphasis being placed on the lower number, If too
few factors are included in the scale, adequate difforpne
tiation gmong tho jJjobs may bo imposgiblo. The omission
of important job elements could affect tho accuracy
and velidity of the evaluation ifiself. On the other handg,
if too many factors are included, the rater is callsd
upon to meko finor distinetions in his rating, than are
practicablo,

After analysing the problem 'of the number
of factors vory thoroughly, Lytie2 aeoncludes, that there
aro really only four major job characteristics nemelyse

1o BkAdLs |
That, vhich mset b2 already possessod by tho

vorker, end additions wvhich mast be acquired.
20 ELLoxt:s |
Zhat which th? worker must be ahle to exert in
uso of both physiquo and skill,
3. Besponndbilatye
That which the vorker oust be ablo to assums.
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4. Horking conditions:

that the vorker must hagared and endurc,

A study of the factors listed above reveals, that
thoy could b2 grouped into Lytles® four major types, a
fact vhich would be true of almost any comparable list
of factors vhich might be compiled. However such a
claspification rosults in so broad a coverage far each
of these major factors, that adequate differentiaticm
among the jobs may not be possible., In order to solve
this 4ilemma, there major factors are suhbdivided into
minor factors. Thic is accomplished by analysing tho
types of skill, offort, responsibility and working
conditions, which exist in the range of the jobs for which
the scale is being constructed, For example, education,
training, oxporience of akill § effort might be divided
into mental, physical, and visual demands etc. Companies
vary in tho number of factors they use in their scales.
Some 1imits tho number to as few as three, vhile others
apparently 4o not really it at all, since they include
tmnty fivo or more. The mest popular range is f{rom
five to £iftoon, and tho American avorago is approximatoly
ton, E’rénch average 4s tuelve and H.85.L. plant at
Rourkela is also using 12 factors., B.H.E.L.y, Hardvar is
so far using 16 factoras, 1In the proposeod plan therc aro
m’magor and 19 minor factors, These aro listed bolow
(F1g.10.1),
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1. 8kill

Education
Bxperiance
Anglytical ability
Mental 8kill
Manual Skill
Training

Q. Resgomibﬂithor

Material or squipment
Tools or eguipment
work of others

Safety of others
Supervision
Independence

3. Efforts

Physical
Mental

4. Yorking conditions

Hagards to self
Atmosphere
Temperature
Contact or using

Glare or Dark
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404 Dofiniticn of Factorse

The noxnt otep is to defins the factors, which
have been selacted. A conorote dofinition of each factor
is essoential, if o aniform consistent interpretation of
factor meaning is to be securcd. Unless, each rater
ugos cach factor to measure exactly the same elcment in
a Job, 22 every other rater inconglstencies among the
various raters will occur. In addition each rater must
use each factor to measure the samo element in each of the
dobs vhich he rates, These two conditions are n°cosasary
to achieve accurate and equitable results,

Factor definitions should be written in simplo
clear and conclse language. Every effort should be made
to express oxactly as to vhat the factor is designed to
maasﬁm. The whole rating procoss can dbe cxpedited; if
the factors are easy to understand and uniform interpreta~-

tian 4s poscible.

4.6 Dogrees of factorss

In tho discussion on tho soloection of factors,
it was pointed out that tho factors chosen should be
important £o and oxist in the majority of the jous in
the rango, which they arc to rate, It does not mean thut
tho factors oxist in all the jobs to the same extont or
degr;aeg Por exemple, overy job in the series may requiro

sam? formal oducation on tho part of the incumbant, but
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the jobos woll @iffor in the amount of ecducation roguired.
Scno may require not more than the ability to road and

- write, vhile others may require, as much oducatian as 1o

- represented in a college degree, If the minimum specified
ecducation is a clasec 6th education, then dogree 1 of
education would dbe that amount, The next highor rcauirement
far educstion be found to a degrec one educatim

plus tvo years of school. Thus dezree two of the education
factor would be Getormined, The next highoer lovel of
eduecational requircments in the jJobs may be high school
certificato. In this way we can determine the degrecs,

If the none of tho jobs called for more than the bachelor's
degree, the scale should provide it &s the highest degree
lovel, Umly the specific degrees required by the jobs are
included, The jobs should be analysed in a similaur manner
for each factor and the degreecs established to measure the
rango of the jobs under each i‘ag:tor.

After the dezrecs have been establighed, thoy must
be dofined as clearly, ccnciscly and oxplicityy a5 possiblo.
there degree definltions &re ambigous, interpretation will
vary wvidely among those using the scale, ‘Aa a result job
ratings vill also vary widely and inequities will bo
porpett;ated ingtoad of being reduced or eliminated.

4.6 Ralativo Valuos of tho factoros

Tho fachor selected for a particular point seale
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aro chocep, becanse they are judged to be important to
the majority of the jobs, for which the scale is being
designod, But the factors are not of ejqual importance
to all the jobs in the range. 8ome factors are more
important than othors, because the elements thoy maasure
have greater importancoe or velue,

~ For example, Af the factors for a particulegr scale
gore ckill, offort, responsibility and working conditions,
an analysis chould be made of the four in terms of their
rospactive values or importance to the jobs. 8ince skill
typically ropresconts such olemonts as knowledge, educatian,
Judgemont, znd analytical abllity, obviously, the factor
eovers items of particular importance to the Jjobs and for
which, an organization usgually expects to pay more than
eortain items covered by other factors, such a8 vworking
conditiona, which include hazards and discomforts., Even
these subfactors are of more importance than the job
knovledgeo, oducationasl background ote. Weighting of
factors is wn gttempt to dotermine the relative value of
the factoro in termg of their respective importance to
a particular range of jobs wAthin an organigzation,

Somotincs within one organigation factors may have

to b wdightod differently for cach separate scales
Por oxomple, the scales dosigned for measuring tho
olorical jobs and factory jobs will bo usually differont.
Yorking conditions might be included as o factor in both
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of the ocales, but its importance in both tho scales
vould not nocessarily b2 equal. The vorking conditions
in mogt of the clerical Jobs might be osuperior to that
of factory jobs. Therefore, the importance attached to
the factor Ryorking conditiong®™ in case of the clerical
jobs would not bo 80 high, as thet of the factory jobs,
As factors do vary in importance on a particular soalo,
o8 w3ll a8 on scales designed to measure different ranges
of jobs within the same organigation, It is, theroforo
nocessary for each organigation to woight its own factors
for its own particular scales., One concern should not
attempt to adopt the scales of another concern without
modificaticn,

There are no exaot formilaz or guide lines for
dotermining the relative worth of factors, Thoe first step
in dotermining the relative value of the factors 16 to
have the factors ranked from low to high in order of their
importance., Few top oxecutives of the concorn may b2
askoed to do the ranking of all the factors in the samo
manner. Tho final rank order of the factors may then be
dotorminced by majoarity vote or by averaging the varioug
ranking. This method of ranking the factors i1s basically
the same, as the method of ranking the jobs, undor tho
ranking method of evaluation, In gosigning relative values
to the factors, an oosurption 4s usually made, that tho
total maxinmum value of gll the factors equals 100 porecont.
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The problem of uaaghting is to 4ivido thio 100 percont
arorg the factors according to the judged importance of
tho factors as dotormined by the ranked order of
importance.

Hoy o havo a foundation for propering the sealos
for the organigation, Even though the relatxve'uaighexng‘
of tho factors may bo acesptable to the organigation, pome
additional cheok may be desirable to sec, if the
waightings aro moro or less in 1line with those usod in
othor organizations. It hus boen statod, that tho plan of
one company will not fit tho requirements of anothor
oxactly without suffieient modifications. Howover,
Comparisons are helpful, since they show vhethor or not
the findings of one organization are similer to theose of
othors . ‘ﬂsnce, if o company determines its own factor
volghtings, compares it with wsightings usced successfully
in othor organipations, and finds that they aro aliko, tho
voighting appoars to be roliebdle (Pig.lo.2).

A survey was condaeted by the author to find, vhat
raétors others have chogen and vhat woights thoy have
cosignod to thoir factors, The findings of this
intornational survey are tabulated in tho chart.

4,7 VYolues of Doprpoes of each factors:

Aftor the final factor weilghtinis havo baep
ostoblishod, tho nont otop ipg to csoign tho values €O
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tho degrees of tho factors. Two basie approaches to

tho uspgigmment of point values to tho dogroos of factors
omist, 4.0, cPithmetic and goometric. ~ Under or Athmotic
progression, tho pointec botwoen the dogrecs of o factor

aro constant. uhon tho gocmetric approach 1o followvod,
tho - points baewm'dégrees incroase progrcessively,
Actunlly some companios have assignod degree valuod
eritheotiecally while othors have usod goometric progrossion
end not specific roasons can be gquoted for the ouporiority
of mny ona. Tho only guido is that, tho valuos assigmd
should bo conpistent and just, If the dezres lovolp

ore 80 decided; that tho Gifforence betwoen lovels 4o
approxinatoly eonstant, the arithcotie progrespion
approach can bo applied. In tho prosent plan, tho degroes
wore 80 fixed, as to cover the factor in arithmotic
progrossion ond, hence tho semo approach &5 used, whilo
assigning the values (Fig.lo.2).
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This factor refors to the basic knowledio n2eoBsary

to propare an individual for the job., This io tho

asgential roquircments to chable him to understand cnd
pickup tho training instructions., It is tho background

for future carcer.

Degrez
Le

2

3s

4o

Doser iptions

Ability to read, write and understand cimplo
instructions, Ad4dition and subptracticn

of vhole mumbers (EQuivalent to school
education of 4 yoars).

Ability to read and writo Hindi very will,
ghould alpo b2 conversod with Roman lotters
and should recoznige and interpret geometri-
gal figures (schocl education of 6 yoaro).

- AbLLity to read and write liindl very woll,

should algo wndorstand simple English

vords and common sontoneos, Bhould have tho
bansec knovledge of 80lid goomotery and
Algobra should b2 gble to use simple
cuipments such g5 Thormomotors, Boromstors
and Balances eteo. (Bohool oducation of 8
yoors or oquivalent).

In nddition to tho roquiroments for the
dcgroc 3, a poroon in this eategory alco
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rocquires the uge of mathematics inwalving fractions
end dooimals, Ho should also understand simplo
torms of Physice md Cheaistry ete. AbLLALY to
use-masarmg instruments such as Callipers,
Dicgonal scales ote., (8chool edueation of 10 years
or oquivalent)o

6. 8peciallsoed oducation puch as 1.T.1. or soms
advanced studies in Seicences and Hathematlices.
Working knowledge of Engineering Drowing and
English, to maintain profuction records ote, Havo
pufficiont background for inplant training or
advanced tochnological education (Two years after
doing High School). |

8. Reguires Sufficient knowvldédze of Enginecring
Draving, Shop Hothods, and the use of gonoral
engineering motals. Or have the command over |
somy proffossional subject aixeh as Science, |
Commerce or Hathematics (A Diploma in Engincering

or Graduate in puro subjocts).

7.  Roguiros sufficient background for technological
knoviedze end Sraindng. Holl verncd with tho
conventims of dravinze and standards (A dogrec
in Bngineering).

1.2 l‘x'ains.xg;a

‘This factor appraised the roquirements for tho uno



Degree

1.

2e

3a

Be

8.

7.

- 30

of shope calculations, practices and methods,

Desgriptions.

Jobg requiring very short durstion training or
no training at sll (Such as Helpers).

For jJob which reguires at the most 15 days of
training on the work. (Such a8 an bank elerk or
a drill operator). '

Requires the inplant training ranging fi'om
16-60 days (Such as Truck driver).

Requires the training of 2 to 6 manths (e.g. Lathe
turner) . |

Jobs requiring training of 6 manths to 1 year
(Such as electricians, malntenance fitter etC.),
Jobs which reguire long training su;eh; as 1 to 3
yeaers (eg, Tools and Gauge Fitter, Die maker).
| Jobs which require training more than 3 years.

1.3 Experience

1t appraises the lergth of time usually or

typlcally required dy anlndividual, with the specified

education or trade knowledge, to learn to perform the

work satisfactorily from the standpoint of quality,

quantity and rejeots under normal supervision. It includes

only the time required to attain production standards

after going through required educstion and traininge.

Dagreoe
1.

Time
Upto three months
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2o 2 o 6 monthg
3o 8 ¢o 12 montho
4, 1 to 3 yoors

6. 3 to 8 yoors

6. 8 to 10 yoero
7. 10 to 20 yearns
8. “Over 20 yoaro

1.4 Anlytical Ability

1¢ 15 tho abllity to meho important decicions
and do necoosary plonning, wvhich the job roequires, 1Inig
factor also pppraisce tho dejree of comploxity of tho
worko

Degreo Deseription

) Requires tho obility to understand gnd follovw
simplo instructions and the uso of simple
equipment whore tho employeo is told exactly
vhat .to. 4o,

2o Requires tho abllity to winrk from detailled .
inptruections and taking of minor decisionn
invalving tho use of sone jJudzment.

3o Requires tho ability to plem and perform o
gequence of operations, vhore standard or
roecozniged oporatian mathodos are nvaillabloe
It includes making of gonoral dooipions for
quality, tolerances, oporations cnd sotup
£OQUINEos o
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8o

oble

Reduiros the ability to plan and perform aunusual
and difficult work where only gonoral operation
rathode ere avallable and the decisiong
involving tho use of considerable ingenuity,
inttiative and Judgment,

Requires outstanding ability to vwork independently

toward general results, devise nsw methods, meet

noy conditiong necessitating a high degree of

ingenuity, initiagtive and judgement on vory
complex jobs,

1.6 Monta) mcanl

Considor the montal abllity, job knowledge,

Judgment, and ingemuity required to visuallze, reusons

through, ond plan the details of a Job without recourse

to supervision.

Bagres
le

20

3.

Description

Porform simple, ropetitive routine tasks. Do
simple sorting. Hake chenges in routino, only
vhon closely directed,

Hnke mmd' changes in routine or sequsnco on
ropetitive jobs involving selection, pos:l.t:.onimg,'
and recognition of obvicus defoets or adjustmnts,
vhoto tolorances are libaral o

Porforn sori-routine job involving somo varioty

of detail end rcquiring judzment. Sort matorial
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Use large wrenches, glodges, hend tongs and
heovy tools at a norpal pace for a vorioty of
tasks, use gauges and emall toolp 4n a routins
nanner., Use torch to porform rough cutting
wv?k. Operate variasble controls, such ao
rheootats, and lovers, to control rovement of
nachinos of possage of material through
equipment whero joiging, {requont rcgulation
end preciocion of adjustmont is requiroed. Hako
simplo adjustments and repairs to machinigo

and oquipment, Hgke '.setups for ciuipment vhoro
tho use of tools and geugo 1s simple and routine,

Uso soveral hand tools or trademans tools «n
agpsenbly work, such «5 ladle timing, slmple
carpeixtz'y or pipe fitting or in mgking adjus tmentc
to machiines or equipments where close tolorancoes
are required. Perform simple gas or are wilding.
Uoo hand cutting torch to burn to proecision
lay-out. Betup and Oparata machines tools for
reutine faeing, driliing milling ote, Honipulat
controls of complex machines at a rapid rato
involving & high degree of coordination,.

Use trademan's tools in a wide varioety of
difficult toasks involving close tolerances. Forgo
complex shapes without rosorting to dios or
tenplates. Finioh complox cand nolds ete.
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B.

8.

P

aecording to tho plze, woight, or appoaroneo,
Rocoon through problers involving sotup and

“oporations on tho ecomplox oquipment, Uso

conpiderable judzmont in goloeting and using
matorial, tools ¢nd cquipmant in production,
orection cr mointengnee work.

Plan and diroct the oporation of a largo
conplox production unit. Reason through and
plen oporating problems. Plan work detolls
from complex dluo prints,

Anplyze and plen complox non-repotitive taskop
to bo performed by gkilled workmon,

1.6 Manual Skill

Congldor the physical or mascular ability and

Getority requiroed in performing a given job, mcluﬂmg

the uso of tools, machinss and cjuipment,

Dogreo
1.

Desgription

Uso ordinary or hoavy tools such atc barsy
wonchos, hooks ote. for porfornins simple op
edngh taskpoy, or vhoro doterity and pace arc
not of particular importance., Oporoto simplo
on-off svitches, values and lover santralo.
Hondlo ordinery matorisl mamolly. Use chain
or cable clirge for simple erans hocking.
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Be porform difficult ohaping or forming to elogo
talorane?o, whoro procise musceulor control, mnd
dalzaam touch arc involved, ouch op noking
end aspembling veory snoll parts, precision
im truments ropair ote.

2.1 Roqfomib&ut_g fgl: &_iatox_;gl_ or Proﬂuct

This factor appraiscs tho rosponsibility for
" preventinz waste or logs of ray material or partinlly
finishsd product through earelaa.sma s Considor tho
probable number of pleoces which may be gspoiled boforo
' aezaouén and corroction in any lot or pun, the cast
of material and labour, tho possibility of salvoage, It
eonsiders tho average based on normal expectation.

Dagreo Deoeription

1ls Probable loss due to damago or scrapping
of matorial is seldom over Rg.850/e
2o o0« Rs .280/w
< =0 R0 1000/~
%o wGe RS o8000/.
8o - wlQe R8.26000/~
6o =€ 'is.very large.

2.2 Rosponodbility for Eguipcent or tools

This factor appraloes the responsibility for
proventing damogo, through carolosondsts, t0 tho cquipnont
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end toolo wscd ia tho perforpanco of jJob. Xt conaidoro
the psobablo danago resultinz from caroloosnofo 4n
handling, ocotup, oporaticn cto, for any ono mishop.

Bogred

0. Probablo damngo 4o nogligiblo

) I8 oo obout Ro.260/-

2. =% ebout R0 1000/

3o =G%e cbout Ro.E000/-

Qo o€ RS «BED00/ -

- =% R0 200000/

1 5 2 Very high coro thon
- lacko,

e e ‘éfipfgg ot &

2.3 Reoponyibility for wvork of otherp (Toam work)

%ho factor approiocs the rooponoibility which
goop with the Job for rosigting, cuggooting e proporing
for tho vorh of othoro.

Bageco Doneripntion

b o or vory littlc rosponpidility for work of
otharso,
2o Responsiblo Lfor imtruocting and dirocetinz ono

oF %0 holporo, which &f do not porfern wosk
properly will ngko Lurthor progossing olightly
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as€ficul e |
Toko hingolf tho Job, whieh; 4f not Qono in o
particular way vill orento difficultlon in ¢ho
oooonbly € fupthor procosoing.
If the peintonanco of propor Quality w&80An rango
40 properibod, cueh oo in pome chendeal Anduotey.
Any carclosoncsg on the part of ono chomiot o
oporator will stop ths work of OveFy body im tho
1inc aftor hin.
thon tho operator'o ¢aroclossncio nakos 4t
Srpossible to proecoss At further, or inotoad
doing good for toam, ho can put thoe vholo of
the teen behind ochodulo; vhich will comso all

of thom monetary loss as woll,.

2.4 acggonﬂible tpi‘ agtety of otherps

| Thio factor eppralcocs the eoreo, which cust do

oxereised 0 provent injury to othero, and tho proboblo
entont of such injury. Congldor posoiblo acoidents to
othors resulting from carocless oporaticn of nachine or

handling of matorinls or £ools.

Degroc
lo

Bosceriptions

Job porforped 4n a 4colatod lesation, oF vhoro
thore 40 no maehino involvod, snd tho matorinlic
vory light. Vory 1ittlo roopomibility for tho
oafoty of othoro. O
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Be

G,
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Only 14¢tle care to oy vork rcguired to provont

~ Anjury to othord. Andy 4f ony earclossnoso oGows

i1t 40 goin3 Co eause no injury, it will juot Dako
thon onnoycd and  upecsy.

Vopy 14ttle oaro €0 own vork requirod to provormg
injury to othero. And if eny accidont schould ocour,
tvhich would B> minor in naturo such as cuts, bruipos,
ahradz.om ote. Xt may eccuse thoir exposuro to
hogards .

Carcioog cporation of nachine or porfornance of
duties tay cougo looR«timo aceidonts to otherc ouch
a8 cruched tooo, foot fingors or oye Mmjurics.
Conptont esro noccspary to provont seorious injury
to othoro, Quo to inhorent hasards of ths job,

but¢, vhcro ouch other coployees may act to provent
boing injured. {(such as gus legking o%G.)o

Bafoly of others dopends ontiroly o aorrpoct
action of omployco on the job bDoing ratcd ond
carclessnesg may rocult in fotal gecldcnto to

othoro, (ouch a8 nomo oxplosion o £4ro).

2.6 Recpoaaatgugy for supervioion og othorgs

This factor oppraines the rosponsibility for

organizaticn, loodorship, and the guidenco op dircetion
of offorto of othors, Secoring will dopond upon tho nunbkop
of pooplo moFnelly ouporvinod md tho ontont of tho

cupopvining £coponoibllity.
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Dcgeen Dogription

) T Dircetc omno to fivo ansistanto op holpors,
wvith reoponoibility for etwrpoct corpletion of
o5 inpnonts, but gomorally vorking alonguith thogo
ouporviced. ‘

8o Loador of o group ucually noro then fivo im
numbor, ooldom over tom., Aspigng and choeko
vork, ooploto and inptrueto oo poquired, btut
popforra tho camo work as theso ouporvioed oy
oloooly polated wvork, nost of tho tiwd,

3o Suporvipor ¢ loador of o group, uwoually ocbout
30 €0 20, in nucdber, btut posnibly omallor A
4iff&eult tochnical work roquiring considorablo
diroceticn ané avgintones, Plano, diroections,
gnd coordinates work, makes GQoeicions end
performs personally the more difficult acpects of
tho same broad assignments,

4o Suporvioor or forcman of a departcont, soction
of othor indopondcnt unit uwsually of coro than
20 onmpleycos, wvith rcoponocibility raf effective
oporptions, maintaining cehodules, plonning worlk

ctos

8o Suporvdsor or forcmen of a department of soction
poerforning work of gonsidorablo divoroity end
complonity, or of lorgo group numboring cver &0
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Suporvisery, administrativo and ral atod qution
ogoupy 1008 of timo. liny includo suporvicfion of )
to 3 angistant guporvisors, vho thonoolvoo cpond
nnjor ity of thoir timo in ocuporvisory anﬁ rolotod
dutles,

2.0 Indopondoned s

fho opistonce or abgence of porsonal oF procodurol

conteol ¢md guidaneo, on the basig of instruction,

guporvision and advicc.

Dcareo Doceription

b 9

2e

3o

Qo

8o

"ork on oimplo, highly standardizod jobp cith
littloc equipnent or no other operatioxm clogoly
dopendont .

vork on ptoandard jobo with p 1ittlo cuporvision,
Porsonal Sdecas can b oppliod without consultation
fio scope for froeo working. Oporator must hgavoe
the pormisgican for doing snything.

Ho 45 not allowdd to proeccd oo ho thirko, Ho
nust fallow tho instructions blindly without
cpguncnte

Do indcpondonee, ho is rocquirod to got chochod
at overy 8ecpo

303 Physignl offortss

tho facter appraicen tho acount and coatinuity
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4

of phycical offort rcyuired. It includos tho offarto
ozpondod in handling oatoricol, (Tho woight and £roquoncey
of handling), operating a Dachine of hendling toolc,

end tho poriods of unoccupiod tica.

Deg;’oc
)

2.

3.
Qe

8o

Go

Deseription

Light work requiring vory 1ittle physieal of fort,
llo mapeul or movemsnts roguired, no lifting or
headling,. Long pemnsos botwoen work.

Operations over o machiny vhero msechining €L
oxcoceds the sotting up and handling timoes %R0
tools and materials hondled are 1ight,
Occasfonally 14fting of rodium waight moterialo
{cuch as changing of chucks ote.). Or handlim
of light weifhts froquently with omall pausos

in botuoon, .

Hendling end 1ifting of medium woight matorials
or tools quite frodueontly vith long Pest peunco,
Lifting and hendiing of modiun woight matorinlo
quito fredquontly with 13ttle rost paucaoo,

Lifting end handling of hoavy wofght porto and
Sools, with suffleiont root prusos, conbinod with
hondling of modium ond ligh¢ voight natoricds
hendling frcgucntly. (ouch o8 o holpor in
gtores) .

Jobs roquiring congtant pushing or polling, ocuch
es on drilliing rachines with hand foed, Requirco
tho ability to uco hrmd toodls fer hours without
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poupo, ouch ag chipping, £iling oF throading
vith topo in £itting chopoe

7o Jobo rciuiring constent heavy foreos, sueh oo
vorkors on hand prespos oF hoisto ofo.

3.8 Hontal offorto

It rcquires tho ability to put up mentald
oF viounal conecntration., Tho Jobo requiring montal offorto
end wvhalch pequlirop ponsos vithout doing any phyofcal
cffortos erc comoidcrod.

Bogrco  Booeription

) S Lit¢lo nontal and only intormitont vioual
attontion, oinco elthor tho oporation 4o practi-
colly outomatic oF tho duties roquire attonticn
only at long intervalo,

2o FPrequont mcntal oF vicual conoontraticon, vhere tho
floy o work is intormittont or tho cporation
imvolvon walting for o mochino or proccnn to
eonploto a eycle wvith 1ittlo attontion or checking.

3o Continucuc montal op vicual conecontration, ucuanlly
chort Gcyalo ropotitive vork of divoroificd
oporations roquiring conotant olortncic. O Job
dution rcquirdmy montel offoprto such ao caroful
studioo of Drowings and tochnological shoetn,
Consultntion of Hand boohkn ote, with a vicy point
of gologticn of propor foraulad.
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4o a0t concontrato mental and viounl attontlon
glesoly for planning and loying out complon vorke

Do Conocatration end oxnoting montnl attontion,

' vonally visualiping planning and laying ous vesy
Crcguontly, jobo involving corploxn Atoms,

Ge Vory froquently uoing notly dovoloped tochniguon,
ouch oo in industeial cagineoring and advanccd
¢aoign and dosign irprovoront soetionp.

7o Egzacting concontFaticn on noviny oF viberating
objocts cousing sovoro nontal fatinwo.

Go) H&%@&Q

This factor appraiscs tho hopards, both gecidont
and hoalth comocted, ovon thouzh all safoty dovices
have bsen #ngtalloed. It concidoro tho natorial btoing
handled, tho machines, tho tools usoed, the wvork
pcs.itim-, and the posoibility of accldomb.

Denpoo  Bonepiption

1o Acsidont o hoolth hagords nezligiblo

2. Accidont?s probdability 4s vory vory loss. The
injuries aro of ninor naturc, cueh g3 abrosion,
cuto or bruisos,

Hoolth haserds nc3ligiblo.

Jo Probability 4o vory losg, though tho accidont
noy eouse vholo Lifo dionbdldfy, ouch oo lost
foot, corushed haond, loss of £inzorc ote.

Hoalth haanrds aro not oxpeetod.
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ProbnobiliCy is vory l1os; thouzh tho aceldont
pay eouso vholo 1ifo dicability, sued oo oyo _
injury fron flying porticles, ony necidont with
honad or faco otee |

Bor> oxposurc to occupational disoaso,

Expoouro o henlth hasards, which cannot bo
coaponsatod, cuch o slov poliosoning through goo
inhaling or oome thint 1iko that.

Empoourc o oaccidont ¢ occupational disoanc
vhica nay rosult in total dinaobility.

Dunpoouro to ascidonts, vhich will ¢ouso doath
ot tho opot.

448 ARcoophoro

T™io faoter oppraiced the surroundings or working

conditions, undor vhich the Job must bo dono. Do
comsidoration is aloo given to oconditionc with tho
footiuros, vhich Gioturd tho phycienl or rontal vollebosng

of omployor pravided thooo oclements arc boyond the congrel

of omployco.
Dograo Dosoription
h Uoual offico working eonditionp, in o Poon

8o

£ittod with lipht, fan 2nd vith good vontilation

DY ptORe

Sor2 disogrcoablo fastors preoont 4n of £ico
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working conditions vhich dioturbo tho physienl

or montal vollebaing of tho cmploycop, cuch en
poor ventilation, unovon tomporaturo, dampn2gp
otoe

Bost shop conditions, small cloan vork plaeo.
Asscubly, Ingpeetion o supervisory Jobs,
roauiring considorablo timoe in the shop, vhero
the omployoo 1o subjoected to heaty cold, dampncss,
fumes, dust or steam cto.

Continuocus oxposuro o poevoral dicogrczablo
clomonts or £aocte?c§ coposinlly dirty, oily

noioy jobao. Almost continuocun outéoor oxposurc.
Proquont oxposuro to soveore working conditicng,
ouech a0 exposuro to fuarnaces or boilero,
Continucuc cxposuro to severc wvorking congitionp.

4.3 Romperaturos

Thic foetor appratoor tho tomperaturc of ourroundingt

or physienl scnditions vnder vhich thoe job must bo dono,

1 lalg? Yool
b

Bo

- Dooeription

[ornal conditions, thoro 48 only ox> fom fop

fou vorkoro, mp coolor or alr conditioning, no
heator otce

Outdoor dutico, ¢ no fan, or thoro aro eireul ntor:
but fusnage ote, aro thoro vhich cauoc high
cablont tOmpORAturoc, |
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High tomporaturo of worPk place, noar como £furmnaeo
ote. €@ thoro aro otoan outdloto otee
Very Dod vorking conditiond.

Q0 _Contact and flofoos

e factor oppraisco tho ourroundinno of phygsical

confitions undor vhich the Job ig porforeod vith roopost
to tho prooenco of dioerroogblo Olemonts,

Bogroo

Oo

1o

B¢

Be

DooeRiption

Oefincry vorking conditiano such ac in gonmo
offico, |

Thero &p wator flowing on the flour, or oil
and grocoo are thoro in tho surreundingo,
Noiso and vibrationo aro thoro,

Tho oporator 4o to put oil oF groaso quito
ofton end thooo cannot be avolded. A lot of
noioo io thoro,

Tho oporatos 40 uoing wntor oF 0OED 04l 0.,
quito libopnlly, ocuch oo an sorvieo otation cote.
Tho follov oporators aro uncudiablo, oF thero
arc vibrations eaucing dloeomfort to tho
oporatos .

{408 Gloro of Darlmoso

mio footor ouproloos tho visibility conditionn

of ourecandingo, uvndcop wfaich tho job muot bo deny,
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Consideration is given to the presonce of any glare,
spark, flame or woving light or poor visibility.

Degres Description
O Rormal conditions of visibility
1» Spaéks ar intermittent light etc, or pocr light
arrangements.
3 | Continuocus glare, flams or dark work place.
4. Extremsly intensed working conditions.
B Very dark work placs,



CHAPZELR v

Bmorimontation a

Ap dcoeribdod in dotoilo in the 4th cheptorg
“Poroulation of tho plan® o "Job Evaluption plan®
wvoo dovolopofle. Thio was fognulatod ofter pigoroug
otudy of provailing trados, job conditions and tho workers,
Aftor studying tho ovory dopartmont of Eherot Hoavy
Bloetrienls Ltd., and tholr funstions, tho following
goctions woro sclactsd for beudy in dotailote

1. llon stondard Bquipnonto chop,

2, gpociak Bquipconto shope

3, Elootrical /Cs Machining nhop.

4. Yinding chop,

8. Aopenbly schop (Elootrical lMpehinep).
6o Hotor Gerago.

7« Packing end Painting soction,

In cach of thoso dopartoento, tho vorkors of
all endres woro studled to goloet fov out of thon,
tvho roprosent tho avorego vorhkor on tho Job tma in thono
soloctiono dopartncntol ouwporintondento, BRxoeutivo
Bngincopo and Fororon ote. vore conoulted €0 loave
no ponoibllity of otudying a noneropresontativo workor.
%ho verliors oclostod woro not told, that thc;y arc boing
oboopwod, thoy voro knowing caly that fey of thon c®o
to b0 obsorved, that 4o all.
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Zhe study was carried in g systomatic nennor cnd
folioving inforcation wog gathered for cach wrkor on
tho jJobie

1. that ho is supposed to 4o
2¢ at he is getually doing and
3¢ Yhat ho chould é»

The first thing Pvhat ho 4o suppoood ¢ dov,
wvas eollected after Interviows with tho cuporvioce
or Poremen of ths employoo, tho onzinocr aennoetod
to the cotion, and the roorultiont scoticn of tho plont.
Tho waole thing, that is expected out of him ig torno@
a8 "job roguircmentg®,

| Then the jJob were roally otudlod and tho astual

warking of the employee was r ocorded on the formo
spociclly designed for this purpose. Tho wholo thinzo
wore nixod up and condensed to give tho Job Denaription,
Thus a Job descripticn form for a job cantoins the falr
work expeeted out of a employce, snd tho work, vhich
ho vill bo doing actually in tho phapoe

These decription wore naed‘ to analyoo tho jJobp
and to broak up tho job roequircmonts into elemontal
roquiroments. Bach olement of the Job wat rocordod,
eithos An numorical valucs puch as repponsibility for
matordal (Rs.800/-) & in tho form of rolative valucs
such as noise lovel (high, lov ote.), Bach clenent wep
taken ono by one, and that was roecordod for all tho
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joboe imtond rocorddng tho job oo a tholop foF omrmplog
firotly tho oducotional roquirononisc for all tho job
woro recorded €o havo corroet and ond propa? polativo
dcgEco0, Thon tho nomt clomont vas token and onalyeode

~Afgor annlysing, tho jobp woro evaluaatod in tormo
of degroo valuct. Nineo tho foctor scalos wOFC roody o
uno, tho approximato degroes wore assinmdd to oach
olomontol roguircaents, It poquircd a Lot of judgomsnt
and dooision ncking, and tho sane precantion was tokon.
Tho jobg wore ovaluated as the banis of particulor vealog
firot o sgale vop solected and all tho joha «oro rotcd
with roopeet to this scealo. Ehexn tho mant pealo wan
tekon, ond all thy jobs woro patod according ¢o that,
This proceduro was repeatod thrico for 1l the oexlos,
Finally three figurco for desrocs of ocach alomont wOPO
rocorded, and these woro averaged to give tho Yavoramso
Dogree Value¥, Though vory omall wvariantion vao obsorvod
in tho dogroce values for cach job, but by doing tho
rating throo timcs tho choaceo of orror ang miojudgoncat
woro roeduedd,

Thoso avorapoe degroo valuos woro sonversed into
point valuos and suncdd up, to give tho t:.n;ﬂ. point
valesg for tho jobd, $ho jobp voro thonm appongod acectRing
to tholr point ceocros, And thws, v had tho final 140¢
of oenplo jobsg nceording to thoir Pclativo vorth, cnd
it was found satiofcootory, '
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JOD STUDIES

8.1 Job inalysigs

It 1p dofined as the procosg of dotormining
by obscrvation ond otudy, and rcporting pertinant
infornation rolating to the naturo of a cpoeific jobo
It 10 tho qetormination of the tasko which coxprico
tho job and the okills, knovliedges, obilitics and
responsibilities roquirod of the vorker for sueccugful
porforasnsee and which differontiato the Job from all
othorg, |

Job analycis not anly includes a complote study
of tho job, but algo includes an mnalysic of job
eonﬁimom or the onviraments in vhich tho job in
porformod. For the purposco of poersonns} admin&ntratim,‘
. dob faets are 'seeurcd through job analysis for many
roagorn, gSome of the more imporfant ones arcs

1, Zo provideo faoto for detormining tho rolative
worth of jobs ., Job Evaluation.

2, Yo dotornine the Job roQuircments againot wvhich
aaployce s performance may bo myasurod « Morit
Rating. |

3. To dotormino roguircmonts mecopary to 111
jobs - Solection and Placocont.

4, To provido dotallod infopmntion about, what tho
workor io to do in porforrdny hio Job o Training,

5, To Povido occupationnl Looto naecaoc?y €o tho
advising of vorhiors o Voosationnl Counsoling.
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8. To point out danggrous and hagarous working
conditions in order thot remodiel stops pay BO
takon - Bafoly.

7. To provide facts about job duties and
respongibilitics im oach aroa of oporation - For

- bettor managcment, omployoo relatlonships and
orzganigational struoturc,

8. To provide infornation on opcration and
progodurco « Oporating and proesdures mamial.

P, Fo clerify 1incs of respongibility cnd cuthority o
Elimination of overlepping duticse

10, 7o claspify jobs into an oppeutivo, administrativo
professional or non-gupervisory category for tho
prupose of dotermining oxamptions from cdninun
vago and overtimo pay regul ations « Complianed
vith 1oy sueh os fodr labour ctondardc ete.

' Job anglysis is oue of »the ozt important
stops in ingtalling a job evaluation programe,; scinco
this procedurc supplica the facta upon which the
evaluation of the Job 1s nade, A compony nay sct up
an oxeellent organizntaonai plan for imstalling a
job evaluation programme, it may select andl dosign Ato
rating system with the groatost eore, it may measurc itg
job by that sygtom with tho groatest oxactitudo, and it
nay ostablish oxcellent policlcs of administrotion,
control and maint:anance of tho programo. Hoyover, Af
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tho facts uvpon vhish tho jobs aro cvaluatod arc in

error or arc incomploto, all the offort; tir: and mondy
spont in other phoses of installntion wAll bo dissipatod.
Lscturateo ovaluation or msaourenont can b achioved only
Af it 40 bssed on accurato and complote job facts,

8.2 Kothod for soeuring job factos

Thero are two basic methods for sccurinz job
facts, the intervioy and the quostionnaire. 4 third
technique, actually a combination of tho above two,
is called the quésuonnaue and interviewy methed. The
~interviowy mathod as conceived herc implies o‘bseévaciqn
of the 'perfomama on the job during the course of tho_
interviow., The interviow method of sSecuring job data
has achicved its popularity because of its inherent
advantuages as o toehniquo. |

1, Xt permits socuring of complet® and accurato.
Job inforontion.

2, It avoids tho necosplity for cmployoes to dooeribo
thoir vork in writing; vhich is ofton vory
diffioult for thon to do.

3¢ &¢ obviatos omployoos having to ceaplote
quostiomaire at home if thoir jobs do not provide
foedlitios for work of this naturd,

4o It onables thé anglyoct to ovaluato tho importanco
of tho data and sift tho osgontial facts from tho
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non-ossentials moro sclurately since, ho perscrally heas
‘observed and talked about the job.
S50 It provides standard nomenclature at the tima
tho facts a re pooured and eliminates tho
labourious vork of editing and standardiging the
langupge and terminology of many employecs and
suporvisors. 4
8. It provides on opportunity for the interviewde
to get first hand information about the job
evaluation programme from sane one woll qualifiod
to give 1t, sincé the intorview often beging
vith a prolipinary discausolon about the programms
during vhich the intorviewoo may afk Questions
about tho things which ho does not understand.

ﬁoa Solecticn ofrpersomal for gliving job facts

Employoos or supervicors or both supply the
anglycto with this information, but moro companies
use both omployeets and supervisors than upo oither
clom. |

The practice of securing information from both
ocmployecs on the Job ard the suporvipsors of the job 4o
to be highly recommended since each sorvos ¢o choakx tho
other as well a8 to supplomont the knowlodzo of tho
other, In addition, this method provides for maxirun
perticipation, o vory important thinz in inopiring
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confidenso in the corroctnosns of the focto upon which
the jobs arc to bo ratod. UHhen cach group ig conoultod
and gilven an opportunity to oxnprosp itwolf, thoir
arc mere likaly to fool that tho jobs arc to bo rated
on ocrpoat and corpleto faots,. |
thon the combined plan of both questionnaire
and mtorvieqs hao beon chosen, Juestionnairos nay W2
socurod from all oemployecs. Howeverg one or tvo of
tho bottor employoes usually should bo intorviovod
rathcy than all tho omployoces ¢n the job, Aftor the
dato oheot for a Job hes boon ccuplotody all incumbosnto
should bo given a chance to approvo it. i
It is not difficult to decide whiech ﬂnpervasam\
shall give information, oince the zmmdiately supervicor
of the job 40 ucually chosen. X0 may bo roquired to
chech with his doparteontal: head before he cortifios
his final opproval, but he acts om hit own puthority in
Bony oGupanios . |

-



CHAPTER VI

OBSERVATIONS AND RESULZIS8s

The following jobs were studied at the Bharat
heavy electricals. The details of these studies are
given on the following pages,

. B,0,T, Operator
2, Carpenter

3¢ Painter

4, Assembly Fitter

8. Truck dx";l.verv

6, Marker

7. Black smith

8. Hamwerman

9. PForklift Operator
10, Gas Cutter

1l. winder
12, Asgembler

13, Comnector and Brazer
14, Shear Operator

13. Pipe Fitter

168, Blectrician

17. Lineman

18, Cable jointer

19, wWireman

20, Elactricul Pitter,



3e
3.
4.
5.

10,

11,
12,
13.

JOB _ANALYSIS WORK SHEET

Job Title Shsapr operstor
, Deptt. gepvice 2

Equipment or Tools gg# gnear
Formal Educstion Required High School
Time Required (i) To learn 1 months (11)To become g months

, proficient
Knowledge of the job
required.
Responsibility for Material Equipment
R84500/= R8.10,009/=~
Team Work Safety of others
1ife long loss
Concentration : Mental Visual
: : considapobl onkiderable B
Efforts %R§§gﬁ€ o e' gregtgncy Position
' L He avy moderate standin
Working Conditions Atmospherz Temp. Noisg level
normal normal High
Conteacts Light
0il & grerse normal
Hazards ' Type Probability
. 1life time loss uite frsquent
Leadership Subordinatas ype Locgtion

Additional Requirement if any Ll



13.

JOB ANALYSIS WORK SHEET

Additional Requirement if any

1. Job Title Pipe Fitter '
‘ Deptt. Service &
2. Job Duties Pips Pitting frection
3. Hquipment or Tools Pipe Fitter's Jig.
4. Formal Educstion Required 8th Cless
5. TimevRequired (i) To learn 1 yeer (i1)To become 2 years
. proficient
6. Knowledege of the job
required.
7. Responsibility for Material Equipment
109/- 250/~
Team Work Safety of others
difficulty for othars. difficulty for obhers.
8. Concentration Mental - Visual
normsal considerable -
9. Efforts Weight Frequency Position
ma2dium Madium Bending
10. Working Conditions Atmosphers  Temp. Noise level
Hormal outdoor Medium
" Contacts Light
y Water & Paints Hormal
11, Hazards Type Probability
Light small
12. Leadership Suboriinates Type Locetion
nil,



10.

11,
12,
1.30

. Formal Educstion Required

JOB ANALYSIS WORK SHEET

Job Title  giectricten Daptt.

Central Maintenm
Job Duties

Equipment or Tools
Simple Hend tools

I.7.1.

Time Required (i) To learn (1i)To become

18 months proficient 3 yerps
Knowledee of the job

required.
Responsibility for - Material Equipment
50/= 100/~ -
Team Work Safety of others
. nil , can; cpuge death
Concentration Mental tisual
Bfforts wdemal rRopgideredlmosition
Working Conditions a8, s TEAgiun Nstendingel
normal normal low
Contacts Light
, , sticky tgpes ete,
Hagards . Type Ppopsallity
Le adership cen have fataldshotks WediumLocetion

Additional Requirement if any nil.



10.

ll.
12,
13'

JOB ANALYSIS WORK SHEET

Job Title v
Lineman Deptt..

Central Maintena-

Job Dutie _ .
Bou ts w1§§ {}tting(imdoor 2 outdoor). nee
o} !
quipment or 200°8 Light hend tools.

Formal Education Required

Intermediate.
Time Required (i) To learn , (1i)To become
4 ‘ - 1 ymar proficient 2 years.
Knowledge of the job
requirad.
Responsibility for " Material Equipment
100/~ | 250/ -
Team Work Safety »f others
Difficulty for others."cah'cause death
Concentration Mental Visual
Efforts normal, . »AOFB8L,  position
: 1 1 tand :
Working Conditions mz\.!:c?n%sphe r3 Terr‘n%r.ma I\Foiase Lﬂegve 1
normpl ~ outdoor Low
Contacts Light
dirt-dust normal
Hazards Typa Probability
Le adership Heghtainatss T8 Locetion

Additional Requirement if any nil.



JOB ANALYSIS.WORK SHEST

L. Job Title @geple Jointer . Deptt.-Cenﬁral Maintenance
2. Job Duties Cable Joining

3. Equipment or Téols Cable_301ning dig.

4. Formal Educstion Required High School

5. Time Required (i) To learn 3 months (ii)To become 2 yo&ars

proficient
8. Knowledee of the Jnb
required. ‘
7. Responsibility fop Material _ Equio%;nt
| $90/- 59/«
Team Work Safety of. others
delays the work of others nil
8. Concentratio : '
n sRartt Vigers
9. Efforts Weigh I : '
lfgétt ,regggffy POS&féffng
10. Working Conditions Atmosphers Temp Noi 1 1
~ htmosp Rormar  Volfg,leve
Contacts Light
dust ete. Normal
11l. Hazards - Type Probability
lo. L _ light small
2+ Leadership Subord%&ifes Type Loceztion

13. Additional Requirement if any

Speciel Training sponsored by Cable Msnufgeturer
for all typag of cobles such as H.T.,y L.T., cableg inclp

ding Aluminium conductors.



10.

11,
12.
1-3'

JOB ANALYSIS WORK SHEBT

Job Title Wire man

Deptt.. Central

Job Duties gyaatrical repatrs(indoor) Maintenence
Equipment or Tools Light hand tools.

Formal Education Required High School

Time Required (i) To learn

Knowledge of the job
reguired.

Responsibility for

Concentration

Efforts

Working Conditions

Hazards

Leadership

Additional Requirement if any

18 months (1i)To become 30 months

proficient
Material Equipment
250/« 100/~
Team Work Safety of others
nil Isolated work
Mental Visual
rmal ,
wgféﬁéa‘ Frgguency Position
light fast st snding
Atmosphers Temp. rhise level
3 L
normal normsl low
Contacts Light
sticky topns normal
Type Probability
light small L
Subordinatss Type Locetion

nil.

I.7.I. Certificete is required.



1.
2.
3e
4.
54

10,

11,
12,
13.

JOB ANALYSIS WORK SHEET

Job Title Rleectricel Pitter

Deptt.. Central
Maintenance

Job Duties Reparing of eleetrical meehines

Equipment or Tools Hand Tools

Pormal Education Required

Time Required (i) To learn 18 mgnghg (11)To become

Knowledee of the job

Additional Requirement if any

I.7.1,

proficient 33 monthg

requirad.
Regponsibility for Material fquipment
500/~ 250/ =
Team Work Safety of others
Stopege of lins  aceidents possible
procesy.,
.  Concentration Mental- Visual
¢ongldarshle Congiderable
Efforts Weight Frequency Position
medium nedi{um sitting
Working Conditions Atmosphers  Temp., - . Noise level
nortal - gbova nornmal high
Contacts Light
04l grease dust. normal
Hazards Type Probability
: sover small :
Leadershlp Subordinatss Type Locstion
gbout §

Certificate 15 degired.



2.
3e

5.

10.

11.
'l" 2 .
13.

JOB ANALYSIS WORK SHEGT

Job Title Wechanical Fitter

' shop.
Job Dutiecs HMechenical jobs.

Equipment or Tools Madimm hend tools.

Formal Education Required High School

Time Required (i) To lear® years. (1i)To become
' proficient
5 yeurs
Knowledge of the job
required.
Responsibility for Material Bquipment
500/ - 50/ =
Team Work afet others
Following pr%cessqis atfec%ag. y nﬁ
Concentration : Mental Visusal
econsiderable congiderable
Wei 15 . i
Efforts hﬂ%% ht hiiﬁuency P%%égigg
i iti 1D » Noise,blavel
Working C.ondlt ions n%%% phe reabov%er{‘\%rmal _o si‘ig%ve
Contacts Ligh
oils, dust etc. nor%xgl
H W lit
azards life 1088 %ors  Temein Y
Leadership %&Rﬁﬁg%yates - Type Locetion

Additional Reguirement if an
a 7 nil.

Deptt. SPeial Bquipment



10.

11.
12,
13.

JOB ANALYSIS WORK SHEET

Job Title sppyeh Driver Procurament

| Deptt. . (SetieBe)
Job Duties .iiaw dpiving
Equipment or Tools '

Formal Educstion Required High School
Time Required (i) To learn @ months (ii)To become 1 yeor

proficient
Knowledge of the job
reguired.
Responsibility for Material Equipment
Team Work Safety of o %&
pifficulty for othors. cen couss ’
Concentration Mental Vi
ﬁoﬁggl cgggfﬂérable
Efforts Weight Frequency Po é@ﬁg_
Working Conditions Atmosphers Temp. Noise level
below normasl cbove - high
norsal
Contacts Light
| oil 2 gresse normal
Hazards Type Probability
. 14fe long loss medium
Leadership Subordinatas Type Locetion
about 3 :

Additional Requirement if any

Must hove valid driving lieence,



.
3.

5..

10..

11.,.

12,
13.

JOB ANALYSIS WORK SHEET

Job Title Marker

Deptt. pabppication

Job Duti®s marks the peltes & sngles ete.

Equipment: or Tools '
Protectors dividers nte.
Formal Educetion Required Class 8

-

Time Required (i) To learn

(1i)To become
1 yeor proficient 3 years
Knowledege of the job
required..
Regponsibility for Material Equipment
Team Work Safety of others
Costly following operations. nil
Concentration Mental Visual
. 1
Efforts cﬁgﬁé%%’ahle Fré%%g%%y Position
. L nil. nil Sitting.
Working Conditions Atmosphers Temp.. Noise level
normeal normal high
Contacts Light
dust -dirt. normal
Hazards Type Probability
Leadership : S&%%rdinatas ?%%e Locetion

Additional Requirement if any i1

nil.



JOB ANALYSIS WORK SHEET

l. Job Title v
: Bleck smith Deptt.

: Fahrication

2.. Job Duties , v
To remove the rolling defects, (g o 5y
3. Equipment or Tools '
gGaneral Smithy tools.

4. Formal Education Required

- Class 4 (1)
5. Time Required (i) To learn 11)To become
1 yoar proficient 3 years
6. Knowledee of the job |
required.
7. Regponsibility for . ' Material Bquipment
RO 500/ = nil
Team Work Safety of others
Diffieulty for others. Difficulty for othors.
8. Concentration : Mental Visual , :
9. Efforts Hermbk Fmaermeéky Position
10. Working Conditions Miseephers  TeHigh osmplexye.)
felow lormal Ab-ve High -
Contacts Ligﬁgmal
Water,cool etc. normal
1l. Hazards Type Probability
12. Leadership Sdedtdinatss  Twamillocetion

13. Additional Requirement if any about 3

nil.



10.

11.
la.
13-

JOB ANALYSIS WORK SHEWT

Job Title H ; |
ammer man Deptt. pabrication

Job Duties (N.S.B.)
Hemmering

1
Equipment or Tools Hemmer & r things.
Formal Education Required

nil
(11)To become

Time Required (i) To learn
4 | . B months. " [ropicient L ¥OT

Knowledege of the job

reguireg.
Responsibility for Material Equipment
179/~ nil
Team Work Safety of others
nil  nil
Concentration ‘ Mental Visual
Efforts waprRel Fr@&ﬁ@ﬁ&y Position
Working Conditions A&ﬁggghere TQ%&P ﬁgggéafevel
normel normal
Contacts Light
dust- dirt. normel
Hazards Type Probability
Le adership Ughtordinatzs  BARAL Locetion

Additional Requirement if any nil

nil.



JOB ANALYSIS WORK SHEET

1. Job Title. ' |
- Job Title. Pork lift Driver Daptt.

Procurement
2. Job Duties

te the fork 1ifter.(H.8.6.)
3. Equipment o ToBls o0o

Pork 1ift.
4. TFormal Education Required

Cless 6
5. Time Required (i) To learn (i1)To become '
: 6 monthsa proficient 2 yeors
6+ Knowledee of the job
requir-d.
7. Responsibility fof ' Material Equipment
_ Team Work - Safety of others
pifficulty for others. con couse death.
8. Concentration Mental Visual
9. Efforts eongidpreble  nEongdderevls. iyy o,
: . Ly tting
10. Working Conditions Atéégpﬁbre Téﬁﬁ?yal ﬁ%isenﬁavel
normal ebove normel  normeol
) Contacts Light
oil & dust normal
11. Hazards . Type Probability
12, Leadership Bh¥dinatss §§B¥1 Locetion

13. Additional Requirement if any _
. ghout 3

He muat know the fundsmentels of puthomobi las and

about simple rapairsg which occur frequently.



10.

11.
12.
13.

JOB ANALYSIS WORK SHEGT

Job Title gGegs eutter '
Deptt. pappicotion

Job Duties Cutting the angles & plates. (R.8.k.)

Bquipment or Tools 4. sutting jig.

Formal Education Required

Class C.°
Time Required (i) To learn (1i)To become
1 1 yeor proficient 4 yeors
Knowledee of the job
required.
Responsibility for Material Equipment
750/ - 250/«
Team Work Safety of others
Responsibla for inline procsss eccidentes possiblo.
Concentration : Mental Visual
Efforts wdgrmal rrEpRsidpranhes i¢ion
1ight small sittin
Working Conditions Atmé%p ers Temp. Noise lé%el
belov normal above high
nopmal
Contacts | Light
dust ydirtte. Very basd conditions,
Hazards Type Probability
Le adership gos imhaling . . ﬂg&%ynlmcetion'
Additional Requirement if éﬁ%ﬂut 2
nil, -
105 09|
€ ov Lo TR

" Wl -:\



S
3

5.

10.

11,

12,

13.

JOB ANALYSIS WORK SHEET

Job Title Winﬁﬁr

Job Duties

Equipment or Tools no special tools.

Formal Education Required

Time Required (i) To learn
" 1 yeer proficient 3 yeers
Knowledge of the job
requirad.
Responsibility for Material Equipment 1000/~
200/ -
Team Work Safety of others
Responsible for whdle team. nil
Concentration Mental Visual
Efforts . Weight Frequency Position
. , 1ight high complex
Working Conditions Atmgéphere Temp. Noise level
normal normal low
Contacts Light
| not bad good
Hazards Type Probability
Le adership Subordinatas Type Locetion
Additional Requirement if an?bout 4

Plecing & edjusting of colls.

Deptt.. winding

(5lectrical Mechines)

(ii)To become

~ Be 1s required to study the drawings and to talk wid
the Russian Experts, 1if thers 13 found any thing wrong during
testing. S50 he must b2 well versed with Russien language.



| J0B_ANALYSIS WORK SHEST

Job Title '
Assembler :
| Doptt. Assembly '

. ' hine
2. Job Duties Mein assembly, checking % (Elsctricsl meae 8)
3. Equipment omdmting over for inspection.

o Gensral purpose hend tools.
4. TFormal Education Required -
_ Intermedlatek )
5. Time Required (i) To learn ii)To become
1 - 3 yoars ‘proficient © years.
6. Knowledee of the job
required.
7- ) X i - i : 4
Responsibility for Material Equipment 5000/~
5000/~ ‘
Team Work Safety of others
: | Slightly " atl
8. Concentration . Medifficult Visual
9. Efforts coppiderable Pre§QBadferaple, .,
. : . tending.
10. Working Conditions iR T ‘T&%ﬁ?l_ stTéenfevel
normal normal low
e
Contacts Light
not bad good
1l. Hazargs Type Probability
12, Le adership v Sutldrdinatss THE  Location
13. Additional Requirement if any about 8

He must know all about each part, {tg importance,
function end adJustments 1f any.



1|-O.~

11,
12,
13.

JOB ANALYSIS WORK SHEET

Job Title  gconnector & Bragzer Deptt.
Winding
Job Dutie ; 1.
ob Duties Brazilnp of Cmductors ete. (Flectrical Mec'ines)
Equi ent or Tools .
qiipm Special Mechine. .
Formal Education Required
Class 8th. ) .
Time Required (1) To learn (1ii)To become
1 : - 4 months., proficient 1 yaar
Knowledge of the Job
requirad.
. 7Responsibility for Material - Equipment
Team Work Safety of others
Following operstion 1is ail.
Concentration ¢€o0stly. (Mental Visual o
Efforts _ norwels Freform®l Position
' 1
Working Conditions &ﬁ?ggphera Temgvaal ﬁ%%ggnf%vel
good normel - low
Contacts . Light
Borase etc. good
Hazards nil Type Probability
Le adership Subordinatas Tyf#l Locstion

Additional Requirement if any Ril

nil.



JOB ANALYSIS WORK SHEET

. . B.7.T. operstor :
l. Job Title . Deptt. Motor Production

2. Job Duties Crene opsrations.
3. Equipment or Tools Crane

4. TFormal Education Required High 8chool

13. Additional Requirement if any nil

5. Mime Requiréd (i) To learn L year (11)To become 2 years
: proficient
6. .KHOWIGQQG of {he job |
requivade.
7. Respoﬁéiﬁility for Material Equipment
nil nil
Team Work Safety of others
nil "~ csan cguse death.
‘8. Concentration Mental Visual
. normel considerdble
9. Efforts Weight ' Frequene Position
- | itght  Tgmall  sitting
10. Working Conditions Atmosphers Temp. Noise level
' normal normal high
Contacts Light
| . 0il & grsage. good
11. Hazards nil Type Probability
12. Leadership Subordinatas

Type Locetion



a.
3.

S

'8,

10...

11,
12,
130

JOB ANALYSIS WORK SHEART

Job Title Carpenter

Job Duties Pecking of wbnd cosese
Equipment or Tools Carpentary tonls

I.7.1.
1 yaer

Formal Education Required
Time Required (i) To learn
Knowledge of the job‘
required.

" Material

500/ -
Team Work

Regponsibility for

difficulty for others

Concentration Mental
112¢tle
Efforts Weight
medium
Working Conditions Atmospherse
' good
Contacfs
not baix.
Hazards Type
. light
Leadership Subordinatss
Additional Requirement if anyabout 3.

nil.

Deptt. Packing & Pantin;

(1i)To become 3 years
proficient
Equipment
nil
Safety of others
nil.
Visual
normal ) _
Frequency Position
high complex _
Temp. Noise 1level
normal high
Light
normal
Probability
small ,
Type Loeetion



J0B_DESCRIPTION FORM

artment _Non Stenderd Bquipment Shop  Standard Code

DAVISION ___ . \co viues | Standard Title

EAams bt b iy

tion Fahricstion ... Plant Title

= 2268

1s & Equipment“ﬁﬁtmw&fg‘bf;Vﬁ?t018~5tzgg,

Tce of Supervision _. _ —

ection Exerciged

4

king Procedure L _

1. He is to do thé*hﬁmmering for black-smith.

2. He is required to do hammering during assembly.
3. BElongates the short in lanrth pieces end rods etec.
4. Required for psening a"ter welding.



OB DESCRIPT R

artment Special Equdﬂnentﬂuhhp Standard Code

Division ____ Stendard Title ___
' | . Plant Title o
Fhon Foprieation : Fitter (Assembly)

=)
o

- b A b

mary FUnCti0pn;;Q;ﬂssemhﬂgv1x“ﬂﬁmmrtvﬁt€ﬂ items.

1s & Equlpment_*_angfgt*purpﬁga_fﬁﬂrtaQBIQQ_t0013c

. .

rce of Supervision ' —_—

ection Exercised

king Procedure V ’

l. Must be sble to study snd unders*sni the shop drawingsg,
2, Must be conversent with the various shop tools & M/es.

3. Must be gble to manufscture the structures or perts as
mede out in drewings, with the help of others in the shop,
such as welders & cutters ete.

- 4. 8ho1ld4 know the standard methods employed in shops.

5. Should be able to diract snd instruct the halpers to toke
efficient use of them,

6, Should be gble to work independently,



F0B_DESCRIPTION FOR

wrtment Speeisl Equipment Shop __ standard Code.
Division _ Procurement —_ Btandard Title _petusr (Peuck)
;ion N, Plant Title Deiver (Ppuck)

nary thction__z_é_g_g_l.m_md_mp,-;lm_tha rew materials to the gection.

ls & Equipment Truck or tractor and gimple Hend Tools.

rce of Supervision

sction Exercised

king Procedure — :

l. He receives the indents from plenning cell, snd goas to
stores or yard to eollect the materinls,

2. Directs the heloers tn load materials in ths best manner.

3. Drives truek t~ the shop, :

4. He must bs constantly alert for the gnfety of others
on the road end inside the plent,

5. Controls the verisus levars & regilates the spoed ote,

6. Should hiéve obtained




Z0B DESQRIETIQN FORM

Department o Standard Cod |
P " ~Non StEngErd TUIpEEHT S0P , e
Sub Division Standard Title o oo s
Section,__ | __ Plant Title
, Fabricgtion R - Marker
" Date
6.2,68

Primary Finction

Tools & Equipment

“EcﬁIej“ﬁhpe,aIvIﬂer,bf . Cord‘& ¢halk powder,

- Bqurce of Supervision

Direction Exercised .

Working Procedure

1. Receives ths rough sketchs from the oharge man.
2, Do the msrking with the help of chearge-man or helper
- with the tight chord coeted vith chalk pouwder,
'3, Then 40 the marking with center purich.
4., Check up the size ete. after gos cutting.
5, mokes the required sngles on plate with the help of
compiss or dividars.
6. Should be able to unders-ond the drewings, should be knowaing
gtanderd coventions of drawings.
?. Must bes gble to rapraduce thedrswing properly over the
pletes ete. elone with allowences etey
8. Sho1ld be 2)le to do the marking indepandently.

Inherent work requiremsnt:
Any other detall - He mey be required to d» some other work,
after marking, slong with the redt of the gong.’




OB _DESCRIPTION, FORM
Department _.Mon Stondard-Equipment Shop Standard Code

Sub Division _____ :. .. e1 Standard Title e
Section - Fabricstion Plant Title Black-Smith

Date - T.8.68

?rimary Rinction C"rrrrlﬂr' TR Y .

Tools & Equipment__General Type Black-"mith Tool.

~ Squrce of Supervision

Direction Exercised

-Working Procedure . y

l. To 4o local heat trectment of small parts.

2. Do ths sgtrsightoning work of long strips or
rods which are cut out,

3. Removas the rolline defacts of rods % plates,

4+ Must be well conversant with ths ghop operations

_ such as drswin~, bandine,flettering, upsetting ote.

3. Shnould be sble to use machinzs such rs steem or olr
hemmer ) ,

6. Should be able to teks precsutions to s:ve himself
ond othors in the shop,

Any other dstell- Celled genosrel:y for patt; jobs.



I0B DESCRIPTION FOR

Department _gon gtendord—tgus N Standard Code

| | Standard Title
Sub DiViSion-““‘Maﬁertnt-Suppiy"ﬁungff ’

Section ' | plant Title

Forik 1lifter Operator

Date

Primary Function__ﬁbrtvrﬂgﬁa"Up§?3€10n of” Fork-lifter,

Tools & Equipment

mork-1ifter,genaral purpose hand tools.

Squrce of Supervision

Direction Exercised

Working Procedure ' § y

l. Drives the fork-liftor. '

‘2, Places tho hoivy toeds to be lifted at sultable places
end adjusts tham for scfe ecerrying

3. Lifts the fork with the loed. " -

4. Use of controls, to have gmooth & ospropri ate
movenent of fork and vehicle.

5. Controls tho forl-lifter,tcking care for the safety of
others rnd the loed 1tg~lf,



J0B_DESCRIPTION FOR

Department , | Standard Code

Sub Division___ Nop Gtandard Rquip, _ Standard Title o

Secfion Fabprication . Plant Title _gag Cuttep

Date

Primary Rinction Gas Cutting.

Tools & Equipment___gag eutting oguipments

'SQurce of Supervision

Direction Exefcised

Working Procedure y

L. Must be well conversant with cutting operetinng,over
odd profiles,

2. Must kiow tha functions and od justments of all
controls in the cylinder ecnd eun.

3. Must be ahle to cut common materisls inthe shop .

4. Must know the consequsnces of gos inhaling ang
shoildbe able to teke proner scfaty precasttions, to
8:Ve nthars in the ghop. ’

5. Should be able cut alonp st.linss,cimles ete,

6. Shoild have passed the quelifying examinations.



£0B_DESCRIPTION FORY

Dep artmentv Spaciel Boulpmant Shop .. | Standerd" Code___, .

Iy .

Sub DIViS1ON_ g o metertel-Supply Standard Title .

Section_geppiosseEsaction I Plant Title _shear operntor

‘Daﬁg 23.2.68

Primary Ririction__gha

Tools & Equipment;ﬂﬂnd_nﬁﬁla*.analas4_&anﬁes ete.

Squrce of Supervision

Direction Exercisged

) e

Working Procedure 3

¢

‘1. Must'know ghout all controls % levess of the machine.

9, Should know the operation on two or threse differsnt types
of ghear machines.

3. Should regulate and rontrol the speed of mac ine for sofe
aefficiont working conditions.

4. Should know the proper clesrance and adjustments to out plates
of various msaterials, varius sizes snd different thickness.

5, Should be quite careful for sefety of himself % others.

6. Should have good eyesight for doing eccurats, procise, ond fine
cutting with the machine,

7. Should know sbout gensral msintonance of machine.



£OB DESCRIPTION FORM

Department Hon geenderd-Bquiement— - Standard Code

Sub Division - - 7 standard Title .
SeCtiOn-éknadumukﬁewe%&oa—;-___ Plant Title Ripe Eaif"' B
Daté 23,.2.68

L

Primary Rinction__soiping of -pipos

Ading m/cs.

SQurce of SupefviSion

Directidn Exercised

1. Must be able to understand drcwin?s, end
Working Procedure )

1. Must be abls to understmd drrwings, and should know
standard drswing conventions.

2. Should bo oble to decide the distribution of the work
to the vorkers in the geng.

- 3« Should bs asle to vork »f pipe fittinm ete. at the high
altitudos, whilo using safaty bsltds.

4, Must know tho operations of pipe bonding mcehines.
5, Should know gas cutting.

6. Should bo woll conversant with development of all types
. of ghapas, - ,

7. Should be perfact on bendh operations such ns filing,
sawing ete. e

L a4 e



Department ._centzal-Maintenance-Elsdtricdltandard Code

Sub Division__ . Standard Title

OB DESCRIPTION FORM

Seotion___ghmwwlant Title Cahla jointer

Date 25,9 sg' D

P

grimary Fanction. _gceople totning ' '

Tools & Equipment___ggnle jotaterls-Reg

Squrce of Supervision.

Direction Exercised

Working Procedure ’

1.
2,
3.
4.

5.

6.

Mast be in a position to follow ths drawings of the eloctriecol
lina work cnd sust be edblc to ufidertclkds the work independentl
Must understend cleerly the functions end importance of cach .
elemant in the line work, should know the importence of e ach
typo of cgble in the linewvork.

Must be gkillful end-safety.

Must be knowing the methods of testing the cables, end

should know ths verious methods sdopted for difforent types,
sizog of csblas and csbles for various ratings.

Should meintein suffichnt emount of speres, tools, row
moterials, end should alweys kesp these thines

reedy for usse,.

Should always try to minimiso clectricity feilure
nhourse.



Department _Central Msintenanes ElectriealStandard Code

Sub Division Standard Title

0B DESCRIPTION TFORM

Section Elecg.ﬂapgxga'&ggg . Plant Title _ yiraman.
Date,

Primary thct10na-waaeasﬁtb&age~eﬁevéfﬁﬁ§er)

Tools & Equipment__

: Squrce of Supervision .

- Direction Exercised

Working Procedure 2

1.
2
3.
4,
S.
6.
?e

8.

o.

Must be in position to understand the drawings of the electri~
eal wire work(indoor) snd must be able to finigh ths work
indepondantly.

Must alvays follow the besie olsctricity acts snd rules during
viring for houses & industriesg, '

Hust havo locdarship, ond must know the individunls espacity
and interest in ths geng. '

Must have fundemontal knowledge sueh es the emcunt of current
drowa by differont clectrical machines and applicsnces.

Must know cloc:rical fige fighting & first aid

K¥ust know the working on live lines. .

Must be knosing the general carpendery vork etc. and should
mesonary work also. '
8hould know the wiring for power,domestic,gensrel and light-
ing work. Also know the speciel features for multistoded
buildings.

Should device economicel end g0 far methods of giving tempor-
ary clectrical connections for the working of lights end
mechines for smell duretion.



ZO0B_DESCRIPTION FORM

Department
. . Standard Code
Central ¥ointenonce Slectrical S

Sub Divisi
ivision_ — Standard Title

S
ection Plant Title
| Linemen

Date Bleet . Ropotr Shup

22,2.68
Primary Function

‘ Lin bl % medr )
Tools & Equipment ne estedb 1shment.& meintenance (outdoor)

ngrge of Supervision

Direction Exercised

Working Procedure | ’

l.Must be in @ position to follow the @rswings of the oloetrical line
work and must be avble to undertske the work indepandently.
2.Must undergtend clasrly the function & importence of each element in -

the installetion or limo work.
3,5hould heve lsede-ghip, and pust be knowing the {ndivHual's capecity

in his gong. .

4. Must be alvays slort end sefoty.

5.Should elways implement besic electricity ects and raguletions during
his eatire work.

&.Must know the electical fire fighting end first ald.

7.Must be quite tough to work himself ond get the work done at
heggnts, such as distribution polns, transmigasion towers ete.

8.Shonld ba sble to talke up both construction and molintensnce work

of the 1l4nes.
®. HMust bo eble to spocify required spece, hariwars ,tools, &nd

rewneterial for constructions. _
10.5hoald bo in position to diract dscksmith to meke olectrical

hardware fixturose.



. 0 ESCRIPTION R
Centrel Maintensance :

standard Code

- Department
Bleetrical
Sub Division___ Standard Title .
Electrical Repoir Shop Blectricrl F{‘top
Section Plant Title
22. ."o 68 L
Date '

To make parts for clectrical things.

Primary Rinction
' - Mechenical as well ag Lleetricsl Hand tools,

Tools & Equipment

.
Squrce of Supervision

Direction Exercised

woi'king plocMuat ynders! he ‘ fs well as mechanical
: dravings, ond ghould be sble to understond steniard
' - eonventions goveraing theso drawings.

2, Must know the spacifying of vard-us hardvare ,inguleting
material eni eloectrical ceocessoring,

3. Should be highly skilled, to maintain the required accureey,
precidon and gquality of the work.

4. Should be abls to direct machinists to get work dons for
small parts, a :

8. Bhould slweys follow bastic electricity acts and regulations
during his- work,

6. Must be able to gl & first ald, and4 should know elec:rical
fire fighting,

7. Must bs in position tb fix ond test the slectrical a-cegs-
ories and spanels. .

8., Should have general kno<ledge of using portable power
tools, and brazing soldering ate. :



0B DESCRIPTION FORM

Department _ Standard Code .

Sub division . . ‘- Stahdard Title o
: Electrical o .
Seation___ o Plont Title _ I
Bleetrical Repair Shop - Blectriecisn
Date ,

Primary Runction

) Construction end repairs of Tleetricel Equipments.
Tools & Equipment

Goneral purpose hind tools, porteblse electricel hand toc

Squrce of Supervision —

Direction Exercised

Working Procedure e -

L. Must be abls to follow the drawings and must understznd the work-
ing of the machines, h* mugt be able to finish the fob independantly
eg per instructions. : '

2, Mugt hsve the clsar idea of importance of asach element in any
sort of eleetrical network. ,

3. Must be in a position t> spot out any dengerous points, vhich
roquire muech care during repairs esnd working.

4, Must bs highly resourceful, and sefety

S. Must alweys implement the basic eloctricity zcts end rules
during his ontire wvork.

6. ggouédagg knouing fighting clectrical fires, ond fundzments of

rd .

7. Should be tough enouph to work at heigh*s or placas such os
tower crino, BOT crenes ete. we miwewsy xush ox kmwxx cxxnsg

8. Must ba in a position to tske up the -

a) Running maintensnce

b) Praventive maintenence

¢) Capital Repuirs ete., as p°r schedules.
9. Should intimate tho authorfris for the requirements such as
,, Jperes, tools, row meterials ete,

PRYY I I PR - - 4 ... e - . .- P . a - .



ZOB _DESCRIPTIO R

Department Motor Production Standard Code

Sub Division___ | Standard Title

Section Packing % Pointing Plant Title Crone Opsratop—

Date_______17.2,68._

Primary Function___Crone operntion.

Tools & Equipﬁentr B 6
5

 Squrce of Sﬁpervision

Direction Exercised

Working Procedure . - 2

l. Must be Conversant with the various control levers.

2, Must be able to control speed gnd moveament of the crone
to have safe, efficient, smmoth wvorking.

3. Should be abia to do routina clezning % oiling ete.

4, Bhould bs gble to deteoct type of defect in coaso of, breakdown,to be
roported to maintensnce crew.

5. Must bo constehtly on the nlart watching floor operations
and workman end should take safety precautions to prevent
injuring man.

6. Must meintein his log-book.

7. Mast know th~ corract copacity of eech hoist(in cgse of two)

8. Instructs tha workers to ‘put the b nk at the bast place.



ZOB_DESCRIPTION FORY

Department _Rleet MZC.Ezndnntian. Standard Code

Sub Division : Standard Title

Date 16588 e

Primary thCtiOn_;mmﬂ*ngnog_ﬁld—iﬁmtherﬂﬂoﬁ cust,
Tools & Equipment__gepapal-purposs—caspontery tool,

._Squrce of Supervision

Direction Exercised

- Working Procedure '

1, Mugt be able to study drcuwingoe to kske nacking asccordingly.
2, Must be able to distinguish betwesn vaerious typas of woods.
3. Must be g9le to understend o particuler type of joint by
neme, snd should be able to make 8 such joint,
4. Should bo able to use various carpentory tools.
5. Should know the verious sdastments in the tools end
_ their sharpening etc, -
6. Should be zble to use carpentery machinss.
7. Should be sble to furnish the shop, whan required.



£0B _DESCRIPTION FOR

Department pigatpioal-Mlo-Brodustion— Standard Code

Sub Division__Motar Eggﬂnggjgn  Standard Title

Bectlon__paoking &-Rebnting—— P1Ent Tit1e posacen,

Date

Primary thétion -~
—Trainving

Tools & Equipment . »

Squrce of Supervision _

Ditection Exercised

?

Working Procedure -

1. Must bs sble to propare end mix the prints to obtain
requirod type of paint.

2, Hust be able to prapare surfaces before painting.

3. Should know the consoquences of painting wrong type
of paintover not proporly prepare surfaces,

4, Must be able to do spray painting.

6. Should bo s&bls to write nzme end eddresses ete.
with or without ths use of stencils.’

8. Should be knowing the harmful effects of fumes and should

know the proper preccustions.
7« Should b2 8 le to reed & write to maintein the proper
raocords of the paints issued % used.



Z0B_DESCRIPTIQ B

Standard Code...

Department

Sub Division . Nemur _ Standard Title
o F ey

o ‘ Plant Title

Section_ ‘ T
Date 68

Primary thctioq,l vt —Tors.

Tools & Equipm3nt_4knnuqﬁrpufgasﬁ-hﬁnﬂ~tﬂbl5, cnd few special purposges tor

Squrce of Supervision

Direction Exercised

Working Procedure 3

1. Pix the gtator in the winding mechine.

2, Pix tho ring for winding purposs.

3. Put the e~ils in the furnece.

4. Check the coils for proper emount of heating,

5. Placa the eoil into slot.

6. The coils are placed according to the drewings.
Zx supnlied to him by the tectnology depertment.

7. The slots will bs wodged.

8. ™3 pgeps are 2djusted to have equal spaseinps,

9. Tho extre post of the enils 1s to be remaved (for rotors only)
10.Ths tegtine is done in hig pr-ssnee,

11.He 15 tn dntnct the defoct, 4f fomd in testing.



IOB_DESCRIPTION FORM

Department Elactricgl uléhgngdugglnn_ Standard Code_

Sub DiVision—*4~“ﬂ%or¥ﬂanufacfﬁftng*—~ Standard Title .

Section .. sesampiy .. Plent Title —hssembier——

Date , '9”3 68

Primary EUnction , by—of-mot :

T B t
ools & quipmeh ,:, 1 ~vaols.

Squtee of Supervision_ ' —

~ Direction Exercised

Working Procedure s

1, Read the drawing % Tecrnology of the machine.

2. Preparation for asgembly of the motor.

3. Check whether each part is inspected or not.

4, Actual sgsemgly with the help of other too.

5. Handing over the machins to ingpectinn personnels.
6. Checking the machine after ingpection.

7 Machine handed over to tlksting department.

8. Araln checking after testing.



I0B _DESCRIPTTION FOR

Department - 1ootrical #/e Production Standard Code

Sub Division hotors manufecturing Standard Title s
Section__ Winding . _____Plant Title _Connector end Braser

Date _1.2.68

- Primary Ranction

'Toois & Equipment_DBrezing & Solde-ing m/cs.

: ’ @ ; ,
Squrce of Supervision_*Orcman widning dirocts him to work,

Direction Exercised

- Working Procedure -
o -~ He must study the maochine structure to so that cen
do the welding, soldering onbrazing secording to the required
no. of poles, &nd no. of paraellel paths, Ue is to foliow
~the instructions given in the drawings. He will be pregsnt
wiile inspaction people conduets resistence tost, if the
resistencs is unaguel of tho paths, the fault must be
detected and removed, The resistence of oll the parallel path
sho :1d not vary by more than 0.2%. ,

Inhorent work requirementss Do the soldnrine om various types
A of m/cs,



JOB _GRADING FORM

[

Job Title T S19 Connactor A Brezer K 3.2) Hemmer maon
t U . - 3
) + ﬂve t . . : ' ﬂ«. Y -
Factors ~ 'Weight' Average' Points  'Average ' Points
' Degree | ! Dagree * !
3 o 2 0 . 0
1,1 BEducation 8 . )
: ' 3.5 ' 18 ! | 23
1.2 Training 5
v 3 45 3 45
1.3 Experience 15 '
1.4 Analytical 1 B 0 0
Lbility 8 8 - |
1.5 Mental 3 6 1 2
skill 2 |
1.6 Manual - 3 ¢ 1 2
skill 2 '
Responsi- : | »
~ bility for l 5 15 7
2.1 Material 5§
2.2 Tools % 1 . 8 0 ?
equipment 5 ’
3 13 s 0
243 Team'work 5
2.4 Safety of 0 o ® )
others S , _ _
| 0
2.5 ‘Supsrvision 2 0
2.8 Indapendencs 2 '
3.1 Physical; 1 8 . 6 T 48
- Efforts 8 , _ :
3.2 Mental ' 1l 8 0 0
efforts 8 . :
' 1 8 1 8
4.1 Hazards 8
3 2
4.2 Atmosphere 3 3
4.3 Temperature 3
4.4 Contact or b | 3 4 12
4.5 Grees D : 1 3 0 0
. are-~Dark 3 L : 150

Total 100



[

JOB __GRADING FORM

Tob Title 5. T - ‘
no. P . . na.—‘
_ —— 17 Warke¥ I8 Cavle jotnter
Factors ‘Weight'__ﬁverage' “Points Average ' Points
| ' ‘ Degree 1 ' Dogree . '
l.l:Educatlon . 8 3 - w4 a2
1.2 Trainin 5 B -
¢ 30 3.8 18
1.3 Experience 15 '
1.4 Analytical v
CAbility 8
1.5 Mental
" oskill 2
1 2 1 2
1.6' Manual
skill 2
- A 8 - 2 4
Responsi-
bility for
2.1 Material 5
_ equipment 5
quip N 5 .25 2
2.3 Teanm work 5 :
2.4 Sefety of .
'_f nthers 5 o » 0 0
2.5 Sup:rvision 2
2;8 Indspendenca 2 2 4 2 4
3‘1 PhySiCal
" Efforts 8 o 0 2 16
3.2 Mental
efforts 8 :
2 18 1 . 8
ol J
4 Hazards 8 N 8 1 8
2 i o
4,2 Atmosphere 3 4 10 3
4.3 Temperature 3
1 3
4,4 Contect or
noise 3 1 3
4,5 Glarc-Dark 3 1 : Q
Totol 155 0 0 2

N 108



JOB __GRADING FORM

Job Title

4 S. r | S.
{ ' 1 :
4 0‘ - 4 o no- y th
, +t g pype-Titter —22:16.£.0,T.opsral
Factors 'Weight Aversge' Polnts  'Average | Points
' Degree | ' Degreg .,
1.1 Bducation 8 3 o1 4 32
1.2 Training 5 g 25 5 25
1.8 Experience 15 3.67 55 3.67 35
144 Analytical
Ability 8 2 16 2 16
1.5 Mental
| skill N 2 3 6 4 8
1,6 Manual .
v Skill 2 4 8 2 4
‘Responsi-
bility for
2.1 Material 5 1.5 ” 0 0
"2:4 Tools %
equipment 5 1 5 0
2.3 Teem work 5 1 5 0
2.4 . Safety of ‘ 25
others 5 2 13
2.5 Suparvision 2 1 2 -0 0
2.8 Independence 2 4 8 S 10
3.1 Physical
3.2 Mental ‘
efforts 8 1 8 3 21
4.1 Hazards 8 1 8 1 8
4.2 Atmosphare = 5 4 12 3 ")
4.3 Temperature 3 5 6 1 3
4.4 Contact or
noise 3 1
4,5 Glare-Dark 3 0 0 0
Total 100 530 o0

N



JOB__GRADING _FORM i

Job Title 5. | : N # :
° ' n0. A-i —Palnter _, ' 09: 14— 1i4--operator
Factors  'Weight' Average' Points 'Average ! Points
' Degree : ' Degree
1.1 Bducation 8 4 32 2 16
1.2 Training ~ 5 5 25 4 20
1.3 Experience 15  3.67 55 3.67 55
1.4 Analytical T S N v
bility 8 . 2 .. .16 2 16
LS wema L
eooskillo- 2 2 4+ 2 ‘
1.6 Manual S S S
skill o 20 4 8 , 2 L4
Re'sponsi-
S bility for.
2,17 Material 5 1 5 -0 0
2.2 Tools & ©
‘ ~equipment & 1 - B 3 18
2,83 Team work 5 . 1 5 ) 10
2.4 Safety of ' _

“others - 5 2 10 5 25
-2,5 Suparvision 2 0 o o 0
,3,3..Independ§nce 2 a 6 2 2
3.1 Physical

Efforts - 8 . 2 16 - 1 8
3.2 Mental .

efforts 8 1 8 2 16
A. £ .
1.2 Atmosphere 3 5 15 3 0
4.3 Temperature 3 2 2
4.4 Contact or ‘

. noise 3 2 3

4.5 Glare-Dark 3 1 3 1 3

Total 00 233 231

1)



JOB __GRADING FORM

Job Title PN | TS, T
nOpy . __ _shesr Dperstor . 00:12 Truck Driver.
Factors ’Weight' Average' Points  'Average ' Points
' Degree | ' Degree ! N
1.1 Education 8 2 16 4 : 32
1.2 Traininé 5 2,5 . . 13 4 23
1.3.Experience 15 2 Coan - hv3”' - 485
nl,éﬂAnalyﬁical - i T o |
 Ibility . 8 2 1 1 8
1.5 Mental - - ' o
skill 2 6 12 3 6
1,6 Manual . ' . ,
 skill 2 1 2 3 6
‘Respongi-
: bility for
2,1 Material 5 4 20 0 Y
2.2 Tools %
' equipment 5 3.5 12 3 15
2+3 Team work 5 4 20 2 | 10
2,4 Sefety of
others 5 2 10 5 .2
2,5 Supsrvision 2 3 6 0
2.8 Indspendence 2 - 3 6 2 4
3.1 vPhysical
Efforts 8 1 8 1 8
3.2 Mental | ~ |
efforts 8 2 18 2 16
4,1 » Hazards 8 3 24 2 16
4.2 Atmosphere 3 4 12 9
4,3 Temperature 3 2 6 2 6
4.4 Contact or
* noise 3 4 12 3 2
4.5 Glare-Dark 3 0 0 1 3

T Total 100 241 238
N



JOB _GRADING FORM -

k,

Job Title s, | - Y {romon
. 00y %Leomuh—-——-—r-@o dires
Factors 'Weight' Average' Points  'Average ' Points
| ! __Degree ' Degree
1.1 Education 8 1 8 5 490
1.2 Training 5 5 25 545 23
1.3 Experience 15 4 60 3.67 55
1.4 Analytical' ‘ ,
Kbility 8 . 8 2 16
1.5 Mental |
skill 2 4 8 3 6
1,6 Manual 0
Responsi-
bility for 10
2.1 Material 5 2.5 13 2 :
2.2 Tools & - : ,
- equipment 5 2 0 0.5 3
| 2e3 Team work‘ 5 o | 10 0 0
2.4 Sefety of
2.5 SBuparvision 2 0 )
2.5 Independenge 2 2 1 2
3.1 Physical 5 40 2 16
Efforts = 8
3.2 Mental :
efforts 8 ' 1 8 3 A
4.1 Hazards 8 3 4 3 A
4.2 Atmosphere 3 5 | 15 3 9
4.3 Temperature 3 o 6 1 3
4.4 Contact or
noise 3 5 15 1 3
4.5 Glare-Dark 3 N 3 0 3
Total 100 583 250



JOB GRADING _FORM

TS " a
° ' n® ' Blectricen __n®, Linenen
Factors ‘“Weight' Aversge' Points  'Aversge ' Points
| | ! Degree ! ‘' Degree '
1.1 Education 8 5 490 5 40
1.2 Training 5 8¢5 23 5.5 =
1.3 Experience 15 3.67 58 3.67 85
1,4 Analytical ,
Lbility 8 3 4 2 16
1,5 Mental
skill g 4 8 3 6
1.6 Manual
oskill a 1 2 1 2
Reiponsin. |
_ bility for
2,1 Materisl 5 1 5 15 ?
2,2 Tools. %
equipment 5 5 3 1 5
2¢3 Team work 5 0 0 o 10
2,4 Safety of
others 5 3 15 3 15
2,5 Suparvision 2 3 6 a 6
2,8 Independencs 2 Y 0 1 2
3:1 Physical .
 Efforts 8 2 16 2 16
3,2 Mental
efforts 8 3 ! 2 16
4,1 Hagards 8 3 24 3 ™
4,2 Atmosphere 3 9 3 é
4,3 Temperature 3 1 K] 2
‘4,4 Contact or
- noise 3 1 3 8 3
4,5 Glare-Dark 3 0 0 0 0
270 —P66

"Tofal 100



JOB_ GRADING FORM

Job Title | S,g | cCarpomtor | 5:0 windor
, 0, : — -89, .
Factors - ‘Weight' Average' Points 'Average ' Points
! ! Degree | ' Degree ' -
1.1 Bducation 8 8 bk o
' : 5
1.2 Treining 5 5. 28
‘ -4 a9
1.3 Experience 15 4 40
1.4 Analytical 3 32 2 18
Ability 8
1.5 Mental 3 G 8 10
skill 2
1,6 Manyal ' | 8 106
skill 2 € e |
geiponsi~ %
ility for ’ 13
2i{1 Material 5 2 10
2.2 Tools % 1 5 2 10
equipment 5 -
‘ y 8 25
2,3. Team work 5 4 g? '
2.4 Safety of 1 8 0 0
others 5
. : 5
2.5 Suparvision 2 1 2
. <]
2,6 Indspendence 2 3 3
3.1 Physical B 2 16
~ Efforts 8 | .
3.2 Mental Y 8 ;8 24
efforts 8
4,1 Hezards 8 8 16
4,2 Ltmosphere 3 4 12
. : 1 3
4.3 Temperature 23 6
4.4 Contact or o | <] 1 3
. nhoise 3 3
4.5 Glarc-Dark 3 0 0 1

. ; "0
“Total 100 . 37 ' =



JOB GRADING FORM

Job Title TS, | T |
'm0, 8 Aceomplos 224 rgromyor —-
: 'Weight'  Average' Polints 'Average ! Points

Factors L NeLEat, Deszreg | ' Dagree !
1.1 Education 8 8 40 1 8
1.2 Training 5 6 3 s 23
1.3 Experience 15 8 78 4.3 6s
1,4 Analyticel ‘ :

Lbility 8 8 o 4 - a8
1.5 Mental '

skill 2 8 10 4 8
1,6 Manual

skill 2 3 6 8 ‘10

Responsi-

bility for : '
2,1 Material 5 4 2 g 10
2,2 Tools % ‘ .

equipment 5 3 13 1 s

2,3 Team work 5 1l 8 4 20
2.4 Gafety of .

otherg -5 0 0 a3 15
25 Suparvision 2 - 4 0 0
2,& Independence 2 1 2 - 4
3.1 Physical 1 8 2 16

Efforts 8
3,2 Mental : .

efforts g 4 32 3 24
4,1 Hagards 8 il 8 3 24
4.2 Ltmosphare 3 3 13
4¢3 Temperature 23 1 o)
4,4 Contact or

noise 3 1 3 3
4,5 Glare-Dark 3

’ Total 100 335



JOB__GRADING FORM

. LY 1 - 3.

Tob Title 5. 3. pechsmiesl PAttor ' .5 2Blectricsl Pitter
- t = 1 T t T i -
Factors ‘:Weight:, Average: Points ZAVerage ' Points
- Degree 1} Degree

1.1 Eduestion 8 4 32 5 4
1.2 Training 5 ¢ +« W 8.8 8
1.3 Experience 15 8 75 3.5 57
1.4 Analytical
 ibility 8 4 82 4 a0
1.5 Mental |

skill 2 4 -8 4 8
1,6 Manual

skill 2 2 4 1 2

Regponsi-

bility for |
2,1 Material 5 28 13 2.8 13
2,2 Tools %

equipment 5 1 5 1 5

2.3 Team work 5 3 15 4 )
2.4 Sefety of ‘

othars 5 s 0 2 10
2.5 Suparvision 2 2 4 3 6
2.& Indspendence 2 1 1
3.1 Physical ' '

Efforts 8 8 16 3 A
3.2 Mental : ' '

efforts 8 5 40 8 | - 40
4.1 Hazards g 3 M 2 16
4,2 Atmosphare 3 4 12 4 18
4,3 Temperature 3  ® L9 3 g ]
4.4 Contact or

noige 3 2 6 2 ¢
4,5 Glare-Dark 3 0 0 2 8

“Total 100 g1 == -



CHAPEER VXK

PORITLAZION O MSRIP RATING PLAD

A norgt rating plan roscndblop g Jobgovaluantion
plon in that it hoo footors, footor dciroen, ond point
valuos . Bag, vacrons tho fob ovaluation plan con bO
falrly eoaplox, boeouse ito eoxoeution in dono through
trainod inguotricl onginooro ¢heoo oarc orgonisod &na
o opocindicod unit, tho nceids poting plon en tho obhey
hendy ougt b2 osimplor, olnes 4¢ hao €O bo applicd to
ovory omploycs individually by miporous ocuporvisors
in dll parts of tho eorpony.
8s),  Thoro émmoe‘ba ony gpoeifie plen to ocorve tho
purposo of ovory caapony. No ocn only éipeucg tho
merit and demorits of comoc plans which havo Boon ugod
suecespfully., Fer oncmplo toko a plan vhieh hen bocn
uged o dotormine iay offo. |

“3%o I€ tro caployocs aro equcl in gll rCOpoekD,
hkoop tho onc with tho boot vork Focords

20 If thoy oro 06411 cqual, koop tho ocoploycs vho
heo boon longoot wvith the eocpomy.

30 If thoy aro still oQual, kcop the cora ncady

wrkCR R,

Zhat A0 tho plen in Ato omtirotys %hc Snadcluooy
of such on ovoroimplificd procoduro 4o obvisun, Xn tho
£irst plaec two omployccs paroly havo tho sard vork



ollfe

gualificotions, but hov can tho cotpony khou ond ovo
vaothcer thoy do, wvithout gyotonatic pocerdo hopt for
tho purpooo ovor tho thale porfod of tho vorkorsn
caploynent ¥ And, Af oo, Aoy ean tho rolativo ndodo
of tvo cmployoos bBo coasurod, copoclally without
FocoRdd ? A poal Dopit rating plon 40 onach ©oro thon
o list of voguoly owprcssod altornatives, It owot
moke A¢ pospible for all ouporvicors ¢o teoat tho
omployocs on o fair ond uniforn baodo 00 that vorhorso
vill b® leoid off, rohirod, or givon noplt raloon, on
¢ho oano besis in eno Gopartnont oo An any othor.

8.2 A vory cimplo plan is 411uotpotod &n Figdio.10
Thio &0 a sort of prozress roport in vhich guporvipopd
make tho ratingé at a regulor tino intorngl. 0
vholo plon 40 printod on cards, vhdch aro natntaincd
in files and thege cards are sont €0 SUporvigoro on
the £4ro¢ of overy 3rd nmth gnd it takoo a littlo
tinc to rato o employoe under hin. Ouch ean plan hao
the adwnptnranfe
1o It rPoQuirons 14tClo work of tho ouporviooro o
adio tho ratinzo.
2¢ Tho vholo ;;J.an io prmtad on £il0 GOFA0 o, tﬁo
aloPical vork 4o emple. and oMIZPONSLVO,

EaC ouck o oimplo plam 4o nooful ¢ Cho ¢4tdo
oungooto, only for indicating progross of tho Andividuod



o318

oployocss Xt does not nmoke £ino caocuzh Gistinctions
to copvo the gonoral purpope of a norit ratinz cyotens
It moroly sopaoraton tho beot and poorost vhrkoro fren
tho typienl onco. It would schov L00 mony caployces
vith onectly similur avorogo ratingo, iAf en otGompt
voro nads to wo it for dotornining lay offs o
promotions. And aloo, thoro arc so for facBoyo thed
0 Suporvioer c¢ould mado or brock o caploycHn rosord
by o binzlo orper of judgmont of slip of tho pon in
rating ono of them.

8.3 Porpulation of o Horit aae'mg plan

Rocpinz in viow tho cbove discusgod plans, wo
can dosign o plan wvhilch will suit tho Indien conditions
wll. Mo formulation will bo garpicd on similer limo
op that ¢f a Job ovaluation plane

goloction of Hepit factorg

e fivo otonfard basic factorp, vhich can o
goabinod or pubdovidod according to tho opeoeial
roquironents oros

1. Job Porformuncos

Zho thoroughnsss, ppeed and accuraey of tho
omployce 4n  Qdoing his job somprice tho ot importont
fogtor in any norit rating sygton. %Zho officiont
vOrkoF vho dess not wisto natorials of %oy by nohing
nistakos 40 matupally valuablo €0 tho gompany. ™o



=ll%-

ono 400t oy Lo moasure overe-all officioney of Do
factory voshoro vould bo ¢o hoop a rocord of vark
producod. Xt ic vory important, in judzini tho job
porfornanso faster, to=-balonec opoed cgainst theoroupghroos.
aseurney, céhcronec o tho roquirod otandardo of
vorknanchip ond procoduro and gonepal officionay,

In peny Jobo thoro io no noan of wonouring
quality by diroet imopoction. Horo omployoc's vork
habito, ouch oo okill cmd procioion in hendling toolp
or matoriclo cad suronsop in tohing coasuromonts obc,
ean bo usod to Judie tho porfornenec.

In o vory detailod plan, vaieh wvill bo quito
conplicated of courso, "Knowlodio of worh® vill bo a
geparato faetor fromVYob porformanco?, It is moaourod
by the degree to which the employee Ao familicr with
all parts of the job, hig ability to uoo ths nsecopnry
toolo, his femiliarity wvith tho procodurcs and otandard
poquirencnto, his officionoy in doaling with wnuougl
cagses, that arc novertholosg covorod by otondord
practiccs and his abllity Lo ingronooe production
tomporarily, in on cnergency, without a loss of Quality.

2, 1nduotpy cnd Dopondabidity

M omployoos job performanee ia tho neasuro of
hov +w0dl ho worko., %Tho ‘'Andustry e2nd Qopondability!
faotor mooouros how much ho workp. Deds ho vork ctopdidy
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yhdlo om tho Job ? Io hio attondoneo rogerd good ¥
Doco ho otroteh out hio rest poriods and lunch howr 7
lloxt to actual porformence on tho job, thip 4o tho |
zoot impoztent factoéa It vould bo oGil)l nero
important onecopt for tho Laot thol roally lary and
unrolinble pooplo Gonot orinrpdly otay vith o caCpony
long oncwih o PcAuiro nerit eobingo.

3. Dispooition ord cttitudos

Thic factor &0 noecsgoPy bogounsc Overy Geapoay
must havoe toan work o got rooulto, A mapa?atavé
onthusicotic onployoo, who halpo theoe around hin,
vill often bo of moro valuo t tho eoumpeny than o
oro ¢ffieicat vorkor vho 40 in owvoryord'c hoir. %ho
boot indieation Of for it may bo tho poroons attitudo
tovards ouporvioion. Doos ho oeeopt ordoro cghoorfully
and undorotandinzly, or doos ho ropomt thcm oo though
suporvicien wOro a poersonal offeont ¢ A eoomen oywpton
of pooy nttitudo 1o combinmod ccaploining about othce?
pcoplo=oancons oloo sheuld do rore of tho voshk oF oo
cnd g0 should not havo bBoon promotod.

% Porgonn) Qualitios and ADALACY to moko soatoeto®
orc cleaoly rolatod to diopopition ond nttitudo, I¢
inclades oppoarcnce and hobito. Zhoy oloo &nadludo puch
charaetorioties g8 rodooty or ceacolt, eamfidlonse or
&nstab&lﬂ-tyo ponoroodty oF solfishmncag, Antolloetual



honasty or insineority, imtorost in pooplo oF c3040n0.
Cnoothnong of tho company's oporution doponds en having
in tho right positiom, pcoplo who arc good onsugh

to neho Antoreompany contacts., The coapany's sucecss
in the buoinoss £1iold doponds en having good pcoplo
for outolddo contacts, Many such mon and vomon aro to
bo found in the ranks of ordinary vorkers, snd 1t io
important to find them. and thoro 15 only <no wvay
to judzo this paéticular ability vhon 4¢ 4o ratod ap
a spparate factar, and tpat 4s by rooults,. Docd tho
omploye> get othor poople o do gladly vhat ho vento
" them to do ? Xf 0oy, hoe 48 a good contoct ooRe

4. Judgmont and Resourcofq}uesns

Initsative, Jgdgmcnt, and rosourcefulncss oro
sueh closoly intorrclatod Qualities that £t Lo ouggostod
that thoy should bo troated togother s ono faetor., 4
workor should b2 ratod high in this factor Af ho can
handlc & Job without dnstructions, i ho can ancdlyno
an assignmont and carry it thyough to complotion with
duc considoration for all rolatod factors, Af ho frcquanély
oaggeste woys of improving hisc own Job ond upcs tho
conpanys cuggcestion systom (4f thoro s ﬁny), end 4if
ho is ablo to forepco future situations and ot thon
of foetively vhon thoy oceur.
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B, Aptitudos

This factor moaourcs adoptability, gonopnl
intelligonce, broadth of understanding, and ability to
loarn to do now kinds of work. Does he knov vhy ho 1o
doing hic job the way ho does, and vhot its rolation ic
to othor jobs and to tho company's policics and ovc®
oll operations ¥ Does ho havo tho pight aptitudo and
tho right kind of muscular doxterity for tho gomeral
typo of work he 10 in ? X8 heo slert to vhat 1o going
on arcund him ¢ This factor must not be donfusod vith
'Job kmowledgoe'. Job knowledge i a measuro of what
hag alroady boon achievod, regardlosg of how long 48
todk to achiove it. Abllity to loarnm, though it must
bo judzed from poot porformanco, ic o marasaro of potontinl
futuro valus, Ono worker may havo takon three yoorg
to learn his job, snd another roy have loarnod tho oam?
job cqually v2ll in threec montho. Thoir job knowiedzo
- 45 oqual, but the socond worker obviously hes proator
ability to loarn. Thic ability mekes hin coro vaeluablo
to tho caapany bocawso his rocord indicates that ho vill
bo quick at learning any job he is ongignod oo

Sontm'igg a8 a }éa?vit Pactor

Objectiens to merit ratings are raisod on tho
ground that seniority 1s not considerod. Actually, longth
of sorvice isc an important factor &n all mordt pland.
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If 4t tokos normally a year to loarn a job, rost workcro
vill not got high ratinic in “Job performance ¢« jod
'knouloégoa antil thoy havo boon a yoar on that Job;
But, if a vorker 45 an outstandingly quick learnsr hig
advanocnont nhogld not b2 hinderod by seniority
_conoddopotion. Werkers chould undorstand that merit
rating doeco givo seniority credit to any employoe vho
talkes advantogo of his experience to ineroaso his jobd
perfornmee ond knouvlodge of the werk, Also the merit
rating plan gives £adr and immadiate oredit to a worker
vho has had oxperience on the samo job, but with o
dicferont compeny, standard seniority systess do not
alloy for such ocutside axperionect.

804 Woighting of morit Foetorp

ihe éezative woighte that ohould bo angiznod to
the difforent factors are mattor of choico uwith the
ccupany, Fhe chotce, likc the solection of morit
factors, vAll bo basod on tho type of orployces tho
company vishes to onecourago. A semplo plsn is gwon in
Fige o182, The porcentage woightings of ocach factor
capn bo found on this chart by dividing tho hoigheot
rating point by ton. The suggestod plan is known a8 tho
*hlock typo® because there aro individual blocks for tho
dofinition cnd point rating of cach dcgroo of cach
foctor. 8uch plan results in noro unifora ratings than
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the simpler plans (Fig. 10 to 11) because the mesning
of terns 1ike poor and averags 1s not left upto the
supervisor but 1s defined by the statements in the
blocks. Each definition is short and to the point, so
that the supervisor will see immediately which factor
he is rating and wheather the employee he is grading
belongs to that degres.
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IGRIT RATING PLANG

In this chrpicy fouv orAt Rating plans of
differont typos oro ineludod. Theie oros
1. Qquostionnaliro Cypo
2. Qlasgifientien typo
3. Block typo
4, Progrona roport Lypc’

£o1 Quodtiomnairo for Horit Rotingos

1, Anything wrorg cgainot his job oxpostancen 2

2., &nything wonz obout hio cheracter 9 .

3. Hin gonoral eonduct Lo goed in offico,
IntegopdCys

$e. Hio vork/bohaviour 40 favouroblo for tho
intcgority of tho dopartmonts work,

6. Ho eriticicos tho Manggcmont/Dopartront Honds/
gondor Off lcoro.

G, 1f 00 for (8). Do you think 4t 10 ecomateotivo ¢

Intolliponcas

7. Ho opplios his own intollisomco ¢O solve problche

0. I conpulto roforonco books for tocanicol
alapifieation.

9. Ho trioo o 0o0lvd tho problcao cnplyticollys

10, Geood On dpofting cnd mLing,
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11s Discunnog, tokos poins for goluticn of tho problord
and cvoporatos othors viowo.

Zns.ezati_vo angi aoqoumomlms fat )

12, Ho gokeo initiative by hinoolf for major vork
13, Ho takoo initiotivo for solving problerd,
14, Plono hio wvarlt shoade

16, Ho finiochos his eonignronts as oxpootod from

hin in timo,
16, Ho eultivates hio rooponsidbility oo on officor,
17. Rospomoiblo for tho loss of stotiomory/instrucont.

Langgr@g and aagaen; forrmnm vorlts

18, Ho hoo tho coapacity of controlling his oubordinatos
fally,

19. Ho hap good rolaticn with his suborfinetcs.

20, Ho hao geood roletion with hig evlleoiucs.

Proaptnonss

8. Ho conploton oaooigrmonts wcapalya

28, Ho groppo tochnieal poimo pramptly during
discagciongs.

83, Hostoo 1at8lo ticd

4. G4V prorpt chad eorroct anmvor ejoinst onguiry.
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Deoondabili by
28. Dooo roquirod anount of work.
23, MNakoo fow niotahos.
87, Ho 4o roliahlos
28, Hio job nocds eoceanional ouporvisions
20, Loyal ¢o his comiorDe.
30, Enceo hio Job porfoetly.
L. Out turn 40 oatinfoctory.

Copoelty to honflo @ifficult odtuntiongs

32, Ho hen fosod troublc fron suporvicors/vorhkoon
for emplaining his work ond ookte thom endorotand.
33, Ho vorko ompothly with vorkor/oupcrvisors/ongineoro
in tho shop.

34, Ho nccopto nov Adoas ofton analysing fully.
36. Ho aeecpts ncw Ldoos without oany enclycio.
23, Ho conon ount with nov idoao.

Emu&od{gomf Procodurcs and Rezulationgs

J7. Ho hkoovs Indion foetorys not, 8ofoty acl, Lobour
ool ote.

8o Ho hmovd othor gcaoral roguisitions of tho
[ lolr Tag{olmal < |

9. Ho omplaing dAAfficultico to hiop qubsréinates.
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0. 0By safoty Pogulationn,

Aconabslity of Diseiplinos

41, Ho follows all the dircctiono givon ¢o hino vithout
quoptioning.

42, Ho 4o otriet in hio daildly vork.

43, Punctunl in attoendoneo and pgo of £,

Abildty to owprceos hin 4doeos

{4, CGon oxproos his 4doas orally 2
48, CGan exprovg hio idoas in weiting ¥

Pootnaoos
L=

{6, Kcops hin workeplace noat and cloah,
- 87. Keeps his work tools in ordor.

Hothodd eal o

48, ¥nows dotoils of fileo, boolis cte.
{9, Hekos hioc oum plan to koep things.

Rolation vith othoros

§0. Ppicndly vith his cubordinates/colloageosn,

Icprovoncngs
830 Halics potiofostory inprovoment.
83, Utiliges hio froo Cir> (LAFf any) for good purposon.
83: Gea vndortclio moro rosponoiblo werke
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- 84, Any connsotion wvith any union/organisaticns
85, Hombor of any cormittco.

Hodlth
| 83, Cood hoalth

7. Loavo tohon 4n thio porlod
&eeﬁal potings

€8, Boo bceon varncd vorbally 7
£9, Bap boon  warned in writing ¢

- 8.3 Report of Efficionoy Ratings

Fils) Qfeapodoeaaaoannuﬂ baged an porfornanee queing
poriod fPONocoese sovoctooectQoocoosnosvosose
HEEQ#&O&%OOGO@GaQn.ant'cumpte COPDONANEODRODODTTe D

800 ADNG0ccceco e cnv se

1. Azainot the quostiom merk onployeos
X{ adcguanto
if wvook
I£ outotonding

2. Undorlino tho olcaonts vhieh oro Anpertent &n tho
position,

. Eiaantomoo of cQuipmonto,lools, imstruronto.
8. [lochanleal ohill,
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4o

8o
6o
(£
8o
e
10,
11.
12,
18,
PO

i6.
17,

olle

Bk4ll in tho application of tochniques and proc2@uros,
Prosontability of work {oppropristoncsp of orrongcaont
and appoorance of work).

Attention to broad phaoos of anpigncontso,

Attontion to portinent detolla.

Agcuracy of oporationg.

Aeeuracy‘ of final rosults.

Acsuraey of judpnents or dooioions.

Bffcotivenass in prosenting idean oF £ogto.

InQuotry .

Rato of progrogss on or complotion of aspigmaonto.
iount of ceecptablo work producod.

Ability to orgonigo his work.

Effectivencas in meeting and dealing with othors.
Cooporativencss. |

Initlative,

Rogourcefulmss,

_Doponfability,

Phyatical f:.tp_eus for tl(no work .

Por cmployeos in Administrative, Suporvisory, or

Plomniny ponoitionse.

21,

Ef foetivenos s &in planning droad progrentmO.

23, Bffoctivonoos in adopting the wvork progPanrd.

a3.

to twordor o rolated progracmos.

Bffoctivonss g in dovising now procodurcd,
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24, Effectivensss in laying out work and establishing
standards of performance for subordinates,

8. Effectiveness in direeting, reviewving, end cheching
the work of subardinates,

26, Effeoctivensss in 1mtmcting, training, and
developing subordinates in the wark,

27. Bffectivensss in péomotmg high working morals,

28. Etfeduvems in determining space, personns]l and
equirment needs.

29, Abllity to take dechicns.

30. Effectiveness in delegating clearly defined
aunthority to aot.
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DISCUSSIOR ON THE METHOD:

How; that the basic plan has been completed,
analysing jJobs and writing job desoriptions have been
performed in preparation far rating the jobs, Under the
point system, the actual Jod evaluation can be handled
most efficiently by industrial engineers assigned from the
Jjob~svalugtion department, aided by the supervisors gnd
individual workers concerned. The iuo«u of this part
of programme depends upon the ability of the evaluators
to obtain complete copperation both from worksrs and
from supervisors at all levels,

The greatest weskness in most programmes is the
failure to interest the supervisars soon enough. If &
supervisor doss not understand from the start what the
ultimgte results of the procedure will be, he will do
his part of the wofk too casuslly. Therefore, every

supervisor must be encouraged to understand thoroughly
the definitions of faotors and factor degress}i the moaning
of point ratingsj the importunce of thinking in terms of
jobs, not the men who hold them and the fact that jobs

in his department or group must 1ine up with similar jobs
in other departments of the company.

For the present work thers vas nome, but actually
there are two major choices available to an organigation
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in determining as to who shall rate its jobs, The
first choice is that of selecting ome individual to rate
all jobs, the second is that of selecting & committes
or a number of committees to perform this functiwm.,

when one individual is selected, he rates all
the jobs in series, The major advanteges of this
cholice are: | |

1. It sxpeditaes the rating process.

2+ It provides uniformity in rating

3. 1t elimingtes the necessity of trying to find a
nunber of qualified raters.

The major disadvantages of this choice ares

le It olininates wide spread participation and zmay
reduce confidonce in the results,

8. The rating may reflect the rater's prejudices, &inc
thers are no othar opinions available to balance
his views.

3+ It falls to provide the same degres of personal
knowledge and familiarity with the jobs, that
several raters may provide since one person
usually doss mot have 80 complete informstion
about an organigaticon and 4ts jobs as several do.

Under the committee system of :nﬁinz, & group
of individuals is chosen to rate the jobs, Members of
the committee may pool their judgment and rate as & group,
or they may first rate independentely and thcp pool the
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poculto of thoir 4indopondont Pating to arF ivo at tho
£indl rating. %ho paoaeéuro of rating Andoéondontly
£irot and thon gwoo}.mg tho rooults is rocoansndod over
poauns:andgment in tho boginming; bocnuoo 1t foreos
onch rator to omréﬁoo hic ova Judinont ond oliminatca
tho posoibility of on indiviqual boing domimatod by o
poro forcoful parbonality op comcono hishar 4in rank,
at loaost in tho initinl phacos of the rating procosgs

Bocauno partioipation, roduecién in bian and
yro;xias.ce, and provision for porsonnl knowiodge about
Jobo orc nll very ipportant in smr&ns aocurato and
aceoptable ratings, tho cocmittso plon of orgnnizaeim
10 the zoro popular of tho tuo and io to bo mcomonﬂed
Lore highly than tho individual plan or rating.

Adeguracy in Ratings

Zho ioportanco of acourato job rating cannot
bo ovoromphenisod, 0 bacie purpooc of tho wvholo
ovel uation procoss 49 to detorndno the corproat
rolotionchip cnong tho jobs boing ratode It 40 by thio
rolotionshipy princeily, that falr vage and oalary roton
vill bo goinod, and thaot an organigation will ostablish
o Gofomniblo beodo fer negotinting vith vorkors. A
rator 40 bound to ncko cortoin mistalos wnless ho
undorp tands vhat thoso aro, ol 49 holpod to avoid thca.

Baao of nero comnen onCs Aro je
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e o Bffoats

Tho tma;dency to rato ovory factor of tho job
high or 1oy, boeouso tho £irot foctor Patod oF tho most
inportont foctor o tho jodb woo aa_z;sgmd o bhigh or 1oy
valugy, ¢ bresusc tho gomsral dnproscion cbout tho job
4o, thot it 40 of high or lov valuo.

2s gontml wndonm

. Tho tondcney to adhoro o & middlo courco ond
rato rovat faectors in tho job noidther high nor low, but
at ddpoint on tho genlod.

3o &on&oneza , _
Fao tondoney to cllow tha bomafit of tho doubt

in cnseoy, vhoro decision is not cloar-cul, o to avoid
rating jobs low on any fastor or in total voluo,

%o Herohmogs

e tondoney of minimiging tho importance of ony
foctor im g Job or tho tCotal valuc of tho job, or
not o allov tho benofit of tho doubt in coves, uvhoro
tho doeioian 1o not eloar aut o

o gaﬂ =z 920}; nd&g )

Tho tomdoney to favour or disgriminato cgeinot
o Joby, bBocause of poroonnl Looling.
Eho tondeney tovord the Phalo -of Cogt® noy BO
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rodreody; 12 tho pator will rato all the Jobo on
ono factor inotoad of roting oach Job on dll faotor
procooding to the noxt Job. vi‘ha orrors of comrdl :
tondoney, linioney, harchness, ond bloo and prejidico
aro rolativoly caoy to dotooty Af scoron of tho variouo
rators are comparcd. thoro ovidonee is found, that ony -
of tho rators arc committing such érrom Andividual
gonforonecs should bo held with thom, te got the ~
eausO .

Errors may b> due to pisundorstanding tho
rating scales or tho job desceription, not knowing
enough about eithor of theso two toolo, or having
On inoorroot attitude about tho work itoolf, thon
tho eraoc of the orror has boon dotormined, stopo
should bo taken to olimimatc it, cuch ac giving tho
rator ndditionnl troining and guidence in undopstending
and uoing tho seclos and tho doseription, suppleminting
his informaticn, ond trying to corroet his ottdtudo
tovardo hio work.

Tho rator should ctudy occeh Job dcocription
in dotafl and chould cortainly undorotond tho Jobs,
boforc ho starts rating, Ho chould knov thaty ir
thoro 10 any doubt about any of tho facto, ho ohould
pook alarification boforo proccoding vAth tho rating

Dospite tho faot that ovory offort may hovo |
boon nado to onsuro accurato ond consiotont Foting,
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orrors and incongiotonecics do ceeur in tho initied
proeaop of ovaluating tho jobo, S$o mininmizno thopo
crroro, iAnitinl job rotingo chould B0 analysgod,
rochogtod and czmns-wx':@erod, bofaro thoy aro accoptod
ep ropresonting tho finol rolative valuos of the jobg,
it &5 orulod vorification,

Job ratingo, not only roquirc vopdfication,
thoy ocloo must bo horigontally and vortically
canitablo throughout the organipation, lHangjenmong
ond omploycon Doth vant aopurcnco, that tho jous
uithin om> dopurtront oro ratod liho eorparable Jobo
in othor dopartmants., Por oxarplo, Af tho £ittor in
onc dopartmont porforca basically the sacs duaties
oo tho fattor in another dopartmont and the job
roquiromants arc tho numb, tho jobo chould have tho
oeno Pating, Thio 4s known ac horigontal cquity. 1inm
addition, tho jobs within oach dopartmont chould bs in
thoir corroot rolative crdor of importancoe Lron low
to high in rolationohip to all othoyr jobs within the
conpony. Thio orrop 4o ernlled vortieal cauity.

If job rolotionship oro not hardgontally and
verdfieally corpoct, many adniniotrative problons uoy
epdoc, Ths rosulting lack of confidecneo &n tho job
ovaluation progeonsy may cndonzor itc continuing oxistones.
If ono ¢ coro dopartmonto got the poputation of soeariny
highor ovoluation for thoir jobo, then othors do,
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aﬂmmtmtive officialo may bd pleguod with rcRuesto
for transfors to thosc Gopartments, vhilo thoy havo
Afficulty in recruiting for thﬁ dopertmonts in wvhich
tho Jobo have lovor ranko. 8ineo tho benie purposo
of job ovaluantion is to dotornoino tho corroet relative
valucs of jobs, this purpose will bo dofoatod, 4if jobo
arc cither horigontally or vorslically out of lim, In
ordor ¢o enouro that, an ecqualigation of ratinis muot
toko placo, all tho origing) ovaluations should bo
rochocked and submittod to the cost caroful onalyst
posgible, %his procoduro will usually ol iminato or
roduce tho orrors made in writing, a good waill worth
the timo, offort, and coot involvod.

™o fastor comperison syptenm 4o tho mbst rocent
of the four basie syotomo. Its leading asdvocato hao
beon !&ugohs, Jc Bemen’c Bonzo objected to tho point
cyotop cn the grounds, thats

1o It ooourad all jobs to bo corposod of tho factors
that aro solooted, |

8. Point valuas aro aosignod to dogroo lovels of
the factors in on ordbitrory menor, ospecinlly
tho uppor 1imito of the facter, '

30 Tho point oyston contoins Fgooming rof inomento®
vhich aro unjustificd.

do Tho unit of osuromont namdly PEac point® ip
undofinod,
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Do Factors arc freguontly not dofindd. ,

Go ¥ho finol valuo of o job 45 based on a Job cnalycis
rathor, than a ccaparipon o the Job with othop
Joba,

Mvosates of tho point systom roply to
objoctions 1,2,3,6 and 8, ao cpplying to S‘ao%oxf
comperinon syston aloo.Bho objection 4 Ao dladmed to
Bo an cdvantago, rather than a disadvantoages,

Ono definito pdvantogo of tho fastor eomporiocon
nothed ic, that it 49 tailer mado for oach company,
sinea tho >prmazy boasds for evaluating jobs ig to coaparo
thon with seloctod “koy Jobs® in the componye. 7%Tho
relativo popldtion of thoso koy Jobs constitutss tho
ptepp of tho rating seales and cines tho koy jobs in
onn company oro,if over, tho oane as thope in anothor,
oach aor,pmy iz forcod to conotruet its ovn faetor
compericon plan. On the othor hind, koy jJobs Liko any
Job, oro subjoot To chango ond as goon 28 this happons,
tho sonlo of rasuroncnts oloo chengos.

Probably tho stromzoot eriticion of £Lactor
conporicon oyston 48  tho optoblishmont of oealos on tho
basdo of nonotary unito., Xt 48 folt by many thoat thio
introdness a bicning or comtaminating foaturcs,thuo that
Job annlyoto will Bo influcnced by tho curront wagos
boing poid for tho jobo, and this in turn may prolomy
ordoting incquitico, contrary ¢o tho purpeso of job
cvnluotion plane
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The point rating system is generally considered
to be the most conmonly used system in the industry,.
It utiliges rating scales to measure specific job
omgetcruucs, or factors, which are common to
many jobs < for example education, amount of supervision
exercised, on the Jjob training time, etc, Each factor
is assigned a certain number of points on the basic
of its judged relative worth, as compared with other
factors. On the basis of this point value, esch level
or degree, in the rating sokle for each factor is
aspigned & point value., Each jobs i3 then cons idered
separately for each factor and evaluatsd against the
approxinmate factor scale, The points obtained by eaoh
Job in verious factor ratings scales are then summed,
and the total represents the relative worth or diffioulty
of the job,

The point system is more compl icated than
otlers, it is more diffiocult and require more time
to construct, considerably more paper work is imnvolved,
However, the fact that it is most popular method would
gseem to indiocate, that it ha® advantages, which
outwuht'thc disadvantages, Once in use, both
nanagesent and workers can understand it with ease and,
what is most important, independently reach similar
point values of the job. Rater agreement is high, and
~ this is important, if the concept of rater sgreement
may be accepted as a criterion for validity of job rating.
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CONCLUBIONGS

Job analysis 1is tha reviey study of definite
Jobs, to pscertain, what kind and what degree of
man~qualities are necessary to make man job units
operate satisfactorily.

Job evaluation is the extension of job analysis
to ascertain reliably, the relative worth of jabs,
to transforn these gppriasals into a.itmcturo of
adequgte rates, and to provide standard procedures
for all additions to and agjustments in, the i'ate
structure,

Primary Purposess

1s To utahi ish g general wage level for a given

plant, which will have pafity', or an othervise
desired relativity, with those of neighdour
plants, hence with the average level of the
local ity.

2, To eatablish correct differentials for all jobs
within the given plant.

3¢ %o bring new jobs into their proper relativity
with jobs previously estabdl ished,

4, To accompl ish the foregoing by means of faots
and principles which can be readily explained to,
and accepted by, all concerned.
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Job Evpluations

Can bocome a control of Iimportante -

1, By roducing all essential job facts to convoniont
from, it enéxbles a manageacnt to implomont
policien of fairnoss.
2, By cdopting sound prinoiplos and fmpartial
tochniques, 1t trains ths puporvisory forco to
pore noarly objoctivo,

e By elarifying lines of authority and responsibie
lity it obviates mipoundorsotanding.

{o By oubstantiating confidonce it lescons
grievancos and ﬂi;npi ifion uyonge ncgotiations.

Sceondary Purposcg of Job cvaluations

The sole aim of many menagonmcents in adopting
job analysis botweon 19k4 and 1937 was to uso it ap
on ald to hiring, 4ll puch assistanco and roOro can
cod from oxtonding job cnolysis or throusgh job

ovoluations

o To determine qQualitioo mocespary £or a job,

~ vhon hiring nov omployocs.

2. To dotermino Qualitics noeoosary for o job,
vhon noking proaotions,

3o %0 dotormincy, Af tho cyoton of advanccmoat in
o particular Mlont 4o frea £0 Job of lowast
ordor towvard tho job of highost erdor.
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4, To determine qualities neces _sérY, when bringing
back m’én, who bhave been 1aid off or have been on
leave, During the mtn?val there may have bsen -
changes in job content,

5. To support explainations to employees, as to
vhiy a particular man could not be suitable for
& given opening, xany seniority clauses give
preference to lemgth of service only after the
requirements of the jodb in the way of experience
etc, are satisfied. 1f the job rating has been
made up by an independent agency, and the entire
Plant has been rated, there is J.';ﬂco}.y to be less
atress on mere seniority.

8, To determine, if men now occupying various
jobs have qualifiecations required by the
specifications.

7+ To determine, if all men are placed to best
advantage in respective Jobs available, also
to guide the revamping of jobs for skill
conservation,

8. To analyze hourly rates to determine,if they

" are in 1ime with rating given.

9. To compare periodiocally wage rates with those

. for similer oeoupatiom at othsr local plants.

10, To point out, wvhere greatest opportunities lie
for development of automatioc equipment and
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iuprovement_: of working .conditions, removal of
hazards etc. Obviously a company would be in a
much better position, if all jobs could be
reduced to the level of the lowest ratmé,
thus making it poesible to eoploy all unskilled
labour, working under idesl confitionss
Any plant where Job ratings are very high,
indioating a predominance of highly skilled ladour
usually is a plant, vhere there are very few
| automatic opa‘at;om ? High ratings indicate

places, where it is most likely that improvements
in ev;uipment' can be justified.

11+ To train new supervisors, specification outlining
duties of each man are useful in starting a new
foreman on Jobs Even gn old foreman may have
a wrong conception of job content and worth.

12+ 70 facilitate 'oxpl ainations to an employee of
the fact, that any improvement in working conditi.
ons theorstically should mean a reduction in
his wage rate,

On the basis of the present work and litrature
available the following conclusions can be drawns
1. The job conditions in Indian Industrics are
very mich different to those in developed
countries.
2. The plans, which have been given in the books,
camot be appl ied roasonably to these conditidns.
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4,

6.

7
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The proposed plans may look similar to traditimal
cnes on first sight, but these are quite
different, | |

The selection of factors and assigning of
relative values bo these faators have been done
aftor studying the working conditions, job |
requirements and descriptions ete. '

The job evaluation plan, after application to fey
trades gave quite roasonable relative position,
The merit rating plan cannot be applied within
this short time, and hence cannot be checked,

But it seem®s quite reasonable, and it can be
asgumed that 4t can be applied to Indian
Industries,and can be modified, 4P any thing

is found going wrong.
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SCOPE FOR FURTHER WORK:

A very eloborate rating system is needed,
if the theory presented here i3 to be completely and
ef fectively checked. 1t is suggested that the humane
factor should be sliminated, 1t is obvious, that
human-judgment factor cammot be eliminated, but every
effort should be made to reduce it,

Unfortunately, at the present time, no particularly
reliable statistical method exists for detem;n.tn; the
reliubility and validity of job ratings, The element
of human judgement enters intc evaluation to such an
extent, that the usual statistical technigues for
determiping reliability and validity do not appear
to produce the results in this field, that they do, when
human judgement is relatively unimportant, The real
test of a job evaluation programme is its acceptability
to management and employees. ZThis acceptability
typically depends upon internal equity &n both horfigzontal
and vertical directicns, |

Hence & method is to be evolved which will
still be systematic and will be using very little of
judgement, Ko doubt, those systems will be quite
casplex in nature, but will yield detter results.

Regarding merit rating plans, there exists a
wide acope for further work. ZThe limiting condition is
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that a rating plan should be very easy, because it is
to bs used by supervisons and t‘ormm'ctc. and those
perwhl are nof donvoﬁmt with Industrial Engineering
techniques, And it is well established faot, that a
merit rating plan without unbiased and fair raters

is of Little use to arganigation, Hence & honest
organigzational structure is essentisl alongwith a good
merit rating plan. | |
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_PROPOSED JOB EVALUATION FACTOR WEIGHTINGS

[ sno | MAJOR FACTOR MINOR FACTOR | POINTS| POINTS
-y sl 40
1 Education
1.2 | Tranng 5
1% Experience 5
{4 Analyhcal Ability 8
15 Mental skl 2
6 Mannual skl 2
2 Responsibility for 24
2 Maternal or Product 5
22 Tools and Equiprient 5
23 work of others 5
2.4 - Safe’f.y; of others 5
25 | | Supervision z |
26 | Independence. 2
3 Efforts 18
3 | Physical &
32 Mental or visual i ]
A Working Conditions 20
41 Haxards to self. 8
42 \Aﬂﬂosphere | 3
473 Temperature 3
AL Confactor Nouwse 3
45 Glare or Dark 3
TOTAL {00 100

PROPOSED PLAN

FIG.NO - 4




DEGREE VALVES OF PROPOSED PLAN

cNo FACTOR ‘ : DF_GSREEAVALL;E ; '.7
{ skil!
11 | Education 8 | 16 | 24 | 52 | 40 | 4B | 56
12 | Traning 15 |16 |15 |20 | 25 |30 |35
13 | Experience 5 | 30 |45 | 60 | 75| 90 | 105
14 | Analyhical Ability 6 |24 | 22 | 40| - | —
15 | Mental skill 2 | 4 |6 o |2 | -
6 | Mannual skill 2 A | s 2 o | — | —
20 Reéponsib:_hﬁ— ) 17 1T
21 | Material or Product 5 |10 | s 20 | 25 | 30 [ -
22 | Tool and Equipment ) 5 10 | 15 20 | 25 SEJ | 35
23 | Work others {5 e | 2025 - |-
24 | Safety others 5 10 15 i '210 25 “30 -
25 Supennségh 12 4 5 8 o |12 |14
26 | lIndependence 2 a6 |8 [0 |-]-
30 | Efforts
34 | Physicai 6 | 24 | 32 | 40 | 48 |56
32 | Menta' or visual B |16 |24 |32 | 40 | 48 | 56
7—6‘7 working Condition
21 [Hasards +o self B |16 |24 |32 |40 |48 | 56
| 42 |Afmosphere 5 |6 |9 |z |m |8 |-
A= | Temperature. 3 6 9 2 | - ~ |-
7.4 contactor Nosie 3 6 - - 15 - -]
45 | Glare or Dark IERIEEEREREE

DEGREE VALVES

FiIG NO. 2
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