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PREFACE 

Conflict has become a popular management topic. In addition to a large 

number of articles, special journal issues have been devoted to it, and 

number of books have appeared on this subject. A number of 

organisations now include conflict management in their training 

programme and courses in conflict management are offered at several 

business schools. 

Conflict is inevitable. People have different ideas, perception and views 

and when they are to agree on one thing conflict emerges. It exists within 

each of us. It is present in the dealing of any two persons whose interests 

or relationships are interdependent. It is inherent in the life of every group 

and every organisation. They persist all around us. In us, our institutions 

and our society there is a persistent fear of conflict. This widespread fear 

engenders an emotional reaction, which culminates in a collective strategy 

calling for denial, control or if possible elimination. This fear of conflict 

makes us to react in a way where we either deny its existence or try to 

eliminate it at the first instance. 

Conflict is a part of normal life. The conflict we experience range from 

individual conflict, intrapersonal conflicts to international conflicts. Those 

who studied organisations began to recognize that all organisations, by 

their very nature, had build-in conflicts. However, excessive levels of 

conflict can and do hinder organisational effectiveness. It shows itself in 

reduced job satisfaction by employees, increased absence and turnover 

and eventually in lower productivity. Again, without some level of 

constructive conflict an organization's survival will be in jeopardy. Survival 

can result only when an organisation is able to adapt to constant changes 

in the environment. Adaptation is possible only through change and 

change is stimulated by conflict. Conflict is the catalyst of change. 

Within organisations, managers who manage conflict effectively are 

perceived as competent communicators and capable leaders. The senior 
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managers in most organisations pra1se and regard managers who 

maintain peace and harmony in their units, while disequilibrium, 

confrontation, and dissatisfaction are viewed negatively. As 'the absence 

of conflict' is the criteria by which manager's efficiency and effectiveness is 

evaluated, it should not be surprising to find that most managers are 

concerned with eliminating or suppressing all conflicts. 

The present study carries out detail investigation into the different sources 

of conflict prevailing between workers and management in three tea 

growing areas of Darjeeling, Dooars and Terai areas in West Bengal. 

West Bengal is the second largest tea growing state in India. It accounts 

for 24% of the total area under tea. Tea is the only major economic activity 

of two district of the state namely Darjeeling and Jalpaiguri. 

The tea garden workers of Dooars are mostly fourth generation 

descendants of indentured immigrants from tribal belts of Bihar, Orissa, 

and Madhya Pradesh. The tea garden workers of Darjeeling are of 

Nepalese origin. These workers are exploited by the tea garden owners 

and force them to live in a sub-human condition with inadequate housing 

accommodation, scarcity of drinking water, little or no medical 

arrangement. In order to safeguard the interest of the migrated tea garden 

workers the government of India after independence passed a separate 

Act known as Plantation Labour Act 1951 (PLA) in parliament more than 50 

years ago. However, even today conflict between management and 

workers in the tea gardens are relating to non-implementation of 

Plantation Labour Act. The workers are deprived of the basic amenities 

like drinking water, housing, health, education etc. The poverty, illiteracy, 

abysmal livmg conditions and blatant exploitation of thousands of tea 

workers are the reality. Despite trade unions and social organisations 

being active, labour laws are openly flouted, basic facilities for the workers 

are woefully scarce; despite being stipulated by law, management at tea 

gardens are expert at bending rules to further their own interests. 

For the research purpose, 50 sample tea gardens are chosen from 

Darjeeling, Dooars and Terai areas. The tea gardens of Darjeeling. 
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Dooars and Terai areas have equal representation in the sample. The 

data are collected through questionnaire. Four sets of Questionnaires 

have been prepared for i) the management ii) head clerk iii) the workers 

and iv) the trade union office bearers. 

This study is divided into the following chapters: 

Chapter 1 deals with the introductory discussions like statement of 

problem, justification of the study, objectives of the study, limitation of the 

study, review of literatures, research hypothesis. 

Chapter 2 deals with research methodology, which includes Introduction, 

variable studies, sample size, collection of data, processing of data and 

statistical tools, used. 

Chapter 3 contains analysis of findings from workers' point of view. 

Chapter 4 contains analysis of findings from trade unions' point of view. 

Chapter 5 contains analysis of findings from management's point of view. 

Chapter 6 presents the concluding observations of the study. 
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CHAPTER- I 

INTRODUCTION 



1.1 INTRODUCTION 

Conflict is defined as any kind of opposition or antagonistic interaction 

between two or more parties (Robbins 1978). It can be conceptualized as 

existing along a continuous range. At one extreme, there is no conflict. At 

the other extreme is conflict's highest state, described behaviourally as the 

act of destroying or annihilating the opposing party. All intensities of 

interpersonal, intra-group and intergroup conflicts would fall somewhere 

along this continuum. 

A conflict exists whenever incompatible activities occur. (Moton Deutsch, 

1969). Deutsch distinguishes five types of conflict: intrapersonal (within the 

self), interpersonal (between individuals), intragroup (within a group), 

intergroup (between groups), and international (between nations). 

Differences in belief, interests, values and scarcity of resources create a 

conflict situation. Joseph A. Utterer (1966) defines conflict as a type of 

behaviour which occurs when two or more parties are in opposition or in 

battle as a result of a perceived relative deprivation from the activities of a 

interacting with another person or group. 

'In my civilization, he who is different from me does not impoverish me

he enriches me' (Saint-Exupery 1939). Coser (1956) introduced the 

conflict perspective into American sociology with his definition of conflict 

as 'a struggle over values and claims to scarce status, power, and 

resources in which the aims of the opponents are to neutralize, injure, or 

eliminate their rivals.' Cross, Names and Beck (1979) define it as 

"differences between and among individuals". These differences are 

created by the nature of the conflict, for example, over goals, values, 

motives, ideas, and resources. Thomas (1976) provides a process 

definition of conflict - a process that originates when one individual 

perceives that another party has frustrated or is about to frustrate, some 

goal or concern of his or hers. Hocker and Wilmot (1985) provide a 

communication perspective for the term conflict. Conflict is an expressed 

struggle between at least two interdependent parties who perceive 



incompatible goals, scarce rewards, and interference from the other party 

in achieving their goals". 

Some authors have used loaded expressions to define conflict such as 

'breaches in normally expected behaviour'. (Beals and Siegel 1966) 'A 

breakdown in standard mechanisms of decision-making." (March & Simon 

1958) "A threat to cooperative." (Marek 1966) 'Opposition processes in 

any of several forms - competition, status, rivalry, bargaining, sabotage, 

verbal abuse etc." (Walton 1966) or 'antagonistic struggles" (Coser 1956) 

Much of the literature fails to distinguish between conflict and its 

antecedent condition. Pondy (1967) suggests this, "the term 'conflict' has 

been used at one time or another in the literature to describe: 1) 

antecedent conditions (for example, scarcity of resources, policy 

differences) of conflictful behaviour, 2) affective states (e.g. stress, 

tension, hostility, anxiety etc.) of the individuals involved 3) cognitive 

states of individuals i.e. their perception or awareness of conflictful 

situations, and 4) conflictful behaviour, ranging from passive resistance to 

overt aggression. 

Chung and Megginism (1981) define conflict as "the struggle between 

incompatible or opposing needs, wishes, ideas, interests, or people. 

Conflict arises when individuals or groups encounter goals that both 

parties cannot obtain satisfactorily" 

Conflict is a pervasive phenomenon both within and between groups as 

well as organisations. It is conceived as a process which begins when one 

party perceives that some of its concerns have been or are about to be 

frustrated by another party (Thomas 1975) 

Chester, Crowfool and Bryant (1978) suggest that conflict is a natural 

condition existing in any multiparty, heterogeneous system. When people 

with different social background, goals and values need to interact with 

one another, they are bound to have difference of opinion. According to 

Roloff (1987), "organisational conflict occurs when members engage in 

activities that are incompatible with those of colleagues within their 
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network, members of other collectivities, or unaffiliated individuals who 

utilize the services or products of the organisation". M. A. Rahim (2002) 

broadens this definition by conceptualizing conflict as an interaction 

process manifested in incompatibility, disagreement, or dissonance within 

or between so~ial entities. (I.e. individual, group, organisation etc.) 

S. P. Robbins (1978) defines conflict as processes that begins when one 

party perceives that another party has negatively affected or is about to 

negatively affect, something the first party cares about. 

Conflict can be though of as "Overt behaviour arising out of a process in 

which one unit seeks the advancement of its own interest in its relationship 

with the other' (Schmidt & Kochan, 1972). Pondy (1967) viewed conflict as 

a dynamic process consisting of latent, perceive, affective manifest and 

aftermath stages. 

1.2 CONFLICT THOUGHTS 

The conflict thought has been developed in three distinct stages. S. P. 

Robbins (1978) arbitrarily labeled these stages/views as traditional, 

behavioural and interactionist. 

The traditional approach which was prevalent during 19th century and 

continued till mid 1940s, view conflict as destructive, unnecessary and 

harmful and elimination of the conflict was the primary objective to the 

management. The presence of conflict in the organisation was a clear 

signal that there was something wrong with the organisation. Managers 

who could immediately get rid of the conflicting situation were regarded as 

the efficient and able managers. 

The behavioural approach replaced the traditional view by late 1940s and 

early 1950s. According to this approach, conflict is inevitable. It has been 

accepted that conflict is present in all organisation whether we like it or 

not. Therefore, behaviouralist prescribed 'acceptance of conflict' as part of 

the corporate life. However, like traditional approach, here also, managing 

conflict was to resolve it. 
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S. P. Robbins (1978) suggested the third philosophy - the interactionist 

view which i) recognizes the necessity of functional conflict ii) explicitly 

encourages functional opposition iii) defines conflict management to 

include stimulation as well as resolving techniques and iv) considers the 

management of conflict as a major responsibility of all managers. 

According to this approach, a harmonious, peaceful and tranquil 

organisation cannot cope with the uncertain change in the environment. In 

order to survive in difficult environment and situation, an organisation 

should always be ready to experiment and innovate. Adaptation is 

possible only though change and change is stimulated by conflict. In case 

of lack of functional conflict in an organisation, ways have to be found out 

through which conflict can be stimulated. 

Table 1.1 

CONFLICT PHILOSOPHIES AND MANAGERIAL ACTIONS 

Philosophy States Managerial actions 

Traditionalist 
A=D, where D=O Do nothing 
A>D, where D=O Resolve conflict 

'--- ·-

Behavioralist 
A=D, where D>=O Do nothing 
A=D, where D>=O Resolve conflict 

f--

A=D, where D>O Do nothing 
Interaction ist A>D, where D>O Resolve conflict 

A<D, where D>O Stimulate conflict 
Key: A=actual level of conflict: D= desired level of conflict. 

Source: Robbins Stephen P .. ""conflict Management" And ··conflict Resolution·· Are Not 
Synonymous Terms: Calijim1io !lfwwgement Re1·ie\\·, Vol. X X I. No. 2. 1978. 

1.3 CONFLICT HANDLING TECHNIQUE 

Mary P. Follett ( 1926/1940) found three main ways of dealing with conflict: 

domination, compromise and interaction. She also found other ways of 

handling conflict in organisations, such as avoidance and suppression. 

Blake and Mouton ( 1964) identified five conflict handling styles namely, 
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smoothing, compromising, forcing, withdrawal and problem solving. This 

model was further developed and extended by Thomas (1976). He 

incorporated two dimensions namely, cooperativeness and assertiveness 

in the model developed by Blake and Mouton. According to Thomas 

(1976), Cooperativeness means intention to satisfy other party's concern 

and assertiveness means intention to satisfy one's own concerns. 

Five behavioural modes are identified in terms of these two 

dimensions; avoiding (unassertive, uncooperative); competing (assertive, 

uncooperative); accommodating (unassertive, cooperative); collaborating 

(assertive, cooperative) and compromising (intermediate in both 

assertiveness and cooperativeness). 

Figure 1.1 

A TWO-DIMENSIONAL MODEL OF CONFLICT INTENTIONS 
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Rahim and Bonowa (1979) differentiated the style of handling conflict on 

two basic dimensions: concern for self and concern for others. The first 

dimension explains the degree (high or low) to which a person attempts to 

satisfy his or her own concern. The second dimension explains the degree 

(high or low) to which a person attempts to satisfy the concern of others. 

Combination of the two dimensions results in five specific styles of 

handling interpersonal conflict, as shown in figure 1.2. 

Figure 1.2 

THE DUAL CONCERN MODEL OF THE STYLES OF HANDLING 
INTERPERSONAL CONFLICT 
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Source: Rahim M Afzalur, Toward A Theory Of Managing Organizational Contlict. The 
International Journal Of' Conflict Manageme111. vol. 13. No. 3. 217 . 2002 

It has been suggested by Prein (1976) and Thomas (1976) that further 

insights into the five styles of handling interpersonal conflict may be 

obtained by organising them according to the integrative and distributive 

dimensions of labour-management bargaining suggested by Walton and 

Mckersic (1965). Figure 1.3 shows the five styles of handling inter 

personal conflict and their reclassifications into the integrative and 

distributive dimensions. 



en J: 
0::: C) 
w 
J: 

J: 
1-
0 
0::: 
0 
LL 

z 
0::: 
LU 
(.) 
z 
0 
(.) 

~ 
0 
...J 

Figure 1.3 

THE DUAL CONCERN MODEL: PROBLEM SOLVING AND 
BARGAINING DIMENSIONS OF THE STYLES OF HANDLING 

INTERPERSONAL CONFLICT 

CONCERN FOR SELF 

HIGH LOW 

INTEGRATING 

Bargaining 
Dimension 

7 

"/ Problem solving 

AVS 
Dimension 

DOMINATING 

Source: Rahim M Afzalur, Toward A Theory Of Managing Organizational Conflict. The 
International Journal OfConflict Management, vol. 13, No.3, 217, 2002. 

The integrative dimension-integrating style minus avoiding style

represents a party's concern (high-low) of self and others. The distributive 

dimension-dominating style minus obliging style-represents a party's 

concern (high-low) for self or others. These two dimensions represent the 

problem solving and bargaining styles for handling conflict, respectively. A 

problem solving style represents a party's pursuit of own or others 

concerns. A high-high use of the problem solving style indicates attempts 

to increase the satisfaction of concerns of both parties by finding unique 

solutions to the problems acceptable to them. A low-low use of this style 

indicates reduction of satisfaction of the concerns of both parties as a 

result of their failure to confront and solve their problems. A high-low use 

of the bargain style indicates attempts to obtain high satisfaction of 

concerns of self and providing low satisfaction of concerns of others. A 
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low-high use of this style indicates attempts to obtain the opposite. 

Compromising is the point of intersect of the two dimensions, that is, a 

middle ground position where a party has an intermediate level of 

concerns for own and others. 

Table 1.2 

.Styles of handling interpersonal conflict and the situation where they 
are appropriate or inappropriate 

Conflict style 

Integrating 

Situation where appropriate 

1. issues are complex 
2. synthesis of ideas is need to come up with 

better solution 
3. commitment is needed from other parties for 

successful implementation 
4. time is available for problem solving. 
5. one party alone cannot solve the problem 
6. resources processed by different partiesare 

needed to solve their common problems 

Situations where 
inappropriate 

1. task or problem is simple 
2. immediate decision is 

required 
3. other parties are 

unconcerned about 
outcome 

4. other parties do not have 
problem-solving skills 

-------------~--------------------------------+-~----~----------~ 
1. you believe that you may be wrong 1. issue is important to you 

Obliging 

Dominating 

Avoiding 

2. issue is more important to the other party 2. you believe that you are 
3. you are willing to give up something in right 

exchange for something from the other party 3. the other party is wrong or 
in the future unethical 

4. you are dealing from the position of 
weakness 

5. preserving relationship is important. 
1. issue is trivial. 
2. speedy decision is needed 
3. unpopular course of action is implemented 
4. necessary to overcome assertive 

subordinates 
5. unfavorable decision by the other party may 

be costly to you 
6. subordinates lack expertise to make 

technical decisions. 
7. issue is important to you 

1. issue is trivial 
2. potential dysfunctional effect of confronting 

the other partly outweighs benefits of 
resolution 

3. cooling off period 1s needed 

1 . issue is complex 
2. issue is no important to 

you 
I 3. both parties are equally 

powerful 
4. decision does not have to 

be made quickly. 
5. subordinates possess 

high degree of 
competence 

1. Issue is important to you 
2. it is your responsibility to 

make decision 
3. parties are unwilling to 

defer, issue must be 
resolved. 

4. prompt attention is 
f------------- r------- _______ needed __________ _ 

1. goals of parties are mutually exclusive 1. one party IS more 
2. parties are equally powerful powerful 

Compromising 
3. consensus cannot be reached 2. problem is complex 
4. integrating or dominating style IS not f enough needing problem-

successful l solvmg approach 
5. temporary solution to a complex problem 1s 

needed 
-------------'-----'--'-"-::==-=-------- -----~- ---------- ---------------------

Source: Rahim M Afzalur. Toward A Theory Of Managing Organizational Conllict. The' 
lntanutiona! .Journal Oj'Conjlict Manugeml'nt. Vol. 13. No.3. 219. 2002. 
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1.4 CONFLICT PROCESS 

Louis R. Pondy (1967) has identified five stages of a conflict process. 

They are i) latent conflict (conditions) ii) perceived conflict (cognition) iii) 

felt conflict (affect) iv) manifest conflict (behaviour) and v) conflict 

aftermath (conditions) 

Latent conflict 

There are three basic types of latent conflict. 

a) Competition for scarce resources: The conflicting situation arises when 

limited resources are sought after by the different groups. 

b) Drives for autonomy: It is a human nature to stay independent and 

when one party tries to control the activities of another party, the conflict 

emerges. No one wants to stay under the absolute control of another 

human being. 

c) Divergence of subunit goal: Different small groups within every 

organisation have their own goals to fulfill. However, they should never 

ignore the larger organisational interest. When different groups m an 

organisation try to satisfy their own groups' ignoring the larger 

organisational interest, the conflict situation is bound to emerge within the 

group. 

Felt conflict 

There is an important distinction between perceiving conflict and feeling 

conflict. A person may perceive the conflict but he may not fell about it or 

he is not affected by it. Louis R. Pondy (1987) explains this concept as 

follows. A may be aware that B and A are in serious disagreement over 

some policy, but it may not make A tense or anxious, and it may have no 

effect whatever on A's affection towards B. 

Manifest conflict 

At this stage the conflict come out in open and what type of shape will it 

take can never be predicted. At one end of the spectrum, conflict can take 
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the form of minor disagreement or misunderstanding between the parties 

involved. But on the other end, conflict can take an ugly shape of violence, 

riots, killing, strike, carnage etc. 

The most useful definition of manifest conflict seems to be that behaviour 

which, in the mind of the actor, frustrates the goal of at least some of the 

other participant. In other words, a member of the organisation is said to 

engage in conflictful behaviour if he consciously, but not necessarily 

deliberately, blocks another member's goal achievement. 

Figure 1.4 

THE DYNAMICS OF A CONFLICT EPISODE 
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Source: Pondy Louis R .. Organisational Contlict: Concepts And Models. Administrative Science 
Quurt£'r~r. vol. 12. 1967. 
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Conflict aftermath 

This is a stage where the conflicting parties know the consequences of the 

conflict. The ultimate outcome of the conflict as to whether the conflict in 

question helped the organisation to improve its performance and further its 

goals and objectives or that the organisation's progress and performance 

is hampered because of this conflict. 

According to S P. Robbins ( 1978) if the organisation's performance is 

improved because of the conflict, then we can say that the conflict is 

functional. On the other hand, if the conflict resulted in bring the 

performance down then the conflict is dysfunctional. 

1.5 STATEMENT OF THE PROBLEM 

Tea is the most important plantation crop 1n India. It occupies the first 

place among the tea producing countries in the world in the matter of both 

area and production of tea. It is the largest employer in the organised 

production sector employing about a million workers. It plays an important 

role in the county's economy by contributing substantial revenues to the 

central and state government's exchequers. It is also an export oriented 

industry being the nation's second biggest foreign exchange earner. 

In India, after independence, the Govt extended most of the laws 

protecting industrial workers (such as Industrial Disputes Act, Minimum 

Wages Act) to the plantations and even passed a separate Act known as 

the Plantation Labour Act 1951 (PLA). The Plantation Labour Act 1951 was 

passed in parliament and made lots of provisions for the safely, welfare 

and health of the workers who have been living in deplorable condition. 

Most of the tea gardens workers who have been migrated from Nepal and 

other states are not provided even the basic amenities to eke out a 

survival. 

The PLA requires the plantation owners to provide for i) housing for 

workers and their family residing on estates ii) free medical aid iii) 

educational facilities iv) weather protectives, like umbrellas, blankets, v) 
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recreational facilities vi) creches, vii) canteens etc. There has been gross 

violation of plantation labour law by the tea garden management. Th·e 

workers are deprived of the basic amenities like drinking water, housing, 

health, education etc. The poverty, illiteracy, abysmal living conditions and 

deliberate exploitation of thousands of tea workers are the reality. Despite 

trade unions and social organisations being active, labour laws are openly 

flouted. The main problem before. the worker is of ensuring that these acts 

are enforced properly. 

Most of the tea gardens are situated in the remote areas with few 

inhabitants. The tea garden workers work in the most hostile of 

environment and yet their wages are the lowest in the organised sector. 

Unlike in any other 'organised' industry, tea plantations consider family as 

the unit of wage determination. The plantation industry determines the 

wages for tea plantation workers on the basis of 1.5 consumption units on 

the belief that each family has more than one working member in the 

industry. The Royal Commission on Labour in India (1931) and the 

Central Wage Board for Tea Plantation Industry (1966) were critical of 

utilizing 'the family system of employment' to give low wages to workers. 

With the daily wages of Rs. 48.40 and no wages for Sundays and 

holidays, even the survival becomes a challenge to a worker. 

There is a general perception among the workers that the owners of tea 

gardens are driven by the profit motives only. The measures like labour 

welfares, pumping part of the profits into improving the estates are not 

looked into. The tea garden owners look for short-term profits with no 

vision for the future. These perceptions of the workers create an unhealthy 

environment and breed conflict between the workers and the 

management. Even the rights, which are conferred to the workers by the 

Act of the parliament, are flouted by the owners to further their own 

interests. 

Before 1999 when the tea industry was performing exceedingly well, the 

super profits earned by the gardens were neither ploughed back to 

industry nor welfare measures for workers as per the PLA was fully 
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implemented. And now when the owners are speaking about crisis in tea 

industry, the workers are not ready to believe them. The lack of 

transparency in the functioning of the garden has created suspicion in the 

minds of the workers. 

When conflict situation arises in the tea garden, many a times, instead of 

managing the trouble, management simply abandon the garden without 

brothering about the workers and their families. Ever minor incident of 

personal nature brings closure of garden adversely affecting the life of 

hundred of workers and their families. 

The Govt of West Bengal has been taking forceful and meaningful step in 

the solving the problem prevailing in the tea industry. It had set up a high 

power committee in 2003 to look in depth the reasons for the present crisis 

in the tea industry. The conflict situation in the tea industry to a larger 

extend would improve if the crisis is understood and tackled properly. 

Since most of the tea plantations are enclaves, cut away from the 

mainstream, there are no alternative sources of income for the workers. 

Moreover, the plantation workers do not have access to any land, which 

can be utilized for cultivation or the rearing of cattle. The situation denies 

any alternative income generation for household in the plantations. 

According to S. P. Robbins, all conflicts exist in a continuum, where at the 

lower end of the continuum there is a mild or controlled form of tension. A 

tea garden worker expressing dissatisfaction to his/her supervisor or 

manager about a work process is a case in point. But as the conflict 

intensifies, it starts to move upward along the continuum until it reaches an 

extreme where the conflict takes a dreadful form of killing, destruction, 

physical assault, strikes and lockouts. Few examples of conflict that has 

taken an ugly shape of violence, physical assault and killing are mentioned 

in the following paragraphs. 

An assistant manager of Okayti Tea estate of Darjeeling region was 

attacked with a sharp knife and critically injured in October 2004. He had 

12 injury marks on his body. In November 2003, a mob of infuriated tea 
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garden workers at Dalgoan tea estate of Dooars torched the house of their 

union leader, killing 19 people who were trapped inside the blazing house. 

It was alleged by the workers that the union leader had sold three clerical 

post of the garden to outsiders though there were enough eligible local 

candidates. An assistant manager of Ambootia tea estate of Darjeeling 

region was hacked to death by one of his own workers. The assistant 

manager blamed this worker for damaging the factory equipment. The 

management of Nepuchapur Tea Estate in Dooars announced suspension 

of work following the physical attack on garden's managerial staff by 

workers demanding local recruitment in June 2004. 

Ging tea garden situated in the outskirt of Darjeeling was closed in July 

2004 after a group of non-workers and workers assaulted H1e manager 

and the factory assistant during a meeting. They even ransacked the office 

of the manager. 

The senior managers in most organisations praise and regard managers 

who maintain peace and harmony in their units, while disequilibrium, 

confrontation, and dissatisfaction are viewed negatively. 

The objective of the manager of an organisation should be to manage the 

excess level of conflict. The two important conflict management modes, 

which are frequently used by the top managers of an organisation, are 

problem-solving method and power-oriented method. In the same conflict 

situation, the parties may choose to engage power-oriented or problem

solving methods. These are two entirely different methods for dealing with 

the same situation. Either may be chosen, providing one seeks the 

availability of both and know how to perform both. Where one wants to 

defeat an opponent, define the objective from one's own point of view, or 

seek the exhilaration of the fight, then power-oriented methods may be 

better choice. On the other hand, where one wants to defeat the problem, 

arrive at a mutually beneficial outcome, or the emotion of the fight, 

problem solving may be preferred. 

West Bengal is the second largest tea growing state in India. It accounts 

for 24% of the total area under tea and contributes 21% in the total tea 



15 

production in India. The industry in the state has a unique dimension, as it 

is directly responsible for economic and social development of the two 

major districts of the states viz: Darjeeling and Jalpaiguri where almost no 

other economic activities exist. 

The major cause of conflict persisting between management and workers 

in the tea gardens are related to non-implementation of Plantation Labour 

Act. One of the reasons for poor enforcement and implementation of the 

various provisions of the PLA is the grossly inadequate administrative 

infrastructure. The government lacks adequate machinery and manpower 

to discharge its responsibilities. The tea management virtually go scot-free 

even after repeated violations of the PLA because, the provisions for 

prosecution and penalties are not deterrent in nature. The maximum 

penalty that could be imposed for any offense is only Rs 500. A second 

prosecution could invite a penalty of Rs 1 ,000. Hence, tea companies 

prefer to pay the small penalty of Rs 1,000 rather than spending at least 

Rs 25,000 for constructing a labour quarter. 

Some of the important legislations applicable to tea industries of West 

Bengal are as follows: 

1. Plantation Labour Act, 1951. 

2. West Bengal Plantation Labour Rules, 1956. 

3. The Factories Act 1948 

4. The Workmen's Compensation Act 1923 

5. The Employees' State Insurance Act 1948 

6. The Employees' Provident Funds (and Miscellaneous Provisional) 

Act 1952 

7. The Payment of Gratuity Act 1972 

8. The Maternity Benefit Act 1961 

9. The Payment of Wages Act 1936 

10. The Minimum Wages Act 1948 

11. The Industrial Disputes Act 194 7 

12. The Trade Union Act 1926 

13. The Payment of Bonus Act 1965 
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Many important policies and methodical changes that are introduced in tea 

gardens by the management are not properly communicated to the 

workers. For example, switching over by some of the tea gardens of 

Darjeeling from traditional tea to bio-organic tea has begun but the 

benefits of these changes are not fully communicated to the workers. 

Either the workers when come up with new and brilliant ideas to improve 

the quality and quantity of tea produces are not listened to or the 

management simply ignores their ideas. These barriers to communication 

may lead to conflict. 

Groups within organisations have diverse goals. For instance, in tea 

gardens the garden supervisors and their workers are interested in 

plucking tea in greater quantity so as to increase their wages and the 

production of tea. The factory supervisors and their workers however are, 

more concerned about the quality of tea manufactured in the factory. 

Where groups within an organisation seek diverse ends like garden 

supervisors and factory supervisors, there are increased opportunities for 

conflict. 

The low level of inter-personal and inter-group dysfunctional conflict in the 

tea gardens are resolved and settled in the garden level itself. Most of the 

inter-personal conflicts between workers are resolved by the supervisors 

(immediate boss). The matter is referred to the manager of the tea garden, 

if the supervisors are unable to resolve it. However, when the conflict 

takes the ugly shape in the form of strikes and lockouts, the settlement is 

done through third party intervention. Office bearers of Planters 

Association step in defending the management. The workers approach, 

through the trade unions, the Assistant Labour Commissioner to intervene. 

Assistant Labour Commissioner of the area would bring all the conflicting 

parties to one table and settlements are sought through the process of 

negotiation. 

Scarcity of, or competition for, resources is a fundamental cause of 

organisational conflict. Whether it is people, materials, time or money, 

there are seldom enough resources available to satisfy everyone. Since 
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tea workers have always got a raw deal in the hands of the planters, trade 

unions have been active in tea gardens for decades now. Trade unions 

that are affiliated to different political parties have been in conflict with one 

another for their share of these scare resources. For instance, whenever 

the management decides to repair some of the houses of the workers, 

different trade unions fight among themselves and with the management 

demanding repair to be done to the houses of the workers who are 

member of that particular union. As the management is unable to satisfy 

all the trade unions at the same time, conflict starts between management 

and trade unions as well. 

The wage settlement of daily rated workers dated 9.9.2001 having expired 

on 31.3.2003, the Coordination Committee of Tea Plantation Workers 

(CCPW), a platform of 18 workers' unions and the Defense Committee for 

Plantation Workers' Rights submitted fresh charter of demand for the 

revision of scale of pay. Discussions were held at both bipartite and 

tripartite level on different dates at Kolkata. 

The wages revision settlement could not be resolved ever after 9 rounds 

of meeting. The deadlock continued due to both the conflicting parties 

sticking to their stand - the management sticking to the stand of linking 

wages with productivity and workers unions opposing it and demanding 

increase of wages from the current Rs. 45.90 to Rs. 88 per day. In view of 

the failed talks, the CCPW decided to go on for the indefinite strike in the 

industry from 11 July 2005. 

The 15-day strike ended close to midnight on Monday (251
h July 2005), 

after a marathon tripartite meeting between the state government, the 

trade unions and the management thrashed out the agreement. One of the 

longest tea garden strikes in West Bengal ended with marginally 

enhanced daily wages of over 3.5 lakh workers. 

According to the agreement, the workers would receive daily Rs 48.40, an 

increase of Rs 2.50, for 2005-2006, with effect from April 1, 2005. For the 

next year, the hike would be Rs 2.50 while in the third year it would be 

Rs 3. The agreement was signed for three years 
18~~759 nP !": 2006 
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It was also decided that the workers would get a lump sum of Rs 250 per 

head as additional wages for the last three months. 

The 15-day crisis in West Bengal's tea industry has been resolved with 

striking workers of the gardens and estate owners budging from their 

stand and agreeing to a wage revision formula offered by the state 

government. According to Indian Tea Association Chairman C.K. 

Dhanuka, the strike caused losses of about Rs.1.5 billion ($34.5 million) to 

the industry. 

1.6 DIRECTION AND SIGNIFICANCE OF THE PRESENT STUDY 

The tea plantation workers of Dooars are mostly adivasis. They are the 

forth generation descendants of indentured immigrants brought in the 18th 

century from tribal belts of Bihar, Orissa and Madhya Pradesh. The 

workforce of Darjeeling tea gardens are exclusively of Nepalese origin 

(Sharma 1997). However, in Terai, the population is a mixture of Nepalese 

and immigrated adivasis. 

Exposed to the new surrounding and away from home, these immigrated 

workers lived in sub-human conditions with inadequate housing 

accommodation, scarcity of drinking water, little or no medical and sanitary 

arrangement. Poverty and illiteracy made these workers to be blatantly 

exploited by the owners of the tea gardens. For generations, the tea 

garden workers have been trying to make a survival amidst poverty and 

sub-human living conditions. 

The conflict between the management and workers, management and 

trade union has been there since time immemorial. The tea industry in 

general plunged into deep crisis after 1999 when the prices of the tea 

nose dived below the cost of production. From year 2001 upto 2004, 24 

tea gardens have been declared lockout. There has been report of 

starvation deaths in the closed estates in Dooars. The decline in the tea 

prices in global market as well as in productivity has made the situation 

bad to worse. 
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The management cites increase cost of production as the reason for crisis. 

The unit cost of production, according to the Indian Tea Planters 

Association (ITPA), has been increased annually by about Rs. 5.00 in 

1999, Rs. 7.25 in 2000 and Rs. 4.50 in 2001, making a total of Rs. 16.75 

while the price realization has been decreased by Rs. 14 for a kilogram of 

tea. Taking to;~ether the increase in cost and decrease in price, the total 

impact is about Rs. 31 per kg. To overcome the tea industry crisis, ITPA is 

seeking certain relief in the form of lower agricultural income tax, which 

are 5.58 higher than other industries. 

According to statistics provide by former Siliguri Tea auction Center 

chairman and planter Mr. KK Mintri, the price of tea on an average has 

fallen by 26% since 1998, whereas the cost of production had gone up by 

27.9% during that same period. According to Mr. Ajit Prasad a senior 

Planter in 1998, the average price of tea realized at the Siliguri Tea 

Auction Center was Rs. 76.43. It fell to Rs. 72.80 in 1999, Rs. 61.71 in 

2000, Rs. 61.66 in 2001 and Rs. 56.93 in 2002. In contrast, the cost of 

production has gone up 16% in 1999, 27% in 2000, 38% in 2001 and 44% 

in 2002. 

However, the trade unions described the crisis as artificial and r:nade out 

by the owners. Those trade unions who keep a moderate view believe that 

there is a crisis in the tea industry but the crisis is not as acute as it is 

made out to be by the planters. According to them the decline in the 

revenue due to crisis need to be shared by owners and workers equally. 

But Trade unions blame management that the loss is transferred to 

workers keeping their profit margin intact. The financial crunch created by 

fall in the prices made a direct impact on the living condition of the 

workers. The management of the tea gardens either abandoned the estate 

or drastically curtailed the welfare facilities of the workers. 

The convener of the Coordination Committee of Plantation Workers, the 

largest conglomeration of trade unions for the tea gardens in West Bengal 

believes that the crisis in the tea industry is artificially created by tea 

garden owners. The state urban development Minister of West' Bengal 
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observed that the crisis of the tea industry was part of the country-wide 

economic showdown, and not an isolated case. The owners were only 

cutting down heavily on wages of the labourers and not controlling the 

other factors of production. 

The planters of North Bengal urged the government taking in view the 

crisis; to relief them of some of the welfare scheme so that they can run 

the tea garden smoothly. According to planters, in the present situation, 

they are not been able to provide free medical facilities, electricity and 

foodgrains to the workers. They cite example of other tea-producing 

countries where the social benefits are the responsibility of the state 

government. 

What is most intriguing is the fact that the PLA ( 1951) which is considered 

a landmark development towards the protection of the rights of the 

plantation workers has become ineffective. According to PLA ( 1951) 

provision for housing, medical facilities, water, foodgrains etc are the 

responsibility of the management. Most of the gardens flout these 

provisions and do not provide these facilities to the workers. 

The wage agreement entered into in 9.9.2001 between management and 

workers expired on 31.3.2003 and new wage rates were suppose to take 

effect from 1.4.2003. But till July 2005, it had not been enforced. Many 

major tea companies had decided not to raise the wages. They were of 

the opinion that productivity-linked wages would be given to the workers 

based on their performance. Increasing the wages without a 

commensurate increase in labour productivity would lead to increase in 

the cost of production of tea. This issue of productivity linked wages was 

unacceptable to the trade union. According to trade unions, improving the 

production of tea depends, in addition to productivity of labour, many other 

factors like climatic conditions, improving manufacturing methods, type of 

fertilizers used etc. 

According to newspaper report of January 2004, a total of 119 PF 

defaulter tea gardens have been asked by the Provident Fund Department 

to clear their dues. As on 1 0.12.04, of the 256 tea gardens covered by 
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Employees' Provident Fund Organisation, 41 gardens were 'PF defaulter'. 

The total amount of default for the current year 2003-04 was of the tune 

Rs. 326.22 lakh and the arrear was Rs. 420.32 lakh affecting more than 

35,000 workers. Many tea gardens have failed in depositing even the 

employees' share of contribution. The default amount in this regard for the 

current year 2003-04 was Rs. 125.01 and the arrear was Rs. 4.11 lakh. 

(Annexure 1.1) 

1. 7 OBJECTIVES OF THE STUDY 

1. There are basically five different conflict handling styles used by the 

managers during a conflict situation. They are integrating, obliging, 

dominating, avoiding and compromising. The study tries to identify 

the 'most used' conflict handling style by the managers of the tea 

garden. The conflict handling style is ranked starting from most 

used style down to least used. 

2. In a tea garden, workers' problems are represented by the trade 

unions. Workers unions use five different conflict handling styles 

while dealing with the conflicting situation with the management. 

The study tries to rank these five styles used by the trade unions 

starting from the most used to the least used. 

3. The different problems faced by the workers are communicated to 

their respective trade union depending upon their affiliation to a 

particular trade union. There problems are ultimately placed before 

the management by the trade union in the form of demands. Trade 

unions active in the tea industry put forth different demands to the 

management at different times. The study tries to find out the 

demands placed before the management and to select the five 

most important demands of the trade unions. 

4. To identify different conflict handling style used by the workers with 

the management and with co-workers according to most preferred 

to least preferred style. 
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5. To find out whether the conflict handling style used by the workers 

with management is different from that of with co-workers. 

6. The Plantation Labour Act 1951 was passed in parliament and 

made lots of provisional for the safely, welfare and health of the 

workers. However, these provisions are not implemented in the tea 

gardens by the management. Therefore, this study tries to identify 

the different sources of conflict prevailing in the tea gardens , rank 

them according to the most important sources going down to the 

least important. 

7. To find out whether the sources of conflict prevailing in the tea 

industry are similar in three tea growing areas of Darjeeling, Dooars 

and Terai. 

8. To identify three most important sources of conflict which create 

tension between management and workers. 

9. To identify the organisational climate of trust and openness existing 

in the tea gardens i.e. whether workers feel free to express their 

views and grievances without fear and threat. 

10. A conflict can be functional or dysfunctional depending upon the 

whether the existing conflict in the organisation has helped the 

organisation's performance to improve or has resulted in bring the 

performance down. The study tries to find out whether there is lack 

of functional conflict in tea gardens. 

1.8 REVIEW OF LITERATURE 

Clagett G Smith (1965) investigated the determinants and consequences 

of intra-organistional conflict in 250 separate organistional units from six 

organisations. He formulated three hypotheses as determinants of intra

organisational conflict. According to Mr. Smith, intergroup conflict in 

organisation has been attributed to i) problems of communication between 

the parties involved. ii) differences in basic interest and goals, and iii) lack 

of shared perceptions and attitudes among member at different echelons. 



i) Problem of communication between the parties involved: The 

inadequate communication quantitatively as well as qualitative can be the 

reason for conflict between the parties involved. It has been observed that 

bigger the organisation greater the problem of communication hence the 

conflict. 

ii) Differences 1n basic interest and goals: The groups within an 

organisation may pursue different interests and goals. One party may be 

interest only to fulfill its own goals bothering little about the interest of the 

other party. Individual group in an organisation pursue its own small goals 

ignoring the larger interest of the organisation. 

iii) A lack of shared perceptions and attitudes among member at different 

echelons: Members in an organisation occupying different echelon are 

bound to have diverse perception and attitudes. In order to be successful 

sub-groups in an organisation have to function like one cohesive unit. The 

lack of shared perception and attitude may bring about conflict within the 

groups. 

Patricia A Renwick of University of California (1975) conducted a 

research with a purpose to examine the impact of topics and sources of 

disagreement on the management of conflict occurring between two 

individuals. Of the five methods namely, withdrawal, smoothing, 

compromise, forcing and confrontation, of resolving conflict which of one is 

used by an individual when it comes to conflict related to i) salaries, 

promotions, and performance appraisal ii) personal habit iii) physical 

working conditions and organisational policies and procedures. 

The research further examined as to which of the five conflict resolving 

methods was used when the sources of conflict were i) differences in 

knowledge or factual material, ii) personality differences and iii) differences 

in attitudes or opinions. 

The finding showed that when conflicts involved 'salaries, promotions or 

performance appraisal' confrontation was the method most likely to be 

used. Compromise was the method most likely to be used when conflicts 
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involved 'personal habit and mannerism' and when conflict involves 

'physical working condition or organisational policies and procedures' 

compromise was the method most likely to be used. 

Conflicts originating from 'differences in knowledge or factual material' 

were more likely to elicit confrontation. Conflicts stemming from 

'personality differences' were most likely to be dealt with through 

compromise and smoothing. And conflicts having their origins 1n 

'differences in attitudes or opinion' were most likely to be managed by 

compromise and smoothing. 

Thomas and Schmidt, (1976), University of California made a survey of 

managerial interests in the area of conflict and conflict management. Their 

study sought to a) determine the general importance of conflict 

management as perceived by manager b) categories their interests in 

conflict and c) identify special interests of different levels of managers. The 

finding suggested that managers from middle to top levels had a lively and 

growing interest in learning more about both the prevention and 

management of conflict. 

J. D. Hunger and Louis W. Stern (1976) of University of Virginia and 

Northwestern University respectively suggested that superordinate goal 

help reduce the felt conflict in an organisation. When conflicting parties 

come together to achieve superordinate goal they set aside the problem 

with another group and work towards achieving the superordinate goal. A 

superordinate goal is a goal whose attainment is beyond the resource and 

efforts of any one group. If, however, the superordinate goal is not 

achieve, the felt conflict between the conflicting parties do resurface. 

However, non-achievement of superordinate goal does not increase or 

worsen the felt conflict. 

K. M. Eisenhardt, J.L kahwajy and L. J Bourgeois Ill (1977) had been 

observing the works of top-management teams of 12 technology-based 

companies. It has been found that out of 12 companies, 4 companies 

which had experienced considerable destructive conflict could manage to 

reduce the interpersonal conflict by apply the following six tactics. 
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Team members- i) Worked with more, rather than less, information and 

debated on the basis of facts: It is a myth that too much data will increase 

interpersonal conflict. In fact, with more data and good data, executives of 

the companies can debate on issues rather than over opinion. Executives 

can focus on issues and not on the personality. ii) Developed multiple 

alternatives to enrich the level of debate: Research have shown that 

managers who develop multiple rather than one or two alternatives 

available to the team can help reduce conflict as team members have 

more option to choose from different alternatives. iii) Shared commonly 

agreed-upon goals: Common goals are goals whose attainment is beyond 

the resources and effort of any group alone. All the groups must come 

together to attain the common goals thus reducing the individual 

differences. iv) Injected humour into the decision process: It has been 

found that all the teams with low interpersonal conflict use humour to 

reduce tension and stress in the workplace. v) Maintained a balanced 

power structure: a leader who is either highly autocratic or weak does 

generate high level of interpersonal conflict. A highly autocratic leader 

takes decision without consulting anyone whereas a weak leader is 

ineffective and inefficient to make a right decision. vi) Resolved issues 

without forcing consensus: It is a two-step process. Executives try to reach 

a consensus and make a decision. However, if they fail to reach the 

consensus then the senior managers make the decision on the basis of 

information supplied by the executives. 

C. Brooklyn Derr ( 1978) focused on three major conflict management 

modes namely collaborations, bargaining and power-play. According to 

Derr, these three conflict management modes were not best suited in any 

one condition but in different situations and conditions. Collaboration is 

best suited in situation where the conflicting party could express its views 

without fear of reprisal. Power-play was suited in a situation where one 

seeks authority and autonomy. While bargaining mode was appropriate 

where neither collaboration nor power-play modes could be applied. 
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Cochran of Mississippi State University and White of University of 

Arkansas (1981) investigated empirically patterns of intra-organisational 

conflict surrounding equipment and material purchases in hospital 

organisations. The study addressed itself to a) the frequency of such 

conflict b) the location of conflict c) perceived causes of purchasing related 

conflict and d) the relationship of selected categorical variables to 

interorganisational conflict. The results showed that (i) significantly higher 

levels of conflict were associated with non-routing purchases than with 

routine purchases, ii) administrators perceived greater frequency of 

conflict than did purchasing managers and, iii) larger hospitals 

experienced more purchasing related conflict than did medium and smaller 

size hospitals. 

Daniel S. Cochran of Mississippi State University , Mel Schnake of 

University of Southern Mississippi and Ron Earl of Sam Houston State 

University(1983) observed that conflict is likely to occur when one 

individual or group feels that their important goals or the satisfaction of 

important needs are being blocked or about to be blocked by another 

individual or group. 

In a hospital, there seem to be a tendency for dual management system to 

develop. On one side administrator, who has control over resources ; on 

the other side physicians who has authority based upon their expertise 

and power derived from patients, other medical staff and the community. 

The potential for the development of conflict in this situation is great. 

Samples were taken from 3 different sized hospitals. The size was 

measured in terms of bed size - (ranging from <= 99 beds (small), 100-

199 beds (medium) and >= 200 beds (large) conflict was defined as 

'difference of opinion between individual involved in the purchasing 

decision - making process. 

Conflict occurred more frequently in large hospital followed by small 

hospital. Conflict in medium size hospital occurred least frequently. For the 

conflict location, the conflict between the administration and the board 

occurred more frequently in small hospitals than in the large hospitals. 
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There was no significant difference between medium size and small size 

hospital with respect to conflict location. 

Nelson of Louisiana Tech University (1989) examined the relationship 

between social networks and conflict in organisations across 20 

organisations. These 20 organisations included manufacturing, service, 

public sector, and private sector entities. Results indicated that strong ties 

were generally associated with an absence of disruptive conflict, and 

strong ties between groups were especially typical of low-conflict 

organisations. 

Alter of University of Iowa (1990) studied conflict and coordination in 

interorganisational service delivery system. 15 community-based 

interorganisational service delivery systems were studied for the purpose. 

The finding indicated that conflict was associated with structural 

characteristics of these interorganisational systems and that coordination 

is related to service characteristic. Excessive conflict occurred in systems 

in which there is a mismatch between the need for coordination and the 

actual amount of coordination occurring. 

Charles R. Schwenk (1990) of Indiana University showed through his 

research that managers of not-for-profit organisations made decisions 

taking into consideration the need of diverse group rather than decision, 

which were merely to maximize financial performance. Therefore, in not

for-profit organisations the conflict leads to increased attention to 

diagnosis and evaluation and ultimately higher quality decision. However, 

for managers for-profit organisations it had been observed that high

conflict decisions might improve decision quality but lack of consensus 

and agreement often, led to poor performance. 

Allen C. Amason (1996) of Mississippi State University examined the 

paradoxical effects of conflict on strategic decision making. According to 

Amason, decision quality, consensus and affective acceptance, which 

were necessary for high performance, were not completely 

complementary. High quality decisions hindered consensus and again 

seeking consensus invariably reduces decision quality. He, however, 
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found out though his research that by encouraging the cognitive conflict 

while restraining affective conflict; top management teams may be able to 

enhance the quality of their decision, without sacrificing consensus and 

affective acceptance among the members. 

Brass and Gray of the Pennsylvania State University (1998) studied the 

relationship between interpersonal relationships among members of 

different departments and individuals' perceptions of intergroup conflict 

within an organisation. The results of this study indicated that low 

intragroup coresiveness was significantly related to higher perceptions of 

intergroup conflict. 

Afzal Rahim of Center for Advanced Studies in Management and Clement 

Psenicka of Management Department, Youngstown State University 

(2004) investigated the role of conflict management strategies as 

moderating and mediating between conflict and job performance. The 

conflict management strategies are problem solving and bargaining. 

Rahim and Psenicka used three published questionnaires - Rahim 

Organisational Conflict Inventory I & II (ROCI I and II), and Minnesota 

Satisfactoriness Scale (MSS) -for this study. ROC I I was used to measure 

intragroup conflict and ROCI II were used to measure the style of handling 

interpersonal conflict with a supervisor. Job performance of the individual 

employees was measured with MSS. 

The result showed that the intragroup conflict was negatively associated 

with job performance and problem-solving strategy was positively 

associated with job performance. The results also showed that intragroup 
' 

conflict was negatively associated with problem solving, but not with 

bargaining. The relationship between intergroup conflict and bargaining 

was positive but it was non significant. 

The relationship between problem solving and job performance was 

positive and significant and the relationship between bargaining and job 

performance was negative and significant. The results indicate that 

problem solving strategy and not bargaining strategy, is a significant 
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mediator of the relationship between intergroup conflict and job 

performance. 

Afzal Rahim of Center for Advanced Studies in Management, Bowling 

Green KY (2004) investigated the relationship between power and conflict 

management strategies and their effects on propensity to leave a job. He 

made a cross cultural study. Data were collected from four different 

counters with different cultural background. The courtiers were U.S, 

Greece, South Korea and Bangladesh. Power is defined as the ability of a 

person to modify or control the behaviour, attitudes, opinions, objectives, 

needs, preferences and value of another party. 

The result showed that the problem solving strategy was positively 

associated with propensity to leave a job and bargaining strategy was 

negatively associated with the same in the U.S and Greece, but not in 

South Korea and Bangladesh. 

1.9 HYPOTHESES 

Hypothesis 1: The Other Monthly Rated Employees (OMRE) are able 

to communicate more openly with managers than the Daily Rated 

Workers (DRW). 

The plantation system has a distinct hierarchy. The Other Monthly Rated 

Employees (MORE) acts as an intermediary between the managers and 

the Daily Rated Workers (DRW). The OMRE occupies higher place in the 

hierarchy than the DRW. They have more of experience and relatively 

more literate than DRW. 

Hypothesis 2: Workers feel that management never consults workers 

before introducing any changes in the work process and there is no 

significant different in the responses of OMRE and DRW. 

Managers of tea gardens follow autocratic style of management, where 

workers are neither encouraged to participate in the management nor 

consulted while taking important decision concerning the workers. Illiteracy 

of the workers may be one of the reasons why workers are kept outside 

the decision making process. 
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Hypothesis 3: Male workers openly disagree more than female 

workers when the change brought in by the Management do not suit 

them. 

In plantation society inequality, exist between the women workers and the 

male workers because women have less economic power, decision 

making power and illiterate. Male workers are more vocal and aggressive 

by nature whereas female are quiet, cool and poised. 

Hypothesis 4: Management threats workers of closure in the 

slightest of pretext to obey their policy and there is no significant 

difference in the responses of the workers of proprietary gardens 

and non-proprietary gardens. 

Workers allege that management close and abandoned tea plantatip!J, 

without worrying about the problems of workers and their families. The 

management shuts down the entire tea estate even if a single worker 

misbehaves with the managerial staff. However, proprietary garden owned 

by an individual or a family is likely to give threat of closure more often 

than an agency or a government undertaking gardens. 

Hypothesis 5: Conflict in tea gardens has been attributed to 

problems of communication between the parties involved. 

The barriers to adequate communication between persons occupying 

different echelons give rise to conflict due to supply of insufficient 

information both quantitatively and qualitatively. If the information given is 

not sufficient, effective and acceptable decisions cannot be made. 

Hypothesis 6: Workers feel that the management is driven by profit 

motive only and care less about the welfare of the workers and the 

responses of both male and female workers are similar. 

Hypothesis 7: Managers feel that workers are worried about their 

own welfare and not bother about the welfare of the garden and there 

is no significant difference in the responses of the managers of 

Darjeeling and Dooars. 
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Hypothesis 8: The trade union office bearers feel that the 

management is driven by profit motive only and care less about the 

Welfare of the workers and the responses of the Trade Union 

Leaders of Darjeeling, Dooars and Terai are not significantly 

different. 

Intergroup conflict in tea gardens has been attributed to differences in 

basic interests and goals. Conflicting roles and goals can provoke open 

competition. Parties to conflict typically have an interdependent 

relationship that is made difficult by conflicting or incompatible interests. 

Each homogeneous group of employees such as 'managers', 'supervisors' 

and 'workers' has incompatible interests and goals. Each group in an 

organisation pursue its own small goals. 

Hypothesis 9: Male workers are more dominating than female 

workers in conflict situations. 

Some studies show that male workers are more dominating and less 

compromising than the female workers in conflicting situation. 

Hypothesis 10: An individual will more likely to use the avoiding style 

with superiors than with peers. 

From literature review, it has been found that an individual is more likely to 

use the avoiding style with superiors than with peers. 

Hypothesis 11: The problem of housing is acute in small gardens 

than in the large gardens. 

Barring a few gardens, housing accommodation had not been fully 

provided to all resident workers. The worst offenders are the small 

gardens because of their weak financial health. 

Hypothesis 12: Workers feel that housing is the number one reason 

for tension between workers and management and there is no 

significant difference in the responses of the workers of hill gardens 

and plain gardens. 

In general, it can be stated that none of the plantations in the three tea 

growing areas of Darjeeling, Dooars and Terai have fulfilled the housing 
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requirements as stipulated in the PLA. Though geographically different, 

the problems of housing for hill gardens and plains gardens are similar. 

Hypothesis 13: Management applies power/dominating style more 

often than any other styles with workers to handle conflicts and it is 

true for all three regions. 

Power-oriented methods such as bargaining and domination are popular 

for the resolution of conflicts. Power-oriented methods or what is otherwise 

called a "zero-sum" situation i.e. one party's gains is the other party's loss. 

Most conflicts occur because the people involved perceive the situation in 

this way. "My way-versus-your-way" leads naturally to power-oriented 

behavior. 

Hypothesis 14: There is no significant difference in conflict handling 

style used by workers of Darjeeling, Dooars and Terai with the 

superior. 

Hypothesis 15: There is no significant difference in conflict handling 

style used by trade unions office bearers of Darjeeling, Dooars and 

Terai. 

Hypothesis 16: There is no significant difference in conflict handling 

style used by management of Darjeeling, Dooars and Terai. 

Indian culture tends to encourage individuals to avoid conflict. In India 

workers, trade union leaders or managers, no matter what hierarchical 

position they occupy, tend to follow similar style when it comes to handling 

conflict. 
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ANNEXURE 1.1 

NAME OF THE P. F. DEFAULTER TEA GARDENS AS ON 10.12.04 

Name of the 
Tea Garden 

Amount in default 
(Rs. in lakh) 

Current Arrear Total 

Number 
of 

employee 
s affected 

Amount of 
employees' 

share 
(Rs. In lakh) 

1 Ashina 0.70 0 0.70 56 0.33 
~-+~~------~----~----~-----+------~------------

2 Balasan 14.26 34.27 48.53 1234 7.03 
·-

3 Basanti 0.16 0 0.16 22 0.07 
~-+----------1------1----~-----+------~~----------

4 Belgachi 13.58 14.10 27.68 1179 6.36 

5 Bijbari 0.16 0 0.16 74 O.QZ_ 

6 Binam 0.05 0 0.05 27 0.02 

7 Ceedars I 0 30.18 30.18 826 0 
--- ----t----------t-------+------+-------+-------------

8 Oevijhora 25.58 0 25.58 814 4.58 

9 Fagu 18.44 0 18.44 530 8.64 

10 Ganga ram 58.54 21.08 79.62 3107 27.43 

11 Gayaganga 1 0.49 9. 94 20.43 997 0 

12 Goalgachi 40.15 10.35 50.50 1684 22.92 
t----+----"''--------t---~----~----+-------1-------=--=----

l 13 lchamoti 0.54 0 0.54 114 0 

14 Jayantika 0.19 0 0.19 1716 0 

15 Jogomaya 0 11.34 11.34 200 0 

16 Kamala 35.69 0 35.69 1629 10.79 

1 
__ 1_7+-K_u_m_a_i ___ ~---0~_1_9_.7_9-+-_1~9~.7~9~--=92=9~------~ 

t---1_8+-L_a_kh_ip~u_r __ ~ __ 1_0_.4_9~ __ 0-+-_1_0_.4_9~ ____ 5~0~1~---~4.91 

19 Longview 26.51 23.95 50.46 2203 12.43 

20 
Mahamaya 
Agro. Ind. 0.07 0 0.07 23 0.03 

21 Mahua 2.02 0 2.02 40 0.64 
---~----

22 Murmah 11.00 24.88 35.88 970 5.15 
t-----r----------t--~~~:_:_:_::~---=-=-=-+--__::::_:_--_ ----- - -- --

t---2_3 +-N_a_m_r_i n-"<--g----t------"0-t--=2~6.:...::. 9-=6-t---=2-=-6 =-=-· 9-=-6-+----=-2 3=--:.:4_~C-----~- __ Q_j 
24 Nischintapur 1.52 0 1.52 238 o ' 

~-------

25 Oaks 5.34 0 5.34 524 0.55 

26 Pahargoomiah 0 25.52 25.52 2393 0 
r-----r-----'>o!-"----"---t----=--j--==~--=::::_:_-::---=-+--~~t-----------

27 Panighata 0 31.92 31.92 1621 0 
--.·-------

28 Patago:-a 6.93 0 6.93 10881 3.25 I 
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Amount in default Number Amount of 
Sl. Name of the (Rs. in lakh) of employees' 
No Tea Garden 

Current Arrear Total 
employee share 
s affected (Rs. In lakh) 

29 Pootong 0 33.38 33.38 459 0 

. 30 Riddhi siddhi 1.50 0 1.50 115 0.49 

31 
Sachindracha 

0 25.38 25.38 263 0 
ndra 

32 Sayed bad 14.77 21.34 36.11 732 6.92 

33 Sepoydhoorah 0 31.05 31.05 355 0 

34 Seven Oaks 0.12 0 0.12 26 0.05 

35 Simulbari 4.09 0 4.09 753 0 

36 Singbuli 0.22 0 0.22 1754 0.~ 
L37 1 Singell 0 24.89. 24.89 765 0 

38 I Singhiajhora 4.31 0 4.31 323 1.58 
---

39 Teesta Valley 9.42 0 9.42 1374 0 
-~ 

'40 Tirriahainah 8.91 0 8.91 1174 0.45 --

41 Uttama 0.47 0 0.47 44 0.22 
----·-

Total 326.22 420.32 746.54 35221 125.01 
-~ 

Total number of tea gardens covered 256 
Total number of tea gardens in default 41 

Total amount of default 

current ear (2003-04) Rs. 326.22 lakh. 
Arrear Rs. 420.32 lakh _j 

Default in employees' share of contribution 

current year (2003-04) Rs. 125.01 lakh. 
Arrear Rs. 4.11 lakh 

Source: Office of Provident Fund Organisation, Siliguri 
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ANNEXURE 1.2 

PAY, ALLOWANCES AND OTHER SERVICE CONDITIONS FOR TEA 
GARDEN EMPLOYEES &WORKERS OF DARJEELING, DOOARS 

AND TERAI 

Scale of pay and allowances of Clerical staff 

Category 
Basic D. A V.D.A Starti 

Rs. salary 

Clerical grade I 

(Head clerk, head 2515-49-3995-61-3615 50% 16% 417 
factory clerk etc.) 

Clerical grade II 
I (2ND clerk, 2nd factory 2250-49-2640-84-3120 50% 16% 373 I 5 

clerk etc.) I 
' I 

I 

50% ~6% 
---r------

Clerical grade Ill 
2092-29-2382-37-2752 347 

(typist, junior clerk etc) 
------------------------- ~~ -- -- ---- I 

Note: DA ~· Dearness Allowance. VDA~ Variable Dearness allowance. D!\ and VD!\ are 
calculated on basic pay. 

Scale of pay and allowances of medical staff 

Category Basic D. A V.D.A s:l~~~'~ --

Medical grade I 

( assistant medical 2910-65-3560-91-4470 50% 16% 4831 
officer, pathologist) 

Medical grade l(b) 

(pharmacist I 2450-46-2910-57-3480 50% 16% 4067 compounders holding 
"A" certificate ) 

·--~ 

Medical grade II 

(staff nurse, 2250-41-2660-50-3160 50% 16% 3735 
radiographer etc) 

Medical grade Ill 

( Pharmacist holding 
2110-30-2410-39-2800 50% 16% 3503 'B','C' or 'D' certificate, 

health assistant etc.) 

Note: DA = Dearness Allowance, VDA= Variable Dearness allowance. DA and VDA are 
calculated on ba~ic pa 

j 

I 
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Scale of pay and allowances of technician staff 

Category Basic D. A V.D.A starting l\ 
salary Rs 

2515-49-3005-61-
3615 

50% 16% 4175 
Technical grade 'A' 
(special mechanic, 
special carpenter) 
~------~----~-----+-------------------r----~----+~------~-~-~ 

Technical grade 'B' 
2250

_
39

_
2640

_
48

_ 

(Head mechanic, head 3120 50% 16%··~ 3735 
electrician etc.) -------t------------------+-----t---~ ----------~
Technical grade 'C' 

(motor vehicle driver, 1415-27-1685-2015 50% 16% I 23-4~ 
engine driver etc) __l__ ~~: 

Note: DA =Dearness Allowance, VDA= Yanable Dearness allowance. DA and YDA are 
calculated on basic pay. 

Scales of pay and allowances of 'other monthly rated employees' 

starti • 
Category salary 

~-----------------~------------------T---~------T---~ 

O.M.R.E grade I 

Basic V.D.A D. A 

(Head foreman, head 
munshi, factory sardar 

985-17-1155-22-1375 50% 16% 1635 

. etc.) 
e-----'----------------t------------------+-----t------+--------~--

O.M.R.E grade II 

, _(_s_e....:._n_io_r_fo_r_e_m_a_n_, ---'--+-9-6_o_-1_6_-_11_2_o_-2_o_-_13_2_0--t-5-0-
0

/c-o +--16-
0

-Vo-4--1-5-94 I .. chaprasi, baider etc.) ~ 

O.M.R.E grade Ill 1 

(Watchman, daffadar, 930-15-1080-19-1270 50% 16% I 1544 1 
time keeper etc.) i 
Note: DA = Dearness Allowance, VDA= Vanable Dearness allowance. DA and VDA are 

calculated on basic pay. 

Scales of pay and allowances of 'daily rated workers' 

Garden worker 
Daily wages Additional 

Total Wages Rs. Rs. compensation Rs 
Adult 48.40 2.00 * 50.40 

Factory Daily wages Additional 
Total Wage worker Rs. compensation 

Adult 48.40 2.50** 
--. ~---------- --------- -----------·----- ------------------- -----· - - --~ -~_Q ._9_Q . -

* Paniwallas. Malis, sweepers, fencing men, helper to mechanic, carpenters and mason~. creche 
attendants will receiveRs. 2.00 as additional compensation. 

* * T ca makers and helpers to titters, mechanic, carpenters and masons in the factor\ ''iII rece i w 
Rs. 2.50 as additional compensation. . 
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Authorised amenities for clerical, medical and technical staff 

Free quarters 
For each employee and his I her family as per 
the Plantation Labour Act. 

Firewood 
1 peel per month per household. One peel is 5 
feet X 5 feet X 2 Yz feet.* 
An employee is entitled to 1 kg rice and 2.260 
kgs wheat at 40 paise per kg per week. An 

Rations 
adult dependent would be entitled to 1 kg. Rice 
and 1.44 kgs wheat and a non-adult dependent 
would be entitled to .500 kgs rice and .720 kgs i 
wheat per week.** i 
Fee use of medical facilities provided by the : 

Medical facilities 
industry in accordance with the West Bengal 
Plantation Labour Rules for himself and his 
family. 

Annual leave 
30 days maximum accumulation is upto 120 
days during the tenure of his I her employment. 

-~-

Casual leave 15 days with pay. 
Sick leave As per West Bengal Plantations Labour Rules 

--

Maternity leave As per Maternity_ Benefit Act. 
Where supply of electricity is not available, 

Lighting kerosene oil at the scale of 9 liters per month 
per household will be issued. 

--
Rs. 40 per month to these members of the staff 

Cycle allowance whose duties in the opinion of the management 
requires the use of their own cycle. 

Festival holidays 
ld-ui-Fitre & Christmas, Holy, durga puja, kali 
puja. 

National holidays 26th January and 15th August 

~ Netaji birthday One extra holiday on 23ra January by rotation. 

*For Da1jeeling Gardens firewood is provided to the employees at the following rates: 
Clerical Grade 1- 100 mds of firewood per year (37.32 qtls) 
Clerical Grad~ II - 75 mds of firewood per year (28.00 qtls) 
Clerical Grade III- 60 mds of firewood per year (22.39 qtls) 
Medical Grade II 75 rnds of firewood per year (28.00 qtls) 
Medical Grade Ill - 40 mds of firewood per year ( 14.93 qtls) 

** For Darjeeling gardens, an employee is entitled to 1.00 kg of rice and 2.300 kg of wheat at 
concessional rate of 47 paise per kg. An adult dependent would be entitled to I kg. Rice and 
1.50 kg wheat and a non-adu It dependent would be entitled to .500 k!.! rice and . 700 k!.! wheat 
per week. ~ ~ 
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Authorized amenities for "other monthly rated employees" 

I Free quarters 

-------, 
For each employee and his I her family as per . 
the Plantation Labour Act. 

------~~~~-----+~~~--------~------·-·-----------·---

Firewood 
4 peels per year per household. One peel is 5 
feet X 5 feet X 2 ~ feet.* I 

f------~-~--------1!-------------~-----~------·-- -- I 

Rations 

A worker is entitled to 1 kg rice and 2.260 kgs 
wheat at 40 paise per kg per week. An adult 
dependent would be entitled to 1 kg. Rice and 
1.44 kgs wheat and a non-adult dependent would : 
be entitled to .500 kgs rice and .720 kgs wheat 
per week.** 

----~~------!------~--------·---------· 

I Medical facilities 

Fee use of medical facilities provided by the 
industry in accordance with the West Bengal 

I Plantation Labour Rules for himself and his 
I family. 

/ Annual leave 
·-------~-~--~ ···--·-

As per Plantation Labour Act 
---- ·---- -- -- ------ ---··-

10 days as per standing orders of which 9 days 
Casual leave will be with pay but not more than 2 days at a 

time. 
-- ~--- ·-· ------ ---~ --- ··--

Sick leave As per West Bengal Plantations Labour Rules 
--

Maternity leave As per Maternity Benefit Act. 
---

Where supply of electricity is not available, 
Lighting kerosene oil at the scale of 9 liters per month per 

household will be issued. 
·-

Rs. 40 per month to these members of the staff 
Cycle allowance whose duties in the opinion of the management 

requires the use of their own cycle. 
-~ 

Festival holidays 
ld-ui-Fitre & Christmas, Holy, durga puja, kali 
puja. 

--
National holidays 26th January and 15th august 

-·-

Dry tea 400 gms per worker per month 

Chappal A pair of standard quality Hawai Chappal once in 
a year 

* For Daqeelmg Gardens firewood IS provided to the employees at the followmg rates: 
OMRE Grade I·· 25 mds of firewood per year (9.33 qtls) 
OMRE Grade II- 15 mds of firewood per year (5.60qtls) 
OMRE Grade Ill-- 12 mds of firewood rer year (4.48 qtls) 

** for Darjeeling gardens, an employee is entitled to 1.00 kg of rice and 2.300 kg of wheat at 
conccssional rate of 47 raise rcr kg. An adult derendent would be entitled to 1 kg. Rice <llld 
1.50 kg wheat and a non-adult dependent would be entitled to .500 kg rice and . 700 kg wheat 
rer\veek. ~ ~ 
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Authorized amenities for "daily rated workers" 

Free quarters 
For each employee and his I her family as per 
the Plantation Labour Act. 

L ·--·-· 

! Firewood 
2~ peel per year per household. One peel is 5 

I 

feet X 5 feet X 2~ feet.* 

A worker is entitled to 1 kg rice and 2.260 kgs 
wheat for 6 days work performed at 40 paise 
per kg. The rate raises as the number of days 

Rations worked decreases. An adult dependent would 
be entitled to 1 kg. Rice and 1.44 kgs wheat and 

! 

a non-adult dependent would be entitled to .500 
kgs rice and .720 kgs wheat per week.** 

I Fee use of medical facilities provided by the 

. Medical facilities 
industry in accordance with the West Bengal 

I Plantation Labour Rules for himself and his 
family. 

···----- -----~~ - ------------- ------

Annual leave As per Plantation Labour Act 
·--~---·--·-- --

Casual leave As per standing order 

Sick leave As per West Bengal Plantations Labour Ruies 
·--- ----

Maternity leave As per Maternity Benefit Act. 
--

Festival holidays 
As per garden practice of which 7 days 
including id-ul-fitre and Christmas. 

National holidays 26th January and 15th august 

Dry tea 400 gms per worker per month 
-~-

Chap pal 
A pair of standard quality Hawai Chappal once 

--1 
in a year 

---- --~-- ---~---~--~------ ----------------- -

i) Workers engaged in spraying- gauntlets, 
goggles, knee length polythene apron, rubber 

Protective clothings 
boots with socks, nose-mask or bleached 
kerchief to cover nose and mouth. 

l __ 
ii) Plantation workers- umbrella, apron, blanket 
(every alternate year) I 

I 
.. ----- - --- --· ____ j 

"" for DatJeelmg Gardens firewood ts provtded to the employees at the tollowtng rate\: 
Permanent workers -- 8 mds of firewood per year (2.99 qtls) 
Permanent Non-adult workers -4 mds of firewood per year ( 1.49 qtls) 
Permanent Tea Makers- 10 mds oftirewood per year (3.73 qtls) 

** For Oa1~jeeling gardens. an en1ployee is entitled to 1.00 "g of rice and ~-)()() k0. or\\ lh';ll ;Jt 

concessional rate or 47 paise per kg. An adult dependent ~ould be entitll'd to 1 \te l<ic~· ;~nd 
1.50 kg wheat and a non-adult dependent 11ould be entitled to .500 k!! rice ~111d .7tJ() kg,, he<~\ 
per week. ~ 



ANNEXURE 1.3 

NAMES OF THE TEA GARDENS WHICH HAVE BEEN DECLARED 
LOCK OUT FROM THE YEAR 2001 UPTO MID 2004. 

Date of No. of 

40 

--, 

I Date of 
Lock-out 

end of workers 1 

Lock-out affecte~ 

20.12.01 9.1.02 9QQ I 

5.9.02 Cont ... 350 ~~ 
11.11.01 11.4.02 sao=] 
14.1.02 N.A N.A 
8.2.02 N.A 200 

-

26.2.02 2.4.02 N.A 
~--~--~~~--------~--~~~~--~~--+----~~----~ 

25.2.02 N.A N.A : 
~~------------------~,_--1_7-.4-.0-2--~--4.-5-.0-4--r----60_0 ____ 1 
f------~-------------------t-----------t--------+------- ______J 

22.8.02 Cont... 1600 : 
-~---r-----------c------+------::--::---~--~----- --~---j 

----~6~0~- --~_.6.Q_~-- ' ~__t--J-~0 - -1 
11 Toorsa 1.9.02 N.A N.A I 

-- --~--+----~------ ----------- ~ ------------- -- -~----- ---- ~- --~----- - - - ---

13 Ramjhora · 10.8.02 I Cont .. ·-----~1_250 -~ 
14 Chongtong 14.8.02 18.10.02 1500 1 

~--------~-- - ---------1 

15 Dheklapara 21.8.02 Cont... 1500 
16 Arihant 14.8.02 N.A --r----~-2'66-~~----

~-----~--- -------------

17 Sepoydhura 5.9.02 8.5.03 350 
f--~ ~-~~---------------r-- ---------+-----------~- -------------- -- ---

18 Bhojnarayan 9.10.02 11.10.02 450 
:c--=-- ~---- -- -- -

19 Chandmoni Year 2002 17.1 0~~--~..:.A ___ _ 
20 Kironchandra 3.11.02 14.11~ 450 

--~-~ -~-~~-=bs__~~~ ~ 9 _________ u _ _2_lNo0J 10ttf3 1_?42to3 

30 Debipur 2.12.02 N.A 400 
~ -- -

31 Kuchlibari 28.12.02 N.A 500 
-- -~ --- -- -

32 Jayantika ; 30.12.02 28.4.03 1 530 

~ 
j 

33 Amboik - ~1~8.12.02 29.1.03 :-- --5oo , 
34 Shikarpur & Bhndarpur 10 29.12.02 23.i03 ! 1523 ____ 1 
35 Gayaganga I 15.1.03 10.3.03 ~-----751 -- - i 
36 ya'r~o-~t)_arie~---------~-- 8).03__ ---2-f~.O~_~J -----~~2 _ -_I 
37 Malnady 3.3.03 23.7.03 i 500 ! 

38 Mohurgoan & Gulma n 20.4.03 13.5.03 - --3oo_9----~J 

39 Risheehat lL 24.4.03 7.5.03--t-- 488 1 

:~ ~~~Sh Chandra 
13 

~~ : ~~ ;o2n~4 _ --{*6 _ -_ 
42 Gungaram 

14 
21.5.03 21.5.03 _ -~~~~~-~~-] 

43 Aryaman 24.7.03 1.9.03 800 j 1 

44 Rungmook & Ceder 15.7.03 N.A --r--1718 ___ _ 
45 Mission Hill 22.7.03 1.1.04 664 ~- 1 

46 Singbuli 28.7.03 18.8.03 750 ~---j 
~ I 



I Sl. I 
No. 

Name of the garden 
Date of 

Lock-out 

Date of 
end of 

No. of 
workers 

Lock-out affected 

41 

--- ~--- ~-~----- -· --~------~~---- -~-- i------ ------------- --

47 Chuapara 2.8.03 N.A N.A~~~-
48 Singtam 18.8.03 14.9.03 594 j 
49 Grassmore 25.8.03 28.8.03 N.A . 
50 Sayed bad 24.9.03 Cont... 600_·-~---i 
51 Samsing_________ 19.9.03 19.3.04 ~-~- 22_t2;5 _____ 1 

52 Bamendanga 16.9.03 17.6.04 1180 ---~ 
53 Mechpara 10------~----~~i-------2.1 0.03 N.A ___ fi.,[l___ _ i 
54 Raipur 1 ~~ . ~~- 17.10.03 Cont ... -·~t----.--i}~Q_u __ u: 

55 Matidhar 113 19.10.02 N.A N A I 

56 Toorsa 19.11.03 8.12.03 J 10.34--·-~ 
-----·--j 

57 Chinchula 20.11.03 28.6.04 I ~lQOO ___ j 

;~ ~~~r~~r~iviS~ion0f-8a-la~son ·~-~+~~}-- ___ j)t.:~t! l ~20°04 , 
-~- ~ -~-- - - -

60 Satali _ 29.12.03 19.3.04 ~1--- 1146 __ _ 

~; ~~~i~;t~rng Y3e;~ ~~~3 ;: ~ :~: j-~=~]1~~-~-

~i , i~~~~i~~;tandra v~Dir ::~:~:~t-~~~ ==-
-i~-~~~~~~ur & Bhandarpur Y~~r2~g~4 3~~£~~--] ~ -·· ~~~--=~-

69 Suresh Nagar Year 2004 5.3.04 104 
1----t----------~----·~---+-------l----~·~- --··--·~-···---· ... --·· 

70 Raja Year 2004 11.3.04 N.A _____ ~~ 
71 Dima 22.3.04 N.A 1800 

~-

72 Manabari 5.4.04(strike) N.A ~_gg ______ _ 
73 Rahimabad Year 2004 N.A N.A 
74 Kalchini Year 2004 3.5.04 N.A 

1----r---------------+------~-~--t---~-------

75 Raimatong Year 2004 3.5.04 N.A 
--

76 Baradhghi Year 2004 14.6.04 1550 
1----r---~~----------+-~----~~--~~~--~~=~~--

77 Malnady 19.1.03 21.2.03 N~j\ __ 
78 Singbuli 19 28.7.03 18.8.03 N.A 
79 Singtam 20 19.8.03 14.9.03 N.A ·-

1---r-~---~-------+-------~-~~~---~-~~~--

80 Jogmaya "1 12.9.03 Cont... N.A 
81 Takdha 22 17.4.03 24.4.04 N .A ·-- ~ 

82 Okayati "j 19.6.04 N.A N.A 
83 Singbulli-Tingling 24 Year 2004 8.6.04 N.A 

-----------

84 New Chumta 5.7.04 15.7.04 N.A 
85 Ging «o 15.7.04 31.7.04 N.A --~ 
86 New Glencoe Year 2004 N. A N.A 

·--·~-

87 Simulbari Year 2004 N. A N.A 
88 Lower FC~gu 26 1.11.03 26.4~m ___ N.A _____ _ 
89 Nepuchapur 27 19.6.03 N.A N.A -~-

'-· 90 Hope 28 ·---- 17.7.01 -~t-20.S.01+~-~~N.A ____ _ 
·----------

Source: Office of the Assistant Labour Commissioner. Sil iguri and Da~jcel ing 
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Reasons for lock out 

1 Workers of the garden have refused to honour the agreement regarding the new task 
The workers with knives gheroarded the manager of the garden manhandled him and 
threatened to kill him. 

2 Indiscipline among the workers and threatened with dire consequences to the lives of 
the management staff. 

3 Alleged indisciplined behaviour by a section of workers. 
4 Alleged unruly behaviour by some workers of the garden 
5 Management felt impossible to run the garden when the entire workforce supports an 

illegal demand against a simple disciplinary action that had left open the opportunity for 
the delinquent worker to submit his explanation 

6 Illegal activities of a section of workers as the reason in the notice of suspension 
7 Alleged ever-growing incidents of lawlessness and indiscipline among the workers 
8 Indisciplined behaviour on the part of the workers forced the Management to lockout 

the garden. 
9 Management cited non-cooperation and indiscipline on the part of the workers as the 

reason behind the suspension of work 
10 Non-cooperation from the workers with reference to fulfillment of task was cited as the 

reason behind lockout 
11 The reason behind suspension of work as cited in the notice was non-implementation 

of bipartite agreement of 22.3.03. 
12 Alleged that a section of misinformed persons prevented casual workers from coming 

to the work and permanent workers to continue to resort to tactics like 'go slow' in an 
effort to put pressure to the Management 

13 Alleged indiscipline on the part of the workers 
14 Strike called by workers from 6 am to 6 pm on 21.5.03. No demand was placed before 

the mgt, as it was a part of industrial strike called by major T. U of the region. 
15 Indiscipline and violent activities by a section of the workers as alleged by the mgt 
16 Alleged indisciplined activities of on the part of the section of the workers. 
17 Alleged confinement of managerial staff and indiscipline were cited as reason behind 

the suspension of work 
18 Indiscipline on the part of the workers led to such action. 
19 

Alleged that the workers of the garden grearoaed the managerial staff of the garden 
into a cabin of the office. Reign of terror 

20 As the wages and salaries of the workers are not paid, workers gheroared the 
Management and threatened with a dire consequences 

21 Workers were not found in duty as and when required. Management felt running of the 
estate was not possible There is threat to the lives of the managerial staff. 

22 
Workforce supported an unjust demand to reverse a decision already agreed to and 
put pressure on the Management 

23 
Few workers assaulted the assistant manager and tried to kidnap him. 

24 
Management refused to allow medical leave to a female worker which lead to her 

husband and few others lunch an assault on some managerial staff 
25 

A group of workers and non-workers assaulted the manager and factory assistant 
during a meeting demanding medical benefits be extended to non-workers and non
eligible dependents 

26 
Management declared suspension of work when the workers gheraored managers on 
23 and 24 of Aprii'04 threatening the management with dire consequences if their 
demands are not met 

27 
Announced suspension of work following the attack on garden's managerial staff by 
workers demanding local recruitment 

28 
The lock out was declared after four assistant managers were assaulted by the 

workers. 
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ANNEXURE 1.4 

Wage rates settlement 

Previous settlement (2000-03) Current settlement (2005-08) 
Period Rs. 

1.4.2000- 31.3. 2001 37.80 

1.4.2001 - 31.3.2002 41.80 

1.4.2002- 31.3.2003 45.90 

I 
Period I Rs. l 

I I 
1.4.2005- 31.3.2006 4~~?--j 

1.4.2006- 31.3.2007~~~--i 
1.4.2007- 31.3.2008 ! 53.90 ! 
L__------~~__1__- -·-··-·~J 

If the wage rate structure of the previous settlement i.e. period between 

year 2000 and 2003 is compared with the current settlement i.e. period 

between year 2005 and 2008, it is evident that the percentage of current 

wages rates increase is less than the previous wages rates. During the 

period between 2000 to 2003 (previous settlement) , the total wages 

increased was Rs. 11.10 whereas during the period between year 2006 to 

2008 (current settlement) , the total wages increased was only Rs. 8. 
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2.1 INTRODUCTION 

Major Robert Bruce, an army officer posted in Assam, discovered tea 

plants growing in wild in Assam in 1834. On the basis of his report, Lord 

William Bentinck, the then Governor General of India, set up a committee 

in 1834 to find out the possibility of tea cultivation in India. 

Tea cultivation was experimentally started in Darjeeling in 1840 when Dr. 

Campbell, a civil surgeon, planted tea seeds in his garden at Beechwood, 

Darjeeling, 7000 ft above sea level. Tea cultivation started in Terai in 1862 

and in Dooars twelve years later. (O'Malley 1907) 

Tea, being labour intensive in nature, required plenty of labourers to plant, 

pluck and finally manufacture the produce. For tea gardens of Darjeeling, 

people were brought from Nepal and made them settle in tea gardens. 

Majority of the labour force in Terai and Dooars are people from the tribal 

belt of Central India, namely, Chotanagpur and Santhal Pargana regions 

and the adjoining tribal areas in Madhya Pradesh and Orissa. 

According to District Gazetteer prepared by Mr. Grunnings in 1911, the 

first tea garden in Jalpaiguri was started by one Dr. J. P. Brougham in the 

year 1874. The Western Dooars was the principal tea growing areas of the 

district of Jalpaiguri. 

The places where tea is grown in the Indian Union are: 

North East India: i) Assam Valley and Suma Valley (Cachar) in the state of 

Assam. ii) the Dooars area in Jalpaiguri district, the Terai area in the plains 

of Darjeeling district and the Siliguri and Kurseong sub-divisions and hilly 

areas of Darjeeling district in the state of West Bengal, usually known as 

Dooars, Terai and Darjeeling. iii) Tripura 

North India: i) Himachal Pradesh (Kangra valley and Mandi) ii) Uttaranchal 

(Deharadun, Almora and Garhwal) and iii) Jharkhand (Rachi). 

South India: Tea plantations are mostly found on the Western Ghats and 

their associated ranges extending over the existing state of Kerela, 

Chennai and Mysore. The important tea growing districts are Nilgiris, 
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Coimbatore, Madurai, Tirunelveli and Kanyakumari in Chennai. Kottayam, 

Kozhikoda, Quilon, Kannanore, Trivandrum and Palghat in Kerala and 

Chickmagalur, Hassan and Coorg in Mysore. 

Darjeeling district lies between 26' 31' and 2T 13' north latitude, and 

between 8T 59 'and 8W 53' east longitude. The administrative head

quarter of the district is Darjeeling, situated in the lower Himalayas in 2T 

3' north latitude and 88° 16' east longitude. 

The word 'Dooars' was originated from the Hindi word 'dwar' meanmg 

gateway. Dooars is the gateway to Bhutan. It is a flat strip of land about 22 

miles broad and nearly 200 miles long, bounded by Bhutan and Darjeeling 

district in the north and Coochbehar district and Baikunthpur forest in the 

south. Only this area i.e. the previous western Dooars is now called 

Do oars. (Sunder 1894) This region constitutes one of the major tea areas 

in the North-east India. The tea was first planted in Gajaldoba garden in 

1874 followed by Phulbari (Lees River) and Bagracote. (A. K. Mitra Census 

of India 1951) 

The Terai region lies in the plains of Darjeeling district. The Terai portion 

of the Darjeeling district is a low-lying belt of country, traversed by 

numerous rivers and streams rushing down from the hills and by the 

upland ridges which marked their course. In 1882, the first garden in Terai 

was opened at Champta, near Khaprail by Mr. James White who had 

previously stated the Singell Estate near Kurseong. (O'Malley 1907) 

The annual average prices of tea in the different auction centers of the 

world have registered an increase during 2002 over 2001 with the 

exception of India and Mombassa. The annual average prices of tea at 

Indian auction during 2002 registered a decline of Rs. 5.17 per kg i.e. 

9.26% compared to 2001. At North Indian auction the annual average 

prices was Rs. 69.80 per kg in 2001 and Rs. 62.66 per kg in 2002 hence a 

decline of Rs. 7.14 per kg i.e. 10.24%. 
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Table 2.1 

WORLD PRODUCTION OF TEA 

1gures 1n ousan ;gs 
I ~ 

COUNTRY 1999 2000 2001 L-~~~!·----1 
INDIA 825935 846922 8539~ 82616_~_j 
CHINA 675871 683324 701699 l 715000 ! 

284149 306794 
I----- ---j 

SRI LANKA 296301 i 310032 i 

(f . th d k ) 

--1 
KENYA 248818 236286 294631 287044 

TURKEY 170563 130671 142900 145000 
INDONESIA 161003 157371 161202 166027 

_...j 

VIETNAM 65000 70000 8oooo I 84ooo I 

5900~--1 
~ 

ARGENTINA 55000 63000 62000 
BANGLADESH 46365 52639 57341 52863 
MALAWI 38469 42114 36770 39185 
TANZANIA 23490 23897 24745 I 27511 
OTHERS 378312 378809 382667 3844~~j 1--

TOTAL 2972975 2991827 3091179 3099289 
'---

Source: Tea Statistics :2000-0 I. Tea Board. Kolkata. p 190. :2003. 

The world production of tea during 2002 has registered an increase of 8 

M. kg i.e .. 26% over 2001. Except for India and couple of other countries 

like Kenya and Bangladesh, all other tea producing countries have seen 

the growth in the tea production in 2002. During 2002, the production of 

tea in India registered a decline of 27.76 M. Kg. (3.25%) over 2001. 

Table 2.2 

EXPORT OF TEA FROM INDIA 

unit lu~i!l 
Q . Value . F" . 1 Q . Value I 

Year uant1ty (Rs. pnce manc1a uant1ty price 
(M. kgs.) C (Rs./ , Year (M. kgs.) C (Rs. ) ! (Rs./ I 

~-1· 999_~ _1917~ 3;·;; _1 *i~~g:~o_:19~4_4 ~·1 ::;;s11tt~_31 
2000 206.82 1898.61 91 ~_Q_~00-01 203.55 1889. 7~91 _____ 98_9? ___ · ___ 82_45_1 
2001 182.58 1682.11 92.13 2001-02 190.00 1695.79 

·--

~~002 ~-20_'1_:_()_~~53 39j __ 87 23 20~2-~~'--- 184.40 1665 04_l__~O-~?-~--
Source : Ibid. , p xiv. 
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During calendar year 2002, India registered an increase in the export by 

19 M. Kg over 2001. However, the export growth could not earn desired 

foreign exchange as the export price had declined by Rs.4.90 per kg in 

2002 over 2001. If we look at the direction of exports of Indian tea in 2002, 

we notice a visible decline in our export to CIS countries. The export to 

non-CIS countries has registered an improvement in 2002. India export 

tea to CIS courtiers like Russia, Kazakhstan, Ukraine and Uzbekistan and 

to Non-CIS counties like United Kingdom, Germany, U.S.A, Canada, UAE, 

Iraq, Saudi Arabia, Turkey, Pakistan, Japan, Afghanistan, Sri Lanka, 

Australia etc. 

TABLE 2.3 

AREA UNDER TEA IN DIFFERENT COUNTRIES 

(area in hectares) 

I COUNTRY 1999 2000 2001 2002 I 
CHINA 1130000 1089000 1140700 115500ol 

INDIA 490200 504366 509770 511940 I 
r SRILANKA 195460 188971 188971 1 188971l 
r------·----------+-------- --· ·---1-------·-·-' 

~ONESIA 156840 157488 160991 162000 I 
I KENYA 120429 122236 131581 132000! 

I VIETNAM I 77142 80000 82000 84000 i 
TURKEY 1 76749-+ 76749 76653 76700-l 

BANGLADESH 48611 49195 49313 49500 I 
ARGENTINA 39000 39000 36000 36000 I 
TANZANIA 21479 21212 21371_1 __ 3_1~00! 
MALAWI ~ 18807 18782 18761 ! 18780 I 

OTHERS 317427 318387 318750! 31966sl 

1oTAL-26921442665386_1_ii34861j 275}:~s~J 
Source: Ibid, P 189. 

Area under tea in India has been registering a continuous increasing due 

to increase in the number of small tea growers. 19% of the total area 

under tea in the world is in India. China has more than double the areas 

under tea than India. 
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TABLE 2.4 

STATE WISE AREA AND PRODUCTION OF TEA IN INDIA 

(A · h t d d r · th d k rea 1n ec ors an pro uc 1on 1n ousan ~gs 

DISTRICT/ 1999 2000 2001 

STATE Area Prod. Area Prod. Area Prod. 

ASSAM 258455 437324 266512 449219 268983 453936 

WEST BENGAL 107430 175975 107479 181536 108802 186876 

TAMILNADU 69103 130462 74398 131812 75625 132401 

KARALA 36845 66833 36940 68947 36940 65151 

TRIPURA 6482 6385 6623 6431 6700 6506 

HIMACHAL 2325 1222 2325 1247 2325 1022 

KARNATAKA 2122 5381 2122 5407 2128 5564 
--1----~------

ARUNACHAL 2179 1063 2176 993 2250 1047_ 

U.P 1068 I 309 1068 264 1068 I 327 
__)_ . 

r-~ BIHAR I 1348 L~~~ 1350 538 1445 543 
r----~--- ~------~--- ------------ . - --- - ··-. -~ 

MAN I PUR 746 i 97 907 96 
950--+ 2 NAGALAND 1012 39 1214 43 1270 I 45 

------~-~---r---~- ------ --~-------~~ ------ ··---- --~----~- ~-- --------· ~----·- ----

MIZORAM 360 35 391 39 400 41 
-~------ --

ORISSA 214 100 214 105 214 105 

SIKKIM 296 102 296 105 300 

853:~r MEGHLAYA 215 135 351 140 370 

TOTAL 490200 825935 504366 846922 509770 

Source: Ibid , p 11 . 

During the year 2001, West Bengal accounted for 22% of the total tea 

produced in India making it the second highest tea producing state in India 

next only to Assam. Assam holds the number one position by producing 

more than 50% of the total tea produced in India. 

TABLE 2.5 

AREA UNDER DIFFERENT AGE GROUP OF TEA BUSHES AS ON 
31.12.2000 

(area in hectares) 
Below 5 to 11 to 21 to 31 to 41 to I Over j 

REGION 5 10 20 30 40 50 50 1 Total 

--
_years years years years years years years 1 

DARJEELING 735 1350 670 820 1112 1035 8862 14584 
. DOOARS 5350 6250 6383 5840 8398 4725 26517 63463 
I TERAI 2665 1135 1192 969 790 1200 295511 09-0ES 
i TOTAL 8750 8735 8245 7629 10300 6960 3833'U_!~~~~ 
Source: Ibid .. p 28. 



52 

Of 14584 hectares of land occupy by tea bushes in Darjeeling, about 61% 

of the area is covered by teas bushes which are over 50 years old. In 

Dooars 41% of the tea growing areas have over 50 years old tea bushes. 

The figure is only 27.1% for Terai. Productivity, especially in Darjeeling is 

on the decline due to old tea bushes. 

TABLE 2.6 

PRODUCTION OF TEA IN DARJEELING, DOOARS AND TERAI 

(figures in thousand kgs) 

REGioN 1 1998 1999 1 2ooo \2oo1- --~ 

f~~~~;NG ____ ---- -l 1~m~-~-2i;s21 ~ j~Bf~~~~:\ 
L!~!~L~-~-~~-=-~-~=~---~-~J---~~~?87~ =-1 ~~tt·-183j_~~_j_-_i~~~i?-l 
Source : Ibid. , p 11. 

TABLE 2.7 

AREA UNDER TEA IN DARJEELING, DOOARS AND TERAI 

(area in hectares) 

REGION 

DARJEELING 

DOOARS 

TERAI 

TOTAL 
Dooars includes Cooach Behar 
Terai includes West Dinajpur 
Source : Ibid .. P .'\. 

---------

1998 

17830 

70479 
I 173151 
I 105624 

Table 2.8 

--
1999 2000 2001 

17604 17228 17318 

69708 69703 I 70017 
·--

20118~1 21467 
--------

107430 107479 i 108802 
-----·-

ESTIMATED AVERAGE DIALY NUMBERS OF LABOURERS 
EMPLOYED 

------

REGION 1997 1998 1999 I 2000 
·--

DARJEELING 49783 50289 50964 51515 

DOOARS 159378 161176 161784 163524 
r--·- -----

TERAI 34607 36119 38264 38420 

TOTAL 245765 249582 253011 255459 
Source: lb1d .. p 1.'\8. 
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During the year 2000, more than two lakh fifty thousand Daily Rated 

Workers (DRW) were employed by Darjeeling, Dooars and Terai regions 

taken together. Darjeeling employed 21 %; Dooars employed 64% and 

Terai 15% of the total DRW. With the increase in the area under tea, the 

number of DRW has been on the rise continuously. 

Table 2.9 

INTERNAL CONSUMPTION OF TEA IN INDIA 

YEAR 
INTERNAL CONSUMPTION 

(in million kgs) 
---····------j------~--~-----------~--~ 

1999 633 

2000 653 j 
2001 

~:~~~-----------' -------------t-~---- -------

2002 

Source: Ibid .. p 135. 

During the year 2002, the internal consumption of tea in India has 

registered an increase of 20 M kg over 2001. The table indicates that the 

internal consumption has been continuously rising. 

2.2 VARIABLES STUDIED 

The following variables have been examined while analyzing the data to 

fulfill the objective of the present study. 

• Different regions: Darjeeling, Dooars and Terai 

• Types of Gardens: Proprietary, Agency and Government 

Undertakings. 

• Size of the gardens (in terms of area): small and big. 

• Demographic variables: Age, sex, experience, status, education. 

• Levels of employees: workers, trade union office bearers and 

managers 

• Types of workers: garden workers, factory workers. 
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2.3 SAMPLING 

SAMPLE SIZE 

Darjeeling, Dooars and Terai have altogether 294 major tea gardens. 

Dooars has 162 major tea gardens followed by Darjeeling with 84 major 

tea gardens and Terai with 49 gardens. 50 tea gardens have been 

selected as sample garden from out of these 294 gardens giving 

proportionate representation to all the three regions. The method applied 

to calculate proportionate representation is shown in table 2.11. Out of 50 

sample tea gardens, 28 gardens have been chosen from Dooars, 14 

gardens from Darjeeling and remaining 8 gardens from Terai. After having 

decided that number of sample gardens, the next task was to select the 

names of the gardens. To select 14 gardens from Darjeeling, name of all 

the 84 tea gardens were arranged alphabetically and every sixth garden 

was picked up as a sample garden. The similar procedure was followed 

for gardens of Dooars and Terai region. 

Table 2.10 

TOTAL TEA GARDENS IN DARJEELING , DOOARS AND TERAI 
AREAS 

I REGION I NO OF TEA GARDENS I 

[DARJEELING I _8_3-

[_EOC}_{\R~--------r-= __ _ _16~----------~ 1 
I TERAI I 49 j 
i TOTAL 294 I 

Table 2.11 

CALCULATION OF 50 SAMPLE GARDEN APPLYING METHOD OF 
PROPORTIONATE REPRESENTATION 

REGION .. ~O~~F-~~R~ENSJ_: -R~~~~~:~~~~~N -

DARJEELING 83 ' (83 + 294) X 50 = 14 1 

I DOOARS 162 h\ 62 + 294)-~X-SO-= 2S ; 
f--------------1---------------- ---------1------·--------------- --------

1 TERAI i 49 1 (49 _,_ 294) X 50 = 8 , 
.)___~ -+-·------------------------------ . .; 

I TOTAL j_ 294 50 
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Table 2.12 

NUMBER OF SAMPLE GARDENS 
,--

I 
1 

i 
REGION 

NO OF SAMPLE NO OF TOTAL %OF TOTAL I I 
GARDENS GARDENS GARDENS I 

I DARJEELING 14 83 4.76 

DOOARS 28 162 9.52 

TERAI 8 49 2.72 
I TOTAL 50 294 17.00 __j 

17% of the total gardens of Darjeeling, Dooars and Terai region had been 

chosen as sample gardens for the research work. In terms of number, 50 

gardens had been selected from out of 294 major tea gardens. 

Table 2.13 

SAMPLE DISTRIBUTION OF WORKERS ACCORDING TO SEX 

~ REGION t MALE -1 _I'EMALE J TOTAL! 

i~ft?t~ -·-n l-2;!;~~i~ ~~~::~~~~:I i~~S~] 
[orAL I 363(75%)123(25%) I 486(1 oo%) 

Out of 486 workers who have participated in the study and filled up the 

questionnaires, 75% of them were male and 25% female. 

Table 2.14 

SAMPLE DISTRIBUTION OF WORKERS ACCORDING TO DAILY 
RATED WORKERS AND OTHER MONTHLY RATED EMPLOYEES 

REGION I DRW I OMRE I TOTAL I 

DAR_J_E_E_LI~-N-G~~--r--------;1, 91 (19%) T-- 41 (8%) 132(27%) ~~ 
-- --~------~~~~~ -----t----~-----~-------L---~--~·--------~-------1 

DOOARS 196(40%) 81(17%) 277(57%) j 
TERAI 53(11 %) 24(5%) 77(16%) I 
f---------f---------t--~-----+~------ --j 

TOTAL 340 (70%) 146 (30%) 486 (100%) j 
DRW ~daily rated workers 

OMRE= other monthly rated employees 

DRW constituted 70% and OMRE constituted 30% of total 486 workers 

incorporated in the sample. 
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Table 2.15 

SAMPLE DISTRIBUTION OF WORKERS ACCORDING TO FACTORY 
AND GARDEN WORKERS 

,--------,--------,-------1 l-=- REGION --=J FACTORY e----~~R£?EN __ f-- ____ "f"(?TA_!-__ _j 
: OARJEELING I 38(8%) 94(19%) 132(27%) i 

r-0-0_0_A_R_S ----+--- 85(17%) 192(40%) 277(57%) -----l 
I TERAI 22( 5%) 55( 11-0fo) --- - -~7 ( 1-6°io ) _______ j 
lrOTAL ------. ---15_0_(_3_0_%--) ---- 336(70%) 486(1 00%)_ _ _j 

In tea industry, the tea production is carried on in two stages. Firstly, tea is 

plucked from the tea gardens as green leaves and brought them to the 

factory. The workers who are responsible to pluck green leaves from the 

field and bring them to the factory are called garden workers. About 70 to 

80 % of all workers in the tea industry are garden workers. Once these 

green tea leaves are brought to the factory, it is the responsibility of the 

factory workers also known as tea makers to turn these green tea leaves 

into finished product by passing them through different stages. In my 

study, out of 486 sample workers, 31% were factory workers and the rest 

were garden workers. 

Table 2.16 

SAMPLE DISTRIBUTION OF WORKERS ACCORDING TO SIZE OF 
THE GARDEN 

I REGION SMALL GARDEN BIG GARDEN I TOTAL 

DARJEELING 63(13%) 69(14%) 132(27%) 

l 
I 

--

OOOARS 70(14%) 207(43%) 277(57%) 

I TERAI 
I 

40(8%) 37(9%) 77(16%) I 
I li------TOTAL 173 (35%) 313 (65%) 486 (1 00~/o) --~ 

!·or DarJeel1ng. small garden-- 200 hectare or less; b1g garden -above 200 hectares. 
For Dooars. small garden - 400 hectares or less; big garden- above 400 hectares. 
For Terai. small garden~ 250 hectares or less; big garden= above 250 hectares. 

J 

When the sample workers were distributed as per the size of the garden, 

35% of them were representing small gardens and 65% representing big 

garden. Due to large variation in the size of the gardens especially in hill 

gardens and the plain gardens different criteria have been set up while 

determining size of the gardens. 
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Table 2.17 

SAMPLE DISTRIBUTION OF WORKERS ACCORDING TO AGE 
----- ~--------·. 

I 1 Above 
1 

I, 
REGION I 18 -30 I 31-40 41 -50 50 ! TOTAL ! 

years Years years 
i 
I 
I 

DARJEELING 

I l 
31(6%) 48(1 o%) 1 41 (8%) 

years -t--------J 
i 132(27%) '! 

+--------! 
12(2%) L___ 

I 
I 
1-

DOOARS 49(10%) 
--------------- -----

82(17%) 1104(21%) 
-~ _H ____ i 277(57%) i 

--1-------- ·-------- ·-1 
42(9%) 

-----

TERAI 16(3%) k 30(0.06%) 27(6%) 4(1 %) i!!_0_§%) . 
TOTAL 96(20%) ~ 160(33%) 172(35%) 58(12% ~86(_~0%) 

Out of 486 sample workers, 20% of the workers were 30 years and below, 

33% were between 31 years and 40 years, 35% were between 41 years 

and 50 years and 12% were above 50 years. Workers of all ages are 

adequately represented in the sample. 

Table 2.18 

SAMPLE DISTRIBUTION OF WORKERS ACCORDING TO 
EXPERIENCE 

~- - -- -- -- ---r:-------r--- -·-- -----,----------- ---- -----r-- -·- -------, 
REGION . 1 - 10 11-20 21 -30 Above i TOTAL 

years years years 30 years 

DARJEELING 41(8%) 46(9%) 31 (6%) 14(3%) 132((27%) 

DOOARS 54(11 %) 92(19%) 86(18%) 45(9%) 277(57%) 
--

TERAI 17(4%) 30(6%) 22(5%) 8(2%) 

I 
77(16%) 

--

TOTAL 112(23%) 168(34%) 139(29%) 67(14%) 486(100%) 

The 486 sample workers were analyzed according to their experiences. 

Out of 486 workers 23% had experience below 10 years, 35% of them had 

experience between 11 years and 20 years. 29% had experience between 

21 years and 30 years and 14% had experience above 30 years. 

Table 2.19 

SAMPLE DISTRIBUTION OF WOREKRS ON THE BASIS OF TYPES 
OF ORGANISATION 

r 
I 
I 

REGION 

@:A RJEELING 

PROPRIETORY AGENCY 

1 09(22%) 13(3%) 

I DOOARS L 198( 41 Yo) ______L 59( 12 Yo) 
~--TERAI ______ ---

1 
---- !!(1~~o)_ _ ~--Nil--

I 0 0 

: TOTAL I 384(79%) I 72( 15%) 
I I 

GOVT TO;~~---~ 
UNDERTAKING 

10(2%) 132(27%) J 
0 20(4 Yo) 

I 
0 277(57 Yo) 

Nil 77(16%) 
------ ------~---- ----

30(6%) i 486(100%) 
_________ I _ _ i 
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Out of 486 workers, 79% were from proprietary gardens, 15% from agency 

gardens and rest 6% from government undertaking gardens. 

Table 2.20 

NO OF TRADE UNIONS CHOSEN FOR SURVEY 

REGION TRADE UNIONS 
OARJEELING 21 (28%) 

--

DO OARS 38 (50%) 
TERAI 17 (22%) 
TOTAL 76 (100%) 

Out of 76 trade unions of 50 tea gardens, 28% were from Darjeeling, 50% 

were from Oooars and the rest 22% were from Terai region. 

· Table 2.21 

SAMPLE DISTRIBUTION OF TRADE UNIONS ACCORDING TO 
GARDEN TYPE 

----

REGION 

DARJEELING 

OOOARS 

TERAI 

TOTAL 

·-

I PROPRIETARY I 

16(21%) 
I 

29(38%) 
I 
I 

I 17(22%) 

62(81 %) I 

OTHERS 

5(7%) 

9(12%) 

Nil 

14(19%) 

Others include agency gardens and government undertaking gardens 

TOTAL l 
21(28%)j 

38(50%) 

17(22%) 

76(100%) 

81% of the sample trade unions were represented by proprietary gardens 

and the rest 19% by agency and government undertakings gardens. 

Table 2.22 

SAMPLE DISTRIBUTION OF TRADE UNION OFFICE BEARERS 

ACCORDING TO AGE OF THE OFFICE BEARERS 
----------~~--------------~--S_e_n-io_r_o_ff_ic_e_l I 

Junior office 
REGION I bearer bearer TOTAL 

1

1 

(40 years & below) 1

1 

(Above 40 
! i 

years) 
r------------·-i--- ------+-! -------'~---'-----t--:--------

DARJEELING . 12(16%) _(_ 9(12%) ~--~1j28%_L 
OOOARS 14(18%) ' 24(32%) I 38(50%) I 

I 
TERAI 8(10%) l 9(12%) ' 17(22°/;)~ 

-----+------~-----'-------- r . I 

LI_OTAL _l___ 34(44%) __1 __ ----~-2{56%) j_.'7_6j~-~9_%_L\ 
~--
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44% of the Trade union office bearers who have participated in filling in 

the questionnaires were 40 year and below whereas 56% were above 40 

years. It is evident from the above table that mostly elder people were 

elected as trade union office bearers. Uunior office bearers = 40 years and 

below ; senior office bearers = above 40 years). 

Table 2.23 

SAMPLE DISTRIBUTION OF TRADE UNIONS ACCORDING TO SIZE 
OF THE GARDEN 

--------~-~--l- I 
I 

BIG GARDEN REGION SMALL GARDEN 

DARJEELING - 11 (15%) . 1 0(13%) 

DO OARS 12(16%) 26(34%) 

TERAI 8(1 0%) 9(12%) 
1

- TOTAL 31(41%) 45(59%) 
L~------

For Darjeeling. small garden= 200 hectares or less: big garden= a1'mve 200 hectares. 
For Dooars. small garden = 400 hectares or less: big garden= above 400 hectares. 
For Terai. small garden 250 hectares or· less: big garden _c above 250 hectare~. 

-~~ 

TOTAL 

21(28%) 

38(50%) 

17(22%) 

76(100%) I 

76 trade unions were analyz~d according to size of the gardens. Out of 76 

trade unions, 41% were representing small gardens and 49% were 

representing big gardens. 

Table 2.24 

NO OF MANAGERS CHOSEN FOR SURVEY 

L REGION MALE FEMALE I TOTAL 
I DARJEELING 14(28%) Nil ~-M-(2S-0Jo) ___ J 
I DOOARS 28(56%) Nil I 28(56%) II 

~:---~---- -- - - - ]-s--~1-:---- -----~ ---------- -
i TERAI 8(16%) I Nil j--~~6%]_ ~ 
LT"_OT~~---- --~---____ __5_~i_1_0~%Ll __ ~~--- J 50(_1_00%) ~ 

Out of 50 sample gardens, none had female as a manager or even an 

assistant manager. There is no presence of female participation in the 

management. The tea garden management is absolutely male dominated. 
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Table 2.25 

NO OF GARDENS CHOSEN FOR SURVEY ON THE BASIS OF 

TYPES OF ORGANISATION 

REGION PROPRIETORY AGENCY 
GOVT TOTAL .. 1 

UNDERTAKING 

DARJEELING 11 (22%) 2(4%) 1(2%) 14(28%) 

DO OARS 18(36%) 6(12%) 4(8%) 28(56%) 

TERAI 8(16%) Nil Nil 8(16%)~ 

TOTAL 37(74%) 8(16%) 5(1 0%) 50(1 00%) 1 

~ 
'--------~ 

Table 2.26 

SAMPLE DISTRIBUTION OF MANAGERS ACCORDING TO AGE OF 
THE MANAGERS 

~ ------------, 
I REGION I 

,--------1 
JUNIOR SENIOR I ' 

(40 years & (Above 40 ! TOTAL i 
below) years) 1 

1 I 

I DARJEELING +--- 5( 1 0%-) ---+-----9(_1_8_%) !14(28;/o) 
~-~~~-~---------~ ---~----- -~----~~ ~-~I ~~-- ~- ~ 

[~o~C?~Rs 8(16%) 20(40%) 1 28(56%) 

~~ -=-1It~~~)~~~ -= :3~i~~~ !so~~ ~6~~1) I TERAI 

I TOTAL 
I 

30% of managers who had participated in filling in the questionnaires were 

40 years and below whereas 70% were above 40 years. For the purpose 

of this research work, managers of the age 40 years or below are 

designated as junior managers and those above 40 years of age as senior 

managers. 

Table 2.27 

SAMPLE DISTRIBUTION OF MANAGEMENT ACCORDING TO SIZE 

OF THE GARDEN 

EGlON 

I ;ARJ~ 
!oooA 
GERAI 

ELING 
----~---

RS 

~-----------

!TOTAL 
-~-

~-

SMALL GARDEN 

7(14%) 

I 7(14%) 

4(8%) 
--~-

18(36%) 

BIG GARDEN 

7(14%) 

21(42%) 

4(8%) 

32(64%) 

--

TO 
~-------1 

TAL I 

------j 

14( 

28( 
_2~~~)-j 

56%) ' 

I 8(1 
--+-_

6~0LJ 
oo%) I L 50(1 

For Darjeel1ng small garden - :200 hectare or less: b1g garden c above :200 hectares. 
For Dooars. small garden = 400 hectares or less: big garden= above 400 hecta1·es. 
For Terai. small garden - 250 hectares or less: big garden= above :250 hectares. 
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36% of managers were representing small gardens and 64% were 

representing big gardens. Due to large variation in the size of the gardens 

especially in hill gardens and the plain gardens different criteria have been 

set up while determining size of the gardens. 

Figure 2.1 

PERCENTAGE OF DARJEELING, DOOARS AND TERAI GARDENS TO 
50 SAMPLE GARDENS 

DDOOARS 

• DARJEELING 
56% DTERAI 

Table 2.28 

SUMMARY OF SAMPLE TEA GARDENS OF DARJEELING AREA 

Area 
Gross Type of Tea 

No! 
Sl. Name of the under of 
No Garden tea (in 

area (in produced 
work 

hectors) 
hectors) 

ers 
1 BANNOCKBURN 147.27 283.80 Orthodox 485 

--

2 DILARAM 195.32 358.80 Orthodox 318 

3 HAPPY VALLEY 114.00 162.00 Orthodox 329 
--

4 LING lA 139.94 220.39 Orthodox 476 

5 NAGRI FARM 285.66 571.37 Orthodox 911 

6 OKAYTI 208.82 647.00 Orthodox 668 
--

7 ORANGE VALLEY 220.15 347.26 Orthodox 565 

8 PHUGURI 225.00 427.00 Orthodox 624 
--

9 
I RUMGMOOK/ 526.30 716.13 

Orthodox 
1942 

CEDARS (Bio-organic) 

10 SING ELL 282.57 550.54 Bio Tea 818 
·--

11 SOOM 234.61 507.00 Orthodox 848 

12 SPRINGSIDE 146.02 216.63 Orthodox 243 
--

13 SUNGMA 281.95 454.55 Orthodox 1030 
--

14 TINDHARIA . 150.22 343.70 Orthodox 468 
--
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Table 2.29 

SUMMARY OF SAMPLE TEA GARDNES OF DOOARS AREA 

~--- 1 N f th I Area under Gros~ Type of i,- N~~;-l1 I Sl. ! arne 0 e tea (in area (m tea 1 k \ 
I No. 

1

! Garden ) d d ·
1 

wor ers 
r-· + hectares) hectares 1 pro uce _ ____ _ ___ \ 

-1--[ BAGRAKOTE 491.27 819.00 C.T.C __ h~-----j 
f--3. __ I BHOGATPORE 624.10 976.51 C.T.C .. ! 1688 __ ], 

i=:t~~f:~~~==+ ~~~~-+:::9~0:4 . -0~:~~· : -:::: • 
~- -1- ... ··-------~--------- rgan1~L---- _ __ 

~- !-·H~~;~~RRIE. -iiik-- i}~~ ·-- --~ ~-~-l ~:~~ · 
1--- _ _f--------------. -----·- --------- ------------------- ----- --·----- -1--------· 

9 I ENGO 109.14 161.81 C.T.C 344 

10 GANDRAPARA .. 779.89 979.31 C.T.C 1831 
t------+--- --f-------

11 GOPALPUR .. 431.72 821.90 C.T.C 1120 
1-----+--------l-----+----+--------1-------

12 GRASSMORE 766.25 1072.72 C.T.C 1004 

13 HILLA 310.00 707.50 C.T.C 779 
------4-----1---------+--~-i-------

14 INDONG 472.54 740.00 C.T.C 1239 

15 

16 

17 

18 

19 

20 

21 

KAILASHPUR 279.06 369.84 
C.T.C 

Green 
604 

KARBALLA 753.67 996.43 C.T.C 1754 

KILLCOTT 431.48 632.44 C.T.C 917 

KOHINOOR 395.16 671.73 C.T.C 858 
---+-----~ 

LOOKSAN 423.03 747.56 C.T.C 889 

NEDAM 247.77 335.93 C.T.C 614 

NEW 
GLENCOE 319.82 550.72 C.T.C 786 

22 RAJA 343.60 601.00 C.T.C 666 

23 RANICHERRA 600.42 1226.79 C.T.C 1296 

24 RATKAPARA 418.20 532.10 C.T.C 962 
--+---------l----+-----+-----------------·-··-

25 SOONGACHI 681.37 1052.00 C.T.C 1537 
r-------f--------------·---+------------ t------------1----- ------· --- ---

26 TASATI 427.83 600.51 C.T.C 1151 
Orthodox 

"~:-~]~:~;::::11:1 ~;:~~: .. ~· .•• :~~:: .[:~~~ox r: ::~-. 
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Table 2.30 

SUMMARY OF SAMPLE TEA GARDENS OF TERAI AREA 
~-----~---- ~------- ------- ---r-----~-- ~---~--~-, -- ~------------l----------------

1 Sl I N f th , Area under Gross area Type of N f 
arne o e t (" (" T o o ea 1n 1n ea k 
Garden hectors) hectors) produced wor ers 

1 1 ASHAPUR 114.68 174.00 C.T.C 295 I ---

1_ : I :~:::::AR-+ ::: :: ::: :: o~~~x i ::: 
1 1 Tea 

4 HANSQUA 512.93 618.61 C.T.C 769 I 
i 

I·· 5. i KAMALPUR_ .. ~-- 64 81_ - 81.18 C.T.C 
--~ 

160 I 

i 
Orthodox i 

I I KIRAN I I 
332.00 CTC 331 I 6 I CHANDRA I 218 ·78 I 

I 

Green 
f---- -- +------- ---

7 PANIGHATTA 440.53 617.86 C.T.C 877 
f-------

C.T.C 
333.20 Green 405 

Tea 
8 SUKNA ~64.68 

-- --'---- ----~-- --- -----'-- ----

2.4 DATA COLLECTION 

In order to collect required information necessary for the research purpose 

four sets of questionnaires had been prepared. These questionnaires were 

meant to be filled up by i) the office clerk (Annexure 2.1) ii) the workers 

(Annexure 3.1) iii) the trade union office bearers (Annexure 4.1) and iv) the 

management (Annexure 5.1 ). The Questionnaire for the management and 

the questionnaire for the general information were printed in English. The 

questionnaire for the trade union office bearers and the questionnaires for 

the workers were printed in English as well as in regional languages. 

The Information was collected by personally visiting all the tea gardens. 

Before approaching the managers of the tea gardens directly; first a letter 

of introduction was obtained from various Tea Associations operating in 

Darjeeling, Dooars and Terai. These Tea Associations are formed to 

protect the interest of the owners of the tea gardens. These associations 

are run with the help of subscriptions paid by the member tea gardens. In 
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Darjeeling, almost all tea gardens are the member of Darjeeling Tea 

Association (DTA). Mainly two associations are active in Terai region. 

They are Terai Branch Indian Tea Association (TBITA) and Terai Indian 

Planters' Association (TIPA). TBITA has its office in Bangdubi about 

15kms away from Siliguri. TIPA is in Matigara 5 kms from Siliguri. 

During heyday of tea industry, single tea garden used to be a member of 

different Tea Associations. There are instances where one garden was 

member of 3 to 4 Tea Associations simultaneously. But when the crisis hit 

the industry and the financial health of the garden started deteriorating, 

many gardens stopped paying subscriptions to these associations thus 

becoming defaulter and ultimately losing the membership. 

Dooars has more tea gardens than Darjeeling hills and Terai put together. 

Tea gardens of Dooars are members of three main Tea Associations. 

These Tea Associations are Dooars Branch Indian Tea Association 

(DBITA), Indian Tea Planters Association (ITPA) and Tea Association of 

India (TAl). 

Ten workers from each tea garden were selected for filling up of the 

questionnaires. To gather the opinion of the wide section of the population 

effect were made as far as possible to include all categories of workers 

namely garden workers, factory workers, male, female, younger workers, 

older workers, daily rated workers and monthly rated workers in the 

sample. In a tea plantation, the employees are usually classified into i) 

plantation workers including both field and factory workers, ii) staff 

including office, factory, field medical staff iii) artisans and technician and 

iv) sub-staff . 

The questionnaire for management could be filled in by either the manager 

or the assistant manager of the tea garden. The questionnaire was 

handed to them personally with a request to go through it carefully once 

and clear doubts or confusions, if any. They were given at least 2 days to 

fill up the questionnaire. For trade union office bearers who could read and 

write in vernacular, every point of the questionnaire was explained before 

asking them to fill it up. I came across many such illiterate trade union 
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leaders to whom I had to read, explain and fill up the responses given by 

them. 

As far as the workers were concerned, because of the low level of literacy 

in the tea gardens, filling up the questionnaires was a big challenge. In 

order to explain the points mentioned in the questionnaire in local dialects, 

1 had to take help from person of the locality who could work as interpreter 

and explain things to the workers in their own dialect. Before all that. the 

interpreter had to be prepared to be able to do the job expected of him. 

Once he was ready, ten workers consisting of male, female, garden 

workers, factory workers, old and young workers were selected. Many of 

them were unwilling to participate partly because of fear of management 

and partly because nothing was paid to them for the time they had spent 

(wasted?) in filling up the forms. When it was told that respondent's 

identity would be kept anonymous and no name required to be mentioned 

in the questionnaires, many came forward. Those workers who were 

willing to participate in the act was individually explained in detail and read 

each question once, twice and sometimes thrice and requested them to 

respond. They were not allowed to consult any one but to express their 

own opinion. The intension here was to obtain free and fair opinion of the 

workers. 

Darjeeling tea gardens are mostly far away from the town and, therefore. 

are not well connected by roads. Because of the hilly terrain. the roads are 

narrow and stiff. Only small vehicles plied on these roads. As of the 

frequency of passenger vehicles are few and far in between. someone 

wishing to visit these gardens from Darjeeling town had to halt overnight at 

the garden before making a return journey the next day. 

Road communication is somewhat better in Terai and Dooars tea 

gardens. In Dooars. most of the tea gardens are near national highway; 

therefore, there is no dearth of vehicles going to these gardens. However. 

there are few gardens which are in the remote areas of Dooars where only 

vehicle ply in an entire day is the school bus ( not a bus but a Tractor or a 

truck) reaching the garden children to the school in the nearest town A 
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visitor to these gardens has to rely on this only mode of transport. One tea 

garden which was included in the sample had to be forsaken because the 

road leading to the garden was too difficult and risky. I had to turn back 

from the half way. In one of the gardens in Dooars, I had to travel 12 kms 

by rickshaw one way during mid noon. It was trying time for me as well as 

for the rickshaw puller. 

As for the Terai gardens, barring one tea garden, all other sample gardens 

are well connected with the wide roads. However, one of the sample tea 

gardens could not be surveyed because of the difficult terrain and some 

local political unrest prevailing in the garden. 

From 50 sample gardens 286 workers, 76 trade union office bearers and 

50 managers respectively filled up the questionnaires. All the copies of the 

questionnaires totalling 412 (286 for workers+ 76 for trade unions +50 for 

management) were scrutinized and coded. Coding refers to the process of 

assigning numerals or other symbols to answers. 

These coded data were fed into the computer using data software called 

"Fox-pro". Fox-pro is a data based software programme useful m 

extracting precise information required by the user from whole data file. 

2.5 PROCESSING AND ANALYSIS OF DATA 

The final analysis was done using software 'SPSS' and 'Microsoft office 

excel'. While using 'SPSS' and 'EXCEL', the following statistical tools 

were used: 

1. Chi-square: Chi-square test is an important test developed by 

statisticians. Chi-square test is applicable in large number of problems 

The test is, in fact, a technique through the use of which it is possible for 

all researchers to (i) test the goodness of fit; (ii) test the significance of 

association between two attributes and (iii) test the homogeneity or the 

significance of population variance. 

For the test the significance level is set at Alpha = 0 5. When the value of 

Chi-square calculated from the given data comes out to be greater than 
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the value taken from the chi-square table at alpha = 0.05, then the null 

hypothesis is rejected and the alternate hypothesis is accepted. 

2. Fisher's exact test: When a compute programme calculates a chi

square value, it will usually issue a warning that chi-square may be invalid 

when too may fe's are below the level of tolerance. If chi-square is invalid 

for a two-by two table, there is an alternative test known as Fisher's Exact. 

3. One way and two ways ANOVA: - Analysis of variance (ANOVA) is 

used to compare more than two means. It is very versatile. It is particularly 

friendly to experimental application, where we may be comparing the 

means of the populations group by examining the amount of variation 

within each of the these sample, relative to the amount of variation 

between the samples. Under the one-way ANOVA, we consider only one 

factor and then observe that the reason for said factor to be important is 

that several possible types of samples can occur within that factor. Two

way ANOVA technique is use when the data are classified on the basis of 

two factors. For example, a business house can classify its sales data on 

the basis of different salesmen and also on the basis of sales in different 

regions. 

4. Rank and Rank correlations: In a correlation analysis, where the 

information is not available in the form of numerical values. in such cases, 

one can assign ranking to the items in each of the two variables so that a 

rank-correlation coefficient can be calculated. Rank-correlation coefficient 

is a measure of the correlation that exists between the two sets of ranks, a 

measure of the degree of association between the variables that we would 

not have been able to calculate otherwise. For the test the significance 

level is set at Alpha= 0.5. 

5. Standard deviation: The variance and standard deviation are based on 

the deviations from the mean. However. instead of using absolute values 

we square the deviations. Squaring the deviations eliminates negative 

numbers. because multiplying two negative numbers will result in a 

positive number. The standard deviations are probably the most widely 

used and reported measure of dispersion. 
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6. Simple statistics: Simple statistics like mean, mode, median, frequency, 

percentage, averages etc. are also used as and when it was found 

necessary. 

While finding out the conflict management styles used by the workers, the 

trade union office bearers and the management, the Rahim organizational 

conflict inventory- II (ROCI - II) (Rahim, 1983, Rahim & Buntzman 1989) 

was used. ROCI - II was designed to measure conflict with superiors, 

subordinates and peers. Although the original ROCI - II consist of 35 

items showing five different conflict styles namely integrating, avoiding, 

dominating, obliging and compromising, in my study I have reduced these 

items to 20.These five conflict handling styles have a clustered of 4 

questionnaires. (4 questionnaires X 5 styles = 20 items). Each cluster of 4 

questionnaires determines a particular style used by the respondent. Each 

questionnaire has a 5 point scale (where 1 = strongly disagree; 2= 

Disagree; 3 = Half agree and half disagree; 4 = agree and 5 = strongly 

agree) 

Of the 5 styles of handling conflict, avoiding is associated with withdrawal 

or not to participate in the conflicting situation e.g. 'I usually avoid open 

discussion of my difference with my boss/subordinates /peers'. 

Compromising is associated with policy of 'give and take'. e.g. 'I try to find 

a middle course to resolve an impasse'. Dominating is associated with 

concern for self and to win at any cost e.g. 'I am generally firm in pursuing 

my side of the issue'. Integrating is associated with openness, exchange 

of information so that an agreement can be reached which is acceptable 

to both the parties. e.g. 'I try to investigate an issue with my 

boss/subordinate/peers to find a solution acceptable to us. 

Obliging is associated with an attempt to pay down the differences and 

sacrifice the self interest for others. E.g. 'I generally try to satisfy the need 

of my boss I subordinates I peers'. 
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QUESTIONNAIRE FOR GENERAL INFORMATION 
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(Please go through the questionnaire carefully and answer all the questions. Information 
collected will be used only for academic purpose and will be kept completely confidential. 
They will not be shared with any other person or I and organization.) 

1 Name of the Tea company .......................................................... . 

2. Address ............................................................................................... . 

3 Name of your Tea Estate ........................................................... . 

4. Address ............................................................................................... . 

5. Area under tea (in hectors) .............. . 

6. Gross Area (in hectors) .............. . 

7. Membership of Associations: i) ......................... iii) ....................... .. 

ii) ......................... iv) ........................ . 
8. Types of tea manufactured 

Orthodox D CTC D Green D Any other D 
9. Number of workers i) Male .......... ii) Female .......... iii) Children ........ .. 

10. Number of families .............. . 

11. Total population of the Tea Garden ............. .. 

12. Number of i) Factory workers .............. . iii) Garden workers .............. . 

ii) Factory sub-staff ............. .. iv) Garden sub-staff ............. .. 

v) Managerial staff ............. .. v) Clerical Staff ............. .. 

13. Number of i) Permanent workers............... ii) Casual workers .............. . 

14. Category of the Garden .............. . 

15.1sita Proprietary garden [] Agency garden [] 



16. How many families are provided with housing by the garden? .............. . 

17. Number of Pucca houses [ 1 Kuchha houses [J 
18. Number of latrines provided to the workers. 

Attached [] Community(public) ll 
19. No of water connection provided to 

Per family L~ Community (public) D 
20. Is there a primary school in the tea garden? Yes D 

If yes, who runs the primary school? 

21. Is there a secondary school in the garden? Yes D 
If yes, who runs the Secondary school? 

22. Does the garden management bear or reimburse the Yes l. ] 
medical expenses of the worker and his family members? 

23. What percentage of the expenses is borne by the garden 
management? ................................ . 

24. Is there a hospital in the tea garden? 

25. Is there a dispensary in the tea garden? 

26. Is there a qualified doctor in the tea garden? 

27. Does the garden have ambulance of its own? 

28. Is there a Creche for the children of the female workers? 

29. If, yes is it looked after by the trained creche attendant? 

30. Does the garden organize any function to reward the 
workers of the garden? 

31. Does the garden provide food-grains and fuel to the 
family of workers at concessional rate? 

32. Are the garden villages connected to the nearest town by 
motorable road? 

Yes D 
Yes D 
Yes D 
Yes D 
Yes D 
Yes D 
Yes D 

Yes D 

Yes D 
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No ~-- -~ 

No D 

No D 

No [] 

NoD 

No [] 

NoD 

No ~-l 

No [_] 

No [] 

No [_J 

No 

33. If yes, who maintains the road? Govt D Garden c--1 
34 How often does the garden whitewash the workers' 

quarters? 

35. How many households of the workers have 
been provided with electricity? 

Yes 

Yes 

No 

D No 



36. Has there been any strike in your garden only by the workers or /and Trade 
Unions in the last five years? If yes, how many times and what were the 
reasons(please furnish the reasons in a line or two) 

71 

37. Has there been any lock-out in your garden by the Management in the last five 
years? If, yes, how many times and what were the reasons (Please furnish the 
reasons in a line or two). 

THANK YOU FOR YOUR COOPERATION 
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3.1 INTRODUCTION 

The data collected from 486 workers of 50 tea gardens of Darjeeling, 

Dooars and Terai regions are statistically analyzed in this chapter and the 

results presented. Originally, 500 participants were selected and 

approached to be in the present study. But, data from 14 workers could 

not be collected due to their unwillingness to filling up the questionnaires. 

Ten workers from each garden were chosen as sample for the purpose of 

collecting the necessary data. While selecting ten workers, attempts were 

made to the extent possible to incorporate all categories of workers 

namely, male workers, female workers, factory workers, garden workers, 

Daily rated workers (DRW), other monthly rated employees (OMRE), 

young workers, old workers etc. The data are analyzed according to the 

sequence of questions presented in the questionnaire. The difference in 

the responses of the workers based on regions they represent, sex, 

experience, type of workers, type of gardens etc. are analyzed by using 

chi-square test. 

While analyzing the different styles of handling conflict by the workers with 

superior as well as with co-workers 'one sample t test' was used to identify 

the most preferred style used by the workers while dealing with conflict 

situation. There are five different styles of handling conflict namely, 

obliging, dominating, avoiding, compromising and integrating. 

The reasons for tension between the management and the workers are 

also analyzed. To rank the sources of conflict the statistical tool "rank and 

rank correlation" was extensively used. The sources of conflict were 

ranked starting from the most important reason and moving down to the 

least important reason. Frequency distributing is used in the study to 

obtain the information about what the overall responses of the workers are 

and which option most of them have chosen while filling up the 

questionnaires. 

Paired sample test is applied to find out as to which of the two conflict 

handling styles are used by the workers simultaneously. 
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3.2 ANALYSIS OF RESPONSES 

The data are analyzed by dividing the workers into four distinct groups : (i) 

workers of Darjeeling, Dooars and Terai, (ii) male worker and female 

workers, (iii) daily rated worker and other monthly rated employee and (iv) 

workers of proprietary garden and worker of non-proprietary garden. The 

Q No mentioned in the analysis tables is the questionnaire number as 

appeared in the questionnaire. 

Table 3.1 

SOURCES FROM WHERE WORKERS COME TO KNOW ABOUT THE 
CHANGES INTRODUCED BY THE MANAGEMENT IN THE TEA 

GARDEN 

(Q No. 2.1) 

From 
I I 

Groups From I From From I Chi- Sig. 
Management 

1 

Friends Boss T. U 
1 

square 

Darjeeling 54 (41) I 16 (12) 47 (36) 15(11) I 
Dooars I 69 (25) I 96 (34) 43 (16) 69 (25) 70.47 .000 

Terai +- 27 (35) I 18 (23) 3 (4) 29 (38) 
~-------------- T 90 (25) 

--
Male 127 (35) 60 ( 16) 86 (24) 

15.16 .002 
Female 23 (19) 40 (32) 33 (27) 27 (22) 

DRW 59 (17) 116 (34) 78 (23) 87 (26) 
101.14 .000 

OMRE 91 (62) 14 ( 1 0) 15 ( 1 0) 26 (18) 
1--- ---

Proprietary 
133 (34) 99 (26) 57 (15) 95 (25) 

garden 
28.43 .000 

Non-prop. 
17 (17) 31 (30) 36 (35) 18 (18) 

garden 
'" ( l·1gures 1n brackets JndJcate percentage) 

All the four chi-square values are significant which means that the 

responses of workers of Darjeeling, Dooars and Terai; male and female; 

DRVI/ and OMRE; and proprietary and non-proprietary gardens are 

significantly different. 41% and 35% of the workers of Darjeeling and Terai 

regions respectively come to know about the changes in the garden from 

management whereas it is only 25% for Dooars workers. For Dooars, 

highest numbers of workers i.e. 34% come to know about the changes 

from their friends. 
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For the male workers, 35% of them come to know about the changes from 

the management and for the female workers, 32% come to know about 

the changes from the friends. 

34% of daily rated workers know from the friends whereas 62% of OMRE 

know from management. 34% of workers of proprietary gardens come to 

know from the management and 35% of workers of non-proprietary 

gardens know from the boss. 

Table3.2 

CONSULTATION OF WORKERS BY THE MANAGEMENT BEFORE 
INTRODUCING ANY CHANGES IN THE WORK PROCESS 

(Q NO. 2.2) 

Groups Always Often 
Some-

Never 
Chi-

Sig. 
times square 

r-· 
Darjeeling 7 (5) 30 (23) 39 (30) 56 (42) 

Dooars 10 (4) 14 (5) 91 (33) 162 (58) 53.23 I .000 
Terai 2 (3) 3 (4) 44 (57) 28 (36) 

Male 
I 

16 (4) 38 (1 0) 136 (38) 173 (48) 
I 5.44 .142 

Female 3 (2) 9 (7) 38 (31) 73 (59) 

DRW 4 ( 1) 23 (7) 108 (32) 205 (60) 
57.60 .000 

OMRE 15 (10) 24 ( 17) 66 (45) 41 (28) 

Proprietary 
11 (3) 42 ( 11) I 144 (37) 187 (49) 

garden 

I 

: 10.95 .012 
Non-prop. 

8 (8) 5 (5) 
I 

30 (29) 59 (58) 
garden 

(F1gures 1n brackets md1cate percentage) 

Out of four chi-square values, three are significant and one is insignificant. 

The responses of the workers of Darjeeling, Dooars and Terai regions; 

DRW and OMRE; proprietary gardens and non-proprietary gardens are 

significantly different. However, the responses of male and female 

workers are not significantly different. 

58% of the workers of Dooars are never consulted by the management 

before introducing any changes in the work process whereas it is only 

42% for Darjeeling and 36% for Terai regions respectively The 

management before introducing any changes in the work process always 

consults 8% of the workers of non-proprietary gardens but it is only 3% in 

the case of Proprietary gardens. 
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Table 3.3 

OPEN DISAGREEMENT BY WORKERS WITH THE CHANGES IN THE 
WORK PROCESS WHICH DO NOT SUIT THEM 

( Q NO. 2.3) 
--

Groups Always Often Sometimes Never 
Chi-

Sig. 
square 

Darjeeling 11 (8) 22 (17) 62 (47) 37 (28) 

Dooars 30 ( 11) 53(19) 130(47) 64 (23) 6.01 .422 

: Terai 2 (3) 3 (4) 44 (57) 28 (36) 

Male 44 (12) 66 (18) 172 (48) 81 (22) 
3.55 .314 

Female 10 (8) 19 (16) 58 (47) 36 (29) 

DRW 34 (1 0) 64 (19) 153 (45) 89 (26) 
5.78 .123 

OMRE 20 (14) 21 (14) 77 (53) 28 ( 19) 
- r-- -·--~ 

Proprietary 
44 (12) 63(16) 182 (47) 95 (25) 

garden 
I 

1 22 (22) J 
1.76 .623. 

Non-prop. 

1 1 o (9) 1 22 (22) 1 48 (47) 
garden 

(F1gures 1n brackets JlldJcate percentage) 

All four chi-square values are not significant. The responses of workers 

under all four groups are not significantly different. In other words. all 

workers irrespective of region, type of gardens, gender or type of workers 

response the same way when the changes brought about in the gardens 

do not suit them. 

Table 3.4 

THREAT BY MANAGEMENT TO CLOSE DOWN THE GARDEN IF 
WORKERS' DISOBEY THE MANAGEMENT'S POLICIES 

(Q No. 2.4) 
~-

I Always I Groups Often 
Some 

Never Chi- 1 5 . 
I I times square I '9· 

Darjeeling 1 7 (5) 12 (9) 61 (46) 52 (40) 
Do oars 1 45 (16) 74 (27) 119(43) 39 (14) I 52.97 I .000 
Terai 14(18) 11 (14) 27 (35) 25 (33) I 
Male 43 ( 12) 82 (23) 153 (42) 85 (23) I 
Female 23 (19) 15 (12) 54 (44) 31 (25) 

8.34 1 .039 
f.----·----·----- c- -------·- -- --·- ----

DRW 49 ( 14) 69 (20) 141 (42) 81 (24) 
OMRE 17 ( 12) 28 (19) 66 (45) 35 (24) 

.97 .807 

Proprietary 
54 (14) 88 (23) 155 (40) 87 (23) garden 

Non-prop. 12 (12) 
I 

11.59 .009 
9 (9) 52 (51) 29 (28) lgarden • ~ 

---·--·--------·-L----·-· 
" ., '._,. . '" .. --(I 1gl11 es 111 b1 dC kt:ts 11ld JCdte pe1 centage) 
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It is evident from the above table that only one of the four chi-square value 

is not significant and the rest are significant. Hence, there is significant 

difference in the responses of the workers of Darjeeling, Dooars and Terai 

regions; male and female workers; proprietary and non-proprietary 

gardens workers. However, there is no significant difference in the 

responses of DRW and OMRE. 16% and 18% of the workers of Dooars 

and Terai regions respectively agree that management always threat 

workers of closure of garden but only 5% of workers of Darjeeling fully 

agree with the statement. 

12% of male workers agree that management always treat the workers of 

the closure of the garden whereas it is 19% in the case of the female 

counterparts. 

23% of the proprietary garden workers agree that management often 

threat the workers of the closure of the gardens but it is only 9% in the 

case of the non-proprietary garden workers. 

Table 3.5 

SUGGESTION OF NEW IDEAS BY WORKERS TO THE 
MANAGEMENT 

(Q No 2 5) 

Groups I Always Often Sometimes Never 
Chi-

square 
Darjeeling 8 (6) 

I 
19 (14) 56 (43) 49 (37) 

Dooars 15 (5) 18 (7) 91 (33) 153 (55) 23.22 

Terai 11 (14) 4 (5) 26 (34) 36 (47) 

Male 29 (8) 33 (1 0) 142 (39) 159 (44) 

Female 5 (4) 8 (7) 31 (25) 79 (64) 
15.57 

DRW 21 (6) 19 (5) 97 (29) 203 (60) 

OMRE 13 (9) 22 (15) 76 (52) 35 (24) 
54.48 

Proprietary 
24 (6) 39(10) 139 (36) 182 (48) 

garden 
Non-prop. 

8.98 

garden 
10 (10) 2 (2) 34 (33) 56 (55) 

'" ( hgurcs 111 bracket<; 111d1catc percentage) 

Sig. 

.001 

.001 

.000 

.029 

There is significant difference in the responses of the workers under all 

four groups. 16% and 14% of the workers of Darjeeling and Terai regions 

respectively always suggest new ideas to the management whereas only 

5% of workers of Dooars do the same. 



78 

64% of the female workers never suggest new idea to the management at 

the same time it is 44% for male counterparts. 

For daily rated workers, 60% of them never suggest new idea to the 

management and it is only 24% for OMRE. 

6% of the prop garden workers always suggest new ideas to the 

management whereas almost 10% of the non-proprietary gardens do the 

same. 

Table 3.6 

ENCOURAGEMENT BY THE MANAGEMENT TO THE WORKERS TO 
SUGGEST NEW IDEAS 

(Q No. 2.6) 
,-----·------T---·--- -r:-- Ch~s~ Groups ! Always Never Often ' Sometimes 

square 1 

9 

Darjeeling 5 (4) 22 (17) 60 (45) 45 (34) ,--
Oooars 13 (5) 10 (3) 125 (45) 129 (47) 27.24 .000 
Terai 0 (0) 5 (7) 37 (48) 35 (45) 

I Male ' 
15 (4) 34 (9) 172 (48) 

I 
142 (39) 

12.45 I .oo6 Female 3 (2) 3 (2) 50 ( 41) 67 (55) 

DRW 9 (2) 16 (5) 139 (41) 176 (52) 
41.88 .000 

OMRE 9 (6) 21 (14) 83 (57) 33 (23) 

Proprietary 
11 (3) 34 (9) 170 (44) 169 (44) 

garden 
8.40 .038 

Non-prop. 
7 (7) 3 (3) 52 (51) 40 (39) 

II garden 
--

(F1gures 111 brackets 111d1cate percentage) 

On the question of management encouraging new ideas from the workers, 

the responses of all categories of workers are significantly different. 45% 

of the workers of Terai and 46% of workers of Dooars agree that the 

management never encourages new ideas from the workers but it is only 

34% in case of workers of Darjeeling region. 

39% of male workers feel that the management never encourages new 

ideas from the workers and 55% of the female workers feel the same. 52% 

of DRW feel that the management never encourages new ideas for the 

workers whereas the percentage is 23 in case of OMRE. It is 44% for 

proprietary garden workers and 39% for non-proprietary garden workers. 
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Table 3.7 

SEEKING NEW IDEAS FROM THE WORKERS BY MANAGEMENT 
(Q No. 2.7) 

~roups Always Often Sometimes Never 
Chi-

Sig. 
square 

Darjeeling 4 (3) 17 (13) 48 (36) 63 (48) 

Oooars 1 ( 1 ) 16 (6) 81 (29) 179 (64) 20.21 .003 

Terai 0 (0) 5 (6) 20 (26) 52 (68) 

Male 4 (1) 32 (9) 121 (33) 206 (57) 
8.57 .036 

Female 1 ( 1 ) 6 (5) 28 (23) 88 (72) 

DRW 

I 
1 (0) 24 (7) 80 (24) 235 (69) 

39.45 .000 
OMRE 4 (3) 14(10) 69 (47) 59 (40) 

Proprietary 
5 ( 1) 29 (8) 127 (33) 223 (58) 

garden 
6.74 .080 

Non-prop. 
0 (0) 9 (9) 22 (22) 71 (69) 

garden 
~· . . ( r 1gures In brackets ltlUICate percentage) 

Except for proprietary and non-proprietary gardens, the chi-square values 

of remaining three groups are significant. 64% and 68% of workers of 

Oooars and Terai feel that management never seek new ideas from the 

workers for workers of Darjeeling the percentage is 48. 

72% of female workers feel that management never seek new ideas from 

them. However, only 57% of the male counterparts feel the same. 

Table 3.8 

FREQUENCY OF COMMUNICATION BY THE WORKERS WITH THE 
MANAGEMENT 

(Q No. 2.8) 

Groups Always Often Sometimes Never 
Chi-

Sig. 
square 

Darjeeling 32 (24) 22 (17) 53 (40) 25 (19) i 
Dooars 

-U2 (19) 40 (14) 1 138 (50) 47 (17) 34.64 1 .ooo 
Terai --~ 0 (39) 22 (29) ' 24 (31) 1 ( 1) 

4.49 -j-213 I Male 93 (26) 64 (18) 154 (42) 52 ( 14) 

I Female 21 (17) 20(16) 61 (50) 21 ( 17) 
70 (21) 41(12), 170 (50) 59 (17) ---r--DRW 

34.~.000 OMRE 44 (30) 43 (29) I 45 (31) 14(10) 
Proprietary I 

garden 
90 (23) 67(17) I 165(43) 62(16) 

I 2.24 .524 Non-prop. 
24 (23) 17(17) 1 50 (49) 11 (11) l Garden 

~· , ( F 1gures 1n b1 ackets md 1cate percentage) 
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Out of four chi-square values, two are significant and other two are not 

significant. The responses of workers of Darjeeling, Dooars and Terai; and 

DRW and OMRE differ significantly. However, no significant difference in 

the responses between male and female workers, between proprietary 

garden workers and non-proprietary garden workers were noticed. 



Table3.9 

EXPERIENCE OF TRUST AND OPENNESS BY WORKERS IN THE WORK PLACE 

: Darjeeling Dooars Terai Male I Female DRW OMRE --~:~~~n J N~~~~~~- I 
Yes I No l Yes I No I Yes I No I Yes I No ! Yes I No I Yes I No I Yes I No I Yes I No I Yes I No 

'Q No. 2.9. Are you 
afraid to admit 
Ignorance and 38 94 93 184 

1 
8 69 1 98 2651 41 82 107 I 2331 2311141121 12631 18 \ 84 

uncertainties to the (29) (71) (34) (66) (1 0) (90) (27) (73) j (33) (67) (32) 1• (68) (17) (83) (32) (68) (18) (82) 

! management? 1 1 1 1 

:C_h1-square 15.86 1.81 4.564 I 7.59 
1S1g. .000 .179 .033 .006 
lQ No. 2.10. Do you 
feel free to discuss 
workrelated 122 10 266 11 74 3 345 18 117 
problems with your (92) (8) (96) (4) (96) (4) (95) (5) (95) 

boss? 
1 Chi-square 37.59 0.37 
:sig. .ooo 1 .543 
! Q No. 2. 11. Is your I 
: boss friendly and 122 1 0 266 11 7 4 3 I 3~ ~5 

5) I supportive to your (92) (8) 1~ (96) (4) (96) (4) I (9 
i problem'L_ I I 

6 
(5) 

6 
(5) 

321 19 
(94) (6) 

141 
(97) 

0.72 
.396 

321 19 
(94) (6) 

141 
(97) 

5 
(3) 

5 
(3) 

365 
(95) 

365 
(95) 

19 
(5) 

97 
(95) 

5.58 
.018 

19 
(5) 

97 
(95) 

5 
(5) 

5 
(5) 

Chi-square + 7.33 I 1.98 I 0.36 I 3.62 I 
I Sig. .026 .159 .551 .057 

~us~o·~:t~e~~ th;~~ !114 -18 21~ l64-f67 10 289 74 
1

1051 1~ !2;8 6211161 30 1318\661 76 1 26 
and you_r t>

9
ss? J (86) (14) (77) I (23) I (87) (13) I (80) (20) i (85) / (15) i (8~) (18) (83) (17) (75) (25) (75) (25) 

Chi-square --t 0.88 I 0 I 0.32 I 0.92 I 
S1g. .643 .955 .572 .337 oo 

(Figures in brackets indicate percentage) 



Table 3.10 

EXPERIENCE OF RECOGNITION AND FAIRNESS BY THE WORKERS FROM THE MANAGEMENT 
-

Darjeeling Dooars Terai Male Female DRW OMRE 
Prop Non-prop. 

garden Garden 

Yes No Yes No 1 Yes No Yes No Yes No Yes No Yes No Yes No Yes No 

Q No. 2.13. Are 
workers 
recognised and 37 95 27 250 28 49 71 292 21 102 61 279 31 115 81 303 11 91 

rewarded for good (28) (72) ( 1 0) (90) (36) (64) (20) (80) ( 18) (82) (18) . (82) (21) (79) (21) (79) ( 11) (89) 

work? 
I 

Chi-square 37.59 0.37 0.72 5.58 
Sig. .000 .543 .396 .018 
Q No. 2.14. Are 

39 I 198 I 79 I 71 you treated fairly 93 6 274 89 88 35 244 96 73 29 289 95 118 28 

according to your (70) ( 30) (71) (29) I (92) (8) (75) (25) (72) (28) (72) (28) (72) (19) (75) (25) (82) (28) 

contribution? 
Chi-square 15.17 0.75 4.41 0.58 
Sig. .001 .387 .036 .447 

-- ··- -- ·- ------- L_ ----

(Figures in brackets indicate percentage) 

! 

I 

00 
N 



Table 3.11 
THE CAUSES OF CONFLICT BETWEEN THE WORKERS AND THE MANAGEMENT IN THE GARDEN 

Darjeeling Do oars Terai I Male 
1.:: - T 

1 Female 1 DRW OMRE 
Prop 

garden 
Non-prop. 

Garden 

Yes I No Yes I No Yes I No Yes I No I Yes i No Yes I No Yes I No Yes I No Yes I No 
Q No.5.1 Provision 

for housing ~o 91 41 233 44 52 25 285 78 91 
worker and h1s (G9) (31 ) (84) (16) (68) (32) (79) (21) (74) 
family 

32 I 260 I 80 1116 I 30 I 303 I 81 I 73 
(26) I (76) I (24) (79) (21) (79) I (21) (72) 

i Chi-square 16.81 1.08 0.52 2.48 

I Sig. .000 .300 i .471 
i Q No.5.2. Non- I I --,-

payment of bonus 1 

/ 

.115 

29 
(28) 

84 
(82) 

r . 21 111 116 161 20 1 57 120 243 37 86 118 222 391107 1391245\18 
? bonusdpald ntot (16) (84) (42) (58) (26) (74) (33) (67) r'l (18) (82) 'I (35) (65) (27) (73) (36) (64) (18) 
1n accor ance o L . 
law 

1 I -L----"-------1 

i Chi-square 29.24 1 0.37 T 2.98 12.68 
i Sig. I .O?O I .542 .084 I .000 -,------j 

Q No 5.3. 
Unemployment 
problems of 
resident of tea 

_g_arden 
Chi-square 

I Sig. 

51 I 81 
1

160 
1

117
1 

41 I 36
1

191 l172l 61 I 62 180 
1

160 I 72 I 74 \207l177l 45 
(39) (61) (58) (42) (53) (47) (53) (47) (50) (50) (53) 1 (47) (49) (51) (54) (46) (44) 

13.17 0.34 0.54 3.09 
.001 .562 .079 .463 

(Figur~s in brackets indicate percentage) 

57 
(56) 

00 
w 



Darjeeling Dooars Terai 

Yes No Yes No Yes No 
0 No. 5.4. 
Deterioration in the 38 94 142 135 15 62 
quality of tea (29) (71) (51) (49) (19) (81) 

produced 
I Chi-square 35.03 
I Sig. .000 

Q No. 5.5. 
Decrease in the 37 95 129 148 27 50 
quantity of tea (28) (72) (47) (53) (35) (65) 

produced 
I Chi-square 13.66 
! Sig. .001 

Q No. 5.6. Lay-off, 
retrenchment or 22 110 94 183 15 62 
dismissal of (17) (83) (34) (66) (19) (81) 
workers. 
Chi-square 16.14 
Sig. .000 
Q No. 5.7. Non- 22 110 157 120 1 15 62 
payment of wages. (17) (83) (57) (43) l (19) (81) 
Chi-square 75.61 

i_Si.9_.__ ~~~- __ .000 
(Figures in brackets indicate percentage) 

1 I 
Male Female ' DRW OMRE I 

Yes No Yes ! No ! Yes No Yes No 

149 214 46 77 ' 130 210 65 81 
(41) (59) (37) (63) . (38) J (62) (45) (55) 

0.51 1.68 
.476 ! .195 

147 216 46 771130 I 21 o 63 83 
(41) (59) (37) (63) (38) 1 (62) (43) (57) 

i 
0.37 1.03 
.544 .310 

104 259 27 96 96 244 35 111 
(29) (71) (22) (78) (28) i (72) (24) (76) 

2.09 0.94 

.148 .332 

149 214 45 I 78 138 I 202 56 90 
(41) (59) ' (37) : (63) (41) (59) (38) (62) 

0.76 0.21 
.383 .645 

--

Prop Non-prop. 
garden Garden 

Yes No Yes No 

157 227 38 64 
(41) (59) (37) (63) 

0.44 
.506 

157 227 36 66 
(41) (59) (35) (65) 

1.05 
.305 

110 274 21 81 
(29) (71) (21) (79) 

2.66 
.103 

152 232 42 60 
(40) (60) (41) (59) 

0.09 
.195 

00 
~ 



Darjeeling Dooars Terai Male Female DRW OMRE 

Yes No Yes No Yes No Yes No Yes 1 No ' Yes No Yes No 
Q No. 5.8. Food 

29 103 Grains provided at 159 118 21 56 161 202 48 75 153 187 56 90 

concessional rates. 
(22) (78) (57) (43) (27) I (73) (44) (56) (39) (61) (45) (55) (38) (62) 

Chi-square 55.03 1.064 1.84 

Sig. .000 .302 .175 

Q No .5.9. Medical 
facilities provided 55 77 218 59 35 42 237 126 71 52 219 121 89 57 
to worker and his (42) (58) (79) (21) (45) (55) (65) (35) I (58) (42) (64) (36) (61) (39) 

family members. 
1 Chi-square 65.48 2.27 0.52 

Sig. .000 .132 .469 
Q No. 5.10. 

I 36 I 96 160 117 4o I 37 
Promotion of 

183 180 53 70 166 174 70 76 
(27) I (73) (58) (42) I (52) : (48) (50) (50) (43) (57) (49) (51) (48) (52) 

workers. I 
I 

Chi-square 33.69 1.97 0.03 
I Sig. --+ .000 .160 .859 

IQNo.5.11. I j j I I I . 21 111 86 1 91 31 46 102 261 36 87 108 232 30 116 
Du~at1on of work I 1 ( 16) (84) (31 ) (69) i (40) i (59) (28) (72) (29) (71) (32) (68) (21) (79) 
holidays etc. I I I I ! i 

0.06 6.32 Chi-square _ 16.41 
I Sig. I .000 .804 .012 

I g. k. 
No.5.12. 

nn mg water 
50 82 

provided to the 
187 90 30 47 199 164 68 55 187 153 80 66 

(38) (62) (68) (32) (39) (61) I (55) (45) I (55) (45) (55) I (45) (55) (45) 
worker and his 

1 family members. i I 'I 

I Chi-square 

I 
41.14 0.01 0 

l_§ifL .000 .929 .967 
--- -·-

Prop Non-prop. I 
garden Garden j 

Yes No Yes No ! 

173 211 36 66 1 
(45) (55) {35) (65) 

3.13 
.077 

240 144 68 34 
(63) (38) (67) (33) 

0.6 
-

.438 

190 194 46 56 
(49) (51) (45) (55) 

0.62 
.431 

120 264 18 84 
(31) (69) ( 18) (82) 

7.33 
.007 

204 180 63 39 
(53) (47) I (61) (39) 1 

I ! 
_L ___.___ ___ ~ 

2.43 ~ .119 
~---·~---

00 
Ul 



I 
j Darjeeling Dooars Terai 
! 

i Yes I No Yes No 
1 

Yes T No 
Q No. 5.13. 
Workers perceive 
that the 
management IS 

driven by the profit 38 94 203 74 43 34 
motive only and (29) (71) (73) (27) (56) (44) 
care less about the 
welfare of the 
workers and 
garden 
Chi-square I 73.13 
Sig. I .000 I 

' Q No. 5.14. Lack 1 

85 190 87 41 36 of cooperation by ( 3~ (64) (69) (31) (53) (47) 
the management. 
Chi-square 40.32 
Sig. .000 
Q No. 5.15. Any 37 I 95 85 192 45 32 
other reasons. I (28) I (72) (31) (69) (58) (42) 

. Chi-square I 23.8 
l Sig. i . .000 

(Figures in brackets indicate percentage) 

Male Female DRW OMRE 

Yes No Yes No Yes No Yes No 

213 150 71 52 204 136 80 66 
(59) (41) (58) (42) (60) (40) (55) (45) 

0.03 1.14 

.853 .286 

207 156 71 I 52 201 139 77 69 
(57) (43) (58) I (42) (59) (41) (53) (47) 

0.02 1.7 
.892 .193 

127 236 40 83 127 213 40 106 
(35) (65) (33) (67) (37) (63) (27) (73) 

0.25 4.49 
.619 .034 

Prop Non-prop. 
garden Garden 

Yes No Yes No 

235 149 49 53 
(61) (39) (48) (52) 

I 
5.75 

.017 

228 156 50 52 I 
(59) (41) (49) (51) I 

3.53 I 

.060 ' 

137 247 30 72 
(36) (64) (29) (71) 

1.4 
.236 

00 
0\ 
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3.2.1 ANALYSIS OF QUESTIONS AS APPEARED UNDER TABLE -3.9 

Q No. 2.9 Are you afraid to admit ignorance and uncertainties to the 

management? 

Three of the four chi-square values are significantly different i.e. the 

responses of the workers of Darjeeling, Dooars and Terai; DRW and 

OMRE, proprietary garden workers and non-proprietary Garden workers 

differ significantly. However, there is no significant difference in the 

responses of male and female workers. 

Q No. 2.10. Do you feel free to discuss work related problems with 

boss? 

Values of all the chi-square are not significant and hence no significant 

difference in the responses of the workers under any group. 

Q No. 2.11. Is your boss friendly and supportive to your problem? 

There is no significant difference in the responses of the workers under 

any group except for Darjeeling, Dooars and Terai regions. 

Q No. 2.12. Is there trust between you and your boss? 

It is evident from table No. 3.9 that chi-square values under all four groups 

are not significant. The workers under all four groups had similar 

responses on the matter of trust between them and their bosses. 

3.2.2 ANALYSIS OF ITEMS AS APPEARED UNDER TABLE NO 3.10 

Q No.2.13. Are workers recognised and rewarded for good work? 

The responses of the workers of Darjeeling, Dooars and Terai and the 

workers of proprietary garden and non-proprietary Gardens are 

significantly different. However, there is no significant difference in the 

responses between male and female workers as well as between DRW 

and OMRE 

Q No .2.14. Are you treated fairly according to your contribution? 

Two of the four chi-square values are significant and other two are not 

significant. The significant chi-square values are for Darjeeling, Dooars 
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and Terai, and DRW and OMRE. Two chi-square values which are not 

significant are for male and female workers and workers of proprietary and 

non-proprietary gardens. 

3.2.3 ANALYSIS OF ITEMS AS APPEARED UNDER TABLE NO 3.11 

Q No. 5.1. Provision for housing to worker and his family 

Except for the responses of the workers of Darjeeling, Dooars and Terai, 

other chi-square values are not significant which means that the 

responses of male and female workers, proprietary garden workers and 

non-proprietary garden worker are significantly similar. 

Q No. 5.2.Non-payment of bonus/bonus paid not in accordance to law 

On the question of non-payment of bonus or bonus not paid in accordance 

to law the responses workers of Darjeeling, Dooars and Terai and 

proprietary garden workers and non-proprietary garden worker are 

significantly different. However, the responses of male and female workers 

and DRW and OMRE are not significantly different. 

Q No.5.3. Unemployment problems of resident of tea garden 

The responses of workers of Darjeeling, Dooars and Terai are different 

significantly. The other three chi-square values are not significant which 

means that the responses of male and female workers, proprietary garden 

workers and non-proprietary Garden worker are significantly similar. 

Q No.5.4. Deterioration in the quality of tea produced 

There is significant difference in the responses among the workers of 

Darjeeling, Dooars and Terai; between daily rated workers and monthly 

rated workers. However, there is no significant difference in the responses 

of male and female workers, proprietary garden workers and non

proprietary garden worker and young and old workers. 

Q No.5.5. Decrease in the quantity of tea produced 

The workers of Darjeeling, Dooars and Terai have responded significantly 

differently. However, the responses of male and female workers, DRW 
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and OMRE and proprietary garden workers and non-proprietary garden 

worker are not significantly different. 

Q No. 5.6. Lay-off, retrenchment or dismissal of workers. 

One of the chi-square values is significantly different and the rest three 

values are not significan~y different. in the responses of the workers of 

Darjeeling, Dooars and Terai are different but the responses of male and 

female workers, proprietary garden workers and non-proprietary garden 

worker are not significantly different. 

Q No. 5.7. Non-payment of wages. 

There is significant difference in the responses among the workers of 

Darjeeling, Dooars and Terai but no significant difference in the responses 

of male and female workers, DRW and OMRE and proprietary garden 

workers and non-proprietary workers. 

Q No. 5.8. Food grains provided at concessional rates 

Out of four chi-square values, only one has value that is significant. The 

significant chi-square value is for the responses of workers of Darjeeling, 

Dooars and Terai gardens. For other three groups namely, Male and 

female, DRW and OMRE and proprietary garden workers and non

proprietary garden worker the responses are not significantly different. 

Q No. 5.9. Medical facilities provided to worker and his family 

members 

One of the four chi-square values are significant and remaining three are 

not significant. The responses of the workers of Darjeeling, Dooars and 

Terai are significantly different. However, the responses of workers under 

remaining three groups namely male and female, DRW and MORE, 

proprietary and non-proprietary garden workers are significantly similar. 

Q No. 5.1 0. Promotion of workers 

The responses of workers of Darjeeling, Dooars and Terai are significantly 

different while the response of male and female workers, DRW and 
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OMRE, proprietary. Garden workers and non-proprietary garden workers 

are not significantly different. 

Q No. 5.11. Duration of work/ holidays etc. 

It is evident from table No. 3.11 that three of the four chi-square values are 

significant. The responses are significa'~",tly different for workers of 

Darjeeling, Dooars and Terai; DRW and OMRE; and workers of 

proprietary. garden and non-proprietary garden. The responses of male 

and female workers are significantly similar. 

Q No. 5.12. Drinking water provided to worker and his family 

members 

Except for the responses of the workers of Darjeeling, Dooars and Terai, 

for all other groups the responses of the workers are not significantly 

different. The responses are significantly different for workers of 

Darjeeling, Dooars and Terai while the responses of the workers under 

other three groups are not significantly different. 

Q No. 5.13. Workers perceive that the management is driven by profit 

motive only and care less about the Welfare of the workers and 

garden. 

Two of the four chi-square values are significant and the remaining two 

are not significant. There is significant difference in the responses of the 

workers of Darjeeling, Dooars and Terai and workers of Proprietary 

garden and non-proprietary garden. However, there is no significant 

difference in the responses of male and female workers and DRW and 

OMRE. 

Q No 5.14. Lack of cooperation by the management 

The responses of workers of Darjeeling, Dooars and Terai and workers of 

Proprietary garden and non-proprietary garden are significantly different. 

However, there is no significant difference in the responses of the male 

and female workers and DRW and OMRE. 
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Q No 5.15. Any other reasons 

There is significant difference in the responses of the workers of 

Oarjeeling, Oooars and Terai; and of ORW and OMRE. However, there is 

no significant difference in the responses of male and female workers, 

proprietary garden workers and non-proprietary garden workers. 

3.3 FREQUENCY OF RESPONSES BY WORKERS 

Firstly, the frequency of responses of all 486 workers are worked out. In 

the next step, mean and standard deviation (SO) values are extracted to 

identify the workers' preference of choices amongst difference 

alternatives. The data are analyzed according to the sequence of 

questions presented in the questionnaire. 

Q No 2.1. When the management introduces any changes in the 

garden, how do you come to know about it? 

From 
From Friends From Boss From TU 

I 
Total 

Management 
150 I 130 I 93 113 486 

30.86 % of workers come to know about any changes introduced by 

management from management itself, 26.75 % of workers come to know 

from friends, 19.14 % from immediate boss and 23.25 % from Trade 

Union. 

Q No 2.2. Does management consult you before introducing any 
changes in the work process? 

~u-~~~;ys 
I 

Often I Sometimes Never Total 

47 I 174 246 486 
'---~- _j 

3.19 % of workers said that they are always consulted by management 

before introducing any changes in the work process. 9.67 % of workers 

said often, 35.80 % said sometimes and more than 50% said that 

Management never consult workers before introducing any changes in the 

work process. A mean value of 3.33 signifies that the result is in 

conformity with the response 'Never'. SO is .807 



92 

Q No 2.3. Do you openly disagree with the changes that do not suit 
you? 

Always Often _ f Sometimes Never Total 
-----·-t--

54 85 230 117 486 

11.52 % of workers always openly disagree if the changes in the work 

processes do not suit them. 17.49 % of workers often openly disagree, 

47.32 % sometimes openly disagree and 24.07 % never openly disagree 

even if the changes made in the work processes do not suit them. A mean 

value of 2.84 signifies that the result is in conformity with the response 

'Sometimes'. SO is .915. 

Q No 2.4. Does management threat the workers of closure in the 
slightest of pretext to obey their polities? 

wlways Often Sometimes Never I Total 
I 66 97 207 116 I 486 I I 
13.58 %workers perceive that Management always threats the workers of 

closure of tea gardens if their polities are not obeyed. 19.96 % workers 

often perceive the same, 42.59 % workers perceive it sometimes and 

23.87 % workers feel that the Management has never threatened them of 

closure of tea garden if management policies are not followed. A mean 

value of 2.77 signifies that the result is in conformity with the response 

'Sometimes'. SO is .964. 

Q No 2.5. Do you suggest any new ideas to the management? 

[Always 
I 

Often Sometimes Never Total 

41 173 238 486 34 

7.00 % workers always suggest new ideas to the Management. 8.44 % 

workers often and 35.60 % workers sometimes suggest new ideas to the 

Management. Almost half i.e. 48.97 % workers never suggest new ideas 

to Management. A mean value of 3.27 signifies that the result is in 

conformity with the response 'Never'. SO is .886. 

Q No 2.6. Does Management encourage such ideas from the 
workers? 

Always Often Sometimes Never Total 
18 37 222 209 486 

'----
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3. 70 %, 7.61 % and 45.68 % of workers respectively feel that 

Management always, often and sometimes encourages new ideas from 

the workers. 43.00 % feel that Management never encourages new ideas 

from the workers. A mean value of 3.28 signifies that the result is in 

conformity with the response 'Never'. SO is .759. 

Q No 2.7. Does management seek new ideas from the workers? 

r-]"vvsaxs_ t-o~:"--+ §o~:t~mes ~;:' :~:I = 
1.03 % of workers feel that management always seek new ideas from the 

workers. 7.82 % feel that Management often and 30.66 % feel that 

management sometimes seek new ideas from the workers. 60.49 % feel 

that management never seek new ideas from the workers. A mean value 

of 3.50 signifies that the result is in conformity with the response 'Never'. 

SO is .685. 

Q No 2.8. Can you communicate directly with the management? 

[~:~;s i= o~~~- ~-- So~~t~mes N~~er r :~t:l _ 
23.46 % workers can always communicate directly with the management. 

17.28 % can often, 44.66 % can sometimes and 15.02 % of workers can 

never communicate directly with the Management. A mean value of 2.51 

signifies that the result is in conformity with the response 'Sometimes'. SO 

is .1.01. 

Q No 2.9. Are you afraid to admit ignorance and uncertainties to the 
management? 

t- Yes No Total 
13~9------T-----~3~4=7------~-------48-6-------~ 

28.60 % of workers said they are afraid to admit rgnorance and 

uncertainties to the Management. 71.40 % said no. 

Q No 2.1 0. Do you feel free to discuss work related problems with 
boss? 

L__ Yes No Total 
~---4_6 __ 2 ______ -~~---_-_-_---~2~4-------+------~4~8~6~----~ 
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95.06 % of workers said they feel free to discuss work related problems 

with their superior. Only 4.95 % responded in negative. 

Q No 2.11. Is your boss friendly and supportive to your problem? 

Yes No Total I 
394----~-----~~9~2-------r------~4~8~6-----~ 

81.07 % of workers feel that their boss is friendly and supportive to their 

problem. Only 18.93 %feel otherwise. 

Q No 2.12. Is there trust between you and your boss? 

F ~~~ r ~~ _!_ ____ ~~~--- 1 
__ J 

88.48 % of workers feel there is trust between them and their boss. 11.52 

% responded in negative. 

Q No 2.13. Are workers recognised and rewarded for good work? 

Yes No Total 
----+---~ 

92 394 486 

In this case, only 18.93 %of workers gave answer in affirmative. 81.07 % 

of workers feel that they are not recognised and rewarded by the garden 

for the good work. 

Q No 2.14. Are you treated fairly according to your contribution? 

t 
Yes No Total 

362 124 486 

74.49 % of workers feel they are treated fairly according to their 

contribution. 25.51 %feel otherwise. 

Q No 3.1. I try to investigate an issue with my boss to find a solution 
acceptable to us. 

SD DA HAHD A SA Total 
26 19 50 183 208 486 

5.35 % of workers strongly disagree (SO) that they try to investigate an 

issue with their boss to find a solution acceptable to both. 3.91 %disagree 

(DA), 10.25 % half agree and half disagree (HAHD), 37.64 % agree 

(A) and 42.80 % strongly agree (SA) with the statement. A mean value of 

4.09 signifies that majority of the respondents 'Agree' with the statement. 

SO is 1.08. 
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Q No 3.2. I try to keep my conflict with my boss to myself. 

I S 0 OA I HAH 0 A --T __ S_A_---;---_T o-t-al-----, 

L_38 171 I 96 1o8 =:I 73 486 

17.82 % of workers strongly disagree that they try not to reveal their 

conflict with their boss to anyone. 35.19 % disagree, 19.75 % remained 

undecided, 22.22 % agree and 15.02 % strongly agree with the statement. 

A mean value of 3.01 signifies that rr:ajority of the respondents were 

'undecided' with the statement. SO is 1.22. 

Q No 3.3. I argue my case with my boss to show the merits of my 
position 

so OA HAHO A SA Total 
63 102 106 136 79 486 

12.96 % of workers strongly disagree that they argue their case with their 

boss to show the merits of their position. 20.99 % disagree, 21.81 % 

remained undecided, 27.98 % agree and 26.95 % strongly agree with the 

statement. A mean value of 3.13 signifies that majority of the respondents 

were 'half agree and half disagree' with the statement. SO is 1.28. 

Q No 3.4. I usually accommodate the wishes of my boss. 

t SO OA HAHO A SA Total j 
17.20 % of workers strongly disagree that they usually accommodate the 

wishes of their bosses. 4.93 % disagree, 19.96 % remained undecided, 

40.95 % agree and 26.95 % strongly agree with the statement. A mean 

value of 3.76 signifies that majority of the respondents 'Agree' with the 

statement. SO is 1.12. 

Q No 3.5. I use 'give and take' so that a compromise can be made. 

so i OA HAHO A SA Total 
f--- !·--29 21 78 176 182 486 ----

5.97% of workers strongly disagree that they use 'give and take' so that a 

compromise can be made. 4.32 % disagree, 16.05 % remained 

undecided, 36.21 %agree and 37.45% strongly agree with the statement. 

A mean value of 3.95 signifies that majority of the respondents 'Agree' 

with the statement. SO is 1.12. 



96 

Q No 4.1. 1 try to investigate an issue with my co-worker to find a 
solution acceptable to us. 

so OA HAHO A SA Total 
25 22 30 184 225 486 

5.14 % of workers strongly disagree that workers try to investigate an 

issue with their co-workers to find a solution acceptable to both. 4.53 % 

disagree, 6.17 % remained undecided, 37.86 °/c. agree and 46.30 % 

strongly agree with the statement. A mean value of 4.169 signifies that 

majority of the respondents 'Agree' with the statement. SO is 1.07. 

Q No 4.2. I try to keep my conflict with my co-workers to myself. 

SO OA HAHO A SA Total 
65 202 88 83 48 486 

13.37% of workers strongly disagree that workers try to keep their conflict 

with their co-workers to themselves. 41.56 % disagree, 18.11 % remained 

undecided, 17.08 % agree and 9.88 % strongly agree with the statement. 

A mean value of 2.68 signifies that majority of the respondents 'disagree' 

with the statement. SO is 1.19. 

Q No 4.3. I argue my case with my co-worker to show the merits of 
my position. 

I ~~ I 
OA HAHO A SA Total 

118 70 162 68 486 

13.99% of workers strongly disagree that workers argue their case with 

their co-workers to show the merits of their position. 24.28% disagree, 

14.40% remained undecided, 33.33% agree and 13.99% strongly agree 

with the statement. A mean value of 3.09 signifies that majority of the 

respondents were 'half agree and half disagree' with the statement. SO is 

1.30. 

Q No 4.4. I usually accommodate the wishes of my co-worker. 

L SD DA I HAHD A ~ SA Total~l 
L 22 sg l 114 182 . 1o9 486 __ 

4.53 % of workers strongly disagree that workers usually accommodate 

the wishes of their co-workers. 12.14 % disagree, 23.46 % remained 

undecided, 37.45 % agree and 22.43 % strongly agree with the statement. 

A mean value of 3.61 signifies that majority of the respondents were 'half 

agree and half disagree' with the statement. SO is 1.1 0. 
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Q No 4.5. I use 'give and take' so that a compromise can be made 

~~ ~~ H~~D 1~0 ~8~ :o;:l~ 
3.91 % of workers strongly disagree that workers use 'give and take' so 

that a compromise can be made. 5.76 % disagree, 12.35 % remained 

undecided, 39.09 % agree and 38.89 % strongly agree with the statement. 

A mean value of 4.02 signifies that majority of the respondents 'Agree' 

with the statement. SO is 1.04. 

3.3.1 The causes of conflict between the workers and the 
Management in the garden 

Q No 5.1. Provision for housing to worker and his family 
~-· Yes No Total 

376 110 486 

77.33 % of them agree that there was tension between the workers and 

management due to housing problems to the workers and their families. 

Only 22.63 responded in negative. 

Q No 5.2. Non-payment of bonus/bonus paid not in accordance to law t nnm • ~:; •• ]-••• ----~~----c---:~=-1 -l 
Only 32.30 % of workers feel that there was tension between the workers 

and management due to 'non-payment of bonus I bonus not paid in 

accordance to law'. 67.70% of workers did not agree with the statement. 

Q No 5.3. Unemployment problems of resident of tea garden 

I ;;; I 2N3~ I :~: 1 ~ 
51.85 % of workers agree that there was tension between the workers 

and management due to 'unemployment problems for resident of tea 

gardens'. 48.15 % did not agree with the statement. 

Q No 5.4. Deterioration in the quality of tea produced 

~~- Yes I No 
1 195 291 

Total j ·-
486 

40.12 % of workers agree that there was tension between the workers and 

management due to 'Deterioration in the quality of tea produced'. 59.88% 

did not agree with the statement. 
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Q No 5.5. Decrease in the quantity of tea produced 

I Yes I No Total 

1 193 I 293 486 

39.71 %of workers agree that there was tension between the workers and 

management due to 'Decrease in the quantity of tea produced'. 60.29 % 

did not agree with the statement. 

Q No 5.6. Lay-off, retrenchment or dismissal of workers. 

I ~;~ I ~5~ I :~: 1 J L_ __ _ 

26.95 % of workers agree that there was tension between the workers and 

management due to 'Lay-off, retrenchment or dismissal of workers'. 73.05 

% did not agree with the statement. 

Q No 5. 7. Non-payment of wages. 

t -=-~::~~ j~· ~- 2N9~- .• - J_ -:-o8_t~_l _____ --~ 

39.92 % of workers agree that there was tension between the workers and 

management due to 'Non-payment of wages'. 60.08 % did not agree with 

the statement. 

Q No 5.8. Food grains provided at a concessional rates. 

[ 209 277 486 __ l Yes No Total 

43 % of workers agree that there was tension between the workers and 

management due to 'Food grains provided at a concessional rates'. 57 % 

did not agree with the statement. 

Q No 5.9. Medical facilities provided to worker and his family 
members 

E= Yes =~t No Total J 308 178 486 

63.37 % of workers agree that there was tension between the workers and 

management due to 'Medical facilities provided to worker and his family 

members'. 36.63 %did not agree with the statement. 

Q No 5.10. Promotion of workers 

F -~;;-~- r 2N5~ Total 

486 
--==] ___=] 
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48.56 % of workers agree that there was tension between the workers and 

management due to 'delay in Promotion of workers'. 51.44 % did not 

agree with the statement. 

Q No 5.11. Duration of work/ holidays etc. 1= ~-~-;~~----=-=+~__j__' ~~-_---~~4°_8--_-_----~-~r--~-----~---~J~~ -- ~ ~- -1 
28.40 % of workers agree that there was tension between the workers and 

management due to 'Duration of work/ holidays etc'. 71.60 % did not 

agree with the statement. 

Q No 5.12. Drinking water provided to worker and his family 
members F --;~;- -~-1------~--- -- T ---- -:~~~- --~ 
54.94 % of workers agree that there was tension between the workers and 

management due to 'non provision of drinking water to the worker and his 

family members'. 45.06 %did not agree with the statement. 

Q No 5.13. Workers perceive that the management is driven by profit 
motive only and care less about the Welfare of the workers and 
garden. 

284 202 486 J Yes No Total 

58.44 % of workers agree that there was tension between the workers and 

management because 'management is driven by profit motive only and 

care less about the Welfare of the workers and garden'. 41.56 % did not 

agree with the statement. 

Q No 5.14. Lack of cooperation by the management 

E Yes No 

278 208 
Total 

486 

57.20 % of workers agree that there was tension between the workers and 

management due to 'Lack of cooperation by the management'. 42.80 % 

did not agree with the statement. 

Q No 5.15. Any other reasons 

_N_o ___ .r 
319 L 

Total 
486 
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34.36 % of workers agree that there was tension between the workers and 

management due to 'other reasons'. 65.64 % did not agree with the 

statement. 

Table3.12 

CONFLICT HANDLING STYLE USED BY WORKERS WITH THE 
SUPERIOR 

Conflict Std. 
N I Mean 

Std. Error 1 

Handling Style Deviation 

Mean' I t----- - ----------- ---- ------~----- --

IN 486 I 4.0864 1.07873 .04893 

AV 486 3.0144 1.22087 .05538 

DO 486 3.1358 1.28194 .05815 
' 

OB 486 3. 7551 1.12136 .05087 

co 486 3.9486 1.11569 .05061 

The frequencies in the use of conflict management style in order of most 

used by the workers with their superior is Integrating > Compromising > 

Obliging > Dominating >Avoiding. 

Table 3.13 

CONFLICT HANDLING STYLE USED BY MALE AND FEMALE 
WORKERS WITH THE SUPERIOR 

~----

Conflict 

IN 

AV 

DO 

OB 

co 

Style 

I 

Group N 

1 363 

2 123 

1 363 

2 123 

1 363 
2 123 
1 363 
2 123 
1 363 

Mean 
Std. 

Deviation 

4.1680 1.00379 

3.8455 1.24816 
2.9697 1.23560 

3.1463 1.17126 

3.1736 1.29178 
3.0244 1.25099 
3.7548 1.09894 
3.7561 1.18972 

I 3.8733 1.09263 I 

Std. E 
Mea 

.052 

.112 

.064 

.105 

.067 

.112 

.057 

.107 

.057 

69 

54 

85 

61 

80 
80 
68 

27 

35 

L~--------:---'---· 2 12 3 L~-~g_U_1: 28380 ~ • 11 5 76 
I= male: 2c' femak 

The conflict management style in order of most used by the male workers 

of the tea gardens with their superior are Integrating > Compromising > 

Obliging > Dominating >Avoiding. 
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In case of female workers of the tea gardens the most used conflict 

management style is Integrating > Compromising > Obliging > Avoiding > 

Dominating. 

Table3.14 

RANK CORRELATION FOR THE STYLE OF HANDLING CONFLICT BY 
THE MALE AND FEMALE WORKERS WITH THE SUPERIOR 

MALE 
Correlation 
Coefficient 

MALE 

1.000 

FEMALE 

.900* 

~------------~------~~-------=~ Si;- (2:ited)- . -
5 
-+ 0:7 _ ~ 

~~ Correlation I 
~- - - - Sig. (2-tailed) .037 

I FEMALE t Coefficient .900' 1.000 -ll 

----------~ ------~-=--N-=----------=--=-~--5~~: ______ 5_~~-~ 
*Correlation is significant at the .05 level (2-tailed) 

The Spearman's rank Correlation is significant, which means that the 

conflict handling style used by male and female workers with their superior 

are significantly correlated. 

Table 3.15 

CONFLICT HANDLING STYLE USED BY WORKERS OF 
PROPRIETARY AND NON-PROPRIETARY GARDENS WITH THE 

SUPERIOR 

canflic!] G N Mean 
Std. Std. Error 

Style roup Deviation Mean 

IN I 1 384 4.0234 1.07279 .05475 
2 102 4.3235 1.07318 .10626 

AV I 1 384 2.8490 1.11627 .05696 

1-:~t- 2_---+-- 102 
[3.6373 1.39155 .13778 
I 3.1979 1.22523 

---
1 I 384 

I 
.06252 

L~~-t~ ~ ;~~ 
2.9020 1.45908 .14447 
3.6693 1.10894 .05659 

2 102 4.0784 1.11414 .11032 lco ! ~1- 1 384 13.7396 
, --

1.14253 I .05830 
I 

[ _______ l ___ --~ _____ j_ ___ ~o~ _j4~15? L 1.03050 I .1 0203 
---~- ·-------- ----

I propnctary gardens: 2 non-propnetary gardens 
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The conflict management style in order of most used by the workers of the 

proprietary gardens with the superior is Integrating > Compromising > 

Obliging > Dominating >Avoiding. 

The conflict management style in order of most used by the workers of the 

non-proprietary gardens is Integrating > Compromising > Obliging > 

Avoiding > Dominating. 

Table3.16 

CONFLICT HANDLING STYLE USED BY WOREKRS OF 
DARJEELING, DOOARS AND TERAI WITH THE SUPERIOR 

Conflict Style IGroupl N I Mea~ l Std. Deviation I Std. Error Mean i 
i~~-----t-~ ~ ~---

I ~ i 1 i 132 3.9848 .98061 .08535 I 

I I 

I 
! IN 2 277 4.0397 1.16495 

I 
.07000 

3 

h¥2 
4.4286 .83396 I .09504 

1 
---~ ---·-------- ---- J,....____ __ ·- ------------

1 132 3.1591 1.20324 
I 

.1 0473 
1

277 AV 2 3.1444 1.25719 .07554 
I 

3 77 2.2987 .81216 .09255 

1 132 3.4394 1.14757 .09988 

DO 2 1277 2.9278 1.36009 
I 

.08172 

3 3.3636 1.06263 .12110 i 77 

1 1132 3.6667 1.08892 .0947 

08 2 277 3.8159 1.17277 .0704 

3 77 3.6883 .97683 .1113 
f---· ~-

1 132 3.7955 1.03922 .0904 

I 
co 2 277 3.9603 1.18957 .0714 

3 77 3.9091 1.13765 .12965 
--- --·---~~ -~- --·- -- ---------- ·----- -- -- ------- ----- --- ---·- -- --------------

I= Darjeeling; 2c- Oooars: 3 - Terai 

The conflict management style in order of most used by the workers of 

Darjeeling and Terai with the superior are Integrating > Compromising > 

Obliging > Dominating >Avoiding. 

The conflict management style in order of most used by the workers of 

Dooars is Integrating > Compromising > Obliging > Avoiding > 

Dominating. 
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Table 3.17 

RANK CORRELATION FOR THE STYLE OF HANDLING CONFLICT BY 
THE WORKERS OF PROPRIETARY AND NON-PROPRIETARY 

GARDENS WITH SUPERIOR 

I' l PROPRIETARY PRO~~~~ A;~\ 
~~ROPRIETARY i Corre~a~ion 1.000 .900* i 
L----------f-__g_~efftcte~-- _ ------------+-------------- -I 

PRO~~~TARY I s~~;a;~~;) g~o· + ~-----------r-----~-----+--~_j I I 

1 Sig. (2-tailed) .037 I 

L-- ----------1-----------+------+----------
N 5 5 

*Correlation 1s stgntticant at the .05 level (2-tatlecl) 

The Spearman's rank order correlation is significant which means that the 

style of handling conflict by the workers of proprietary and non-proprietary 

gardens with the superior are significantly correlated. 

Table 3.18 

RANK CORRELATION FOR THE STYLE OF HANDLING CONFLICT BY 
THE WORKERS OF DARJEELING, DOOARS AND TERAI REGION 

WITH SUPERIOR 

~--------+= DARJEELING DOOARS TERAI 
Correlation 

DARJEELING 
Coefficient 

1.000 .900* 1.000** 

Sig. (2-tailed) .037 
------------f--· 

N 5 5 5 

DO OARS 
Correlation 

.900* 1.000 .900* Coefficient 
' ----f--- -------'--------- -----+------

I Sig. (2-tailed) .037 .037 
I --~--------------- ----------~- ------- --- -

N 5 5 5 

TERAI Correlation 
I 

1.000** .900* 1.000 Coefficient r---
I I I Sig. (2-tailed .037 --===-t-~~N --~- _t _____ 5 .- _ j __ § ____ J _____ §_ j 

*Correlation is signiticant at the .05 level (2-tailed) 
**Correlation is signi1icanr at the .0 I level (2-railed). 

It is observed from the above table that the Spearman's rank order 

correlation is significant for all three regions of Darjeeling, Dooars and 
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Terai. Therefcre, the style of handling conflict by the workers of all three 

regions is significantly correlated. 

Table 3.19 

CONFLICT HANDLING STYLE USED BY WORKERS WITH THE 
CO-WORKERS 

Conflict Handling Style N Mean Std. Deviation 
Std. Error 

Mean 
IN 486 4.1564 1.07081 .04857 

AV 486 2.6852 1.19175 .05406 

DO 486 3.0905 1.30029 .05898 

OB 486 3.6111 1.09686 .04975 
---·--------

co 486 4.0206 1.04121 .04723 
'------

The frequencies in the use of conflict management style in order of most 

used by the workers with the co-workers is Integrating > Compromising > 

Obliging > Dominating >Avoiding. 

Table 3.20 

CONFLICT HANDLING STYLE USED BY MALE AND FEMALE 
WORKERS WITH CO- WORKERS 

! ! 

1-G""~ict Style !Group N Mean Std. Deviation Std. Error Mean 

IN I 
1 363, 4.1928 1 1.04128 .05465 

'r 
I , i 

~ 
' 2 123!4.0488 1.15129 .1 0381 

I 
AV 

1 363[2.6529 1.14942 .06033 
2 12312.7805 1.30909 .11804 

I - --

DO 
1 363 3.1377 1.30565 .06853 
2 123 2.9512 1.27943 .11536 

I 1 363 3.6281 1.07559 .05645 
OB 

2 123 3.5610 1.16046 .1 0463 

co 1 363 3.8733 1.09263 .05735 
2 1231 3.7724 1.29825 .11706 

1 = male; 2= female 

The conflict management style in order of most used by the male workers 

of the tea gardens with the co-workers is Integrating > Compromising > 

Obliging > Dominating >Avoiding. 

In case of female workers also the most used conflict management style 

is Integrating > Compromising > Obliging >Dominating >Avoiding. 
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Table 3.21 

RANK CORRELATION FOR THE STYLE OF HANDLING CONFLICT BY 
THE MALE AND FEMALE WORKERS WITH THE CO-WORKERS 

MALE FEMALE 

MALE 
Corre!ation 

1.000 1.000** 
Coefficient 

Sig. (2-tailed) 

N 5 5 

FEMALE 
Correlation 

1.000** 1.000 
Coefficient 

r----

Sig. (2-tailed) 

N 5 5 
**Correlation is significant at the .01 level (2-tatled) 

The Spearman's rank Correlation is significant, which means that the 

conflict handling styles used by male and female workers with their co

workers are perfectly correlated. 

f-· 

I 
I 
I 

I 

Table 3.22 

CONFLICT HANDLING STYLE USED BY WORKERS OF 
PROPRIETARY AND NON-PROPRIETARY GARDENS WITH CO

WORKERS 

Conflict Style Group N Mean Std. Deviation Std. Error Mean 

I 
1 384 4.0573 1.10392 .05633 

IN 
2 102 4.5294 .84086 .08326 

I 
1 384 2.5651 1.08198 .05521 

AV 
2 102 3.1373 1.45588 .14415 

DO I 1 384 3.1302 1.27180 .06490 
I 2 102 2.9412 1.39889 

f-------~--
.13851 

--

OB 
1 384 3.6146 1.03837 .05299 

l 2 102 3.5980 1.29935 .12865 

co 1 38:[3739~j 1.14253 I .05830 ·-l 
2 102 4.2157 1.03050 I .10203 __ j ---- ·-· L_ 

I proprietary gardens: 2 non-proprietary gardens 

The conflict management style in order of most used by the workers of the 

proprietary gardens with co-workers is Integrating > Compromising > 

Obliging> Dominating> Avoiding. 
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The conflict management style, however, in order of most used by the 

workers of the non-proprietary gardens with fellow co-workers is 

Integrating > Compromising > Obliging > Dominating >Avoiding. 

Table 3.23 

CONFLICT HANDLING STYLE USED BY WORKERS OF 
DARJEELING, DOOARS AND TERAI WITH CO- WORKERS 

Conflict Style Gr::l· N Mean Std. Deviation Std. Error Me~nl 
I -I IN 1 132 4.1364 .93100 .08103 

2 277 4.0939 1.17578 .07065 

3 77 4.4156 .84838 .o9668 1 

f--- -- -- ---------- ----- f-- ---- -t-- _l ____________ --- -- ------------- ----- ---l 
AV 1 132 i 2.8485 1.12897 .09826 I 

I 

2 277 12.7870 I 1.26037 .07573 1 
I 

I 

3 77 2.0390 .76848 .08758 I 

DO 1 132 3.2348 I 1.25922 .1 0960 

1 

2 : 277 i 2.9928 I 1.36465 .08199 

3 I 
I 

77 E.1948 1.10071 .12544 I 
-------->-~~ OB 132 ]3.5152 1.02253 .08900 

2 I 277 3.6462 1.19983 .07209 

3 77 3.6494 .79084 .09012 

co 1 132 3.8333 1.01264 .08814 

2 277 3.9603 1.13980 .06848 

3 77 3.9351 1.19580 .13627 

I= Darjeeling~ 2= Dooars: 3= Terai 

The conflict management style in order of most used by the workers of 

Darjeeling, Oooars and Terai are Integrating > Compromising > Obliging > 

Dominating >Avoiding. 
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Table 3.24 

RANK CORRELATION FOR THE STYLE OF HANDLING CONFLICT BY 
THE WORKERS OF PROPRIETARY AND NON-PROPRIETARY 

GARDENS WITH CO-WORKERS 

PROPRIETARY NON- \ 
PROPRIE~ AR1 

.900 ! 

f----~-------- ---- +---

PROPRIETARY Corre!a~ion 1.000 
Coeff1c1ent 

f------------+--- -----~-- --------------+---------~ 

Sig. (2-tailed) .037 
r------------+-- N f-----------~--------~ 

5 5 
~-----~--------~--------~------~ 

NON- Correlation .gOO* 1.000 1 

_P_R __ O_P __ R_I E_T_A_R_Y----+ __ C_o_ef~fi __ ci_en __ t ___ l----~----------+----- _________ ---1 
: Sig. (2~tailed) t----0:7 . 

5 
_ J r---------------

L___--~------

*Correlation is significant at the 05 level (2-tailed) 

The Spearman's rank order correlation is significant which means that the 

style of handling conflict by the workers of proprietary and non-proprietary 

gardens with their co-workers are significantly correlated. 

Table 3.25 

RANK CORRELATION FOR THE STYLE OF HANDLING CONFLICT BY 
THE WORKERS OF DARJEELING, DOOARS AND TERAI REGION 

WITH CO-WORKERS 
r·------- --~---

DARJEELING DOOARS TERAI 

DARJEELING 
Correlation 

1.000 1.000** 1.000** 
Coefficient 

Sig. (2-tailed) 

N 5 5 5 

DO OARS 
Correlation 

1.000** 1.000 1.000** 
Coefficient 

Sig. (2-tailed) 

N 5 5 5 

I TERAI 
I Correlation I I I 1.000** 1.000** 1.000 

f-
Coefficient i 

------------ --- --- ---------------- --------- ------ -- --- -~- ----

Sig. (2-tailed) i 
N 5 5 5 

** Correlation is significant at the 01 level (2-tailed). 



108 

It is observed from the above table that the Spearman's rank order 

correlation is significant for all three regions of Darjeeling, Dooars and 

Terai. The styles of handling conflict by the workers with their co-workers 

of all three regions are perfectly correlated. 

Table 3.26 

PAIRED SAMPLES STATISTICS FOR STYLE OF HANDLING 
CONFLICT 

Mean N 
Std. Std. Error 

Deviation Mean 

IN 4.1564 486 1.07081 .04857 
Pair 1 

~ 
AV 2.6852 486 1.19175 .05406 

l IN 4.1564 486 ' 1.07081 .04857 ! 

I 
Pair 2 

DO 3.0905 486 1.30029 .05898 

IN 4.1564 486 1.07081 .04857 
Pair 3 

08 3.6111 486 1.09686 .04975 

IN 4.1564 486 1.07081 .04857 
Pair 4 

co 4.0206 486 1.04121 .04723 

AV 2.6852 486 1.19175 .05406 
Pair 5 

DO 3.0905 486 1.30029 .05898 

AV 2.6852 486 1.19175 .05406 
Pair 6 

08 3.6111 486 1.09686 .04975 

AV 2.6852 486 1.19175 .05406 
Pair 7 

co 4.0206 486 1.04121 .04723 

DO 3.0905 486 1.30029 .05898 
Pair 8 f---~---- t-------~·--------·--!----- ---

08 3.6111 486 1.09686 .04975 

DO 3.0905 486 1.30029 .05898 
Pair 9 1--

co 4.0206 486 1.04121 .04723 
!----· 

08 3.6111 486 1.09686 .04975 
Pair 10 r-- 2_0d -----

CO 4.0206 486 1 1.04121 .04723 
L_----~---~-L-____ L__. ____ ---- - ---~--~-~ -------. 
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Table 3.27 

PAIRED SAMPLES TEST FOR CONFLICT HANDLING 
STYLE USED BY WORKERS WITH CO-WORKERS 

- - --r --~ 

' ~i1 Paired 
Sig. (2-

Differ- t 
I 

df 
tailed) 

ences 
-------1 

95% 
I 

Std. I 
Mean 

Std. Confidence 
Deviation Error Interval of the ! 

Mean Difference i 

Lower Upper I 
Pair 1 IN -AV 1.4 712 .75859 .03441 1.4036 1.5388 42.754 485 .000 

Pair 2 IN- DO 1.0658 .68247 .03096 1.0050 1.1267 34.430 1 485 .000 
l 

I Pair 3 IN- 08 .5453 .52662 ~~3891 .4983 .5922 22.8261485 .000 
,---~.-·- ·-

1.01711
1 I 

i Pair 4 I IN- CO I 1358 1 .37729 .1022 .1694 7.935 ! 485 .000 

I I 

-.4053 .54706 .02481 -.4541 -.3566 -16.335 485 .000 Pair5 AV-DO 

r Pair6 AV-08 -.9259 .60468 .02743 -.9798 -.8720 -33.75 7 I 485 .000 

Pair 7 AV-CO -1.3354 .70686 .03206 -1.3984 -1.2724 -41.648 485 .000 

Pair 8 D0-08 -.5206 .50009 .02268 -.5651 -.4 760 -22.948 485 .000 

Pair 9 DO-CO -.9300 .69106 .03135 -.9916 -.8684 -29.669 485 .000 

Pair 10 08-CO -.4095 .49224 .02233 -.4533 -.3656 -18.338 485 .000 

Post hoc paired "t" tests were conducted for two dependent samples to 

compare the detailed conflict handling styles differences. ( 1) Integrating 

versus avoiding style yielded t=42.75 (df =485), p<.01. 2) Integrating 

versus Dominating style yielded t=34.43 (df =485), p<.01. 3) Integrating 

versus Obliging yielded t=22.83 (df =485), p<.01. 4) Integrating versus 

Compromising yielded t=7.94(df =485), p<.01. 5) Avoiding versus 

Dominating yielded t= -16.34(df =485), p<01. 6) Avoiding versus Obliging 

yielded t=-33. 76(df =485), p<.01. 7) Avoiding versus Compromising 

yielded t=--41.65 (df =485), p<.01. 8) Dominating versus Obliging yielded 

t=-22. 95 (df =485), p<.01. 9) Dominating versus Compromising yielded t=-

29.67(df =485), p<.01. 1 0) Obliging versus Compromising yielded t=-

18.34(df =485), p<.01. 



Table 3.28 

PAIRED SAMPLES TEST FOR CONFLICT HANDLING 
STYLE USED BY WORKERS WITH SUPERIOR 
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I Paired ,-
I I df ~~~~le~~-\ I Differ- I 

~- ences -~-1-~--~ ~--

95% 
Std. 

Std 
Confidence 

I 

J 
I Mean Error 

Deviation 
Mean 

Interval of the 
Difference 

Lower Upper l J 

Pair 1 IN- AV 1.0720 .70999 .03221 1.0087 1 1353 33.287 485 .ooo I 
----i 

Pair 2 IN- DO .9506 .64026 .02904 .8936 1.0077 32.732 485 .000 

Pair 3 IN- 08 .3313 47116 .02137 .2893 .3733 15.500 485 .000 

Pair 4 IN- CO .1379 .34511 .01565 .1 071 .1686 8.806 485 .000 
' 

Pair 5 AV- DO· -.1214 45823 .02079 -1622 -0806 -5.841 485 000 

Pair 6 AV-08 -.7407 .64109 .02908 -.7979 -.6836 -25.472 485 000 

Pair 7 AV-CO -.9342 .63228 .02868 -.9905 -.8778 -32.571 485 .000 

Pair 8 DO- 08 -.6193 .53838 .02442 -.6673 -.5714 -25.361 485 000 
-~--~ -- --+------ ---+----------- -~ ----

Pair 9 DO-CO -.8128 59890 .02717 -.8661 -.7594 -29.917 485 .000 
-- -- ---- ---·-l Pair 10 08-CO -.1934 .39538 .01793 -.2287 -.1582 -10.784 4851 .000 J 

Post hoc paired "t" tests were conducted for two dependent samples to 

compare the detailed conflict handling styles differences. (1) Integrating 

versus avoiding style yielded t=33.287 (df =485), p<.01. 2) Integrating 

versus Dominating style yielded t=32. 732 (df =485), p<.01. 3) Integrating 

versus Obliging yielded t=15.500 (df =485), p<.01. 4) Integrating versus 

Compromising yielded t=8.806 (df =485), p<.01. 5) Avoiding versus 

Dominating yielded t=-5.841 -16.34(df =485), p<.01. 6) Avoiding versus 

Obliging yielded t=-25.472 (df =485), p<.01. 7) Avoiding versus 

Compromising yielded t=-32.571 (df =485), p<01. 8) Dominating versus 

Obliging yielded t=-25.361 (df =485), p<.01. 9) Dominating versus 

Compromising yielded t=-29.917 (df =485), p<.01. 1 0) Obliging versus 

Compromising yielded t=-10.784 (df =485), p<01. 



Table 3.29 

THE SOURCES OF CONFLICT BETWEEN WORKERS AND 
MANAGEMENT 

]]] 

Q. No Sources of conflict 

I 5.1 Provision for housing to worker and his 
family 

\ Frequencies Ran~ 

5.2 Non-payment of bonus/bonus paid not 
in accordance to law 

Unemployment problems of resident of 
I 

5·3 
tea garden 

I S.4 Decrease in the quantity of tea 

376 1 I 

157 13 

252 6 

--+----

195 9 
, . produced 
~~-+-----~--------~----~-~-----~---t-------~----t--~--j 

\ 5_ 5 1 Deterioration in the quality of tea 
1 produced 

193 11 
1--- ~~ ~--------------------r--------~-----~- 1---~-----

i Lay-off, retrenchment or dismissal of 
I 

5·6 
workers. 

131 15 

~5~. Non:P_aymentof_\V~ges _ ... _ .... __ _ ,_. _194_ ·--· __ 1_~_ 
I Food grains provided at concessional 
1 5·8 rates. 

5.9 Medical facilities provided to worker and 
his family members 

209 8 

308 2 

>----------------+-----·-----~~ --~---- --~-----+-------------

5.10 Promotion of workers 236 
-~ --- ~-- -~-~--·--~------ --- - ~ ----- ---r--------~---

5.11 Duration of work/ holidays etc. 138 

5.12 

5.13 

5.14 

Drinking water provided to worker and 
his family members 

Workers perceive that the management 
is driven by profit motive only and care 
less about the Welfare of the workers 
and garden. 

Lack of cooperation by the management 

267 

284 

278 

7 

14 

5 

3 

4 
-------- -----~------------------------~--~--+--------t-----------1 

L_~--~- -~~~-~~=r~ea_:~ns 5_P~~ase~ecify) 
--·-~---'------~------- -------~-~-

167 12 
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Table 3.30 

THE SOURCES OF CONFLICT BETWEEN THE WORKERS AND 
MANAGEMENT ACCORDING TO RANK 

~1 
-~~~ -~~~--~----,~~-

rank I ~ 1 Sources of conflict I Frequencies 

I
, 

5 1 
Provision for housing to worker and his ]

1 

376 1 ! 

· family t--~--+~~- -~~~--~--~-----~--~ ~--~ --- -----~-~ 
I 

5.9 
Medical facilities provided to worker and · 1 

his family members --~~+~~3-08 -+~! 

I 

Workers perceive that the management I 

5
_
13 

: is driven by profit motive only and care 
1 

1 

less about the Welfare of the workers I 
284 3 

--- ---+----------- ·--- ·--~-- -~--~~--~~ --~----~~~~ ---~----·-·-- .. 

1

_ and garden. --r~-~ ~-~~ 
5.14 I Lack of cooperation by the management 278 4 I 

5.12 
Drinking water provided to worker and 

267 5 
his family members 

5.3 
Unemployment problems of resident of 

252 6 
tea garden 

5.10 Promotion of workers 236 7 

5.8 
Food grains provided at concessional 

209 8 
rates. 

~ 

5.4 
Decrease in the quantity of tea 

195 9 
produced 

1-------- --~ 

5.7 Non-payment of wages. 194 10 
f-- -- ~~----

5.5 
Deterioration in the quality of tea 

193 11 produced 
f-----·-- ----- --------

5.15 Any other reasons ( please specify) 167 12 
------------- -- --· ·--

5.2 
Non-payment of bonus/bonus paid not 

I 
157 13 in accordance to law 

------ --------- f--~~- -~-~-~~ --- ---~----- ~~~- -··-·-

5.11 Duration of work/ holidays etc. 138 14 

5.6 
Lay-off, retrenchment or dismissal of 

131 15 workers. 
_ _____j 
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Table 3.31 

THE SOURCES OF CONFLICT IN TEA GARDENS ACCORDING TO 
WORKERS OF DARJEELING, DOOARS AND TERAI 

Q. 
No 

5.1 

Sources of Conflict Da~eeling Dooars I Terai\ 
(frequency) (frequency) (frequen~~~ 

worker and his family l 

Provision for housing to 1

1 

91 233 52 1

1

' 

-:-2 -~-~o-0~-~-~-~;-::-n e-u~-t ;:i: notin l- ~1- -~- ~ 16 . - 20- - -~ 
accordance to law · I )----- ' .. ---- . ----------+-------~ ------1 

1 Unemployment. 1 1 ! i 
problems of res1dent of 1 51 j 160 ; 41 i 
tea garden I _j ! 1 

5.3 

. ~tt~=~~~~~~:~ quantity I 3-8- I 114229-~-i·~·- 2157 _1 
Deterioration in the , 

37 
-~ 

quality of tea produced 1 

5.4 

5.5 
e--..---+----

5.6 
Lay-off, retrenchment or 
dismissal of workers. 

22 94 15 

5.7 22 Non-payment of wages. 
~--+------------------~--------+--------+--------

157 15 

5.8 
Food grains provided at 
concessional rates. 

Medical facilities 
5.9 provided to worker and 

1 his family members 

5.10 

5.11 

Promotion of workers 

Duration of work/ 
holidays etc. 

29 159 21 

55 218 35 

36 160 40 

21 86 31 
r--~---------------~-------+--------+----------

5.12 

5.13 

Drinking water provided 
to worker and his family 
members 

Workers perceive that 
the management is 
driven by profit motive 
only and care less about 
the Welfare of the 
workers and garden. 

50 187 

38 203 

1~. 14 Lackofcooperationby 47 190 
, the management I 

ls-15 r:~~~::~~ec~~n~-- - I -3~-- ~- _as_~l 

30 

43 

41 

45 
-------------
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Table 3.32 

RANKING THE SOURCES OF CONFLICT IN TEA GARDENS 
ACCORDING TO WORKERS OF DARJEELING, DOOARS AND TERAI 

Q. Sources of Conflict Darjeeling Dooars Terai l 
No (rank) (rank) (rank) 

I 

I 
5.1 

Provision for housing to worker 1 1 1~1-~ and his family 

5.2 
Non-payment of bonus/bonus 11 11 

t-53 

paid not in accordance to law i 
- I 
Unemployment problems of 3 6 4 
resident of tea gardens 

r5.4 
Decrease in the quantity of tea 6 9 12 
produced 

5.5 
Deterioration in the quality of tea 

7 I 10 i 9 I 
, produced ! I 

~ 
5.6 

Lay-off, retrenchment or 
10 12 12 

dismissal of workers. 

5.7 Non-payment of wages. 10 8 12 
---------

5.8 
Food grains provided at 

9 7 10 
concessional rates. 
----------

5.9 
Medical facilities provided to 

2 2 6 worker and his family members 

5.10 Promotion of workers 8 6 5 

5.11 Duration of work/ holidays etc. 11 13 7 

5.12 Drinking water provided to 4 5 8 worker and his family members 

Workers perceive that the 
management is driven by profit 

I 3 I 5.13 motive only and care less about 6 3 I I 
I . 

the Welfare of the workers and 
I 

-~---j garden. I 
---~--- ---+--l5.14 Lack of cooperation by the f 

management . 5 4 4 I 
I 

I ~-------r--~-~---- --~-~----~--~- ---------+--------- --------- -~--

f 5.15 Any other reasons ( please __ _I 14 2 L spec1fy) _ ____ 
7 

--- ---- - --_.J 
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Table 3.33 

THE SOURCES OF CONFLICT IN THE TEA GARDENS ACCORDING 
TO WORKERS OF PROPRIETARY GARDENS AND 

NON-PROPRIETARY GARDENS 

Non-
Proprietary ~~ Q.No Sources of conflict proprietary Rank 
(frequency) 

(frequency) 

5.1 
Provision for housing to 

303 73 1 11 
worker and his family 

'--· -----
I, 

Non-payment of -.~~ 
5.2 bonus/bonus paid not in 139 18 12 

15 I 
accordance to law 

l~-3 
Unemployment problems 

207 45 5 7 I 
of resident of tea gardens I 

I 

--

10 9 l 5.4 
Decrease in the quantity 

157 38 
of tea produced 

-~~t~l 5.5 
Deterioration in the 

157 36 
quality of tea produced 

5.6 
Lay-off, retrenchment or 

110 21 15 13 
dismissal of workers. 

C--------- --
5.7 Non-payment of wages. 152 42 11 8 

C------

5.8 
. Food grains provided at 

I 173 36 8 11 
concessional rates. 

----

Medical facilities provided 

I 
5.9 to worker and his family 240 68 2 2 

members 

15.10 
r- ---

Promotion of workers 190 46 7 6 
--

5.11 
Duration of work/ holidays 

120 18 I 14 1s 
etc. : 
Drinking water provided ---------+---------i~---------

5.12 to worker and his family 204 63 6 3 
members i I 

Workers perceive that the t----r--
' I management is driven by 
1 

5_13 profit motive only and 
235 49 

: 
3 

1

1 

care less about the 
1 

: 5 
1 Welfare of the workers 1 i i I 

I and garden. 1 
f [ 

~ 
------- -~- ______ J_~-----~---------1---

5 14 Lack of cooperation by 228 50 -j_1
1 

4----f---------~-----the management 
---~---------------------+------

1 

5 15 
Any other reasons l · (please specify) 137 

1 30 13 12 
-~------'------------ ------ __________ ___j _____ ~-- ---- -------~-

1---
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Table 3.34 

RANK CORRELATION OF THE SOURCES OF CONFLICT 
ACCORDING TO WORKERS OF DARJEELING, DOOARS AND 

TERAI REGIONS 

DARJEELING DOOARS TERAI 

DARJEELING 
Pearson 1 .742** .690** 

Correlation 
i 
: 

; 

Sig. (2-tailed) .002 .004 

N 15 15 15 

116 

·~-

! 
~ ~OARS Pearson 

.742** 1 .446 
Correlation I i ! 

r-~~--~~--+-. ·~-- ~-~t------------. t-·~---~--;-· --- ~--~. 

~------~~+Sig (2-tailed) I· .002. I . I .096 

l--- N 15 I 15 15 

I TERAI I Pearson I .690** I .446 i 1 i 
· Correlation +-~~---+- ! ~ 

I Sig (2~tailed) ~~4--±- ~~6- _ j~ i 5 ~--- j 
** Correl<ttion is significant at the 0.01 level (2-tailed). 

The correlation between Darjeeling and Dooars is significant so as the 

correlation between Darjeeling and Terai. However, the correlation 

between Dooars and Terai is not strongly significant. 

Table 3.35 

RANK CORRELATION OF THE SOURCES OF CONFLICT 
ACCORDING TO WORKERS OF PROPRIETARY GARDEN AND 

NON-PROPRIETARY GARDENS 

~---- --r. 
-

NON
PROPRIETARY PROPRIETARY 

GARDEN GARDEN 

!
.PROPRIETARY p c I t" I 1 .909** ~ GARDEN earson orre a 10n 

! i Sig. (2-tailed) .000 

I N 15 15 
f---~---------+--------~---
1 NON-
PROPRIETARY Pearson Correlation 

GARDENS 
.909** 1 

-~~------ Sig. (2-tailed) 
1 

.000 -~-
'---::---____ ____j__ N _l_-_ --15- _ _j_~ _ _j 

**Correlation is significant at the 0.01 level (2-tailed) 
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The correlation between proprietary garden and non-proprietary Garden is 

highly significant. The sources of conflict of proprietary gardens and non

proprietary gardens are similar. 

3.4 HYPOTHESES 

Hypothesis 1: The Other Monthly Rated Employees (OMRE) are able 

to communicate more openly with managers than the Daily Rated 

Workers (DRW). 

It has been evident from the table 3.8 that 30.13% of the other monthly 

rated employees (OMRE) can always communicate openly with the 

managers whereas only 20.59% of DRW can always do so. Again 9.59 % 

of the OMRE can never communicate openly with managers whereas the 

percentage is 17.35% in case of daily rated workers (DRW). As the table 8 

shows chi-square value as 34.44, there is significant difference between 

the responses of OMRE and the DRW. Therefore, null hypothesis is 

rejected and alternative hypothesis is accepted. 

Hypothesis 2: Workers feel that management never consults workers 

before introducing any changes in the work process and there is no 

significant different in the responses of OMRE and DRW. 

Table 3.2 shows that 28 % of OMRE and 60% of DRW are never 

consulted by the management before introducing changes in the work 

process. The chi-square value shown in the table is 57.60 and the 

significant value of 0.000. Therefore, there is significant difference 

between the responses of OMRE and the DRW. In fact OMRE are 

consulted more often than DRW. The null hypothesis is rejected and 

alternative hypothesis is accepted. 

Hypothesis 3: Male workers openly disagree more than female 

workers when the change brought in by the Management do not suit 

them. 

It is evident from the table 3.3 that 12.12 % of male workers and 8.13 % of 

female workers always openly disagree when changes brought in by the 
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management do not suit them. 22.31 % of male workers and 29.27 % of 

female workers never openly disagree. The chi-square value is 3.55 and 

the significant value is 0.314. The significant value of 0.314 is more than 

the alpha value of 0.05. Thus, null hypothesis is accepted and alternative 

hypothesis is rejected. 

Hypothesis 4: Management threats workers of closure in the slightest 

of pretext to obey their policy and there is no significant difference in 

the responses of the workers of proprietary gardens and non

proprietary gardens. 

It is evident from the table 3.4 that 23 % of workers of proprietary gardens 

agree that management often threats them of closure of garden if 

management's policies are not obeyed. In the case of agency gardens the 

percentage is only 9. The chi-square value as given in the table is 11.59 

and the significant value is 0.009. As the significant value of 0.009 is less 

than the alpha value of 0.05, hypothesis 4 is rejected. The finding 

suggests that proprietary garden owned by an individual or a family is 

giving the threat of closure more often than an agency or a government 

undertaking garden. 

Hypothesis 6: Workers feel that the management is driven by profit 

motive only and care less about the welfare of the workers and the 

responses of both male and female workers are similar. 

The table 3.11 and Q No 5.13 indicate that 58% of workers agree that 

management's profit driven policy creates tensions between the 

management and the workers. 42% feel that management's profit driven 

motive is not the reason for tension between the management and the 

workers. 

The chi-square value as given for male and female workers in the table is 

0.03 and the significant value is .853. As the significant value of 0.853 is 

more than the alpha value of 0.05, hypothesis 6 is accepted. 
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Hypothesis 9: Male workers are more dominating than female 

workers in conflict situations. 

It is evident from the table 3.13 that out of five styles of handling conflict 

situations, male workers use dominating style more often than the female 

workers do. The five conflict handling styles are Integrating, 

Compromising, Obliging, Dominating and Avoiding. Male workers use 

dominating styles as the forth most preferred style after integrating, 

compromising and obliging. Avoiding is the least preferred style used by 

the male workers in a conflict situation. 

Female workers use the same first three styles as used by male 

counterparts. However, dominating is the least preferred style used by the 

female workers. Therefore, as male workers prefer dominating style more 

than the female counterparts, the hypothesis is accepted. This hypothesis 

is supported by Kilmann & Thomas (1977). Their findings show that males 

are more dominating and less compromising than females in conflict 

situations. 

Hypothesis 10: An individual will more likely to use the avoiding style 

with superiors than with peers. 

It is evident from tables 3.12 and 3.19 that out of the five conflict handling 

styles, worl<ers used avoiding style as the last method in the conflict 

situation with co-workers as well as with superiors. Therefore, the 

hypothesis 10 is rejected. This finding contradicts with the findings of 

Kahn, Wolfe, Quinn, Snoek and Rosenthal (1964). Their findings 

suggested that subordinates are likely to withdraw from a conflict situation. 

Hypothesis 12: Workers feel that housing is the number one reason 

for tension between workers and management and there is ·no 

significant difference in the responses of the workers of hill gardens 

and plain gardens. 

It has been shown from the table 3.32 the workers of Oarjeeling, Oooars 

and Terai areas have all ranked housing problem as number one reason 

for tension between workers and the Management. Further table 3.34 
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indicates that the Spearman's rank order correlation is significant for all 

three regions of Darjeeling, Dooars and Terai. Therefore, the hypothesis 

12 is accepted. 

Hypothesis 14: There is no significant difference in conflict handling 

style used by workers of Darjeeling, Dooars and Terai with the 

superior. 

The table 3.18 shows that the Spearman's rank order correlation is 

significant for all three regions of Darjeeling, Dooars and Terai. Therefore, 

the style of handling conflict by the workers of all three regions is 

significantly correlated. Therefore, the hypothesis 14 is accepted. The 

result of Su-Mei Lin's (2003) study of conflict handling styles used by 

employees of the hospitals in Taiwan also shows that are no significant 

differences in conflict management styles between the public and private 

hospitals in Taiwan. 

3.5 SUMMING UP 

It has been evident that majority of the Daily rated workers of the tea 

gardens are never consulted by the management before introducing any 

changes in the work process. The practice of introducing new changes in 

the work process without taking the workers into confidence make the 

workers feel alienated and unimportant. This attitude of the management 

breeds hatred, hostility and ill feeling in the minds of the workers. 

However, it must be mentioned here that other monthly rated employees 

(OMRE) are consulted by the managers more often than the daily rated 

workers (DRW) may be for the fact that OMRE are placed in the higher 

hierarchical order. 

43% of the workers feel that management sometimes use "closure of tea 

garden" as a weapon to threat the workers to obey their policies. The 

Management of Proprietary gardens has been using this weapon more 

often that their counterparts in Non-proprietary Gardens. Workers having 

no avenues for alternative employment work under this constant threat. 

Interestingly, 40% workers of Darjeeling hills believe that the threat of 
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'Closure of tea garden' is never used by the management to make workers 

obey their policies. 

Almost 50% of the workers said that they never suggest new ideas to the 

management. Amongst the three tea growing areas of Darjeeling, Dooars 

and Terai, highest percentage of workers of Dooars (55%) never suggest 

new ideas that come up on their mind to the management. Workers may 

feel that it is the responsibility of the management and not the workers to 

manage the industry. Or may be the working environment may not be 

conducive where workers feel free to suggest new ideas to the 

management. The state of affairs is even more severe for female workers. 

About 60% of the female workers never suggest new ideas to the 

management. 

More than 72 % of the workers, without fear, could admit ignorance and 

uncertainties to the management. 90% of the workers of Terai feel they 

can admit ignorance and uncertainties without any fear suggesting that 

there is atmosphere of openness between the management and the 

workers and workers feel free to express their views. 

81% of the workers feel that they are not recognized and rewarded for 

good work they put in. In addition to monetary rewards, efficient and 

dedicated workers seek social recognition in the form of some rewards in 

the social gatherings. Even today, handfuls of tea gardens do organize 

some social events where the efficient and devoted workers are rewarded 

with a gift by the manager in recognition of his or her contribution to the 

tea garden. This system would encourage others to emulate the 

awardees. 

25% of the workers agree that they cen always communicate directly with 

the managers. However, the female workers are less forthright than the 

male counterparts. 

Overall, 77% of the workers agree that "housing to the workers and his 

family" is the reason for tension between the workers and the 

management. The percentage is much higher i.e. 84% in the case of 
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gardens of Dooars suggesting that the problem of housing is severe in 

Dooars tea gardens. 

Provisions for the crucial facility of housing for workers have been 

blatantly violated, leading to piling up of a huge backlog since 1970, the 

very first year of implementation of the provisions. The PLA and the West 

Bengal Plantation Labour Rules make it mandatory for the employer to 

maintain houses under specified dimensions. Most of the houses provided 

to the worker are in dilapidated condition. In many tea gardens, most of 

the worker houses are kutcha. With no new houses being constructed 

workers are given polythene to cover the roof of huts made of bamboo. 

52% of the workers feel that unemployment problems amongst the 

residents of the gardens crated tension in the garden. In Darjeeling 

gardens, only 38 % of the workers agree that unemployment problems are 

the reason for tension in the garden. The inference can be drawn from it 

that unemployment problem is comparatively less in Darjeeling gardens. 

Unemployment problems in the crisis-ridden tea gardens have created a 

new kind of thread. Flesh traders luring the women workers of 

employment in big cities sell them to the brothers there. Six women 

workers of Hantapara tea estate in Dooars were rescued from the clutches 

of flesh traders in Delhi. 

In an effort to provide employmt3nt to thousands of unemployed youths of 

the tea gardens, the finance minister of West Bengal Shri Asim Dasgupta 

announced several schemes and measures in the 2nd week of September 

2005. According to finance minister, the government of west Bengal has 

proposed to set up 4000 small business units under various self

employment schemes across the 47 tea gardens of Terai during 2005-06. 

A similar initiative would also be taken up in Dooars and Darjeeling 

gardens. 

There is a common believe that non-payment or irregular payment of 

wages bring lots of problems in the tea industry. However, the finding is 

somewhat surprising. Only 17% and 19% of workers of Darjeeling and 
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Terai respectively believe that non-payment of wages is the reason for 

conflict in the gardens. 

63% of the workers agree that there is tension in the garden due to 

'inadequate medial facilities'. The responses of the workers of Dooars 

Gardens is 79% suggesting that the problem is acute in Dooars compared 

to Darjeeling and Terai Gardens where it is 42% and 45% respectively. It 

is found that many sample gardens did not have the qualified doctors. 

They either appoint unqualified doctors or bring the qualified doctors from 

outside as visiting doctors. There has been complains from the workers of 

gardens not having its own ambulance. Ordinary vehicle that carry people 

and goods is used as ambulance by many gardens. 

There is a general perception amongst the workers that management only 

cares about their own welfare and do not care about the welfare of the 

workers and the tea gardens. This perception is high in case of Proprietary 

gardens (61 %) than in the Non-proprietary gardens (48 %) may be 

because the workers of the propriety gardens feel that the style of 

handling affairs in the proprietary garden is not transparent. Being a single 

owner, the proprietor can hide many information from the workers. 

Comparatively the functions of the Agency gardens are somewhat of 

business like and transparent. 

The perception has developed because of lack of transparency in the tea 

industry. The financial activities of the gardens mainly the prices of the tea 

sold and the profit made by the company are kept secret. The lack of 

transparency does create doubts in the minds of the workers. The Trade 

Unions are demanding that the entire produce of the gardens to be sold 

through auction so that the management is unable to hide the actual price 

realization and the profit. 

The Plantation Labour Act that was enacted by the Parliament could not 

safeguard the hope and the inspiration of the plantation workers. 

According to Samir Roy of West Bengal Cha Mazdoor Sabha, the 

Government machinery and the labour directorate are working towards 

implementation of all the provisions in the tea gardens area. However, the 
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task remains unfulfilled due to shortage of officials as well as transport 

facilities. 

The provisions for prosecution and penalties in the PLA are not deterrent 

in nature. Planters take advantage of this situation. The maximum penalty 

that could be imposed by the Government for any violation of PLA is only 

Rs 500. A second prosecution could invite a penalty of Rs 1 ,000. 

Therefore, management pays the amount of Rs. 500 or Rs. 1000 as fine 

rather than spending huge amount on a constructing house or buying an 

ambulance or even appointing a qualif!ed doctor. 

It is found out from the data that the integrating style was the most used 

style by the workers of Darjeeling, Dooars and Terai areas with co-workers 

and avoiding the least used style. In tea gardens, workers do not believe 

that by simply avoiding the conflict situation a solution can be reached. 

Therefore workers use first four styles namely integrating, compromising, 

obliging and domination styles before using the avoiding style to settle the 

problem between the co-workers. 

The workers of Darjeeling, Dooars and Terai gardens use Integrating 

style most frequently than any other styles while dealing with the superior. 

In addition, for Darjeeling and Terai g3rdens, avoiding was the least used 

style where as for Dooars it was the dominating style which was used the 

least by the workers while settling disputes with the superior. 

The analysis of paired sample test (with superior and with co-workers) 

revealed that there is incompatibility between the avoiding and dominating; 

avoiding and compromising; dominating and obliging; dominating and 

compromising; obliging and compromising; avoiding and obliging styles. 
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DEPARTMENT OF COMMERCE 

NORTH BENGAL UNIVERSITY 
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(Please go through the questionnaire carefully and answer all the questions. 
Please do not consult anyone while filling up the questionnaire. There are no 
right and wrong answers. Express your frank views and opinions. Your 
responses will be kept completely confidential. They will not be shared with 
any other person or I and organ1sations. Respondents' names will be kept 
completely anonymous ) 

1.1 Name of the Tea Estate.. . .................................................................. . 

1.2 Address ................................................................................................ . 

1.3 Male D Female D 
1.4 Age ................. . 

1 . 5 Factory worker LJ Garden worker D 
1.6 Position held in the garden .... 

1. 7 No of years serving in this tea garden? .......................... . 

2.1 When the management introduces any changes in the garden, how 
do you come to know about it? 

from the D from D from D fromtrade D 
management immediate boss co-workers union 

2.2 Does management consult you before introducing any changes in the 
work process? 

always D often D sometimes D never D 
2.3 Do you openly disagree with the changes that do not suit you? 

always D often D sometimes D never D 
2.4 Does management threat the workers of closure in the slightest of 
pretext to obey their polities. 

always D often D sometimes D never U 
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2.5 Do you suggest any new ideas to the management? 
always c=J often D sometimes D never D 

2.6 Does management encourage such ideas from the workers? 
always 0 often 0 sometimes 0 never D 

2.7 Do management seek new ideas from the workers? 
always 0 often 0 sometimes D 

2.8 Can you communicate directly with the management? 
always D often D sometimes D 

2.9 Are your afraid to admit ignorance and 
uncertainties to the management? 

2.10 Do you feel free to discuss work related 
problems 

with boss? 

2.11 Is your boss friendly and supportive to 
your 

problem? 
2.12 Is there trust between you and your boss? 

2.13 Are workers recognised and rewarded for 
good work? 

2.14 Are you treated fairly according to your 
contribution? 

Yes D 

Yes D 

Yes 0 

Yes D 

Yes[] 

never D 

never D 
No 

No [J 

No[] 

No [J 

NoD 

No I j 

Please read each statement given below, and tick the number (1 - 5) on 
right 
hand side of the statement to indicate your opinion. 

Tick 1 if you strongly disagree 
Tick 2 if you disagree 
Tick 3 if you half agree and half disagree 
Tick 4 if you agree 
Tick 5 if you strongly agree 



. I 

Strongly I 
1 

, disagree I 
i I L 

3.1 I try to investigate an issue with my boss to find a 10 
solution acceptable to us. 
3.2 I try to keep my conflict with my boss to myself. 10 

3.3 I argue my case with my boss to show the merits of 10 
my position. 
3.4 I usually accommodate the wishes of my boss. 10 

3. S I use 'give and take' so that a compromise can be 10 
made. 
4. 1 I try to investigate an issue with my co-worker to 10 
find a solution acceptable to us. 
4.2 I try to keep my conflict with my co-workers to 10 
myself. 

4.3 I argue my case with my co-worker to show the 10 
merits of my position. 

4.4 I usually accommodate the wishes of my co-worker. 10 

4.S I use 'give and take' so that a compromise can be 10 
made. 

agree 

1 Half t ~-----~ 

I agree I [ agree I 
! Half 

1 
I 

L disagree _j L _ _ _ __ ___j 

20 30 4 L_J 

20 3 1 I 
~~l 

4 L _ _j 

20 30 
4 ,~, -1 

L_J 

~~ 

20 30 4 

20 30 
,-l 

4 l,_____j 

20 30 4[] 

20 30 4 i! L___j 

20 30 40 

20 30 4 ~~ L. 

20 30 40 

r~tro:lyl 
, agree 

1 

I L___ __ ____j 

s [_] 
sO 
s [] 
sLJ 
sO 
sO 
s 
sO 
sO 
sO 

N 
--..] 
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In the last five years, was there any tension between the workers and 

management due to : 
5.1 Provision for housing to worker Yes 0 No 0 

and his family 

5.2 Non-payment of bonus/bonus paid Yes 0 No D 
not in accordance to law 

5.3 Unemployment problems of Yes 
resident of tea garden. 

5.4 Deterioration in the quality of tea Yes 
produced 

5.5 Decrease in the quantity of tea Yes 
produced 

5.6 Lay-off, retrenchment or dismissal Yes 
of workers 

5.7 Non-payment of wages Yes 

5.8 Food grains provided at Yes 
concessional rates 

5.9 Medical facilities provided to Yes 
worker and his family members 

5.10 Promotion of workers Yes 

5.11 Duration of work/ holidays etc. Yes 

5.12 Drinking water provided to Yes 
worker and his family members 

5.13 Workers perce1ve that the Yes 
management is driven by profit 
motive only and care less about 
the Welfare of the workers and 
garden. 

5.14 Lack of cooperation by the Yes 
management 

5.15 Any other reasons ( please Yes 
specify) 

Other reasons: 
i) 
i i) 

D 

D 

D 

D 

D 

D 

D 

D 

D 

D 

D 

D 

D 

No 0 

No D 

No D 

No [_] 

No D 
No D 
No D 

NoD 

No 0 

NoD 

NoD 

NoD 

NoD 

THANK YOU FOR YOUR COOPERA T/ON 
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4.1 INTRODUCTION 

The data collected from 76 trade union Office bearers of 50 tea gardens of 

Darjeeling, Dooars and Terai regions are statistically analyzed in this 

chapter and the results presented. Trade Unions affiliated with different 

political parties are active in the tea gardens. Efforts were made to collect 

information from all active trade unions of the tea gardens. Most of the tea 

gardens have more than one trade union; few gardens have more than 

two trade unions. Very few gardens have only one active trade union. The 

necessary data required from the trade union office bearers are collected 

through questionnaires. The office bearers of the respective trade union 

are asked to fill up the questionnaires. The office bearers include unit 

secretary, president, and vice president of the trade union. Keeping in 

mind the low literacy rate amongst the union office bearers, the 

questionnaires were printed in English as well as in regional language. 

The data are analyzed by dividing the trade unions into basically four 

groups: ( i) trade unions of Darjeeling, Dooars and Terai , (ii) trade unions 

of small and big gardens (iii) Junior trade Unions office bearers and senior 

trade unions office bearers and (iv) trade unions of proprietary garden and 

non-proprietary garden. 

While analyzing the data the sequence of the questions given in the 

questionnaire are followed. The difference in the responses of the trade 

union office bearers are analyzed using chi-square. 

The data for five different styles of handling conflict are analyzed using 

statistical tool 'one sample t test'. The said test is helpful in identifying the 

most preferred style used by trade union office bearer while dealing with 

conflicting situation. The five conflict handling styles are obliging, 

dominating, avoiding, compromising and integrating. 

The different sources of conflict prevailing in the gardens between 

management and trade unions are analyzed and ranked according to their 

importance. Rank correction is used to find out if there are any correlation 
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in the ranking based on the location of the garden or the size of the garden 

or types of garden etc. 

A Trade Union office bearer may use two or more conflict handing styles 

at the same time. Therefore, 'Paired sample test' is used to find out which 

styles are compatible and which are not. 

4.2 ANALYSIS OF RESPONSES 

The data are analyzed by dividing the trade union office bearers into 

basically four groups: ( i ) trade union office bearers of Oarjeeling, Dooars 

and Terai , (ii) trade union office bearers of big and small gardens, (iii) 

junior and senior trade union office bearers (iv)trade union office bearers 

of proprietary garden and non-proprietary garden. Due to large variation in 

the size of the gardens especially in hill gardens and the plain gardens 

following criteria have been set up while determining size of the gardens. 

For Darjeeling, small garden = 200 hectares or less; big garden = above 

200 hectares. For Dooars, small garden = 400 hectares or less; big garden 

= above 400 hectares. For Terai, small garden = 250 hectares or less; big 

garden = above 250 hectares. 

For the purpose of this research study, junior office bearer= 40 years and 

below and senior trade union office bearers= above 40 years. 

The Q No. mentioned in the analysis tables is the questionnaire number 

as appeared in the questionnaire. 

Table4.1 
FREQUENCY OF MEETING BETWEEN MANAGEMENT AND TRADE 

UNION 
( Q No 2 1) 

[ o:ce Once Once As and Chi-
a in two when Sig. 

month months 
square [ Groups 

I required .._..._, 
I 

~-------------~L~o -i _o __ +--- o 17 _j 
I 4 i 5 I 1 I 34 4 ~:7 t 038 I 

-1 w~ek 
1 0 I I 

17 I 
I 1 i 5 1 ! 31 3.44 .179 

I 

0 I 1 I 0 31 . . ~ 
Junior office bearer --2[ 3r . 0 -t- 29 -

! Senior office bearer 2 
1 t 11 I 36~]_2

101 1 1 ·~00 

l
Proprietary gardens H 5 1 I 54 I l 
Non-prop~r-g~_n_~--L---~~-~ __ 1_ _, -- o~ ___ L __ .1_1 1.~27 .380 J 
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One of the four chi-square values is significant. The responses of the 

trade union office bearers and big and small gardens are significantly 

different. However, there is no significant difference in the response of the 

trade union office bearers of Darjeeling, Dooars and Terai; junior and 

senior office bearer; proprietary and non-proprietary gardens. 

Table 4.2 

THE COOPERATION OF TRADE UNIONS WITH ONE ANOTHER 
TO PRESSURISE DEMANDS OF THE WORKERS 

( Q No. 2.2) 

I Groups I Always Often 
Some 

Never 
Chi-

Sig 
times square 

I I I Darjeeling 4 (19) 1 (5) 12 (57) 4(19) I 
I 

.907 I Dooars 8 (23) 
I 

2 (6) 22 (63) 
3 (8) I .194 I 

I 

I 

I Terai ~~ 4 (23) 11 (65) 1 (6) 

I Big garden I 8(19) I 
I s ( 12) 1 

I I 
4 (9) 25 (60) I 

I I 
.069 I 793 I . I 

Sma II Garden __ :_~--- 3 ( 1 0 U 2 __ o_(_6 __ s )--+--3~( 1_0_) +--~~-l---~----4 
Junior Office 127) I r 
bearer I 9 (27) I 3 (9) 118 (55) 3 (9) 

Senior Office I 4 ( 1 0) j 4 (1 0) I 27 (68) 

.119 2.43 

5 (12) 
bearer ____J_ . 

L__G_:_:n_~_:·_~:_:_:_a_rd_e_n_s-'---_1_:--::_:_:-+-~~-:-:-~)--+-1 -3-::::_:_:_11---::-::_:_: -+-1 ~.-0_9----l-~--74_2-
(Figures in brackets indicate percentage) 

The chi-square values of all four groups are not significant. Therefore, 

there is no significant different in the responses of the trade union office 

bearers as far as cooperating with one another to pressurize the demands 

of the workers are concerned. 
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Table 4.3 

ADAPTING DIVIDE AND RULE POLICY BY THE MANAGEMENT 

( Q No. 2.3) 

Groups Always 

Darjeeling 3 (14) 

Often 
Some 
times 

0 (00) 12 (57) 

Never 

6 (29) 

Chi
square 

Sig. 

.59 .745 . . Dooars [ 7 (18) 1 (3) I 15 (39) 1S (39) 

\~'~----·-3~)-· -1~-1--4_(_24_)+-_9_(_53_)_4-----~-
1 Big garden 6 (14) 1 (2) [ 16 (36) 21 (48) 

3.08 .214 

I Small Garden 7( 2~~--2._~3) I 1_5 __ (4~7--)--t--_9_(_28_)---t----- t----

1 Junior Office 9 (26) 0 (~ 5 (44) 1 o (29) I 
I bearer I :oo) I - 3.15 i .206 

i Senior Office i 4 (g) I 2 (5) i 16 (38) 20 (48) : 

:~:~~i~tary -1-10 .( ;~-) ~1--(-2-) -+--------+--25-( 4-0-)----+-----+--
Gardens 26 (42) \ 

L..N_o_n_-p_r_op---~--3(21_)~_5_(_36_)~_1_(_7_)~_5_(_3_6)~ 
9

.4

5 

I ·_

005 

1 gardens _ ________j_ 
(figures in brackets indicate pcr·centage) 

Out of four chi-square values, only one is significant and the rest three are 

not significant. The responses of the trade union Office Bearers of 

Proprietary gardens and non-proprietary gardens differ significantly. 

16.13% of the trade union Office Bearers of proprietary gardens fell that 

the management always adopts divide and rule policy between trade 

unions whereas it is 21.43% for non-proprietary gardens. The responses 

of trade union Office Bearers of Darjeeling, Dooars and Terai regions; big 

and small gardens; junior and senior office bearers are not significantly 

different. 
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Table 4.4 

FREEDOM TO DISCUSS WORK RELATED PROBLEMS OF TRADE 
UNION WITH THE MANAGEMENT 

( Q No. 2.4) 
~---------~--~---~----~~-----~------~-=~-,~~ Some Chi- Sig 
G Always Often Neyer roups times square 

Darjeeling 9 (43) 2 (9) 10 (48) 0 (00) 

Dooars 15 (39) 12 (32) 10 (26) I 1 (3) 
1 

4.36 I ·~5 I 

,_Terai _l 7 (~.11_+- 5 (29) 1 5 (29) Lo(OO) ! ~ 
Big garden I 6 (14) 1 (2) I 16 (36)-t 21 (48) 'I 061 
~mall Garden I U~~} ___ 1 (3) \ 15 (47) 9 (28) 

5
·
63 

0 

Junior Office 9 (26) 0 (00) 15 (44) 10 (29) r 
bearer \ _ _I 442 .80 I 
Senior Office 4 (1 0) 2 (5) 16 (38) 20 (48) . 11 
bearer 

r--~------------------1--- ---~i----~----1--·------ -----~- ---

Proprietary 10 (16) 1 (2) 26 (42) 25 (40) 
Gardens ' .57 

.53 
7 Non-prop ! 3 (21) 5 (36) 1 (7) 5 (36) 

gardens~ __ _L_ ---~----~--~----~--~~~ 
(Figures in brackets JndJcate percentage) 

There are no significant differences in the responses of the trade union 

office bearers of Darjeeling, Dooars and Terai region, big and small 

Garden, junior and senior office bearer and proprietary and non

proprietary gardens. 

Table 4.5 

ATTITUDE OF MANAGEMENT TOWARDS THE PROBLEMS OF 
WORKERS 

( Q No. 2.5) 

Groups Always Often Some 
Never 

Chi-
Sig. times square 

I Darjeeling 3 (14) 4 (19) 13 (62) 1 (5) 
Dooars 9 (24) 4 (1 0) 13 (34) 12 (32) .309 .857 
Terai I 2 (12) 5 (29) 9 (53) 1 (6) 
Big garden 22 (50) 7 (16) 15 (34) 0 (00) 

6.95 .073 
Small Garden 9 (28) 12 (38) 10(31) 1 (3) 
Junior Office 

13 (38) 8 (24) 12 (35) 1 (3) 
bearer 

I Senior Office .571 .903 

bearer 
18 (43) 11 (26) 13 (31) 0 (00) 

·-

Proprietary I, 

26 (42) 16 (26) 19 (31) 1 (2) 
Gardens I 
Non-prop 

.000 1.000 

gardens 
5 (36) 3 (21) 6 (43) 0 (00) 

(figures 111 brackets Jncl1cate percentage) 
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On the question of whether the management is sympathetic to the 

problems of the workers, the responses of the trade union office bearers' 

are similar for all four groups. 

Table 4.6 

CONSULTATION BY THE MANAGEMENT WITH TRADE UNION 
BEFORE INTRODUCING ANY CHANGE IN THE WORK PROCESS 

( Q No. 2.6) 

Groups Always Often 
Some 

Never 
Chi-

Sig. 
times square 

Darjeeling 2 (1 0) 6 (29) 12 (57) 1 (5) 

Dooars 8 (21) 2 (5) 22 (58) 
6(16) 

2.44 .295 

Terai 3 (18) 5 (29) 8 (47) 1 (6) 
Big garden 6 (14) 11 (25) 25 (57) 2 (4) 

4.85 .088 
SmaiiGarden 7 (22) 2 (6) 17 (53) 6(19) 
Junior Office 

6 (18) 6 (18) 17 (50) 5(14) 
bearer 
Senior Office 

.032 .984 
7(17) 7(17) 25 (60) 3(7) 

bearer 

9 (1;-r 12 (19) 
Proprietary 

34 (55) 7(11) I 
Gardens 
Non-prop 

.017 1.000 
4 (29) 1 (7) 8 (57) 1(7) 

gardens 
(Figures ill brackets mdicate percentage) 

There are no significant differences in the responses of the trade union 
Office Bearers in all four groups. 

Table 4.7 

DISAGREEMENT BY TRADE UNIONS WITH THE CHANGES THAT 
DO NOT SUIT THEM 

( Q No. 2.7) 
r·· -----~-------~---- ~ ------ - T ------------, 

Groups Always I Often ~orne Never 
Chi-

Sig. t1mes square 
Darjeeling I 5 (24) 4 (19) 10 (48) 2 (9) 
Dooars 115 (39) 9 (24) 12 (32) 2 (5) 2.11 .715 
Terai 6 (35) 5 (29) 6 (35) 0(00) 
Big garden i 15 (34) 8 (18) 19(43) 2 (5) 

2.12 .346 Small Garden 11 (34) 10 (31) 9 (28) 2 (6) 
Junior Office 

11 (32) I 9 (26) 12 (35) bearer 2 (6) 

Senior Office .276 1.871 
bearer 15 (35) I 9 (21) 16 (38) 2 (5) 

Proprietary I -r 
I 13 (21) I 26 (42) 2 (3) I 

I 
I 21 (34) I 

I 
Gardens 'I I i 

Non- ro I I 1.29 .256 I 
! ' 
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There are no significant differences in the responses of the trade union 
Office Bearers in all four groups. · 

Table 4.8 
SUGGESTING NEW IDEAS TO THE MANAGEMENT BY TRADE 

UNION 
( Q No. 2.8) 

Groups Always Often Sometimes Never 
Chi-

square 
Sig. 

Darjeeling 5(24) 5 (24) 11 (52) 0 (00) 
Dooars 1 0(26) 7 (18) 17 (45) 4 (11) .05 .973 
Terai 2(12) 6 (35) 9_{_53) 0 (OOl 
Big garden 8(18) 1 0 (23) 25 (57) 1 (2) 

1.37 .504 
Small Garden 9(28) 8 (2~ 12 (38) 3 (9) 

·-~ 

Junior Office 
9(26) 6 (18) 16 ( 4 7) 3 (9) 

bearer 
Senior Office 

1.45 .484 

, bearer 
8(19) 12 (29) 21 (50) 1 (2) 

-~-------------- -- ------ -- -·t- --- ------ "- ------ -- - ----~ -·-- -- .... ~---------~~- ----

Proprietary 
14 23) 12 (19) 33 (53) 3 (5) 

Gardens 
Non-prop 

I 

2.296 .130 
3(21) 6 (43) 4 (29) 1 (7) 

_gardens 
" ( f·1gures In brackets Indicate percentage) 

There are no significant differences in the responses of the trade union 

Office Bearers in all four groups. 

Table 4.9 

ENCOURAGING TRADE UNION BY THE MANAGEMENT TO 
SUGGEST NEW IDEAS 

( Q No. 2.9) 
-----:-~~----~ 

-~-~.--

Group~AI~a~-
Darjeeling 5 (24) I 
Dooars 1 0 (26) 
Terai 2 (11ij_ 

Often 
Some 
times 

------- r--~--

5 (24) 11 (52) 
7 (18) 17 (45) 
6 (35) 9 (53) 
9 (20) 27 (61) Big garden 2 (5H'-

Sr:!]all Garden 2 (6) 

1 

Junior Office 
4 

(
12

) 
- 3 (9) --f--?1 (66) 

bearer 
Senior Office 
bearer 
Proprietary 
Gardens 
Non-prop 
ardens 

0 (00) 

3 (5) 

1 (7) 

5 (15) i 18 (53) 
I 

7 (17) + :o (71) 

40 (65) 9 (14) 

3 (21) 8 (57) 

(Figures in b1·ackets indicate percentage) 

-----. ~---

Never Ch1- s· 
square+_lg. 

0 (00) 
I .oo9 4 (11) 9.50 

0 (00) t ~67 6 (14) 
1.13 

6 (19) 
-----~-~--------

I 

7 (21) I 

I 2.77 .250 1 
I 

5 (12) 

10 (16) 

s.os l~os 
2 (14) 

--~-- --- --
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There are no significant differences in the responses of the trade union for 

small and big gardens, junior and senior office bearers. However, there 

are significant difference in the responses of the trade union office bearers 

of Darjeeling, Dooars and Terai regions, proprietary and Non-proprietary 

gardens. 

23.81% and 26.31% of the trade union office bearers of Darjeeling, 

Dooars gardens respectively feel that the management always 

encourages new ideas from the Trade Union whereas it is only 11.76% for 

Terai gardens. For proprietary and non-proprietary gardens, 64.52% of the 

trade union of proprietary gardens feel that the management often 

encourages new ideas from the trade union but it is only 21.43% for non

proprietary gardens. 



Table 4.10 

THE CAUSES OF CONFLICT BETWEEN THE TRADE UNIONS AND THE MANAGEMENT IN THE GARDEN 

I ' I J . r-s . I ' 8 . 5 11 unror i enror P N 
• • 1 • 1 rna . , . ro on- ro . 

I 
DarJeelmg Dooars I Tera1 dg d off1ce '[ off1ce dp G pd p [ gar en gar en b b gar en ar en 

: earer earer , ~ 
Yes No Yes No Yes No i Yes No Yes No Yes No I Yes No Yes i No Yes ,--No 
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4.2.1 ANALYSIS OF ITMES AS APPEARED UNDER TABLE NO. 4.10 

Q No 4.1 Provision for housing to worker and his family 

Two of the four chi-square values are significant. The responses of the 

trade union office bearers of Darjeeling, Dooars and Terai regions as well 

as of big and small gardens are significantly different. However, there is no 

significant difference in the response of the trade union office bearers of 

junior and senior office bearer, proprietary and non-proprietary gardens. 

57.14% and 58.82% of trade union office bearers of Darjeeling and Terai 

gardens feel that problem for housing creates tension between 

Management and trade union and for Dooars it is 84.21 % 

87.5% of the trade union office bearers of small gardens feel that problem 

for housing creates tension between management and trade union but 

only 59.09% of the trade union office bearers of big gardens feel the 

same. 

Q No 4.2 Non-payment of bonus or bonus paid not in accordance to 
law 

First two chi-square values are significant. The responses of the trade 

union office bearers of Darjeeling, Dooars and Terai regions as well as of 

big and small gardens are different significantly. However, the response of 

the trade union office bearers of junior and senior office bearer, proprietary 

and non-proprietary gardens are not significantly different. 

52.63% of trade union office bearers of Dooars gardens feel that delay 

payment of bonus or bonus not paid according to Payment of Bonus Act 

create tension between management and trade union but only 14.29% 

and 5.88% of trade union office Bearers of Darjeeling and Terai gardens 

respectively feel the same. 

18.18% of the trade union office bearers of big garden feel that delay 

payment of bonus or bonus not paid according to Payment of Bonus Act is 

the reason for conflict between management and trade union whereas for 

small Gardens it is 78.12%. 
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Q No 4.3 Unemployment problems of resident of tea garden. 

Except for the big and small gardens, there are no significant differences 

in the responses of the trade union office bearers under any other groups. 

54.55% of the trade union office bearers of big gardens feel that 

unemployment problems for the residents of the tea gardens has been the 

reason for conflict between Management and trade union but for the small 

gardens, the percentage is 31.25.· 

Q No 4.4 Deterioration in the quality of tea produced. 

There are no significant differences in the responses of the trade union 

office bearers under all four groups. 

Q No 4.5 Decrease in the quality of tea produced 

There are no significant differences in the responses of the trade union 

office bearers under all four groups. 

Q No 4.6. Lay-off, retrenchment or dismissal of workers 

There are no significant differences in the responses of the trade union 

office bearers under all four groups. 

Q No 4.7 Non-payment or delay in the payment of wages 

There are no significant differences in the responses of the trade union 

office bearers under all four groups. 

Q No 4.8 Food grains provided at concessional rate. 

Except for Darjeeling, Dooars and Terai gardens, there are no significant 

differences in the responses of the trade union office bearers under any 

other groups. 

19.05% and 47.06% of trade union office bearers of Darjeeling and Terai 

gardens respectively feel that irregular distribution of foodgrains to the 

workers create tension between management and trade union whereas 

the percentage is more than 60% for Dooars. 

Q No 4.9 Medical facilities provided to worker and his family 
members. 

There are significant differences in the responses of the trade union office 

bearers of Darjeeling. Dooars and Terai regions as well as of big and 
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small gardens. However, there is no significant difference in the response 

of the trade union office bearers of junior and senior office bearer; and 

proprietary and non-proprietary gardens. 

68.42% and 58.82% of trade union office bearers of Dooars and Terai 

gardens feel that inadequate medical facilities provided to the workers 

create tension between Management and trade union whereas only 

33.33% of trade union office bearers of Darjeeling feel the same. 

45.45% of the trade union office bearers of big garden feel that inadequate 

medical facilities provided to the workers create tension between 

Management whereas the figure for the small Gardens is as high as 

71.88%. 

a No 4.10 Promotion of workers 

There are no significant differences in the responses of the trade union 

office bearers under all four groups. 

Q No 4.11. Duration of work 

There are no significant differences in the responses of the trade union 

office bearers under all four groups. 

a No 4.12. Drinking water provided to worker and his family 
members 

There are no significant differences in the responses of the trade union 

office bearers under all four groups. 

a No 4.13 The management is driven by profit motive only and cares 
Jess about the welfare of the workers and garden 

There are no significant differences in the responses of the trade union 

Office Bearers under all four groups. 

a No 4.14. Lack of cooperation by the management 

There are no significant differences in the responses of the trade union 

office bearers under all groups except for Darjeeling, Dooars and Terai 

reg1ons. 

76 32 % and 64.71% of trade union office bearers of Dooars and Terai 

regions respectively feel that lack of cooperation by the Management is 
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one of the reasons for tension between management and trade union but 

only 38.10 % of the trade union office bearers of Darjeeling feel the same 

way. 

Table 4.11 

IMPORTANT DEMANDS OF TRADE UNIONS OF DARJEELING, 
DOOARS AND TERAI 

····T· ................ - ......... --- --- ______ .... ___ ---.... - ... ·--· ----- ---- --T-No-Oft:rade 

Sl , Demands i unions 
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1 

·-
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--------· 

II 1 I . . ) 
1 construction, repa1rs etc. 

~--;- -i-New employment in the tea. ga-rder,-Temployment·i~the--T----~; 
L_p@_ceofr_~1~!~d IJV()rkers . _ __ ··-----

3 Drinking water . 26 

4 ~Eie_c;tnfic_?t~nj~_yv()r_k~!s'_qu_~rt~rs1_~~es~-~!i_c;1ricity. ~ilL __ ~-L~---~~~-
i Provision for essential medicines in the garden hospital 

5 
;[ or dispensary I Medical treatment to unemployed people 

1 23 

I
. . of the garden I Payment of medical and food expenses [1 

~----t.2.tF..?.!ients admitted outside the garden hospital --------+------ __ 
r ;-1 ~:~~f:; ~fs{~b~~~~~ :a,;~~:s"f~:;;~;;;\o be pro~ide;TtO -~ ...... ~~. 

8 ·~~~- . --- --------··-·----· I --"'13----1 
9 Gratuity and_PT--------=---- ___ __1 3-:=~1 
10 Pucca I pitch~d road to the labour lines 12 · 
11 Ambulance I qualified doctor in the garden hospital 1-0-----l 
12 ! Umbrella and t.;rpa~li~ to w~rkers - - . - _,- 1-0 I 
-- ----------. . ----------------- ------ -- ---I 

f _J 3 
1 

C_on~ruc!l()l'l__()fJoliets ansJ _b_a!hr_2orns in the labour lin~s_ -----~- _ -I 
. 1 ~ ~choo_!_bu~~_Q~veyance_l____ ____ 9 1 
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146 

The analysis of the above table indicated that the five most important 

demands put before the management by the trade unions of Darjeeling, 

Dooars and Terai are (i) housing (ii) New employment (iii) medicine (iv) 

Drinking water and (v) electricity. 57 out of 76 trade unions had demanded 

'provision for housing', thus making is the number one problem of the tea 

industry. 

Table4.12 

No. 

----~-------~-Dema~-~s---~--~ --1 Nou~~:~:cie ~-R~n~ I 
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3
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~~ 
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1--· ---
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Ambulance I qualified doctor in the 
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---' 
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Table 4.13 

IMPORTANT DEMANDS OF TRADE UNIONS OF DOOARS 
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! 

17 
1

, Construction of toilets and bathrooms in the i 
3 16 

'1 labour lines 1 

, 
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IMPORTANT DEMANDS OF TRADE UNIONS OF TERAI 
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' 
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---------- --------------------------------------------~-------- -------------+---------- ---------

_'12-+_~p~gradation of !~~Ga~en _________ l__ ___ ___? __ -----'----~~-
_1_6 .t\/-~h_icl~!_()~_~e_cJ9_i_~g-~~~~_l!lO~t _________ _)_ __ ___ _1 _____ [ _____ 14 
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Table 4.15 

RANK CORRELATION FOR FIVE MOST IMPORTANT DEMANDS OF 
TRADE UNIONS OF DARJEELING, DOOARS AND TERAI 

,----------------------T-------- -- --------- -- -------~----~~------- -----~---------

[ ' \ Darjeeling Dooars I Terai ! 
~-------------------- ---- __ , ____________ ----------f-----------· _____ , 
', Darjeeling , Correlation Coefficient ' 1.000 1 .688 : .803 · 
I- - - - - ----- ;- - Sig. (2-tailed) - -l--:199-- i- .1 02 : 
1----------------- -- --- - ----- ------ ·--- -- t---- --- ------ -----t- ---
~---- ____ -----+ _______ N _____ 5 ___ _J __ -~- __ _ 
i Oooars I Correlation Coefficient .688 i 1.000 
t- -- --- -------- +- ----si9 .-- (2 -tailed) + -- --199____ :- -.-334 - i 
1- - -- - -- - --- t - 1 - -- -- ---- - J_ --- --- : 
I I N : 5 5 i 5 • 

r~-. T ~~~ . t~c~,;~l;tio~ Coeffic;ient_l_- so:l - .. 55i~[1 Ocig-j 

I = -=- --~~ .. J:: = _s~_jBtailed) = L .1~2 3r1}H ml 

While comparing the first five important demands raised by Trade Unions 

of Darjeeling, Dooars and Terai region, it has been observed that the 

Spearman's rank order correlation is not statistically significant which 

indicate that rating of demands by Trade Unions of Darjeeling and Dooars 

and Terai are significantly different. 

According to 19 trade union office bearer of Darjeeling , 30 trade union 

office bearers of Dooars and 8 office bearers of Terai "housing" is the 

most important demand of the trade unions. "Housing" to the worker and 

his family is the number one demand of trade unions of all three regions. 

In Dooars the second most important demand raised by the Trade union 

office bearers is 'problem of drinking water'. However, this demand 

features only in the forth place for Terai and in third place for Darjeeling. 



IN~. 
4.1 

I 

'4.2 

Table 4.16 

SOURCES OF CONFLICT BETWEEN TRADE UNIONS AND 
MANAGEMENT 

Sources of conflict 
No of TUs 
(frequency) 

Provision for housing to worker and his 
54 

family 

Non-payment of bonus/bonus paid not in 24 
accordance to law 

Unemployment problems of resident of tea 
49 

150 

rank] 
1 I 

13 

2 
I 
I 

14.3 garden 
~-· ·-------- -------1 
4.4 Decrease in the quantity of tea produced 32 11 

···-

4.5 Deterioration in the quality of tea produced 26 12 
-------- ~------~-

4.6 
Lay-off, retrenchment or dismissal of I 20 15 
workers. 

4.7 Non-payment of wages. 32 11 

4.8 Food grains provided at concessional rates. 35 8 
--

4.9 
Medical facilities provided to worker and his 

43 5 
family members 

-

4.10 Promotion of workers 38 7 
r----
4.11 Duration of work/ holidays etc. 23 14 

4.12 
Drinking water provided to worker and his 

40 6 family members 
~~---- t-·-···-- ------ --·-··-

Workers perceive that the management is 

4.13 
driven by profit motive only and care less 

48 4 
about the Welfare of the workers and 
garden. 

------ ·--------·--·· --
4.14 

r--· 
Lack of cooperation by the management 48 4 

4.15 Any other reasons (please se_eci!}'! ________ J_~-·. -~--- 9 
~- --·-----~--- -----·· 

On the opinion of Trade Unions office bearers of 76 Trade Unions of 50 

tea gardens 'Provision for housing to worker and his family' is the number 

one reason for conflict between Management and workers followed by ' 

Unemployment problems of resident of tea garden'. The number three 

reason for conflict between Workers and the management is jointly 

'Workers perceive that the management is driven by profit motive only and 

care less about the Welfare of ttle workers and garden' and 'Lack of 

cooperation by the management'. 
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Table 4.17 

SOURCES OF CONFLICT BETWEEN THE TRADE UNION AND 
MANAGEMENT ACCORDING TO TRADE UNION OFFICE BEARERS 

OF DARJEELING, DOOARS AND TERAI 

51. 
Sources of Conflict 

Darjeeling Do oars Terai 
No (frequency) (frequency) (frequency) 

1 
Provision for housing to worker 

12 32 10 
and his family 

... --

2 
Non-payment of bonus/bonus 

3 20 1 
paid not in accordance to law 

--- ··-t-------

3 
Unemployment problems of 

12 28 9 
resident of tea garden 

. J -j - - --·-----~ ~ 
:
1 

4 ~~~~~=~ 1n the quant1ty of tea 11 1 

1135 

------+-
11 

~

7
- I 

5 
Deterioration -in the q~~lity~f--~----6--+ I .. l 

1 tea produced I 

6 5 

7 Non-payment of wages. 5 13 6 
r---- ·---- --·- ··-- ---------------1----------

Food grains provided at , 
4 

I 

23 
I 

concessional rates. -~~ _________ L_______ J 

8 

Medical facilities provided to I [ . ---r 
worker and his family 7 I 16 10 

I ' I 

8 

9 
members i ' 

10 Promotion of~~~~--- - -- -l------1-1 --+--21---- -----6·---
Duration of work/ holidays etc .r·- 5 I. 10 a-11 

Drinking water provided to , 
12 worker and his family 

members 

Workers perceive that the 
management is driven by profit . 

9 22 9 

13 motive only and care less 11 27 10 
about the Welfare of the 

workers and garden. _ -----+----- ____ j ________ _ 
114 I Lack of coop. eration by .the I I rl 

management : 8 : 29 11 

~-~;~ic~~er reason~ (p~eas;:_ -6---l---~~- ---- -~~-
- ___ L 1 
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Table 4.18 

RANKING OF SOURCES OF CONFLICT BETWEEN TRADE UNION 
AND MANAGEMENT ACCORIDNG TO TU OFFICE BEARERS OF 

DARJEELING, DOOARS AND TERAI REGION 
I , 

I~~ sourcesof co~flict ____ ea~~=:~:: D1~:":~ ~::~: 
1 

1 
P_rovisi~n for housing to worker and

1

] 1 . 1 3 
h1s fam1ly ~ , 

f---
1 Non-payment of bonu~fbonus p~id---t-----------1 -----~-- --

1

1 2 I 15 8 ' 15 

-
3 

~ ~~~:;~::::~:~~:~::s of r~~id~~~- .... __ ,_ ..... -~ 1- ~ 
1 

4 
~e~r:::~~~~~e quantity of tea -t-~_ti -

1

3

0
-+

1

' ~
6

1~~· 
produced 

- --· I ---+------1 
I
. 

5 
Deterioration in the quality of tea I 1 1 

produced 9 : 12 j 10 I 
f----------+-1 ~- -------------~---- 1---~-----~+-- -- - ----+--- ----i 

6 
Lay-off, retrenchment or dismissal of 

11 
workers. 

7 

8 

9 

Non-payment of wages. 
~~--

Food grains provided at concessional 
rates. 

Medical facilities provided to worker 
and his family members 

11 

14 

8 

12 14 

12 11 
----

5 8 

9 3 
------------- ~--~--+---~---+~~---j 

1 0 Promotion of workers 

11 Duration of work/ holidays etc. 

12 
Drinking water provided to worker 
and his family members 

3 

11 

6 
-----------~----

1 Workers perceive that the 

13 
! management is driven by profit 

3 

7 11 
--

15 8 

6 6 

4 3 
I motive only and care less about the 

Welfare of the workers and garden. 
"--r----------------+----4---------~----
1 

14 
Lack of cooperation by the 
management 

15 Any other reasons (please specify) 

7 

9 

2 2 

10 1 
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Table4.19 

SOURCES OF CONFLICT BETWEEN TRADE UNION AND 
MANAGEMENT ACCORDING TO TRADE UNION OFFICE BEARERS 

OF PROPRIETARY AND NON-PROPRIETARY GARDENS 
--·--r=--------

1 Proprietary 
~-- I 

: Sl. I 

No II 

Sources of Conflict I garden 

Non- 1 

proprietary Rank 
garden 

(frequency) 

Rank 

1 

2 

Provision for housing to 
worker and his famil 
Non-payment of 
bonus/bonus paid not in 

(frequency) 
-~-------+--'-'-~=::..::..LL-...f.- --!----

46 8 1 1 
-+-----~---+---+---

20 4 12 5 

~~~o~dp~~~~!~;~~oblems 1 ----t - · -1- ---~---------~ 
3 

of resident. of tea garden 
42 --+ 7 --4-- 2 2 

13 

L~ , ~fet~=~~~~:~:~ ~uant~~j_ ___ !~ _____ j__ __ 6 __ J 10 3 

.~1 5 I Deterioration in the 1

1 21 I 5 
1

· 11 
'l

1 

quality of tea produced _L__ __ 
---f--

6 Lay-off, retrenchment or I. 

dismissal of workers. 

4 

5 16 4 
----- ~-------· -~------- ------------------------ ----- ·- ------

~--7--~=N_o_n-~p_a~ylm_e_n_to_f_w_a~lg~e_s_.~---=2~9-~---~3--+--9~~~6~ 

8 
Food gr~ins provided at 

31 4 7 5 
----~oe~~~:~~~~~!ti~~es. ----~-~--------t------f------------

4 9 provided to worker and 1

1 35 
his family members 

1 8 

1 0 Promotion of workers 32 6 6 3 
~~-~~~~-=~~~-~---~~--r-----~-~~~~ 

11 
Duration of work/ 

20 holidays etc. 3 
~-~--~~~~-------+-------~----~---~---~ 

Drinking water provided 

12 6 

12 to worker and his family 34 6 5 3 
members 1 + 
t
wh orkers perceive that 1----------+

1

---- I ----l------1 

e management 1s 1 1 

13 driven by profit motive 1 41 1 

I only and care less about : 7 3 2 

I, the Welfare of the ' 

1 ~-rr~~~~; c9onodp~~~~~by- --

---~the ~9r-1agement _____ n 

15 I Any other reasons 
. (please sp_e~ify) __ __ ___ L 

4 8 

41 7 3 
--- -------- . -J.-- . 

30 
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Table 4.20 

RANK CORRELATION FOR SOURCES OF CONFLICT ACCORDING 
TO TRADE UNION OFFICE BEARERS OF DARJEELING, 

DOOARS AND TERAI 

l~A~JEELING~~~~on Correlation D~RJ~E-LIN~ 00~~~5 r~:~ 
1 Sig. (2-tailed) . . .020 . .150 
;--- - --t----- N 1----~-- · p5-p-1 
l- [)_~OA~~ !P~a;;~n C~rr~l~~o~~ _5~4 • .. . ~- -~=--·~ ~62_l 
l _ __ ___ ___ S~g ~ (~tarled) i _ -~~0- ~· . 

15 
_j ~i ~5 _ : 

c.------------------ "--- -- --- ------- ------ ~ . - - - -- f - --- --- ----+--- --1 l TERAI ·-: ~earS()n Correlation_~ ___ 390 -+-3~2-~ __ 1 ____ j 
I : Sig. (2-tailed) I 150 : .185 I . [ f-------- ------- .. ~---------------- ---- -------- L .. -- --- -------- __j _____ -- -- - __ L_ ______ ---i 
l ___ --------- . -----------~--- - - j _____ __:!~ - ---~ _____ 15 : 15 - J 
* Cmrclation is ~i!:-'nilicant at the O.O'i lncl (~-taibl). 

The Spearman's rank order correlation is positive and significant for 

Darjeeling and Dooars indicating that the ranking of sources of conflicts by 

the Trade Unions of Darjeeling. Dooars are similar. However, the rank 

order correlation is not significant for Terai indicating that the ranking of 

sources of conflicts by the Trade Unions of Terai is significantly different 

from that of Darjeeling and Dooars. 

Table 4.21 

RANK CORRELATION FOR SOURCES OF CONFLICT ACCORDING 
TO TRADE UNION OFFICE BEARERS OF PROPRIETARY AND NON-

PROPRIETARY GARDENS 

~-- - i ) Proprietary 1 Non-prop l 
[----.-----------+-Correlation-! garden i-- garden -~ 
\Propnetary garden 1. C ff. . t · 1 000 1 .820** : 
1 . oe 1c1en 1 1 : 
;- ------··--- -----··----+- --- .-----·---:---------·:-- -----·----------·-----r- ·---------~--------; 

1
_________ __ __ S1_9 (2-_tal_~ed) __ 

1
, _ ----------~-----_._000 _____ _j 

• 1 N 15 I 15 I 

INon-proprieta~-~- Cor~e~ation·--r-----82~** 1 

---~;00 ---

lgar~en _____ _ ~.?!!f1c1e~--+------· ______ ____)__ _______ · ______ __ 

I . Sig. (2-tailed) 1 .000 I 
---- ------- - --+---- ---- ---- -- -f .. _ -- ------- . ____________ L 

~ N I 15 i 15 
----- .--- L .. ----------- ------------ ____ 1._ .... ------ ·-- ------- ... L .. - --------------

** Cu1wl~1tiun is significant at the 0 I level (~-t"ikdl. 

The Spearman's rank order correlation is positive and significant for 
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proprietary and non-proprietary gardens indicating that the ranking of 

sources of conflicts by the Trade Unions office bearer of proprietary and 

non-proprietary gardens are similar. 

Table 4.22 

SOURCES OF CONFLICT BETWEEN TRADE UNION AND 
MANAGEMENT ACCORDING TO TRADE UNION OFFICE BEARERS 

OF SMALL AND BIG GARDENS 
,---.-------~------------~--- ---

-~ ~nkl ~~~ Sl. 
1 s t c tr t Small Big 

No 1 ources o on 1c 
garden J!ar~c:~ 

-------- ~ 

1 

1 
Provision for housing to 

! 

26 I 28 
worker and his family I 

2 ! 1 I 
i __, 

2 
Non-payment of bonus/bonus 

8 25 15 2 I 

: ! 

I 

, paid not in accordance to law 

I I Unemployment problems of I 

' 3 I . I 24 I : ~0 4 12 I L 1 res1dent of tea garden -·of ~---·--- _ __ -~ 
' 

4 
Decrease in the quantity of 

22 
, 

10 7 12 
i 

tea produced ____ _ _ _ __ _ ___ ~ ~ 

5 
Deterioration in the quality of [ 

16 10 12 
I 

12 1 

~-~~!':if:~e~~:nchment or t-1~-~-7-- ~-1~- L,l 1-5-j 
d1sm1ssal of workers. L-------l-1-____ l_ . 

_!_ __ J-!on-eayment of wages. ---f-----19 I _1_~---~Q-f----_~Q_ __ 

8 
Food gr~ins provided at 

17
--r 

18 11 6 
concess1onal rates. i-~ 
Medical facilities provided to --- -~ 

9 worker and his family 20 23 8.5 4 

10 ;,::~~i~n ofwor~s --123 15 6 8 
~~Durat1on of work/ holiday_s_ 

1 
- -~ 

4 9 13 14 
~-~_!_c_. -------------· ---~---, ' ·--+---- ···--

Drinking water provided to 
12 worker and his family 

members 

Workers perceive that the 
management is driven by 

, 13 profit motive only and care 

I I ~e~ss .about thew_ e.lfare of the 
! workers and garden. 
~- Lack-atcoo-p-eratio~"Y the 
l , management 
I 15JAny other r~~-son-s( p-lease--~-

. _L~_p~clfy) ____ ___ _ ·--- __ --" 

24 16 4 7 

27 21 1 I 5 

1 

I I 

;~-t- 24-l-: +~-
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Table 4.23 

RANK CORRELATION FOR SOURCES OF CONFLICT ACCORDING 
TO TRADE UNION OFFICE BEARERS OF SMALL AND BIG GARDENS 

Small B. G ~---~ 
I Garden 1g ar en I 

f---~S~m~a-II_G_a_r_d_e_n~+-+-C-_o-~-~el~-tion C?ef 1 . 000 ---~· 394-~~~~ 

__ -i- _ Sig:_(2~tailed)_ i-
15 

----~~;-:6 ____ j
1 

Big Garden £orrel;ti~-n Coeffi~i~nt 
1 

.394 1· .000 ---- j 

t ---= ___ L--~'9}~~t<,;le:~- l_-~6 -f_~-] 5 - -j 
The Spearman's rank order correlation is not significant as indicated by 

table 4.23. The rating of Sources of conflict by the Trade unions of small 

garden and big gardens are not significantly similar. In other words, 

whereas trade unions of big gardens had rated 'housing problem' as 

number one reason for conflict, trade unions of small gardens rated 

'management driven by the profit motives' as the number one reason for 

conflict. For big garden 'the non-payment of bonus not in accordance with 

the law' had been rated as number two reason for conflict in the garden 

whereas for small garden 'housing problem' is number two reason for 

conflict. 

4.3 FREQUENCY OF RESPONSES BY TRADE UNION OFFICE 

BEARERS 

Firstly the frequency of responses of all 76 workers were worked out. In 

the next step mean and standard deviation (SO) values are extracted to 

identify the trade unions office bearers' preference of choices amongst 

difference alternatives The data are analyzed according to the sequence 

of questions presented in the questionnaire 

Q No. 2.1. How often does the Trade Union meet with the 
management to discuss and exchange views? 
,---:-----~,----~------·--·-r----·-----·---···-··--------·--·· 

I Once a i Once a : Once in two r As and when 
I I ' ' 

[_ --~~_ek __ ; ___ m~nth mont~s I r~ql!ir_~~----
1 

Total 

4 6 1 65 76 
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5.26% of trade un1on office bearers responded that they meet the 

Management to discuss and exchange views once a week. 7.89% said 

once a month, 1.32% said once in two months and 85.53% said they meet 

the Management as and when required. A mean value of 3.83 signifies 

that the result is in conformity with the response 'As and when required'. 

SO is .915. 

Q No. 2.2. Is there more than one Trade Union in the garden? If yes, 
do you cooperate with one another to pressurize the demands of the 
workers? 

Always I Often 
--1-3---t-t- 7 

_j---~·-· 

I Sometimes I Never Total ·~ 
i 45 ' 8 73 

~-----------~------

17.81% of trade union office bearers agree that they always, 9.59% feel 

they often, 61.64% feel they sometimes and 10.96% feel they never 

cooperate with other trade union office bearers to pressurize the demands 

of the workers. A mean value of 2.86 signifies that the result is in 

conformity with the response 'Sometimes'. SO is .80. 

Q No. 2.3. Does the Trade Union think that the management has been 
adopting the divide and rule policy? 

,---· . ,------------,-~~------~--~-----~~-l 

~ Always i Often ' Sometimes ' Never l total 1 

l=-==---~~ -~~:1 ______ ~ --=-=r--~~31- --- -:- --= ~§-=-~1 _______ _76 -~~j 
17.11% of trade union office bearers think that management always, 2.63 

% think management often, 40.79% think management sometimes and 

39.47% think that management never adopt divide and rule policy. A mean 

value of 3.25 signifies that the result is in conformity with the response 

'Never'. SO is .91. 

Q No. 2.4. Do you feel free to discuss work related problems with the 
management? 

f_ Al~ys .~ ~;n { Som;:~esi=~e~er t_T~~~-==' 
40.79% of trade union office bearers think that they always, 25% think 

they often, 32.89% think they sometimes and 1.32% think that they never 

feel free to discuss work related problems with the management. A mean 

value of 2.10 signifies that the result is in conformity with the response 

'Sometimes'. SO is .8. 
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Q No. 2.5. Is the management sympathetic to the problems of the 
workers? 

LAI~=y;T~ o~;"-- r so~;~-~es \- N~:er l __ r~:~ _ ·~ 
l~---- -- _____ _____L___~-~----- ~--~ __ _1_~--------~--j ___ ---------------

18.42% of trade union office bearers agree that management is always, 

17.11% feel management is often, 46.05% feel that management is 

sometimes and 18.42% feel that management is never sympathetic to the 

problems of the workers. A mean value of 2.86 signifies that the result is in 

conformity with the response 'Sometimes'. SO is .97. 

Q No. 2.6. Does the management consult the Trade Union before 
introducing any change in the work process? 

Often : Sometimes I - Nev~r -- , - Total . 

13 - - J- -- ~ 42:_-=::_J==~--8 --~-j-~-~:-=7~ ~-=_j 
17.11% of trade union office bearers think that management always, 

17.11% think that management often, 55.26% think that management 

sometimes and 10.53% think that management never consults the trade 

union before introducing any change in the work process. A mean value of 

2. 78 signifies that the result is in conformity with the response 

·sometimes'. SO is .81. 

Q No. 2.7. Does the trade union openly disagree with the changes 
that do not suit it? 

r~AI;:ys t o~=n TSo~;~~-esluN~~'- f- T~-~ 
34.21% of trade union office bearers agree that they always, 23.68% feel 

they often, 36.84% feel they sometimes and 5.26% feel they never openly 

disagree with the changes that do not suit them. A mean value of 2.30 

signifies that the result is in conformity with the response 'Sometimes'. SO 

is .94. 

Q No. 2.8. Does the Trade Union suggest any new ideas to the 
management? 

[~Aii~Y~-.L~~~n J~o=i~::s_I __ N:;e~j ___ r;;l1 
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22.37% of trade union office bearers agree that they always, 23.68% feel 

they often, 48.68% feel they sometimes and 5.26% feel they never 

suggest new ideas to the Management. A mean value of 2.55 signifies that 

the result is in conformity with the response 'Sometimes'. SO is .82. 

Q No. 2.9. Does the management encourage such ideas from the 
Trade Union? 

r~Ai~~x~:1. ~~--qf!~-~-. ·- ,-s?~~-ti~~~-:r--~~N-~y~~~=-r::-~t~iaT---1 
I 4 . 12 ! 48 I 12 i 76 I 
L __ ._. ____ .L_ __ ... _. _________ _L_·--·-·-·--·---.-·.L..-----------L·------·--·--. ···-_j 

5.26% of trade union office bearers agree that management always, 15.79 

% feel management often, 63.16 % feel management sometimes and 

15.79 % feel management never encourages new ideas from the trade 

union with other trade union office bearers to pressurize the demands of 

the workers. A mean value of 3.07 signifies that the result is in conformity 

with the response 'Sometimes'. SO is .63. 

4.3.1 THE CAUSES OF CONFLICT BETWEEN THE TRADE UNIONS 
AND THE MANAGEMENT 

Q No. 4.1 Provision for housing to worker and his family 
~---·---·----·----------------~---------·· -------·-·--1 

: Yes ' No 1 Total i 
~ .-.-1--- --·-------··-- ------------t----·----1 
IL__________ ----· ~4---·--- -- - - ·- .. _}_2 ___ . _______ _L ____ 76 __ . ___ ! 

71.05% of trade union office bearers agree that there is tension between 

the trade union and management due to 'housing problem'. 28.95% 

responded in negative. 

Q No. 4.2 Non-payment of bonus/bonus paid not in accordance to law 
~---- ----·---~------ -----~----- -- ·-T- ·-
1 Yes 

t-

24 
No 

52 

Total 
- - ---- _..__ --- ----

76 

31.58% of trade union office bearers agree that there is tension between 

the trade union and management due to ·non-payment of bonus/bonus not 

paid in accordance to law'. 48.15% do not agree with the statement. 

Q No.4.3 Unemployment problems of resident of tea garden. 

Yes 1 No To~l 
------···--49----·-- - - - -r- -- - 27 - -- ----~-- -- -76--

L _____ ·--···~--·-- ·-· -- - ··-·-·--·--.---.L.... - - .. - -· -·-·-··--·-----L __ - ---·- ---.· .. __ j 

64.47 % of trade union office bearers agree that there is tension between 
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the trade union and management due to 'unemployment problems for 

resident of tea gardens'. Remaining 35.53% disagree with the statement. 

Q No. 4.4 Decrease in the quantity of tea produced 

i Yes No Total ~ 
c~----3:-::c2-_-=-~---·· ____,_____ 4-4-----~---7-6 -~~ 

42.11% of trade union office bearers agree that there is tension between 

the trade union and management due to 'Decrease in the quantity of tea 

produced'. 57.89% responded in nega~ive. 

Q No. 4.5 Deterioration in the quality of tea produced 
~----------------~------·-·-----·---- .. ·- ----- --- --- -------· ---·- ~-----~---~-------~ 

1 Yes No Total j 

~--~~-~---~~~ --~~~~:-- ----- _----~-. 
1 

__ - - -- ··---~0- ___________ L---~-?~-~~----~ 
34.21 % of trade union office bearers agree that there is tension between 

the trade union and management due to 'Deterioration in the quality of tea 

produced'. 65.79% do not agree with the statement. 

Q No. 4.6 Lay-off, retrenchment or dismissal of workers 
I ·-- -- - -- -·- ---- --- -- -- ---·- ------ ----- --------, 
1 Yes No 1 Total I 

L==~-=~--_-26_~-·=---~~--~~ --~ --~-:- __ 56_~·-==--=--~-~===-~-I6 -=--~_--j 
26.32% of trade union office bearers agree that there is tension between 

the trade union and management due to 'Lay-off, retrenchment or 

dismissal of workers'. 73.68% do not think so. 

Q No. 4. 7 Non-payment or delay in the payment of wages 

~-- -~Y_e_s ____ -1=---~ __ N_o_ ~--~-T-o-t-al _ ___j 
32 44 76 J 

42.11% of trade union office bearers agree that there is tension between 

the trade union and management due to 'Non-payment or delay in the 

payment of wages'. 57.89% think otherwise. 

Q No.4.8 Food grains provided at concessional rate. 
~------- ---- ----·-----·~---------~-- --~ ------· ----· ----------~·-·------,----------- ---· 

f-- ___ __ _Yes __ ____ .. 1 _ __ -~o _ ___ ____ 1 ___ !ot~J _ 
I 35 ; 41 I 76 
L__ --------------~---------- _L_ __ _ 

46.85% of trade union office bearers agree that there is tension between 

the trade union and management due to 'Food grains provided at 

concessional rate'. 53.95% responded in negative. 
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Q No.4.9 Medical facilities provided to worker and his family 
members. 
~------~---Yes--~ --+~-~~----No-~---~~ Total i 
t-----~--~--------~~ -~--- ~3 ~~-~t ____ ]_§_=J 
L~----------------~-----~----~-- -------~--~ 

56.58% of trade union office bearers agree that there is tension between 

the trade union and management due to 'Medical facilities provided to 

worker and his family members'. 43.42% do not agree with the statement. 

Q No.4.1 0 Promotion of workers 
,-- -~-~---------~-----------

! Yes 
~-- ----------· -- ---- -------- ------

-- ~--------1----- --

' -r- --
38 

No 
- ----- -------

38 

Total 

76 

50% of trade union office bearers agree that there is tension between the 

trade union and management due to 'Promotion of workers'. 50% do not 

agree with the statement. 

Q No. 4.11. Duration of work 
---------------~----~---------,---- . -------------~-~~----T---------l 

· Yes 1 No . total r 

--~=-~~~~~--?3 --~~~-=~J~~~----~-=~----------L ___ ~?_~--~~~~] 
30.26% of trade union office bearers agree that there is tension between 

the trade union and management due to 'Duration of work'. 69.74% of 

them disagree. 

Q No.4.12. Drinking water provided to worker and his family 
members 
~ Yes -------T No Total _____ ; 

L 40 -~-L__ 36 _l_ 7~ ____ j 
52.63% of trade union office bearers agree that there is tension between 

the trade union and management due to 'Drinking water provided to 

worker and his family members'. 47.37% do not think so. 

Q No.4.13. The management is driven by profit motive only and cares 
less about the welfare of the workers and garden 

=-=~-~~._-~---~:-~-- ---~ -~--- ___ · --=r~ T~~al _-l 
63.16% of trade union office bearers agree that there is tension between 

the trade union and management because 'management is driven by profit 

motive only and care less about the Welfare of the workers and garden'. 

36.84% do not agree with the statement. 
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Q No.4.14 Lack of cooperation by the management 

~~-· Yes 
~-~---- --48____ I 

L_ _____ -------- -~-----~---~--------__!_ _______ --- -- ----------------------------- --1..-~--------------

63.16% of trade union office bearers agree that there is tension between 

the trade union and management due to 'Lack of cooperation by the 

management'. 36.84% do not agree with the statement. 

Q No.4.15. Any other reason 
~---·----· . --- - -

· Yes 
N~-- -· - --- - -_r ___ T ota I --~ 

I·--···----··-------·-·····---··-- - ... ·- - - -j- -·- .. - ·-- .- ----- ----------- --------·----- --1 -----------

42 76 • 34 ' 
"--~---- ---~ --·-------------------L _________ - ·-----·--- --- ··----~~---'~----------· --

44.74% of trade union office bearers agree that there is tension between 

the trade union and management due to 'some other reasons'. 55.26% 

agree that there are no other reasons for tension between the trade union 

and management. 

Table 4.24 

CONFLICT HANDLING STYLE USED BY TRADE UNION OFFICE 
BEARERS 

I Conflict I 
1 

-- I --l 
i Handling 1 N 

1 

Mean I Std. Deviation Std. Error Mean 1 t s;~· J_- 3o4 ~j_ 4~0se ~I- -9671s_J . o-s547-_ _j 
I AV I 304 i 2.9441 1.23754 I .07098 I 

! DO I 304 3.3914 1.22463 .07024 I 

I OB ! 304 i 2.9803 1.38579 I .07948 ji 
CO ·r 304 3.9079 1.00727 .05777 ·-

The use of conflict management style in order of most used by the office 

bearer of the trade union are Integrating > Compromising > Dominating > 

Obliging >Avoiding. 
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CONFLICT HANDLING STYLE USED BY TRADE UNION OFFICE 
BEARERS OF SMALL AND BIG GARDENS 
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Conflict Group' - --;;- Mean Std. Deviation Std. Error M~a~~l 
Style 1 

~-- . ~-~-- ~- .. 

r: :~7 t ~ -: -~ -~~:~ -\~51:98- - _:~~~ -__ ! 
l._~v_ ~----1___ \ 176 +~-:_~773··i- .. ~~~23}2_ ___ 

1 

--- _g_§_~~---. -~ 
I I 2 128 12.8984 i 1.26017 .11138 

1 :: -r~ --~ =~ =.~mn- ~~~f - m~r ~ 
[ _____ f_2- ~_128_~t71l_911~1:~~~~- -=y581 ____ _j 
f---~-Q-·j- -- }--- ~--- ~;~ --· -~~~~-~~:+ --~_s!fo075o9 -- r--- -~~-i-t-~~-- --~ 
'-~---- -·-·--·-- _ _l__ _____________ L_ ____ ··-----L----~----------L. ___ ----~---- ____ J 
I small gardens: 2 big gardens 

The conflict management style in order of most used by the office bearer 

of the Trade Union in small garden is Integrating > Compromising > 

Dominating > Obliging > Avoiding where as in case of big gardens it is 

Integrating > compromising > Dominating >Avoiding > Obliging. 

Table 4.26 

RANK CORRELATION FOR THE STYLE OF HANDLING CONFLICT BY 
TRADE UNION OFFICE BEARERS OF SMALL GARDEN AND BIG 

GARDEN 

c=--====~=~-=--=·=-~-~~====-~--· I SMALL -~-----812___1 i SMALL I Corre~a~ion I 1.000 I .900** 1 

: I Coeff1c1ent . ' 
........ -- .. . - - ·--·- .. --- t ------- ·-----+------~ .. --·--t------ -j 

1 Sig. (2-tailed) I . : .037 1

1 ---------····-···-·---·--- .. -- ----- ' ---· ........ _ ·--.. +------~~---1- ---··-- --1 
N I 5 ' 5 : 

BIG 
Correlation 
Coefficient 

.. ·--~--- ·--- ·------

! Sig. (2-tailed) i 

---~------~--- +--- ----------------

i 

.900** 1.000 
I -----------------------------.,.- ------- -------

.037 
----- -----·----T- -- ·---- ---- -----·-----+--

N 5 5 
·------·-- --------- -----·----- ·------ -

* Correlation IS significant at the 05 level (2-tailed) 

With rank correlation coefficient of .900 and the significance value of .037, 

the style of handling conflict by the trade union office bearers of small 

gardens and big gardens are significantly correlated. 
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Table 4.27 

CONFLICT HANDLING STYLE USED BY TRADE UNION OFFICE 
BEARERS OF PROPRIETARY AND NON-PROPRIETARY GARDENS 

--·------T -------·--- ----------------·---- --------
I I 
! I 

roup I --~------J~eanj~td. Deviation I 

--- -------+-
1 i 248 4.0524 1.02266 

2 56 3.9643 1.06112 
----- ---------c----f--

1 248 2.9556 1.24444 
-

2 56 2.8929 1.21623 

248 3.4234 1.22482 

56 3.2500 1.22474 

I DO 
~----+-

··-

Std. Error Me 
c--------- .. 

. 06494 
-

.14180 

.07902 

.16253 

.07778 

.16366 

----1 
I 

ani 
I 

---] 
I 

_____ j 

I 
____ _j 

i 
----~ 

I 
---~ 

-----j 
I ____ J 
I 
I +=t 248 3.0000 1.38529 .08797 

2 1 56 ~8929' 1.39712 .18670 __ 1 ____ i ___ 248--- --~ 3.8-468 : 

~---- OB ~-
I 

·-l 
-------~-

1.05358 .06690 - --- -t - --- -- -- t -.. --- --.. - - ---- ---~------ --------------------

I I 

1-------- -------+-- --

co 
------~ 

I 

____ _J 

2 56 4.1786. 71623 09571 
L --- - -·· -·- - _l__ - - " ------ ------

1 proprictar~ gardens: 2 i\on-proprietan g<~rdens 

The conflict management style in order of most used by the office bearer 

of the Trade Union of proprietary gardens is Integrating > Compromising > 

Dominating > Obliging >Avoiding. 

The conflict management style in order of most used by the office bearer 

of trade union of Non--proprietary gardens is Compromising > Integrating > 

Dominating >Obliging >Avoiding. 

Table 4.28 

RANK CORRELATION FOR THE STYLE OF HANDLING CONFLICT BY 
TRADE UNION OFFICE BEARERS OF PROPRIETARY AND NON-

PROPRIETARY GARDENS 

------------------------r-- p~;p~~TARY ~~~o~~~~~RY . 
....... , .... ._. --.-. " .... _, ..... ., " ______ J ----·---- --1 

PROPRIETARY J_ Correlation : 1 000 : 872 
Coeff1c1ent 1 

. ----------- --t ----------------------------------------

.. +s_"l~alled) 1--
5

_ ---t 0:4 __ , 
-- ------ ------------ - ----t---- ------- -+ ---------------t--- ------- --1 

NON-PROPRIETARY i Correlation i 872 , 1 0 i 
I : Coeff1c1ent , · 00 ! 

f-------------------------- -+-- ---+--~ ----___j 
1 

___ -i scq(2~alled) 1-- 0:4-i 
5 

_ 
------------- ------------.. ------- ____ 1_ -~-------------------- -~ 
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With rank correlation coefficient of .872 and the significance value of .054, 

the style of handling conflict by the trade union office bearers of 

proprietary garden and non-proprietary garden are not significantly 

correlated. 

Table 4.29 

CONFLICT HANDLING STYLE USED BY TRADE UNION OFFICE 
BEARERS OF DARJEELING, DOOARS AND TERAI 

h~~~ct I Group i N r Mean !std. Deviation! Std. Error M:an 
I • --+ 
~----~N-~ - 1-- - -. -__ 8_4__ 3. 9 s81t -1~o47o 2- 1 - --- . 114 2 4 
: -- -- ----- -:--- - --- __ ,_ ------ -i---- ---------------~--r ----------
1_ - ------ 1' -- - 1 ~?-- -~~~-!l -~~~~~-~--- ; -- ---~-~~ 17- -

t~···Av_-r-. LJ: ~~-i~.~~~·-~~6~t~--TI~:~-~.~-~ 
I 3 : 68 )2.8529 i 1.10986 .13459 ! 

~-----oot--_-1 __ 1 __ - __ 84 -J3.2619-t
1 

1.23326 -- .13456 ----~ 

l=--=i ---~------~------~1!:_-··1 H~~~ I ~ ~~~:~ .~~::~ j~ L _____ _j__ -~-
l ____ ?_~ __ -+----~-- ---~-- -~36~_?_~ 1.09522 --~--1_1950- --~ ! - I ... ~ . ~582 ~ ~~:: ~ ::::~ ~;~~~ 

co I 1 84 3.7500 1.07406 .11719 
--L-----+---~---+-----r--------~ 

t-.=+ ~ i ~
5

: ,~:~:~ -~ ~~:: ······~~!---
! Dariecling: ~ Dooar·s: _1 ferar 

The conflict management style in order of most used by the office bearer 

of the Trade Union of Darjeeling is Integrating > Compromising > Obliging 

> Dominating >Avoiding. 

The conflict management style in order of most used by the office bearer 

of the Trade Union of Dooars and Terai are Integrating > Compromising > 

Dominating >Avoiding > Obliging. 
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Table 4.30 

RANK CORRELATION FOR THE STYLE OF HANDLING CONFLICT 
BY THE TRADE UNION OFFICE BEARERS OF DARJEELING, 

DOOARS AND TERAI 

~------------- --~---~--------TDARJEELING I DOOARS l TERAI-1 
f ----- --- -- -· +- --- -- - +~-- -- ~ --- --+--~--------1---- ~--1 
ioARJEELINGi Corre!ation I 1.000 .700 ! .700 , 
1

1 
I, Coeff1c1ent 1 . · 

I . . . . I . I -r .. . . . .. .. . t . ' 
[- ··-~· _p;;r;~~~~~ect)_t-- 5 ··- - ~:s=.t . ;t~! 
i DO OARS I Corre!a~ion ~T . 700 1.000 

1

1 1.000** I 1 
1 Coeff1c1ent : 

------ --~~-----~~-- --- -------- _ __j__ _____ ~ 

--------~ig. (2-taile+ .188 . ___ J ___ · ___ j 
i N J 5 I 5 I 5 i -- --L-----~------- --- - -------~- ------+------ ----- ____ _j._ ___ ------ ------~ 

Correlation I i ! 
1 

TERAI Coefficient . .700 ] 1.000** I 1.000 ! 
I I i ! 

Sig. (2-tailed) 1 188 ) . f . ) 

L __ --------- -=-~N-- ~~~---I ~---~~--=1___ 5 -~=t--~~j 
** Correlation IS s1gn1ficant at the 01 level (2-talled) 

The Spearman's rank order correlation is positive and significant for 

Dooars and Terai. However, the rank order correlation is not significant 

between Darjeeling and Dooars and also between Dooars and Terai with 

the correlation coefficient of 700. However, the style of handling conflict 

by the trade unions office bearers of Dooars and Terai are similar 
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Table 4.31 

PAIRED SAMPLES STATISTICS FOR STYLE OF HANDLING 
CONFLICT 

I DO 
Pair 9 f---------

! co 

Mean 

4.11 

2.94 

3.39 

3.91 

OB I 2.98 

N 

304 

304 
---·------

-- -------- --1-

Std. i Std. Error: 
Deviation i Mean 

-t-· --------

.967 i .055 
·-·-··-··--·--·-· .. ··+ - ----

i 

1.238 I 

---

1.007 .058 

1.386 .079 

304 1.007 .058 
-·--

Pair 1o 
1

---co--t--il1_ ----
L______~--L--~------ ______ __L ____ ~~--J..__ __ _ 
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Table 4.32 

PAIRED SAMPLES TEST FOR CONFLICT HANDLING STYLE USED 
BY TRADE UNION OFFICE BEARERS 

I~! 
,--------- ~-~-----1~--,- ~--~--~-1 

Paired I 
I t I df i Sig. i : 

I 

Differ- I I I, (2-
' I 

ences ' • itailed): 
- ~-----t -- -C ---~-- _,__-- ------- --

I 

95% I 

Std. i Confidence 1 

i 
Interval Mean SO. Error '· 

Mean of the 

.038 •· ;_=:~:rt~~d31-02-3 Pair 1 IN- AV 303 000: 

.037 .65 ! .79 [19.571 
I 

Pair 2 IN- DO 303 .000 I 

I 
I 

Pair 3 IN- OB 1.13 .779 .045 1.04 1.22 25.245 3031 000. 
I. 

i . . 

Pair 4 IN- coi .20 .401 .023 .16 .25 8.721 303 I .000 

Pair 5 AV- ool -.45 .498 .029 -.50 -.39 -15.662 303 .000 
I 

Pair 6 AV- OBI -.04 .409 .023 -.08 .01 -1.544 303 .124 

Pair 7 AV-CO -.96 .686 .039 -1.04 -.89 -24.496 303 .000 

Pair 8 00-0B .41 .493 .028 .36 .47 14.546 303 .000 

Pair 9 DO-CO -.52 .568 .033 -.58 -.45 -15.840 303 .000 

10 Q_B __ -_co[ -.93 .767 .044 -1 .01 -.84 -21.078 JQ_3_].ooo 
- ----- --------- --- ---------

Post hoc paired "t" tests were conducted for two dependent samples to 

compare the detailed conflict handling styles differences. (1) Integrating 

versus avoiding style yielded t=31 02 (df =303), p<01. 2) Integrating 

versus Dominating style yielded t=19.57 (df =303). p<.01. 3) Integrating 

versus Obliging yielded t=25.25 (df =303), p<01. 4) Integrating versus 

Compromising yielded t=8.72 (df =303), p<01 5) Avo1ding versus 

Dominating y1elded t= -15.66 (df =303), p< 01. 6) Avoiding versus Obliging 

yielded t=-1 54 (df =303), p> 01. 7) Avoiding versus Compromising y1elded 

t=-24.50 (df =303), p<01 ~ 8) Dominating versus Obliging y1elded t=-14.55 

(df =303), p<01. 9) Dominating versus Compromising yielded t=-15.84 (df 

=303), p<01 1 0) Obliging versus Compromising yielded t=-21 08 (df 

=303), p< 01 
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4.4 HYPOTHESES 

Hypothesis 8: The trade union office bearers feel that the 
management is driven by profit motive only and care less about the 
Welfare of the workers and the responses of the Trade Union 
Leaders of Darjeeling, Dooars and Terai are not significantly 
different. 

The table 4.10 (Q 4.13) indicates that 52% of trade union office bearers of 

Darjeeling, 71% of Dooars and 59% of trade union office bearers of Terai 

perceive that that management's profit driven motive create tension 

between the management and the workers. The chi-square value is 2.20 

and the significant value is 0.332 The significant value of 0.332 is more 

than the alpha value of 0.05. Thus, the results of the study do confirm 

hypothesis 8. 

Hypothesis 11: The problem of housing is acute in small gardens 

than in the large gardens. 

The table No 4.10 signifies that 88% of the trade union office bearers of 

small garden feel that 'housing' creates tension between management and 

the trade union. However, only 59% of the trade union office bearers of big 

gardens feel the same. With the chi-square value of 7.27 and significance 

value .007, the hypothesis is accepted 

Hypothesis 15: There is no significant difference in conflict handling 

style used by trade unions office bearers of Darjeeling, Dooars and 

Terai. 

With the correlation coefficient of 1.00 between Dooars and Terai as 

indicated by table 4.20, the conflict handling style used by trade unions of 

Dooars and Terai is correlated. However, the correlation coefficient of .700 

between Darjeeling and Dooars and between Darjeeling and Tera1, the 

conflict handling style used by trade unions of Darjeeling is significantly 

different from that of Dooars and Terai. Therefore, the hypothesis 16 is 

rejected. 
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4.5 SUMMING UP 

86% of trade union office bearers feel that they do not meet the 

management in a regular interval but do only as and when required. It is 

expected, however, of trade unions office bearers that they meet and 

interact with the management at a regular interval so that amity and good 

relations between he employers and the workers are secured and 

preserved. 

Female workers are not well represented in the trade union. Out of 76 

trade unions office bearer who filled up the research questionnaires, only 

one is female though females constitute more than 50% of the workforce. 

Only 18% of the trade union office bearers agree that they always 

cooperate with other unions to pressurise the demands of the workers. 

When the workers face problems, all trade unions should come under one 

platform and put pressure against the management for solving the 

problem. Inter-union conflicts could allow the management to take 

advantage of the situation. However, trade union office bearers feel that 

managers do not use divide and rule policy amongst different unions. 

When asked whether management consult the unions before introducing 

any change in the work process, only 17% of the trade union office 

bearers think that management always consults them. It is evident that 

managers do not take the trade unions into confidence while introduced 

these change. When workers create problems in the garden because of 

the new changes bought about by the management, trade union office 

bearers are unable to pacify the agitated workers. 

More than 22% of the trade union office bearers agree that they suggest 

any new ideas to the management However, only 5% of the trade union 

office bearers believe that management seeks new ideas from them. 

When asked to mention five most important demands raised by the 76 

trade unions active in the tea gardens of Darjeeling, Dooars and Terai in 

the last five years, the responses of trade union office bearers are as 

follows. 
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1. "Housing to the workers and his family members" (new construction, 

pucca house construction, repairs etc.). 57 trade unions out of 76 sample 

trade unions raised the demand of providing housing to the workers and 

his family. Highest number of trade unions raised this demand making it 

number one demand amongst all trade unions. 

2. "New employment in the tea garden I employment 1n the place of 

retired workers", 27 sample trade unions raised the demand for new 

employment of youth in the gardens. 

3. 'Providing Drinking water". 26 sample trade unions raised this demand 

to the Management in the last five years 

Highest numbers of trade union office bearers (71) feel that "housing to 

the worker and his family' is the cause for tension between the 

management and the unions making it the number one source of conflict 

in the tea gardens. 'Unemployment problems of resident of tea gardens' is 

second in the list. Unemployment problem is acute in big gardens than in 

small gardens. As far as unemployment problems are concerned, the 

problem is in two folds. Firstly, there are many posts lying vacant in the tea 

gardens and there posts are not being filled up. Secondly, as the tea 

growing areas have not been expanded by the management, the new 

employment has become few and far in between. Only few employments 

that have been taking place are in the retired post. 

84% of the trade union office bearers of Dooars have said that 'housing 

problem' is responsible for conflict in the garden indicating housing a 

serious problem in Dooars gardens. The percentage for Darjeeling and 

Terai gardens are 57 and 59 respectively. Again. compared to big 

gardens, small gardens have more housing problem. Almost 88% of trade 

union office bearers of small gardens believe that 'housing problem' bring 

tens1on between management and the trade union. 

Some trade unions are not fulfilling the role they ought to play in the tea 

gardens. Trade unions are basically formed to safeguard the interest of 

the working communities. A section of trade union office bearers have 
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been indulging themselves in an extravagant lifestyle at the cost of the 

workers. In November 2003, 19 people were burnt alive at Dalgaon tea 

estate when the workers felt being betrayed by one of their own trade 

union leader Tarakeswar Lahar. It was alleged that Lahar was involved in 

finding employment for three 'outsiders' depriving the local unemployed 

youths. 

In another incident that happened at Birpara Tea Estate on 81
h April 2004 

when nearly 250 workers attacked the house of Nandeswar Gape ,a local 

trade union leader , and set the house on fire . Fortunately, the leader 

could escape the place on time. According to Samir Roy, the convener of 

the Defence Committee of Plantation workers' Rights, Gape had 

unleashed terror in the tea garden. He was engaged in anti-social 

activities and the resentment was runnmg high against him among the 

workers of Birpara Tea Estate. 

On the question of non-payment of bonus or bonus not paid in 

accordance to law, trade union office bearers of Dooars gardens have 

more problem with the management than their counterparts have in Terai 

and Darjeeling gardens. 53% of the trade union office bearers feel that 

'non-payment of bonus creates tension in the garden. Bonus is usually 

paid a month before the puja Bonus being directly linked with the 

productivity and profit, a long and tedious negotiation, which sometimes 

turns into violence, takes place before the bonus rates are finalised. It has 

been observed that small gardens face more problems with regard to 

'bonus' than the big gardens 

Table 4 33 

THE BONUS RATES FIXED DURING DIFFERENT YEAR WITH 
REGARDS TO DIFFERENT CATEGORIES OF GARDENS 

I ...... ··-····· -, 
1 Category ' 

·r 

of 98-99 • 99-00 00-01 01-02 02-03 03-04 04-05 i 

. _ga_rq~n _____ ~ 
A 2Q_Cl,lo J 2.0°/~ r 16 -~6_0/o I 12% : 10.5% i 1 0.5°/o-i -

r-_____ B _____ ~20% __ U~ .?~~-i 15.66% 11_DJo ___ , ~~-~i~o_j).?_?lo ... 
,_ ~g<yo_ 14 66% 9 75% t -~-5~0/~-+-~~-o(~-+~9_o;~_ .. _J 

20% 13% 8.5% 1 8.33% ! 8.33% I 8.5% i 
---------- -·'- -- -· __ j ___ - _______ j __ --------- _____ j 
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57% of trade union office bearers believe that 'lack of medical facilities' do 

create tension between the trade union and the management. The trade 

unions of different gardens have raised the demands to the management 

to provide essential medicines in the garden hospital or dispensary, 

medical treatment to unemployed people of the garden, payment of 

medical and food expenses of patients admitted outside the garden 

hospital, provision for ambulance, a permanent qualified doctor in the 

garden hospital etc. 

There is a general perception amongst the trade union office bearers that 

management only cares about their own welfare and do not care about the 

welfare of the workers and the tea gardens. This perception has 

developed because of there is basically lack of trust and goodwill between 

the management and the Workers unions. Trade union office bearers feel 

that the management has been curtailing the workers' statutory facilities 

keeping their profit margin intact. The present crisis has made a direct 

impact on the living condition of the workers. The trade union office 

bearers has been demanding to sell the entire produce of the garden 

through auction so that the actual price realization and the profit of the 

gardens can be known to all. 

Though 63% of the trade union office bearers are of the opm1on that 

tension erupt in the garden due to lack of cooperation by the management, 

majority of trade union office bearers of Darjeeling think that there is no 

lack of cooperation by the management in Darjeeling tea gardens. 

It is found out from the data that the integrating style was the most used 

style for the trade unions and avoiding the least used style. In tea gardens, 

trade unions are meant to be protecting the rights and welfare of the 

workers. In a conflict situation, they are always vocal rather than avoid the 

situation or run away from it. 

The analysis of paired sample test revealed that there IS incompatibility 

between the avoiding and dominating; avoiding and compromising; 
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dominating and obligmg; dominating and comprom1s1ng; obliging and 

compromising styles. There is a relative incompatibility between the 

avoiding and obliging styles. The paired sample tests reveal a interesting 

finding which shows that trade union office bearers who use avoiding style 

also prefer to use an obliging style at the same time 



Annexure 4.1 

r·- ---------· --- ·:T r 

l_D ?!~ _g_f_l!"lt_~yi e lf.!l_ __ l___l_ 

DEPARTMENT OF COMMERCE 
NORTH BENGAL UNIVERSITY 

QUESTIONNAIRE FOR TRADE UNION OFFICE BEARERS 

175 

(Please go through the questionnaire carefully and answer all the questions. 
Please do not consult anyone while filling up the questionnaire. There are no 
right and wrong answers Express your frank views and opinions Your 
responses will be kept completely confidential. They will not be shared with 
any other person or I and organization Respondents' names will be kept 
completely anonymous.) 

1.1 Name of the Tea Estate .. 

1.2 Address ... 

1.3 Name of your Trade Union ..................... . 

1.4 When was your trade union formed in the Garden (year) ............. . 

1.5 Male Female 

1.6 Educational qualification ........ . 

1.7 Age ....................... . 

1.8 Position held in the garden ................................................... . 

1.9 No of years serving in the garden ............. . 

2.1 How often does the union meet with the management to discuss and 
exchange views? 

Once a week 11
1 

Once a ~--·1 Once 1n two 
month . : months 

L -- __ _j 

I/ As and when 
L. _J required 

2.2 Is there more than one trade union in the garden? 

L __ _j 

If yes. do you cooperate with one another to pressurize the demands 
of the workers? 

Always =J Often I ; Sometimes Never 

2.3 Does the union think that the management has been adopting the 
divide and rule policy? 

Always c __ Often Sometimes Never 

2 4 Do you feel free to discuss work related problems with the 
management? 

Always [-1 Often : Sometimes : -- , Never 
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2.5 Is ~~:~yasnOemen~~~~Qhetic ~o~:t~~oeb~eCY of the work~r::er _1 
2.6 Does the management consult the union before introducing any 

change in the work process? 
Always Often :~] Sometimes l j Never · 

2. 7 Does the union openly disagree with the changes that do not suit it? 
Always l Often ~· ' Sometimes :. : Never 

2.8 Does the union suggest any new ideas to the management? 
Always ' Often ~- : Sometimes ' .. ' Never 

• L I 

2.9 Does the management encourage such ideas from the union? 
Always [] Often : Sometimes 1 Never 

2.10 Number of demand you union has raised to the management in the 
last five years. 

2.11 Name five important demands. 

i) .......... 

ii) ............... . 

iii) ... 

iv). 

v) ......... 

2.12 How many of these demands have been fulfilled? 

2.13 How many demands, does the union think, could have been fulfilled 
had the management given sincere effort to resolve it? 



Please read each statement given below, and tick the number (1-5) on right hand side of the statement to indicate the opinion 
Tick 1 if the union strongly disagrees 
Tick 2 if the union disagrees. 
Tick 3 if the union half agrees and half disagrees. 
Tick 4 if the union agrees. 
Tick 5 if the union strongly agrees. 

Strongly E:e-~ 
i-H;-~1 

l~gree _I 
Strongly I I agree half! I disagree agree 

_j ~~gr:_:_ I 
__j 

3.1 The union tries to investigate an issue with 10 20 30 4 ,-l 
L___~_j 

50 
the management to find a solution acceptable 
to all. 
3.2 The union tries to keep conflict with the 1 ~~~ 

L_j 20 3[_j 4 il 
L___j 50 

management to itself. 

3.3 The union tries to work with the 1 il 20 r-· 411 50 
L_ _ _j 30 

management to find solutions to a problem that 
satisfy both. 
3.4 The union usually avoids open discussion 10 20 

,--·~ c-~ 50 3 L____j 4 ' 
_J 

of its differences with the management 
3.5 The un1on tries to find a middle course to 1 LJ 20 30 40 50 
resolve an impasse. 

3.6 The union uses its influence to get its 10 20 30 40 50 
ideas accepted 
3.7. The un1on usually accommodates the 10 20 30 40 50 
wishes of the management. 

3.8 The union gives in to the wishes of the 10 20 30 
,-----, 

50 4 L_j 
management. 

-
--..) 
--..) 



3_9 The union exchanges accurate information 
with the management to solve a problem 
together_ 
3.10 The union usually proposes a middle 
ground for breaking deadlocks_ 

3.11 The union negotiates with the 
management so that a compromise can be 
reached. 
3.12 The union tries to stay away or 
disagreement with the management 

3.13 The union often goes along with the 
suggestions of the management. 
3.14 The union uses 'give and take' so that a 
compromise can be made. 

3.1S The union is generally firm in perusing its 
sides of the issue 

3.16 The union tries to satisfy the expectations 
of the management. 
3.17 The union sometimes uses its power to 
win a competitive situation. 

3.18 The union tries to keep my disagreement 
with the management to itself in order to avoid 
hard feelings. 

3.19 The union tries to work with the 
management for a proper understanding of a 
problem_ 
3 20 The union argues its case with the 
management to show the merits of its position. 
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In the last five years, was there any tension 
management due to : 
4.1 Provision for housing to worker Yes 

and his family 

4.2 Non-payment of bonus/bonus paid Yes 
not in accordance to law 

4.3 Unemployment problems of 
resident of tea garden. 

4.4 Deterioration in the quality of tea 
produced 

4.5 Decrease in the quantity of tea 
produced 

Yes 

Yes 

Yes 

4.6 Lay-off, retrenchment or dismissal Yes 
of workers 

4. 7 Non-payment of wages Yes 

4.8 Food grains provided at Yes 
concessional rates 

4.9 Medical facilities provided to Yes 
worker and his family members 

4.10 Promotion of workers Yes 

4.11 Duration of work/ holidays etc. Yes 

4.12 Drink1ng water provided to Yes 
worker and his family members 

4.13 Workers perceive that the Yes 
management 1s driven by profit 
motive only and care less about 
the Welfare of the workers and 
garden. 

4.14 Lack of cooperation by the Yes 
management 

4.15 Any other reasons ( please Yes 
specify) 

Other reasons: 
i) 
i i) 
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between the workers and 
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5.1 INTRODUCTION 

The data collected from 50 Managerial staff of 50 tea gardens of 

Oarjeeling, Dooars and Terai regions are statistically analyzed in this 

chapter and the results presented. The managerial staffs are divided into 

four groups: (i) managers of Darjeeling, and Doors, (ii) junior managers 

and senior managers, (iii) managers of small garden and managers of big 

garden and (iv) managers of proprietary garden and manager of non

proprietary garden. 

The data are analyzed according to the sequence of questions presented 

in the questionnaire. The responses of the managers which are based on 

regions they represent, size of the garden, age of the manager, type of 

gardens etc. are analyzed using chi-square test. While calculating chi

square, the figure of the Terai gardens has been excluded because the 

sample size was too small for the chi-square to be applied. 

While analyzing the different styles of handling conflict by the managers 

'one sample t test' is used to identify the most preferred style used by the 

managers while dealing with conflict situation. There are five different 

styles of handling conflict namely, obliging, dominating, avoiding, 

compromising and integrating. 

The reasons for tension between management and workers are also 

analyzed. To rank the reasons for tensions between management and 

workers statistical tool rank and rank correlation is extensively used. The 

sources of conflict are ranked starting from the most important reason and 

moving down to the least important reason. 

Frequency distribution is used in the study to obtain the information about 

what the overall responses of the managers are and which option most of 

them have been choosing while fill up the questionnaires 

Paired sample test is used to show which of the two conflicts handling 

styles the workers would use simultaneously. 
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5.1.1 ANALYSIS OF RESPONSES 

The data are analyzed by dividing the managers into basically four 

groups:(i) managers of Darjeeling and Doors, (ii) junior managers and 

senior managers (iii) managers of small garden and managers of big 

garden and (iv) Managers of proprietary garden and manager of non

proprietary garden. Due to large variation in the size of the gardens 

especially in hill gardens and the plain gardens following criteria have 

been set up while determining size of the gardens. For Darjeeling, small 

garden = 200 hectares or less; big garden = above 200 hectares. For 

Dooars, small garden = 400 hectares or less; big garden = above 400 

hectares. For Terai, small garden = 250 hectares or less; big garden = 

above 250 hectares. 

For the purpose of this research study, junior manager = 40 years and 

below and senior manager= above 40 years. 

0 No mentioned in the analysis tables is the questionnaire number as 

appeared in the questionnaire. 
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Table 5.2 
THE CAUSES OF CONFLICT BETWEEN THE WORKERS AND THE MANAGEMENT IN THE GARDEN 
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5.2 ANALYSIS OF QUESTIONS AS APPEARED UNDER TABLE NO 5.1 

Q No 4.1 Do people around you agree on every thing you suggest? 

There is no significant difference in the responses of the managers under 

any group except for junior and senior managers. 56% of the junior 

managers agree that people around them agree on every thing they 

(managers) suggest. However, the percentage is only 20 in case of senior 

managers. 

Q No 4.2 Are workers afraid to admit ignorance and uncertainties to 

you? 

There is no significant difference in the responses of the managers under 

any group. 

Q No 4.3 Do you believe that it is in their best interest to maintain the 

impression of peace and cooperation in the garden, regardless of the 

price? 

Except for managers of proprietary gardens and non-proprietary gardens, 

there is no significant difference in the responses of the managers under 

any other groups. 83.78% of the managers of proprietary gardens agree 

that they would do anything to maintain peace and cooperation in the 

garden. However, only 46.76 % of the managers of Non-proprietary 

gardens agreed on this point. 

Q No 4.4 Is there an excessive concern by you in not hurting the 

feelings of others? 

The responses of the managers under all groups are similar. 

Q No 4.5 Do you believe that popularity is more important for the 

obtaining of organisational rewards than competence and high 

performance? 

The responses of the junior and the sen1or managers are significantly 

different. However, the responses of the managers under other groups are 

not different significantly. 28% of junior managers believe that popularity 
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is more important than competence and high performance where as only 

4% of senior managers believe so. 

Q No 4.6 Are you unduly captivated with obtaining consensus for 

their decisions? 

There is no significant difference in the responses of the managers under 

any group. 

Q No 4.7 Do workers show unusually high resistance to change? 

The responses of managers of Darjeeling and Dooars and proprietary and 

non-proprietary gardens are significantly different. Only 14.29% of 

managers of Darjeeling agree that their workers show high resistance to 

change. The percentage is much higher (46.43%) in case of Dooars 

gardens. 24.32% of the managers of proprietary gardens agree that their 

workers show high resistance to change but it is 69.23% for non

proprietary gardens. For other groups the responses are not significantly 

different. 

Q No 4.8 Do you think there is a lack of new ideas forthcoming from 

workers? 

There is no significant difference in the responses of the managers under 

any group. 

Q No 4.9 Is the ability to manage conflict has become more important 

for you in the last few years? 

The responses of junior and senior managers are significantly different. 

84% of junior managers are of the opinion that ability to manage conflict 

has become more important for them in the last few years Only 52% of 

the senior managers have the same opinion. 

5.3 ANALYSIS OF ITEMS AS APPEARED UNDER TABLE NO 5.2 

Q No 5.1. Indiscipline of workers. 

There is no significant difference in the responses of the managers under 
any group. 
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Q No 5.2 Non-payment of bonus/bonus paid not in accordance to law 

There is no significant difference in the responses of the managers under 

any group. 

Q No 5.3 Unemployment problems of resident of tea garden. 

There is no significant difference in the responses of the managers under 

any group 

Q No 5.4 Provision for housing to worker and his family 

There is no significant difference in the responses of the managers under 

any group. 

Q No 5.5 Decrease in the quantity of tea produced 

There is no significant difference in the responses of the managers under 

any group except for Proprietary gardens and non-proprietary gardens. 

35.14% of the managers of proprietary gardens feel that decrease in the 

quantity of tea produced has been creating tension between Management 

and workers. In the case of managers of non-proprietary gardens, the 

percentage is much higher (61.54%). 

Q No 5.6 Deterioration in the quality of tea produced 

Except for managers of proprietary gardens and non-proprietary gardens, 

there is no significant difference in the responses of the managers under 

any other groups. 29 73% of the managers feel that deterioration in the 

quality of tea produced has been creating tension between Management 

and workers. It is 61.54 % in the case of the managers of non-proprietary 

gardens. 

Q No 5. 7 Lay-off, retrenchment or dismissal of workers. 

There is no significant difference in the responses of the managers under 

any group. Majority of the managers under all groups agree that there has 

no been tension between Management and workers due to lay-off, 

retrenchment or dismissal of workers. 
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Q No 5.8 Non-payment of wages. 

There is no significant difference in the responses of the managers under 

any group except for the managers of big and small gardens. There is 

significant difference in the responses of the managers of big and small 

gardens 41.67% of the managers of small garden agree that irregular or 

non-payment of wages to the workers has been the source of conflict 

between Management and the workers. The problem is not so much in the 

case of big gardens. Only 7.69% of the managers of big gardens said that 

irregular or non-payment of wages create conflict in the garden. 

Q No 5.9 Food grains provided at concessional rates. 

All four chi-square values are insignificant which means that the 

responses of the managers under all four groups are similar. 

Q No 5.10 Medical facilities provided to worker and his family 

members. 

No significant difference in the responses of the managers under any 

groups. 

Q No 5.11 Promotion of workers 

All chi-square values under four groups are non- significant. 

Q No 5.12 Duration of work/ holidays etc. 

The responses of managers under all four groups are not significantly 

different. 

Q No 5.13 Drinking water provided to worker and his family 

members. 

No significant difference in the responses of the managers under any 

groups. 

Q No 5.14 Workers are only concern about their wages and benefits 

and not bother about the welfare of the garden as a whole. 

Except for the junior and senior managers, responses of the managers 

under all four groups are not significantly different. 56% of the junior 
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managers feel that workers are concern about their wages and benefits 

only whereas only 28% of the senior managers feel the same. 

Q No 5.15 Illiteracy of workers 

The responses of the managers under all groups are similar. 

Q No 5.16 Delay in the payment of wages 

All chi-square values under four groups are non- significant. 

Q No 5.17 Workers perceive that the management is driven by profit 

motive only and care less about the Welfare of the workers and 

garden. 

Responses of the managers under all groups are significantly similar. 

Q No 5.18 Substandard performances by the workers 

All four ch1-square values are insignificant which means that the 

responses of the managers under all four groups are similar. 

Q N 5.19 Lack of cooperation by the workers 

There is no significant difference in the responses of the managers under 

any group except for Proprietary gardens and non-proprietary gardens. 

24% of the managers of proprietary gardens feel that 'lack of cooperation 

by the workers' has been creating tension between management and 

workers In the case of managers of non-proprietary gardens, the 

percentage is much higher (69%). 

Q No 5.20 Lack of cooperation by the management 

One of the four chi-square values is insignificant. The responses of the 

managers of proprietary and non-proprietary gardens are significantly 

different. Only 3% of the managers of proprietary gardens feel that 'lack of 

cooperation by the management' is responsible for tension between 

management and workers. However, for non-proprietary gardens, it is 

31%. 
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Q No 5.21 Misunderstanding (communication failure) 

Except for managers of proprietary gardens and non-proprietary gardens, 

there is no significant difference in the responses of the managers under 

any other groups. 16% of the managers of proprietary gardens agree that 

'misunderstanding or communication failure' has created tension between 

the workers and the management. However, 69% of the managers of non

proprietary gardens agreed on this point. 

Q No.5.22 Any other reasons (please specify) 

Except for the junior and senior managers, responses of the managers 

under all four groups are not significantly different. 37% of the senior 

managers have mentioned 'other reasons' for conflict between the 

management and the workers whereas only 4% of the junior managers 

responded similarly. 

5.4 FREQUENCY OF RESPONSES BY MANAGERS 

Firstly the frequency of responses of all 50 managers were extracted from 

the questionnaire and then the mean and the standard deviation (SO) 

values were calculated in order to identify the managers' preference of 

choices amongst difference alternatives. 

Q No 4.1 Do people around you agree on every thing you suggest? 

r·· ---- ------------ -· -----r--- -------------~--------~-, 

~-- _Yes _____ 1 ----~~-------t T~~al j! 
~: - -~JJL_-~ _ _j _____ ll_ __ l ___ _ 

38% of managers agree that people around them do agree on every thing 

they (managers) suggest. However, 62% of managers disagree. 

Q No. 4.2 Are workers afraid to admit ignorance and uncertainties to 
you? 

-Y~~-- -- --T- --- N-~---T Total i 

_______ 1} _ __ _ 1 _ _ _ 17 _ --~-1 -- so_~-
only 26% of managers agree that workers are afraid to admit ignorance 

and uncertainties to them. 74% of them think otherwise. 
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Q No. 4.3 Do you believe that it is in their best interest to maintain the 
impression of peace and cooperation in the garden, regardless of the 
price? 

~-~y---~-J-----~N ________ r_=rt_l ____ l. 
L-=-~~ ~~s ~~~~--- - - ---1 ~ ---- -~--~-- --~-

74% of managers agree that they try to maintain peace and cooperation in 

the garden at any cost. 26% of them disagree. 

Q No. 4.4 Is there an excessive concern by you in not hurting the 

feelings of others? 

1--
L 

Yes 

21 

No Total 
29 _, - -~so-- -

42% of managers agree that there is an excessive concern by the 

managers in not hurting the feeling of others. 58% do not agree. 

Q No. 4.5 Do you believe that popularity is more important for the 

obtaining of organizational rewards than competence and high 

performance? 

No 

42 
Total=l 

50 1 

Only 16% of managers believe that popularity is more important than high 

performance. 84% of them responded in negative. 

Q No.4.6 Are you unduly captivated with obtaining consensus for 

their decisions? 

Yes 
>-- ------- ---~--

17 

34% of managers unduly seek to obtain consensus for their decisions 

whereas 66% of them don't. 

Q No.4.7 Do workers show unusually high resistance to change? 

Yes 
18 

No 
32 

~ -

Total 
50 

36% of managers feel that workers unusually show high resistance to 

change whereas 64% of them feel otherwise. 



197 

Q No. 4.8 Do you think there is a lack of new ideas forthcoming from 

workers? 

~~~-Yes~--- T No 1_+-----_T_ot_al_ l 
r--~--- -32___ t-- 18 -~ 50 ~ 
L-~-------~-~-_L -----'-------

64% of managers believe that there is a lack of new ideas forthcoming 

from the workers. 36% of them don't think so. 

Q No. 4.9 Is the ability to manage conflict has become more 

important for you in the last few years? 

--

Yes 

I 34 
No 
16 

68% of managers agree that ability to manage conflict has becorne more 

important for them. 32% of them responded in negative. 

5.4.1 THE CAUSES OF CONFLICT BETWEEN MANAGEMENT AND 

WORKERS 

Q No.5.1. Indiscipline of workers. 

58% of managers agree that indiscipline of workers is the cause for 

tension between them and the workers. 42% of respondents do not agree 

with the statement 

Q No 5.2 Non-payment of bonus/bonus paid not in accordance to law 

[
-~-----~---- -,--~~------ I 

Yes ~ No I Total : 
-- --------~ --~- -~--~----~~----~---~~---+--------~- 'l 

: 10 40 : 50 
l. ----~-- ---- ---- - _ _. ____ ----- -- - ---- ] _______________ - ------ __ , 

20% of managers are of the opinion that 'non-payment of bonus or bonus 

not paid 1n accordance to law was the source of conflict between workers 

and the management 80% answered in negative. 

Q No 5.3 Unemployment problems of resident of tea garden. 

Yes 
-- ---- ·- --- -

13 
No 
37 

Total 
------·-------

50 
------ ~---~----~~ 

Only 26% of managers agree that unemployment problem of the resident 
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of tea garden is the reason for tension between management and workers. 

74% do not agree with the statement. 

Q No 5.4 Provision for housing to worker and his family 

··- - - ---···r-

Yes 
27 

-- -- --- -~ No 
23 

Total 
----~----

50 

54% of managers agree that problems of housing do create tension 

between workers and the management. Another 46% of managers 

disagree. 

Q No 5.5 Decrease in the quantity of tea produced 

--- --- -- ----.·------ - - ·r--- -----~-----1 
No I Total 1 

I ' --- ------- -----l------------- ------ ---j 
- --~-9~ _ _1__ 50 . 

Yes 

21 

42% of managers believe that decrease in the quantity of tea produced 

brings tension between workers and managers. 58% of them don't think 

so. 

Q No 5.6 Deterioration in the quality of tea produced 

,--- --

Yes No To~l 
-- ·-- -

19 31 ' 50 i L_ ---- ---- ·------~ --------- _____ l__ ____ _j 

38% of managers feel that 'deterioration of quality of tea produced' create 

tension between management and workers whereas 62% of them feel 

otherwise 

Q No 5.7 Lay-off, retrenchment or dismissal of workers. 

r··- ·-- --- .............. , --- -- ---------

Yes i No Total r --- -9-----7 41 --so --
L_~----------~~-~---· __ _____1____ ________________ _ _ L __ ·- ___________ _ 

18% of managers agree that lay-off. retrenchment or dismissal of workers 

is the cause for tension between workers and management 82% of them 

disagree 

Q No 5.8 Non-payment of wages. 

; -

Yes No Total 

12 I 38 
---- -

50 
-----



On the question of non-payment of wages as the reason for conflict, only 

24% agree with the statement whereas 76% of them disagree. 

Q No 5.9 Food grains provided at concessional rates. 

,-----~~~---·------~-----~~---------.,- ----~-

1 Yes i No ! Total 
r------~ -- -~~- .. ~----+--- ----~---+~~-~~----·-
1 21 \ 29 \ 50 
C-~-- ••.••.•...•• J .... --~--·····--·--·-

42% of managers agree that non-provision of concessional food grains is 

the cause for tension between them and the workers. 58% do not agree 

with the statement. 

Q No 5.10 Medical facilities provided to worker and his family 
members. 

r· - -- - -- -~- :-- ~ -- -- ----~-----~ l 

L-~-----'r'es -----~ -~--~ N~-~--+-Tota~ __ ~ 
-~~-1 _______ j ____ 2_~ ___ _j_ ___ ~~- _j 

42% of managers agree that inadequate medical facilities are the source 

of conflict between managers and the workers. 58% responded in 

negative. 

Q No 5.11 Promotion of workers 

36% of managers agree that 'Promotion of workers' do create tension 

between workers and the management. Remaining 64% disagree. 

Q No 5.12 Duration of work/ holidays etc. 

Yes 
L- -----------~---

17 

No 

33 

Total 

50 

When asked whether duration of work/holidays etc. bring in tension 

between workers and management, 34% of managers agree with the 

statement and 66% disagreed 

Q No 5.13 Drinking water provided to worker and his family 
members. 

f-
Yes 

16 

j 

r
_j_ . 

No 

34 

Total 
---·---------

50 
--- ·---- -----
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On the question of problem of drinking water in the villages, only 32% of 

managers agree that conflict do arise due to the aforesaid reason. 

However, remaining 68% responded in negat1ve 

Q No 5.14 Workers are only concern about their wages and benefits 
and not bother about the welfare of the garden as a whole. 

~--~- ------ --. 

' Yes 
[-~--~~ ~~-~T~ .. ---~-+----

-----~-------T---~---~ 

No 1 Total 'r ---·· --·---·-- -+------~-· .. -1 
29 I 50 ~ 

---- - --. _l- --------~---- - _I 

42% of managers believe that workers are only concern about their wages 

and not care about the welfare of the garden as a whole. 58% do not think 

so. 

Q No 5.15 Illiteracy of workers. 

f-
' I 
L_ 

Yes 

18 

Total 
~ .. ··~--~- i 

50 I 

36% of managers are of the opinion that illiteracy of workers is the cause 

of conflict in tea gardens. However. 64% of managers disagree with the 

statement. 

Q No 5.16 Non- payment of wages or delay in the payment of wages 

,--~ ---~---~~,---~----- . -----, 

~---Yes -+~. _N_o _ I Total 
~~-----~~- ' ---~]J~---~ 50 

According to 30% of managers, non-payment/delay payment of wages is 

not the reason for do created tension in the garden. 70% of managers 

think that there is no tension between workers and managers due to the 

above mentioned reason. 

Q No 5.17 Workers perceive that the management is driven by profit 

motive only and care less about the Welfare of the workers and 

garden. 

- ·---·-· -----r .. --r·---~ --- ·---~ -

Yes 1 No Total 
18 -! ·- 32 50 

36% of managers are of the opinion that workers perception that the 

management is driven by profit motive only and care Jess about the 
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Welfare of the workers and garden is the cause for conflict. 64% of 

managers do not agree. 

Q No 5.18 Substandard performances by the workers 

Yes 

28 
No 

22 
Total 

-- ~-- -------- -

50 
.I 

56% of managers think that 'sub-standard performance by the workers' 

often create tension between workers and management. 44% of them 

think that sub-standard performance is not the cause for conflict. 

Q No 5.19 Lack of cooperation by the workers 

r --- . -------------

Yes No Total 
--- -- ··-. ----j----·-------

18 32 50 

36% of managers agree that lack of cooperation by the workers do crate 

conflict in the garden. 64% of them disagree. 

Q No 5.20 Lack of cooperation by the management 

------ T- ---- -----T- ----
Yes ! No 1 Total 

- --- 5- - -- 45- -- 1-so ___ _ 
10% of managers are of the opinion that lack of cooperation by the 

management is the reason for conflict between the workers and the 

management. However, 90% of managers do not agree. 

Q No 5.21 Misunderstanding (communication failure) 

30% of managers feel that misunderstanding or communication failure is 

responsible for conflict in the garden. Another 70% of them do not agree 

with the statement. 

Q No 5.22 Any other reasons (please specify) 

Yes 
-- -- -- --------+ --

9 i 
----- ---- - --------~-

No 

41 
----- ----l 

Total 

50 

18% of managers spec1fy some other reasons that are not incorporated in 



the questionnaire. 82% of managers fell that all the reasons have been 

well incorporated in the questionnaire. 

Table 5.3 

THE SOURCES OF CONFLICT BETWEEN WORKERS AND 
MANAGEMENT AS PER THE RESPONSES OF THE MANAGERS 

Sources of conflict 
! Freque-~cie~~ 

Indiscipline of workers. 29 I 
f----~-+---------------------------------------- __ . _______ ------------------L-- --------- --------1 

Non-payment of bonus/bonus not paid in i, 

10 
accordance to law I i 

5.3 u~~~ployment probl~~~-of~~sid~~-t-;f tea-garde-~--~-- ---13' ------~ 
---- -- ---+-- ----- ---- -------- -··------------ ------------------------- ----------------- --------- + -- --- ---- -------- -- -- --j 

5.4 I Provision for housing to worker and his family I 27 i 
-------- ----- ----------~-------------- -----------------~------- --- --j 

5.5 Decrease in the quality of tea produced : 21 ! 
-- ----~------- ------------------~-- -+----~-------1 

1 
5.6 Deterioration in the quality of tea produced ' 19 i r·---------- ------ -------------------- ----~--- --------------------------------- ---------------1 

1 5.7 Lay-off, retrenchment or dismissal of workers. 9 : 
5, 8 -- ------ - ----- I - ----12 - ----~ 

-- ------- ------ -1--

5.9 1 Food grains provided at concessional rate. 21 
I -- ------- ----'---- --- ----------- ----------- --- ------ ------- -· -- - ------- --------- ---- ~ -- ---- ---- -----

~ 
5

_
1 0 1

~. Medical facilities provided to worker and his family ) 
21 

members i 
-·-- ---------- ------- ------------···------- ---· ·---------- ·---------- ·- ---- -----------------------+·-------------~---

5.11j Promotion of workers. i 18 

I :~ I ~~~akti~:a~:r~~~~;~:~s ~~Z;o~ke~~~ct ~,:ta-~i~~L- :: -
· -1 members. 

~: ~::~~ ~:ew:;~::n~f wa~;~ --=- ~ F = 
---- -------------- ---------- -------------------~-- --------- --- ---i 

Workers perceive that the management is driven 
1 

I 
by profit motive only and are less about the welfare 1 18 I 5.17 
of the workers and garden. 

-- ------- ·-------·-----~- ----- ------ ---· --- ------------

5:18_~ Substandar~ pe_~orr11an~~-by t_~e wo~kers _ 
1 

5.19 I Lack of cooperation by the workers -- - T 
--- -- --1--- ------------- ------ -------- ----- ·----------- ---- -- -- ---- ------------

5.20 '1 Lack of cooperation by the management 

Misunderstanding (communication failure) 
- --- --··---- -~--- --------

Any other reasons 

28 

18 
---------

5 

15 
-- ------ -

9 
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Table 5.4 

RANKING OF THE SOURCES OF CONFLICT BETWEEN THE 
WORKERS AND MANAGEMENTAS PER THE RESPONSES OF THE 

MANAGERS 
a ---------------~---~--~--- ----~- ------T·--t=r:e---~~---~ 

Sources of conflict I quencies I Rank I 
~-~· lrl"dTscipTn-e--oTworkers ___ ---··- ----- --------··------------- ----29 r--1---~ 
--~- --------~-··~-------------·-·----~---------------- -- -----r------1 
5.18 Substandard performance by the workers ____ ----~-~-±--Lj' 

H.. ~:~~~~}~~~~~~=!~ ofJir::~~~fr~:~~~ -- -= ~ r-~ ·I 
! ~i Medici.! facilities PWvided to -worker and hi~ -

2
;-- ! 4 1 

'f-~-- l1a~rT1~1'_f!l_emb~rs_ _ __________ ------~ 1 
1 

: Workers are only concern about the1r wages 1 , 1 l ~ 14~-~ned :;~:~~~:~dwnh~l_~o~h~r ab~ut the _wei~~~ of l __ 21-· [ ... 4-

1 ~-~--lbeterioration in the qualit_'L of tea produced I 19 r 8 -- ----------------- ------~----- ---------------- ·----r---------

~~·~i I~ · Promotion of work~~ ________ -------~--r--~---f--- ~-----. 
Illiteracy of workers. 18 9 
---- -·--·--·· --. ·------------ -·--····-··-····-·---------·------ --- -·----- ·---· -------· 

. Workers perceive that the management is 
5.17 driven by profit motive only and are less about 18 9 

the welfare of the workers and garden. 
9---r-----

_ ~_§_<;!....Qf __ cooperation by the workers. 18 
---t--

Duration of work/holidays etc. 17 13 
---j--------· - -----·--

Drinking water provided to worker and his family 16 14 
members. 

-----------·-· ·----·------t--------- -------

Delay in the payment of wages_ 15 15 
Misunderstanding (communication failure) 15 15 

--[---------- ·--------- --
Unemployment problems of resident of tea 13 17 

arden 

The managers of all 50 sample tea gardens have ranked 'indiscipline of 

workers' as the number one reason for conflict between Management and 

workers. Second in the rank is 'substandard performance by the workers'. 

Managers themselves agree that non-provision of housing to the workers 

and his family create tension between workers and management This 

problem has been ranked third from the lrst of 22 reasons 
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Table 5.5 

THE SOURCES OF CONFLICT IN TEA GARDENS AS PER THE 
RESPONSES OF THE MANAGERS OF SMALL AND BIG GARDENS 

~--- · Small Big T 
1 

i 
I No. I Sources of conflict gardens gardens \ Rank 1 Rank I 
L-~----+-~- _____ ~-Lj_f[equen9'l_ (frequency) i-----1.---~ 
l-~-r:1 I nd1scipline of workers H -~-t----J_5 ___ l __ 1_i_ ___ + ____ 2_+----~--j 
! Non-payment of i I ! 1 ! 
1 5.2 bonus/bonus paid not in 1 5 1 5 1 17 ; 19 

1 

' I I I I :. 
11-;-;-~-~r-o~c:eo~cj~~~~!~~~~ob~ms of+ 6 ----;----~+--~~-t--~~-l 

___ +_r:~s_1cien.t.._0~a .9.9rden __ ... _ _ ~ ~ _ __ --~ -~- _ -~--+---~ 

54 1 

Provision for housmg to 
12 15 4 

i 

"~ ---~t-worl<_f?_r_and _his~C3_fll_Jiy_ ___ ~ _ +- ___ ~-~ ~-·--·--- _, 

L~~~ I ~~~~~~~~~d::_~~~~~-of~ I 12 -. ~ ... l -~ -~9--- L --4---~--- 9 
j 

5 6 
/ Deterioration in the qual1ty 

9 10 12 4 
L-----1__Ql'~_§_fl_roduc§!d~ --~ _ -~ _ ~~~- ---+-~-
1 

5 7 
i Lay-off, retrenchment or 

3 
' 

6 20 17 
~-- _ .. ~__dJ_s_rni~S91_c:Jf_\NQI"~ers -~ ·i _ 

'-5Jl _ J!'J()n-pa_yl1}~_n_~<:l~V\Ia_9_es L 2 1_ 10 22 _ ; 4 
1 

5 0 1 Food grains provided at 
12 9 4 I · v I concess1onal rate 9 I 

r - ·+ --- -- ·------~ - -- - - ·· -- · -- t 

1 

1 Medical facilities provided 
1 5 10 i to worker and h1s family 

k;; ~. j~}rF,;~~~0{t~~~~i,iays ! 
i -- ~-l~~~~c--------~--~-·--··- I 
1 1 Dnnking water prov1ded to 
[ 5.13 I worker and h1s family 

r- . -- _merl2~_ers - -~ 
1 

Workers are only concern 

I 
about their wages and 

5 14 benefits and not bother 
about the welfare of the 

l--·-·-·t.9_El_f"_cJ~.r1as a whole~ __ _ 

~- ~:-- ~~(~if;-~:e~;;~~n!0f-- -
If! I ~";J~rSperceiVO that the 

management is driven by 
517 profit motive only and are 

less about the welfare of 
_ l~_e wgr~E3I!3 _El_n_d_g_arden_ 

518 Substandard performance 
_____ jQy_t~~-~~·ork~s ___ ~ -~-- __ 

5 19 
1 Lack of cooperation by the 
/ workers 
I Lack of cooperat1on by the 

5 20 JJI1.an~f?fl1~e_r!l ---~ ·- i __ 

5 21 i Misunderstanding 
i (comlllUr\I~C3ti()r1 failure) 
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1
1- ~~1~~--~1· r -- -------! 

! 6 8 17 ! 
' ! .. -~ ~ -

-·I 
I 

5 

10 

9 

9 

14 

10 

2 

10 

5 

• ----· ,_ .. - ..... ~ •. j 

I I 

8 i 19 I 

····r- 1 

8 1 4 I 

I i 

~~t-:···· 
--+-~--i 

I 

12 I 9 I 
I I 

-~1--- --- 1 
3 1 2 I 

. -- ...1~--- -- -1 
i I 

14 1 4 I 

I I 
20 I 22 I 

I 
-~;---r--

1 

19 T 19 
-- L --



205 

The managers of big gardens have ranked "Provision for housing to 

worker and his family' as number one reason for conflict between the 

management and the workers. The finding implies that housing problem is 

acute in small gardens compared to large gardens. 'Illiteracy of workers' 

has been ranked as number one reason for conflict by the managers of 

small gardens. Interestingly, the managers of both small and big gardens 

have ranked 'Indiscipline of workers' the second most important source of 

conflict in the garden. 

Table 5.6 

RANKING OF SOURCES OF CONFLICT IN TEA GARDENS AS PER 
THE RESPONSES OF THE MANAGERS OF SMALL AND BIG 

GARDENS t ..•. S~~= -~ Pe= ~orr~latl:nj =-SMfl .. i .. :J~~u i 
~~-------~-----~ Sig. (2~tailed) -+-··· 

22 
~~4 j 

----------------- .. --- -------j ---------------- ---~--- ----~ -----~---- ~ --------------1 

l. - :IG f~~~:~2Ct~i~:~:~ ~-- ~~ ~ -1 ~-j 
I I N . 22 : 22 i L _ _j__ ___ --~~---------L ____ ------------- ___j ________ ~_j 
**Correlation is -,ignificant at the 0.0 I level (2-tailed) 

The Spearman's rank order correlation is positive and significant indicating 

that the there is no significant difference in the ranking of sources of 

conflicts by the managers of small gardens and big gardens. 
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Table 5.7 

THE SOURCES OF CONFLICT IN THE TEA GARDENS AS PER THE 
RESPONSES OF THE MANAGERS OF PROPRIETARY GARDENS 

AND NON-PROPRIETARY GARDENS 

SN~--~~----- ~o=rc~~ of ~~~~ct ----~~ -(pf-r~pri-~~~)- ! pr~~~~;ary Rank I R~k 11 

o. requency I (fre uenc ) , 

51 -- fn~ISCip"flneotwc)rkers~-- --i-~---j~9 --~-=- r ___ 1_Q______ - J....__J __ "f=-1 
5 2 Non-payment of bonus/bonus 1 6 ! 4 I 19 1 16j 

a1d not 1n accordance to law I +- ~l 
53 

Unemployment problems of ~---~---- --
5 

-~ -~~ 1 

re~1de~t of tea garden __ _ I _ ________ __ ! 

1 Prov1s1on for housmg to -T 
18 9 1 2 --;1 

l

,l : : 

1 ~~~~~~~" h;~:~~~nty Oitea I --
13 

- --r- ;-- l-7i-~ 
5.6 ·t;~:: ;n ih<iqu811iy oi-l - 11 r---8·----- -; ~;1- -;-~ 

~-- +- ~-+-- --' 
Lay-off, retrenchment or -~ --

6 
I 

3 
i -~ i ~~ 1 

p: ~E~ir~%:"~!~ + !--- .. : - +-~5 I ~ ~ 
5

·
9 

concessional rate. 
Medical facilities provided to 

5.10 worker and his family 
members 

f-----·--1 
5.11 Promotion of workers. 
5.12 Duration of work/holidays etc. 

Drinking water provided to 
5.13 worker and his family 

members. 
Workers are only concern 
about their wages and 

5.14 benefits and not bother about 
the welfare of the garden as a 
whole. 

5.15 Illiteracy of workers. 

5.16 
Delay in the payment of 

1-------
wages 
Workers perceive that the 
management is driven by 

5.17 profit motive only and are less 
about the welfare of the 
workers and garden. 

5.18 
Substandard performance by 
the workers 

1-----
Lack of cooperation by the 

5.19 
workers. 

----

management 
-- ·---·---

5 21 
Misunderstanding 

-·--- -- ~---- -- -·-

15 

11 
11 

13 

15 

-
12 

11 

11 
I 
I 

18 

9 

520 Lack of cooperation by the • l___; 
· (communication failure) 6 

----·~--~--- ----- ·-----------

5 22 , Any _other reas_ons _ .. . _ L 7 _ 

6 4 11 

7 10 8_ 
7 10 8 

3 7 19 

6 4 11 

6 9 11 

4 10 16 

7 10 8 

10 2 1 
----

9 15 3 
--·-

4 22 16 

9 19 3 
--

2 18 22 .. -- -----···----- ------~-

The managers of both proprietary gardens and non-proprietary gardens 
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have identified 'indiscipline of workers' is the most important source of 

conflict in the tea gardens. The 'Substandard performance by the workers' 

has also been acknowledged as the most important source of conflict 

according to managers of non-proprietary gardens. The managers of 

proprietary gardens, however, have ranked 'substandard performance by 

the workers' is the second most important source of conflict. 

Table 5.8 

RANK CORRELATION OF THE SOURCES OF CONFLICT AS PER THE 
RESPONSES OF THE MANAGERS OF PROPRIETARY GARDEN AND 

NON-PROPRIETARY GARDENS 

I . IPORPRIETARY!PRO~~~~A~~~ 
~~ORP~.··.~-~;ARY I Pears~n 1· - .1 I .551" -~ 
~---- -------+-:~rrelat1on 1 _ . ~ 

~------------- ------~J_2-tailed) _.008 _j 
1 i N 22 -+ 22 i 

[;Ro~~~~A~-~ I c~~,~~!~~n .5w· ' 1 ! t=:= I Sig. (2~tailed) l----~~8-
22 

J 
**Correlation is significant at the 0.0 I level (:2-tailed). 

The Spearman's rank order correlation is positive and significant indicating 

that the ranking of sources of conflicts by the managers of proprietary 

gardens and non-proprietary gardens are similar. 

Table 5.9 
CONFLICT HANDLING STYLE USED BY MANAGERS 

Conflict 
Std. Error Handling N 

f-------S ty I e __ 
Mean Mean d Std. Deviation 

IN 200 4.04~Q_ .92588 .06547 
AV ! 200 2.8400 • 1.30880 .09255 

~- .. DO l 200 -r 3.2450-~ 1.13641 .08036 
r~~:=~-=_g-8-= --~~ 200=:=:~-3.2ioo- -[--~--1.11504 ---~-.07885--l 
l co ___ _j 200 _L __ l_j550 ___ _j_ 1.05047 ----- --.07428 ___ '] 

The frequencies in the use of conflict management style in order of most 

used by the office bearer of the Managers is Integrating > Compromising > 

Obliging > Dominating >Avoiding. 
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Table 5.10 

CONFLICT HANDLING STYLE USED BY MANAGERS OF SMALL AND 
BIG GARDENS 

r-- I I ! 

I 

Conflict 1 1 Std. Std. Error 
Style I Group J N ' Mean Deviation Mean 

_IN ... ···•f --+ I i ~~ =~·-:-~ ~-~-~---tt-1.-~0-018-57-998-+----: ~-~-~-:--~ --
A V 1 1 00 3. 0400 --+--[ -1 .-23-0-26--t----.1-2-30_3_--1 

1-----

f--D_O __ J ~ i~~ ~.~~~~ i ~~~~~ i~~~~ 
2 1 100 3.1500 1.15798 .11580 1 

f----------·- ... ·------------r-----------j------t------t------1 

OB 1 100 3.4400 l 1.06667 .1 0667 
1------ - -- 4------------t-------j-------+-------t-------j 

I ~ i~~ f ~:~~~ 1 i ~:~~~ i~~~! co 
1-------+----+------r----r----~------

1 2 1 oo I 3.5000 1.05887 .1 0589 
~----~----~----~---~----~------
1 = small gardens: 2= b1g gardens 

The conflict management style in order of most used by the managers of 

small garden is Integrating > Obliging > Compromising > Avoiding > 

Dominating where as in case of big gardens it is Integrating > 

Compromising > Dominating > Obliging >Avoiding. 

Table 5.11 

RANK CORRELATION FOR THE STYLE OF HANDLING CONFLICT BY 
THE MANAGEMENT OF SMALL AND BIG GARDENS 

f·- ~~AL-L __ .. 1 Correlat~n I 5

1M~~L 1--~~:-· j 
Coeff1c1ent 1 

_ 1 . ~ 

~--------- ~~-~-------1 s;oi~~~:::)l 7~0 t =~!o8~-~ 
1----------·-·-------t Coeff1c1ent -,l- ---------+-------------j 
; : Sig. (2-tailed) 1 .188 1 . ! 

• - -------- --- -- --------· - +· ---- ., ·- -- --- . ·------- ------· -----t---- -- --------- __ J 

N 5 I 5 : 
---- ________ ._ ---------- -------~-l _______ ·-------~------- ______ _j 

The correlation coefficient of 0 . 700 and the significance value of .188 

suggest that the spearman's rank order correlation is not significant. The 

style of handing the conflict by the Managers of small gardens and big 

gardens are not significantly correlated. 
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Table 5.12 

CONFLICT HANDLING STYLE USED BY MANAGERS OF 
PROPRIETARY AND NON-PROPRIETARY GARDENS 

~ I . ~ 

1 ~onflict ' G r i I ~---~ Std. Std. Erro 
1 Style roup \ 

~·-· -==---c~~ --~ 
1 N 1 Mean D . f Mean ev1a Jon 

-1--'1'48'~:0676 .90848 .07468 
·-f--· 

52 3.9808 .98000 
I 

.13590 
·-1----· 

148 2.8041 I 1.32305 I .1 0875 
52 2.9038 I 1.31745 t_ .18270 

------ ------

_DO_!__ ~- ! ... ~ 
---OB~~------1 -- t 148 i 3.3108 1 09328 .08987 I 

148 3.3649 1.14374 j__ __ .09401 
52 2.9038 1.05272 I .14599 

. co~~~ 4=- 1~28 ---d-~~ I ~~~:~: ~~~~; .I 
--------·---· ------1- ----------- ---- r------ ------ ..... J ... - ------------+----- i- 'I 
i ! 2 ! 52 i 3.1538 I 1.07347 .14886 
L_ -------------- L------ _,_ .. _ _[_ ______________ -~--- -- .. -· --· i __ ----------- -L -- ---- -~---- --- .J 

I proprietar: gardens: 2 Non-proprietary garden-, 

The conflict management style in order of most used by the managers of 

proprietary gardens is Integrating > Compromising > Dominating > 

Obliging >Avoiding. 

The conflict management style in order of most used by the managers of 

Non-proprietary gardens is Integrating > Compromising > Obliging. 

However, Dominating and Avoiding together are the least used conflict 

style. 

Table 5.13 

RANK CORRELATION FOR THE STYLE OF HANDLING CONFLICT BY 
THE MANAGEMENT OF PROPRIETARY AND NON-PROPRIETARY 

GARDENS 

k
----- ------------- --------r---- ------~----~--- ---------------- ---

1 NON-
1 PROPRIETARY PROPRIETARY 
I Correlation . _________ __, _______ _ 

1 PROPRIETARY : Coefficient 1 1.000 .821 

1---- --=----~~2~\a~~----- ~ --;9-j 
l NON- Correlation [ 821 1

.000 
_ __E>_ROPRIETARY Coefficient 1 • 

~-=-=----=-tSig (2~taile~ ~--.05-89---+------5---~"= 
.. ·------·-· ··-- -·-----------------~. --
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The correlation coefficient of 0 .821 and the significance value of .089 

suggest that the spearman's rank order correlation is not significant. The 

style of handing the conflict by the Managers of small gardens and big 

gardens are not significantly correlated. 

Table 5.14 

CONFLICT HANDLING STYLE USED BY MANAGERS OF 
DARJEELING, DOOARS AND TERAI 

~~---,---~- --·-..---------··· 

Std. Std. Error Conflict ···-~----G--- J N i. Mea 

~----St_y_le __ t----~~~~--+----··-··--1----~n--+----------4---------j 

·~ I ~~-r -= i-_:-__t=- ~~
6

2-J i~~~~ 
T 

Deviation Mean 

.80904 I .1 0811 i 
i I 

I 3 -+- 32 I 4.3125 

1-------AV tl 1 ' 56 I 2.9821 

1------·-t 2 112 2.9286 
, 3 32 2.7500 

.98574 r 

.0931Q ' t-
.96512 .17061~ 
1.25757 .16805 i 
1.49903 .14165 I 

1.29515 .22895 
----r----+-----+----~ 

DO 1 I 56 2.9464 1.06889 .14284 

2 112 I 3.1607 1.12749 .10654 
f-----~--+ 3 L32 --r·-4-. o-6-25----~-----+-----------1 

f
~ OB . +- 1 I 56 I 3.3036 

.91361 .16150 

1.09411 .14621 ·------- -· .. --··----·--+-------t--~ -· ·---

1.08206 .1 0224 : 2 1 112_L3.2321 

~~~=---~~--3 --t-3~-t. 3-.3-43-8---t------+---~ 

---- ~9-_. ----- _1 _____ t __ _!)6 -J 3~464- 1.28539 .22723 

.93263 .12463 

2 112 3.3571 1.10574 .10448 
-··--·--·----· -- ----+------+--------1 

3 32 3.8125 .99798 .17642 
~ ~---~--- ---~---~~L---~~~ 
I== Dar.Jeelmg: 2~ Dooars: 3" 1 era1 

The conflict management style in order of most used by the Managers of 

Darjeeling is integrating > Compromising > Obliging > Avoiding > 

Dominating. In the case of managers of Terai the order is Integrating > 

Dominating > Compromising > Obliging > Avoiding. The conflict 

management style in order of most used by the Managers of Dooars is 

Integrating > Compromising > Obliging >Dominating >Avoiding. 



211 

Table 5.15 

RANK CORRELATION FOR THE STYLE OF HANDLING CONFLICT BY 
MANAGERS OF DARJEELING, DOOARS AND TERAI 

f------~~~-~~ _l DARJEELING 
DARJEELIN~ j - Corre!ation 1.000 i 

DOOARS 

.900* 

TERAI 

.400 
'-----------~-------~!-- ~---~~~-~e.----~ ~--+~~----j I Coeff1c1ent!)t 

DOOARS 

Sig. (2-tailed) _ .037 .505 
--~-4---------~----~ 

N 5 5 5 
Correlation 
Coefficient 

.900* 1.000 .700 

Sig. (2-tailed) .037 .188 
~-~~~~~----~-------~+-------~-4----------r---5--~-

J_
I Corr~ation ----+-----~-5 ~--+----5------+----1-. 0_0 

___ 
0 
__ 

TERAI Coefficient .400 · 700 
1---------

~-----~- \I Sig. (2-tailed) [_ .505~--+----~.1~8~8------r---:::---
- - N I ~~~5~--~----5 ____ ~_5 __ _ 
* Correlat1on 1s s1gn1flcant at the .05 level (2-talled). 

The Spearman's rank order correlation is significant for Darjeeling and 

Dooars, which means that the style of handling conflict by the Managers of 

Darjeeling, Dooars are significantly correlated. However, the rank order 

correlation is not significant between Darjeeling and Terai and also 

between Dooars and Terai. 

Table5.16 

PAIRED SAMPLES STATISTICS FOR STYLE OF HANDLING 
CONFLICT BY MANAGEMENT 

Mean N Std. Std. Error 
Deviation Mean 

Pair 1 ' IN 4.0450 200 .92588 .06547 
AV 2.8400 200 1.30880 .09255 

Pair 2 IN 4.0450 200 .92588 I .06547 
~---~-~ 1---

: DO 3.2450 , 200 1.13641 - L .08036 ----. ---- .L _________ .___ _____ -------1---~---~----~------- ---· - ·--·------------

3.2700 I 200 1.11504 I .07885 --------- I 
.06547-4.0450 200 .92588 

3.4550 200 1.05047 .07428 
2.8400 200 1.30880 .09255 
3.2450 

I 

200 1.13641 .08036 
2.8400 200 

--

1.30880 I .09255 
---- ------,-~------~--- -~~-- i --- ~--L--- ~ ------~----~-~ 
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Contd. 5.16 

,--------, -------~~r--M-e_a_n--,-\-----:Nc-:-- ~--5-t-d-. ---,---=--st-d-:-. -=e:--rr_o_r--, 

i Deviation Mean 
PairS AV 3.2450 200 1.13641 .08036 

OB 3.2700 200 1.11504 .07885 
Pair9 AV 3.2450 200 1.13641 .08036 

co 3.4550 200 1.05047 .07428 
Pair 10 OB 3.2700 200 1.11504 .07885--[_ --==---~~------c·-o---+--3_.4_5_5_o---1----=-2--=-oo-=-------+--1,--. o=-=5c-::-0-:-:4 7=---t-----=. o=--=7:-:--4 2=-=s=--_-~_j 

Table 5.17 

PAIRED SAMPLES TEST FOR STYLE OF HANDLING CONFLICT BY 
MANAGEMENT 

P~ired ~---- ' I - r i f5i9·-,l 
D1ffe- ' ' 1 1 T 1 df : (2-

ren~------- _L ___ +-------~------ _------~- ___ _l~~i!_ed)j 
i I I 95% ; I : ! I 

I 

I Mean 
I Deviat.ion Error Interval of I 

I I 

I I Mean the ! I I 1 
: 

! Std "] ~~~ [confldencei ! [ ; i 

Difference 1 I 
1----- --+-- ---+----~--- __ , ____ 

Lower Upper I . I 

22.075 199t.ooo Pair 1 IN-AV 1.2050 .77198 .05459 1.0974 1.3126 
Pair 2 IN- DO .8000 .63404 .04483 .7116 .8884 17.844 199 foo-o 
Pair 3 IN- 08 .7750 .58831 .04160 .6930 .8570 18.630 199 Tooo 
Pair 4 IN- CO .5900 I .58619 .04145 .5083 .6717 14.234 199 .000 ----

AV--ooi--:Aoso'A92121 03480 
-~·---

1 

Pair 5 -.4736 -.3364 -11.638 199 .000 
Pair 6 A V - 08 -=-.4300 - ~0634- . 03580 -.5006 -.3594 -12 010 199 .000 -------- --------- --

199 I .000 Pair 7 AV- CO -.6150 .61536 .04351 -. 7008 -.5292 -14.134 
---

Pair 8 DO- 08 -.0250 .32388 .02290 -.0702 .0202 -1.092 199 .276 
Pair 9 DO-CO -.2100 .44372 .03138 -.2719 -.1481 -6.693 199 .000 fcc- . 

08-CO -.1850 .38927 .02753 -.2393 -.1307 -6.721 199 .000 Pa1r 10 

Post hoc paired "t" tests were conducted for two dependent samples to 

compare the detailed conflict handling styles differences. (1) Integrating 

versus avoiding style yielded t=22.08 (OF =199), p<.01. 2) Integrating 

versus Dominating style yielded t=17.84 (OF =199), p<.01. 3) Integrating 

versus obliging yielded t=18.63 (OF =199), p<01 4) Integrating versus 

Compromising yielded t= 14.23 (df =199), p<01 5) Avoiding ·versus 

Dominating yielded t=-11.64(df =199), p<.01. 6) Avoiding versus Obliging 

yielded t=-12.01 (df =199), p<.01 7) Avoiding versus Compromising 

yielded t=-14.13 (df =199), p<01. 8) Dominating versus Obliging yielded 
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t=-1.09(df =199), p>.01. 9) Dominating versus Compromising yielded t=-

6.69 (df =199), p<.01. 1 0) Obliging versus Compromising yielded t=-

6.72(df =199), p<.01. 

5.5 HYPOTHESES 

Hypothesis 5: Conflict in tea gardens has been attributed to 

problems of communication between the parties involved. 

It is evident from the table 5.2 and Q No 5.21 (shown under frequency of 

responses of managers) that only 30% of the managers agree that 

problem of communication or misunderstanding is the reason for tension 

between the Management and the workers. Another 70% of the managers 

do not agree with the statement. Thus, the hypothesis 5 is rejected. 

Clagett G. Smith (1965) also observed that poor communication and lack 

of understanding between members occupying different positions in the 

hierarchy are not in themselves inevitably a major source of interlevel 

conflict. 

Hypothesis 7: Managers feel that workers are worried about their 

own welfares and not bother about the welfare of the garden and 

there is no significant difference in the responses of the managers of 

Darjeeling and Dooars. 

Table 5.2 and Q No 5.14 show that 57% of the managers of Darjeeling 

and 32% of managers of Dooars agree with the statement that workers 

are worried about their own welfares and bother less about the welfare of 

the garden as a whole. The chi-square value is 2.45 and the significant 

value is 0.120. The significant value of 0.120 is more than the alpha value 

of 0.05. Thus, the results of the study do confirm hypothesis 7. 

Hypothesis 13: Management applies power/dominating style more 

often than any other styles with workers to handle conflicts and it is 

true for all three regions. 

It is evident from table No. 5.9 that management does not apply 

power/dominating as the primary conflict handling style. In fact, the 

primary conflict handling style used by the managers is integrating. Thus, 
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the hypothesis is rejected. In fact Su-Mei Lin's (2003) has also found that 

the managers of the hospitals in Taiwan use integrating rather than the 

dominating as the primary conflict handling style. 

Hypothesis 16: There is no significant difference in conflict handling 

style used by management of Darjeeling, Dooars and Terai. 

Table 5.15 signifies that the rank correlation coefficient between Darjeeling 

and Dooars is .900 and significance value is .037. The data implies that 

the styles of handling conflict by the Managers of Darjeeling, Dooars are 

significantly correlated. However, the rank order correlation is not 

significant between Darjeeling and Terai and also between Dooars and 

Terai. As there is significant different in conflict handling style used by 

Managers of Darjeeling, Doors and Terai, the hypothesis is rejected. 

5.6 SUMMING UP 

More than 50% of the junior managers are of the opinion that people 

around them agree on everything they Uunior managers) suggest. People 

working under them usually do not go against the decision made by the 

managers even if they know the decision is wrong. This is the case of lack 

of functional conflict. When nobody opposes a wrong decision just to 

impress the boss bring trouble to the organisation in the long run. If the 

organization's performance is improved because of the conflict, then we 

can say that the conflict is functional. On the other hand if the conflict 

resulted in bring the performance down, and then the conflict is 

dysfunctional. S. P. Robbins (1978). 

84% of the managers of proprietary gardens believe that they must 

maintain peace in the garden at any cost. In the process of maintaining 

peace managers should not ignore the fact that they cannot always run an 

organisation by making everyone happy. In the larger interest of the 

garden there comes a time when harsh decisions need to be taken even if 

it is disliked by section of the people. For instance, the decision to extend 

the working hours during the peak season in order to increase the 

production of tea may not be liked by many workers. However, in the 
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larger interest of the tea garden such decision has to be taken by the 

management. 

28% of the junior managers believe that popularity is more important than 

performance. Only 4% of the senior managers believe so. 

64% of the managers feel that there is a lack of new ideas forthcoming 

from the workers. A dearth of new ideas forthcoming from the workers 

indicates a lack of functional conflict in the tea gardens. However, when 

the workers were asked whether management encourage them to suggest 

new ideas to the management, 43% of them said management never 

encourage new ideas from the workers. Workers are not provided the 

opportunity to express their views. 

Only 8% of the managers of big garden agree that non-payment I irregular 

payment of wages is the reason for tension between the workers and the 

management. However, the percentage is much higher (42%) in case of 

small garden. This is evident from the table that Small gardens are more 

irregular in payment of wages than the big gardens. 

Planters wants the social responsibility like health facilities, education, 

drinking water etc. to be borne by the government so that their social cost 

of production is lessened. Government insists that it is the responsibility of 

the planters to provide all these benefits as per the Plantation Labour Act. 

Both planters and government are trying to shed the social responsibility 

from their respective shoulders at the cost of suffering tea garden workers. 

The tea gardens workers cannot be blamed entirely for the decrease in the 

quantity and quality of tea production. 42% of the managers believe that 

decrease in the quantity of tea produced brings tension between the 

management and the workers. Whereas 38% of the managers feel 

deterioration of quality of tea produced create tension between 

management and workers. However, according to Tea Board of India, the 

attributable reasons for the lower productivity of tea are - old age of the tea 

bushes. high vacancies. poor bush frame and low plant population per 

hectare, lack of long-tern policy, low investment on the development of tea 

gardens and poor infrastructure 
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The data reveal that the integrating is the most used conflict handling style 

of managers of Darjeeling, Dooars and Terai. The least used conflict 

handling style for the managers of Darjeeling is dominating and for 

managers of Dooars and Terai avoiding is the least used style. 

The analysis of paired sample test revealed that there is incompatibility 

between the avoiding and dominating; avoiding and compromising; 

avoiding and obliging; dominating and compromising; obliging and 

comprom1s1ng styles. There is a relative incompatibility between the 

dominating and obliging styles. The paired sample tests reveals that 

Managers who use dominating style also prefer to use an obliging style at 

the same time. Managers may use obliging and dominating styles 

interchangeably depending upon the situations and the problems. For 

instance, to settle smaller problems of the workers, managers may use 

obliging style but when the conflict between management and the workers 

are related to financial matters or regarding implementation of rules etc., 

managers will certainly use dominating style. 

It has been observed from the data that out of 50 sample managers I 

assistant managers eight had post-graduate degrees and the remaining 

forty two had graduate degrees. Surprisingly out of 50 managers and 

assistant managers who participated in the sample survey, none had 

professional qualification like MBA or Tea Management etc. I feel that 

managers with these additional qualifications are better equipped to 

handle human resources. 

According to the managers, the most important reason for conflict between 

the workers and the management is 'indiscipline of the workers'. The 

following data justify the managers' concern. 

Ambootia Tea estate of Kurseong area was declared lock out by the 

management from 20 December 2001 to 9 January 2002 when workers of 

the garden refused to honour the agreement regarding the new task. The 

workers with knives gheraoed the manager of the garden manhandled him 

and threatened to kill him. 
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Jog Maya Tea estate of Darjeeling region was declared lock out on 12 

September 2003 by the management. According to the management, 

when the management took disciplinary action against workers who were 

not found in duty as and when required other workers threatened the 

managerial staff with dire consequences. 

Jogesh Chandra Tea Estate was declared lock out on 22nd April 2003 by 

the management. Alleged indiscipline on the part of the workers was cited 

as reason behind the suspension of work. 

Managers are of the opinion that 'Substandard performance by the 

workers' leads to conflict in the tea gardens. Even in the recent tripartite 

agreement where new wage revision was settled, management insisted on 

linking the wages with productivity so that it acts as a disincentive against 

the worker with substandard performance. However, this system could 

not be implemented due to intense resistance from the workers unions. 

In the matter of appointment of managerial staffs, the tea garden owners 

use a practice of hire and fire rampantly. Most of the tea garden owners 

appoint a new manager for a year or two and for some unknown reason 

another new manager replaces him. Every time a new manager is 

appointed, people working under him need to adjust to his style of 

functioning. The frequent changes of manager do have adverse effect on 

the performance of the garden. In some cases, after having gained some 

experience managers leave the present job looking for the greener 

pasture. The data collected from the garden reveals that out of 39 

managers who are aged between forty and sixty, 17 (44%) managers 

have experience of less than 5 years. 

The industry is not satisfying the basic need of the workers. All the labour 

laws applicable to the tea garden workers have remain in the books only 

and not properly implemented. 

The analysis of data discards the notion that management always apply 

dominating style of functioning in the tea industry. Today's managers know 

fully well that using a dominating style to handle conflict will hurt teamwork 
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and probably bring more conflict between the managers and the workers. 

Managers, therefore, think that integrating is the most appropriate style to 

be used in the organisations. 

Tea industry being agricultural 1n nature, the production of tea in any 

particular year cannot be predicated with certainty. Therefore, some 

percentage of the profit of a boom year should be kept as reserve to be 

used in the year when the production is adversely affected by reasons 

which are beyond human control. 

When any negotiation is discussed, both the parties cannot remain 

adamant. Both parties need to come under negotiation table and bargain. 

The concept of your gain is my loss attitude creating lots of tension in the 

garden. 

According to the trade un1on leaders, the productivity of tea is down 

because the Managers made no timely efforts towards modernization and 

re-plantation. The Managers were interested only in profit maximization. 

The huge profits that they made once were never invested back in 

modernization and re-plantation. Instead, the money was taken out of the 

region. It is evident that West Bengal has the second largest percentage of 

old tea bushed and hence it is not surprising that the productivity dropped 

significantly. 
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(Please go through the questionnaire carefully and answer all the questions. 
Please do not consult anyone while filling up the questionnaire There are no 
right and wrong answers. Express your frank views and opinions Your 
responses will be kept completely confidential. They will not be shared with 
any other person or I and organization Respondents' names and their 
organization will be kept completely anonymous ) 

1.1 Name of the Tea Estate ... 

1.2 Address .... 

1.3 Name of Tea Estate. 

1.4 Address .. 

1.5 Age .. 

1.6 Educational qualification ... 

1. 7 Position held in the garden .. 

1.8 Male· Female 

1.9 No of years serving in the garden ......... 

Please read each statement given below, and lick the number ( 1-5) on 
right hand side of the statement to indicate the opinion. 

Tick 1 if the union strongly disagrees. 
Tick 2 if the union disagrees. 
Tick 3 if the union half agrees and half disagrees. 
Tick 4 if the union agrees. 
Tick 5 if the union strongly agrees 



I Strongly ! 

\ ag:_~_:_j 
I Disagree ! 

2.1 I try to investigate an issue with my workers 1 I 
2 LJ L _ __j 

to find a solution acceptable to all 

2 2 I try to keep conflict with my workers to 1 [] 21-l 
itself. 

2.3 I try to work with my workers to find 
r·--~ 2f-l 1 l I ~__j L______j 

solutions to a problem which satisfy both. 

2.4 I usually avoid open discussion of its 1 20 
differences with my workers 

2.5 I try to find a middle course to resolve an 1 20 
impasse. 

2.6 .I use my influence to get its ideas 1 [J 20 
accepted 

2.7. I use my authority to make a decision in my 1 
favour 

---, 

20 

2.8 I usually accommodate the wishes of my 1-1 
1 LJ 20 

workers. 

2.9 The union gives in to the wishes of my 1 [] 20 
workers. 

2.10 I exchange accurate information with my 10 20 
workers to solve a problem together 

2.11 I usually propose a m!ddle ground for 1 [ . _ __j 20 
breaking deadlocks. 

-~ 

Half 
agree 
half 

disagr~~--J 

3i: 
L 

3 

3: 

3 ~--
L -- --

3 L___ __ 

3 

3 

3 i! L__. 

3 [_~: 

31! 
~--~-

3 L__ 

---
l 
i 
I 

Agree 
I :, J 

~------

,---l 
4 i 1 

L -

4 

4! 

4 

,~-1 4 I • L_____j 

4!j 

4 

.-----, 
4 L ___ ~ 

4 ~-- I 

40 

4LJ 

I Strongly 
agree 

5 

5 r----~ __ _I 

5 

5 r-l L_--" 

5 [] 

50 

50 

50 

5L] 

5[1 

~--·- 1 

5 LJ 

N 
N 
0 



2.12 I negotiate with my workers so that a 
compromise can be reached. 

2.13 I try to stay away or disagreement with my 
workers. 

2.14 I often go along with the suggestions of my 
workers. 

2.1S I use 'give and take' so that a compromise 
can be made. 

2.16 I am generally firm in perusing its sides of 
the issue 

2.17 I try to satisfy the expectations of my 
workers. 

2.18 I sometimes use my power to win a 
competitive situation. 

219 I try to keep my disagreement with my 
workers to itself in order to avoid hard feelings 
2.20 I try to work with my workers for a proper 
understanding of a problem. 

1[1 
- ~~-1 

1 

1 I I 

1 

1 

1 r J L_ 

1 

. 1 

1
1-- '! 

l__j 

2 

2 ~ 

2 

2 

2 

2 

2 

2· 

2 

i 
__ j 

1 

3 

3· 

3 r---~ 

•-- _ _j 

3· 

3 

3 

3 

3 

-1 
3 J 

4[] 

40 
40 
40 
40 
4lJ 
40 
40 
40 

sO 
sO 
s [.=J 

sO 
sO 
s[J 

sO 
sO 
sO 

N 
N 



4.1 Do people around you agree on every thing you 
suggest? 

4.2 Are workers afraid to adm1t ignorance and 
uncertainties to you? 

4.3 Do you believe that it is in their best interest to 
maintain the impression of peace and cooperation in the 
garden. regardless of the price? 

44 Is there an excessive concern by you in not hurting the 
feelings of others? 

4.5 Do you believe that popularity is more important for the 
obtaining of organizational rewards than competence and 
high performance? 

4.6 Are you unduly captivated with obtaining consensus 
for workers decisions? 

4.7 Do workers show unusually high resistance to 
change? 

4.8 Is the ability to manage conflict has become more 
important for you in the last 10 years? 

4.9 Do you think that the topic "conflict management" 
more important relative to other topics? 

Yes 

Yes No L 

Yes L .. ~ No 

Yes : 
I 

Yes No 

Yes [J NoD 

Yes [J No lJ 

Yes!-] No[] 

No n 
In the last five years, was there any tension between the workers and 
management due to 

5.1 Indiscipline of workers. 

5.2 Non-payment of bonus/bonus paid not in accordance 
to law 

5.3 Unemployment problems of resident of tea garden. 

54 Provision for housing to worker and his family 

5.5 Decrease in the quality of tea produced 

5.6 Deterioration in the quality of tea produced. 

Yes 

Yes 

Yes 

Yes 

Yes 

Yes 

No 
,. -1 

I No I_ 

No 

. No ,_j 

[]No 

r-·: 
LJ No 

222 
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5. 7 Lay-off, retrenchment or dismissal of workers. Yes D No D 
5.8 Non-payment of wages. Yes [J No 1-l 

I I 

5.9 Food grains provided at concessional rate. Yes D No D 
5.10 Medical facilities provided to worker and his family Yes n No n 
members. 

5.11 Promotion of workers. Yes D No ~-J L_ 

5.12 Duration of work/holidays etc. Yes 0 No D 
5.13 Drinking water provided to worker and his family Yes LJ No LJ 
members. 

5.14 Workers are only concern about their wages and Yes D No D 
benefits and not bother about the welfare of the garden as 
a whole. 

5.15 Illiteracy of workers. 

5.16 Delay in the payment of wages. 

5.17 Workers perceive that the management is driven by 
profit motive only and are less about the welfare of the 
workers and garden. 

5.18 Substandard performance by the workers 

5.19 Lack of cooperation by the workers. 

5.20 Lack of cooperation by the management 

5.21 Misunderstanding (communication failure) 

5.22 Any other reasons (please specify) 

Please mention the other reasons: 
i) 

i i) 

Yes D No [J 

Yes D No D 
Yes D No D 

Yes D No [] 

Yes D No D 
Yes n No 

Yes ~-- i No r-1 
Yes il No 

L_j [J 

THANK YOU FOR YOUR COOPERATION 
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6.1 SUMMARY 

6.1.1 INTRODUCTION 

Conflict is a dynamic process reflecting the interaction of two or more 

interdependent parties who have some level of difference or 

incompatibility between them. It exists within each of us( Blackard and 

Gibson 2003). Conflicts persist all around us. In us, our institutions and our 

society there is a pervasive fear of conflict. 

Conflict is defined as conflict as a process that begins when one party 

perceives that another party has negatively affected, or is about to 

negatively affects something that first party cares about (S. P. Robbins 

1978).1t can be conceptualized as existing along a continuous range. At 

one extreme, there is no confl1ct: at the other extremes is conflict's highest 

state, the act of destroying the opposing party. All intensities of 

interpersonal. intra-group and intergroup conflicts would fall somewhere 

along this continuum. According to this definition, conflict must be 

perceived by the involved parties. In other words, if there is opposition but 

the parties fail to perceive it, then it does not exist. Similarly, if a conflict is 

perceived, it exists whether or not that perception is accurate. 

Blake and Mouton ( 1964) identified five conflict handling styles namely, 

smoothing, compromising, forcing, withdrawal and problem solving. This 

model was further developed and extended by Thomas (1976). He 

incorporated two dimensions namely, cooperativeness and assertiveness 

in the model developed by Blake and Mouton. According to Thomas 

(1976), Cooperativeness means intention to satisfy other party's concern 

and assertiveness means intention to satisfy one's own concerns. 

Five Behavioural modes are identified in terms of these two dimensions; 

avoiding (unassertive, uncooperative): competing (assertive, 

uncooperative); accommodating (unassertive, cooperative); collaborating 

(assertive, cooperative) and compromising (intermediate 1n both 

assertiveness and cooperativeness) 
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6.1.2 STATEMENT OF THE PROBLEM 

West Bengal is the second largest tea growing state in India. It contributes 

21% in the total tea production in India. With the scarcity of labour force in 

the tea growing areas, the labourers were migrated from outside Bengal. 

The tea plantation workers of Dooars are immigrants brought in the tribal 

belts of Bihar, Orissa and Madhya Pradesh. The workforce of Darjeeling 

tea gardens are exclusively of Nepalese origin. 

Being exposed to new place, these immigrated workers have been 

exploited by the tea gardens owners to the extent possible. They lived in 

sub-human conditions with inadequate housing accommodation, scarcity 

of drinking water, little or no medical and sanitary arrangement. 

The government of India passed the Plantation Labour Act (PLA), 1951 

with provisions for safely, welfare and health of the plantation workers. 

The Act requires the owner of the tea gardens to provide housing for 

workers, free medical help, education to the children of the workers etc. 

Other laws like, The Industrial Disputes Act 1947, The Trade Union Act 

1926, The Payment of Bonus Act 1965 etc, which were protecting the 

industrial workers, have been extended to plantation workers as well. 

Sadly, even after passing the PLA and extens1on other laws to Plantation, 

the workers do not get resp1te of the hardship There has been gross 

VIolation of plantation labour law by the tea garden management. Th.e 

workers are deprived of the basic amenities like drinking water, housing, 

health, education etc. The poverty, illiteracy, abysmal living conditions and 

deliberate exploitation of thousands of tea workers are the reality. Despite 

trade unions and social organisations being active, labour laws are openly 

flouted by the tea garden owners. 

The tea garden workers work in the most hostile of environment and yet 

their wages are the lowest in the organised sector. The literacy among the 

tea garden workers is very low. After 1999, the tea industry is in the grip 

of crisis. VVith the crash of tea prices below cost of production and tea 

gardens closing down one after another, there have been cases of 

starvation deaths reported from many closed gardens of Dooars. 
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With no extension work undertaken by the tea garden owner and no new 

recruitment, the ever increasing population of the tea gardens is facing the 

problem of unemployment There are no avenues for alternative 

employments ava1lable to the people of tea gardens. 

6.1.3 OBJECTIVES OF THE STUDY 

1. To find out the conflict handling style of the manager of the tea 

garden. 

2. To find out the conflict handling style of the Trade union office 

bearer of the tea garden. 

3. To find out the conflict handling style of the workers of the tea 

garden. 

4 To identify the different sources of conflict prevailing in the tea 

gardens. 

5. To identify the five most important demand of Trade Unions. 

6. To identify the organisational climate prevailing in the tea gardens. 

7. To find out whether there is lack of functional conflict in the tea 

garden. 

8. To identify whether the decision taken by the management 1s 

functional or dysfunctional . 

6.1.4 HYPOTHESES AND TEST RESULTS 
-- -------- ---i Hypotheses --- - - - -- - - - - ~----Res-lilts~-1 

~- -- --- --------------------- -----·----------.. ------------~ -- ------r------"-----i 
j Hypothesis 1: The Other Monthly Rated Employees I I 

I 

consults workers before introducing any changes in the . 
work process and there is no significant different in the ReJected 

I responses of OMRE and DRW. 1 11 

I I 
~' ~- --- ---------------- ----- -----------------------~-------------.L __________ j 



Hypotheses 

HypothesiS 3 Male workers openly disagree more than 
female workers when the change brought m by the 

' Management do not suit them 

I Hypothesis 4 Management threats the workers of closure 
! m the slightest of pretext to obey their policy and there is I 

no significant difference in the responses of the workers of '. 
, proprietary gardens and non-proprietary gardens. 
i 

Results 

ReJected 

Accepted 

) Hypothesis 5: Conflict in tea gardens has been attributed 
· to problems of communication between the parties 

1 

Rejected 
• involved. 

I Hypothesis 6 Workers feel that the management IS , 

i driven by profit motive only and care less about the ~ 
! weifare of the workers and responses of both male and i 

: female workers are s1milar. 

Hypothesis 7 Managers feel that workers are worried 1 

about their own welfares and not bother about the welfare 
of the garden and there is no significant difference in the 

1 

responses of the managers of Darjeeling and Dooars . 

. Hypothesis 8: The trade union office bearers feel that the 
management is driven by profit motive only and care less 
about the Welfare of the workers and the responses of the : 
Trade Union Leaders of Darjeeling. Dooars and Terai are ' 

I 

not significantly different. i 

Hypothesis 9 Male workers are more dominating 
female workers in conflict situations. 

Hypothesis 10 An individual will more likely to use 
avoiding style with superiors than with peers. 

! Hypothesis 11: The problem of housing is acute in small , 
, gardens than m the large gardens 

Hypothesis 12 · Workers feel that housing is the number ; 
one reason for tension between workers and management : 

i and there 1s no significant difference in the responses of · 
· the workers of hill gardens and plain gardens . 

Accepted 

Accepted 

Accepted 

Accepted 

Rejected 

Accepted 

Accepted 
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f:~;;h~~~s-~ Mana:::::~e:::lie~ power/dominating ! __ Results I 
[ style more often than any other styles with workers to Rejected I 
1 handle conflicts and it is true for all three regions. 

---- --·- ·---------------------------L----------

Hypothesis--~~---~h~;~~-no-~ignificant difference in conflict I 

handling style used by workers of Oarjeeling, Oooars and I Accepted 

1 
Terai with the superior. 

~-~~~~~~esis 15.T-her~ is~~ signifi~ar1; diff~~en~~-~~-~~nfli~~-r-----------
1 handling style used by trade un1ons off1ce bearers of 1 Accepted 

~
Darjeeling, Doo_ars ~-~~---~~ra~--------------------------------t1 

Hypothesis 16: There is no significant difference in conflict 
handling style used by managers of Darjeeling, Dooars I Rejected 

'land Terai. ! 
---------------------- ---- -------------------· _________________________ l____ ___ ___, 

6.1.5 RESEARCH METHODOLOGY 

Tea gardens in west Bengal are located in two districts of Oarjeeling and 

Jalpaiguri. There are three distinct tea growing areas: Oarjeeling, Terai 

and Dooars. Darjeeling produces most distinctive and the world famous 

Darjeeling tea. Tea gardens located at the foothills of the Himalayas 1n 

Darjeeling and Jalpaiguri districts constitute Terai and Oooars areas. 

6.1.6 SAMPLE SIZE 

The tea growing areas of Darjeeling, Dooars and Terai have 294 major tea 

gardens. 50 gardens are selected from them as sample gardens. The 

principle of proportionate representation is followed while selecting these 

50 sample gardens. Darjeeling area is represented by 14 tea gardens in 

the 50 sample gardens. Dooars arec; is represented by 28 tea gardens 

and Terai by 8 tea gardens 

6.1.7 DATA COLLECTION 

The data were collected from the workers, trade un1on office bearers, 

management and office clerk through questionnaires. For the purpose, 

four set of questionnaires to be filled up by i) the management ii) the 

Trade un1on office bearers iii) office clerk and iv) the workers. were 
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prepared. The questionnaire for the trade union office bearers and the 

questionnaires for the workers were printed in English as well as in 

regional languages. 

The Information was collected by personally visiting all the tea gardens. 

While collecting information from the workers, ten workers comprising 

male, female, DRW, OMRE, factory worker, garden worker are chosen 

from each tea garden to filling up the questionnaires. The questionnaires 

for the workers were printed in English, Hindi and Nepali. 

One office bearer of each trade union operating in each tea garden was 

requested to fill up the questionnaire. Effort was made to collect data from 

trade unions affiliated to all political parties. From the fifty sample tea 

gardens, 76 office bearers of different trade unions participated in the 

process of filling up the questionnaires. The questionnaires for trade union 

office bearers were also printed in English, Hindi and Nepali 

The managerial staff of the gardens were requested to fill up a 

questionnaire meant for them. Before filling up the questionnaire, they 

were asked to go through the questionnaire once and clear doubts or 

confusions, 1f any. All the cop1es of the questionnaires totalling 412(286 for 

workers+ 76 for trade unions +50 for Managers) were scrutinized and 

coded. The coded data were fed into the computer using data software. 

6.1.8 PROCESSING AND ANALYSIS OF DATA 

The final analysis was done using software 'SPSS' and 'Microsoft office 

excel'. While processing the data through 'SPSS' and 'EXCEL', the 

following statistical tools were used: 

1. Chi-square:- Chi-square is use to (i) test the goodness of fit; 9ii) test the 

significance of association between tow attributes and (iii) test the 

homogeneity or the significance of population variance. 

2. Fisher's exact test: - it is an alternative test used when the chi-square is 

invalid for 2X2 table for having expected frequencies below five. 
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3. ANOVA: -Analysis of variance (ANOVA) is used to compare more than 

two means. It is very versatile. It is particularly friendly to experimental 

application, where we may be comparing the means of the populations 

group by examining the amount of variation within each of the theses 

sample, relative to the amount of variation between the samples. 

4. Rank correlations: - Rank-correlation coefficient is a measure of the 

correlation that exists bet~veen the two sets of ranks, a measure of the 

degree of association between the variables that we would not have been 

able to calculate otherwise. 

5. Standard deviation: -The variance and standard deviation are based on 

the deviations from the mean. The standard deviation are probable the 

most widely used and reported measure of dispersion. 

6. Simple statistics: - Simple statistics like mean, mode, median, 

frequency, percentage, averages etc. are also used as and when it was 

found necessary. 

While finding out the conflict management styles used by the workers, the 

trade unions and the management, the Rahim organizational conflict 

inventory- II ( ROCI - II ) ( Rahim , 1983 , Rahim & Buntzman 1989) was 

used. ROCI - II was designed to measure conflict with superiors, 

subordinates and peers. 

6.2 MAJOR FINDINGS OF THE STUDY 

1. The management never consults the majority of the Da,ily rated 

workers of the tea gardens before introducing any changes in the 

work process. 

2. 43% of the workers feel that management threat the workers of 

closure of tea gardens in their policies are not obeyed. Workers live 

under the constant threat. 

3. Almost 50% of the workers said that they never suggest new ideas to 

the management. 55% of the workers of Dooars never suggest new 

ideas that come up on their mind to the management. 
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4. The tea garden workers are not recognized and rewarded for good 

work they put in. 

5. "Provision of housing to the workers and his family" is the most 

important reason for tension between the workers and the 

management. 

6. Unemployment problems amongst the residents of the gardens have 

been the second most important reason for tension in the garden. 

However, the prcf)lem of unemployment is comparatively less in 

Darjeeling gardens. 

7. 'Non-payment or irregular payment of wages' to the workers do not 

create much of a tension in the tea gardens as commonly believed. 

8. 63% of the workers agree that there are tension in the garden due to 

'inadequate medial facilities'. The responses of the workers of Dooars 

Gardens depict that the problem is acute in Dooars gardens. 

9. There is a general perception amongst the workers that management 

only cares about their own welfare and do not care about the welfare 

of the workers and the tea gardens. This perception is high in case of 

proprietary gardens than in the non-prop gardens. 

10. 86% of trade unions office bearers said they did not meet the 

management in a regular interval but did only as and when required. 

11. Female workers are not well represented in the trade union. Only one 

female trade union leader participated in the survey of 76 sample 

trade union leaders. 

12. When asked whether management consults the un1ons before 

introducing any change in the work process. only 17% of the trade 

unions off1ce bearers answered in affirmative. 

13. More than 22% of the trade union leaders agree that they suggest 

any new ideas to the management However, only 5% of the trade 

union office bearers believe that management seeks new ideas from 

them 
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14. Three most important demands raised by different trade union leader 

operating in Darjeeling, Dooars and Terai area are (i) provision of 

Housing to the workers and his family members. (ii) New employment 

in the tea garden I employment in the place of retired workers and (iii) 

Provision for Drinking water to the families of the workers. 

15. 84% of the trade un1on leaders of Dooars believe that 'housing 

problem' is responsible for conflict in the garden indicating housing a 

serious problem in Dooars gardens. The percentage for Darjeeling 

and Terai gardens are 57 and 59 respectively. Again, compared to 

big gardens, small gardens have more housing problem. Almost 88% 

of trade union leaders of small gardens believe that 'housing problem' 

bring tension between management and the trade union. 

16. 57% of trade union leaders believe that 'lack of medical facilities· do 

create tension between the trade union and the management. 

17. Though 63% of the trade union leaders are of the opinion that tension 

erupt in the garden due to lack of cooperation by the management. 

MaJority of trade union leaders of Darjeeling think that there is no 

tension between workers and management due to lack of 

cooperation by the management in Darjeeling tea gardens. 

18. It is found out from the data that the integrating style is the most used 

style for the Trade Unions and avoiding the least used style. In tea 

gardens, trade unions are meant to be protecting the rights and 

welfare of the workers. In a conflict situation, they are always vocal in 

expressing their views. 

19. More than 50% of the junior managers are of the opinion that people 

around them agree on everything they Uunior managers) suggest. 

20. 84% of the mangers of proprietary gardens believer that they must 

maintain peace in the garden at any cost. 

21. 28% of the junior managers believe that popularity is more important 

than performance Only 4% of the senior mangers believe so. 
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22. 64% of the managers feel that there is a lack of new ideas 

forthcoming from the workers. 

23. 43% of workers are of the op1n1on that management never 

encourages new ideas from the workers. Workers are not provided 

the opportunity to express their views. 

24. Only 8% of the mangers of big garden agree that Non-payment I 

irregular payment of wages is the reason for tension between the 

workers and the management However, the percentage is much 

higher (42%) in case of small garden. This is evident from the data 

that small gardens are more irregular in payment of wages than the 

big gardens. 

25. The data reveal that the integrating is the most used conflict handling 

style of managers of Darjeeling, Dooars and Terai. The least used 

conflict handling style for the managers of Darjeeling is dominating 

and for managers of Dooars and Terai areas avoiding is the least 

used style. 

26. It has been observed that out of 50 sample managers I assistant 

managers eight had post-graduate degrees and the rest forty two had 

graduate degrees. Surprisingly out of 50 mangers I assistant 

managers who participated in the sample survey, none possessed 

the professional qualification like MBA or diploma tea management 

etc. The managers with these additional qualifications are better 

equipped to handle human resources. 

27. In the plantation hierarchy men have monopolized all the responsible 

positions. Women are not appointed to the managerial, executive and 

administrative positions. A recent advertisement in a national daily 

for a post of woman Assistant Manager in a tea garden of Darjeeling 

is a welcome change. 

28. According to managers. the most important reason for conflict 

between the workers and the management is 'indiscipline of the 

workers'. 
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29. Managers are of the opinion that 'Substandard performance by the 

workers' leads to conflict in the tea gardens. Even in the recent 

tripartite agreement where new wage revision was settled, 

management insisted on linking the wages with productivity so that it 

acts as a disincentive against the worker with substandard 

performance. However, this system could not be implemented due to 

intense resistance from the workers unions. 

30. In the matter of appointment of managerial staffs, the tea garden 

owners use a practice of h1re and fire rampantly. Owners appoint 

manager for a period of a year or two and for some unknown reason 

he 1s replaced by another new manager. Every time a new manager 

is appointed, people workmg under him have to adjust to his style of 

funct1oning. The frequent changes of manager do have adverse 

effect on the performance of the garden. In some cases, after having 

gained some experience managers leave the present job looking for 

the greener pasture. The data collected from the garden reveals that 

out of 39 managers who are aged between forty and sixty, 17 (44%) 

have experience of less than 5 years. 

31. The analysis of data discards the notion that management always 

applies dominating style of functioning in the tea industry Today's 

managers know fully well that using a dominating style to handle 

conflict will hurt teamwork and probably bring more conflict between 

the managers and the workers. Managers, therefore. think that 

integrating 1s the most appropnate style to be used in the 

organisations 

6.3. RECOMMENDATIONS 

1. Daily rated workers though occupy the lowest strata of the plantation 

hierarchy but may have vast pract1cal expenence and knowledge 

about tea. The management. therefore. should consult them and 
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know their opinion before introducing any changes in the work 

process. 

2. Almost half of the sample workers were of the view that they had 

never suggested new ideas to the management. It is highly 

recommended that an atmosphere of trust and opens should be 

crated in the industry by the management so that workers feel free to 

express their views and opinion !o the management. Extra attention 

should be given towards female workers who are shy, neglected and 

often marginalized. 

3. The management of the garden should reward the efficient, hard 

working and dedicated workers in some social gathering in 

recognition of their service to the tea garden. This method, only 

practiced by handful of gardens, will motivate the worker to strive for 

excellence and encourage others to follow his/her example. 

4. 'The provision of housing to the workers and his family' being the 

most 1mportant source of conflict in the tea industry of Darjeeling, 

Dooars and Terai, the tea garden management has to find a way out 

to tackle this problem. Much of the problem could have been 

eliminated if the planters had seriously implemented the policy 

framed by the Central Government. The Central Government under 

Plantation Housmg Scheme provided a maximum 80% of the total 

cost of the house and 20% of the total cost were to borne by the 

planters. But ever this 20% were not forthcoming due to alleged 

unprofitability of the gardens. (M. Dasgupta 1999) one cannot expect 

the workers to work to his full potential if his basic needs remain 

unfulfilled. 

5. In order to tackle unemployment problems amongst the residents of 

the tea gardens, the garden management have to fill up the posts 

lying vacant and also mcrease the workforce by extend the tea 

growing areas. increasing the plant population per hectare etc. 

Management should help the State Government to implement vanous 

self-employment schemes in the garden 
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6. The health of the worker is important and therefore should to be 

taken seriously. Absence of essential medicines, qualified doctors, 

ambulance and poor maintenance of dispensary are the common 

problems of many tea gardens. With the privatization of insurance 

sector, many new private insurance companies are operative in the 

country. A serious thought can be given to tie up with these insurance 

companies for insuring the health of the workers and his immediate 

family 

7. A perception of the workers that management is only interested about 

the profit and own welfare has to be dispensed with. The 

transparency of the financial transactions and taking the workers and 

the trade unions into confidence by the management should help tea 

industry to overcome this problem 

8. The Govt of India has to make essential modification in the Plantation 

Labour Act. The law should be more stringent so that planters do not 

violate the provision of the law and get away scot free. 

9. Trade unions of respective garden should meet the management on 

a regular (fortnightly) basis so that good relations between the trade 

unions and the management remain secured and any problem 

between the workers and the management can be nipped at the bud. 

10. Though more than fifty percentage of total workforce in tea industry 

are female, they do not occupy any worthwhile portfolio in the trade 

unions. Leader of the political parties should encourage female 

workers to hold the post 1n the trade unions of garden level. Female 

workers feel free and comfortable to express their views and 

grievances to the female trade union leaders. 

11. Different trade unions operative in the tea industry should cooperate 

with one another to pressurize the managers for fulfilling the 

demands of the workers. 
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12. Managers should consult and obtain the views of different trade 

unions before introducing any change in the work process and also 

seek new ideas and views from the trade union leaders. 

13. There are 3 basic demands ra1sed by trade unions in the last five 

years - housing, medical facilities and Drinking water. All these 

provisions are mentioned in the PLA Therefore, all trade unions 

should come together and put persistent pressures to the Planters 

and the Government to sincerely implement all these provisions of 

the PLA 

14. The role of the trade un1on leaders in the tea industry is under the 

scanner. There are instance where trade union leaders in connivance 

with the management reap personal benefits at the cost of hapless 

workers. People who are responsible for selecting and appointing 

these leaders should see that right kind of persons are appointed or 

nominated for these important posts. 

15. Junior managers tend to feel happy when their sub-ordinates agree 

on everything that they suggest. However, to impress the boss and a 

desire to avoid conflict, sub-ordinates often remain silence over the 

poor decisions made by the managers. Therefore, it is the 

responsibility of the managers to create a healthy and conducive 

environment in an organisation where every major decision taken by 

the authority is thoroughly discussed, argued and shortcomings 

eliminated. 

16. The managers of proprietary gardens believe that it is in their best 

interest to maintain the impression of peace and cooperation in the 

garden, regardless of the price. But little do they realize that only 

peace and tranquility in the organisation do not bring prosperity An 

organization has to learn to adapt to changing environment and 

adoption is possible only through change and change is stimulated by 

conflict.( Robbins 1978) 
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17. Mangers should encourage the workers to suggest new ideas and 

view which they have gathered from their long practical experience. If 

the ideas suggested are found to be useful and beneficial to the 

industry, it should be implemented in the gardens without delay. 

18. While recruiting manager in the garden it is always desirable to select 

manager who has professional degree from business schools or 

universities in addition to formal qualification. A manger with 

professional degree can run the garden in a professional manner. 

19. The "hire and fire" policy adopted by the owner with regard to 

appointment of tea garden managers should be discouraged. The 

practice of changing the tea garden managers frequently by the 

owner especially of proprietary gardens hamper the organisation in 

more than one ways. 

20. Tea industry being agro-based, the production of tea in any year 

cannot be predicted with absolute certainly. Much of the productivity 

depends on the weather conditions. Therefore, it would be a prudent 

decision to save part of the profit earn during boom seasons for rainy 

days 

21. Managers feel that there is lack of new ideas forthcoming from the 

workers. This IS a worrymg symptom which indicates that the industry 

is becoming stagnant and inactive In order to cure this disease two 

things ought to be done. Firstly, the workers should have 

representation 1n the decision I pol1cy making body and secondly, 

active participation of workers in this body should be encouraged. 

22. Managers have mentioned 'indiscipline of workers' as the reason of 

conflict between the workers and the management. When an 

individual or a small group of workers manifest their resentment to 

the management in the form of v1olent behavior, the mangers should 

hand them over to police and criminal charges should be initiated 

against them rather than closing down the entire tea estate and hold 

the entire workforce in ransom. 
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23. The managers themselves have acknowledged that 'lack of housing 

accommodation to the workers' have been creating tension between 

them and the workers. The planters need to explore avenues from 

where soft loans can be borrowed and used to construct houses for 

the workers. Govt of India and Tea Board do have different schemes 

under which loan are sanctioned at interest rate well below market 

rates. 

24. Manages of proprietary gardens use dominating style of handling 

conflict more often than managers of Non-proprietary gardens. 

Mangers should avoid using dominating style often because it will 

hurt teamwork and can bring more conflict between the mangers and 

the workers. Having said that, however, mangers can and should use 

dominating style sometimes to handle emergency situation. 
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APPENDIX I 
DETAILED PROFILE OF THE SAMPLE TEA GARDENS OF TERAI 

I_ 1 I Name of the tea company __ --------~--- I The Ashapur Tea Company ltd =-=:=] 
j 2 ~Address _ --~---- ~--------- 1 _17, Ballygunge Gardens, Kolkata 19 __ 

3
1 

[3--
1 

Name of the tea estate ___ _ _ _______ -f-l'>,shapur tea estate . 
1 4 I Address ____ -----t-P 0 Nakshalban, Dtst DarJeeilng 

5 Area under tea (hectors) _ _ _ ____ -+ 122 36 _____ ____j 
I 6 Gross area (hectors) q 171 06 ~ 

7 Membership of tea associatton --- -- -- TIP A & TBITA ---~--------

8 Types of tea manufactured --------~ __ Orthodox CTC & Green ______ _ 
9 Number of Male workers 101 

£1 Number of female workers -- -- - ~~ } 2Q _- -~=~=-= =~-~=-==- -~ 

r~TI--=t~:~~~~~~~--~- --- ~ = =--- ~ ~-~~-= ~- =~==-====~=- --===:=--l 
r ~:n ~~Ji~: ~: ~;(~.f~~~; · ·· ·· == ~~ = ~r~--~--=~=- =-~ ~ -~ 
m i Number of permanent workers _____ f 227 __j 
f.-~~ Number of casual workers 91 · 

L?O 1 Type of tea garden ___ ---==- -~~=-=~- Propnetary garden _ __j 
1 

2 
3 

Name of thetea_company 
Address 

---------~----~- -------,K3r11atPLJr Tea Co. Ltd 

4 
5 
6 
7 
8 

- -·· -- ------
Name of the tea estate 
Address 
t'-r§_a_ _u_11d~r _t~_a_j__he__c~l)rs L . 
G_ri)S_S a_~a_ L~~-C!()tSl_ -
Membershtp of tea assoctation 
fy~es of tea=n_i~nufa~ciur~d_ 

9 Number of Male workers 
~ 0 I ~-iurnber of fema-le workers 
11 Children I ado-lescent . 
12 I Number of familtes 

I -- -·- --
13 I Tot a_ I j)Oj)ula!'.SJ[) gf_the ga_rden __ _ 

-~--~ _t B~~-~~~~;-~~~~~-~~;~~il _ -
j~ t ~~~~!~-bH~~~~ -:uu_~~~~: 

1 
~~- -~ ~c~~~;~; j;~!~~e~;!~staff __ 

1 2o -f N~f0ber-oi p~~n;:~r;:e_nj~orkers 
1 _?_1__ ~rnJ:l~~f~asual wo_r~e_rs tn._ ' Type_Cl_f_!_e_a garde_n ________ _ 

p;=:~a__ f12e __ o[tllE, t'"_a_c_~rnli~-f!i ... 

I }- ! -~~*!~tfthet.ea estate- -

I ~ 1 -!~:;8u5~~~~~h=~~~:)-
6 : _c;_~os,; -area~("f:_~~Io:ril_ ~-

1 7 i Membership of tea assoctatton 
8 i Types of tea -manufactured 
9 , Number of Male workers 

t- -- -----~ --- --------····-~---

10 i Number of female workers 
11 . :-c-ilildren -(adolesc-ent - - --

112 : Number offa-mi-1-;-es 
13 i i'otal-popiJiatior1-oFtil-e garden 

I 14 : Number of faCtory workers 
I ' . ----- ... ----------····--
1 __ 1_5 __ ; . t'J_LJm_ber_oLg_a__~cj_E:_r1_'-Vt:JCk~__rs .. 
f-__1_~ _ _j --~ljmbe_~_of facto!}'__Sub-~taff _ 
f _1_7_ J~u_rn~-'"-ro1 garden _sub-st~ff _ 

l
Ui r~~i~;_:; r~~J~~~H:~a:ers_ . 

21 ' Number of casual workers 

1 22 Type of te-a-garden 

-1 
~ 

I 

se~ok-e-RoacT P-ci slltgun 

Kamai"Pu-rTea-Esiale- - -~----------
P 0. Bagdogra , Dtst D~Hje~ltt:'lfL_~-- ___ _ 
64.81 -------- --
81 18 
-~----··--- ----

TBITA & TIPA 
CTC 
69 
73 
2 
167 
S72 
20 
124 

-- - ----- -
6 
12 
4 

1144-

_I ASj)_t:!_[f;g_U_~~_int_ 
j Pro_pr~~a_ry_gard~_n ___ _ 

--·t 

Mis_S_u_~I~~~~~_Ltd_ ______ _ 
7/1 Lord Stnha Road, Kolkata 71 oa9ir,l-ur-feaEsiate - · -
P··.cs--sil,gur,-o,si. c5arJeelin9 202-65 . .. . . -. -

304 39 
TAl 
Orthodox CTC & Green 
214 
186 
Ntl 
303 
1700 
300 
370 

' 16 ---i ------
35 
4 

11 
400 
210 

Proprtetary gard~f1 
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CONTD. APPENDIX I 
1 Name of the tea company Bijoynagar Tea Co. Ltd. 
2 Address 11 , Govt Place East, Kolkata 69 
3 Name of the tea estate Bijoynagar Tea Estate 
4 Address P 0. Bag_dqgra, Dis! Darj_eeli~ 
5 Area under tea (hectors) 286.54 
6 Gross area (hectors) 350.94 
7 Membership of tea association TBITA 
8 Types of tea manufactured CTC 
9 Number of Male workers 311 
10 Number of female workers 283 
11 Children I adolescent Nil 
12 Number of families 326 
13 Total population of the garden 2240 
14 Number of factory workers 34 
15 Number of garden workers 560 
16 Number of factory sub-staff 30 
17 Number of garden sub-staff 41 
18 Number of managerial staff 7 
19 Number of clerical staff 13 
20 Number of permanent workers 594 
21 Number of casual workers 320 

_2_2 _._T_l'pe o~_~ __ @l:.sl_~n -------~----- ------- ~----- __r:>_rQ_e_rieta_ry_g? rd_E!_~------·-------- ---~--- ____ 

1 - NameOttheteaCompany - - -- m - - -- -- - -~ .. i/5R-:-o-fea-Lirr1i~----- -----------

2 Address _________ 4, Middleton Street, Kolkata 71 
3 Name of the tea estate Hansqua Tea Garden 

--4----Address·---------~-----------~ P 0. Bagdogra , Dis!. Darj~eling_ ---~--=-=~~= 

~~=---- Area ~nder tea (hectors) 552.51 ____________________ _ 
6 Gross area (hectors) 646.87 --------·--------·-------- _____ _ 
7 Membership of tea association TBITA & TAl 8--- -Types Qf~ manufactured -- ------ - ~-------·- -----·-·-- ---- ------ -·---- -----·--
9 Number of Male workers --~-- --- -- 1759--- ----·------·----···- ··- ---- --···---- ··----
1_6_ -F-i"LimSero!Teffiaiew()r"keiS-- - -- - ----- - -- 679-- ---- ---- ------ - -- -- ---- ---- --
11 Children I adolescent -------------- NIL ---------··--- --- --------------·-

12___ Total population of the garden ----- ---- 2876 ---·---------~------

13 Number of factory workers -+-7c-:9-=---~----~-----·------·-----
14 Number of garden workers 1680 
15 Number of factory sub-staff ----- ·;:;c27:;------------------~- ---

16 Number of garden sub-staff ---------~ ---=~5__- -------··----·-------·-·-·---. 
17 Number of managerial staff _____________ 9 __________________________ _ 
18 Number of clerical staff 19 

__ 1.§___ Nurf1_~r of permanent workers 853 _______ --------·--- - - ---- ----
20 Number of casual workers --------- --r-g--00-------·--·----- --·--·---···--·------ ·· ---· 

---=-c--f-:::-'--'-'..:.=..:~--'-'-'--"-=--'-=-'__;_:c...c._ __ . __________ _ 

21 Type of tea garden Proprieta!}'_ Garden 

r---1---- Name of the tea company New Darj_eeling Union Tea Co. Ltd. 
2 Address Mahananda Para , P. 0. Siliguri ---------

r--1- Name of the tea estate __ Kiran chandra Tea Estate __________ _ 
r-~--~sJress . ----~-------~ 0. Bagdogra , Dis!. DarJ __ ee_l_in_,_g __ ~----

5 Area under tea (hectors) 218.78 
6 Gross area (hectors) -- --~:~:=~= -332"00------------------------1 

,__?
8
_ Membership of tea associat1on ·-t---rT;-:B;;:IT--:-A-:-;-&_T~IP;:;cA=--~,---------~-----J 

Types of tea manufactured Orthodox , CTC and Green 
9 Number of Male workers 17 4 ---------1 

r71~0--+~N~u~m~b~e~r~o7f~re~m~a~le~w~o0r~k~e~rs~---------+-1~5~7----------------·---

11 Children I adolescent 2 
12 Number of families 226 
13 Total population of the garden 998 ---------
14 Number of factory workers -- -60---------------------------

__ 12__ _Number of garden workers _ €321--·----------------------------
16 Number of factory sub-staff 10 ---~ ------- ---
17 
18 
19 
20 

Number of garden sub-staff 1 o 
Number of managerial staff ------rs------------~----------

Number of clerical staff 11 ----
Number of permanent workers 331 

21 Number of casual workers ------------t---,3;:-:5:-:;0:----- -----------------~-~ 

-2I_-l_ Type o_fle_agarden-_:::=:=--_--_: __ =:==-~= =-=--:_~ _ _::: ~~_r_oprleta-r;:~I~en~:__::_~-==-~-=---=-=- ___ _ 
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1 Name of the tea company Sukna Tea & Industries ltd. 
-~ 

2 Address P 0 and Dist. Jalpaiguri 
3 Name of the tea estate Sukna Tea Estate 
4 Address P 0. Gulma , Dis!. Darjeeling 

5 Area under tea (hectors) 269.72 
6 Gross area (hectors) 358.04 
7 Membership of tea association TIPA & ITPA 
8 Types of tea manufactured CTC & GREEN 
9 Number of Male workers 251 
10 Number of female workers 253 
11 Children I adolescent Nil 
12 Number of families 267 
13 Total population of the garden 2573 
14 Number of factory workers 50 --
15 Number of garden workers 454 
16 Number of factory sub-staff 16 
17 Number of garden sub-staff 14 
18 Number of managerial staff 14 
19 Number of permanent workers 504 --
20 Number of casual workers Nil 
21 T~pe of tea garden Proprieta~ garden 

tt 
-- -- . ----- -- -. -- --~---·- ----·------- --··- - ----·-- --- ---------- -- ----· 

Name of the tea compan~ 
-~-~-----

The New Terai Association Ltd. 
Address 26, Burtalla Street, Kolkata 07 

-~~~--

I 3 Name of the tea estate Panighatta Tea Estate 
--~~----

I 4 Address p 0. Belgachi 734423. --------~-
5 Area under tea (hectors) 450.44 

-~--- ------------------------------
6 Gross area (hectors) 617.86 ------- -Membe-rship of tea assoda~on-----~~-~--- TBITA & TIPA _____ --- ---- --------- -----7 

----
8 _ _T~pes of tea manufactured CTC 1--g-r-Number of Male workers 

-----~- -- 353 -- -----------------~---~----

--------------- ~----~-----·-- ----- -· -----------------------------
10 Number of female workers 394 

·-------------------------
11 Children I adolescent Nil 
12 Number of families 

~-------------------- ---------
600 

------------------
13 Total population of the garden 3500 
14 Number of factoryworkers --13 
15 Number of garden workers 

--~~------

734 
16 Number of facto~ sub-staff 32 

----------~---~ 

17 Number of garden sub-staff 
-- -91---------~----------- ----- ---- ----

18 Number of managerial staff 
--- 04 --------~--~~~------------

19 Number of clerical staff 24 
20 Number of permanent workers 894 
21 Number of casual workers 400 
22 T~pe of tea garden 

-------
Proprietary garden 

APPENDIX II 
DETAILED PROFILE OF SAMPLE TEA GARDEN OF DARJEELING HILLS 

1 Name of the tea company_ North Tukvar Tea Co. Ltd. 
2 Address 10, Camac Street, Kolkata 17 
3 Name of the tea estate Sungma Tea Estate 
4 Address P 0. Pokhariabong, Darjeeling 
5 Area under tea (hectors) 273 
6 _Gross are~ (hectors) 435 ------ --~--- ·--------- . 
7 Membership of tea association -DPA ---- -~ 

8 Types of tea manufactured Orthodox 
9 Number of families 800 (appox) 
10 Total population of the garden 4000 (appox) 
11 Number of factory workers 65 
12 Number of garden workers 852 
13 Number of factory sub-staff 6 
14 Number of garden sub-staff 90 
15 Number of managerial staff 6 
16 Number of clerical staff 11 
17 Number of permanent workers 927 
18 Number of casual workers 300 (appox) 
19 Type of tea garden Joint Stock Ltd Co. 
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1 Name of the tea company Tindharia Tea Estate Pvt. Ltd. 
-----~~---

2 Address 65, Nainan Para Lane, Kolkata 36 

3 Name of the tea estate Tindharia Tea Estate 

4 Address P 0 Tindharia, Dist Darjeeling 

5 Area under tea (hectors) 153.66 

6 Gross area (hectors) 343.70 
7 Membership of tea association DPA 
8 Types of tea manufactured Orthodox 
9 Number of Male workers 157 
10 Number of female workers 196 
11 Children I adolescent Nil 
12 Number of families 164 
13 Total population of the garden 599 
14 Number of factory workers 20 
15 Number of garden workers 246 
16 Number of factory sub-staff 4 
17 Number of garden sub-staff 17 
18 Number of managerial staff 3 
19 Number of clerical staff 10 
20 Number of permanent workers 215 
21 Number of casual workers 51 
22 Type of tea_ garden---·----------- __________ Proprietary garden 

--· -----· -------- --------·---~-- -------
-~~--------- --

1 Name of the tea company _ Cycotta Tea Estate Co. Ltd. 
-----

2 Address 2, N. C Dutta Sarani, Kolkaa 1 
-- ---

3 Name of the tea estate Lingia Tea Estate -------4' Address P 0. Ghoom , Dist. Da rjeeli_r:l_g__ ________ 
5 Area under tea (hectors) 141.63 --
6 Gross area (hectors) 220.39 

---=-- ------
7 Members~ of tea association ------------- DPA & TRA -------------------
8 Ttpes of tea manufactured 

Jsjod~~---==~:=-==~=~:==-~~---= 9 Number of Male workers 
Number of female workers 

-----------
10 243 ------------- ---------------------- -- --------------------- ----
11 Children I adolescent 3 

Number of families 
. ------·--------- --- -- 366---------------- -------------------------

-¥----. - -------------------
13 _lot~ I population ~f the garden 1755 --------------· ----------------------------
14 Number of factort workers 27 

----- --------------
15 __ Number of garden workers 431 

-------~~----- ---------------------------------
16 Number of factory sub-staff 7 

------ ---
17 Number of garden sub-staff 32 

--
18 Number of managerial staff 2 

--
19 Number of clerical staff 10 --
20 Number of permanent workers 431 

·--
21 Number of casual workers 13 
22 Type of tea garden Proprietary garden 

1 Name of the tea company Nagraifarm Tea Co. Limited 
2 Address 2, N. C Dutta Sarani, Kolkata 01. 
3 Name of the tea estate Soom Tea Estate 

~4~~A~d~d~re~s~s~~~-~~---------4-P~-~O~-~N~o~rt~h~P~o~i~nt~,~D~a~ri~ee~l:.-.:in~o~--------
5 Area under tea (hectors) 237.28 

~6-~G~r~o~s~s~a~re~a~(~h~ec~t~or~s~)~~---------~5~0~7~~------------------

7 Membership of tea association D P A 
~--~~~~~~~~~~~~------~~~~----------------

8 Types of tea manufactured Orthodox 
9 Number of Male workers 235 
1 0 , Number of female workers 482 
] _ _1___~ Children I adolescent ____________ ~--------+-__:__N:.-.:ii ________ -_-_-_-__ --:-__ -_-__ -_-~----_-_-_-_-_---_-

____!_L~ Number of families _5c_-=,0.:,_8 ,-------
1} __ 1 !.2~91 population of the garden . · 3573 -----------------1 

~-t~umber of factort workers --- ----------:-== __ 23 __ _ 
~- Number of garden workers 684 
~~- _N_I:J_mber of managerial staff ---·+-s----------------------
~ Number of clerical staff --1--10__________________ --

1 18 ! Number of permanent workers 717 
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1 Name of the tea com~an:r_ Okayti Tea Co. Ltd. 
2 Address Siliguri 

3 Name of the tea estate Okayti Tea Estate 
4 Address P 0 Mirik , Darjeeling. 

5 Area under tea (hectors) 213.32 
6 Gross area (hectors) 447 
7 Membership of tea association DPA 
8 Types of tea manufactured Orthodox 
9 Number of Male workers 195 
10 Number of female workers 442 
11 Number of families 550 
12 Total population of the garden 7000 
13 Number of factory workers 47 
14 Number of garden workers 600 
15 Number of factory sub-staff 9 
16 Number of _garden sub-staff 45 
17 Number of managerial staff 5 
18 Number of clerical staff 6 
19 Number ofpermanent workers 710 
20 Number of casual workers Proprietary garden 

1 t-J_~~~_of_t~_e tea comJ:J£!..'11..~~---------~------ DPIL Limited ~ 
---------------------~----~----------

2 
Address 

48, Hungerford Street, Kolkata. 
700017 . ---- ---- . ~----------- -------------·-----~-----------

3 Name of the lea estate Bannockburn Tea Estate ------ --------- ·------- -P o. Lebong~Darjeeiing- ------ -- ~---------------4 Address ---·-------
5 Area under tea (hectors) 136.58 
6- Gross area (heelers) 283.980 

---
------- --

7 Membership of tea association DPA 
f--:-- ---------

8 Types of tea manufactured Orthodox 
-9---

Number of Male workers 188 
---·-----

--- --------
10 Number of female workers 298 
11 Children I adolescent Nil 
12 Number of families~-------~---------- ----35-8 -------~------·----~ 

13 Total population of the garden ~-----
----- --31----------·-··----·-----· 

14 Number of factory workers ------- --
15 Number of garden workers 394 --
16 Number of factory sub-staff 2 
17 Number of garden sub-staff 45 
18 Number of managerial staff i 3 
19 Number of clerical staff 11 
20 Number of permanent workers 

--
486 

21 Number of casual workers 150 
22 
--~-

Type of tea aarden 
··---------

. Limited Company -----

1 Name of the tea company Singe/1 Tea & Agricultural Industrial (P) Ltd. 
2 Address 30, Jawaharlal Nehru Road, Kolkata. 16 

~--~N~a~m~e~o~f~th_e_t-:-e_a_e_s~ta~te-----------------~~S~i~ng-e~I~IT~e-a~E~s~ta~t-e~~~-~-~==~~-----

__ 4=---- t--A-:-'-'-dd'-r-'-'es_;c.;s'-:--... -......,-------·- P. 0. Kurseong, Dt. Darjeelini_:-=-~-=~~=-:: -:--
5 Area under tea (hectors) 282.58 -- -
6 Gross area (hectors) 554.50 
7 Membership of tea association ·a·--- _Jypes oft~ manufactured ________ ·---------- -Orthodox ___________ ------------------- ---
9-·- Number of Male workers - - 272 ___ - ---- - - · 

----- -DPA -----· .. -~----- ----------·---------

--- ··------------·--·-·---·- -------------- ----------
10 Number of female workers ______ 400 ________ --~-----~---- ~ _- ~==~---
11 Children I adolescent Nil 
12 Number of families 502 
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1 Name of the tea company Hap!)y ValleyTea Co (P) Ltd. 
2 Address 14, Weston St. , Kolkata 13 

-· 

3 Name of the tea estate HapQY Valley_ Tea Estate 
4 Address P. 0 and Dist. Darjeeling 
5 Area under tea (hectors) 121 
6 Gross area (hectors) 450 
7 Membership of tea association DPA 
8 Types of tea manufactured Orthodox 

---~--~-- -----------
9 Number of Male workers 129 
10 Number of female workers 203 
11 Children I adolescent Nil 

---·----- ---·--- ----~~-
12 Number of families 178 
13 Total population of the garden 1200 
14 Number of factory workers 39 
15 Number of garden workers 242 
16 Number of facto_ry sub-staff 6 
17 Number of garden sub-staff 37 
18 Number of managerial staff 3 

·-----· --
19 Number of clerical staff 8 --
20 Number of permanent workers 226 --
21 Number of casual workers 52 
22 _Type of te~arden ____ _f>roprietary _ _garden ________ --- ~-----~- ------ ----- ------ ·--- --------~--

1 - N'ame-oTitie tea compan_i_ -- -- - ---- -l l'lruYeaTtd'~------- ------- --- --
_2 - _ Add;,;-= == ~~ _ _ -~= --: --:~ ~c,molll" "'""· Goco""i_~Oid-;i<Oikit, i9 
-~ ___ t--l_~me of the tea estate ___ __ __ ____ 01laram Tea Garden _________ _ 
_ 4_ _Address____________________________ P_()__:T_i:!_~g_p~I}E'l_e_li~g__ _ ____ _ 
5 Area under tea (hectors) 196 82 

-6 -Gross area (hectors) - - ---- - -358-08 ____ ---- --- - - - - - - - ---- - ---
--7 Membership of tea association ---------- DPA ----------- ------ --------
-~- -Types or tea manufactured ------- -- - o"i1il0dox ____ --- ---- -------- -- --- -

9 Number of Male workers 155 

1 o -~ _Numberoi female workers ____ ~-==-=---=~--==- _}-72 ---=-----=---==-- ==---== ----===-==-----==--==--
11 Children I adolescent Nil ----------------------- -- -------------------
12 Number of families 254 

-------------~-------

1134 _Total population of the garden ___ 214797~-----------------------Number of garden workers 
15 Number of _garden sub-staff 40 
16 Number of managerial staff -+--=2=-c--_________________ _ 
~ Number of clerical staff 10 

18 -Number of permanent workers ------t-3::-:2:-:7;-------------------

~-~-- _Number of casual workers ------t---::2c:.5.c.O_---:::--,-------------
_?_O__ Type of tea garden ________ Agency Garden 

Name of the tea company --,-P::;;h:-u·-glu-,ri-:;T~e-a-;:E~s-:-ta-=-te---;::P--vt:-. -:-L:--td:-. -------------, 

2 Address 12c, Lord Sinha Road, Kolkata. --
3 Name of the tea estate Phuguri Tea Estate --
4 Address P 0 Phuguri , Oarjeeling_ 
5 Area under tea (hectors) 225 
~---~G~~~~~~~~---------r~~---------------------------
~--- ross area (hectors) -----+--:4~2-'-c7'-'4....:.1 ____________ _ 

!______ __ Types of tea manufactured Orthodox -------------
~----- Number of Male workers · ---f--23-9 ____________________________________________ _ 

9 Number of female workers - 409---------------------------------
To-- Children I adolescent --r-NII·-------------------------------
11 Number of families -- --523-------------------------------------

--------------- --------------------------- ---
1~-- __ Total population of the garde~----- _____ 6580 __________________________ :_ ______ -_-___ ----
13 Number of factory workers 56 
14 Number of garden workers ----t-6::-1=-:8:--------------- -------------1 

15 Number of factory sub-staff ----------z-------------------------

__1_~ Number of garden sub-staff --~-- ----------~-=~--J_? _____ r-_Number of managerial staff ____________ i _______________________________ _ 
~-~-- ~mber of clerical staff _ ___ _______ __lg _________________ ~-----------------

19 Number of permanent workers 570 
-2-,-o __ --+--cN=-um---'-be-'-:r_o:_f_;;c.c.a-=-su'-'a'-l_;_wc..::o-'-'rk'-"e:.:.Crs=-·--===---------------------- _::~------------ ------~--------------
lli Type of tea garden ______ _ Proprietary garden 
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~i: 
Name of the tea company Bagaria Business & Ltd. 
Address 12 C, Lord Sinha Road, Kolkata 
Name of the tea estate Orange Valley Tea Estate n- Address P 0 & Dist. Darjeeling rs- Area under tea (hectors) 189 ---· 

6 Gross area (hectors) 222 r--_ 
Membership of tea association DPA I -··-

1 Types of tea manufactured Orthodox 8 
r-:· 

9 Number of Male workers 105 
10 Number of female workers 395 
11 Children I adolescent Nil 

1-12 Number of families 475 
r-·-

Total population of thegarden 1015 13 
I-· . 

14 Number of factory workers 38 
15 Number of garden workers 450 -·--·· 
16 Number of factory sub-staff 11 
17 Number of garden sub-staff 43 
18 Number of mana_g_erial staff 4 

-ig Number of clerical staff 12 
2o Number of permanent workers 450 

·--
-· 

21 Number of casual workers 230 
-22 _:r_ye_~--~a gard_El_!l_ ______________ _f~prietary gard__El_!l__ ___________________________ 

-------·-- ---------------- --·--·-··--· r--~~-~-~-·-----·--·-·---·------- ·----
1 ... _.!'l_ameQf_t~e~9-~0_I11pa~------- _______ .J"!.§§~i Farm T.E Compa~~C!_ _____________ _ 

~ :B%~~s~f .ili~}~_<l_ estat~=~ -~-=~-=~~~~ =-===:-~~: =B9~~~~~\~~~\1ti:~-=-·. 
4 _ .f\_QQ!:e~------------- ·---·- ·--------~_NagriS.P_l:l.!_,_Q_~~j~~!'l"\9 
5 Area under tea (hectors) ·---·--···--t--::2:-=8:-:-5-:.6:::0:---·---·-----
6_~G~r~o~s~s~a~re~a_(~h~e~ct~o_rs~)-~~----------~5~7~1~.3~7 _____________________ ~ 
7 Membership of tea associatig_ll _________ ·-- -9=-=P.....:A...:..__ ___________________________________ _ 
8 _ _:rypes _g_Lt~a manufactured . ----------------~rthodox ------·. ·-·----·------- ___________ _ 
9 Number of Male workers 350 
1 o ··· -Number of female workers-------·----·-- --310- --- --------- ··--- ·-- --- -------

---------------------------·----- -------------··---------------------~------------

11 Children I adolescent Nil 
1-2-- rotalpopulation of thegarden·--··-· ... - -- ---- - 35oci ___ --- - .. -- --- --·--- ------ ----·· 

13 . Nu!ilber _of factory workers -~===~=~ ~--------------- ···-- ____ ·-···-·-·---·-· --
14 Number of garden workers ·---·- _ ~_() __________ -·---·--- _ -··-·---·-----·-·· --·--· _ 

~ ~ ~~~~:~ ~i ~aa~~;~ :~:--;t~~==~=-=--==~= =~c~===-=:=:=:~-=-=~:·~~--:~:~:~~--~- --·-~ 
17 Number of managerial staff ·------- ____ ~----------- -------·- ·--···--····-··--· _ ·-··-· -·-·---
18 Number of clerical staff 14 

19 Number of permanent workers- --=~-=--==-----· _"§6CJ:"===~=====--==-~==:~==~~~ ~ == 
20 Number of casual workers 175 
21 11Peof"le-aga.rden----·-~=-~::._:__ =~~~~0Pn8taryg-arcier1- ·------- -- ________ _ 

1 - Name of the tea company_ West Bengal Tea Development Corporation Ltc:r---
2 Address 12 B, Lord Sinha Road, Kolkata --
3 Name of the tea estate Rungmook & Cedars Tea Estate 
4 Address P 0 Sonada, Dist. Darjeeling 

_2___ Area (Jnder tea (hectors) _________ ·-~~------ ----·-----
~- Gross area (hectors) 716.13 ·--·---------- --·-·· 
~--- Membership of tea association ropA 
__1?___ Types of tea manufactured-----=-- - OrthOdo~--===~======:=~-== 
9 Number of Male workers 813 
10 Number of female workers 77--------· 
11 Children I adolescent -----'NT _______________________ _ 

'-:,-2 Number of families 1190 -------·------ - ----

13 Total population of the garden 6098 
14 f':lul!l~~r_offactory_workers__ _______ __ ___ _ 54 --·-_-_-__ -_-__ ---_-__ -_-__ -_-_-__ -_______________ _ 
15 Number of garden workers 167 4 
_1~ f Number of factory sub-staff ---------- --35 ____ ----------·----------·--

17 Number of garden sub·staff -------~~--------130-------- .. ---·---·~----- -------------------------

Jr~L~~~~Rf:::e:~ff -··- --- ~r -------·· ----· --· -=~--.:~--~-~~~-=-
20 i Number of permanent workers ---- - -1930 _______ ------
~- Number of casual workers ~==~: Nil ---··------- ------------

u22_ IT.l'fl_t3_0ftea_gard~_ll___ . --------- I State Govt __ Undertaki_r:l~-~~~~~==~~==-=~~=:-
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1 Name of the tea company Tiru Tea Co Ltd 
2 Address Camelia House, Surusaday Road, Kolkata 19 
3 Name of the tea estate Springside Tea Estate 
4 Address P. 0. Kurseong, Dist. Darjeeling 

5 Area under tea (hectors) 146 02 
6 Gross area (hectors) 216.63 
7 Membership of tea association DPA & TRA 
8 Types of tea manufactured Orthodox 
9 Number of Male workers 71 
10 Number of female workers 172 
11 Children I adolescent Nil 
12 Number of families 876 
13 Total population of the garden 1203 
14 Number of factory workers 31 
15 Number of garden workers 243 
16 Number of managerial staff 3 
17 Number of permanent workers 285 
18 Number of casual workers 12 
19 Type of tea garden Agency garden 

APPENDIX Ill 
DETAILED PROFILE OF SAMPLE TEA GARDENS OF DOOARS 

1- Name of the tea company Soongachi Tea Industries Pvt. Ltd. 
2 Address 17, Ganesh Chandra Avenue, Kolkata 700013 
3 Name of the tea estate Soongachi Tea Estate 
4 Address -- P 0. Mal, Dist. Jal~aiguri. 

·---
5 Area under tea (hectors) 629.85 
-~-- -~----------·-

6 Gross area (hectors) 1052.10 
---

- Membership of tea association 
-------- osiT_A __ ------------- ----·-------·· ----

7 
8 Types of tea manufactured CTC 
9 Number of Male workers 932 
--- ·-··-·-

Number of female workers 662 10 
~-1 Children I adolescent Nil -----

12 Number of families 1148 --
13 Total population of the garden 7164 
~- Number of factoryworkers 32 
'15"- Number of garden workers 1562 

-----

16 Number of factory sub-staff 55 
17 Number of garden sub-staff 81 
18 Number of managerial staff 9 
19 Number of clerical staff 28 
20 Number of permanent workers 1594 
21 Number of casual workers 325 
22 Type of tea garden Proprietary garden 

'------ ---------···--
,. 

(Tea Estate Is In Liquidation Under Kolkata High 1 Name of the tea company 
Court) --2 Address 

3 Name of the tea estate 
--

Looksan Tea Estate 
4 Address P 0 Carron, Dist. Jalpaiguri 

~- Gross area (hectors) 747 56 
6 Membership of tea association DB ITA 

-· 

7 Types of tea manufactured CTC --
8 Number of Male workers --275 
9 Number of female workers 1 479 

-~--

10 Children I adolescent Nil 
11 Number of families --5~--------· 

12 Total population of the garden 3811 
1"3 Number of factory workers 22 ------

14 Number of garden workers 
--------------

754 
15 Number of factory sub-staff 30 -

16 Number of garden sub-staff ~-r--17 ~0]ber of manag_ena~l§_f!_ ______ 
---- ---------

1 
18 Number of clerical staff 

----- --- '22-- --------- ---- ----· ---------------------

-~ 
Number- of permanent workers -------- -i76 -------------- -------- -- ---

20 Number of casual workers -- --------·------ -;z-----·-------- ------------ ----------·--------------

_1.!___ Type of tea garden --~=--==--=::==J Nat1onal1ze_d g-ard~_n -----=~=-------_-= 
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1 Name of the tea company Mls. Andrew Yule & Co. Ltd. 
2 Address 8, Dr. R.P. Sarani, Kolkata 01 
3 Name of the tea estate Karballa T. E. 
4 Address P 0. Banarhat, Dist Jal[)ai9uri. 
5 Area under tea (hectors) 754.23 
6 Gross area (hectors) 996.43 
7 Membership of tea association DB ITA 
8 Types of tea manufactured CTC 
9 Number of Male workers 837 
10 Number of female workers 918 
11 Children I adolescent 6 
12 Number of families 1275 
13 Total [)O!)ulation of the garden 8389 
14 Number of factory workers 130 
15 Number of_garden workers 1629 
16 Number of factory sub-staff 64 
17 Number of 9arden sub-staff 154 
18 Number of managerial staff 5 
19 Number of clerical staff 25 
20 Number of_permanent workers 1759 
21 Number of casual workers 700 
22 T_ype of tea garden __________ ?(public sector) 

·-- --- --------·-· 

[T--= ·_Name of the tea co~a_r:11.._ -=~:_ _____ ~ebpara Tea Co.~-------=-~-=-=.:::...--===---
2 ... __ A_9~r~-------____________ _llkilpaara ~J.§.IQaJ.g_LJ_r_J______ _ . _______ .. __ 
3 Name of the tea estate ·-----·-----. Debpara Tea Garden 
4 _ Address ______ ···--·-··---------·- P 0. Banarhat, Dist. Jalpai~-~==--=-==~=--= 
5 Area under tea (hectors) 521 66 

s. _ ~ifro-ss-area(hectors[~----~=~- ------· -523.28 -~--=~==~==-=-~=-= ------~--===--~~----
7 Membership of tea assoc1ation ITPA 
8 ... TtfieS of tea manufactured c-=rc-·---·---------·-·-. ···--·- ----····-· - --
9 -- f--Number of Male workers ---------------···- -·-··-·· ·-··--·-·· ··-- ·- --

------· 
1 0 Number of female workers 
11 Children I adolescent Nil 
12 1\Jl.jmt)er.of families ·-··------ ·· -··----·- -6-9T----------·---··--· 

-~I~~- Toi~~opulation of the garden ---~-------~- -6-m--~---~-------- ---·- ---------~-... ·-·-·----
1_~-- ....ti.L!_n1_b~ of factory workers 5o __________________ ----

. 15 Number of garden workers fo~--------···--·--·----·· ·· ----··- ·-·· 

.1§__ ~mber of factory sub-staff ____________ :}[===~~----=-=====------·· 
_1 !::_~_LJ!llber of garden sub-staff ---------··-··-·- ··-· --··--·-··---- -·--··-····· --··-· 

._1Jl_ ~':Imber of managerial staff_ 
~- _Number of clerical staff 

20 Number of permanent workers 

c-J~=· .·Number of casual workers ---·· _ --===-~ 
c..1.2 Type of tea garden P~opnetary garden ____________ _ 

r -1 .... Nameoftheteacompany· --·----· -----·---·- rf1€KOhinoorfea~Ci··------·-·-···-·-

2 . -~~sJ!eS~---------~-=--- ----- - -·---- --~Thana More,P 0. & Dist. Jalpaiguri. ·-
3 Name of the tea estate Kohinoor Tea Estate -----

-4 Address ·---- --··--· -F>---o-KOhiilOorfeaGareiei\5151-:JaiPalgUn:---
5 Area under tea (hectors) 467.40 
6 Gross area (hectors) --T-;6:;::7;-.;1--:7,;3~------·-------------1 

7 Membership of tea association ITPA 
~-- Types of tea manufactured CTC --

~ 0 ~~~~:; ~; fe:~~e :o~~ke~~s ·--·---~-~~ ·---- -----==-======--=~-= 
f-·11 Children I adolescent ·----------~- --·----------1 

"12"-- ·r:.Jwnber of families·--- ------·-- ·-----··-- - 792---·------·-------·---------·-·····----·· 
1--13~. ·Total population of the garden ·--------- -4725---------------·-··------

14 Number of factory workers 70 ----------
15 Number of garden workers 663 

~1J3- .. Number of factory sub-staff 58 
17 Number of garden sub-staff ---------- --~·-------------··-·-------

f--18 Number of manager1al staff ------·- 2 ---------------------

~- Number of clerical staff -===~-=--=-~~ _ 
20 Number of permanent workers 733- ----------- · ·-----------·-

·-21- NUmber of casual workers---·-···---···-·---- 15a--···--·- ···---·· ---···-··- · ·-----· ----------
-22 · · Iw~it_t~~~Cien ________ · ... }ropne_~yJ;afi[e_n==:·=~==~=-==~==·=-= 
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1 Name of the tea company Duncans industries Ltd. 

2 Address Duncans house, 31, N. S. Road, Kolkata 1 

3 Name of the tea estate Killcott Tea Estate 

4 Address P 0 Matelli, Dist Jalpaiguri. 

5 Area under tea (hectors) 435.57 

6 Gross area (hectors) 632.44 

7 Members hi~ of tea association DB ITA 

8 Types of tea manufactured CTC 

9 Number of families 616 

10 Total population of the Qarden 3800 

11 Number of factorv workers 120 

12 Number of factory sub-staff 60 

13 Number of Qarden sub-staff 42 
14 Number of managerial staff 7 
15 Number of clerical staff 15 

16 Number of permanent workers 1024 

17 Number of casual workers 1000 
18 Type of tea garden Agency Garden 

--~-- -- "-----~-~-

,------·· ·--~-------·--

1 Name of the tea company B1nagun Tea Co. Pvt. Ltd. 
2 Address 24, R N. Mukherjee Road, Kolkata 
3 Name of the tea estate ·---------·----+-~B_in-::-ax.:cgur'-'-i ...:.T.::.e=-a-=E:.:s.:::ta:..:t..:..e...,.---·~------·--
4 Address P. 0 Binaguri. Dist Jalpa1guri ·----~--.. ·--
. ..::5_+_:..:A.:..:re:.:a:....u:::n.:..:d:.:e:....rc:.te"-'a:c..l:.(h-=e:.:c.:..:to"-r"-'s)'-------·-·----··--+·-::5:-.::9:-:9::-1_7 ______________________________ _ 
6 Types of tea manufactured CTC 

f-7-·+ __ ~N~u~m~b~e~r~o:;f'!M;_..:....::.a~le~.:..:wc..:.:..o:.:.=::r.:.c.k~e~rs~~~--=--=--=--=-~-=---=--=--=-~~----·--·_-_+-_-'6"='2-= _7'-_-__ -_-_-_·---======--~===--~-------~-~------~~=~-=--
8 Number of female workers 661 

--9- Childre-nTaaOieScerl!=-~=-=~~~-.:.::__:__:= -"N~T·····---=_-_=~~=~-~.-:-~.=::.====---=-
f--:lo Number of families 291 

11 Total population of the Qarden ~5,........--------·-----------~ 

12 Number of factory sub-staff 36 
13 Number of garden sub-staff 64 
14 Number of manaQerial staff ·--=-8-------------------

15 
16 
17 
18 

1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 

13' 
14 
~-

15 
16 

-------

Number of clerical staff 
Number of permanent workers 
Number of casual workers 
Type of tea garden 

Name of the tea company 
Address 
Name of the tea estate 
Address 
Area under tea (hectors) 
Gross area (hectors) 
Membership of tea association 
Types of tea manufactured 
Number of Male workers 
Number of female workers 
Children I adolescent 
Number of families 
Total population of the garden 
Number of factory workers 
Number of garden workers ---- ----.- --- -----
Number of factory sub-staff 

-· 

1Z... !'!_LJ_mber ()(garden sub-staff _____ 
__ 1_13_ t Number of managerial staff 

. - -----·- ---- ---

--
19 Number of clerical staff 

-----· 
20 Number of permanent workers 
21 Number of casual workers 
22 _Type o~t~<J~~~n. ... ---- ... - -- ----- -- --- ----------- ------

18 
1388 
748 
Proprietary Garden 

Tasati Tea Co. Pvt. Ltd. 
7, Swallow Lane, Kolkata 1 
Tasati Tea Estate 
P. 0. Birpara, Dist Jalpaiguri. 
430.00 --
600.51 
ITPA 
CTC 
465 
477 
Nil 
955 

·-
7500 
51 

--~ 

~4 _____ ,. __________ --- .. _____ .. __ ------- ------
43 

-·-----------·--------------------~ 

96 
... ---~----- - ------ --- ----- ---~--- ----

8 
19 

1174 
1100 
£'~oprietary Garde_n ______________________________ 
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1 Name of the tea company Goodricke Group Limited. 

2 Address 14, Gurusaday Road, Kolkata. 

3 Name of the tea estate Chalouni Tea Estate --
4 Address P 0. Matelli, Dis!. Jalpaigur1. --
5 Membership of tea association DB ITA 

6 Types of tea manufactured CTC 
7 Number of Male workers 588 

8 Number of female workers 608 
9 Children I adolescent Nil 
10 Number of families 774 
11 ~~ulation of the gardefl_ __ 4413 

- ----------- --- -··-----~---- --
12 Number of factory workers 115 

13 Number of garden workers 1196 
14 Number of factory sub-staff Included in factory workers 
15 Number of garden sub-staff Included in garden workers 
16 Number of managerial staff 7 
17 Number of clerical staff 20 
18 Type of tea garden Agency garden 

1 Name of the tea company The Friend's Tea Co. Ltd. 
2 Address Babupara, P. 0. and Dis!. Jalpaiguri. --
3 Name of the tea estate Kailashpur tea estate 
4 Address p 0 Kailashpur, Dis!. Jalpaiguri 
5 Area under tea (hectors) 279.00 

·--
6 Gross area (hectors) 404.81 --- --·-
7 Membership of tea assoc1ation DBITA & ITPA -------------
8 ~pes of tea manufactured CTC 
9 Number of Male workers 306 

---·----

---
10 Number of female workers 309 
~- Children I adolescent 26 

--

------·-~---------------------··--
12 Number of families ----------- ···------------------·-----------
13 Total POQulation of the garden 3476 

-----------~---------·-··-·--

14 Number of factory workers 20 --
15 Number of garden workers 621 
16 Number of factory sub-staff 15 
17 Number of garden sub-staff 42 
18 Number of managerial staff 9 
19 Number of clerical staff 12 
20 Number of permanent workers 642 
21 Number of casual workers 500 
22 Jype of_ tea garden ----------~Proprieta_r:y__Garden ___________________ ----- ··---

1" Name of the tea company Washabarie Tea Co. Pvt. Ltd. ---
2 Address 17, Ganesh Ch. Avenue, Kolkata 13 --
3 Name of the tea estate Washabarie Tea Estate --
4 Address P 0 Bagrakote , Dist. Jalpaiguri 
5 Area under tea (hectors) 434.00 

---·-

~- Gross area (hectors) 704.00 
7 Membership of tea association DB ITA 

-·-

--
8 Types of tea manufactured CTC --
9 Number of Male workers 377 
10 Number of female workers 457 
11 Children I adolescent 42 
12 Total population of the garden 8600 ·-----------------

13 Number of factory workers 30 
------------------~ 

I -~~-r~~~~~s~~5~~;:ff -- ----- ~~6 - ----- - ---- --_ ---------=---
Number of garden sub-staff ______ 111 
Number of managenal staff -5·------------------------
Number of clencal staff 5 -
Number of permanent workers 876 -------------------------[20 Number of casual workers -------· 25-o-·----------------------------

[ Type of tea garden -------~-=~-=---.. lP!()PriEl_~l}' Garden --
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1 Name of the tea company Northern Bengal Tea Corporation Ltd. 

2 Address P 0. and Dis!. Jalpaiguri 

3 Name of the tea estate Nedam Tea Estate 

4 Address P. 0. Mal Bazar, Dist Jalpaiguri 

5 Area under tea (hectors) 250.04 
6 Gross area (hectors) 355.93 

l ~ Membership of tea association ITPA & TRA ·-
Types of tea manufactured CTC --

L_9 Number of Male workers 287 --
10 Number of female workers 249 

r-11 
----· 

3 Children I adolescent 
12 Number of families 482 
13 Total QOpulation of the _garden 2394 - ··-
14 Number of factory workers 63 
15 Number of garden workers 548 
16 Number of factory sub-staff 25 
17 Number ofgarden sub-staff 44 

t 18 Number of managerial staff 7 
. 19 Number of clerical staff 12 ho Number of permanent workers 617 
I 21 Number of casual workers 308 

t22 . _ IlP_~_of_~_il__g_a_r_~fl___ __ _ 
----------------~-----~----· 

_F='ropJie~~_Gard_erl_ ______ ~ __ ··- -·- -·------ ... J 

r-1~- Name of the tea company M/s Svm Cera Tea Build Ltd. 
----
----

2 Address 2, BTM Sarani Kolkata 19 -----------· ---------------
3 Name of the tea estate Grassmore Tea Estate 

--------· ------------- ----~----

. P 0. Nagrakata, Dist Jaleaiguri 4 Address 
5 Area under tea (hectors) 502.37 

--

6 Gross area (hectors) 766.25 
7 Membership of tea association TAl 
8 Types of tea manufactured CTC --
9 Number of families 810 
10 Total population of the garden 4862 
11 Number of factory workers 90 
_11_ Number of garden workers 102 

---
13 Number of factory sub-staff 39 

------;-;---
69 1~- Number of garden sub-staff 

----~-~-

15 Number of clerical staff 18 
--~- -~------~--- ------- -· ---.- --- -- ----- - --~-·----- -- -- . ----~--------- ---·----~-- ----·-

I fi Number of permanent workers 1210 : - ,.--;-;--- .. 
850 

--
1 ___ ~mber of casual workers ----- - --
1_(3__ Type_ of tea garden Proprietaf}' garden 

~ 
1---Name of the tea company The New Glencoe Tea Co. Ltd. 

2 Address -------------1'--'--P'--0-=..:...,. :.:..Mc:::aC'-1, -=D..c:is:2,t.c..:J:..:a:.:rlp:..:a:.:.;ig._,u"-ri'----- ___________ _ 
3 Name of the tea estate New Glencoe Tea Garden 
4 Address P 0 Mal, Dist Jalpaiguri 
5 Area under tea (hectors) 305.20 
6 Gross area (hectors) 550.72 
7 Membership of tea association DBITA & TAl 
8 Types of tea manufactured Orthodox & CTC 
9 Number of Male workers 481 

1 ~1~0~-~N~u~m~b~er'--o~f~f~e~m:.:..a~le~w~or~k~e~rs~--------~5~9~8--- ---~-------------

r-~; -~~_;_~~~:~~--- -------------~-~f ~~~. ~~=-~~- _ =~:==-~= -~~ ==~~=--~~~-~-:~-
~ 13 Total population of the_g__a_r_den _______ ~ilg?_l__ _____ _ ---------------------------~ 

14 Number of factor~orkers _ _ ~ 42 
15 Number ofgarden workers--------- ------j T_o4o_. -- --_- -- -------------------------
16 Nl.J;:;:;t;er0f factory-slib=STalf -------- ---- - -- 19~-- -- --------------- -- ---
17 Number of garden sub-staff --:------ --::J_]_[~~==~----~-===--~ ------------- --

r--18- Number of managenal staff ~il ---------r,-g Number of clencal staff - -1-5--~~------------- --
20 Number of permanent worke;:s--- 833-- - - ------- --

'"21- Number of casual workers ------- 363 --------

22 Tl'_f)_~ (Jf ~~~ ~~~n_ _ _ _ ~----=-=-- -~-=-==--= Pro~eta_ry_gard~n 
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1 Name of the tea company Dooars Plantations & Industries Ltd. 
2 Address 3A, Ripon Street, Kolkata 16 
3 Name of the tea estate Patkapara Tea Estate 
4 Address P 0. Alipurduar, Dist. Jalpaiguri 
5 Area under tea (hectors) 454.42 
6 Gross area (hectors) 592.50 --
7 Membership of tea association ITA 
8 Types of tea manufactured CTC 
9 Number of Male workers 476 
10 Number of female workers 387 
11 Children I adolescent 10 
12 Total population of the garden 5420 

--
13 Number of factory workers 145 
14 Number of garden workers 835 
15 Number of factory sub-staff 21 
16 Number of garden sub-staff 62 --
17 Number of managerial staff 7 
18 Number of clerical staff 12 

"·----------·-- . -----~-------- ·-·--- ·------------------
19 
20 
21 

1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 

Number of permanent workers 
Number of casual workers 
Type of tea garden 

t-JC!me _Qf_t_h~__t_~~-~o.r!lJ)~0.1' ________ _ 
Address 
Name of the tea estate ------------------------- -- - ···-- ·-----

Address 
_ Area _~:Jnde_r~a (hector~ _________________ _ 

.. Q_rO§?_<l_f~a (hectorsJ ____ _ 
_ ~-~~~_r:s-~i[l _ _l)~a_a~SOCI_?_tiQ_f1 _ __ _ 
_l)_p~s__()_ft~_!l-~nufactured _ __ _ __ 
Number of Male workers 
N"umberone-maiework"ers- ·· 
Children / adolescent 

980 
450 
Proprietary garden 

)111_/s G()()sJ.':'.~~~-Qro~,Jp _Lld_ _ 
!4~9u_rl!_~a~a_y_f3_1)_~_d-'_ISI)Ik_ata 19 ___ _ 
Gandarapara Tea Garden 
F>-o-·sarlarhatoisT:Jalpalguri -842"45-- --- --··- - -- --

-979"31--- ----- - -- -- -- --
---------

DBITA 
CTC 
1035 
867 
12 

--

1? .. ~_l!_~r~b~()_f_f_amilies __ --~==-===-=-~-=- -_i4oo ------- ---------·----·----
_1_L __ Total population of the garde~----· ____________ 865~=--- ---__ -_ -~- ___________ _ 
14 Number of factory workers 80 

1I~ _ Nu~ber of garden workers :=======~~~=- =l§jl_ --=~~-==-=:~-=~-= - ·::~. ___ . __ _ 

~ ~ - ~-~-~~~:L~~aa~~;~ -~~-~~a:=-~=---- ------ ------ -~------ - . ----- -----· 
18 Number of managerial staff -- --- · --- 9------ -------- -- ---------- -- ----- ·-- --
19 Number of clerical staff ·---- -------- 26·---------------·- -- ---- -· ---

Number of permanent workers ----------- - -is)i4 ________ - -- -
Number of casual workers __________ ::::::_:::_:::==:·== 1290 -===-===~.::.==-~==~~=-~----=-=-
Type of tea garden Agency garden -

1 Name of the tea company Bhogatpur Tea Co. Ltd. 
2 Address 11, R N. MukherJee Road, Kolkata, 01 
~-- Name of the tea estate __ __________ _ Bhogotpore Tea Estate _______ --

4 Address P 0. Nagrakata, Dist. Jalpaiguri. 
5 Area under tea (hectors) 632.10 
6 Gross area (hectors) 976.59 

r--y-- Membership of tea association --------- DRITA & TAl 
8 Types of tea manufactured --.. -----~-·-ere ~~---~----------------------
9 Number of Male workers 81 0 ----------
10 Number of female workers 847 
11 Children I adolescent --,1;-:4:-------------------------

12 Number of families 1309 
13 I.SJ.!§_Ij:J~ulation of the garden ---+-'6-=5-=4-=-5--------------------·------ --
14 __ Number_()! factory workers ____ :==----- 107-------------------- ·· --d- - ·--·-- -------

15 Number of garden workers -14i7-- - - - ------ ----- -------- - ---
16 Number of factory sub-staff -2-8----···-- -------- --

17 Number of garden sub-staff 99 --
18 Number of managerial staff 7 

;~ ~~~~:; ~~ ~~:~:~:~~ffworkers ===~=r-~~62 ====--~.:--====-~-- ----------~ 
21 Number of casual workers---·------· ---- _48_0 ____________ ·--------------·-----

22""- J1fl_~_of_te,3~~d~~----~~~=------ ----=-~::--=~= · . f='_roprietary g~_,-_d~-~==~-~==~~~~=~==~ __ 
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1 Name of the tea company AGR Plantation Pvt. Ltd. 

2 Address 240, AJC Bose Road , Kolkata 20 

3 Name of the tea estate Toonbarrie Tea Estate 

4 Address P 0. Mal Dist Jalpaiguri 

5 Area under tea (hectors) 259.00 --
6 Gross area (hectors) 136.00 ---
7 Membership of tea association TAl ----
8 Types of tea manufactured Green 

9 Number of Male workers 147 ---
10 Number of female workers 107 --
11 Number of families 107 
12 Total population of the garden 1200(appox) 

I 13 Number of factory sub-staff 4 
14 Number of garden sub-staff 17 
15 Number of managerial staff 4 
16 Number of clerical staff 6 

----· 

17 Number of permanent workers 254 
~ --·------

18 Number of casual workers 160 
--------· 

19 I Type of tea garden ------------------- Proprietar~ garden ---

1 Name of the tea company Engo Trading & Tea Co. (P) Ltd. 
--, 

--
2 Address 135, BRB Basu Road, Kolkata 01_ __________ --------
3 Name of the tea estate Engo Tea Estate 
4 Address P 0. Matelli , Dist. Jalpaiguri --
5 Area under tea (hectors) 109.14 

---
6 Gross area (hectors) 161.81 
7 Membership of tea association OBIT A 

-----
8 Types of tea manufactured CTC 

9 Number of families 181 
~~-- --

Total pOf2ulation of the garden 10 1185 
11 Number of factory workers 12 

12 Number of garden workers 29 
13 Number of factory sub-staff 43 

-i4 Number of garden sub-staff 14 
-------·------ ·--

----------
15 Number of managerial staff 4 

--------------
16 Number of clerical staff 8 
17 Number of permanent workers 267 
18 Number of casual workers 64 

-
19 T_l'l)e of tea garden Proprietar~ garden --

1 Name of the tea company Abhijit Tea Co (P) Ltd. --
2 Address Sevoke Road, P 0. Siliguri 
3 Name of the tea estate Raja Tea Estate 

---
4 Address __ P 0 Mal Dist. Jalpaiguri -- ---
5 Area under tea (hectors) 404.23 
~- Gross area (hectors) 600.34 

--

7 Membership of tea association TIP A 
---

8 Types of tea manufactured CTC --
9 Number of Male workers 307 ·------ -- --------------·- ·---
10 Number of female workers 375 ---- --- ------
11 Number of families 575 
12 Total population of the garden 2776 

---
13 Number of factor~ workers 24 --14 Number of garden workers 658 
15 Number of factory sub-staff 

---
15 

-
16 Number of garden sub-staff 48 
17 Number of managerial staff 7 
18 Number of clerical staff 10 
19 Number of permanent workers 682 

--

20 Number of casual workers 416 
21 Type of tea garden Proprietary garden 

---
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1 Name of the tea company The Ellenbarrie Tea Co. Ltd. 

2 Address Camae Street, Kolkata 17 --
3 Name of the tea estate Ellenbarrie Tea Estate 
4 Address P.O. Bagrakote, Jalpaiguri 

5 Area under tea (hectors) 229.46 
6 Gross area (hectors) 382.02 
7 Membership of tea association DBITA & TIPA 

8 Types of tea manufactured CTC ---
9 Number of Male workers 249 
10 Number of female workers 262 

·-·-
11 Children I adolescent Nil 
12 Number of families 312 
13 Total population of the garden 2529 
14 Number of factory workers 1 
15 Number of garden workers 511 
16 Number of factory sub-staff 9 
17 Number of garden sub-staff 26 --
18 Number of managerial staff 6 
19 Number of clerical staff 6 
20 Number of permanent workers 553 
21 Number of casual workers Nil 
22 _ }J.fl~ I)!J~? garde_n __ ---~ ----------- - -- ------ -------- -- __F'_r_o_flrietary g_ar:_d~n _____ ---------- --------------- ---

--- --~-~-

1 Name of the tea company 
West Bengal Tea Development Corporation 
Ltd. 

2 Address 12, B. Lord Sinha Road, Kolkata 71 
3 Name of the tea estate Hilla Tea Estate 
4 Address P 0. NagJakata , Dist. Jalpaiguri 
5 Area under tea _Chectors) 310 
6 Gross area (hectors) 586.76 

I 7 Membership of tea association DBITA & TAl 
8 Types of tea manufactured CTC 
9 Number of Male workers 426 
10 Number of female workers 353 
11 Children I adolescent NIL 
12 Number of families 554 
13 Total population of the garden 3151 
14 Number of factory workers 11 
15 Number of garden workers ~------~'"--- -----------~-- --16 Number ofgarden sub-staff 37 
17 Number of mana_gerial staff 4 
18 Number of clerical staff 14 
19 Number of permanent workers 779 
20 Number of casual workers 50 
21 Type of tea garden Govt. undertaking ---

1 I Name of the tea company --·-.:T=-a-,.ta---=T:--ea......,..L-tdc-. -------------

2 Address B1shop Lefray Road, Kolkata -20 
3 Name of the tea estate Dam Dim Tea garden 

--
4 Address P 0 Dam Dim Dist. Jalpaigun 
5 Membership of tea association ITA & TRA ---------------

f

l6 Types of tea manufactured _____________ _ _ _ CTC ------- -~--------
7 Children I adolescent "Nii-·---~----~----~------ -----
8 Number of families ----------1349·------- --------~------- ------------------ ----
9 Total populat1on of the garden 10000 ------------

~10 -_ Number of factory workers-------- --- 189--~- ------- -----·-------· -----

1--H-- ~~b~~:~ of gardenWOrkerS ---~~----=--=-~=~ 1 ~ ~ ~~0 ~ == --=-~--=--:-:~==-~=-:=---~~~ =--== 
1·1y-- 'N'Ur1i'ber-orrnanage~a15tatt-·-- ·----· ·- --------6--------- ------~---------------------
[ ·f,f- N-umber of permanent workers --~--- -- --1932 -~-----~--------------~~~-

15 Number of casual workers ·-----· -~--- 5000 ---~----

[__1_~-- ~-Il'P~~~~~e_n__ __ --------··--··- ----~[Agency_Gard~fl_~------ _ ·-----~-- __ 
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1 Name of the tea company Duncans Industries Ltd. 

2 Address 
31, Netaji Subash Road, 
Kolkata -700001. ---

3 Name of the tea estate Bagrakote Tea Garden 
4 Address P 0. Bagracote, Dist. Jalpaiguri. 
5 Area under tea (hectors) 491.27 
6 Gross area (hectors) 819.00 
7 Membership of tea association ITA 
8 Types of tea manufactured CTC 
9 Number of Male workers 609 
10 Number of female workers 722 
11 Children I adolescent Nit 

--
12 Number of families 710 
13 Total population of the garden 8320 
14 Number of factory workers 89 
15 Number of garden workers 1193 

---~ -----~~~~~~- ----------------~ 

16 Number of factory sub-staff 61 
17 Number of garden sub-staff 72 1 
18 Number of managerial staff 4 
19 Number of clerical staff 12 
20 Number of permanent workers 1477 
21 Number of casual workers 1240 

--:=-J 22- Agency garden 
----------~---- ----------

-· IYQ~,S>_!.tea garder~-------~------------------ --------- -· --- ---------

~- ~ ~~~!5~~~~~:-: :::~~i ---~ -~ ------ -r::~~~~~i!r~iZ~i~k~f-ala I9-~~~------- ---

4 --_~d~cJ'r~5_'i=------ __ - ---- -·--- - --~---= P _9-'-Ba9!<!~<?Ie,_6j~L:TaTr)~lg-url ___ _ 
5 
6 
7 
8 
9 

[~r~_a_u_fl_ci_~_r_t_e_tlht3_C_t()rs_l__ __ _ 634.61 ____ __ _ 
-~!_o~~-~-~-(_ll_ecto_r_~)__ _________ - }~I~~- --
Membership of tea association _ _ ____ _ ITA 
rype-softea-m-anUTactured-- - - ere ____ --
-Nu-mber 01 -Mate woike-rs 733 

10 -NUITiberOffemale~workers_______ - 796 _____ · ------ ·----- ---
11 Children I adolescent--~- -- ····-- --:w--- - ---~------------ ------------
12 Number of families - ~---~---- --- -- ----- ~----------~~ ---

13 ___ To_ta_t_pop~@~on of Q1i£larden _::-.=-==-=~~-:_::=_-~: 5769 _____________ _ 
14 Nu~~()f facto_!:l_~~ker~-------- 91 
15 ~!:fl.!)_~! garden workers -- ----- ----- -1448---- · --------- ------- -- -- ----
16 _ Numb_er of factory sub-staff · -----~--- 56~-------- ------· --------· --- ·---------------- · 
17 Numbe_r__Qf garden sub-staff · - T5 ___________ - ------- --------- - ---- ·----

Number of managerial staf(==------ ------ --7 ----------------------------------------------18 
19 
20 

Number of clerical staff ------- --------------- -21------~---------------- --- -- -------- -· ----
----------------- ---·---------

21 
22 

Number of permanent workers 1539 
Number of casual workers~-------------+-,6-'-3-'-7-=-------~--------------------------------

---------------------t---=.:_::_:__~~~~---------~~--------
_ TyJ)~_9!_tea gar~~- _____________ _ ______ Agency garden 

5 Area under tea (hectors) 613 
6 Gross area (hectors) 1227 
7 Types of tea manufactured --------t-;C;':;T:;C;--------------------1 

r--;;8-~N~um-:.-:-;:-b--:-e-r -:-of;-'--;M~a-'-:t-"e-'w-'o"'r;--ke-'-r-=-s-----------+-'6::,1~8:::__ _________ ~-~----~---~ 

~9-iiN~um~b~e~r~of~f~e~m~a~le~w~o~rk~e~rs~----------------~5~5~3~------------------------------
10 Children I adolescent '----------r--:;N:;:i:;:-1 ~-----------------

--11 Number of families ---·-------~--~11-71--------·--------------
'12'- Total population of the garden 4841 · 
_13 _ Number of factory sub-staff _ 26 ·---------------------

14 Number of garden sub-staff n· 58 - - ·_----~----------
15 Number of managerial staff 8 · 

_ -~§ Number of clerical staff --~~- --7-------------~---------~ 

'-_17 Number of permanent workers -----~~-==~- 1171 - --------~-----~--------- --~-

_1_il_~,_TJpe of!€3a garden 1 Proprieta_!Y Ga_rden __ __ 
---~-------~---
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1 Name of the tea company RNT Plantation Ltd. 
2 Address 1 & 2 Old Court House, Kolkata. 
3 Name of the tea estate Dalgoan Tea Garden 
4 Address P 0 Birpara, Jalpaiguri --
~--- Members hi(:> of tea assoc1ation TAl ---

6 Types of tea manufactured CTC 

~- Number of Male workers 900 
8 Number of female workers 746 --
9 Children I adolescent Nil 

--
10 Number of families 1114 

---
11 Total population of the garden 5326 
12 Number of factory workers 42 --
13 Number of g_arden workers 1469 --
14 Number of factory sub-staff 39 
15 Number of garden sub-staff 96 
16 Number of managerial staff 10 -----------72 ---
17 Number of clerical staff ----·- --------·- ---- -- -----
18 Number of permanent workers 1646 -- --------

~ 19 Number of casual workers 22 
20 Type of tea garden Proprietary garden 

1 _IIJ~mes>_f_t_I1~~~-~CJ_rJ1_j)a_r1)'___ ______ __ ________ _ _ lndong Tea Co. Pvt_Ltd ________________ _ 
2 [-\_Q~~-------- __________ __________ 24/1/2, Al~~oad, ~<?~~~@P_ _ _ __ 
3 ~.§_rn_~_()fth~~<l_~~-ta!E! ______________________ lndong -r:ea E~!ate ______________ _ 
4 Address P 0. Matelli, Dist Jalpaiguri_ 
5 'AreaunC!eriea(f1ee!ors)-- --- --- - ~-----------------------

-6 ___ - Membership of tea association ___ -- - --- -------- --ITPA -- ------------------------------

7 _Tl£~S of tea manufactured _____ ----- - --~~~-_fTC __ :_=~=-=~~-:__ _ __ _____ _ _______ --
8 Number of Male workers 632 
9 Number of female workers ___________ -- -------- ~--- ------- ------ --------------------
10 Children I adolescent -----------------~--------71---------------------- - -·---- --------

-11-- Number Of families------------------- ------- --776 ------- ----------· ---------- -- --

12 - __ l~il~£~-lati~n- o!_ the- _gar~~~~~=~~~--~~~~--==-~=~ -_~§00 __ ~=-~=-- ------ -------
13 Nu~-~~~~factory_~~kers _________ --------t-:2_4 ____________________ _ 
14 Number of garden workers . 1058 _ _ _ _____ _ 
15 ~:Number of factory sub-staff~------~-:~~~= ---~~- ~-:n==:~~=- ____________________ _ 
16 _ Nu~ber oJ_garden_sub-staff ________ . _________ ~-------- --------··-- ______ _ 
17 _ lJ_~_mb~~_()f manageri~_taff _________________ -~-------- ________ _ ________ _ 
18 Number of clerical staff 11 
19 Number of permanent workers ----------~--------------------

--20____ Number of casual workers ----------- Nil --------- - - -------- --- --

21 _IY2_~9f~~~ garde~---=-=~ _ _____ ~=~~- -~ :_~ }'j~prietary ~~e~=-~~~- -~~-=-~~~~---=---=-~:_--·-


