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Executive summary

Introduction

The capital goods sector isgardeda strategic sectoF 2 NJ 0 KS RS@St 2LIySyd 2
which is why the development of capabilities for the sector is considered essential from the
perspective of national setkliance and securityThe capital goods industry contributes 1284he

total manufacturingoutput and about Iy:"> G2 GKS O2dzy i NBEQa DNRaa 52V

In May and June 2015, the Indi&U skill project and the Capital Goods Skill Council (CGSC) have
conducted an enterprise survey among capital goods companies in the state of Maharashtra.
Maharashtra is te second largest state in India with a relativelgthGoss Sate DomesticProduct
(GSDP), which has begrowing rapidly over the last few yearshe industrial and service sectors
account for 23% and 64% of the GSDP respectively while the remaining 13% comes from the
agriculture sector. This contraststivthe distribution of labour force over the different sectors, i.e.

64% in agriculture, 14% in industrial sectors and 22% in services. A large number of workers work is
estimated to work in the unorganised sector and unorganised workers are presentsinec@omic
sectors.

The project recruitedxternal interviewers to collect primamata during structured interviewd he

focus of the study was on assessing the occupational structure, human resources management
practices and skill needs in the capitabgs industry, as well as on the collection of information for

the development of curricula for CN&&ttercumoperator and FittesFabrication. The findings and
conclusionsare mostly of a qualitative naturemeant to better understand the composition othe

labour force, employee turnover, recruitment and selection practieesl problems expected
economic developmentsworkforce training practices, the nature and problems in relationships
between companies and training providers, elic.short,the collected information would need to
improve our understanding of labour market developmeirtghe sector in Maharashtra, allowing

for appropriatemeasures and initiatives, for example in the field of educationteaiding.

This being the first of itkind survey for the Capital Goods Sector, the response ratdomaso the
researchershad to adopt anonLJNRP oI 6 Af A& O6APSDd y2i NIYR2Y0 Y
d@ NB ¥ S NNJ fThoagh ¥ondé dngrgadised sector companies took part in the sutieymain

focus was on the organised sector, commencing with the members of sub sectoral associations
represented on the Governing Council of Capital Goods Skill CAtalgiigthis into accountas well

as the fact that the findings of the study canna bompared to the results @ny previous surveys,

it is recommendedo validate thefindingwith one or morefuture surve.

Participating companies and their workforce

Representatives of a total of 105 companies participated in the enterprise surveywbhbiggest
sub-sectorswere machine tools and dies, moulds and press toolSmaller suksectors in the survey
are light engineering goods, other capital gomistors and the unorganised sectoHalf of the

companieswere based in Pune, almost a thirth Mumbai, and 10% and 8%ere based in

Aurangabad and Nashik respectively. terms of the number of workers, 41%ere small size
companies 37% mediunsize 13% largeand the remaining 9%vere fromthe unorganised sector.

Companies that took part in ghsurveyhad on average 220 workers andS6vacanciesOn average
they had70% permanent employees, 12% contract workers, 10% temporary employees and 5%
trainees. Only 19%f the positionswere vacantand the share of casual workers was negligible.




In termsof number of workers, companies producing dies, moulds and press wis relatively
small withan average oB8 workers Thiswas also the case for companies based outside Pune,
especiallyin Konkandivisionwhere the average number of workers wé&§. The average number of
workers in the participating unorganised sector companies was 6.3.

In terms of vacancies, smahd mediumsizad companies hada higher vacancy ratéhan other
companiesi.e. 3% and 4%n average respectively. This svalso the caséor companies producing
dies, moulds and pressdts, where 6% of the positiongere vacant on averagéhe vacancy rate in
Punewas lower than in the other divisions (i.e. 1% versus 2#d higher in uorganised sector
where 7% of the positiongvas vacant

Though therewere major differences in the composition of the workforce in the different sub
sectors, & job role categories accowrd for more than two thirds of the workers in the most
common job roles in the participating companies. These jobgalegories are:

Design RolesDesigner / draughtsman

Machinist Roles CNC operator

Machinist Roles Conventional machine operator

Production RolesAssembly Fitter ¢ Mechanical / Maintenance
Welding and Related Roles

Projects and Planning Roles

= =4 =4 —a —a -9

The number of vacancies for CNC operators and project and planning roles is relatively high
compared to the number of workers in these job role categor@s.the other hand,ite humber of
vacancies for welders and related roles and for fifenechanical maintenance is relatively low.

Employee turnoveandrecruitment

Two out of five companies repad that turnover wa higher for staff in the most common job roles
than in other job rolesand 58% reported recruitment problems forthese job roles.The higher
turnover concernedl1% of the most common job roles aretruitment problems were reported for
22% of the most common job roleRetention strategieinvolvedmostly financial measuge though
non-financial measres have been reported as well.

ill related problemswere mentioned for 10% of the most common job roles, especialyCe€
operator job roles followed bytool and die makers, conventional machine operators, welding and
related rolesand for marketing, research and service roles.

Unorganised sector and smatitompanies usg especiallyinformal recruitment methods(like

recruitment through word of mouth,of walk-ins, through the network of the company, etc.),
whereas nediumsized and large companigsreferred a combination ofinformal and formal

methods (such asrecruitment via a training institute advertisements on internetetc.) The

employment exchange wamt a favouredecruitment methodby any category of companies

Almost half of the participating companies redreimployees ifom all over India and a third only
from the places near the companieSelection criteria vary significantly between ssdxtors For
example, unorganised sector compangeve little importance tccertificates, diplomas or degrees
but preferred torecruit underqualified workerswhile having the right qualifications wamsuch more
important for larger companiesNork experience is more important for smaller companies than for
larger ones, andnicro-sized and large companies laid greater importanceeferences of previous
employersthan small and mediunsized companies. None of the companies want tokweith over
qualified workers.




Women and peopl&vith disabilities

Though two thirds of the companiesnployedwomen, the share of women in the workfme isnot

big (i.e.4%9. The situation is similar for persons with disabiliti#3% of the companies had employed
one or morepersors with a disabilitybut the share ofthis group in the labour force is negligible.
Neverthelesshalf of the respondents gicated that they would consider recruiting womand 30%

would consider recruiting disabled persofts the most common job roledVhen asked to specify

for which job rolesrespondentsindicated that theywould recruit women forgb role categoriesike
designer / draughtsman, CNC Programmer, CNC (setter cum) operatoguality, managerial and
supervisory roles. Fewer job role categories were mentioned for disabled people, i.e. CNC
Programmer, designer / draughtsman and CNC operator.

Opinions on the @nomic situation

Whenrespondents wereasked to rate the current economic situatiahge responses weraot very
positive Respondents ofcompanies producing dies, moulds and press t@wld respondentsof
companies based in Purage more positive than others, while respondents of unorganised sector
companiesand respondentsof companies based in Konkan rate the situation moegativethan
others. On the other handthe workforce of the respondens O 2 Y IdiH iidre@skin the last
year. The repded increase was bigger faompanies producing dies, moulds and press tadsvell
as forcompaniesbasedin Konkan division antbr mediumsized companiesThe increasénvolved
especially job role categories liktNC operators anassemblyfitter s mechanical/maintenanceand
to a lesser extendnarketing, research and service rold3ecreasesvere reported for quality roles,
helpers and component falmation and preparation.

The respondents appeared positive about the fututeee out of four particignts believe that the
economic situation will improve in the year to comespeciallyof companiesLINE RdzOAy 3 a2 0 K
capital goods About twofifths of the companies plan for capital investments, which can be
regarded as aindicator of the level of coidence of theparticipatingbusiness representativeg he
majority of the capital investments plarmsoncerned theadoption of new technology that will change

the way of working in the companijRespondents expeetl that the workforce will grow in the year

to come butonly a few companies specified the job roles for which this would be the case. The ones
that did, mentioned especially fabrication fitters, CNC operators, conventional machine operators
and staff in project and planning roles.

Training okmployees

Practically all companies train new employeebhe most commorype of training wa on the job
and abouta third of the participantdiad non-formal/structured training programme in the company.
Slightly fewer companies udéormaltraining by an outside provider

Two out of five participating companiesda direct elation with training providersThe nature of
the relationship between the companies and the training institutes diffierbut recruitment
activitieswere an importart part. Another important element wa that apprenticeship students or
trainees of the training institutesvere placed in the company, and a third of the companies co
operated with visits of the students to the companivery small number of companies pided the
institutes with training facilitiesTypicakoncernswhen dealing with training providessere the use

of outdated curricula resulting in students lackingcessary knowledge and skitise A y & G A (1 dzG S Q& 3
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lackingskills, students lacking mettion, and the absence of a good training infrastructure the
institutes. Many participants remadd that there is a gap between the quality of the students with a
certificate or diploma and the needs of the compangx=l thattraining shouldbe upto-date and
with a strongd LINJ O A O SompoNshtSy i SR ¢

Employee benefits

Most common employee benefitsvere medical insurance or medical services for employees
bonuses and paid leave day®ther employee benefitoffered by a relatively big share of
respordentswere bonusesand gratuity

Respondents have givéhe minimum and maximumvagesthey would need to pay when recruiting
new employeesand contract workergor the most common job roles.hE wages for employees are
substantiallyhigher than forcontract workers It seems thatontract workersare especially hired for
relatively simple jobsvhich would justifya lower rate, andgbsthat require dealing withstrategic
information are generally not done by contract workefihie range between the mimum and
maximum rate for employees is much larger for some job role categories than for offwars.
example for categories like designer/draughtsmen, quality roles, projects and planning roles, and
marketing, research and service roles, tiae range $ much larger than fowelding and related
roles, helpers, and CNC setter cum operator roléss suggests that the first mentioned group of job
role categories offers potential for professional growth, while employees in the second group of job
role categories have less room for growth.

Conclusions
Based on the findings, the experts have formulated several recommendations on the following
subjects:

1. The role of the CGSC in future labour market analyses

2. Determining the share of the unorganised sector ia tapital goods sector

3. The e of the most common job roles identified during this labour market analysis when
updating the National Occupational Standards&QificationPacks(NOS/QPSs)

4. The need for labour market analysis on a regular basis to understaothdtions and
differences in the labour market.

5. The role of public and private employment services organisations, the possibility that
retention strategies can conflict with recognition of prior learning initiatives, targeting labour
market shortages byargeting less common groups of workers (like women, workers with a
disability) and the planning of education and training based on the location of the demand
for labour

6. The need forskill development programmes to target job roles for which there areantrr
shortages (i.e. high turnover, recruitment problems, skill problems)

7. The need for training providers to take an active role in collaboration with employers to offer
training with more opportunities for the students to acquire practical skills, the nieed
review the use of equipment and tools in the training centres in vocational education, the
role of training providers in the upgrading of skills of the current workforce and the need to
develop or evaluate curricula based on the inputs of employers.

8. The need to include information about career paths in the NOS/QPS, career progression as
retention strategy for all workers and the inclusion of career path information in curricula
development for education and training.




The information about CN€etterscum-operators and fitterdabrication, which was collected
through a separate questionnaire, has beenefly presented in this reporand will be used to
evaluate curricula for these job roles.




1 Introduction

1.1 The India EU Skills Development Project

The IndiaEU Skills Development project funded by the European Union assists the Natidhal S
Development Agency (NSDA) asedected State Skill Development Missions (SSDMs) and Sector Skill
Councils (SSCs) in implementing policies aimed at skillarge numbes of Indian men and women

to increase their employability and entrepreneurship, as a precondition of economic and social
development.The project doeghis by using international experience for developing institutional
capacities in the Indian context, telping to define standards and procedures of implementing the
National Skill Qualification Framework (NSQF) and by supporting the development of the Indian
Labour Market Information System (LMIS). At the ground level the project experts work with the
Indian partners on pilotindabour Market Analyss throughenterprise surveyso determine the
structure of the workforce, human resources management practices teaiding needs Project
experts and Indian partners also wook developing and testing exampleof competence based
curricula and on training the trainers and assessors.

One component of the Project has been tasked tthance labour market and anahseat the
national as well as the state/industrial cluster level. The intention is to build on what has already
been achieved, to identify gaps and to support improvement. More specifically in regards to labour
market information at the state/cluster levelt is planned to pilot new or amended methods of
implementinga sector LMA, drawing on resources allocated by the Sector Skills Councils. These
sector LMAs report on specific aspects of the labour maietthe outcomescan beusedto target
(quantitative and qualitative)abour market constraintand the development ofiew skill developing
programmesor the update ofexistingones

1.2 The Capital Goods Skill Council

The Capital Goods Skill CoufCiGSO¥ responsible for thekills development for the capital goods
sector in India. Th€GSC is m@ot-for-profit organiation, registered under the Societies Registration
Act, 1860. The Council has been promotedhs/Federation of Indian Chambers of Commerce and
Industry (FICCBNnd by the Department of Heavy industries (DHINd receivedinancial support by
National Skill Development Corporation (NSDC).

The purpose of establishing CGSC is to ensure thatapigal goods industry is abl to grow with
skilled manpower, as wedls toincreasets productivity and profitability.

The CGSC is expected to create a dynamic LMIS to keep track of the labour market skith gaps,
develop @cupationalstandards,to facilitate the development of practical and high quality training
content, and toensure adequate availability of faculty throudghrain The Trainérinitiatives It will

also build accreditaton and certification mechanism&nd encourage capacity building through
private sector participation.

To achieve the objective of creatimgrobust and vibrant eceystem for quality education and skill
development in thecapital goodssector, the CGSC has the mandéde




71 Identify skill development needsncludingthe preparation of a catalogue of types of skills,
range and depth of skills to facilitate indivads to choose from them;

Developof a sector skill development plan and maintaiskill inventory
Determineskills/competency standards and qualifications.

Standardiseffiliation and accreditation process;

Participatein affiliation, accreditation, examination and certification

Plan and executtraining oftrainers

Promoteacademies of excellence

Establisha wellstructured sector specific LMIS to assist planning and delivery of training.

= -4 4 A -8 - -2

1.3 A labour market analysis of the sector
In line with the objectives of the project and of tSCthe following objectivefiave been set for
the LMA:
i To test a methodology to collect primary data human resources manament practices,
training needs and skillequirementsfor technical workers/employees
I To better understand the skills demand and human resource management practices in the
sector, and
1 To collect information for the development of curricula foe job roles ofCNGSettercum-
operator and FittefFabrication

In May and June 2015, the project and the Capital Goods Skill Council (CGSC) have implemented &
labour market analysis in the state of Maharashtra. The findings of this study are presented in this
technical report TKS YSUK2R2f 238 Kl af 885y S ot $ AN SRe A NS U2 |
highlight positive and practical learning that can be uleduture, similar exercises.
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2 Context of the study

2.1 The economy and labour market in Maharashtra

Maharashtra is the second largest state in India, both imseof population and geographic area.
According to the 2011 census the State has a population of approximately 11 crore, which is 9.3% of
LYRAIFIQa SyGANB LRLWAFGA2Yd npz 2F GKS LI L
Maharashtra one of the mostrbanised states in India.

The gross state domestic product (GSDP) at current prices for2D18 estimated at 130132
crores and contributes about 14.4% of the overall GDP of India. The GSDP has been growing rapidly
over the last few years. At preseindustrial and service sectors together contribute approximately
yTom: 2F GKS { G (S Osactorayt@emtedadiivitiéscdhtributa tNeh rédraghiny dzNS
MHPRE: 2F GKS {dFG§SQa AyoO2YSo

The calculations of GSDP between 2084and 200910 showhigh economic growth rates for
Maharashtra in the last decade. Between 2d@iBl and 200910, Maharashtr® & S O grghpar &
11.1%, a faster rate thain comparative states and more than the-hitia average of 9%.

Though agriculture contributes onli3% to the GSDP of Maharashtra, 64% of the labour force is
active inthis sector. Maharashtra, unlike other States, has only a small proportion of the share of
employment in theindustrial sector, amounting to just 14%. This is despite the fact that the
industrial sector has a rather largmntribution to the GSDP. In the service sector, the labour force is
relatively small (22%) but contributes large share of GSDP (64%), which points to high labour
productivity in the sector.

The draft labour policy 201Dif Maharashtra highlights that a large humber of workers operate in
the unorganised sector. These include:
1 Shops and establishments sector workers
Agricultural workers
Almost 2000000 domestic workers
Building and construction workers
Loading andinloading workersand
Almost 32000 security guards

= =4 —a —Aa -2

In addition to these groups of unorganised sector workers, which have been mentioned in the
Maharashtra labour policy, most other economic sectors also have a share of unorganised workers
contributingin some way to the performance of the sector.

2.2 Specific features of the capital goods sector

Capital Goods sector compriséise productionof plant and machinery, equipment /accessories
required for manufacture / production, either directly or indirectlyf goods or for rendering
services, including those required for replacement, modernization, technologiegtagation and
expansion. It also includes packaging machinery and equipment, refrigeration equipment, power
generating sets, equipment and instrums for testing, research and development, quality and
pollution control.




The @pital goods sector is crucial for the developmentlodiaQa SO2y2Yeé F2NJ (KS§
Firstly, the apitalgoodssectoris considered a strategic sector ati# development of the necessary
capabilitiesbecausethe sectoris essential from a national sekliance and security perspective
Secondly, the apital goods sector has direct effecton the growth of the user industries as it
provides critical input, i.e., machery and equipmentto the remaining sectors covered under the
manufacturing activity. The capital goods industry contributes 12% to the total manufacturing
activity (which is about 15% of the GDP)

With a view to achieve 9% growth in GDP during the Exle Year Plan, the manufacturing industry
should grow at least by 11% to 13% per annum. This would mean that the Capital Goods sector,
which is considered to be the core of manufacturing, should grow at around 17% to 19%
(Department of Heavy Industry, 20).

Economic performance of the capital goods sector is linked with th#teomanufacturing industry
which is the key endser of the Capital Goods industihe @pability to manufacture most of the
major capital goods exists indigenously. Howegeren the superior technology competitiveness and
competitive pricing of foreign players, the sector faces a stiff competition from imported
machineries. The output of the sector is concentrated with a top few companies in most product
groups, followed bya section of companies comprising medium to small scale players. Indian
companies lack export thrust as the focus is largely on the domestic market. However, some of the
larger players are exploring export market growth targeted especially towards theléViighbt and
Asian markets. The sector is expectedrely on government supporniareas like export financing
and promotion to tap vast global capital goods market opporturiitational Skill Development
Corporation 2012)




3 Methodology

For the Labour Mrket Analysis (LMApformation from secondary and primary sources has been
collectedto understand the situation in the labour market for companies producing capital goods in
the state of Maharashtra. Sources of secondary information were informatiortalgoof the
government of India and the government d®flaharashtra Also, the CGSC has provided the
consultans with reports on previous research in the sector and with the qualification profiles that
have been developed for 56 job roléisat are common inthe sector. @ these 56 qualification
profiles, 31 were finaland 25 were under public viewt the time of the implementation of the
survey, and can still be changedSee the list ofconsulted documents on pagé4 for more
information.

Primary data has been collected during an enterprise survey in the Maharashtra in May and June
2015. Prior to and inparallel with the implementation ofthe survey, primary (qualitative)
information has also been collecteftom representatives of the CGSCY R FNB Y (G KS LINE
in skills development for the capital goods sector, Mr Michael Wolf.

Findings based on secondary datad on primary) information collected fom the CGS@nd the
LINRE 2S00 Q& BaSeDheénNgresdrifedISnNthie previous chapters. The collected primary
information have been included in chapter 4.

3.1 Data collection methodology
For the collection of primary data for this studyhe expertshave developedthree structured
questionnaires for

1. Companies$n the organised sector
2. Companies in the unorganised sector
3. Shop floor managers of CNC setter cum operators and fitters fabrication

The questionnaires have been discussed in detail with represeesatiof the CGSCAIl
guestionnaires are included in Appendix 1.

The first questionnairehas been used mosind has beendesigned to collect information from
companies that are not part of the unorganised sectorcdvers subjects like the occupational
structure of companies, skills and training needs, common practices in recruitment and training, the
economic situation in the sector anfinancial packages and benefits for workers in the most
common job roles

The second questionnaire islesignedfor campanies in the unorganised sectofhe National
Commission for Enterprises in the Unorganised Sector (NCEUS) defines the unorganised or informal
sector as:

bX ff dzyAyO2NLR2NF ISR LINAGFGS SyidSNLINKRA&Sa
in the sale ad production of goods and services operated on a proprietary or
partnership basis and with less than ten total workers".

(From: National Commission for Enterprises in the Unorganised Sector, 2008, page 3)

The questionnairéor the unorganised sectas simlar to the questionnaire for the organised sector,
but a number of questions have been removed because #reynot so relevant for unorganised
sector companiesandbecause the interviewers have conducted the interviews without the help of a

U
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pape version of the questionnaire (so as to not to scare off potentimorganised sector
respondent3which is easier if the questionnaire is shorter.

The third questionnairefor shop floor managers that supervise CNC setters cumatqerand/or
fitters-fabrication contains specific questions abothie number ofworkers in these job rolesskills

and knowledge of recent school leavers and current workers in these job roles, and about equipment
that is currently used in the company.

The questionnaires consist for thmost part ofclosed questions, resulting in discrete quantitative
information ona range of subjects. Yet the questionnaire also contained open questiEsgting in
gualitative datathat has beerclustered in the final stages for analysis and preseotakiere.

A team of four, externally recruited, interviewers guided by labour magkeglysisexperts of the
project, collected the data directly from companidsring faceto-face interviews with a company
representative that is familiar with human resoesc management practices in the company, and
with the shop floor manager supervising CNC setters cum operator and/or fitteration. The
interviews to administer questionnaire 1 (and 2) took 45 minutes to 1 hour, and the interviews with
the shop floormanagers took about 20 minutes per job role (i.e. about 40 minfagemterviewees

that supervised both CNC setters cum operators and fittabsication).

3.2 Selection of companies for the enterprise survey

The identification oEompaniegproducing capitajjoods

There are about 25 types of Capital Goods generally included in the Chapters 84 and 85 of ITC (HS
Codes.A previous stug (National Skill Development Corporation, 2012pveredl1l sectoss i.e.
Agicultural & Forestry MachinengarthmovingMining & Construction Machinergrocess & Plant
Machinery Light Engineering Goodslachine ToolsLifting & Handling Egpment, Plastic, Paper &
Rubber MachineryRower & Electrical Equipmentextile MachineryDies, Moulds & Press toadsd

Tools & Gages However, the followng subsectors currently represented in CGSC were covared

the survey in Maharashtra:

1. Process & Plant Machinery

Light Engineering

Machine Tools

Plastic Machinery

Power and electrical

Textile Machinery

7. Dies ,Moulds and Press Toalsd Gauges

o gk wnN

SeeTable 13n Appendix 2 for a ligtf these subsectors and the codes for the economic activities in
the National Industrial Classification (All Economic Activities) 2008.

Different approaches have been chosen for the selection of compéaig¢ke survey. For companies
in the organised sector,saistance from CGSC member associations was taken to firanlisipof
companies consistingdf the following 450 companies:

w 169 members of théndian Machine Tool Manufacturers' Association (IMTMA)

187 members of th& ool And Gauge Manufacturers Association (TAGMA) of India
94 members of thé’rocess Plant & Machinery Industgsociation of IndigPPMAI)

57 other companies

€ €g¢




These 450 companies were distributed over five divisioddaharashtrai.e. 272 in Mumbail51 in
Punel4 in AurangabadLl in Nashiland 2 in Nagpur

Due to the nature of the unorganised sector, no register of unorganised sector companies was
available to draw a sample from. That is why companies of the organised Seatdook part in the
survey wereaequestedto helpidentify companies of the unorganised sector.

The esponse

As te response fronorganised sectocompanies tothe request toparticipate in the surveywas
low, hence instead afisingstratified sampling lased on division, all companies on the (estcept for
two companies in Nagpumyere contacted andasled to participate in the surveyA total of 67
companiesagreed to participat€leading to aesponse rate of 15%

Due to thislimited responsethe nonLINR 6 F 0 Af A& O0APSd y20G NIYyR2YD
d& NB T S NNJ fwaszatoptediCompanyé representativesind local industry associationsith a
network in thecapital goods sector wenequestedto help identifyother (organised omunorganised
sector)companies in the sector an assist in making appointments, andet interviewers were

able toincludeadditional companies from their personal networks as wéalhgether, hese efforts
resulted in38 additional companietaking part h the survey

The response varied from division to division. Thiplof the local representativim Aurangabad had

a very positive effect on the response rate (Seble ). And the help of the local representative in
Nashik resulted in 7 additional compies, while the number of companies on the list suggested that
there were only 11 companies in this divisidine experiencean these two divisionglustrates one of
the lessons learned, i.e. that the request to participate in a survey should come &nor@ose or
from an organisation that is known and trusted by the target group.

Tablel - Response by division and number of additional participants through recommendation

_ Number of companies: Positive repsonse . . -,
Division Additional participants] Total participants
in the CGSC ligsked to participation number in % P P P P

Total 450 448 67 15% 38 105
Aurangabad (HQ Aurangabafl) 14 14 8 57% 3 11
Konkan division (HQ Mumbg}) 272 272 19 7% 14 33
Nagpur division (HQ Nagpur 2 0 N.A. N.A. N.A. N.A.
Nashik division (HQ Nashik) 11 11 1 9% 7 8

Pune division (HQ Pune) 151 151 39 26% 14 53

In the enterprise survey in the automotive industry in Maharashtra (HediaSkills Development
Project, 2013), thadentification of unorganised sector companies was relatively easy, but in the
current survey, the number of companies in the unorganisedosevas much lower than the experts
had expectedOff the 67 companies,re of the participating companies on list of organised sector
companieshad less than 10 employeemnd washenceregarded as an unorgi#sed sector company

Out of the additional 3 companiesthat were identified only 8 companies were part of the
unorganised sector, which means that out of the 105 participating companies, 9 are part of the
unorganised sectorConsidering the impressive size of the unorganised sector in India, thetexpe
feel that thechosen approach to identify unorganised sector companies was not suitdétee, iis
recommended to conduct further research to establish the share of unorganised sector companies in
the sector as well as their distribution over théfeient subsectors.
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3.3 Data analysis

The interviewersioted theinformation on the paper questionnairesluring the interviewsr, in the

case of unorganised sector companies, immediately after the interview. At the end of the day, they
entered the data inlie online questionnaires programmed on the Qualtrics software platform (see
www.qualtrics.con). In these online questionnaire@otential mistakes and problems were taken

into account as much as possible. Regular Microsoft software for spreadsheets and databases was
used to clean the data @ny remainingnistakes.

The first steps of theanalysisinvolvedthe clustering and categisation of the answers to open
guestions the recoding of the subectors based on the description of the activities in the company
and the coding of the job role§he table inAppendix 3 holds the categorisation of cpamies in
different subsectors: fo the companies that were not in the CGSC list, shb-sector has been
OK2aSy oFaSR 2y (KS RSAONALIIAZ2Y 2F GKS 02YL
necessarythe experts have studieveb-sites and promotion materials the interviewers edeed

during the interview. For 3Tompanies on the CGSC ,lishe subsector givenon the list has
remained the sameyhile the subsector for32 other companieshas been changed according to the
description of the interviewers.

The 105 respondents haveemtioned 584 job roles being present in their companies. As similar job
roles can go by different names (for example, fitteabrication are likely to do the same work as
fabricationwelders or fitterswelders, etc.), the 584 job roles have been codetb 46 job role
names. Coding has bebased on the descriptions given by the respondents asdchuch as possible

in line with the National Occupational Standardsi@lification Packs(NOS/QPshhat the CGSC has
developed / is currently developing (seavw.cgsc.in/qualification pack.htnfiér more information)

It was not always possible to code the job roles in line with the NOS/QPs, sometimes because the job
roles were not specific for the capital gi® sector (like administrative roles or managers) and
sometimes because (especially migiged and small companies tend to) have more generalist job
roles, while the NOS/QPs are developed for highly specialised joB.roles

As 46 job role names give toouch detail for an analysis of the workforce in the participating 105
companies, the job role names have been merged into 20vjap developed by CGSCdnsultants
Progilence & GlobalPeerd014).SeeAppendix 4for detailedrole categories, using theccupational
information on the job rolemames, job roleategories and the description given by the respondents.

3.4 Limitations of the study

The study was designed to addrabe objectives described in Chapter Thefindings of the study
canalso be usefufor other purposes, butvhoever wants to use the information should keep the
following in mind

w Due to limited time andimited participation,the selection method had to be amendex
described aboveThis means that the findingsannot be generalisetbr the entire capital
goods sector in Maharashtra

w Sincethis was the first timeever enterprise survey to collect information about the skitis
the capital goods sector iMaharashtra the outcomes cannot be compared to previous
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results However, the otcomes can be useds a baseline fosimilar future studiesin
Maharashtraor elsewhere.

w The focus of the study was on assessing the occupational strudturaan resources
managementpractices and skill needim the capital goods industryas well as orthe
collection of information for the development of curricula for GSi€tercum-operator and
Fitter-Fabrication.The findings and conclusions are more of a qualitative nature, useful for
initiatives to improve or strengthen training of employees or fet@mployees, rather than
forecasting numbers.

w The quality of the findings of any survey depends on the ability of the respondents to
understand questions and give answéhat truly reflects their views or circumstanceslso,
it is possible that respondents answer strategically rather than truthfully, for example
because theiperception and understanding of thgarties involved in the survey and of the
way the data will be usedOf course, these factors have been takeio account when
developing the guestionnaires and while implementing the survey, but an effect on the
findings of the survey cannot be ruled out.

w This survey on labour market demand has bbeén complemented witla similar exercise on
labour marketsupdy. Also, the findingshave not been discussed A G K | G F2 O0dza
consisting of key sector stakeholdem@hiswill be taken as learnings for the next such survey.

Through careful analysis of the results, while taking the limitations into account,ntieds d the
survey havéelped in describinghe current situation in the participating capital goods companies in
Maharashtra. See Chaptéifor more information.




4 Findings

4.1 Characteristics of the participating companies

Table 2 illustrates some selected characteristics of the companies participating in the survey. It
shows that the group of 108ompanies operate in different stdectors, are basd in different
divisions and have different sizes and forms of ownersklipmost one in ten companies jmrt of

the unorganised sector, bihe overall majority is part of the organised sector.

Subsector

Looking at the table in more detall, it is clear that the participating company mostly operate in two
subsectors, i.e.in Machine toolsand Dies, moulds and press tools. One in ten produces light
engineering goods and the remaining companies produce pRogdant equipment, tools and
gauges, power & electrical equipment, textile machinery and material handling and lifting
equipment. To facilitate the analysis, the variables organised/unorganised sector arskcob

have been merged into another sigecta variable, showing that Machine tools and Dies, moulds
and press tools are the biggest with a share of 36% and 26% respectively. Light engineer goods
remains a separate category with 9% and the two new categoriesother capital Goods and
unorganised sgtor companies.

Table2 - Characteristics of participating companies

Number of{ Share in - Number of; Share in
) ) Company characteristics . )

companiestotal (in % companies total (in %

Company characteristics

Total 105 100% || Total 105 100%
Organised / unorganised sector Location
Organised sector 96 91% an urban area 98 93%
Unorganised sector 9 9% arural area 7 %
Subsector Type of ownership
Dies, Moulds & Press tools 31 30% Sole proprietorship (owned by one person) 15 14%
Light Engineering Goods 11 10% Partnership (owned by two or more people) 22 21%
Machine Tools 41 39% Public corporation 7 %

Material Handling and Lifting Equipment 1 1% Private corporation 51 49%
Power & Electrical equipment 5 5% Not asked (unorganised sector) / unknown 10 10%
Process Plant Equipment 7 7%

Textile Machinery 3 3% Company Size - investment
6

Tools & Gauges 6% Micro (investment less than Rs 25 Lakh) 1 1%
Small (investment Rs. 25 lakh to Rs. 5 crore 30 29%
Sub-sector (merged) Medium (investment Rs.5 crore to Rs.10 croie) 31 30%
Dies, Moulds & Press Tools 27 26% Large (investment more than Rs. 10 crore) 33 31%
Light Engineering Goods 9 9% Not asked (unorganised sector) / unknown 10 10%
Machine Tools 38 36%
Other capital Goods 22 21% ||Company size - number of worke?s
Unorganised sector 9 9% Up to 9 workers 9 9%
10 to 49 workers 43 41%
Division 50 to 249 workers 39 37%
Pune division (HQ Pune) 53 50% 250 workers or more 14 13%
Konkan division (HQ Mumbai) 33 31%
Aurangabad (HQ Aurangabad) 11 10%
Nashik division (HQ Nashik) 8 8% |  Number of workers is the sum of permanent employees, temporary
employees, contract workers and trainees
Location

Half of thecompaniesvere based in Punealmost a thirdn Mumbaj and10% and 8%vere based in
Aurangabad and Nashik respectivelpmpared with theaumber of companies on the CGSC list (see
Tablel), this means that the companies in Aurangabad and Nashik arerepeysented, which is

My




probably the result of the help of the local representatives of the company associatianaking
appointments for tle interviews.The overall majority ibased in urban areas.

Ownership

Almost half of the companies are private corporations (whose shareholders cannot sell/buy shares
on a stock exchange), while about one in three companies are owned by one owner or by a
partnership of two or more peopleVery few of the organised sector participating companies are
public corporations (i.e. a company owned by shareholders that can sell/buy shares on a stock
exchange).

Company size

In terms of investment, all company siza® present among the participating companies, except for
micro-sized companiesChis could be explained by the nature of the sector (i.e. production requiring
relatively expensive machinery), but it is also possible that an ureggesentation of unorgaised

sector companies results in the undepresentation of micresized companies, i.e. anvestmentof

up to INR 25 lakhlhe share of small, medium and large companies is more or less the same among
the participating companies. Unorganised sector companies have not been asked about investments
and some organised sector companikg not feel comfortablg¢o answer this questin.

Another way to define company size is by looking at the number of persons working with the
company.Throughthe questionnaireor the organised sectothe companies wereasked about the
number of permanent employees, the number of temporary empleyegorkers employed via a
contractor, trainees and the number of vacanci@he company size according to the number of
persons working with the company has been categorised based according to the total number of
persons that work with the company as a pement employee, temporary employee, contract
worker or trainee. Companies in the unorganised sectwwere askedonly about the number of
employees.

The majority of the organised sector companidgd up to 250 workers 41% ha 10 to 49workers
and 3®6 hal 50 to 249 employees. Only 14 companiesgl more than 250 persons and 9 companies,
that are part of the unorganised sectdrad9 employees or less.

Comparing the different variables for compasizeshows that the relation between the number of
workers and investment in the comparg not straightforward There is only one micrsized
company(in terms of investment)n the group of participants, while there are 9 companies with 9
employees or less.i8ilarly, large sized companies (with an investment of more than 10 crore) do
not necessarily employ 250 employees or mdéeeTable 14in Appendix 2 for a break down of
companies by company size (both in terms of investment and in terms of number oénspend
sub-sector.

4.2 Composition of the workforce

Number of workers

Table3 holds more detailed information about the workforce in the capital goods sector as a whole
and in the different suisectors.The figue shows that all companies hagrmanent employeedyut

that other categories of workersvere not present in allof the participatingcompanies half of the
companies hd trainees andabout a similar shareffered employment to contract workersOnly
14%temporary employeesind 6%castal workerswere reported.. Four out ofeveryten companies
(42%) reported vacancieson average & per companywhich is about 1% of the total number of
workers




Table3 - Number of workers by category and stgector

Sub-sectors and Valid answers (companied Number of persons in category Share in total
categories of workers number %6 of total Minimum | Maximum ;| Average workers (in%6)
Total
Permanent employees 105 10026 4 3500 152,8 69%0
Temporary employees 15 14%6 1 2000 160,9 10%b6
Contract workers 55 52%0 1 522 63,9 15%6
Trainees 54 51%0 1 400 20,4 5%
Vacancies 44 42% 1 40 6,5 1%
Casual workers 6 620 2 15 4,7 0%06
Total employeeé) 105 10020 4 5500 175,8 80%
Total workers’ 105 10026 4 5956 220,0 100%
Total employmenf) 105 100%%6 4 5956 222,7 101%b6
Number of women 69 66%0 1 240 13,5 4%
Number of disabled persons 14 13%06 1 8 2,4 0%0o
Dies, Moulds & Press Tools
Permanent employees 27 100%%6 8 211 55,6 63%0
Temporary employees 4 15%b 2 36 16,5 3%
Contract workers 14 5290 6 160 41,8 25%0
Trainees 15 56%0 2 120 15,5 10%6
Vacancies 14 5290 2 20 6,4 4%
Casual workers
Total employee§ 27 100%b 8 211 58,1 66%0
Total workers? 27 100%%6 11 371 88,4 100%
Total employmenf) 27 100%6 14 371 91,7 104%
Number of women 16 59%%6 1 19 5,3 4%
Number of disabled persons 3 11% 1 3 2,0 0%
Light Engineering Goods
Permanent employees 9o 100%6 13 1200 214,7 69%0
Temporary employees 2 22% 1 14 7.5 1%
Contract workers 3 33%0 6 400 137,7 15%06
Trainees 5 56%0 2 400 91,4 16%6
Vacancies 5 56206 1 16 7,2 1%
Casual workers 1 11% 2 2 2,0 0%
Total employee§ 9o 100%b6 14 1200 216,3 69%0
Total workers? 9 100% 17 1600 313,2 100%
Total employmenf) 9o 100%%6 17 1600 317.2 101%b6
Number of women 7 78%0 1 40 10,0 2%
Number of disabled persons 3 33%0 1 8 4,3 0%o
Machine Tools
Permanent employees 38 100%b6 6 3500 180,4 68%0
Temporary employees 6 16%6 2 2000 340,3 20%
Contract workers 22 58%0 1 456 45,9 10%6
Trainees 21 55%0 1 50 10,5 2%
Vacancies 17 45% 2 40 6,7 1%
Casual workers
Total employeeé) 38 100%b6 6 5500 234,1 88%
Total workers’ 38 100%6 11 5956 266,5 100%
Total employmenf) 38 100%%6 16 5956 269,5 101%b6
Number of women 29 76%0 1 90 12,2 4%
Number of disabled persons 5 13%06 1 5 1,8 0%o
Other capital Goods
Permanent employees 22 100%6 5 3500 259,0 74%
Temporary employees 3 8% 4 278 96,7 4%
Contract workers 16 42% 7 522 94,3 20%0
Trainees 13 34%0 2 69 14,8 3%
Vacancies 6 16%06 2 25 6,8 1%
Casual workers 4 11%0 3 15 6,0 0%
Total employeeQ 22 58%0 5 3778 272,1 78%
Total workers’ 22 58%0 20 4369 350,5 100%
Total employmenp 22 582%0 23 4369 352,49 101%0
Number of women 16 42% 1 240 26,2 5%
Number of disabled persons 3 8% 1 2 1,7 0%06
Unorganised sector’
Employees 9 100%%6 4 9 6,3 100%b
Vacancies 2 22% 2 2 2,0 7%
Casual workers 1 11%0 2 2 2,0 4%
Total employees / workers 9 100% 4 9 6,3 100%
Total employmenf) 9 10026 4 9 7,0 111%
Number of women 1 11% 1 1 1,0 2%
Number of disabled persons 4 i

) The following definitions are used in this report:

Total employees: the total number of permanent employees and temporary employees.

Total workers: total employees plus the number of contract workers and the number of trainees

Total employment: total workers plus total vacancies
el Unorganised sector companies were asked for the total number of employees, vacancies and casual workers in the last
They also mentioned the number of women and the number of workers with a disability
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On average, the total number of persons directly employed by the companies (on a permanent or
temporary basiswas 176. Together with the number of contract workers, trainees and casual
workers, the average number of people working with companies in tpéatagoods sectowas220.
Keeping in viewthe average number of .6 vacancies in the companies, the average number of
positions in the company would be 223.

Almost70% of the workers (153 out of 22@kre permanent employegs The remaining workvas

done by contract workers (12%) and temporary employees (10%), and to a lesser extent by trainees
(5%). Only 1% of the positiomgere vacantat the time of the interviewand hardly any workwas

done by casual labourers.

Though twethirds of the companies indated that women were employed, theported share of
women in the workforcewas 4%. Only 13% of the companies had employed differently abled
persors, but the share of this group in the labour foreeasnegligible. Theeported share of women
anddifferently abledpersonswasmore or less the same in all ssbctors.

The average number of workers per mpany differed between the suksectors. Companies
producing dies, moulds and press todiad relatively fewer workers compared to the other sub
sectors: vhile the overall average number of workensas 22, the average number of workeis
companies producing €s, moulds and press tools &&8. Also, he share of (permanent and
temporary) employeesvas smaller than averag¢66% versus 80% this sector which was
compensated by a higher share of contract workensl trainees. Lastly, thdies, moulds and press
tools sub-sector hal a relatively high share of vacancies, i.e. 4% comptarddo on average.

The workforce of thebiggestsub-sector Machine toolsin this survey was biggehan averageon
average a company producing machine toold B&7 workersThe numler of permanent employees
was about averagehut a bigger than average share (20%) consisted of temporary employaks
the number of contract wrkers and traineesvas much lowerthan average. Though 45% of the
companies reported vacancies, the number of vacaneiesrelatively low.

Participating companies that produce light engineering goagse a bit bigger than average. As only

9 companies from this sufector took part in the survey, no conclusiamuld be drawn about the
distribution of workers over different categories. However, the figures suggest that, though 5 out of
9 companies reported vacaies, the share of vacanciasthe total workforcewas relatively low.

Companies producing other capital goduxl the largest averageworkforce and offeredwork to a
comparativelylarge number of permanent employees and contract workefithey employed a
relatively smalkhare of temporary employees and trainees. Ol of thesecompanies reported
vacancies, whicks very little compared to the average of 42%mpaniegeporting vacanciesiuring
the survey

Due to itsdefinition, the number of workers ithe participating unorganised sector companiesswa
low, i.e. 6 persons on averag&e number of vaancies and casual workers seemntadher than
average,but this is be based on the answers ohly 2 and 1 companies respectively, which is not
sufficient tosupport this conclusion.

The number of workers in different categorileg divisionis presented inTable 15 iPAppendix 2The
table shows thatrelatively many companidéa Punehadtrainees and vacanciemd that a fairlyarge
share of hese companiesmployedwomen.However the share of trainees and women in the work
force did not deviate much from theother companies and the numbef vacancies wa also not
higher than average, which means that theumbers of trainees, vacancies and womienthe




companies was small Companies based in Mumbai hd@wer (permanent and temporary)
employees angnanyMumbaibasedcompaniesvorked with staff provided by contractord/ery few
companies repoed having vacancgand not so many companies hadinees. Howevercompanies
that hadvacancies and wodd with traineeshad a relatively high numbeof them. The number of
participating companies in Aurangabad and Nashiks small These companieseened to have
relatively few temporary employees and contract workevhich wa compensated by a higher share
of trainees in the workforce

Table16 in Appendix 2 holglinformation about the number of workers in different categories by
company sizén terms of investmentlt shows that the share of permanent employeeas high inall
company sizes, varying fro68% to 75% of the total number of workef®henumber oftemporary
employees in small anl mediumsized companies vganuch lowerthan in large companie®©n the
other hand, snall companies wor&d more oftenwith contractors, which resulteéh a relatively high
share of contract workers in small companigdso, small companies wenmmore likely to have
vacancies than larger companies afe number of vacancies per company svalso higher than
average.

Comparativelynany medium sized companies heminporaryemployees, buthe average number of
temporary per companywas not so big The lower share of temporary employeigsthe work force
was compensated by a higher share of permanent employeesteaidees. Large comp#s stand
out because a large majoritf the companie$79%) workedvith contractors.

Tablel7 in Appendix Zontains information of the different categories of workers by company size

in terms of workersThe information in this tablés more or less itine with the findings mentioned
above small companies had relatively low share of temporary employees in the workforce, which
was compensated by a higher share of permanent employees and contract workers. Also, more small
companies repoed vacanciesand the number of vacanciewas relatively high. Medium sized
companies also repogd a lower share of temporary employees than bigger companidgsich was
compensated by a higher shamf permanent employees and trainees. Fewer medium sized
companies repded vacancieghan large companiesbut the number of vacancigser companyis

higher. The overall majority of companies employing 250 workers or more @ebvkith contractors

(93%) and hattainees in the company (79%). Relatively few large companiestegpgacancies.

Tablel16 and Table17 show that he more employees companies hatie more likely theywere to
hire women Neverthelessthe share of women in the work foragas higherin medium sized and
small companiesAs mentioned before, the share differently abled workers in the work force was
negligible in all categories of companies, i.e. there was no difference betsidesectors, divisiors
or company sizes

Most common job roles

As mentioned in the methodology chapter, the participatingnpanies mentioned 584 jolyole

titles, whichhave been recoded to 46 job role names and 20 broader job role categdabse4
contains the breakdown of the job roles mentioned by different job role categories and by company
size, while thee figures are presented Isyb-sector inTableb.




Table4 - Job roles mentioned by job role category and distribution by company size (in terms of workers)

Distribution over job role category by company size

Job roles
Job role category : Upto9 10to 49 | 50to 249 | 250 workers on
mentioned| Total
workers | workers | workers more

Total job roles mentioned 584 584 27 220 236 101

Average number job roles mentioned per company 5,6 5,6 3,0 51 6,1 7,2

Design roles: 110 19% 7% 19% 23% 12%
CNC Programmer 32 5% 4% 5% 7% 2%
Designer / draughtsman 78 13% 4% 13% 16% 10%

Machinist roles: 136 23% 30% 28% 19% 21%
CNC operator 40 7% 10% 6% 6%
CNC setter cum Operator 17 3% 4% 2% 3% 4%
Conventional machine operator 63 11% 26% 13% 7% 11%
Operator and/or setter (EDM) 16 3% 4% 3%

Production Roles 149 26% 22% 22% 28% 30%
' 3aSYofteé m CAGGSNI ¢ 9f S|OGBON O £ 5 St $1&i NP2 yi% O 6% 5%
ldaSyofe m CAGGSNI ¢ aSOKIFPRAOLE 5% alAyiSyIs60S 5% 6%
Assembly - Tool and Die Maker 14 2% 4% 3% 1% 4%
Component Fabrication and Preparation 13 2% 2% 1% 6%
Component Fabrication and Preparation - Fabricati 19 3% 7% 2% 4% 4%
Fitter
Quality, Managerial and Supervisory roles 44 8% 6% 11% 5%

Welding and Related Roles 18 3% 4% 2% 2% 8%

Painting and Coating Roles 7 1% 2% 1%

Quality Roles 17 3% 4% 3% 2%

Helper 41 7% 19% 9% 6% 4%

Projects and Planning Roles 70 12% 4% 11% 12% 16%

Marketing, Research and Service Roles 18 3% 2% 4% 4%

Administrative Roles 11 2% 15% 1% 1% 1%

Other (production) Roles 7 1% 0% 1% 3%




Table5 - Job roles mentioned by job role category and distribution by sséctor

Distribution over job role category by sub-sector

Total job roleq

Total job roles mentioned . Dies, Moulds Light Engineerin¢ Machine iOther Capita; Unorganised
mentioned Total
& Press Tool Goods Tools Goods sector
Total job roles mentioned 584 584 158 60 216 123 27
Average number job roles mentioned per company 5,6 5,6 5,9 6,7 57 5,6 3,0
Design roles:
CNC Programmer 32 5% 9% 6% 3% 4%
Designer / draughtsman 78 13% 15% 13% 15% 11% 4%
Machinist roles:
CNC operator 40 7% 11% 8% 6% 4%
CNC setter cum Operator 17 3% 3% 5% 4%
Conventional machine operator 63 11% 11% 10% 13% 1% 26%
Operator and/or setter (EDM) 16 3% 6% 3% 2% 1%
Production Roles
laasSyofe m CAGGUSNI ¢ 9f|SOBNAQIt5% St SWINRY A 6% 7% 11%
laaSyofte m CAGGOSNI ¢ aJOKRYAOQ|I 5% al A% Sy | vy % 6% 3%
Assembly - Tool and Die Maker 14 2% 6% 5% 4%
Component Fabrication and Preparation 13 2% 1% 8% 1% 3%
Com_ponent Eabrlcatlon and Preparation - 19 2% 1% 204 3% 7% 7%
Fabrication Fitter
Quality, Managerial and Supervisory roles 44 8% 9% 3% 6% 11%
Welding and Related Roles 18 3% 3% 2% 8% 4%
Painting and Coating Roles 7 1% 1% 2% 1%
Quality Roles 17 3% 1% 3% 4% 5%
Helper 41 7% 8% 3% 6% 7% 19%
Projects and Planning Roles 70 12% 8% 18% 11% 18% 4%
Marketing, Research and Service Roles 18 3% 1% 2% 5% 4%
Administrative Roles 11 2% 1% 3% 0% 2% 15%
Other (production) Roles 7 1% 1% 1% 2%




Companies mentioed on average 5,6 common job roleBable4 shows that the average number of

job roles per company corspondedwith the company size in terms of number of workengich
makes sens@sbig companies are more likely to have relatively specialgesitionswhile workers

in smaller companies will need to do these tasks with a smaller number of people, leading to more
generalist positions. TabEshows that the companies prading light engineering goods mentioned

the largestnumber of job roles, i.e..B job roles on averagéVith 5.9 most common job roles per
company, positions inompanies producing dies, moulds and press tomle also a bit more
specialised than in otherompanies

Of course the nature of the most common job roles is more interesting than the number of most
common job roles per companihe distribution of the job role categoriés the two middlesize
categoriesi.e. small companies with 10 to 49 workesind medium sized companies with 80249
workers is more or less similathoughthe share of small companies mentioning CNC operators as a
common job role is relatively high and a higher than average number of small companies mentioned
having conventinal machine operatoren the work floor(see Table 4)Relatively many medium
sized companies indicated having design roles, and quality, managerial and supervisory roles, but
relatively few participants mentioned having conventional machine operatorsstiyza large
companies (with 250 employees or more) mentioned projects and planning roles and job roles
related to weldingas common job roles more often than the other compani@ssign roles are more
common in small and mediwsized companies than in miegized and large companies.

Analysis ofhe data shows that companies producing dies, moulds and press tools mentesiph

roles, machinist roled.€. CNC operators angberator and/or setter (EDM)and tool and die makers
more often than other companie€€ompanies producing light engineering goatd®mentionedtool

and die makersnore than average and reported more machinist roles, design roles and projects and
plannirg rolesas well Machine tools producing companies did not deviate from the total distribution
of job roles very much, but mentioned relatively often CNC setters cum operators and marketing,
research and service roles. Companies producing other capital gmmtioned common job roles
such as component fabrication and preparation (including fabrication fitters), welding and related job
roles, and quality roles, but relatively few machinist rolAsrelatively big share of the job roles
mentioned by unorganed sector companies are directly related to production, i.e. machinist roles
(especially conventional machine operators), production roles (excluding the quality, managerial and
supervisory roles) and helperslelpers are also mentioned bygamnised sectocompanies, buthe
number of helpers seems to decrease if the company size increases.

In Table 18in Appendix 2,job role categories and nameare broken down by the associated
gualification level mentioned by the interviewees. The table makes clear timatassociated
educationlevel of machinist, productiorand welding and related roles, wagenerally class 8 to 12

and (ITlI or CGSC) certificate level. Design, quality, project and planning, marketing, research and
service roles are associated mostlymitegree level and to a lesser extend with diploma level.

The number of workers per job role category is presented bysediorin Table6. It showsthat six
job role categories account for more than eight thousand (i.e. two thirds of the) workers imdbke
common job roles in the participating companies. These job role categories are:

Design RolesDesigner / draughtsmanl.433 workers (12%)

Machinist Roles CNC operato+ 1.323 workers (11%)

Machinist Roles Conventional machine operaterl.063 vworkers (9%)

Production RolesAssembly Fitter ¢ Mechanical / Maintenance1.039 workers (8%)
Welding and Related Role4.093 workers (9%)
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1 Projects and Planning Role8.204 workers (18%)

Table6 - Number of workers per job role category by stgector

Number of workers distribution over job role *) categories

Job role category Total | Dies, Mouldg Light Engineerin¢ Machine; Other Capita: Unorganised
& Press Tool Goods Tools Goods sector
Total 12.356 1.717 1.890 5.626 3.070 53
Design roles:
CNC Programmer 1% 3% 1% 1% 2%
Designer / draughtsman 12% 13% 2% 13% 14% 2%
Machinist roles:
CNC operator 11% 13% 9% 15% 3%
CNC setter cum Operator 5% 3% 11% 6%
Conventional machine operator 9% 18% 5% 10% 2% 34%
Operator and/or setter (EDM) 2% 12% 0% 1% 0%
Production Roles:
13aSyofteé m CAGGSNI g 9f SOGINA®G £]| 9 1%t SO0 NRYW A O 4% 4% 6%
13a8Syofteé m CAGGSNI ¢ aSOKIYyA®S ]| kK 8%l Ay i SyhyOS 14% 1%
Assembly - Tool and Die Maker 2% 7% 4% 9%
Component Fabrication and Preparation 2% 1% % 1% 1%
Component Fabrication and Preparation - Fabrication Fifter 5% 3% 0% 2% 15% 4%
Quality, Managerial and Supervisory roles 2% 4% 0% 2% 3%
Welding and Related Roles 9% 1% 6% 25% 2%
Painting and Coating Roles 0% 0% 1% 0%
Quality Roles 1% 0% 1% 1% 1%
Helper 4% 4% 1% 3% 7% 25%
Projects and Planning Roles 18% 3% 61% 12% 11% 2%
Marketing, Research and Service Roles 3% 1% 0% 4% 4%
Administrative Roles 1% 0% 0% 0% 5% 9%
Other (production) Roles 2% % 0% 3%

) Number of workers is the total of permanent employees, termporary employees, contract workers and trainees

Therewere significant differences in the composition of the workforce in the different-settors.

For example, in the unorganised sector, the smallestsmdior in this survey, only two job role
categoriesstood out, i.e. conventional machine operators and hekpdn contrast, in the biggest
sub-sector in this survey, Machine Tools, the number of workers in four to six different job role
categorieswassubstantially higher than in others. Thesere CNC operators, fitters mechanical /
maintenance, designersdraughtsmen, and projects and planning roles. Also important in this sub
sector were CNC setters cum operators and conventional machine operators. In companies
producing dies, moulds and press tools, the most common job role catagasyconventional
machne operating roles, followed by designérdraughtsmen, CNC operators and operators and/or
setters of electro discharge machines. An (unlikely) big share of the work force in HsecobLight
Engineering Goods consisteflpersons in project and plaimg roles and companies also empaly

a relatively big number of workeis CNC operators and component fabrication and preparajtidn
roles Major job role categories in companies producing other capital gavele welding and
related rolesfollowed by fabrication fitters, designers / draughtsmen and projects and planning
roles.

Table7 containsinformation about thedistribution of different worker categories over the different
job rolecategorieslt shows that thedistribution of permanent employeesver the different job role
categorieswas more or less the same as the average distribution, most likely becausss ithe
biggest group in the total number of workerBlowever,this was not the case forall job role
categories The table shows that alnsb six outof ten temporary employeeswere welder or had
related positiors and one in five temporanemployeesworked as fabrication fittes. Less likely
positions for temporary employees were project planning roles fittet mechanical maintenance
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Contract workers were unlikely to work jpmoject planning roles ands designer raughtsnen, but
the share of contract workers in the job role categories conventional maabpeeators and helpers
was higher thanin other job role categoriesAlmost sixout of ten traineeswere employed ina
project planning role.

The number of vacancies for CNC operatangl project and planning roles warelatively high
compared to the number of workers in these job role categories. The number of vacancies for
weldersand related roles antbr fitter ¢ mechanical / maintenance gaelativelylow.

Not many women worid in the most common job roleS.he ones thatid, were mostly employed
as designers / draughtsmeim projects and planning roles and in other (produclionles. Women
that were directly involved in the production process wetkmostlyas CNC setter cum operator

Table7 - Number of workers in differnt categories of workers by job role category
Number of workers distribution over job rol@ categories | Number | Number

Job role category Total | Permanent| Temporary| Contract | o . of of
workers | employees} employees; workers vacancie§ women
Total 12.356 9391 362 1719 884 186 190
Design roles:
CNC Programmer 1% 1% 1% 2% 2% 4%
Designer / draughtsman 12% 14% 3% 3% 8% 12% 19%
Machinist roles:
CNC operator 11% 13% 4% 3% 6% 24% 3%
CNC setter cum Operator 5% 6% 4% 0% 9%
Conventional machine operator 9% 8% 3% 16% 5% 10% 1%
Operator and/or setter (EDM) 2% 2% 1% 4%
Production Roles
laasSyote m CAGGSNI ¢ 9f SOGNR3®I £ 33%St SOAWE y A E% 2% 2% 5%
13a8Y0fe m CAGGSNI ¢ aSOKI|yAsH ] k%l Ay DBy Iy 3% 1% 2% 8%
Assembly - Tool and Die Maker 2% 1% 3% 1% 8% 3%
Component Fabrication and Preparation 2% 1% 1% 5% 0% 2% 1%
Component Fabrication and Preparation - Fabrication Fitter 5% 1% 22% 8% 3% 2%
Quality, Managerial and Supervisory roles 2% 3% 2% 1% 2% 6%
Welding and Related Roles 9% 7% 59% 13% 4%
Painting and Coating Roles 0% 0% 1% 0% 1% 1%
Quality Roles 1% 1% 1%
Helper 4% 1% 2% 18% 1%
Projects and Planning Roles 18% 18% 1% 1% 58% 27% 27%
Marketing, Research and Service Roles 3% 4% 1% 3% 3% 5%
Administrative Roles 1% 2% 2% 3%
Other (production) Roles 2% 1% 6% 2% 1% 8%

) Number of workers is the total of permanent employees, termporary employees, contract workers and trainees

4.3 Employee turnover anckcruitment& selection of new employees

Employee turnover and recruitment problems

A quarter of the companies reported that the turnovef workers in the current year vgahigher

than in the previous year, while 3 out of 10 repedtthat the employee turnovemwas lower (see
Table8). Companies reporting a higher employee turnover than last year had fewer workers than the
other companies, i.e. 78 on average, while companies reporting that the employee turnover was
the same as the year before have more employees,3(d. employees on averag€bmpanies
reporting a higher turnover this year have more vacancies than other companies.

A challenge faced bysmaller companies is that employees prefer to work with larger companies and
leave as soon as the opportunity aris@hiscould beone of the reasonsfor a higher employee
turnover in smaller companies.




Table8 - Employee turnover compared to last year by sector, division, average number of workers and vacancies

L Total | Turnover compared to last year (in % of total
Sector / Division -
(N) higher | the same! Ilower [No answer
Total 105 25% 42% 30% 3%
Sector
Dies, Moulds & Press Tools 27 15% 48% 33% 4%
Light Engineering Goods 9 22% 33% 44%
Machine Tools 38 34% 47% 16% 3%
Other capital Goods 22 23% 32% 41% 5%
Unorganised sector 9 22% 33% 44%
Division
Pune division (HQ Pune) 53 19% 58% 21% 2%
Konkan division (HQ Mumbg}) 33 33% 18% 45% 3%
Aurangabad (HQ Aurangabagl) 11 36% 18% 36% 9%
Nashik division (HQ Nashik) 8 13% 63% 25%
Average number of workers 220,0 78,5 306,9 224,9 119,3
Average number of vacancies| 2,7 3,7 3,5 1,0 0,7

") Total number of workers is the sum of (permanent and temporary) employees, cont
workers, trainees and casual workers

Two out of five companies (40¥8ported that the turnover wa higher for the staff ione or more
of the most common job roles than iather job roles, and almost 6 out of 10 (58%) repadrt
recruitment problems for one or more of the most important job roles.

On average, aigher turnover was reported for 11% of the most common job roles and for 22% of
the most common job roles recruitment problemsere reported. InTable9, the figures are broken
down by job role categongkills problems were reportedf 10% of the most common jobles.

The table shows that most problems are reported for CNC operator job roles. The participating
companies mentioned that there is a higher turnovarore recruitment problemsand more skill
problemsfor CNC operators than for other job roles. This pasbably partly be explained by the

fact that CNC operators are one of the biggest categories of the most common job roles (see Table
6). More than average recruitment problemagere reported for job role categories like tool and die
makers, conventional achine operators, welding and related roles and for marketing, research and
service roles.

Unfortunately, thenature ofskill problemsavasspecified by only a limited number of companies. See
Table20in Appendix Zor more information.
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Table9 ¢ Reported issues concerning turnover, recruitment and skill problems for the most common job roles
Reported issues

Number of timegq (in % of number of times mentioned):
mentioned (N) Higher than |Recruitment Skill
average turnovel problems :problems

Job role category

Total 584 11% 22% 10%
Design roles:
CNC Programmer 32 9% 31% 13%
Designer / draughtsman 78 5% 19% 8%
Machinist roles:
CNC operator 40 33% 48% 20%
CNC setter cum Operator 17 12% 18% 6%
Conventional machine operator 63 14% 35% 16%
Operator and/or setter (EDM) 16 13% 25% 13%

Production Roles:
laasSyofe m CAGGSNI ¢ |9t SGUNRPIE 18% St SOA3MR Vi A G%
laasSyofte m CAGGUSNI ¢ |[aSORY yAQIE 1% al Ay 478y iy 0%

Assembly - Tool and Die Maker 14 7% 43% 29%
Component Fabrication and Preparation 13 15% 23% 23%
Component Fabrication and Preparation -
Fabrication Fitter 19 21%
Quality, Managerial and Supervisory roles 44 7%
Welding and Related Roles 18 17% 33% 6%
Painting and Coating Roles 7 29% 29%
Quality Roles 17 12%
Helper 41 10% 15% 12%
Projects and Planning Roles 70 6% 11% 7%
Marketing, Research and Service Roles 18 17% 33% 17%
Administrative Roles 11 9%
Other (production) Roles 7 14% 14%

Seventyseven companies(73%)reported problem inretaining and/or recruiting workers forthe
most common job rolesFifteen companies did not specify the nature of the problems, but the
remaining 63 companiegave one or morgeasonsand/or explained theproblems in more detail
Their answers are summarised iglte 1.

The most reported recruitment problemvas thenon-availability ofsuitable candidates the labour
market. Other reported problemsvere that candidatedack(technical) skills or knowledgend a éw
companies mentioned that the candidates lack soft skills like creativity and problem solvingAskills.
smdl number ofcompanies reported that they cannot compete with the salaries offered by other
companies. Twaqparticipants thoughtthat workers with the right qualifications prefer to work
outside India, and anotherespondentmentioned that the turnover wagspecially high among
workers at diploma and degree level.
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Figurel - Reasons for highemtrnover and recruitmentproblems(in number of companies)

(=]
[

4 6 8 10 12 14 16 18 20
Cannot compete with salaries -
offered by other companies
Candidates lack knowledge _ 8
Candidates lack technical skills _ 10
Brain drain to companies outside India i

Turnover higher for diploma and degree level i 1

=]

Y Companies could refuse to answer or give more than one answer, so the number of reasons can
differ from the number of companies.

Companieshave takendifferent measures to cope with the higher turnover and/or recruitment
problems (see Figurg). The mostommon measuresvere financial, for example by paying salaries
that are in line with the experience of workers and with the demand in the market. Others provide
loans to employees or give bonuses artder financial incentives.

Figure2 - Approach to higher turnover and recruitment problen{&n number of companies)

o

2 4
Bonuses / incentives 6
(incl House Rent Allowance and retention agreement) _
Salary in line with experience and market 13
(incl employee appreciation scheme)
Financial services for employees (loans) _ 6
Creating a positive / open work environment ﬁ 3
Sodial events (like birthdays or other events) _ 5

Training of workers (through seminars, on the job, etc.) _ 6
Offer facilities to staff
(medical facilities, meals, library, stress management)

(=2

8 10 12 14

Other approaches/strategies

Y Companies could refuse to answer or give more than one answer, so the number of approaches
can differ from the number of companies.

Companiesalso reported takng non-financial measures. Some companies orgathisecial events
like birthday celebrations, gdbgethers and trips for employees, while others o&drworkers
medical facilities, mealdiprary with books in the local languageeven stress managemetraining.
Three companiesfound a positive and open working environment important, whereas four




O2YLI yASa YSyiiAa2ys LasBysiKc®mpanies Inaéiad & Bainihg of existing
and new workers as a way to retain workers as well as to ovezaegruitment problems.

Recruitment methods and criteria

Participants were asketb explainhow their companyrecruits new employeesTherresponses are
presented inFigure3 and further broken down by subsector, divisionand company siza Table 21
Table 22, Tabel 23n Appendix 2.

Figure3 - Methods to recruitnew employeeshy company siz€in terms of number of workers)

90%
80%
70%

60%

50%
A0%
30%
20%
M.

0%

Atraining The Word of mouth, Advertisement Advertisement Walk-ins/open Other methods
institute employment i.e. via the in newspapers, on internet applicationsin
(my/mce, exchange network of onradioorTV person
colleges, etc.) family, friends
and current
employees

HUpto9workers H10to49 workers  W50to 249workers 250 workers or more

Informal recruitment methodsvere used most: more than six out of ten companies re@dihew
employees through word of mouth, i.e. via ti@@2 Y LJ- nétv@ki the network of family, friends
and current employeesetc. More than a third recruéd walk-ins and people thasent an open
application {.e. applyingn general, ot for a specific pdton that was advertised Almost a third of
the companiesecruitvia training institutes. Thisould be formatampus recruitment, butould also
be more informal, i.e. through internships, notice boards in schoots, et

Concerning the more formal ragtment methods: about 30% of the companies dselvertisements

in newspapers, on radio or on TV and recruitment via online advertisemeassised by almost as
many companiesRecruitment via the employment exchange is not popular: orffy @f the
companies mentioned this as a recruitment metho@bviously the choice for one or moré ¥ 2 NJY | €
NB O NHzA G Y S yimduld \dépénk @nRvaether potential candidatase likely to use these media

For exampleolder workers are less likely to use the internet, while young persons may be less likely
to readnewspapersLikewise, positions that require a higher qualification may be advertised online,
while recruitment for positions that requiranITI certificatecouldrequire a different approach.
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Half of the companies
indicated usingd 2 G K
recruitment methods. §
Analysing their open
answers showd (see
Figure 18 in Appendix
2) that about one in
ten companies
recruited workers by
putting up
advertisements on.
notice boards or on the#
company gate (see
Picture 1) and an
almost similar share of
companies  recruéd
via  placement or

consultancy agencies

. Picturel - Informal "other" recruitment methods: putting up advertisements on notice
Figure3 Clearly shows boards or on the company gate

that companies of

different sizewuse differentrecruitmentmethods Though all companies prefer informal recruitment
methods, the preference is stronger among misived(9 workers or lessand small companie€l0

to 49 workers) Typical for small companies is that thase more likely touse advertisements in
newspapes, on radio and Tthan larger or smaller companieMediumsized(50 to 249 workers or
more) and large companie@50 workers or moredecruit more often via a training institute and via
advertisements on internetThere are no major differences betweehet other subsectors(see
Table 21 in Appendix By between the different divisions (sdeable22in Appendix 2

The strong preference for informal recruitment methodand the small share of companies that
recruit workers through an employment exchange aimilar tothe findings irthe enterprisesurvey
inal KI NI} Z&amitveQiadustry IpdiaEU Skills Development Proje@013) The authors
mentionedthat this wasin line with international findingst K S & S E Lide Worly As$odiatiain of
PublicEmployment Agencies has highlighted that the majority of jobs worldwide are filled through
word of mouth and (i K I oilly 9% of jobs are filled through public and private employment
agencies.

Companies were not only asked how the potential candidates @uad (i.e. recruitment), but also
about the criteria that candidates should meet (i.e. selectidteria). Their answers are summarised
in Figure4 and broken down according to sidector, division and company sizeTiable 24, Table 25
and Table 2én Appendix 2espectively.

Three selection criteriawere mentioned most, i.e. prior work experience, the completion of a
certificate, diploma or degree, and the behaviour of potential employees during the interview.
Furthermore, hree out of ten companies nuie selections based on the outcome of a written or
practical test and an almost similar share dsesferences of previous employer Very few
companiestook 1 KS FF YAt & oFO13INRBdzyR YR (GKS | LILX AOLI Y
company usd other selection criteria.




Figure 4 illustrates that selection wa done differently in companies of different sizes. Having a
certificate, diploma or degree wasot considered important in the micrsized companie (with 9
workers or less) but weaused as a selgon criterion in practically all large companies. Similarly,
micro-sized companies didot use a (wtien or practical) test, which weamore popular among the
mediumsized and large companies. In contrast, misized companieprefered to select new
employees based on prior work experience and, to a lesegs&nt, references of previous employers.
Such referencesvere important for large companies, but not so much for small and medium sized
companies. Companies of all sizesk the behaviour of the potetial employee during the interview
into account during the selection process.

Figure4 - Criteria used for the selection of workers

100%
90%
80%
70%
60%
50%
40%
30%
20%
10%
0%
Completion Prior work References The Behaviour Family back The The Other
ofa experience from outcome of of potential ground of applicant's applicant’s criteria
certificate, previous  a(written employee the sex age
diploma or employers or practical)  during applicant
degree test interview

HUpto9workers H10to49 workers B50to 249 workers M 250 workers or more

A quarter of the companiesespecially medium sized and large compani@entioned other
selection criteria. Other criteria mentioned inclutléd KS | LILX A Ol yi Qa &0Kz22f 3
the applicant to work under harsh conditions, specific skills, the ability of the applicant to complete a
specific incompany training andthe 43t A OF y G Q& LJX | OS 2F NBaAaARSYyOS ¢

Figure5 - Criteria for the selection of contractors

0 5 10 15 20 25
Previous experience of the company with the contractor _ 13
Contractor’s experience in the sector _ 24
References from other companies _ 4

The contractor's fees the company needs to pay - 2

The quality of the workers provided by the contractors _ 7
Background of the contractor - 3
(from the area, owned by an acquaintance, etc.)

otver citeria | Y
Contract workers are not recruited via a contractor (excl) _ 14




Contract workersare employees thatare seconded by their (legal) employer, i.e. a contracior,
other companies Fifty-five of the cmpaniesin this survey have contract workers, ariese
companiesvere asked how tley select a suitable contractofheir answers have been summarised.

in Figureb. It is obvious that the most important criteriomas the experience of the contraar in the
sector, followed by previous experience of the company with the contractor. A smaller number of
companies mentioad the quality of the workers provided by the contractand references of other
companiesTKS O2y i NI} Ol 2 NPR 0 KOS DRI veyRess indpdiariselcEtHS a
criteria. Eleven companieg.e. 200 0K2a S (G KS 2LJiA2y a2(0KSNE I o dzi
criteria they used. Fourteegompanies(i.e. 25%)indicated that their contract workersvere not
recruited via a contractor but in a different way.

The seéction of the contract workers vga usually a combined effort of the contractors and
companies: contractors nog an initial selection of the candidates for an interview with the
company. The compamyould then select the contract workers they considdrsuitable for the
work.

Almost half of the participating
Figure6 ¢ Where do you recruit new employees? companies recruéd employees

from all over India (see Figure

6), while about a thirdpreferred

3% workers  living near the
Local (district or L.
block) company. The remaining
o companies limed  their
Throughout Inclia searches to the state of
Maharashtra.

Some companies explained that
for lower level jobs, recruitment
was mostly directed at the
district or block in which th
company is located. Other
companieswould welcomeanyone to come and work with the company as long as he omsse
willing to move to city in which the company is bas&dme participantpreferred workers from
other states, becausthey consideed these workerdo be especiallyflexible, hardworkingreliable
and because these workers had fewer family obligations they wouldvadable forwork at any
time. Workers recruited from other states would g2tmonths leave per year to visit their faragi
and spend the remaining 10 months working for the company. In one case, the respondents
preferredrecruiting graduates from good quality training institutes in specific states.

17%
Same state

Figure7 - Would you recruit under or overqualified employees?
A big share of the
participants (43%)
Zg/ prefered to recruit

o workers with the right
0% qualifications, but an even
50% bigger share (54%) of

:2 companies would recruit
205 underqualifiedworkers.In

10% contrast, very few
%

0% companies wold recruit

Up to 9 workers 10to 49 workers 50to 249 workers 250 workers or more

100%

B with the right qualifications only W that are underqualified that are overqualified on
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overgualified saff (see Figurg andTable 3dn Appendix 2).

There are clear differences between companies of different sizaggyek companies preferred to
employee wokers with right qualifications, but iro-sized companies (with 9 workers or less)
preferred candidates that are undegualified Preferences of small and mediusized companies or
less extreme, but follow the same trenlt seems that the bigger the company sydhe stronger its
preference for workers with the right qualifications

The prefererce of employers to recruit staff with the rigiqualifications will dependon the
remuneration the level of specialisation required for the job r@ed on the situation on the labour
market The reluctance of employers to work with owgualified staff could result from the
expectationthat overqualified workerswill demand higher salariesr that they will quickly find
other (better) jobs On the other handworking with underqualified workers has the advantage that
salariesend to belower than for workers with the right qualificationand that these employees can
GNF AYSR SEI Odté& I 002 NRA Yy JAnditBough 6nte sfedalisedRjcbdell D 8 N
simply cannot be done by someométhout the right qualifications othemore generaljobs coutl

even be done better bypverqualified workersOne could conclude that the preference of smaller
companies for underqualified workevsill result from employers to keep labour costs low, to secure
their labour force (underqualified workers have fewer opjinities in the labour market) and to

train workers according to their specific needs. The more specialised nature of the position in larger
companies would be an explanation for the preference of larger companies for workers with the
right qualification¢ apart from the fact that larger companies can choose from a larger pool of
interested candidates because bigger companies generally offer better salaries, career perspectives,
and working environmentThese factors will needo be taken into account whe developing
initiatives concerning recognition of pritgarning

Participantshave indicated the share of women and disabled workers in their current workforce (see
paragraph 4.2), but have also beasked toindicate for which most common job roles theyould
considerwomen and disabled workers. Their answers are summaris€ture 8 and ifable 31in
Appendix 2. Just over half of the participants would consider recruiting women for one or more of
the most common job rolesand 30% would consider recruiting disabled persombere were o

major differences between the different divisisand between the different sulsectors, except for
companies in the unorganised sector, who were less willing to recruitemoamd not willing at all to
NEONHzA G RA&IO0f SR LISNE2Yyad ¢K2dAK (GKS NBlFazy ¥
part of the questionnaire, several respondents explained during the interview that they felt that the
company was not a suitablenvironment for women or disabled persons, because the work can be
dangerous, the workplace not clean and because physical strength is important.

The companies that would consider women for the most common job roles, asked to specify

for which jobroles they might recruit women and disabled persoRsspondents mentioned 18% of

the most common job roles for women and 8% of the most common job roles for disabled people
(see FigureB). Job role categories mentioned most for women are designer / drigugdn, CNC
Programmer, CNC (setter cum) operator, and Quality, Managerial and Supervisory roles. Fewer job
role categories were mentioned for disabled people, i.e. CNC Programmer, designer / draughtsman
and CNC operatot.ess mentioned, but more than othf@b role categories, weresaembly fitter
positions (electrical & electronic and mechanical / maintenandd)e information about the
willingness to consider women and differently abled persons should be usedrasr guidance
information. Women and diabled persons considering taking part in training for certain job roles will
need to be aware of the reluctance of employers to consider them for the associated job roles.
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Figure8 - Most common job roles for which women and disabled persons would be considered

Total (N =584)

CNC Programmer (N =32)

Designer / draughtsman (N = 78)

CNC operator (N = 40)

CNC setter cum Operator (N =17)

Conventional machine operator (N = 63)

Operator and/or setter (EDM) (N = 16)

Assembly - Fitter — Electrical & electronic (N = 30)
Assembly - Fitter — Mechanical / Maintenance (N = 29)
Assembly - Tool and Die Maker (N = 14)

Component Fabrication and Preparation (N = 13)
Component Fabrication and Preparation - Fabrication Fitter (N = 19)
Quality, Managerial and Supervisory roles (N = 44)
Welding and Related Roles (N = 18)

Painting and Coating Roles (N =7)

Quality Roles (N = 17)

Helper (N = 41)

Projects and Planning Roles (N = 70)

Marketing, Research and Service Roles (N = 18)
Administrative Roles (N = 11)

Other (production) Roles (N =7)
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Figure9- Rating of the current Yy R € | & (i

Rating of the current economic situation
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4.4 Opinions on and expectations for the economic situation of the sector

] dNNBy (i yR fFad &SIFNRna SO2y2YAO aArddz GAz2y
Employersgenerallyknow best what goes on in the sectoifhat is whythe participantshave been

asked abouttheir opinion of the current economic situationand their expectations for future
developments Thel 84SaayvSyida 2F GKS Oda2NNByild S0O02y2YAO
situation are summarised in Figueebove

Respondentswvere not positive about the current economic situation. Though a quarter of the
respondents fé that the current situatiorwas good, almost a third of the respondergaidthat the
current economic situation is bad or very badiwo out of fve respondents rate the current
economic situation as average. Yet thevere some differences between the different sglectors.
For example, representatives of companies producing dies, moulds and pressvavelselatively
positive: almost a quarterated the economic situation as good and almost half of thieththat the
economic situatiorwas average. In contrast, representatives of the unorganised sestye in a
very negative mood: the overall majority ratehe situation as bad or very badhere were not
many differencesn opinionbetween theremaining sectorsLooking at the differentlivisions, it is
apparent that the mood in Konkawas more negative than elsewhere and that the share of
companies that felthe current economic situatiomnvas good is bigger in Pune than in the other
divisions. Lastly, the information in Figi@suggests that the size of the company aféetthe rating

of the current economic situation: the larger the compathe bigger the share of respondents that
ratedthe aAGdzr GA2Yy &4 a3I22Ré FyR (KS & Ydltte ec®dmbinici K S
situation as bad or very bad.

2 KSYy FalSR Fto2dzi tFad &SFENRa SO2y2YAO aAldz GAj
year was worse than this year and 458&id that the situation was more or less the same. Only one
in ten respondents felt that last year was better than this year. Figushows that this is not
consistent for all categories of companies. A relatively large share of companies in Konkhatfelt t
flrad &Sk NRna SO g hmandhis§dar Tk sameswiue ol cmpanies producing
light engineering goods and for companies in the unorganised sector.

More interestingll KI'y GKS 2LIAYA2Y | o2dzi flad &SkNRa SOz
situation iswhether companies have reduced or increased their workforce in the last year. The
answers of the respondents have been presentedlable 10. The table show that 10% ofthe
participating companies ha@wer workers than last year, on average 15 workers [és24% of the
participating companies currently have more workers than last year, on average 15 workers more.
The remaining 61% report having the same numifieworkers as last year. This information means
that the total number of workers in the participating companies has increased.@9¢)dn the last
year.Considering therelativelysmall number of companies participating in the sureeyl the non
probabiity sampling as described in teethodologychapter, we cannot conclude that the size of

the reported changes is representative for the total sector, but the direction of the change may well
be in line with the developments in other companies.

Some group®f companies repodd substantially better figures than average. For example, 30% of
the companies producing dies, moulds and press toodsmhare workers than last year and orll{%

of the companies hafewer workers. Considering the average reportec ©% the changes and the
average number of workers, the workforce in the participating companies that produce dies, moulds
and press tools has increased in the last year ¢4 Likewise, a relatively big share of the
companies based in Konkan divisiopaged an increase of the workforce and very few companies
report a decrease, resulting in an increase ®P4. Lastly, the workforce of mediusized companies
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in the survey has increased by6% in the last year, which wahe result of to a higher shamf
companies reporting relatively big increasend to the fact that companies that reped a decrease
in the last year, reported a smaller decrease than average.

Tablel10- Changes in the size of the workforce in the last year

Compared to last year, the number of workers is
Average -
Variables Number‘of number of the same lower higher No
companies - rers % of % of |Averagenumbe] % of |Average numbe| answer
companied companies of workers less| companies of workers more
Total 105 220,0 61% 10% 15,0 24% 14,6 5%
Sub-sector
Dies, Moulds & Press Tooly 27 88,4 56% 11% 8,3 30% 17,3 4%
Light Engineering Goods 9 313,2 78% 11% 50 11% 3,0
Machine Tools 38 266,5 63% 8% 8,0 21% 13,6 8%
Other capital Goods 22 350,5 45% 18% 27,8 32% 16,0 5%
Unorganised sector 9 6,6 89% 11% 2,0
Division:
Pune 53 367,2 57% 11% 18,0 32% 14,5
Konkan 33 59,5 67% 3% 14,0 21% 15,0 9%
Aurangabad 11 85,1 55% 18% 10,0 9% 12,0 18%
Nashik 8 93,1 75% 25% 115
Company size:
Up to 9 workers 9 6,6 89% 11% 2,0
10 to 49 workers 43 28,1 67% 12% 6,4 19% 39 2%
50 to 249 workers 39 109,1 49% 10% 12,8 31% 16,9 10%
250 workers or more 14 1255,9 57% 14% 41,0 29% 32,0

Respondents that reported a change in the workforce were asked if the most common job roles were
affected by this chang&able 3 in Appendix 2 lists the reported changes per job role. As only 34%
(i.e. 36)of the participating companies reported a change in the size of the workforce, the table
includes information about 85 job roles.

Relatively big increases are mentioned for the job role categories CNC operators asddimbly-
fitter ¢ mechanical /maintenance: in the companies that reported an increase, the total number of
workers in these job role increased by 10 and3lbn average respectively. Smaller but still
substantial (average) increases are reported for marketing, research and service G.6legef
company) and for assembiytool and die maker (8 per company)Decreases were reported for
quality roles {5.0 per company), helpers-4.5 per company)and for component fabrication and
preparation (1.5 per company).

The explanationfor the reported increases andecreass is not clear Thereported increase in the
number of CNC operatorseems to bein line with ongoing automation othe production. The
decrease of workers in quality roles colethe resultof the ambitionto produce more diciently ¢

possiby also because of ongoing automation of the production proc¥ssthe decrease ohelpers
(workingespecially in the unorganised sealor R2S& y 20 FTAG 6 A (0 KecondkhB T Ay
situation in the unorganised sector was e than the current situation, unless the companies did
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not recruit new helpers fothe helpers thatprogressed to anore specialised job roleSimilarly, it is
unclear whythere wasa reductionin the number of workers ircomponent fabrication and
prepaation and an increase for assembly fitteechanical/maintenance increaseBe validation of
these findings will need tbe takenprior to orduring the nexistudy on this or on a related subject.

Expected economic developments

Respondents wer@ot only asked to think about the past, but also about the future. They were
questioned about their expectationsfor the year to come, whether the company plans capital
investments for that period and if they expectthworkforce to change.

Figure 10 sbws that the industry appeared positiabout the future three out of four participants
believed that the economic situatiorwould improve in the year to come, while 19% exptthe
situation to remain the same. The remaining 48d not expect the situdbn to deteriorate, but
preferred not to answer this question.

Figurel0- Expected economic developments

Next year, the econmic situation will ...
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Though the mood wa generally positive, thereere some differences between different groups of
participants. For example, much smaller share of participants from the unorganised sector expects
the economic situation to improve while a relatively larger share of respondents of companies
LINE RdzOA Yy 3 & 2 (i KS NEed poditivalecohommic dgebpirents SAnd IS igdearshof
respondents based in Aurangabad and Konkan exgkttte economic situation to improve than
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respondents based in Pune, which may be because a relatively larger share of the Pune based
O2YLI yASa NIYGSR GKS OdzZNNByd Somlyand médiuna sizedlzl G A
companiesfelt more confident about the future economic situation than the large and msized
companies.

Another indicator of the level of confidence of the business representatives is whether companies
plan for capital investmes, in this case in the next year. Tallkeshows that about twefifths (41%)
of the participating companies did plan to invest new capital in the year to come.

Tablell- Does the company plan for capital investments in the next year?

Does the company plan for capital
Variables Number. of investments in the next year?
companies|
No Yes No answer

Total (N=105) 105 54% 41% 5%
Sub-sector:

Dies, Moulds & Press Tools 27 52% 44% 4%

Light Engineering Goods 9 56% 44% 0%

Machine Tools 38 50% 42% 8%

Other capital Goods 22 50% 45% 5%

Unorganised sector 9 89% 11% 0%
Division:

Pune 53 49% 47% 4%

Konkan 33 67% 30% 3%

Aurangabad 11 55% 27% 18%

Nashik 8 38% 63% 0%
Company size:

Up to 9 workers 9 89% 11% 0%

10 to 49 workers 43 60% 37% 2%

50 to 249 workers 39 38% 54% 8%

250 workers or more 14 57% 36% 7%

Table 11 also shows thahé answers of the unorganised sector compamese in line with the
finding that fewer unorganised companies expect the economic situation to improve tharmén ot
subsectors: only one out othe nine participating unorganised sector companies chaapital
investmentplans. Theshare of other capital goods producing companies that plan investnvesgsa

bit higher than average-urthermore, apital investment plas were mentioned more by small and
mediumsized companies than by miesized and large companie8nd though a relatively large
share of companies in Konkan and Aurangabad division expected the economic situation to improve,
a much smaller share of compias in these divisions Hacapital investment plans, while many more
companies in Pune and Nashik are consideiivgstments The variation in company sizes or sub
sectors over the different divisions does not provide an explanation for this phenomeénas.
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possible that these findings only seem contradictory and are in fact very logical, but for a final
decision about this, the finding would need to tscussed further with industry experts.

The overall majority (88%0f the capital investments plariavolves the adoption of new technology
that will change the way of working in the company, for example by investing in different machines.

All respondentsvere asked if they expeed the size of the workforceo change in the next 12
months. One in tencompanies did not answer this question and about half of the remaining
companies expeed that the number of workersvould remain the same (see Tabl&2). Of the
remaining 49 companies, only @& the respondents expeet that the number of workersvould
decrease, on average by 15 workeasd 43 companieforesawan increase of the workforces, on
average by 15 workers as well. Based on the average number of workers per company, this would be
an increase of the workforce of the participating compargsbout 3%.

The expected changes in theorkforce was relatively small in companies producing machine tools,
because a smaller share of companies expect a smaller than average increase. On the other hand,
companies producing other capital goods exjgeca higher increase: combining the figures in the
table on the expected changes and the average number of workers leads to an increase of almost
5%. This finding is in line with the positive mood in these companies concerning future economic
developments and thiarelatively manycompanies producing other capital gogasnned for capital
investments. Also in line with the findings described above is that the overall majority of the
unorganised sector generally do not expect any changes in the size of their Fabogrwhile the

figures reported by small companies (with 10 to 49 employémglied a very big increase of the
workforce of well over 12%. Medium sized companies would also grow, but only slightly more than
the average figures.

Companies in Nashik gerally expeotd to have a larger workforce by next year. In Konkan,
relatively few companies expead the workforce to increase in the year to come, labse who did,
expected a bigger than akege increase of the workforce, leading doincrease ofibout 5%. This
finding is in line with the finding that Konkan division based companies esgbéiceé economic
situation to improve, but not (as mentioned above) with the finding that relatively few companies of
this group plan capital investmentghese findingrequire further validation.

Companies that expected size of the workforce to change were also asked to indicate which current
job roles would be affected and which new job roles might be introduced. Of the 49 companies that
expected the size of the wdidrce to change, only 11 answered this question. Their answers are
summarised in Tabld4 in Appendix 2. Together, the 11 companies mentioned 102 job roles, 1 for
which the number of workers would decrease and 101 for which the number of workers would
increase. A closer look at the data reveals that 17 of the job roles mentioned would be new job roles
for the company, while the remaining 84 job roles for which the respondents expected the workforce
to increase, were already present in th@ngpany. More preisely, he workforce of the 11
companiesis expected to grow especially for the job role categories welding and related roles and
GO2YLRYSyd Tl oNKOFTAENA O yiRhelpaEhadtiaytdndigies expect

that the number of workersn these job rolesvould grow by 166 and 162 workers respectively, i.e.

33 and 32 on average per company. Other job role category for which the participating companies
expected an increase were CNC operators (115 in total8op& company on averaggaventional
machine operators (85 in total or.I7 per company on average) and staff in projects and planning
roles (79 in total or 8 per company on average). The findings support the decision of the CGSC to
focus part of the survey on the skills and kneelde of fitters- fabrication (see paragraph14.7).




Tablel2 - Expected changes in the size of the workforce in the next year

In the next year, the number of workers is is expected to be

Variables Number of| Average numbe| the same lower higher No
companieq§  of workers % of % of Average numbel % of Average numbel answer
companies| companies: of workers less| companies; of workers more

Total 105 220,0 44% 6% 15,0 41% 19,5 10%

Sub-sector
Dies, Moulds & Press Todls 27 88,4 30% 15% 17,5 44% 13,5 11%
Light Engineering Goods 9 313,2 44% 44% 16,3 11%
Machine Tools 38 266,5 53% 37% 13,7 11%
Other capital Goods 22 350,5 27% 9% 10,0 55% 32,9 9%
Unorganised sector 9 6,6 89% 11% 25,0

Division:
Pune 53 367,2 42% 2% 10,0 57% 21,1
Konkan 33 59,5 58% 6% 3,8 15% 21,0 21%
Aurangabad 11 85,1 36% 27% 7,2 9% 20,0 27%
Nashik 8 93,1 13% 88% 11,7

Company size:
Up to 9 workers 9 6,6 89% 11% 25,0
10 to 49 workers 43 28,1 30% 7% 8,3 47% 8,8 16%
50 to 249 workers 39 109,1 46% 8% 21,7 38% 14,7 8%
250 workers or more 14 1255,9 50% 50% 59,9




The lastquestion of this section in the questionnaire was whether participants expected that their
workforce would need new skills in the yetr come. See Table5 in Appendix 2for a detailed
breakdown of the answers of the respondents. The table shows thastihee of respondents that
expectedthat the skills required from the workemgould remain the same is more or less as big as
the dhare of respondents that expectdtat other skillswould be required. A chargyin the required
skillswas especially expeatkin the subsectors light engineering goods and machine tools, while the
overall majority of the respondents from the unorganised seafid not expect any changes.
Furthermore, relatively many companies based in the Konkan division expdctheir skill
requirements to change in the year to come, while the opposites the case for participating
companies in Pune division. In terms of company size, the table shows that shesrgeespecially
expected by small companies with 10 to 49 workers.

The respondets havespecifiedwhat other skills they expeet to be needed in the year to come.
Their answers have been analysed (see Appesidand summarised iffable36 in Appendix 2. The
50 respondents mentioned 76 different skills, of whtble majority involvedneedng very practical
and concrete skilldntereding is that 10 respondents fethat they would need better social skills
from their workforce and that 8 respondents watthe workers to combine different skills rather
than spealising in one specific skill. 3espondentswvanted their workers to have better technical
skills, but did not specify what skills exactipd five respondents did not answer or could not answer
this question yet, for example because it would dependhf@adoption of new technology.

The skills mentionedvere not new for the sector, but may wetlave been new for the company in
question.However,it is also possibléhat some of the participantmisunderstood the questioand

mentioned whichskills in tleir workersneeded to improve, rather thanskillsthat were completely

newto their workforce.The question may have to be articulated differenthaifuture surveyon this

subject

4.5 Training and training providers

Training of employees and contrasbrkers

One in five companies that participated in the surveyl lraining departmens and over a quarter
had training plars/budgets (see Table87 in Appendix 2)Not surprisingly, the bigger ¢hcompany,
the more likely it wagor the companyto havetraining department and a training plan / budgénd
asparticipating companies that produdether capital good$iad on average the biggest number of
workers,a biggershare thesecompanies haé training department and a training plan / budget than
companiesin othersub-sectors

The figures also varied bit between suksectors and divisions: in terms of average number of
workers, companies based in Aurangabad and Nasghike medium sized, but a relatively big share
of them had a training department adfor training plan/ budget On the other handan average
Pune based company in this survegslarge sized (i.ewith 250 workersor more), but relatively few
companies hadraining departmens while a comparatively big share hadraining plan’ budget.

According toTable38in Appendix 2practically all companies trad new employeeswhich is in line
with expectations. More interesting that three quarters of the 55 grticipating companies that had
contract workersgave contract workers thesame training agheir employees(see Table39 in
Appendix 2) However, tiis sharewaslower for companies producing machine tools or other capital
goods and for companies based in Pune.

From the perspective of theompanies and this was confirmed by sw of the respondentsit
would have made sense to invest less in training of contract workers than in traininghef
































































