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Job evaluation is an effort to apply sound 

principles of measurement to determine that each job 

in an organization is really worth. It is not what 

the management thinks it ought to pay, nor that the 

worker#  or his union, thinks he ought to get, but it 

is a fair share,, to which a person is entitled after 

his satisfactory performance. For accurate job evaluation 

it is not only necessary to take into account the 

'Ramouut of work" because this Implies only the quantitative 

part of the employer's contribution. This part is 

tangible and can be positively checked by comparing the 

worker's output in unit time with set standards as is 

usually' done for Incentive payments Less tangible, and. 

hotree more difficult, is the qualitative part which 

involves skill, effort, responsibility, and working 

conditions, not to m ntic¢z many possible subordinate 

considerations that would also fall under these tour 

major Items • 

Labour etficicaioy or masn.productivity is a variable 

+ uantity and it depends upon the plant conditions and 

the prevailing management policies being pursue d e The 

latter r is a variable and can bb largely camtrQllcd, by 

the policies, plans, and activities of the management 

which create the jobs, or more accurately the man.-Job 



units. 

Tue cause or the increased interest In job 

evaluation during recent years hts been thoroughly 

discussed under 'The functions of the job evaluation"i 

under modern conditions or production it has been found 

desirable to fix relative wages on the basis of some 

comparison of job conten%s. The main reason for this 

bas been that wage earners like most other people, 

have strong feeling about the 4fairness or '"e+ uityt" of 

re]. at ive wages o  this being judged normally on the basis 

or comparative job contents. A widespread opinion on 

this matter Is that people doing the same job with eival 

efficiency should be paid the same wages. Differences in 

j a contents, i.n the way of either job requirements or job 

deterents, • should be reflected in unequal pay for jobs 

concerned. Some authors have combined these two rules into 

the proposition that income differentials would be 'Just" 

only if the persons holding different positions do not wish 

to exchange these positions. Furthermore,, there is a good 

deg,. oC agreement as to the sort of job characteristics 

that matter from this point of view the things that make 

a job decidedly unpleasant as well as the particular job 

qu , iticaticr s that "ought to" be specially rewarded. 

TVVis broad mansure of agreement provides through systematic 

analysis of job contents a sound basis for fixing wage 

ditfeiences acceptable to the workers , In several cases 

the application of job evaluation technique for this •purpose 
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Naturally, this must be compared with the excellence of 
other indjviduals on the similar j ohs • Like Job ovaluati+cm, 

this can be some directly or Indirectly. The direct 

approach of ranking the workers is more often used in 

this case than for job evaluation purposes. The indirect 

approach, appraising against predetermined standards is 
unsatisfactory for some of the most important qualities ~► 

lie cannot c. aim that man..rating is as ob j ectivo 

as Job rating. in fact, It is conceded that ember ssing 
situations ma! occasion. 1y arise. No doubt, fair minded 
raters, when trained, can attain, a high degree of 

impartiality, and tairminded employees can take their 

ratings without Irritation. This does not just happen, 
It rsf4U ros a lot of confidence in colnection 4th 
evaj.utjon,. 

ObViously, there is an Opportunity here Cr 

management to make or mar personnel rel tions • So f 

as it can es tublisk facts or the basis for decisions and 
adhere to them with unquestionable fairrzszs it will 
prcunoto justice and consequent harmony. This mould 

encourage the employees to make some praisoworthy 
achievements, and feel gratified. It is nacre merit rating 

must ,put the amph sis. If it succeeds in that it can 

also point out the soft spots and solicit discipline 

toward the desired development,, 

'ho formal kind or merit rating seems to have 
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on the road to self Improvemex t. 

(4) trjt rating assists management to discover men 

of special talent or capacities for greater responsibilities. 

(5) ftrit rating forms can act as a guide to the 

employoe enabling them to achieve high standards*  

(6) t rit rating is do excellent zecruiting device by 

which suitable worker Is attracted to the company where 
ho knows he will not be side troacked, where his good work 

will not go unnoticed, and where he will work under 
intelligent and understanding stpervlsion. 

(7) Merit rating can become an effective means of 

individual employee analysis whi. ch stimulates and devel ous 

not only the employees rated but the supervisors who rate 
them. 

(8) Confidence is inspired among cus tom rs and the 

public in general when it is known that company interest in 

Its employee is expressed by carefully developod methods 
such as merit rating„ 
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The methods of Job Evaluation and fonts Ratings 

uhich have been developed for the porsornel management 

and rnijng a satisfactory wage structure are w311. known.  

These me tzods have been used extensively for the I provement 

In wage structure and selection of useful personnels In 

foreign countries s lace a long, These methods are not 

very common in Indian Industries because very little work 

has been done in our country on these methods. Vie planS  

4.ihich have been developed In t .S,A, or U J . will be of 

very little use for our industries, the aim of this place 

of work is to formulate these plans to suit existing g 

conditions, not leaving to mention the factors which 

must be considered to f ornulc to new p.l &afe„ 

The plans developed here especially for Dh rat 

Heavy Electricals Ltd., €lanipur, ilardwar, are based on 

the as sumption that the cord itions do not vary appreciably 

in other units of this concern or in any other public 

sector undertakings,, Those plans can be applied as such 

or with , a little moditications to other types or indastrriese 

It is obvious that such an i pplication is not going to 

give accurate results in view of the fact that the conditions 

may go on changing from time to time and from place to 

place, and a more detailed study is required for accurate 

results, This problem as stated in the following lines are 
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di q cue sad In detail in this thee is and the Job &val uat ion 

plan has been apps led to the said concern actual r the 

Merit-Ratings plan requires a longer span of time to show 

its effects hence could not be applied. 

The problem investigated in this thesis can be 

stated br. iofi y  as follows. 

" To formulate a ,job evaluation plan which suits 

Indian con Lions and can be applied to a large kuavheavy 

engineering establishment covering different trades * And 

to analyse the applicability of few well known Merit 

Rating plrns and then designing a plan Which can  

applied to above said organization". 
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0 It Is necessary that the plan of job evaluatiacn. 

be so simple and so readily understood that an emplpyec9 

after being given proper instructions, can evaluate his 

own Job" 

D.W. Need. 

Basically there are four accepted systems for 

ea1uating the relative t rth of jobs. These ares 

.a Rankin Method. 

2. Labour.Classification or Grading Ziothod 

3. Factor comparison Method 

4. The Point method o 

The techniques usuall ► employed for measurin. 

the characteristics of a Job ares 

1. Direct comparison of characteristics. 

2. Indirect comparison of characteristics against 

Predetermined Degree definitions, with point 

allotments, 

Throe agencis are responsiblee for choosing the 

particular rating pl aye for organization. These c are s 

I. The director of job ovaluation ,programm 0 

2. The director and his advisory committee, 

3. The ov ;r all committee In charge of the installation 
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When the director selects the plans  the choice 

can usually be made more quickly since he can weigh each 

of the four systems against the needs of the organs zatlon. 

And he can take a decision without the delay of committee 

discussion, He knows and understand the rating method and 

1s not Impeded by having to explain the techniques and problems 

of each system to other individuals. In many instances, 

more than one of the four systems could be utilized almost 

equally well. Then, it becomes essential that the rating 

plan should be selected such that, it would be acceptable 

to others in the company,, when the director and his advisory 

coxmsittee choose the plan, the result may be more pleasing. 

Consideration can be given to each of the four -methods, and 

the final choice made by a majority Vote. Since the group 

represents various employee levels, different poin;s of view 

can be brought into the decision and usually a better 

ad, action can be made.3ut here the choice cannot be made as 

rapidly as in the first method. The Important advantage of 

participation is gained. For these reasons, the second 

plan of selection usually is preferable to the first. 

Although each organization must prepare its own 

orltaria for selection of rating plan, the following lists 

suggests some of the points which should be included. 

1. The system should provide for a thorough study of 

all jobs to be evaluated 

2• The system should be one which supervisors and  



employees can understand and are willing to accept. 

3. The system adopted should be one which will 

produce as high adegree of accuracy as possible in 

determining the relative worth of jobs. 

4. The system should be relatively easy to install and 

maintain. 

S. The system ; hou1d -fit the specific needs of the 

org ant zation. 

6. Range of jobs to bs rated. 
7. The type of jobs within the range. 

S. The number of Jobs to be studied. 
9. The length of time rewired for the study c 

10. And the cost or installation and maintenance  of the 
plan. 

Under this method of rating, Jobs are ranked from 

lowest to highest in terms of their d :fferences in levels 

of duties,,, responsibilities, and requirements, The jobs 

are not broken down Into their component parts but are 

considered as a whole, and the jobs are compared against 

each other in order to determine their relative rank or 

position * Thus, the job pez'f or -d at the s1mplest.' most 

routine level would full at he lowest pooition In rank 
order. The remaining 3 obs wtnzid be graduated upward as 



their duties,, responsibl ,ities, and rec~uirom nts increase 
in complexity. 

The 	tg of Rar:cing method ares 

IQ it is relatively simple to use. 
2. tanking could be done rapidly. 

- 	3. It is relatively inexpensive to install. 

The d s XMtWSs, of Ranking method are s 

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

2. The ranking may be superficial, since no detailed 
consideration is given to the factors connected to the 
obs, 

3. Confusion is likely to result from similar job 
t itl es 0 

40 It Is difficult to find enough raters 4th 	. 
sufficient knowledge of all jobs. 

5, The system becomes difti.cult to use as the number 
of jobs Increases and as the jobs become more complex„ 

6, Detetmiinatlon or the rank or position is likely to 
be ina uenced by the existing wage or sal ar y 

7. Raters may be ranking incumbents on the jobs and not 
the jobs themselves. 

This system provides the rater with a seas or 
°yardsticks to use in measuring differences 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 be 
rated. The grade definitions are written in such a 
manner that they define differences in levels of duties 
responsibilities, and requirements. This system does 
not analyse jobs in terns of their component parts, 
the jobs are considered as a sole Oita out having separate 
values placed on each part. 

The following are the ► ~ of this method. 

1. The method is very simple to use. 
2. It Is easily understood. 
3. It is relatively easy to execute and 
4. The results achieved are fairly satisfactory, 

Moreover the method suffers from the following; 

to Sinco no detailed analysis is made, blanket judgment 
of the whole Job ma,:r produce incorrect classification. 

2. No rating sheets we used to indicate the exact 
values used by the raters to determine the posi tior. of job. 

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 wage range may effect the 

placer ent of a job into Its class. 
Se A ainlo rater is not likely to be familiar with all 

the jobs, 

6, The system becomes more difficult to use as the 



number of jobs increases and as the jobs become more 
corplO o 

7. The grade or class descriptions are rol at ively 
difficult to write, 

(3) Tri a for 	on fte h a 

This method of evaluating job is one under which 
the Jobs are analysed by certain factors, usually five 
in number. Loy jobs are chosen to represent each 
major level of duties, responsibilities and skill taus 
covering the entire range  of jobs . These jobs are then 
compared with each other$ factorwby-factor, ranking the 
jobs with respect to each factor in the order of their 
relative importance a For example, if to o or the factors 
were mono al requireme ants and skill p the rater wouldd first 
rank the key jobs from low to high under mental requirements. 
Then he would rank the saw key jobs from low to high 
under skim.. This method would be followed for each of 
the factors used in the rating plan. The raters then 
enter under each factor of each job the proportion of 
the total current rate being paid for the job which they 
believe should be assigned to the particular factor, The 
values assigned for each factor at the job are added 
together to determine its total value. At this point, 
the jobs are arranged In ascending order according to the 
total value determined by the process. 

The ~g ,~ claimed for this method arcs 
1, The job.-to-job  comparison assures that jobs are 



COfl ared on comparable points. 

2. A Scale is constructed for each installation, 

thereby assuring a plan that is tailor made for the 

organi zat ion*, 

3, Once the scale is ready it can be easily 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 

1. if rate inequities exist in key, jobs used for 

determining the scales  they will continue to exists  as 

the scale is set upon monetary basis. 

2. Since the same raters does not rate all the ,jobs 

the basis for the entire rating scale may be throes out 

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 throw the cale out o4:.  

use, 

4. The construction oI the scale is complicated.. 

5. The scheme is difti.cult to explain to employees. 

6. The aothod is time consuming, 

7. Considorable clerical detail is required., 

In about 1925 Merrill R. Lott designed the point 

system for Job evaluation. This method b3 came popular 
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almost immediately and since then has been the most 

widely used of the four basis systems in the United 

States, 

The grade or classification method, was developed 

a few years prior to the point plan and waS first to 

introduce a concrete scale for measuring the job worth, 

. but it fallcd 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 devised which would break the Jobs into their 

component parts and permit a comparison of the pacts 9  

a far more thorough analysis would result a This is the 

basis of point system of Job Evaluation, in this method 

the job to be rated Is measured, factor by Cuctor$  against 

a scale which has been set up before ,band, The degree 

in the scale which most noarly describes the situation 

with regard to that factor In that particular job is 

selected, 

some of the 	of this .method +are s 

1. A graphic and descriptive type of scale is used 

which is considered by many authorities to be more 

rel iababj a and valid than any other device (Fig .Ilo.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 peso 	) 
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3. The point value of the jobs slow the relative 
difference bettgeen the jobs in numerical terms, ( ig.No.2) 

4. This system enables easy placing of the jobs into 
different classes. 

So The system is not easy to manipulate as compared 

to other systems. 
6. The accuracy and coristancy of the plan Improves 

with use. 
7. The plan can be understood easily by the employees 

and the supervisors. 
However certain 	ant& 	are also to be 

found in this msthod. 

$. High skill is required in selecting correct factors 

and degrees and .n writing clear and understandable 
definitions of the factors and degrees. 

20 Allocating the proper num~rLcal weights to the 
factors and assigning points to the degrees is relatively 
difficult.  

3. The aaaignnisnt of p of nt values Is den a more or 

less arbitrarily. 

4. Installation of the system is time-c umi . 
S. Considerable cle ;ioal detail is required. 

c rison of four basic Methods 1 

i 1) The systems may first be eaapared on the basis 

of t hether they provide quantitative or none-quantitative 
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approach to the rating problem. The quantitative 

approach moans that jobs are broken down into cornpovent 

parts and that each part ism analysed and given a value 

either in terms of points or money, the final value of 

the jobs be4nE tho sum of the points or money as signe d 

to individual parts. The nonquarititative approach 

mans that the jobs are not divided into their component 

parts with each part having a separate value, but instead, 

are treated as a Thole. The systems using quantitative 

approach are considered to be more analytical in nature, 

Bath the point and factor-compurison methods fall 

under the catagory of quantitative techniques, the 

rankings  grading or classification methods con under 

the no quantitative techniques. 

2) Another basis of comparison is -whether the 

system provides a sc` .e against which the jobs could be 

measured or alternatively the jobs could be compared 

against each other. 
The point and the grade or clas-siticatin method 

provide a scale against which Jobs are reeured. The 

faotor.conparison and ranking methods require that 

Jobs be compared to each other and not to a predeter.ine4 

scaler However,, these to o methods differ in the ray the 

comparison is made since the former compares the job 

element to job element and the latter compares the whole 

job to whole job, 
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(3) The third basis of comparison considers the 

question tether or not one particular rating method 

.measures a broad rye of jobs better than others. 

Since the ranking and grade or classification method 

considers the whole job rather than its compon its, 

complications In rating usually arise when the range of 

the job is broads Both a rs to ems require the raters to 

know all the Jobs thoroughly in order to avoid overlooking 

important points rich effect the accuracy of the ruts. 

Because the point and factor comparison methods analyze 

job elements rather than consider the Job as a whole, in 

their use there is less danger of overlooking Important 

characteristics, 

(4) The four rating pLans next be compared on the 

basis of whether or not one or more of them may provide a 

better method of evaluating the jobs that vary in 

complexcity and homogeneity, When the group of jobs to 

be compared is composed of relatively simple levels of 

duties $ responsibilities and requirements,, a less 

analytical approach is quito satisfactory. Such jobs are  

not too difficult for the average rater to know and 

understand. Therefore, he can rate them with a fairly 

high degree of accuracy even though he does not break 

them into their component elements. On the o hor hand as 

the jobs Increase In complocity,, Important d. f orences 

may be missed unless one of the quantitative methods 

is used. 
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When a series of jobs include quite similar 

duties, responsibilities and rec uirements, comparison 

is often easy because the rater is compar inS similar 

items„ When jobs vary widely in the typo of functions 

performed unlike elements have to be compared., and an 

analytical method provides the rater witrr a better 

technique for making his evaluation. Hence the Ranking 

or classification system might be well chosen to measure 

the homogeneous group, i l e the point or Factor«-comper is on 

system might be a better means of corparising dis-similar 

jobs. 

(5) another basis for comparison of the systems may 

be to recognize the fact that the rating methods differ 

in the degree to iich they provide a satisfactory plan 

judged in terms of the number of jobs to be rated, Where 

the number of jobs is relatively small, the ranking or, 

classification ta t.,Y od can produce accurate ev alu at ion. 

This is true because the number of jobs the rater hs to 

keep 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, the point or factor comparison method will be 

suitable, 

(6) 'inaiiy, the systems may be compared in terms of 

time and cost and also the simpl icity and ease of under-

standing. Ranking or classiflc tion. methods require loss 

time and money to install and maintain than do the point 
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and Factor-corn arison plan:: « however, accuracy is tie 

primar7 consideration and a high degree Sh ,uld be 

achieved, cost should not be a consideration* Small 

organs zati,  ass buying narrow rl3nge, with relatively' simple 

and homogeneous group and a limited nuxmbbr of Jobs, may 

utilize one of the less costly methods without sacrificing 

accuracl, but many large companies cannot. 
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Coanios very among the choices of co person 0 

on person aided by a comx tteo and an ovrar*all committee 

I'iar , occoptance of the scale as an accurate and c ofonsiblo 

thud for dctorinin the relative positions of t o 

3 Sabo to be rated,, to ossaitial a Several basic, and 

In some instances, fairly complicated stops must b 

ozeauted in building a point scale. ALthough one individual 

any have the technical knolodge rrcessary, It is usual 	' . 
doubtful that ho rail also have the vitdo information 

about the company and its oporatiaicwhich are so 

es ecntial to the construction of a Good rating acne. 

`horef ore, it Is Oeoont&aL that the maker of the 

scale must have the toIcal as wall as company Irnotiledgo0 

'rho three factors listed below decide the construetioi 

of scales. 
( the typo of 3obo to bo evaluated. 

(2) The Rance of the jobs to be evaluato4 and 

(3) The number of different scales needed to covor 

the typci and ranges of job eel octet, 

ass responsible asst decide tea- than the job 

evaluation plan shall include factory, clerical, 051000 
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and onocutivo positior3 or t,hothor the plan shall be 

limited to f ot,+r types. In addition the range of 
jobs to be rated mist be dotorminod for each typo 

soloctod„ The point scale rust be dosigrd to fit tho 
jobs it is to measure e  Ono scale t4fl not oouaUy 
macsure two than one basic tppe v  al thou1  h Its .1 

serve to macsure a range of 3oba. 
Basic stops required in the construction of a 

point scale arty 

() To select and dofiz tho factors needed to naacuro 
a, particular range of jobs.., 

(9) To dotermi.na and dot no the doses for each 

factor. 
(3) To determine the rel ative values to be as signed 

to each Cacto r o 

(4) Assign point values to each degree of each 
factor* 

(5) Design a job-evaluation m►ci 

The term °factor° has a particular meaning for 
j ob ovaluat$on purposes 4 tJobetor 4ofinc a factor as 
an element or crnotituont serving to form, cos 000,, 

or mat o up a compounds  a oorzponent part of a  
A clear distinction botieon the job End th 

incrnbent on the Job must be nado, o inee It la not tho 
puurp coo of job evaluation to rato tho mn (this is 



covorod under merit rating) . Therefore, factors or 
characteristics are co onent pats of olomorts or 

otir3uiobing properties,* Those must bb selected for 

the purpose of mess tiring the job and limited sololy to 

that purpose, a rcuironnt which necessitates omitting 

of any factor, h ioh would ecas tire the man on the job. 
The moacur$ rmt of mean  wit ratia , is a separate and 

diftoront process from thornoasureraont of jobs. 1 ' this 
distinOtion in not observed In every phase of the evaluation 

procedure. whXah begins with the aelection of job factors 

the results will be inaccurate and inoqaitablo, b3causo 

the men on the job will be rated, not the job itself. 

After the rater has given the harm factor a 

uniform interpretation, he is in a position to i.now what 
ho has to sot. cat. The organiser or the programme might 

11 prepare lI sto of factors used by other organizations 

in rating the jobs. Such a list is included hero for 
guidance* 

1s 	ill 
2a Efforts 

3d Initiative 

4. complexityy 
Se udj ant 
0, t! c3 3rtioal abiUty 
I. Creative ability 



So 1araaa1 dexterity 

9. Ezperient 
10. storkiM conditions 
11, l4cntal requiremento 
12. Aptitude for learning 
13. Knot,10 o of nrchandiso 
14. Planning procedures 
18. Responsibility for work of others 
16o Rosponsibll.ity for policy formulation 
1?, Responsibility for personnel 
IBo Responsibility tcw funds or property 
Igo Ingenuity 
20. Mentaleffort 
21. Phyai c 1. effort t 
2, Ldaptabillty 

23, Supervision exercised 
24. Supervision rec i vod 
26. Accuracy 

26, Poroanel contacts 
2?.. Public relation 
28. Hac Ine oporationo 
29. F-ducation 
30, Uotony of tork 

0 

31. Versatility, 

32a Confidential information 

4~ ~ I to m t~ cif ~~t tern to 	u► ~'t 

In the earlier point plane a relatively lorso 



numbor of fscta'o was used. Lott' o8  original1 plan 

proposed fifteen factors 0 as the aystcrn  wa doveloped 

and r4 ` #Ud, a trend towards the use of fetter factors 
bocnr apparent e.G. Bonge, who developed the factor 

comparison method$  which also requires factors, advocated 

using only five factors in most installations of that 

ms hod6 Vitc-les1v  a leading physahologistg  rccom rids 

somewhere between five and ton factors for most scales 

the emphasis being placed on the lower number, If too 

few factors are Included In the scale, adequate diffornn-

tiation nong the Jobs may be in ossibl a, The omission 

of izortant job elements could affect the accuracy 

and a i dity of the evaluation itself. On the other hand, 

if too many factors are included, the rater is call, ed 
upon to maio finer distinctions in his rating, than are 
practicabscc, 

After analysing the problem of the number 

of factors vary thoroughly, L7t102  concludes, that there 

are really only four major job characteristics nemelys.• 

That, which uwst be already possessed by the 
worker, and additions which gust be ac uired0 

2. tqs 

That which tin worker must be able to exert in 

use of both physique and skill 

30  

That which the worker must be able to assume 



40 Worn ng cond .bone: 

1ftiat the worker oust hazared and endure. 

A study of the factors listed above reveals, that 

thoy could be grouped into LytlesO four major types, a 

fact which vould be true of almost any comparable list 

of factors t,hith might be compiled. Uowover such a 

classification results in so broad a coverage for each 

of these major factors, that adequate differentiation 

amon3 the jobs may not be possible,, In order to solve 

this di1 ammaq therm major factors are subdivided into 

minor factors. This Is accomplished by analyzing the 

types of skill, of torte responsibility and wo d.n 

conditions, whichh exist in the range of the jobs for which 

the scab, Is being co structed* For example, education, 

training, oxprienee of skill; effort might be divided 

into . mental, 1 yeioa1, and visual demands etc* Coxapanios 

vary in the number r of factors they use in their scales. 

Some limits the number to as few as three, while others 

apparently do not really it at all, since they Include 

twenty tivo or more. The most popular range is from 

five to fifteen$ and the American evorego to approximately 

ton* French average Is tuelve and f aS aL a plant at 

Rourkela is also using 12 factors. R.R .La q Hardwar is 

so for us Ing 15 factors, In the proposed plan there are 
F~vr 
-fie- ,major and 19 minor factors „ These are listed bol otr 

MaJJJo.l)0 



l * skill 

E ucation 

Analytical ability 
Mental Skill 
Mar aal Skill 
Training  

2. 	iLity for 

Material or equipment 
Tools or a uip merit 
Work or others 
Safety of others 
Supervision. 

Independence 

3, Efforts  

Physical 
Mental. 

4• WorIcin cmd1tions 

• Hazards to bit 

4tmosphers 
Temperature 
Contact or using 
Gl~aro or Dark 
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ADofinition of Paotore t 

The no,tt step is to define the factors, which 

have been solocted, A concrete definition of each factor 

is ossoatial, U a anitm coz istant int+erpretaticn. of 
Factor meaning is to be soourode Unless, each rater 

uses each factor to measure exactly the same elomont in 
a job, ao every other rater incarnsistencies among the 
various raters will occurs In addition each rater must 
use each factor to measure the same element in each of the 
jobs tohich he rates„ These two conditions are m cos carry 
to achieve accurate and equitable results. 

Factor definitions should be written in simple 
clear and concise laguagee Every effort should be made 
to express exactly as to what the factor is designed to 
measure. The i hole rating process can be expedited$ If 
the factors are easy to understand and uniform interprota~- 
tion is possible, 

4 D2§reet o£ factors s 

In the discussion on the selection or factors, 

It was pointed out that the Factors chosen should be 
important to and exist in the maj ority of the jobs in 

the range,, L4bich they are to rate, It does not mean that 

the factors exist in all the jobs to the aam extent or 

degree, i'or example,  ove ry job In the series may rG%uiro 

sa fozr4 education on the part of the incumbents but 



the jobs wo12 differ in the amount of education rOq air©do 

S omO may requ iro not more than the ability to road and 

s r ito$  rt hjle others may r oquiro 9  as much education as is 

represented in a college de3ree. if the minimum specified 

education is a close 6th education, then degree 1 of 

education would be that amount,, The next higher requirement 

for education may be found to a degree one education 

plus two years of school a 'mss degree two of the education 

factor- would be deterrz*tn d,, The next higher level of 

educational requirements in the jobs may be high school. 

certificato, in this way we can determine the degrees. 

I ` the none of the jobs called for more than the bachelor's 

degrees  the scale should provide it as the highest degree 

level, Only the specific degrees required by the jobs are 

included. The jobs should be analysed  is a similar manner' 

for each factor and the degrees established to measure the 

range of the jobs wider each factor„ 

After' 'Vhe degrees have been established, they must 

be dof ined as clearly,, concisely and oxplicit7rl aD possible, 

Where degree definitione are ambigous g  interpretation will 
vary u.dol y among those using the scale, As a result job 

ratings ?All else vary widely and inequities will be 

perpetuated iriatoad of being reduced or eliminated, 

4.6 Relative V .uos of the factors $ 

The tae ar selected for a particular  point scale 
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arc chosen $ because they are judged to be important to 
the majority of the jobs, for t;h1ch the scale is being 

decignvdo  8.at the factors are not of equal importance 

to all the Jobs in the range a Some factors are more 
Important than others, because the elements they masuro 

have greater importance or value, 

for example#  If the factors for a particular scale 

Coro skill, effort, responsibility and working conditions, 

an analysis should be made of the tour in termE of their 

respective values or importance to the jobs, Since skill 
typically represents such elements as knowledge, education, 

judgcmont, and analytical.  ability, obviously, the factor 

covers Items of particular importance to the Jobe and for 

which, an organization usually expects to pay more than 

certain items covered by other factors, such as Corking 
aonditiona which include hazards and discomforts, i.ven 
these eubfactore are of more importance than the job 
knowledgo, educational background etc. Weighting of 
factors is an atteczpt to determine the relative value of 

the factors in terms of their respective Importance to 

a particular range of jobs within an organization. 
8omotimc tithin one organization factors may have 

to to ! ightod differently for each separate scale. 

Por example, the scales designed for measuring the 

clerical Jabs and factory jobs will be usually different. 

t orking condition t might be included as a factor in both 



of the aealesy but its importance in both the scale$ 

would not necessarily be equal., The working conditions 

in most of the clerical jobs might be superior to that 

of factory jobs* Therefore s  the importance attached to 

the factor working conditions" in case of the clerical. 

Sobs would not be so high,,, as that of the factory jobs, 

As factors do vary in importance on a particular soalo, 

as u311 as on sodas designed to measure different ranges 

of Jobs within the same organization, It Log  therefore 
nocessary for each organisation to weight its own factors 

for its own particular scales, One concern should not 
attemptt to adopt the scales of another concern without 
modifioati on 0 

Thora are no exact forzmtla or guide lima for 

determining the relative worth of factors. The first stop 
in determining the relative value of the factors is to 

have the factors ranked from low to high In order of their 
importance a Few top executives of the concern may be 

ached to do the ranking of all the factors in the same 

mo nor 0 The final rank order of the factors may then be 
determined by majorityvote or by averaging the various 

ranking. This method of ranking the factors i.e basically 

the came as the method of ranking the jobs, under the 

racking method of ®valuation„ In assigning relative values 

to the factors, an aO8umption is usually made9  that the 
total maximum value of all the factors equals 100 percent0 



The problem of voighting is to divide this 100 porcont 

nmor23 the factors aceordIM to the judged importance of 

tho factors as dotorminod by the ranked order or 
importance. 

Dow wr3 have a fo tndaticza for paoperin the scales 
for the or# ont ►tiono  Lyon though the relative ,ightit 

of the factors zay be acceptable to the organization, cane  

additional choo1 may be desirable to see, if the 

oi3btinge are more or toes in lino with those used in 

other organizaUons0 It has been a tatod,, that the plan of 

one company t .11 not fit the requirements of another 

o cti y i4thout sufficient modifications. Uouevort  

Comparisons are helpful, since they show tiethor or not 

the findings of one organization are similar to those of 

others. Rcnce, if a cots eny determines its own factor 

uLghtings, compares itwith usightings used successfully 

In other organirAtionc, and finds that they arc sl op the 

voighting appears to be reliable (F19 40 e2) , 

A survey tas conducted by the author to rind, that 
factors others have chosen and chat tiiigbte they have 

signed to their factors. The findings of this 

international survey are tabulated in the chart* 

4 07 Values of Do roes of each factors s 

ARtor the final factor a tghtir s havo ' ?en 

octsb1jshodq  the nett atop Lø to osoign tho values to 
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tho dc.rces of the tao ro a Two basic aproacheo to 
tho as aignnont of point valaos to tho de rooD of factors 
oust, i,00 nrit i do and gcomotric, ' Under arit atic 
progression, the pointo tit en the dooreoa or a factor 
are constant, tft on the (oomotria approach to tollouodD  
the points bottscr ' +crow increase progrc atvoly9  
Actually some companies have aS eigned dcree valuoo 
arith tiaa 	Ala othoro have used goo ietric. projrcrcian 

d not specific reasons can be quoted for the vQporiority 
of any one,. The only Guido In that, the values si(nd 
shouldd be consistent 	just* , f the de3rc^ l ovol o 
are so decided#  that the dittorcnce bottien levels to 
approximately eon s tart g  the arithc3tic progresnion 
approach can be applied. In the present plan, tho dc3roes  
flero so fized,, an to cover the factor in ar .tooti.c 
progression o n d hence tho sari approach to used$  utzi3„ o 
as signing the values (Fib Jo .2) . 
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1.1 Eck%eLltions 

This factor rotors to the basic knots1odjo fc0asar7 

to prepare an individual for the job. This ID the 

essential rouircrnc tc to cable him to undcc tan$ cad 

pickup tho training instractions0 It is the background 

for future career. 

Dcgre 	D3ocriptiana 

	

is 	 Ability to rod do  " ito and understand of ilo 

instructions. Addition and oubotrac'tion 

ofthole numbers (%uival ont to school 

education of 4 years) . 

	

2. 	Ability to read and unto hirdt very u311 
should also be conversed with Merman letters 

and should recnize and interpret goo tri-

oa, . figures (school eduoation of 6 yo o) a 

	

o 	• Ability to road and unite Hindi very jlp 
should atao understand simple Lich 

vordz and coomoncommon Dontonc000  houId havo the 

basic knotzlcdge of solid geometry and 

Algebra Should b3 able to ruse simple 

cc,uipmonts such 	" Aormomtors, 	r'ometoro 

and Balances etc, (School oducation of 8 

y oars or oquigalent) . 

	

4. 	In addition to the roqutromonto for the 

dc3reo 3, a pardon In this category duo 



roc uLros the use of •mat em.atics invc lvir fraction, 

and decimalso Ho should also understand staple 

terraa of Physics and + c to try ate, Ability to 
use u asuring Instruments such as ClliPOrS'D  

Dic oral scales etc. (School education of 10 years 
or oauivalcast), 

61 	Specialised  SpeciaUsod oduaation ouch as I.T 4 a or cow 

advanced studies in Sciences and Mathematico , 

Working knowledge of Eriinssrir Drawin and 

►nG1iOhD  to maintain production records etc0 I avo 

sufficient bac $round for inpiant training or 

advanced tochnologi mi educati€n (Two years after 
doing High School). 

6, 	Requires Sufficient kno l dgo of 2ring  

Drs tiara o  Shop Methods 1, and the use of gonor . 

engineering metals. Or have the commd over 
50m3 proffos sional subject such as 8eenco, 
Co merce or Mathematics (A Diploma in EngineorixAS 
or Oradi to in pure cubb acts) . 

10 	Rcuiros sufficient background for technoloica1 

knotiede and trairing0 '1c .1 voraod with tho 

convontilmo of dravings and standards (A degree 
in &hearing).. 

1,2 Traianin 

This factor appraised the rocLuirsmsntu for the 1100 



of *hope calculations, practices and methods. 

Degree 	Descriptions, 

1, 	Jobs requiring very short durutivn training or 
no training at all (such as Helpers). 

2.Por job which requires at the most 15 days of 
training on the work. (Such as an bank clerk or 
a drill operator). 

3. 	Requires the inpi,ant training ranging from 
15.80 days (Stich us Truck driver). 

4• 	Requires the training of 2 to 6 months (e.g. Lathe 
turner) . 

so 	Jobs requiring training of 6 months to 1 year 
(Such as electricians,, maintenance fitter etc.).  

s 	Jobs Which require long training such as I to 3 
years (eg, Toole and Gauge Fitter$  Die maker). 

7. 	Jobs whioh require training more thwi 3 years 

1.3 Exoerience  
. 

it appraises the length of time usually CM 

typically required by an individual,, 4th the speciried 
education or trade knowledge, to learn to pertorin the 
work satisfactoriLy from the standpoint of quality 
quantity and rejeats under normal supervision . It includes 
only the time required to attain production standards 
after going through required ,uired education and training. 

Degree 	Time 

1. 	Up to three mantas 



so 2 to 6 montho 

30 6to12motho 
i to 3 yooro 

ao 3 to 6 loarc 

60 6 to 10 y'oaro 

1. 10 to 2O yoarc 
8. 	Over 20 yoarc 

AIII2tMUI. LL 

It is tho ability to raeo taportant dccioionc  
and do ryecoosar t' plarningv  ' oh the job ros u#roes o  Zia 
factor also z Arai sos tho d roe of cOrnpoitity or the 

Degree Description 

is 	Rc u&ro8 the abilityr to understand and toUot 

simple instriactiona and the aso of simple 
equipment ore tho employee  is told exactly 

at to do* 

g o 	Rc ujres the ability to vOTk from detailed 

Instructions and taking or minor doeIciont 
Involves tho U0 o of Coo 3 ud mont. 

3a 	Requires tho ability to plan and perform perta 

u uc oe of operatjon , iskioro standard or 

rtecogntzed operatics r thole are Uveilablo. 

it Includes making or C000ral doojolonc for 
qual tyn  Coloranodem  OporatiOfl3 and tooCup 
OoquoflcOO o 



Re uiros tho ability to plan and perfor ► unusual 

and difficult trork whore only general operation 

methods are +wall able and the decisions 
involving the use of considerable ingenuity, 

initiative and 3udgment, 

	

5, 	Requires outsturudin3 ability to Cork independently 
tooard genarsl results, devise now methods, moot 

my ciditionc necessitating a high degree of 

i eputty Initiative and j udgemont on vary 

complex ,dots•o 

l5 Mental Skill 

Consider the mrzsntal ability, Job_ knowi m dg e, 

Judgments  and inonutty required to visualize, reasons 

through, and plan the details of a job without recourse 
to Cupervis ion 0. 

oagr 	D3scriptlon 

	

.0 	Perform simple repetitive routine tasks, Do 
simple sorting * i4ake chw,ges In routinoo  oxay 

etc closely directed* 

Make minor changes in routing or s uoanco on 
repetitive sobs involving selection, positioning, 

and recognition of obvious detects or ad3ustm3ntsv  
hoot tolerances are iib9ral o 

	

3, 	Perform coal routine Sob Involving Come variety 

of detail and requiring Judgment. Sort routonol 



20 	Use large wrenchc3 q  sladgcs o  hand tolls and 

honey tools at a normal pace For a variott of 
tacks, use gt gcs and c all tools in a routin3 

nner6 Use torch to perform rough cutW g 

r+rtc a Operate variable controls, such as 

rheostats and lovers, to control zovoment of 

machines of passage of material through 

equipm t ihoro 3 o3 gin 9  frequent regulation 

and precision of ad3u0tmnt 1s r ui d. ilako 

simple ad3uatmcnts  and repairs to machirr o 

and oqui ont. Make setups 	cuipincnt Coro 
tho use of tools and gauge 10 simple and routine0 

30 	Use several hand tools or trademans tools cm 

assembly work, such as ladle tining v  sin le 
carpentry or pipe fitting or in mating ad3ustmentc 

to machines or equipments where close toloruncos 

are required, Perform simple gas or are ldim. 
Use hand cutting torch to burn to procif3ion 

lay-out . Setup and operate machines tools for 
rcutine facings  drilling milling o too flanipulat 
controls of complex machines at a rapid rate 
involving a high degree of coordination# 

4e 	Use trademan's tools in a e4de variety of 

difficult tacZtc inolvin close tolerances, Forgo 

complex shapes without resorting to dies or 

templatci. .Finish complex sand a do etc„ 



aacordinrj to tin o1$O, ' ?$Ghtq tit°' cppearanco o 

40 	Beacon through problosz' invo1vin. notup rfl1 
oporationc on the complex oquipm3nt, Lice 

oonoidorablo ju*jmont in col oct nz  and using 

matorialp toole cmd ccLuipmont  In procsaction, 

erection or saintonanoo work. 

so 	Plann and direct the oporation of a large 

oottplOx Production unit0 Reason thrcukh and 

plan operating prob] emo . Plan oak dotaile 

from complex blue prnto. 	' - 
60 	Analyze and plan complex non-rcpotitivo xalto 

to bo performed by chilled v o rkmon 

1.6 Manual 8hi11 

Conoidor the physical or m cul ar abi1 ty and 

detority rago rod in performing a (liven j oho  including 
the use of •toolsy, maobinc and cuipment.  

Vireo Dwoription 

le 	Use ordinary or heavy tools such as hero D  

eronchoa hoar etc. for por irk simple or 

rough tuske, or aoro dotority and. pace are 

not of particular Importance. Operate sixi to 
on off ot,itohou jO  values and lover csontrolc. 
Uandlo ordinary matorial manually. Use chain 
or cable ciinja for siamplo cram hooking. 



so 	Porform difficult ohLlping or ffirmIng to closo 

tolorancec, Coro procice muvcular contr'olD vnd 
doUcsto touch aro involved, such to rnaItn 

and acemblinj vory acicil parts, pz'ecioiai 
Instruments ropair eta, 

2.]. Roo - ona j. b4 ,.,tt y for 	Lori a]. or Product 

This factor appraises tho responsibility for 

provontin waste or lace of ram material or partially 
finished product through curolcs an s s m Considor the 

probable number of pieces uhith oy be spoiled boforo 
detection and correction In any lot or'ru% the cast 
of niatoriol and labour,, tho possibility of salvage* It 
considers the uvoruto based on normal expectation* 

DeGreo Description 
1 	Probable loss due to damageo or sc rappinG 

of t aterial. Is seldom over Re.5O/ 
2. 	 4»do  

~Mftlo 	 Rea .000/~w► 

ka 	 R0.2OOO/,e 
$► 	 c►p 	io.vory large, 

2 Dios n ibil j,t 	uicent or tools 

This factor appraises the responsibility fa 
provontinn damage, through carolos omo sp to tho ccuip moat 



end oo.to i coa 	tho port o' too of Jobe $t con 1do 
tho p btb10 dai o rot 1 tii for ccwcJLc7 t3 D 

nn j0  oo ipq  oporat .c3I oto. for rte' o 	s 	* 

a+ about 	0 	3/. 
2.  about R0 Omt 

3.  mew about 	C 	Q/ear 

b a RD0 	OD/ 
Go Very hi6h  erro th 

70  V 	y vary IUgbo  fir' 
ovon oast tio10 of 
tho p1cxtte 

2.3 Roopozi3b3.1ity for t,or of ozoro (2oab jior 

►o factor (wprc4Dcc c2ZO ro p=oIb8, Uty Chic z 

caoo t h the job for o s1ctin cii o tt 	ps c ixj 
for tho ' t W ofthz'id 

J2ogrco 	D i w t+on 

1. 110 or vary U tt1 o rooponoibiUt7 for t,ofl o" 

2. Roponnb10 for i*vtr&otth and drootftj ono 
or to holporo bc If do not parf+ u c tz 
properly tip l cie! o Sabot p a om sly c1 htAp 



Id ficu1t0 
3 	cka xooit the tj obD  tYhAtC , i t not +bona incs 

past A+u. ar t o t 1 cezto dAmcultiao An thcr 
ccoori y c t%fihz' procac oAnJo 

'o 	. ' the DntOflOflC0 or prapor S,Uc Li'' 	rOnJO 

Ac propcz'ib©do  ouch no In aoo chcrnio Anducty 
Afly CarOlOCOn000 on tho part of *na Ch0 0t ce 

operator tiiU otop th torI Of ovoS bode in tho 
lAne after him* 

5, " on the operator ro t o►000 a nakoa it 

iinpoasibLo to prows a it further, or An toad 
doing Coed for team, ho can put tho oia of 
the to m behind +c chodul oo  tiich tijU ca o rli 

of tb a monetary  monotcrj loo a as volt 4 

2. 	M for a afe t of otherci 

is factor appraiooc the carev 	ch ct be 
o nods od to prevent in ury to of o O  and the prow. 
CEtont or such Ur 'o Conaidor pocoiblo aeai4eitc to 
othero reoui tinj front from carolooc cporaticn of cacno or 
handU, nrj of uiatoria1a or tooiC 0 

Derce 	c1'iptio 
10 	Job porforn d In a lcalatod l **atAa , or ioro 

thoro ID no rachinca involved0  and tb mot' is 
vary lights Tor7 littlo rooponOibility for the 
oafat r or othorc0 o 



t o Only l .tt to . care to cr 	rb rcuirod toprovont 

LL7 to o ora0 ID &J  if 6W Garolooranto O6rr 

it is gotn3 to CCUAsa no in3ury it rill Juot 	o 

3* Vary lttlo card to ors or ro%Iairod to provont  

jn3uEij to othero0 And if my accident ohOtid occur 

tioh tDuld b r3.nor in nature such as outs o  brul000, 

abrcoion otee It may cauoo their a aauro to 

Q* Cc ro1Oac aeration of wchino or portQQt Q nco of 

Out oz r y cauco loaf-tlao ace idonto to o horo ouch 

as cruohod t000 o foot finoro or o o n3 ur toc o  

a* Canotant care nocccoary to provont soriouc in3ury 

to othoro 0  duo to inhoront haaarda . or t ,j Obp 

butt  faro ouch other o pIcVoeo may act to provent 

bold injured', (such as Gas,+ aISnr(j ate0)0 

G,b SaMy of oho dopends entirely an correct  

action of o app, o °oo on the job bow ratod and 
caro1essnSo may rocult in fatal a eoi4c r tc to 

otharo0 (such ac cosio oUp1ooion  

206 flocpancibiUty for cuorvioio of othoros 

2t4c factor appraicao the rocpovoib 1JMv to 

or ani at i+1D  to oroh ip o  and the g*4danCo or dtrc3t ion 

of offarto of +ofih ra 0 Eccint i1.1 depend upon the tu ib r 

of poop to n mar ouporviood and the outont of the 

cupovvloM tcQponoll1bey0 



o 

B 'c3 	D owiptlof 

	

a 	D Dots ono to to LSD c ii tcnto or Ii .port -D  

4th rc nbSUti for ot'goat ooi],ot on of 

e$oQxmionthv btdt Cowan vorkin3 aton i thoco 

ouporvicod0 

	

20 	Loador of a stoup iaataU 9 aoro than fi r o In 

nwnr1, oolft oVcr tone ocjno ena a ion 

L C to and $not oto an CO r uircdv bat 

po 'foria t o 08610 VoTh as t.ho o o*1porviood or 

o2o 01.7 ra1atcd ovkv  most of tho tli# 

o 8upor oow o loador of a aroupv wuaUr about 

10 	2O n ni rbor o  but poabL7 ama.Uo.r If 

d Iff at toahn3 cd tiortt roqulfln(, +Connldorablo 

dMocttc anO ao oSotanc . Pieno, dirootiono 9  

but coordinates 	. o  makes doolclon+ cnd 

porZorI percona]..17 t o more lUfioult aopoots of 

taco oamo broad asai# ruaonta 4  

	

4.6 	$uy►erviaor or forcnen of a dapartc3nto  8octJ.on 

or oar indopoodont unit usually7 of Euro then 

ot1oy000,, Faith raoponcibflity tcT oteoti170  

oporatLQnao  m aint+ ping c ohodA4 e p pl ew4 Utz 

otoo 

	

+ Q 	 8 for 1is or or Lo ran of a department of aoctlon 

porforoing rt of conaldorablo divorcity and 

co loZityg  or of larCo group 	1ring C for 69 e 



ButpozViD+c'y, adn tsti'at*vo and P01 atod 4+At .00 
O0o*i y 1OO$ or Uino 	y includo cupor 1 3 o3 Of I 

to 3 eo o ic tent cuporvaort p to thorn o1 voa £p0nd 

zcjorty of thoir t1mo th cupory aorr aM rolctod 

2G . do 	 hc, # 

Tho oiotonoo or absence of porooncl or prow ur I 

control +id quid incov  on tho bas it of .n act , o  

ouaporvi &on and adatco 4 

C, !ot fv oirplo9  b jhl otandardizd 3obo o th 

littlo equipmentt or no other ope atio o olocoly 

dopendont o. 

2a 	 Orh on ofondard jobtu tiritho ►ttlo Cuporviciono 

PorconaL £4o * ►n b cppl 2o4 titho1At consultation 

3o 	flóccopo for frogsorZtinija Op orator rust biVo 
tho pormisaictD for doin nything. 

4 o 	go to not aUotiod to p, rood oc ho thirt o , So 

rsuit Fallow tho 	strucUon3 bl, Jn.dJ. y tsthout 

Do in4cpondoncos, ho Is rc%taLrod to got ohoo od 

at ovary mtop a 

`ho factor approi000 tho cuz#mt cn1 oc ti tr 



I 

of phpc icol effort rcq.ziro 	It rioludoø the ofT to 

oIp3naod in handling oatorialt (ho tight ctn4 frcgtaonc 

of ha M) q operating a zctdno or bendltn ooja,~ 

end tho poriods of unoe plod 

Broo Dezoription 

I 	Light tiork req4rin8 vary littLo physical o Tort, 

flo tacoulcr movements ras,tairo4q no 1if'ting or 

ht dlin3, Lore peasoo botjoen t he 

40 	Oporat ions over a rrcoh.tn 	oro cachininj ttto 

ozcoodz the Dotting yap and bendUng tizno, 2io 

tool c and materiaj.a txcudlod are light, 

000QDLOUL3li7 lifting or diwa. tight i►tcz i s 

(ouch as chiming of chucks etc,), Or haxid .,l 

of light ii3ihta fro%uontly with tea. pci000 

in bottQou, 

3, 	Bandling and l . Ting of medi*tt uoigbt natot10 

or tools %uito froquontly 4th lorz ,rest pea000, 
4,0 

 
Lifting and hendling of za&twAwoi t ic4o 

quite trequantl,y with little rest p 000 , 

$o$ftin .end handling of hoav'iroight pt ''to cad 
tools, 4th autfiaiont root pc oo3v co nod ciith 
bandlin of xdiwt and light - might oatorielo 
handling f'rc qucn tier. (o ch one ho1porin 
atoms) 

00 	Jobe roq,u iring conotant pushing or polltnev ouch 

es to d filling tr.chthoo with hand Sonde R gtairoo 

the ability to taco he d tools fo hotrc thoazt 



p ►co ouch ac ohipping, f Wa or moan 
th topO fl fttLI13 chops a 

To i 	aring cozztant botw foraoo, ouch cup 
rhoro on hoed pros coo or hoia to ota, 

3a# ,4onte . ot1orto 

It rc dr o tho ability to put up mcnta 
or vicnal concentration, Tho j ob0 ro uIrI .' g taontat offorto 
end 4ci rcutroc pc.uooa v tbout doing any pbyt ca . 
orforto era +rnt4crodo 

10 	LIMO ciontal and onLy intorrnitont vie+ 
attention a co cittior tho oporatlon Io praoti 
oaU automatic or the dutico require attontion 
only at ion intorvr 0  
pry*aont mcntaL or visual. concontraticrn, ,here tho 
f ov or ior in intoraittont or the o,aration 
invoivoc toiti , for mac dno o promo to 
coiaploto a wale t i h l ,ttlo attontion or chec c1na t 

0 Oontinuco mate1 or vioual coneontrc tiono  uououy 
short o7oto vopotitivo oz3k of divoroifiod 
operations roquirint conotant o3.ortnc c. Or Sob 
t utioc r 2rin3 montel ottorto csxai so earofub 
ate co of Draino and tochnologiceL oh+ota0  
Go uLtation of Wand bait ate , with a visa point 
of ooiootian of pro or forouiao6 



440 	tact eoicontrato mcntc1 and i$w1 cttontion  

0103017 for p1tnzdnr and lay: out co boz Drk0 

# o 	Cozacnti atiaa znd oznotintj contol attont ox 

to a117 vioiaeIicin p1annnC and 1ar vz Gut V t 
'ic%uontl7, ,S abc Invo1vIn corploi .tom,, 

0 0 	Tory froque ntl3r r l* no%L 7 dovIoiod tohnicwoo, 
ouch co Ii I ustrIal cXWJtnooriR3 and vaned 

o i n and doc ,nt, E:3lr 0i?0 nt G OCUOno 0 

70luaotInt. conccntraticz on aovIz3 or ,. at g 
ob octc cacin oovo1 o rontoI fat tao, 

This factor appr~a Dos tho hwcrdc.D both c ae ei4ont 
an health corseotadD oven thou3h all cafot7 6ov.coo 
have been nctaJ3.o40 It concldorti the aatonal birj  

handled the QacMnec1 the toole o o4, the t3nlL 
p03 tLCi o and the possibility of aca&gouts 

DcSwoo J313+ ip Ofl 
to 	/c3.idonn 0? health hai arcs ncWJIb3.o 
2Q 	Aoetdont1e probab 1ity Ic vary yang 1cu3 ajo 1iO 

iflJ anLeu arc of minor fatoxoA o oath as Ct r s iono 
etato or bruioos a 
Uoolth hazards nc31iJLbio0 

30 	Pnobabimiity In vary loccD though the accident 
may csauco t io1O jifo + abi1Ityv nuc 	l.oct 
foots or~ashed hondD loss of f injorc etc0 
Uooltb taacacCi arc not o octod , 



4, Probabil$4l 	vor loo s  tbo h tho aceldont 

may o1 co L Io 1 o oabil ity'q s ach no co 

is'7 from fIy►tig parUU.c1ooq anf aod4ont with 

boa or Coco otc0 

Ouposuro to occupational 410008x0 

a0 C3tDoIiro to hceth h u3ardo q  t,hict c mot b3 

ccapovated ouch to ai.ot7 poicioxain6 through 13ao 
olio or oomo thtn3 U o that* 

G 

	

	ooiaro to acaidoxtt o' occupational dAcoaoo 

tech sty roc u l t In total &W abl tre 

To t,00uro to aeo2bdonto o  chub ni cauco Boats 
at tho opot . 

i.to fat appraLaed the ourroundi o or eorlt&ng  
con 	ox 1, art dox' tthieh the job must bo thmo , Do 
ooniiidration io also given to conditionc uith tho 

torituos thick d ti'b tho ph7oie or rttel 11-boln { 
at. olor provided thoco oloaonto are boyond the Cfl cj, 
of OWPIO700 o 

Doiroo 	Dcc $ p tioxi 

	

0 	Da tai office trorking eanditioncp Ia a room 
fitted A th tiGtitD  Can and tri good vontil of on 
OyotolA8 

	

so 	Ooh dicojrca „o factors prcont Mi offico 



# '2 a ', oondi.tion3 U'oh d z i rbo tho physicall 
or rnontcil roll-bait of tho o 1OyCO &iah eD 
poor vonti .atiofl4, unovon tomp)ratarco damy=vo 
eta, 

Boat shop eondition v small cloen,outs pleco„ 
!tiootzbly, incpocttco or supervisory ,jobs ) 
rogtArLnt3 ccns ,dtorablo time In the thop, torn 
tho empf oyoo 10 nubjoctcd. to hoat, eoldp damp damnoao~, 
fnea v duGt or steam etc. 

46,E 
 

Continsoao ozposLo to oOVarol dic rC ab3A 
of omonts or fectc o 3 onpocielly duty`, oily 
foi0y jobs . Almost continsacizo oUt oor opootro. 

tee 
 

PrQ1UOnt a1,)cZuro to OOvoro UOrking CvnditiGn1v 

ouch oa c oct ro to fc na©os or boiloro. 
+ O 

 
ContinLictzo oxposUr+O to sovero iorki.n condittrrno. 

i.3 ortertitaro& 
L11L 	-U 

.k o tci or 'ppcitioc the to rattan of ©urrotm3.nt 
or ph74ec~l. acaditiorn tdcr Leh the ,dot moot ho dcna0 

Pc3roo Uooiption 
$a 	tiorz it conditLono thorn Is only crs ten .or 

9cfa trkoro1 c 000lor or 	condItIcm .tp no 
hh eto r ate. 

RD 	(h tdoor dtatiocD C no tans or thoro ate'► cireul ctorc 
but 	aOe oto, +era thoro r.iicIi ocuaoo high  
r biont tc q orcturo. 



3o 1i toter a`G ro O rorx pl c~coo floor Nano f L'nAG3 

otea O thOIO arO oto&n otitloto ote0 
4D Vc r t,n4 ►rktzj eond&tiona0 

e 2AQt 	Its C32s 

bio tcc r opprciooc tho o ro=di to or pb rcioal 
ccxnditic3aatWor ehich tho Job to portortd tiith roopoat  
to tt p'oconoo of dlo roaa o 6lozonto 0 

0 	ncrr t Pht i Condit ano such a in o ou a 

to 

 
?hco So for tlottn on the fjoorp or old, 
Efl ar'ot o o Ciro thorn in tho of rr ndin a v 

Baloo and ttbr at ico oro thoro0 

o 	2ho operator to to put oil or r000 quito 
ofton cud moo cannot bo avoidod0 A lot of 
DOAD4 $0 th ro 0 

Tho OpOratar 10 UOU3 mentor or ovate oil oto,,, 
q &to l .fir .ly# ouch tø In oorvico station atco 
ho toll m opo atoro aro uadttbtov or tho 
oro vibrations eauoin docti'ort to the 
OporAtor 0 

4e0 Gloro or Darlm000 

to f ctor o.,praloou tho vioibtlity conttttionn 
of ome not of ador fah the job rivat bo done 



consideration is given to the pre$enae of any glare, 
spark, flaais or raving light or poor vlslbJaity. 

Degree D script ,w 
00 	i4oraej caudLtia s of visibility 
10, 	Sparks or intermittent light eta, or poor light 

erraDgements. 
3. C outinzaus glare,, flaws or dark irk place. 
4. *tr et~+►1 r int eased wring conditions. 
so 	Vary dark work pl acs . 



G iAP` 'L 	V 

a Y o imontut fl1 
.r„C 	 w.w~r~r.~.o.s 

Ao dcoib3d In dotoilo In tho4th chttor0 

`wculatLon of tho p10 4 a 't'ob Evcluut4ton plof'c 

tai ovolcpcd, Thio taw fzrnlatod c Cto? r orouo 
study of proves' li t dOOc , ob c ndiU OUs and tho oitozr. 
Mto' studying tho ovor, dopartiont of & toret Hoov,y 

4.c Ot. , oolC Ltd 0 0 and tho 	anc tionn I,tba follo,ixx 

000triovoro c of octod. for o tu47 n dotag.o 

2,0 fSon standard  ctcnderd zipDont3 obop0 

2o pOaa1 ,t1 ip= tc ohop 
30 &loots&co3 J /` WGc Ichining shop 0 

40 1!indin chop, 
so , or r b.y nbcp (.Wootriccil t ch o) o 
G o Rotor Garaejo. 

?,e Packing and Pa.n x uoctiozi0 

in each of thoDo 4prtrxnto D tho tophoru or  

all c roc moro o + fed to col oast tow o rat of thom~, 
the r rocont the cvorajo uorPzor an the Sob 4md In 'tti000 

colooticnc dop a teontc3 o oo .ntondontoa So citivo 
Inds ovo and Uorot n ate. voro eooaultod to leave 

no porn .bL,U.t at' o dy'inn ct nay►-rope ontat vo 	1Zor 

Tho t o ores oclootod toro not told0 that thor cro brit 
oboo tro&, 'boy tro hnot,2.aj ciily that few of th.orL co 

to bo obsorvedv that Io all. 



The study ao c iod in a c7ctoviatie mannor cfld 

`ollcAng Information v.o rathorod for each **r on 
tho job $- 

),a ' at ho is supp000d to do 
Sn '% at , 3 iO aet%L Lty doJ 	arr 

3° met ho ohould 

The first thingat ho io o u p000d to do°t 
vc Collected 4 ter interviowo Frith tho o orr~iot 
or Poremm of the otr1oyoo, the oriino acmQctod 

to th motion, and th3 ro c uittat Ocotio or to piont0 
The olo things that is expected out of bn 2.o toru3d 

as 04 ob roqu, rementC 4 

Then the job iore redly otudiod and the actoa 
wars iaj of the employee was r ocordod on the forma 
spoci4l7 designed for this purpose, The thCLO ` no 
wore litod up and condensed to dive the Job Dc soriptio e 
Thus a job des criptior form for a job containo the fair 
wort oxpeeto4 out of a employee,, and tho t Zv rich 
ho t4U be doing actually in tho ohOp 

"'hose dasription gore used to anutjoo the Jobo 
and to brorik up tho job roquircmonts into slcEontol 
roquiromonts o Each olcnout of the job ttao roc+ de8l 
of or in numerical values such as r pones' ii for 
aatori uX SRS € /4 o is the ,form or relat ive + 4. uce 
mich as noise level (i. , to r etc.). # ;th oionent ty 
tokca one by one, and that was ro ordod for all the 



oboe 	toad rocDrdlv3 tho job an a t ioio , for O p ,oD 
fatly tho o dacatio i. r I iroQou o for all tho job 
u O rot ordc d to b avo corroct and and p op or rol ativo 
dc3 oo $ ' hen th Hoot cUxnt w tot on ant  

Attar analroing tho jobs ro o~yal atoll In torte 
or do voo vc aca d #3iocQ tho factor ooa oo s oro roar to 
uao, tho approdmato dejroos wore s and to or ah 
oj.o onto]. rourciiento0 It rogm1ro4 a l of of Judoront 
and doatsion remit , and tho same precaution tyao to cones 
►o yobs c r o aua1 wato4 as tho btu or paticuar oca10 es 

firot a scale teas uoleatod and all tho S c1)3 3ro ratod  

with roopoot to thi.o ooao0 	tho 	ado tso 
takoo, and aU th jobo uoro ratod 400ordinC to thato 
Tht procedure vas ropoatod thrice fc' U the ccaic o,,. 
1?jnaUl three tiiaroo for rocs of oath olomont 'ro 
rocor4odv and these iro averaged to givo the t.rorajo 

Degree Yalooun iottgh %'ory at .. variation van oboorvad 
in tho •dotroo values for oat , oUp but b dotntj thO  

rating throo tic tho ehc000 of orror and oicj rjoocnt 
t,oro ro&ac de 

Tlh000 avorago dc3roo valwoa rare convc tad Into 
point volooa and atamt d tape to Siva #ho find point 
vatiaa for tho 1oba 	io ,3obo voro than OrranIJQd acoaminrj 

to fair point ocoroo d 	th a p v had tho final lint 
of o plo $obo according to t olp rctativo Ott , and 
It an to~und aatintcotory. 



CHAPTEU vx 

OTOD C'fUDII C 

Gal► Job 4na1y tos 

It iu defined as the process of dote nin 
by obb orvation and utQ4.7v and rcpOrting prtLX23flt  

.i fo~rr tion solat inj to tho nature of a cpoatfic Jobe 
it iu the 6etomirxaton of the tac 	 ,hieh da2prtco 

the job end the okiU. knotrl odj oD, abil2tioz 
roopaiuibUttiec required of the rbar f'br oucconcf*z3. 
pc fo aneo and utich difforontiato the Job from c C.l 
othoro 

Job aria,l7oitj not only' incZudos a complete study 

of the jobs but also includes an atalrsie of job 

conditjoiw or the onvirc3onts 	uhich the job &a 

porfornod0 Var the purpoco of porconril a&ctrictration .  
job facts are secured thr gh job nalyoia for ran' 
rooc em. Some of the more ip ortmt ones ar# 

I Q To provide facto for determining the rolatLvo 
c'tt of 3 obs ~„ Job Z,valuatt n ,. 

L To dotortdxo the job roqutrozicnts at3athot catch 
cnployce o portoruanoo may be !acux'od  

3 To dotormina rocuirotiontc x ecocry to fill 
jobs d Coleco Qn and Pl aeotr►ta 

4o To provido detailed inforrt$on abarat, that the 
tori~or is to do In orfortrz3 his Sob 	ranin0 

B To g'ovido ooaupratLanal facto noac3omy to the 
advioir j of t rhoA9 c, Vocational, Ccancol in3 o 



Ga To point oat dqoun cnd hacarous 	hint3 

conditions In order that roodi& atopo may ba 

takon .' &cfoty0 
1, To provide facts about job duties and 

rosponibiU.tio in oath area of oporation For 
bettor man cic nt, ompl+c `oo relzit2onships and 
organizational vtruoturo 0 

Bc To provide information on operation and 
procedures . Oporatiri nd procedures mv=al, 

9. To clarity ity li.ncs of responsibility and authority 

Elimination of ovorlappin duti000 
10 * To c. as city jobs into an n i out ' o,# admniotrativo 

professional or nun-.supervisory category for thQ 

prl4poso of doter riinin + 	,tions from r2nimuc► 
t O and overtinic pay reg uul atiasa Csnptianao  

with lc such as fair labour otandazdo etas 

Job analysis is one of the mO3 t inportont 

stops In installing a Sob evaluation proaramne, olneo 
this procedure nupplios the facts upon Meth the 
eva~1uation of the job is made* A company may not up 

an ozoc Uent organizational plan for i tc3,xing a 

job evaluation progra , it may select ant'! doc n its 
rating oystcm with the greatest cares it may eaSuro its 
j on by that syotom with the greatest o,ctitudo, and it 

may establish excellent policies of adiuin*tstration, 
control and maintenance of the progaraczo„ Uc rorrcg It 



the facto capon rhich the Jobs are .evaluated aro in 

error or ore ineornploto eli the oftort ti 3 and sonQy 

ripont in other phe000 of installation uUi be die aipai o4. 

rato ovol*aation or raouromcnt can b3 a+ iovad only 

if it to based on accurate and complete job facto, 

6,*2 Vothod for soour g ob facto $ 

Thorn are tip basic methods for ceci rjn job 

facts., the tntervio  and the quostionn ro. A third 
techniques  ac1uall3r a combination of the above tto l, 

19 called the qucstjonnairo and Lntervie method. The 

terviou rn3thod at conceived hero implies obzorvaticti 

or the portbrmanee on the job during the course of the 

intervie t„ The interview r method of scouring job data 

has achieved its popularity because of ito inherent 
dvantagoo a a to chnt%uo e 

1. It permits scouring of complete and aecurato 

Sob intormtiona 

2a It avoid the notosoity for cmplo e a to donoribo 

their work In tgritiny g  t,hich Is often very 

difficult for them to do 

3. It obviator employees hay iG to conplote 

quea tionnairo at home if the jobs do not provide 

facilities for torte of this naturoo 

Flo It enables the analyst to evaluate the tinportanco 
of the data and sift tho essential facts from the 



non-os sentialo circa ic8urato1y sinoe, he personally has 

abeerved and taihod about the 3 ob o 

a, It provides standard nomenclature at the time 

tho facts a re ooaurod and eliminator the 

lcibourio o irk of editing and standardizing the 

language and terminology of aarir empl os and 

sap or v is ors 

0¢ It provides an opportunity for the inter vieuo e 

to got first hand information about the job 

evaluation programme from S +r no one toll qua ifiod 
to give it, since the Interviewr often bogin r 

t th a preliminary dis cusoion about the programa 

during uhioh the Sntorvieuoo may onk ques dons 
about the things which ho does not understand,# 

6o3 $©lec:t1 of personnel for giving Job facts: 

Emp1 oyooz or eupervisoro or both supply the 

analy3to with his information, but tzoro coepantea 

use both ornployeea and supervisors than uco either 

cloy 

The practise of securing information from both 
czuplcocs on the job arid the suporvicoro of the job to 

to be highly r000mmendod since each servos to shoo the 
other as telll as to o u ,plomont 	sno,lod;3o of the 

other, In addition, this method prteridoo to oican  
participation, a very important thing in Inspiring 



oonfide* o in the c:orroctmeo or the facto upon which 

the j oba aro to be rated.. 1hcn oac i group 2o co oulto4 

and given an opportunity to express it solf Choir 
are Aoro ltb oly to foci that tho 1Db3 arO to bo rated 

on ocroot and ootleto facto. 
on the combined plan of both qzeotionnz4ro 

and tntorvioi,s has been oho50nD  ,u es tionnairoo s 	W 

a oeui'od from all a plo ce d lio vor g  one or tea of 

the bettor a loyos uou lly &houl.d be #ntorviotrd 

rather than all the ooployoc a on the Sob, 4ftor the 

data eke ot for a job has been ac pl otod9  all ncumbznto  
oho d be Giuon a Chance to a iprovo Ito 

It IS not +iitticui..t to decide'tiici ouporVIB 'dt 

shall iive intorntutio% u ace the imm3dlatoly tipervtoor 
of the job La cu1ly won. Lo may be rc cirod to 

chach v th hia dopartmontal; head betore he eortifioo 

hJz t2nl approval, but be acts on bla own n hoit in 
laxly c p #3nloc o 

i 



9AAL_ZEr1 VII 

1 I~V4_ DONS AND RESULTS* 

The to11owizg Jobs were studied at the Bharat 
heavy electricals. The details or these studies are 
given  on the toll owlog pages. 

1. .O .T. Operator 
2 Carpenter 

3. P:rzter  
4, . A►sem b1 y Fitter 
So Truck driver 
So Marker 
7. Black smith 

. Has merman  

go Forklift Operator 
100 Gas cutter 

U. Winder 
129 Aseesbier 

13. Connector and Brszar 
14, Shear Operator 
15. Pips Fitter 
16* Electrician 
1?.. I$røean  
18„ Cable jointer 
19, Wfrema 

. Electrical. Fitter, 



JOB ANALYSIS WORK SHEET 

1. Job Title Shear operator 

2. Job Dutie sShear operations 
3. Equipment or Tools 48+" Shear 

4. Formal Education required High School 
5. Time Required (i) To learn 1 months  

6. Knowledge of the job 
required. 

Deptt ..Service & 
T reetlon 

(ii)To become 6 months 
proficient 

7. Responsibility for 	Material 	Equipment 
R:s. 5O/ 	Rs .lfl 10 ►0/- 

Team Work 	Safety of others 

life long .loss 
8. Concentration 	Mental 	Visual 
9. Efforts 	 o' 	 deroble 5oniider bte weight requency Position. 

Heavy moderate standing 10. Working Conditions 	Atmosphere 	Temp. 	Noise level 
norm r . 	normal 	High 

Contacts 	Light 
Ott & Rrerse normal 

11, Hazards 	 Type 	Probability 
12. Le adershi 	 life time loss 9uite frequent 

p 	 Subordinates Type Location 
13. Additional Requirement if anyn1l. 



m 

JOB ANALYSIS WORK SHEET 

1. Job Title Pipe Pitter 

2. Job Duties Pipe Fitting 
3. Equipment or Tools Pipe F'itter's Jig. 

4. Formal Education Required 8th Class 
5. Time Required (i) To learn 1 year 

Deptt . service & 
Erection 

(ii)To become 2 years  
proficient 

6, Knowledge of the job 
required. 

7. Responsibility for 	Material 	Equipment 
1 t?11- 	250/.. 

Team Work 	Safely  of others 
ditficillty for oth rs. difficulty for obhers. 

Mental 	Visual 
norms . 	considerable 
Weight 	Frequency Position 
m.4dium Pddii* Bending 
Atmosphere 	Temp. 	Noise level 
Normal 	outdoor 	Medium 

Contacts 
Water & Paints 

11. Hazards 	 Type 
Light 12. Leadership 	 Subordinates 

nil. 
13. Additional Requirement if any 

Light 
Normal 
Probability 
small 

Type Loc et i on 

8. Concentration 

9. Efforts 

10. Working Conditions 



JOB ANALYSIS WORK SHEET 

1. Job Title Electr ci Deptt . 
antral 2. Job Duties ! aInto~ntn 

3. Equipment or Tools 
Si ple Hand tools 

4. Formal Education Required 

become 5. Time Required (i) To learn 	LB months 
(ii)proficient 3 rcm 

6.  Know le d ve of the job 
required. 

7.  Responsibility for Material 

so/l., 
Team work 

all 
8.  Concentration Mental 

9.  Efforts  

10.  Working Conditions At4"1e r3 

Equipment 

100/. 
Safety of others 

can cause death 
usual 

A wsb os it ion 

TOium 	Nftle 1 

normal 	normal 	low 
Contacts 	Light 

sticky tapes etc. 
11. Hazards 	- 	Type 	P,lity 

12. Leadership 	Can have t taidthofks 	le Location 

13. Additional Requirement if any Ail• 



SOB ANALYSIS WORK SHEET 

1. Job Title  Lineman 	 Deptt. Centralaintena- 
2. Job Duties 

	

	 flee . Wire titting(indoor 1k outdoor) . 
3. Equipment or Tools 

Light hend tools. 
4. Formal Education Required Int~rm~di&t© * 

5. Time Required (i) To learn 	 (ii)To become 1 	proficient  

6. Knowledge of the job 
required. 

7. Responsibility for 	Material equipment 
1oO/ . a/.. 
Team Work Safety of others 

Difiriculty for others. 	can cause death 
8. Concentration 	 Mental Visual 
9. Efforts 	 gr.4,t1it 'Ag71T'icy Position 

10. Working Conditions 	n~At~mosphere Temp. I"ois~ - ieve1 

normal 
Cont acts 

dirt-dust 
11. Hazards 	 Typo 

12. Leadership 	 1,z ' dinatss 

13. Additional Requirement if any nil• 

• outdoor 	low 
Light 

normal 
Probability 

ItPtt Location 



JOB ANALYSIS .WORK SHEET 

1. Job Title Cable Jointer 
2. Job Duties caie Joining 
3. Equipment or Tools cable joining jig. 
4. Formal Education Required High School 
5. Time Required (i) To learn 3 months 

6. Knowledge of the job 
requir-d. 

7. Responsibility for 	Material 
Soo/. 

Deptt. Central Maintenance 

(ii)To become 2 yea's 
.proficient 

Equiom nt 

Team Work 	Safety of others 
delays the work of others 	nil 

8. Concentration 	 r l 	Vi  

9. Efforts 
light t 	Fre ua y Fos 	n~ 

10. Working Conditions 	Atmosphere 	Temp . 	Noi 	leve I Good 	normalair 

Cont acts 
dust etc. 

11. Hazard s 	 Type 

12. Leadership 	 light, Subordin to s 
13. Additional Requirement if any y 

Light 
Normal. 

Probability 
small 
Type Loc at i on 

Special Training sponsored by Cable Manufacturer 

for all typos of cables such as H.?., L.fi.. , cables inclu 

ding Aluminium conductors. 



JOB ANALYSIS WORK SHEST 

1. Job Title Viri man beptt. • Central 
2. Job Duties Electrical repairs(ini or) 	Maintenance 
3. Equipment or Tools Light hand tools. 

4. Formal Education Required High School 

5. Time Required (i) To learn iS months  (ii4To become 3 months 
proficient 

6. Knowledge. of the Job 
requirRd. 

7.  Responsibility for Material. Equipment 
25O/• 100/- 

Ten Work Safety of others 

nil Isolated work 
8.  Concentration Mental Visual 
9.  Efforts Weig t Frequency Position 

light Fast stsndir g 
10.  Working Conditions Atmosphere Temp.. Vise 1'avel 

normal normal 1+ 

Contacts Light 
sticky tops normal 

11.  Hazards Type Probability 
ight 12.. Leadership Sub  ordinates Types 	Location 

13. Additional Requirement if any 	nil.  

I.?.i. Certificate is required. 



JOB ANALYSIS WORK SHEET 

1. Job Title 81ectriedl Fitter 
Deptt.• Central 
Maintenance 2. Job Duties Rep8r1rig of eteetricat machines 

3. Equipment or Tools Hand Too ,g 

4. Formal Education Required 

5. Time Required (i) To learn 18 months 

6. Knowledge of the job 
requir. cd. 

(ii)To become 
. proficient 33 sontho 

7. Responsibility for 

8. . Concentration 

9. Efforts 

10, Working Conditions 

Material 

Team Work 
stopcge of line 
process. 

Equipme nt 
250/. 

Safety of others 
acciderfls possible 

Mental 	Visual 
eor~sider oble 	Considerable 
Weight 	Fe uency 	Position 
sodium  mefliurn  sitting 

Atmosphere 	Temp. 	Noise level 
normal 	above nrn' al 	high 

Contacts 	Light 
oil. grease dust. 	normal 

11. Hazards 	 Type 	Probability 

12, Leadership 	 s ~ bor'dinates Type Location 

13. Additional Requirement if any t 

Z.'!.!. Certificate is desired. 



JOB ANALYSIS WORK SHEET 

1. Job Title Mechanieal Fitter 

2. Job Duties Mec1Cn1c$1 jobs. 
3. Equipment or Tools Medlin hand toots. 

4. Formal Education Required i gh School 

5, Time Required (i) To le ark ye2rg 

Deptt . 	4iEi. Egtaipment 
shop. 

(ii)To become 
proficient 

5 years 
6. Knowledge of the job 

required. 

7. Responsibility for 	Material 	Equipment 

	

503/_ 	so/- 
Foll owing prone Work  9 atfecta, :tya 1 others 

Mental 	Visual 
considerable 	considerab]I 

e i ht 	b e9~ueney Pccrit n lix 

Atmo phe re 	Tem . 	Nois . 1 ve 1 
aorta a : 	move nporme 	ign 

8. Concentration 

9. Efforts 

10. Working Conditions 

Contacts 	Li 
oils, dust etc •  

11. Hazards 	11 , 1oTvUalor} 	Pr 8 1ity 

12. Leadership 	 S4bortdi .ates 	Type Location 

13. Additional Requirement if any nil. 



JOB ANALYSIS WORK SHEET 

1. Job Title Trieh Drive? 

2. Job Duties -v ,, ak dtiving1 

3. Equipment or Tools 

4. Formal Education Required 

5. Time Required (i) To learn 

Deptt .. Proot GmeAt 

High School 

6 Mont 1s (ii)To become i Ya nr 
proficient 

6.  Knowledge of the job 
required. 

7.  Responsibility for Material Equipment 
nU.  

Team Work Safety  of of e 
Difficulty for othors. 	aCA c©usa 	• 

8.  Concentration Mental Vis erogle COns' nortnat 
9.  Efforts Weight Freq e cy 

s ' 
Psos~ 

light 
10.  Working Conditions Atmosphere Temp. Noise level 

be tow normal 	cbOv's high 
normal 

Contacts Light 
of t k g 	ass normal 

11. Hazards 	 Type 	Probability 
life long loss 	medium 

12. Leadership 	 Subordinates 	Type Location 
about 3 

13. Additional Requirement_ if any 

Must have valid 4?i4U lteC'lce • 



JOB ANALYSIS WORK SHEET 

1. Job Title Marker 
Deptt. pabyic,atiozi 

2.. Job Duties 	dtkt the palter & angles etc. 
3.. Equipment` or Tools 

'rntectors dividers otc. 
4. Formal Education Required Gass 8  

5.. Time Required (i) To learn 	 (ii)To become 
1 y$ 	proficient 3 ye ~̀ r 

6.. 	Know le d :e 	of the 	Job 
required.. 

7. Responsibility for Material 

Team Work 
Costly following operntions. 

8. Concentration Mental 
9. Efforts  %r bte 

nil. 10.. Working Conditions Atmosphere 
no 	al 

E quipme nt-. 

Safety. of others 
nil 

Visual 

Frequency Position 
all sitting. 

Temp.. Noise level 
normal. high 

Contacts 	Light 

dust -dirt. 	normal 
11.. Hazards 	 Type 	Probability 
12. Leadership 	 Sordinates 

	
Type Loc eti'on 

13. Additional Requirement if any nil 

nit. 



JOB ANALYSIS WORK SHEET 

1. Job Title 
13l8ek smith 	 Deptt . 

2.. Job Duties 	 ?abric tttOf  10 revonve the rolling defects,  
3. Equipment or Tools 

Ggn'rat Smith ► toots. 
4. % Formal Education Required 

5.. Time Required (i) To learn 	 (ii)To become 
1 y€ ur 	proficient 	years 

6. Knowledge of the job 
requirod. 

7. Responsibility for 	Material 
	

Equipment 

nil 
Team Work 
	Safety of others 

Difiicjztty for at Ors. Djtficutt for oth,3's. 
8. Concentration 	Mental 

	
Visual 

9. Efforts 	 Frfq=+iby Position 

10. Working Conditions 	1pqyhere 	Te*. +gh 	I 	Tpl iAve 1 

Below A arm al Al eve 	High 
Contacts 	Light 

water,00ot etc. 	nOrsflBt 
11. Hazards 	 Type 	Probability 

12. Leadership 	 Ziinat3s 	Ty#ftllLoc at ion 

13. Additional Requirement if any abOUt 3 

nil. 



JOB ANALYSIS WORK SHEET 

1. Job Title H 	r mn  Deptt. Fabrication 
2. Job Duties 

	

	 ( ~.'S•".'~ 
}Inme ring 

3. Equipment or Tools Homer, Cdr things. 

4. Formal Education Required 
nil 

S. Time Required (i) To learn 	 (ii)To become 
3 month$• 	proficient 

6.  Knowledge of the job 
requir?d.. 

7.  Responsibility for Material Equipment 
1-"?3/- nil 

Team Work Safety of others 

nil nil 
8.  Concentration Mental Visual 

9.  Efforts W&PPmal Fry Position 

10 c Working Conditions Ahe re Tern` ~. Rdi 	9eve 1 

	

normct 	normal 
Cont acts 	Light 

	

dust.. dirt. 	normal 
11. Hazards 	 Type 	Probability 

12. Leadership 	 1i3 ordinates 	Tq l Location 

13. Additional Requirement if any nil 

nil. 



JOB ANALYSIS WORK SHEET 

1. Job Title. pork lift Driver Deptt . 
Procurement 

2. Job Duties 
3a Equipment oT~ocTf ate the 

fork lf.fter-M-S-60 
Fork Lift. 

4. Formal Education Required clogs 6 
5+ Time Required (i) To learn 

6 	Knowledge of the job 
requir-d. 

(i1)To become , 
6 months 	proficient 

7. Responsibility for 	Material 

nil 
Team Work 

Diffical,ty for others. 
8. Concentration 	Mental 

9. Efforts 	 c nA_IP$ bl' 

10. Working Conditions 	Atn4Mere 

normal 

Cont acts 

oil & dust 
11. Hazards 	 Type 

12. Leadership 	 UU+ 	dinates 
13. Additional Requirement if any 	

9' ~ollt 3 

Equipment 
Rs. 111/w 
Safety of others 
can cruse iemth. 

Visual 
'p~gqt4 'gpye'1~osition 

ttig 
Temp.. 	toise level 

above normal normal 

Light 

normal 
Probability 

Loc at ion 

He must know the IundErnentals of euthrnnobil'►s 9nd 

about simple r pairs which ?a cur frequ ntly. 



JOB ANALYSIS WORK SHEET 

1. Job Title crags c ztter 

2. Job Duties Cutting tte angles & plates. 
3. Equipment or Tools Gas cutting jig. 

4. Formal Education Required Class C. 

5. Time Required (i) To learn l year 

6. Knowledge of the job 
required. 

(ii)To become 
proficient 4 years 

Deptt . Fabrication 

7.  Responsibility for Material 

Team Work 
Responsible for Intine process 

8.  Concentration Mental 

9.  Efforts W i 
ilAt 10.  Working Conditions Atmosphere 

below normal. 
Cont acts 

dust,dir' tc . 
11.  Hazards Type 

12.  Leadership g `s  	!sates 

13.  Additional Requirement if a!i 	t 2. 

Equipment 

S afety of others 
ecci+ enta~: possiblo. 
Visual 

Fr(F 	rst sition 
small 	sitting 

Temp. 	Noise level 

above 	high 

Light 
Very bad conditions. 
Probability 
miia ype Location 

nit. 



JOB ANALYSIS WORK SHEET 

1. Job Title winder 

2. Job Duties placing  & adjusting of coils - 
3. Equipment or Tools no special tools. 
4. Formal Education Required 

5. Time Required (i) To learn 1 year  

Deptt .: Winding 
(Slectriaal Macbines) 

(ii)To become 
proficient 3 Years 

6.  Knowledge of the job 
required. 

7.  Responsibility for Material 

3/i. 
Team Work 

Responsible for whole tom • 
8.  Concentration Mental 

90 Efforts Weight 
ti ht 10. Working Conditions Atmosphere 

normal 
Contacts 

not bad 
11. Hazards 	 Type 

12. Leadership 	 Subordinates 

13. Additional Requirement if anybout 4  

Equipment 1o40/- 

Safety of others 
all 

Visual 

Frequency Position 

	

high 	comp .ex 
Temp. 	Noise level 

	

normal 	low 

Light 
good 

Probability 

Type Location 

He is required to study , the drawings and to talk wii 

the Rwsian Experts, if there is found any thing wrong during 

testing. So he must be we fl versed with Russian language. 



J B ANALYSIS WORK SHEET 

1. Job Title Assembler 
Deptt. assembly 2. Job Duties 

main assemblyy, checking A 	(Electrical machines) 3. Equipment oit1 	over for inspection. 
4. Formal Education Required 

 
General 

  purpose head tools. 
5.. Time Required (i) To learn intermediate. ~ 	(ii)To become 

proficient 6 years. 
6. Knowledge of the job 

required. 

7. Responsibility for 	Material 	Equipment 

G. Concenttation 
9. Effort s 

10. Working Condit ions 

5000/. 
Team Work 

Slight ly 
Me difficult 

c s" he re 
norm e1 

Safety of others 
nit 

Visual 

Pre 	9r 	it ion 

Temp.1 	standing. 
 sei Tevel 

normal 	low 

Contacts 

11. Hazards 	 not bad Type 
12. Leadership S'.2ts1-*'dinates 
13. Additional Requirement if any about 8 

Light 
good 
Probability 

Location 

He must know all about each part, its importance, 
Function end adjustments if any. 



JOB ANALYSIS WORK SHEET 

Deptt. winding 
2. Job Duties 	 Oleatrical MaeInes) Braun of Cons actors etc. 
3. Equipment or Tools 

Special Machine. 	 ti 
4. Formal Education Required 	Class Sth`  

S. Time Required (1) To learn 	 (ii)To become 
4  months• 	proficient 1  7e 

6.  Knowledge of the job 
requirgd. 

7.  Responsibility for Material Equipment 

Team Work Safety of others 

Following opera<tion, is nil.. 
S. Concentration 	Costly.  Mental Visual 

9.  Efforts Fre10-ra* Position 

10.  Atmosphere small poise Tavel Working Conditions Temp. 

good normal tow 
Contacts . Li,ght 

Borase etc. good 
11.  Hazards Type Probability 

12.  Leadership Subordinates Ty 	t Location 

13.  Additional Requirement if any 	nil 

nil. 

1. Job Title Connector & Srazer 



JOB ANALYSIS WORK .SHE ;T 

•  1 	B •I.T. operator Job Title   
Dep'tt. Motor Production 

2. Job Duties Crewe operations. 

3. Equipment or Tools Crane 

4. Formal F-ducatiori Required High School 

5. Tine Required (i) To learn 1  Year 	Ui)To become 	P,  'ore  
proficient 

6.  Knowledge of the job 
r e quii,P c3- 

7.  Responsibility for Material Equipment 
all nil 

Team Work Safety of others 
nil can cause death. 

8.  Concentration Mental Visual 
normal considerable 

9.  Efforts Weight Frequency 	Position 
light small 	sitting 

10.  Working Conditions Atmosphere Temp. 	Noise level 
normal normal 	hU h 

Contacts 	Light 
Oil 4 gre ase. good 

11. Hazards 	nil 	Type 	Probability 

12. Leadership 	 Subordinates 	Type Location 
nil. 

13. Additional Requirement if any nil. 



OB ANALYSIS WORK SHEET 

1. Job Title Center 

2. Job Duties Packing of wood Cases. 
3. Equipment or Tools Carpentary to' is 
4. Formal Education Required i.r.I. 
5. Time Required (i) To learn 	I. year 

6. Knowledge of the job 
required. 

Dept. 	Peeking A Pantir4 

(ii)To become 	3 ye ,grs 
proficient 

7. Responsibility for 	Material 	Equipment 
500/- 	 nil 

Team Work 	Safety of others 
ditticulty for others 	nil. 

8L Concentration 	 Mental 	Visual 
little 	normal 9. Efforts 	 Weight 	Frequency Position 
medium 	high 	Complex 

10..-Working Conditions 	Atmosphere 	Temp. 	Noise level 
good 	normal 	high 

C ont a~ b s 	Light 
not baf1. normal 

11. Hazards 	 Type 	Probability 
12. Leadership 	 Subordinates 	Type Location 
13. Additional Requirement if anyabout 3. 

nil. 



artment Non Stondard a4pment Shop Standard Code 

Standard Title.. 

tion 	Emkbri tj. 	Plant Title 

e___________  2 •~ .; 

mary Unction,,  

is & Equipment 

rce of Supervision -- 

ection Exercised 

king Procedure 

1. He is to do the hime ring for blcok-smith 
2. He is ,required to do hammering during assembly. 
3. Elongates the start in lensrth pieces end rods etc. 
4. Required for peening a"ter welding. 



XOB_ UV,SCRIPTLONT~RM 

artinent 	•j, 	
Standard Code 

Divi8idn. 	 Standard Title 

tion 	 ,` Plant Title 
I— tter ssembly) 

m ar y 	.ncti. off.------ 3 	' j br 	items. 

is&Equ.ipmn~ 
atio too ,s. 

rce of SUpervisioh• 

ection Exercised _ 

king Procedure 

I. Must be able to study tnd understand the shop drawings. 
2. Must be convers nt with the various shop tools & atlas. 
3. Must be able to manufacture the structures or parts as 

made out in drawings, with the help of others in the shop, 
such as welders & cutters etc, 

4. Shoild know the standard methois empinyed in shops. 
5. Shot d be able to direct and instruct the helpers to take 

efficient use of them. 
6. Should be able to work independently. 



El 

LOB DESCRIPTION__FQRM 

rtment Special Eguipment hhop-_ 	Standard Code_ 

Division Pic eUreffl4 Ut 	 Standard. Title r ►•s.rn,.~• t.T.. gh) 

;ion 	. _ ~. .r 	Plant Title .Dri p r ( r ick)r----- 

nary T.inction o c~ 	_nnfis3t 	he raw materials to the section. 

Ls & Equipment Trwck_ar tractor An. _g .r ole Hand Tools. 

rce of Supervision 

?ction Exercised 

king Procedure 

.. He receives the indents from planning ce l, and goes to 
sores or yard to collect the materials. 

2. Directs the hel ers to load materials in th,i best manner. 
3. Drives truck t' the shop. 
4. He must be constantly alert for the s rfety of others 

on the road and inside the plant, 
5. Controls the various levers A raga%cis the speed etc. 
8. Should have obtained 



Loft DESCRTpT qn? 	RI 

Department 	
ate 	Standard Code 

Sub Division 	 Standard Title  . 	 , 

Section.. 	P 1ant Title 
_' 	

-______
sa 	tin 	 Tdax er  

Date 
6.2.88 

Primary Function 

Tools &Equipment-
bate, ape, vtier,ec. Cord & chalk powder. 

Squrce of Supervision 

Direction Exercised.  

working Procedure 

1. Receives the roago: sketche from the oherge m . 
^. Do the marking with the help of charge-man or helper 

with the tight chord coated with chalk powder. 
3. Then do the marking with center punch. 
4. Check up the size etc. after gas cutting. 
5. makes the required angles on plate with the help of 

compcss or dividers. 
6, $ho§zld be able to enders` and the drawings, should be knowning 

standard coventions of drawings. 
7. Must be able to reproduce thedrewinf, properly over the 

platen etc. etonr with allowances etc 
8. Shoitd be ate to do the marking iniepeniently. 

Inherent work regezirementa 
Any other detail - He may be regl.zired to do some other work, 

after marking, along with the re fit of the gong. 



IOB DESCRIPTIOTT.. FORM 

Department 	 t 	Standard Code 

Sub Division 	..; 	 Standard Title 

Section 	_-. Fabrication 	Plant Title 	B1ack-Smith 

Primary Function________________________ 

Tools & Equipment_  General Type B1ack-°inith  Tool. 

Squrce of Supervision 

Direction Exercised 

Working Procedure 
I. ' o do local, he at trsotment of small parts. 
2. ADO the strcightaninp work of long strips or 

rocs which are cut out. 
3. Removes the roltin, defects of role ' plates. 
4. Must be well conversant with the shop operations 

such as drewin', bendin',t1attering.I  upssettiac etc. 
3. Shoui'I be able to sine machine q such rs steam or air 

her 
6. Shoo .d be able to take preccutions to sr vv htmse It 

and otho rs in the shop. 

Any other d -3tail- C*.l.led general:y for pott,i jobs. 



SOB DESCRIPTION FORM 

Standard Code 

• Sub Division _~ F,~ Standard Title 

Section 	Plant Title 
Fork J..tttr ►posetor 

Date 

Primary .i.nction b e 	nn o ork» Zi `ter. 

Tools & Equipment 
Fork ifter,gi Mral purpose hand tools. 

Squrce of Supervision 

Direction Exercised 

Working Procedure 

1. Dri too s the fork.-lifter, 
2. PLacos tho 	vy Londe to be lifted at suitable places 

end ad just g them for scfe c errying- 3. L ,fts the fork with the to .d. 
4.' 1Jse of controls, to have smooth A o propri ate 

movement of fork end as}Bale. 
5. Controls the f+irl-11Ptnr,t ctsjng acre for the safety of 

others en9 the lord its-ir, 



XOB DESCRIPTION FOR, 

Department 	 Standard Code 

Sub Divisio y Nod t d 	R jp. 	Standard Title 

Section 	br1entfnn _ Plant Title 

Date 

Primary FZnction 	Gaa Gut jji  

Tools & Equipment 

Squrce of Supervision 

Direction Exercised 

Working Procedure 

1. Must be Veli conversant with c~xttinR operstiins,over 
odd profiles. 

2. Must k iow the fneti ons arid ad justments of all 
controls in the cylinder and g'In. 

3. Must be able to cut common materials inthe shop. 
4. Must know the consequences of Pvv4 inhaling and 

shoualdbe able to take prover slfety preeohtions, to 
save ethers in the shop. 

5. Should be able cut along st. lines,cirles etc. 6. Sho,ild have passed the qualitving examinations. 



XQB D-SGRIF?T~ 	rRM 
n 

Dep artment 	Standard • Cbde_ 

Sttb Divisioh 	pl 	_ Standard Title  

Plant Title  

Date 	2~,6 

Primary i1 ction ,,,gh r_no i'ah 

Tools & Equipment ' Han$ Zara Sca r s s g au -es etc. 

qurce of Supervision 

Direction Exercised 

Working Procedure  

L. Must know about all controls ! tevess of the machine. 
2. Should know the operation on two or three different types 

of shear machines. 
3. Should regulate and ontrol the speed of mac bii fo safe 

efficient working conditions. 
4. Should know the proper clearance and ad justments b out pIn e s 

of various naterials, van.. )us sizes and different thickness. 
5. Should be quite careful for safety of himself r others. 
6. Should have good eyesight for doing accurate I precise y end fine 

cutting with the machine. 
7. Should know about general ma .ntonanco of machine. 



QB DESCRIP TI 

Department 	 Standard Code 

Sub Division 	 Standard Title 

Plant Title 	 _._. 

Date 	, ► ra 
. 

Primary Rinction 

Tools & Equipment sanu pp ienãjng mtce. 

Squrce of Supervision 

Direction Exercised 

1. Must be able to understand drewtngs, + d
Working Procedure 

1. Must be able to uderstcn4 drrwinas, and should know 
standard drawing conventions. 

2. Should be able to decide the distribution of the work 
to the workers in the gong. 

3. Should be a )le to work of .  pipe fittingg etc. at the high 
altitudos, while usinr; safety bott4s. 

4. Must know tho operations of pipe bending mcchinos. 

3. Should know gas cutting. 

6. Should be well. convorsadt with development of all types 
of. shapes. 

7. Should be perfect on bendb operations such an filing, 
sawing etc. 



LOB DESCRIPTION FORM 

Department 	 is a t and and Code 

Sub Division. 	 Standard Title 

Suction 	 lsnt Title 	jia. jo -nt .r. 

Date. 	S 	`? 8-- 
.._... 

?.rimary Fanction.. ~., 	E--• n 	,- 

• Tools & Equipment 	 w 

Squrce of Supervision. 

Direction Exercised 

Working Procedure 

1• Must be in a position to Pottow tho drawings of the eloctrico1 
line work cnd must be able to uxidort a 	the work independents 

2. Must undo rstend clearly the functions and importance of c cab 
element in than line work, should know the import once of each 
typo of cable in the .inework. 

3. Must be ..sak i l if ul end ---s a ty. . 
4. Must be knowing the methods of testing the cabtcs, End 

should know the vario-.xs method% adopted for different types 
sizes of cables anM cables for various ratings. 

5. Should maintain suffic nt amount of spares, tools, raw 
materials, and should always keep these thins 
ready for use. 

6. Should always try to minimise electricity failure 
hours. 



XOB DESCRIPTIONRM 

Department  Central i-at ence ;leetr cajStandand Code 

Sub Division 	 Standard Title 

Section  C14ct.Rop _ rs 'Shop  „ Plant Title  

Date.  

Primary Function 

Tools & Equipment 

Squrce of Supervision 

Direction Exercised 

Working Procedure 

. Mist Must be in position to understand the drawings of the electri. 
cal wire work(indoor) and must be able to finish the work 
independently. 

2. Must always follow the basic eloctricity acts and rules during 
wiring for houses & ,Industries. 

3. Must have lip cdership, and must know the individuals capacity 
and interest in the gang. 

4. Must have fundmontal knowledge such as the amount of current 
drawn by different electrical. mechinos and applicances. 

S. Must know eloc,rical fi'e fighting & first aid 
6. Must know the working on live Lines. 
7. Must be kno ring the general aarpendery work etc. and should 

masonary work also. 
8. Should know the wiring for powar,domostic,geni ral and light-

ing work. Also know the speci l features for nultistod d 
bui .dings. 

9. Should device economicr.1 and so Par mitbods of giving tempor-
ary electrical. connections for the working of lights and 
mcchjnes for smell duration. 



LOB DESCRIPTION FORM 

Department 	 — 	Standard Code 
central 148Lnten5nce . Electrical 

Sub Division  Standard Title 

Section 	plant Title 

Date___________________________ 
aleat.fcpstr Shop 	 ne~srt 

22.2.68 
Primary Function 

Lino establishment  c msintenanca (outdoor) . 
Tools & Equipment 

Squrce of Supervision 

Direction Exercised 

Working Procedure ,,,_  

3..Must be in a psition to fallow the drawings of the oloctricsl Line 
work and must be able tflthe  undertake ~,~ct~ on importance 

the 
import€~nc~c o~`ee ach

.
alamgnt in 

2. t gust uncle rst td cis an y 
the instntlntion or lino work. 

3. Should have to ado -ship , and must be knowing the ind tual' s Cap scity 
in his gong. 4.Must be sprays alert and ssfoty• 5.$hould alVays imp ement basic electricity sets and regalntins during 
his entire work. 5.Must know the e'i eot ic8l fire fighting and first aid. 

?.bust be quite ta~.igh to    work himself trsstrs4 
at 

heUhts~ ch as distribution P
o t anmision towers 

S.Sh,ould be :blO to take up both construeti° and maintenance pork 
of the lines. 

9. 'lust be eble to apscit~ 	 ra require space, har~sre,too .s, and 
r mstertsl for construtio LO.Shoald be in position to dirnet blacksmith to make electrical 
hardware fixtures. 



OB DESCRIPTION__FgRR 
Central Maintenance 

Department 	 _ 	Standard Code 

S lectric al 

Sub Division 	 Standard Title 

S.lectrical. Repair Shop 	 f' ectric:•t Fitter 
Section 	_ 	,,,,_, Plant Title 

22.".68 
Date____'_  

To make parts for electrical thinc;s. 
Primary Function 

Mechanical as woU as 1 tcctrical Hand tools. 
Tools & Equipment 

Squrce of Supervision 

Direction Exercised  

Working Pic Eit Un,d, 	 a we fl as Mechanic a . drawings, and should be able to understand sty,;nrd conventions governing there drewin;s. 

2. Must know the eptcitying of vari-,us hardware,inau gtI,ng material eat Ol ctrlcal eecessorjos. 
3. Should be highly skilled, to maintain the req'iired accuracy, 

precidon and qi*s14ty of the work. 
4. Should be able to direct machinists to get work done for small, parts. 
S. Should always follow basic electricity acts and regulations during his work. 
6. Must be able to gi a first aid, 8n4 should know ,eLecTM-ricaL tire fighting. 
7. Must be in position tb fix and test the electrical a °cass-ories and *panels. 
8. Shoupi have general kno , ledge of using portable power tools, and brazing soldering etc.  



XOB DESCRIPT  FORD 

Department 	 _ _ "Standard Code.- 
Central Maintenance 

Sub Division _  	 Standard Title 
Electrical  

Section_________ 	 ,,~ Plant Title 
Uioctrical Repair Shop - 	 &leet°rieian 

Date 

Primary Eii.nction , 
Construation and repairs of 'lec"rical Equip ents 

Tools & Equipment 
General purpose hand too:Ls, portable electrical hand to 

Squrce of Supervision 

Direction Exercised  - 

Working Procedure _,  

1« Must be able to follow the drawings and must understEnd the works. 
in of the machines, b-x must be able to finish the job independently 
as per instructions. 

2 Must have the clear idea of importance of each element in any 
sort of electrical network. 

3. Must bo In a position t a spot out any dangerous points, which 
require much dire during zipairs and working. 

4. Must be highly resourceful, and safety 
8. Must always implement the basic electricity acts and rules 

during his entire work. 
6. Should be hewing fighting electrical fires, and fund=ents of 

first aid. 
T. Should be tough enough to work at heights or places such as 

tower crane, K ercneh etc. or PAWWN xx ew iwr arz c 
8. Must be in a position to take up the 

a) Running maintenance 
b) Proventive maintenance 	 - 
a) Capital Repairs etc. as p"r schedules. 

9. Should intimate tho authort is for the requirements such as 

	

. E e es, ~tools.,_raw,materials etc. 	 . 	_ 	.. 	. - 



Department Motor Production 	 Standard Code 

Sub Division 	 Standard Title 

Section packing _P.cS.nti!g 	Plant Title 

Date__ - 

Primary Function f .ana prnt1ort. r 

Tools & Equipment 	1,~,_ 

Source of Supervision 

Direction Exercised 

Working Procedure 

3.. Mast be Conversnnt with the various control levers. 
2. Must be able to control speed and movement of the crone 

to have safe efficient, smrnoth working. 
3. Should be able to do routine cleaning & oiling etc. 
4. Shoull be able to det rot type of detect In case of, brnakdown oto be 

reported to maintenance crew. 
8. Must be constehtly on the alert watching floor operations 

and workman cal should take safety precautions to prevent 
fn jibing man. 

6. Must maintain his Log-book. 
7. Must know th correct capacity of each hotst(in case of two) 
8. Instructs the workers to put the b nk at the best place. 



X0B DESCRI TIO FORM 

Department 	 Standard Code 

Sub Division 	 Standard Title 

Set ion,PB   	Plant Title j  

Date 

Primary Function 	 cases 

Tools & Equipment 	 a r7  tool. 

Squrce of Supervision 

Direction Exercised 

Working Procedure 

1. Must be able to study dr wings to iaske necking accordingly. 
2. Must be able to distil wish between various types of woods. 
3. Must be able tow understcnd a particular type of joint by 

nerve, end should be able to make a such joint. 
4. Should be &,)le to use var1oiis earpentory toots. 
5. Should knc the various atjistments in the tools and 

their sharpening etc. 
6. Should be able to use earpentery machines. 
7. Should be able to furnish the shop, when required. 



LOB DFSCRIPTIONT FUR, . 

Department 	 Standard Code 

Sub 	 Standard Title 

Seotio~__ r + ►  - es _____ Plant Title 	terg.. . ~. 

Date 

Primary ainction 

Tools & Equipment 
9  . 

Squrce of Supervision 

Direction Exercised 	_  

working Procedure 

1. Must be able to prepare anti mix the pints to obtain 
required type of paint. 

2. Lust be a Ie to prepare surfaces before painting. 
3. Should know the consequences of painting wrong type 

of p aintove r not props rly prepare ,' surfaces. 
4. Must be able to do spray painting. 
6. Should be able to t rite name and cddre'sse s etc. 

with or without th9 use of stencils.. 
8« Should be knowing the harmful effects of fumes and should 

know the proper prectustions. 
7. Should. be a is to read ': write to maintain the proper 

records of the. paints issued used. 



ZOB DE$CRIPTIQLJDRM 

Department 	 Standard Code... 

Sub Divisio 	 Standard Title 
aecure r 

Section 	 Plant Title  
tinder 

Date .~~....1w e.68 	__. 

Primary Finctior 
& etora. 

Tools & Equipment 	 too ist end few special purposes for 

Source of Supervision 

Direction Exercised 

Working Procedure 

I. Fix the stator in the winding mecMno. 
2. Fix the rind; for winding purpose . 
3. Put the c'ils in the furnace. 
4. Check the colts for proper mnount of heating. 
S. Place the coil Into slot. 
6. The +roils are placed according, to the drawings. 
7 x supplied to him by the toel•nolcagy deportment. 7. The slots will be wedged. 
8. Thh gaps are era lusted to have equal sp aeinp s. 9. ' he extra post or the coils is to be rnm-)ved (tor rotors only) 
1f).Thn tngtine is done in his far-senco. 
1I•He is to d.tnct the d€~f©ct, if Pound in testing. 

a 



!QB DFSCRIP TI ON ] pPU 

Department 	1we~,ri rr nl M/p 	j, 	Standard Code_ 

Sub DivisiOn....'Gt6F 	 Standard Title 	______ 

Section 	 ,r , Plant mite 

D ate 

Primary Function smbrt tor parts. 

Tools & Equipmeht 
Ji kai prpos hantooiø. 

SquPce of Supervision 	 _,_ 

Direction Exercised 

Working Procedure 

1. Read the drawing; AC 2ectnoLogy of the machine. 
2. Preparation for assembly of the motor. 
3. Check whether each part is inspected or not. 
4. ActuaL assemly with the hel.p or other too. 
5. Handing over the machine to inspection personnels. 
6. Checking the machine after inspection. 
7 Machine handed over to tksting department. 
8. Again checking after tc,~ting. 



1OB DESCRIP TNPDR,M 

1leatri,cal II/a Production Department 	_ 	 Standard Code 

Motors manufacturing Sub Division  	Standard Title _  

Section 	Winding 	 _„_ Plant Title  connector and_'Brazer 

Date 	1, 2.68 

Primary Fanction 

Tools & Equipment  Brazing & Soldo-ing n/cs, 

Squrce of Supervision  Foreman  widning directs him to work* 

Direction Exercised 

Working Procedure 
He must study the machine structure to so that can 

do the welding, soldering ovbrazing according to the required 
• no. of poles,. and no. of parallel paths. Re is to follow 

the Instructions given in the drawings. He will be present 
while inspection people conducts resistance test, if the 
resistance is unequal of the paths, the fault must be 
detected and removed, Thn resistance of all the parallel path 
she :ld not very.. by morn than 0.2%. 

Inherent work relutrementsa Do the seldt:r1nr; on various types 
of m/es,, 



JOB 	GRADING FORM 

1 5.2ffer S fl. Job Title S19 =Oe C or Threzór 
a 

Factors 	'Weight' 	Average' Points 'Average ' Points  
Degree 
3 	4 

` De&ree 
~0 0 

1.1 Education 8 

i.2 Training 5 
45 3 4S 

1.3 Experience 15 
1.4 Analytical 1 8 0 0 

Ability 8 
1.5 Mental 3 6 1 2 

skill 2 

1.6 Manual 3 6 1 2 
skill 2 

Responsi- 
bility for 5 15 7 

2.1 Material 5 

2.2 Tools 3c 3 0 7 
equipment 5 

3 15 0 2.3 Teamwork 5 
2.4 Safety of p 0 !~ 

others 5 

t? 0 0 .0 2.5 Sup 3 rvi s i,on 2 
0 0 0 0 2. e► Indepencience 2 

3.1 Physical 1 8 6 48 
Efforts 8 

3.2 Mental 3 0 0 
efforts 8 

1 8 1 B 4.1 Hazards 8 
4.2 Atmosthere 3 3 3 

4.3 Temperature 3 
1 3 1 3 

4.4 Contact or 1 3 4 12 
noise 3 1 3 0 0 

4.5 Glare-Dark 3 
1' 4 __~__ 153 T of a1 	100 



JOB GRADING FORM 

job Title  S.  s 

Factors 	`Weight. 
, 	r — 

Average 	-Points 
De iz rem_ 

~~ 

'Average 	' Points 
` De Free 	r 

1.13ducation 	8 4 32 
3 ~ 

1..2 Training 	5 3Q 305 is • 
1.3 Experience 	15 

3.67 55 
4 60 

1.4 Analytical 
Ability 	8 

2 16 
1.5 	Mental 

skill 	2 
2 1 

2 
~ 

1.6 	Manual 
skill 	2 

8 2 4 
Responsi-~ 
bility for 

2.1 	Material 	5 2.5 13 
2 10 

2.2 	Tools 1C 
equi~.me t 	5 .25 2 

5 
2.3 • Te am work 	5 3 is 

15 
2.4 	Safety of  

4 	oth-crs 	5 M 0 0 

2.5' 	Sup,rvision 	2 0 2 
2,4 	Independence 2 2, 4 

2 4 

3.1 Physical  
• Efforts  8 0 2 16 

() 
3.2 Montal 

efforts 	8 ~ 
2 

4.1 Hazards 	8 Q 1 g 
l 

4,2 Atmos h-re 	3  3 0 1 
4.3 Tomperature. 	3 3 
4.4 Cnnt act or 

noise 	3 3 
4.5 Glare-Dark 	3 
---- 

 

Tot 	i G A- Q 0 -- 

 lAf3 



JOB GRADING FORM 

Job Title S. s S. + n0 . 	 _._._ ..per. r, .. n° - l8- r • tT-~s p~~~ Q 
Factors 	Wight c Average' Points Average ' Points 

De 	e  

1.1 Fiduc at ion 8 3 4 32 

1.2 Training 5 5 25 5 25 

1.8 Experience 15 3+67 	V ' 	55 3.67 55 

1,4 Analytical 
Ability 8 2 ,8 2 16 

1.5 Mental 
skill 2 3 6 4 8 

1.6 Manual 
skill 2 4 8 2 4 

Responsi- 
blity for 

2;1 Material 5 1.5 7 0 
2: Tools & 

equipment 5 1 5 0 0 
2.3 Team work 5 1 5 0 0 
2.4; Safety of 5  25 

others 5 

2.5 Supervision 	2 2 0 0 

2.S Independence 	2 8 5 10 

3.1 Physic a1 
Efforts 8 2 16 1, 8 

3.2 Mental 
efforts 8 8 3 

4.1 Hazards 8 1 8 1 
4.2 ,Atmos here 3 4 12 3 

4.3 Temperature 3 6 1 3 
2 

4.4 Contact or 
noise 	- 3 3 g 3. 3 

4.5 Glare-Dark 3 ' Q 

Total 100 230 --'-23;x-----,-- 

a 



JOB GRADING FORM 

Job Title 	T S. S. 

Factors 	'Weight' Average' Points `Average ' Points 
-- _,___ ' Degree 	_ ' Degree 
1.1 Education 8 4 32 2 16 
1.2 Training 5 5 s 4 20 

1.3 Experience 15 3l6,~ 55 3.67 55 
1.4 Analytical 

Ability 8 2 2 16 
1.5 Mental 

ski 	ff. 2., 2 4 2 4 

1.6 Manual. 
sill.- 2 _ ,4; 	_ 	_ 	. _. 

~ 2 4.. 

Ee'sponsi- 
bility for 

• 2,1 • Material 5 1 5 0 0 

2.2 Tools & 
eqaip.ment 5 1 5 3 16 

2.3 Team work 5 5 2 10 

.2.4 Safety of 
oth rs 5 2 10 5 25 

2.5 Supervision  2 
0 0 fl 

, 2.i$ Independence 2 
3 6 2 4 

3.1 Physical 
Effort's 8 2 16 1 $ 

3.2 Mental 
efforts 8 8 2 16 

4.1 Hazards 8 8 2 
16 

4.2 Atmosthere 3 
5 15 3 9 4.3 Temperature 3 2, 

6 2 8 
4.4 Contact or 2 6 3 9 

noise 3 
4.5 Glare-Dark 3 1 3 3 

Total 100 233 231 



JOB GRADING FORM 

Job Title 	r S.  S. 

Factors 	Weight  Average' Points 'Average ' Points 
r 	r Degree T  Degree 

1.1 Education 	8 16 4 32  

1.2 Training 	5 2.5 13 4 23 

1.3- Experience- 	15 2 3± 45 

..1.4.,An alytical 	. 	- 
• Ability 	8 2 18 

l,5 Mental 
skill 	2 f 12 3  $ 

1.6 Manual 	- 
skill 	2 1 2 3 6 

• -Responsi- 
bility for 

2.1 Material 	5 4 20 8 

2.2 Tools & 
equipment 	5 3.5 12 3  

2.•3 Team work 	5 4 20 2 10 

2,4 Safety of 
otters 	5 2 10 5  .• 26  

2.5 Supervision 	2 3 6 0 0 

2. Independence 2 3 6 2 4 

3.1 Physical 

	

Efforts 	8 	 8 	1 	8  

	

3.2 Mental
•  efforts 	8 	2 	16 	16  

4.1., 	Hazards 8 3 24 2 16  

4.2 	Atmoslihere 3 4  12 3 8 

4,3 	Temperature 3 2 g 2 6 

4.4 	Contact or 
noise 3 4 12 3 9 

4.5 	Glare-Dark 3 © 1 3 
1a1 100 241 • 



JOB GR  ADZNG FORM 

Job Title 	r S. S. 

Factors Weight' Average Points 'Average ' Points 
_ Degree. ' Degree 

1.1 Education 8 1 8 5 40 

I.2,Training 5 5 25 5,,5 29 

1.3 Experience 15 4 60 3.67 6.5 

1.4 Analytical 
Ability 8 1 8 2 16 

1.5 Mental 
skill 2 g 3 6 

1.6 Manual 
skill 2 4 8 1 2 

Re sp ons.- 
bility for 

2.1 Material 5 2.5 13 2 10 

2.2 Tools & 
equipment '5 0 0 0.5 3 

2.3 Team work 5 10 0 0 
2.4 Safety of 

others 5 2 10 l• 3 

2.5 Supervision 2 
4 

0 2 1 

2.m Independence 2 2 1 2 
1 

3..1 Physical ~4 2 16 
Efforts 8 

3.2 Mental 
efforts 8 1 8 3 24 

4.1 Hazards 8 24 3 24 
4.2 Atmosphere 3 5 15 3 '~ 
4.3 Temperature 3 1 3 

2 .6 
4.4 Contact or 

noise 3 5 15 1 3 
4.5 Glare-Dark 3 0 

1 3 
Total 100 263 



a 

JOB GMADING F'4 M 

ob Title S. neetrie n S. ' ncR. t inert $n 

Factors 	`Weight t ' ' Average' Points 'Average ' Points 
Degree 	{ ' De re e 

1.1 Education 8 5 40 ` 40 

1.2 Training 5 . 28 5.5 

1.3 Experience 15 3.67 55 3,67 5 

1,4 Analytical 3 2 16 P:bi lity 8 
1.5 Mental 4 3 

skill 2 

1.6 Manual 
skill 2 

Responsi- 
bility for 16 1 2.1 Material 5 

2.2 Tools. & 
e quiorne nt 5 5 3 1 5 

2.3 Team work 5 0 ( 2 10 
2.4 Safety of 

5 
~~ 3 15 others 

2.5 Sup:rvision 2 3 6 3 6 

2. i Independence 2 4 0 1 2 

3.1 Physical 
&fforts 8 2 16 2 16 

3.2 Mental 
efforts 8 3 24 2 16 

4.1 Hazards 8 3 3 

4,2 Atmosphere 3 3 £ 6 

4.3 Temperature 3 1 3 2 3 

4.4 Contact or 
noise 3 

1 

4.5 Glare-Dark 3 0 0 0 0 
T o 	100 



JO 	GRADING FORK 

Job Title Cprpontor  S06 t#tndor 
-- . -- .. _ ,y _~-~.-- - - - 

Factors 	I Weight 4 	Average' Points 'Average Points 
ere, 	_.. _gre e 

1.1 Education 8 8 4 6 40  

1.2 Training 5 ., 2 ► 6 23 

1.3 Experience 15 

1.4 Analytical 3 32 2 16 
1.bility 8 

1.5 Mental 3 6 g 0 
skill 2 

1,6 Manual 8 18 
skill 2 

Responsi.- 
bility for 10 15 7 

2~1 Material 5 

2,2 Tools & 1 5 2 10 
equipment 5 

2#3 . Team work 5 4 20 5 25 

2.4 Safety of j 5 0 0 
others 5 

2.5 Supervision 2 
2.6 Independence 2 2 

3.1 Physical 2 16 
Efforts 8 

3.2 Mental i S 3 Q 
efforts 8 

4.1 Hazards 8 2 16 8 
4,2 Atmosphere 3 12 3 Q 

4.3 Temperature 3 
2 6 1 3 

4.4 Contact or 2 6 1 3 
• noise 3 

4.5 Glare-Dark 3 0 0 1 
------~---_ T of 	100 



JOB GRADING FO M 

Job Title S. S. 

Factors 	Wight t Average' 
PY. 

Points 'Average 
R.  

' Points 

1.1 

1.2 

Education 

Training 

8 

5 

5 

8 

40 

1 23 
1.3 Experience 15 $ 75 69 

 
1.4 Analytical 

Ability 8 
3 

2 

1.5 Mental 
skill 2 5 10 

1.6 Manual 
skill 

Responsi- 

2 $ 
'10 

bility for 
2.1 Material 5 4 10 

2.2 Tools & 
equipment 5 3 15 1 

2,3 Team work 5 1 S 4 

2.4 Safety of 
others 5 0 0 

3 16 
2.-5 Supervision 2 2 4 0 

2.& Independence 2 1 2 

3.1 Physical 
Efforts 8 

1, 8 2 1$ 

3.2 Mental 
efforts 8 4 32 3 

4.1 Hazards 8$ 3 
4.2 

4.3 

Atm o s the r o 

Temperature 

3 

3 

3 

1 8 ~g 
4.4 Contact or 

4.5 
noise 
Glare-Dark 

3 
3 

100 

1 

1L 



JOB GRADING FORM 

Job Title 	n0.  

Factors 	Weight 

Ptttar 

Average' 	Points 
Degree T_ 

! S. 	2 	Ctriee1 Pttter 

'Average 	' Points 
`Degree 

1.1 Education 8 4 82 5 43 

1.2 Training 5 6 6.5 

1.3 Experience 15 ~' • 
1.4 Analytical 4 32 4 30 

Ability 8 
1.5 Mental 

4 8. 4 8 skill 2 

1.6 Manual 
skill 2 a 4 1 2 

Responsi- 
bility for 13 

2.1 Material 5 

2► 2 Tools & 
5 1 5 e quiome nt 5 

2,3 Team work 5 3 15 4 23 

2.4 Safety of  others 5 

2.5 Supervision 2 2 4 3 a 

2. Independence 2 1 2 1 2 

3.1 Physical 1B 3 
efforts 8 

3.2 Mental i 4th 40 efforts 8 

4.1 Hazards 8 3 4̀ 2 16 

4.2 Atmosoh re 3 4 12 4 12 

4.3 Temperature 3 ` 

4.4 Contact or 2 2 $ 
noise 3 

4.5 Glare-Dark 3 0 1 2 4 
Total 	100 221 ""  



CHAPTER vxx 

A torit r'at nt7 plan road b oo C 3obotrnluction 

plan In that It has f auto c , factor do j oeo r po t 

vol iac o tat 	oroo tin % ob ov ati p.cn crn bo 

'cUrlrcoip3.ox, b3czaoo Ito o oution o d no thxaa;t 

trcLLnod andta3 trial on1nooro th000 arc a aniocd In 
a opoaiaZrod Ito tho m it patina plan cn thOo0 

han o asst bo okplort) o co Lt hac to bo aplo to 
ova?p o loic it ,v dually by zorou c4por iiaoro 

In ell pt to of the oc anPa 

o?a ecrmot bo on ' ocfl"io p31 c to foLvo the 

ptrpaoo of ovary ccmpalyo Ub cc cnly diociaoa the 
Emrit and dcioritc of coo plon t,hi*h have boon taoo 

~ QCOoOO .u1ly0 ► or owplo tc o a plan i 	c boQ 
uct?4 to dotormino Jay of e 

1*2.o S ti cp3o1oc ariaa all in all rcopootop 
bop the one frith tho boat tor? a ocrG 

B+~ C ` thor + o atom.l og ,9 ! oop the oc to c 	LD 

bcn boon lonrjoat ti l the oo p enyo 

3c, I ` tho aro c t*U o%aal t keep the aoro needy 

mat 10 the plcn in Ito ontiroty, Sao Anadc% ao 

of ouch an ovorsImpli1'io 2 proco o ic obvazi * Xfl o 

firat pluoo tt oE3ploYcc3 Varoly have the cc to 



'aLflcctionoD b zt be ► can tho cpanr Znot card rovo 

othc' may dog ' ,thoiat oyz tot atle 00070 `3.opt O! 

tho p poo o ovor the s ato po nod of tho nkore 
plop aent ' And U coo ho can tho rolativo 	&, 

of tt cr3plO7000 bo toacurod, oopoeiaUy to of t 
ro oo t 2 A cool nit rating plan in ratct ro than 
a 1$at of voGeo17 oxyroo sod oltornativoO, It a*ot 
make it poaaibv for all cupomkoro to oat ho 
ompl oroc on a fair and u uifOZin bao tO CO that rorn 
tiil b3 laid off. roh ro4, or t3Lvon writ n o,o on 
trio cario bcnia in co opartrt cc In any othooe 

A very ciplo plan is Llliantratod in .j3 3o0ZQ 
Thin to a o art of pr o ras a report a n tiafl cprviooro  
oako they r atL o at a r+ag ul do interne. 0 	o 

alo plan to pr tod on cards, *ioh cro t nUdn 
in Files and those oardc are cone to nipoxvtocro on 
the fiat of every 3rd t nth and It taaoo a Uttlo 
t i o to Hato a cam pl oyoo under bin, fluah cn plan han  
the 

l,0 It 	oiroo t 1a tronit at' tho cupor~t + co LAO 
s ohothe ratiz3Do 

a Tho t polo plan to printed on tile  aai'dDoo to 
31onica . or 10 niiiplo and omz onoivo. 

t tic a tempo plan 1d *OOiLI c W1Q title 
cQrJODO0 Onj.$? for Lri .caU#,DI PrOGP000 of thO iiiV OW1 



orplo oco0 it ooa not tio $moo onoub 6 ,ofi► ctioz 
to oo `o tho Gonorol purpoco of a oorit ratin3 cyo tCu3. 

it moro2.7 oopar atop tho boot and pooroo t trIoo tram 
tho tipI cat onoo o it t,czld thot too many c mptoyo o 
with orwof l7 oLmUor avorcao ratingo p If an at oc t 
taro is do to wo it for dotorminig lay otto 
proOtiono. d n4 oloop thoro arc oo tot, tc o a that 
a auovvioor oO4d m,oao or brow cn cmpioyccc rocora 
by a of ,10 orror of judamont or slip of Uo Von In 
rating c mo of thorn. 

&tocpin in Vi oa tho above dzcio.ao4 pt p ro 
can s ooirjn a plan t►iah uill ouit the •Zndian Conditions 
t?oll. io formulaticm tU be a r i.od on cirnflar 1izo 
co that of a Job evaluation plan. 

lee 	arse 

tie five otonard b ao tcctorn, ttch can b 
ac b .snod or cubdovi od aecortn to the opceial 
rocLutrotc21tc two s 

16 Job Portorzntnoos 

1io thorouhneoov opeed and aoeurocy of tho 
omplo= In doing hat Sob comprioe the cut important 
factor n any inorM.M rat2n cy,atom4 10 oftiatoat 
vo or mho doeo not sto matorials or ti m by m~ 
mletakot Io naturally vctuzibo to tho compr.  . Edo 



of o o t t 	to rM aO Qr C e`` C' --c1I otf13onC7 of coot 
fact o7 L ora ou34 bo to hoop a L'Ocord of +► h 
produaod0 Xt to vory Important, in J#A41 J tho job 

par fortrnx3o ta0tu? to-ba1anco opood cjaizzt thooutjhnoo. 
n*C cO! s Bronco to tho roqtairod cton&*rt2D of 

hnmoh p +n4 procodro and gouorct 'ftoLo 0 

In wag job3 thoro le no moon of 	yang 

qua1 it,by diroat ftipoetLce Rory ozapl orvo'c eD ! 
babito* ouch co of 1 cDd procicion inhvidi; 	tOOIts 
or itor21c and of ro o o in tc ti 1oeou!OrnOflto otc0 

can to uwod to , *&dZo tho paforueiico0 
In a ory doh ,1od plan 4+b c,.l . bo quito 

complicated of coua,too f o to 3c of vwh tytU bo a 
soparato factor from ob porf ma o'. It Iu eourod 
by tho de ree to thicb the ex,lo, o io fcui ler with 
all parts or tho jobD his ability to &&oo tbi nccooary  

tooln, his fWiarity with to procod oo and oto I4 d 

roc 4raacatao b.t8 otfioionoy in 4aa1.indt,ith iniwt al  
awono that arc novort .olov o + vorod by otan& d 

practices and his ability to lnarocoa Prot ons . 
toopor i1?, in n cocroncy, tyithout a loss of i tL ye 

Am or 1 oy 000 Job p er for nae - to the ceaoaro of 

tT c 11 ho t,orko0 ` 	'industry 	c~ dap~r~► i blis t r o 
factor ioocnroo ho much ho tioko Dc o tea tr1 c to , ,i 
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t 2lo an tho Sob 1 10 hio attondono 'oocrG C30o4 $ 
Doo3 ho otrocch out hio rot povio, o an4 1unc1 lunchhow 2 

!lost to actual portoz vvo on tho jobD  thin go tho 
moot iiipc Cant factor, It ov1 bo o ,.b moo 
important oxcopt For tho fact that rooU7 law cin 
cnroliable pooplo donut a iniXr otay t .th a + vVew 
1 ong oncjb to rc uiro ciarit v atinCo o 

3a D ,3 amitiOU and iittitudos 

o factor la moos of hoc oo over ccpmy 
iauct havo town tork to Cat rocultc 0  A c opo atZVo 

cnthuciaotic OEtplO CD vho hobpo th000 around hic2p 
1411 often bo of rya va ao to the cociper than a 
tutu G, tic1cnt rtor io in In ova.; oro'ro be o bo 
boot .ta cat#an O` for It oar bo tho porconc attMudo 
totdo ouporviclon 0 D000 ho accept ordoi o ehoc'fuXir 
and a dorotafld fl3t7, or dccc ho r000nt thcn as though 
oupoarici n Rio a porconal at ont I A C+a u;, p 
of poor attitude Is cotitizmod ccx pla'r4n; about othc 
poop3o• oomcow c no nhc ,d 8.o iro of the th or co 
and no ohcid not hove boon p +owotod, 

0  P0000 	(aacaitiaa and Ab Lity to is o caztactc° 
are G1moy r+ atoll to &tcpoattton and attitodo$ It 
ancludo3 appoora ce cM bcbito0 Thor aloo ina udo ouch  
+haruatc Aot1w i raodocty or cQ1ooito  oci&mo or 
irt,tabi.Utyp Conorooity or 1301f 1E1c3o, into .oc al 



hozioa ty► or l na incoz' i ty i!Atoroc t In poopl o or C3 0i0ts o 

oothnoo g of the comp nnt' a op oral lon dopende an hcrinj  

in the Pirjbt poaitlou Pala tihO are good OnoW3h 
to cleJso Lutar cowp any contacts* Tt o csnp '' c a ucocs is 
in the ainose fiol:d depends au tLWifJ good people 

for o ztaido oaotactC 6 Many such non afl womof +arc to 

be found in the ranks of ordinary trhora0  and it io 
important to fid theme And thorn 10 only cno tiav 
to ,judo this particular abilit3r won It io r+ tod rya 
a spparate factor$  and that Ia by rocalt 	Thoc the 
ompl oyc get other people to do gladly that hO Dto 

thaw to do ? If Cop he ,fig e, good contact as a* 

4, Judgment ent and Reaourea ulnec o 

ini ati.ve*  j ad. mcnt and too our cotul.ncs a ore 
such crassly interrelated %uatitioo that It Its ouggosto4 
that they a lz u.d be treated together an one factor, A 
trorhor should be rated hi& in this factor if he can 
bando a job t,ithout Inc tructjor o  If ho can,  anc yno 
on a aigntnt and carry It through to oc plotion uith 
duo con IdoratIon for all related facture, If ho trcuent.ty 

ggestc ueya of improving hue az job 	once tho 
compan,o au gcction ayotom (U t'horo in unr), sad If 

ho Ia ablo to torecoo future altuatian and. root thou 
offootivoly thon they occur 



G o  Aptitudoo 

This factor moaoa roc araapabi1ity, aor cl 

intolligonae, broadth of werotan6iu, and Ability to 

loam r to do no kindn of wori . Doe e ho knob t by ho In 

doing hia 3 ob the my ho de o o  and that- Its rot, atiom to 

to other jobo and to the +ma 	y°a policies and ov 

all operatiooaa 2" )oo8 ho havo tho right aptitudo and 

the right kind of muscular 4ortortty for the Conorl 

typo of work he to in I Za ho alert to mat to coma 
on arced bit "I This factor moot not be onAeo4 with 

'Job kno 1o+ o' a Job kno rlodrjo In a t ats 	of t hot 

hae air oady boon achieved, rog ardl oa o of hoer lontj It 

toc&. to aol4ovo it, I bility to learn, tbowjb It ust 

be nudged from pmt performance9  to a r aoiaro of pOtont&t ,. 

futaro valwo Ono worker may have taken throe , ere 

to learn hLa a ob9  and another oy bavo learned the aar 

Job equally toll in three tiontho 0 ktoir aob ZtnotlLodo 

to oquol9  but the vocond vorkor obviously h& groatoz 

abilit i to learn, This abiUty m os him a o vLOuab10 

to the company bocawso his rocco4 ,odicatoo that be will 

be quiets at learning any , ob ho is oo cign d to o 

Sonicrity an a Ott Lactor 

Obj oetiana to orit ratites are raiood on tho 

ground that seniority 3.n not considered. Actually9 lorjth 

of torcriee 3c an important factor In all writ ano  



I ` it tahaa norma7.ly a ycar to Xoorn o jobs  root 	'co 

will not got hih ratin3o In OJob portormance ter job 

kn Ao 'moot anti . tbohcivo boon a yoar on that job* 

Eat, U a tartar Is an outotandingly quick learner hic 

advanoctont ahead not b2 hinderoa by ceniorit3r 

conoidoratic 0 Workers should understandthat merit 

rate doco give Seniority ctcdit to any employes ho 

takes advontago of his enporience to incroaco this j b 

perfort co and knc lodge of the trc t, 43.ao the Grit 

rating plan gioc tai' and imal3diatc credit to a marker 
o has had ouporience on the sane j obo, but 4th t 

different cD gnyD  standard seniority oystcros do not 

aUott for ouch outside perioncoo0 

8*4 C !t "2 its of Gt it 'aetOIv 

Ito relative oightc that should be aos%nod to 

the different factors are matter of ohoico titti the 

pany0 The chojceD  like the selection of for€t 
faetorsp t ll be bz sod on tho type of omplpy000 the 
comp eny uiObea to oncourtj oo A s nplo plan is given in 
?IS * i o.i2o The porcontaga sightings of each factor 
Can be found on this chart by dividing the haighoot 

rating point by ton. The suggested plan is knt 	the 
"block typo  O because there arc individual blocks for tho 

dofiriitic i cad point rating of Bach dc3roo of each 

facto 6 Such plan rc iultc in tzorO unitoxa ratings than 
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the simpler plans (Fig. 10 to 11) because the meaning 
of ter like poor and average is not left axpto the 
supervisor but is defined by the statements In the 

blocks. Each definition is short and to the point,, *b 

that t . supervisor will see immediately i i ch factor 
he to rates and wheath r the employee he is grading 

belongs to that degree. 

E 



XE 

tit T R~STWG PLM3I3 

In tho cut  c' fot7 O t aetna PIS •of 
~S+ront typoo zro noIu ode Thcoo c ros 

Ic + loOUSoflfltL2o t79 

$n c1oocifiocttin typo 
3. Uio&typo 

,Ga Pr oo o roport typo' 

~0Oi Uo tiOlMtsia~o 

 

or nw .t Rati~r►isaz 

1 Ali t!roziJ fret bLo Job 0WOU44 x 2 

go, £fir tsonj cabouut ti s factor 2 

3 HAD gonoroa conduct &ø 600d Sim attica. 

4e Z c rb/b b vio it io faoarcb10 for tt o 
intc3or .ty of tho 4c vtmonto u 

set So ob imai co' D tho 	 locif 
Son.taa Off cozo 

0 It YOo for (0)4 Do you think it La coz totivo ? 

,IntoI14onc 8 

7 Ho cppl ioo bin on intoUl3o nco to o a1vo probIcz, 

Db HO conoulto roforonco booko for to Loot 
01O Lfi+ ation. 

'Do Uo moo to oolvo tha ,~rot1c=o 1rnal3rtioc11y. 
104 Good On + 19ftLn1 c4 fti 0 



oar 

12 Disc cooa,; to oo pcin for col is of tho Vroh1or 

and GDoporatoo otho'C v, or o 

In~..ttcitivo an4 floc+ oofuInDas 

0 IIo to!wo 1a ativa by hdtoolf for r3ci3oa t ph 

13,E Ho two iniUativo Pear oo].vis prob1er. 0 
14o Pono hio ut4't eioade 

L no f' ziohot han 	r oxoctod from 
h in t1noo 

1O* Ho G+ tivates bin roopo tbiiit7 oo cc officor. 
1'a floopowiblo for tho Iota of s tc tianc~ry/inotrwwnt 

Loadorn 1 t3 apaoit7 for tOU t rki 

8a 

	.- 

00 hao tho capacity of controlling his oubordinatoo 

fU.117c 

19 Ho has Good roiation t ith his ouborlCIinOt000 

2#o o has good ro),ati n i th bin C1103OOo 

OIL,* lb co1otoo acoit,zrnonto prc ipt].yo 

22 k40 ,f1C JpD tocbnicol gouda pramptl,Y during 

23c U to s littlo tic 

24,E @ivan poor'$ cnd ao oat an3t..r £3r E2st onsar ~r0 



	

28,6 	o rcqu lod mount of whe 
 tkoa rocs silo t1  too 

8870 Ho is ro1Lcb10 
* 12ie job floOD *CO fond 0tporviolcu e 

29 Loyal to hic aotici'o, 

z~ 
 

bii ob p0!tOat370 
310 Qiat turn In n at if tact106ry o 

to hUn1 ,o Jiff$cult oituationos 

32. 00 ban t0004 Wcab o from oLVrrtooro/uccon 

	

for 	1ainLuc his work on 	 o thou tndoro tan4 o 
33. HoJ~#io omoMy with 'v cr/b cvido /cn noorc 

C!► tip'] chop. 

34. lb c ccopto flat 24oac ofton &niya1ni3 tuI.X7a 
, Ho Qoccpto agar, loan ttthot air aflctyoto O 
. Ho cU toc1 *t t tstth not9 Mow* 

A t 

 

1odoot P o o4 oc and fc5mi auonc c 

►i o no 13S3 Indion tiCtO1fl3 Lot, sorot7 aOtg Labour 

Cite ote0 

	

c 	o 	L-3 othoEl (Caorci1 rots ii3,' tion3 of tho 
Gc30trnt0 

`~ '. I o orp1cino UtiaU1t2.c3 to bio ceb3rinate. 



O. O3 Oc f Oty rcaul at2' oflo a 

., Ho foil ott all the diroctioo Avon. to .big iithcat 

qMoon3ntQ 
42o I o is strict in bin daily t of , 

oPianetcl In c ttoa&xao to co Off o 

4. Gtn Qxp u c bin idoo oz at lit 8 
O. Can a 	o n bin idoac Lu t&tea ' 

-:-=- 

4G XtcGpo his 	h. p].1ao float and *loan, 
A3 'a Keeps his i7or! toolo In ardor. 

It tbp4.i caJ. n 

0 Rio dots .s of C lOCD booka otob 
490 I too his oun pion to Ltoc tbino 0 

v~o on t t othoro a 

O. iondl y 4th bin ou~'t ti too/coil owjt oa 0 

Go Vlah aatLofroiy LaprovoEont 
We Utiliooc bin frog U (if any) for . oola p srpoasa. 
6Jc, an t3fl401?tt2to Toro r wpornlblo 	tt0 



• ~.~a_ • -< a 	yi * ~.` • _`?_~ 

a Y connotion tith any t 4o orrc ni UUon0 
&0 a ombor of any co .t too. 

floctth  

i7, Drava t kOn in t4o por 

G. Hco 	n uerx o1 vowbt11r ? 

e 	bow crn4 utrIt 	? 

92 Report of fficioncy Ratings 

fl of O+ voane$aoa+~aeaa baco4 	port "E e+ d*"in 

por o .i Do0 oO os oc oo'c so. sOt0005 sir 1► q O• +dO so so 

Dw ,,,0.0000000aa.sav051D3t. era sar r oAOao ao as 

1. AjGinnt tho quoatioa intrLt otap1oymoa 

if admuc to 

It otctondn3 

2. UndC rlAno tho olcionto tzieb arc japan $et n tho 
poo ltioEo 

to t nto oo of cis.4prontotoo10t 	w ntoa 

13, too. cti11. 



3. FR U in trio ppUaation of tochniaco and pociroo. 
49 000ntabilit of uorli. (ppzopriatona a of orxcxzGcuent1 

and uppoarnco of iroxt) o 
So Attention to broad gh8000 of aacinrntao 
6o 4ttontion to portident detci1oo 

? octwoi of oporati ox a e 
Be Aacarsay or final rosulta a 
10 At311rt1o7 of` , udI3tLc3tto or dooii iar u o 

1O 	footivenca in pro ontint Adoac or facto 
0 Inauctry 0 
. Hato of p crow s on or csrpiotion of 	ocitpaontc, 

1, A ou it of acooptaWo uorh produced, 
1. ADiUty to oronizo hia trork, 
15.E ftectivenca a in ineotin and dealing nth othor8 o 

Coopora ivonoas. 
1'?. Initiative. 
18. RcaourcetulnQss, 

. Dopant1ability. 
• 20, Phycioai Mitno s for the torts. 

For Orn i oyeoa In Administrative, xpernioo y or 
P1annig. poaitiono e 

21. Eootivcno a in pi an irn broad proms a. 
22. Bttoctivonaa a In a6optin the torh prcCs mc~ o 

to t oador o rolatod progracm ap 
83, 1?tfoctivonna a In dov aintj now procadLz!cri o 



24. ttectiveness in laying out work and establishing
eta ends of performance far subordinates. 

25. ;f eotiv.nese In directing, reviewing, and checking 
the work of Subordinates. 

26. Bffeotivez es in irstruoting, training#  and 
developing subordinates In the wk. 

2?. Ettectiønsa In prt noting high working wrats. 
. Effectiveness in determining •p ice, persa i and 

. uipnsnt needs. 
29.E Ability to take decisions 
30. Effectiveness in delegating clearly defined 

authority to act. 
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A 4ority of underlined elenento 

ccrkod at 1000t ui th Q ch t lo 

end mixSa" ,:o not fully 

cD!p0L'2Gs'COd by plus marks,, 

A ►jority of uncioriined Off.centO 

Vory good 	2 or 3 

Fair 
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CHAPTER x 

DiswssIOM ON T *TTHODs 

Now#  that the baste p ,so. has been completed#  

analyzing jobs and writing job d.sariptiom have been 
performed in preparation for rating the jobs. Under the 

point system, the actual job evaluation can be bled 

most efficiently by Industrial engineers  assigned from the 
j ob-ovaLuation departments  aided iV the supervisors srid  
Indilidual workers concerned. The success of this part 
of programme depends upon the ability of the evaluators 
to obtain complete cooperation both i from workers nod 
from supervisors at all levels. 

The greatest weakness in most programmes  2s the 
failure to interest the supervisors soon a ough. if ,  a 
supervisor does not understand from the start slat the 

Ultimate results of the procedure will., ba$  he viU do 
his part of the work too oasua y Thor. ef€ r*#  *very 

supervisor must be encouraged to understand thorough± 

the detirziticis of factors and factor dress; the meaning. 
of point ratings; the importance of thinking eking in terms of 
obap not the men who ,bold than end the fact that jobs 

in his department or group must floe up with siml l€r jobs 
in other departments of the oompoWs 

For the parr 4nt work there was none, but actually 
there are two major ioj.cs avail abl s to an c r g ani ration 
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in determining as to who *hall rate Its jobs ,• The 
first choice Is that of selecting one irdividual to rate 
all Iobi , the seoaad is that or solect.l $ committes 
or a xiimber of co ttees to perform tt s fiotiu. 

ton one individual is selected, be rates all 
the job* in series. The major edvantages of this 
choice are 

1. it expedites the rating prop r s * 
go  It provides u iroraity in rat, 
a* it eliminates the races sit r of trying to rind a 

number of q +all. i #d raters. 
The major disadvantages or this dioice ar s 

I. It eliminates vid* spread participation and ma t' 

reduceconfidence In the results. 
2. The rating may reflect the ,rates* #.s p re j udi t, a inc 

there are no other opinions avails' . to balance 
his views. 

3• It faits to provide tier sass degree of personal 
knowledge and f iliarity with the Jobs, that 
several raters say provide since one person 
usually does not have so complete intormtion 
about an oarganisaticn and Its jobs as several do. 

Under the comaittee syc tea of ratings  a group 
of individuals is chosen to rate the jobs. Members of 
the committee may pool their Judgment and rat. as a g up, 
or they way first rats itadependent „y and ten pool the 



m 

L'ootalto of t Coin ndopondont sat irk to 	1vo at 
rtiti o ho pro*  pvoedro of ratite I opondantl? 

Brat and thou pooling tho roLu)to M rocomcdod ov 
pooling 3adgvaont In thc b u*in p boamoo t forte 
oaca rator to o ara so hic oz jud3r ont and oUcinctco  

tho pocoibility at an individual being dotiinatod by a 
Morro toreotu3. p onalttp or Oowc*no hQhor in r tD 

at loact in the Initi3. gbaaoo of the rating proeoo o, 
cacao part*olp ationD roduotion In biao an 

projuftco and proioion for poraonol knoodgo about 
oba are all very Important In soeurin aocarata and 

acceptable rat1znCoo tho cocmitfioo plan of orgctxicati ;n 
ic the two popular of 	o to and in to bo r000ra od 
narc highly than the individtz4 plan of ratingo 

"kio importance of eacurato job rating cannot 
bo ove a bee i od0 to baeic purp000 of the holo 

ovc uation pI0000c o to c for rtn the corroot 
roliatichip aon3 tho o Jobe boing r atoll o It is bi th t 
rota tiontip pr i ac 7rD that fry try® and Dal ary ratoo 
4411 bo gaindg 	that an org ani cut ii t41l oc tablioh 
a dofofi tblo beg &o f' fc o atin 't4thh t oro a L~ 
rator to bound to ndio + rtaia* miotakoo i3oao ho 

undoratende that Woo ro cI1 Is botpod to avoid thcca 
C i•o of mc'4 co 1T3f A onco aro 



o thfdono? to rato OVOZ7 factor or the job 
btjb or iocrg  boc aaa the ttrnt tGator l atoll Or the tio3t 

izportc nt factorr to the job +cam usla d o blab or l.a r 

vnlaov  a 1 aauao the ionra1 Izr000ionGi&t the job 

£a 9 that it Io of b&jh +rte I*" vniuo a 

The tendency to a oro• to a niddJo cotaico and 

rato et factore in the Job nolt or b h nor : ►e o  but 
at tdpoint on the  

0 Lenionays 
o tendency to allow t 	bo f,&t of the doubt 

In orasoog  thoro decinion it not alo r-out1, ct 	c, 

rat retntj jabbo 2ot on any factor or In total valuo 0  

40 Rcr 	ao a 

The tendency or inniina the. rapoz'tnee of cnt  
f uator in a job or the total vo`lt&o of tho jobs  or 
not to clog the befit of tho doubt In arowt  ioro 
the doc3.Qio . IC not aX4eZ' auto 

1eJ c pros t&dic t 

The tondonoy to fatoar  faro or d oririnato zaintt 
o jobs, bo Camo of poroona £'aoi 0 



'odiAood, it tho rator try rato oil tho l oba on 
ono .  factor inctoad of ZatinL OnCI j on c, facto' 

procoo8ixg to tho nom job* The orroro of r ntral 

tondo o  i inion+ay, horohnoo v, and bloc and pre j idloo 
as roitativOI7 oaa' to dotoct o If o c ros of tho various 
ratcLro arc comparod, fora ovi onco tc t+ d,, that any 

of tho ratoro arc comnttzig such orrors LW du ,. 
ecnfoFoncoc ohould be hold with thorn, to got the 
oauso 

Erroz,tj may bo duo to DiOundoro tafl di tho 

rating ocaicO or the ob doaair iptio , not hmn  

onau,b about either of thoca to toolo, or havinj  

An nocroot cttitude about the trk StooUf,, tzon 
the oeaco of the error hoc boon 4otondxicdt  r3 topo 

ohould be taken to oiiiinato it, such cc giving +.o 
rater acid loon  training and guidance in undoro tthdtng 

d to*rt the co of and the doacniptLonp cupplam. 
hio fin►forrnat1 Amy, M taring to correct t4c attitude  
to do b l tork 0 

The rater should CtUd3r each job decor ptio 

In dotal and mould certainly undorstand the jobs, 
bot000 ho starts ratio,, Ho € ould knoi that,, :r 
thorn Is any doubt about any of the too to ho chould 
coos ci aritioction before ocooa ir4 rite► the r°at aq 

D3opito the fact that ovary effort + my have 
boon eado to. oncuro aecurato and conciotont ratintjp 



OOa o vita inconciotoncico do c cctw in tho initir 

pr'ococu of ov ati tho 3obaa To minitioa th000 

c ramp Initial job rat ngo chould bo aflal3Tz3Od, 

'oc toc o4 Wd o'oOcu.cocurod bofwo tho p oi'o occoptod 
ropr'c3ontiz1a the final rolativo va. zoo of tho 3obo p  

It is cblod r1Pioat csn4. 
'o'b r1tingoo  not only r u aro verification, 

0 ,y oloC must be horiiontall au VOrU.CUy 

cuitcbio t c aghout the oice r atono 	ntJinont 

and ooplorce both t nt ec ataoncop that the 3 obi 
ti ►tn o 4epartint are ratod lisp a erabto ,3 obo 

in othor dop is nto o Pear oxerplo v  if the fittor in 

one dopartr3ont porforr basically the .otz dutiec 
tho t ttor In another department and the 3 tab 

requirornta arc the ova, the 3cbo ohould have the 
oco retLr, Th&O Is knit an horicontol equity* In 
cddition, the j obo uithin each doparttzoftt chOU]4 b 
their corxoot relative odor of 1z ortanco '. or lotr  
to high in roleti onahip to all. otter , ob 4th,in the 
e pan7. Thia error is ce od vertical uit70 

If job roletionohip are not he i nto ly end  
vooct1y correct, arni Mniz4otretive probtoen arse 

co o  The moulting look of cOnfi cBGo in the job 

oveltaation program 	y ondanjor Its coatzv4fltç onictonca 
U one + fro dopartinonto got the reputation of 000n rir 

b aor evaluation for their j o bo, then of eea do s 



o4TInie tratLv'o otticl-01c rny b3 plejitod ti ltb C UOD W 

for tr+a foie to th000 4opctmcnto t1iilc tho7 have 

dUf etat7 in rOCZ'LaitiniS for th dapartnanta In 	s 
the 4obc have iotr rznko,. 3 noo the b, Lo purposo 

of ,job ovi Iuation io to dotoraino the *=Toot relative 
Vc luc of job v thin purpose t,iu bo doZoatod, it j obi 

4 either horizontally or vor 1Lce 1 r out of tin o In 
order to enouro that 	equati tion oP ratftr3c must 
to P1aCOa dl tho or* inal ovaluatioxs should be 
rochoo1 o n8 oubuittod t the cast oaroftii £nelyOt 

potsibto o This procoduro wilt ueual1y off. data or 
reduce tho o ra made in tvriting a good uoU tsrth 
the tao, affort, and coot involved. 

¶o factor copar Loon s7otom in the most recent  
of the tour brio O7oto io 0 to leading advocate lac 

be ri 1*goz a,, 3. Via '. Bozja objected to tho point 
cro taia on the gr dao that s 

L. It aotuo all Jobs to bo coiz osod of the factors 
that are oolootod0 

20 Point valuo aro c SIGnod to do3roo lovolo of 
the factors In 	a'bitrory mcnnnor1 oopocinuj 

the uppOP Uraito of the facts. 
3o 1io point Craton centainc aoom 	rOF 	ento" 

,htch ore upJ actitjod m 

4~ The unit or €:ootaromont x 1y io point O to 
u ndofinde 



# o Factors aro trquont1 r not doflmde 
Go  2ho final vtluo of a Job In based on a job cnaloiri 

ra or, than a oarnparioon of tho job rith otbo' 
jobo0 

, vocatos of t1 point 070 tom roply to 
objocUUonD 1v2v3D8 an 6, as c.plyinc to factor 
CCmparkOU ctot 	r o. ?ho objection 4 to 41a. o4 to 
bo an a cmtaCog  ratbor than a dica4vanatjoo0 

On doglnito advantctjo or tho factor comporioon 
riotbod to#  that it 	tailor modo for each coapars7, 
o .zzc tho prky boom for a ]aatin S o' l o to oo aro 
thoi tLth ciolootod ' ay ,3obb" in the eonpanyo Tho 
rol4t .Vo pooitlon of t oso koy jobo 'aonoUUtotoo tho 
l3tcpo of tho rating nc n and ohico tho key jobs  
000 oomph aro,if ovor', the ooro 	tbot'o In nothor, 
oaGz oo c cy ic fo rood to construct Ito otin factor 
co 	`Icon plane On tho othor t an d, key jobo o 1 o any 
job, .tea oubjoot to change and at' coon ea this happoroQ 
the coo of , aDirOricxtts ale o chengoo 0 

Probably the c tgozoo t ant t lolom of factor 
coopar caon ayototr Is the ootobllohaont of cotloo on the 
boac of a otay Ito 0 It to felt by mW that this 
introGrncoa a b .eolnc or coataninatin font aron,, thus that 
job 	yatc uill bo iutliaonco8 by tho cit v oo 
bow paid for the jobo, and this In two may proloa3 
onto D3 inc gm1t1 o g  contrary to the purpo3o of job 
evaluation plOflo 
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The point rating *75 ten to generally considered 
to be the most caam~only used system in the industry. 
it utilizes rating scales to awasure specific job 
ehaz'*oteris tics, or factors, iiich iii 	 are common to 

man$ Jobs • for axaiple eduaat ion$ amount of supervision 

exercised# on the job training tom, eta# aoh factor 
is assigned a. certain number of points on the basic 

of Its j udged relative worth, t as compared with other 
factors. On the basis of this point value* et oh level 
or degree, in the rating *a)1* for each factor Is 
assigned a point value. gach jobs In then considered 
separately for each factor and evaluated against the 
approximate factor ea ,.s. The otnta obtained by each 
job in various factor ratings scales are 'hen *ism ed5 

and the total represents the relative worth or difficulty 

of the job, 

' h. point system it more * npl icated than 
otbsrs, it Is more difficult and require more time 
to constructs considerably more paper work to LnVc tved.. 

weverp the fact that it is most popular method would 
ae+m to indicate, that it has advaatagest which 

I out right the disadvantages. Once in use, both 

managment and workers can understand It with ease and, 
what is most important independently reach a iaUMr 
point values at the job. Itater agreement 1a high, and 
this Is important, If the concept of rater agreement 
may be accepted as a criterion for validity of job isting. 
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Job nalys s is the review study of definite 
jobs, to aeaerts&n, what kind and mat degree of 
uafl'ualitiee ai • necessary to as man job units 
operate satisfactorily. 

Job evaluation  is the extension of Job analysis 
to ascertain  reliably, the relative worth cf jobs, 
to transforms these apps lassie into a structure of 

*deqt to rates, and to provide standard proeed uas 
for all additions to and adjustments I.n,,, the rate 
structure. 

I To es tabl lab a genera. wage Level tar a given 
plant, which will have parity,, or an otherwise 
desired rstativityo  with those or neighbour 
plants, hence with the average level of the 
tootity. 

too  To establish correct differentials for a .l jobs 
within the gi► ►.n plant. 

3. To bring now jobs Into their proper rel ativtty 
with jobs previously established. 

4. To aoo ampl isb the foregoing by means of t ants 
and principles wi chh can be readily explained to, 
as accepted by, all concerned. 
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obLVc1 taa  tious 

Can bocomo a control of importance 4 

jo By reducing all essential job facts to convenient 

from It onabl e a mane + nait to ies omont 

policies of fai rnoso 

20 By adopting Bound principles and iapartial 

tochniqucs9 it trains thD supervisory forco to 

t aro noarly obj octivo 0 

3a By, clarifying lines of authority and rocponoibi. 

1 ty it obviates ainundoratandingo 

4 By substantiating confidence it l eccon 

grievances and c impl ifioo taje nccotiat4ona3 o 

Se+ on&ar P' P29° of Job ov lu tint 

The sole aim of many fle.ncgoacato in adopting 

Sob analysis botaoon 1914 and 1937 gran to use it a 

an id to hirirn A All o as h ass is tanco and zro• con 

oom from oxtondin job cnal3roio or throujh job 

ovalttationz 

la To detern ino aaltioo n oca cary for a job, 

on khirin noy a ploy000 . 

2 To determine qua1itico necessary for a job, 
spa•. r,~....{ + .~• •~~. 

30 To determine, it the oyotaa of edvanocnont in 

o particular plant to fz'o to job off` loc of 

order totyard the job of hi hos t ordor 
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#„ To determine qualities necessary, when bringing 
back men, who have been laid ofd` or have been on 
le save . During the Interval the re izay have been 
changes in job content. 

so  To support explainations to employ**# # as to 
why a particular man could not be smitebt. for 
a given opening. Many seniority d. aus ss give 
preference to jengt c of service only after the 
requiraments of the job in the stay of experience 
eta, are satisfied. It the Job rating has been 

made up by an independent agency, and the entire 
plant has been rated$  there,  is likely  to be less 
stress on mere, seniority. 

6, To determine, U men nov occupying various 
Sobs have qualifications required by the 

specifications. 
7. To determine, I ` all Men are placed to best 

advantage in respective Sobs available, also 

to guide the revamping of Jobs for SICi . 

conservation. 
8.. To analyse hourly rates to determine, U they 

are in line with rating given. 
1.. To eompar periodically wage rates with those 

for similar occupations at other local plants. 

10. To point out, where greatest opportunities lie 
for development of automatic equipment and 



iurovemmt of working .conditions,, removal of 

hazards eta, Obviously a company would be in a 

much better position$  if all jobs amid be 

reduced to the level of the lowest ratings, 
this making It possible to employ all unskilled 
Labour # working under idea , cow .tins. 

Any plant where job ratings are very high, 

indloating a predominance of highly skilled Labour 
usually Is a plant,, where there are very few 
automatic operation9, High ratings indicate 
places where it is most likely that Improvements 
in equipment can be justified.  

U, To train new supervisors, specification outlining 
duties of each man are useful In starting a now 

foreman on job. Even an old foreman may have 

a wrong conception or job content and worth, 

12. To facilitate exp3.aiflations to an employee of 
the fact, that any improvement in working ccaditi• 

one theoretically should mean a reduction in 
his wage rats. 

On the basis of the present work and litrature 
available abbe the following conclusions can be drawnt 

to The Job conditions in Indian Industries are 
very much different to those in developed 
countries,*  

2. The pl ans f  which have been given In the books 
cannot be applied reasonably to these conditidns. 



3,, The proposed plans may look similar to traditional 

ones on first sight, but these are quite 

different. 
4. The set ecticn of factors and assigning of 

relative values to these factors have been done 

after studying the working conditions # 3 ob 

requirements and descriptions eta* 

5. The job evaluation plan, after application to few 

trades gave quite reasonable relative position. 

6, The merit rating plan cannot be applied within 

this short times  and hence cannot be checked. 

7. But it seems quite reasonable, and it can be 

su d that it Can be applied to Indian 

lndustries,and can be modified, if axi r thing 

i.e found going wrong. 
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A very elaboraterating system is needed, 
it the theory presented here is to be completely and 
.,Actively checked. It Is suggested that the h*amjznø» 
factor should be eliminated. It is obvious, that 
hwnan4judgment factor cannot be eliminated, but every 
effort should be same to reduce It. 

Unfortunately, at the present times, no particularly  
reliable statistical method exists for detennining the 
reliability and validity of job ratings.  The element  
of human judgement enters into evaluation to such an 
. tent that the us u , statistical to0wiW es for 
determioing 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 prcramms is its acceptability 
to managenmnt and ample' s. This acceptability 
typically depends upon Internal equity In both horizontal 
and vertical direct ions. 

Renee a method is to be evolved which will 
still be systematic and will by using very little of 
judgement. No doubt, those systems will b qjite 
eQspl sz in nature, but will yield better results. 

Regarding merit rating plain, there exists a 
wide scope for further work • The 1 Imiti g condition Is 



that A rating plan should be very easy, because it is 
to be used by supervisons and tarmsn *to,* and those 
persons are not conversant with Industrial Engineering 
techal es. And It is well established fact, thttt a 
merit rating plan without unbiased and fair raters 
is of little use to crganisation. genes  lience a honest 
organisational structure In 'essent i . aLongwith a good 
merit rating plan, 
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PROPOSED JOB EVALUATION 	FACTOR WEIGHTINGS 

SNP, MAJOR FACTOR MINOR SAC 1 Ok POINTS POINTS 

i 

I 

Sklll 40 

Education 8 

12 Traininq 5 

13 Experience 15 

1 4 Analyhcal bbil h }y 8 

15 Menl 	skill 2 

,.6 Mannual 	skill 2 

[_2 
Responsibl ty for 

- 

24- 

2 1 Material or Product 5 

2.2 Tools and I.quiprn€nt-  

23 

 5 

work of others 5 

5 

2 

2.4 

2-5 

Safety of others 

Supe rvi Sion 

2.6 Independence. 2 

3 Efforts IG 

3.1 Physical 8 

3.z Mental or Visual 0 

4 Working Conditions 20 

41 -133ards to self. 8 

4.2 Atmosphere 

43 Temperature a 

4.4 contactor Noi+6e 3 

45_  Glare or Dark 3  

TOTAL 400 100 

PROPOSED PLAN 
FIG. NO_ I 



DEGREE VALVES OF PROPOSED PLAN 

sNO. FACTOR 
DEGREE VALUE 

1 2 3 4 5 6 7 
i 

11 

5l 

Education 8 16 24- 32 40 48 56 
1.2 

13 
14- 

5 

16 

20 

2.1 

Traininq 

E.xper'nence 

Analytical 	Abdify 

mental 	skill  

Mannual 	skill 

Responsibility 	- 
Material 	or Product 
Tool and Equipment 
Work others 

15 10 15 20 25 3.0 35 

15 30 45 60 75 90 (o5 

8 16. 

4 

24 32 4-0 - - 
-- 2 6̀ a ia 12 

2 4- 6 a 10 _ - 

- 

35 

10 5 15 20 25 30 

30 2.2 

2 3 

5 

5 

fo 15 20 25 

10 15 

15 

20 

20 

25 - 
30 

12 

-- 

- 
-- 2 4 Safehy others 

Supervision 
Independence  

5 

2 

2 

10 25 

25 4- 

4 

6 8 

8 

to 

to 

14- 
- 2 6 6 

3-0 Efforts 
3.1 Physical 8 16 24 32 40 46 56 

32 Men1-a' C'r Visual 8 16 24 32 40 48 56 
o Working Condihon 

41 Ha3ards +o self 
Atmosphere    
Temperature, 

a 16 24 32 4o 46 56 
42 
4 -  

3 
3 

6 9 12 IS 
- 

15 - 
6 9 12 

.Q. contactor Nose 
Glare or Darts 

3 6 - - 15 
.5 F 3 - 9 12 15 	-- - 

DEGREE VALVES  
G'G NO. 2 
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