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FACTORS AFTECTING INDUSTRIAL EMPLOYMENT - CASE STUDY No.3

Introduction.

The third case study is on British-American Tobacco (B.A.T.)
Uganda Limited. The paper uses the same approacis as EDRP los.
ot
69 end 73.

,In this case

study there will be less technicel probing into
such matters as s
s

tu

ubstitution of capital for lebour, canital-job
ratio etc. becausze
regarded ag clasci
ed to divulge it.

the informetion germane tc this enzlysis wasg
ified so that the B.A.T. managerment disinclin-

However, B.A.T. is such a highly organized and old firm
that its exclusion altogether would leave unfilled gap in our
Industrial Employment Survey.
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The output figures are those putlished in Annual Trade Revwort
and Statistical Abstracts on ezcisable commodities.

The Company and it Employment Policies.

The Company.

The Company, like Nytil, has many internaticnel
connections. It is part of a world-wide group of companies,
the B.A.T. Company Limited. The B.A.T. is believed to run over
100 factories in as many as 50 countries.

The Jinja factory, the cldest in East Africa, was
built in 1928. The company has its sezles headgusarters and
alsc a leaf processing plant in Xanmpala.

The bulk of the tobacco leaf is grown in Uganda
mainly in the Weegt Nile District. The compeny has gone along
away to promote tobzcco growing under the Master Growers
Schemr ; the company provideg aid in form of technical assist-
ance, equipment and trained staff. ¥ith the aid, the farmers
are able to increase thesir acreage ocutput. They also sell
cured and graded tobacco.

The Company opered new factories at Nairobi in 1956
and at Dar-es-Salaam in 1961. A tobacco recsearch centre at
Tumbi in Tenzaenla is ucsed by three firms.

Recruitment.
Unskilled

For unskilled or bottom scale employees, the compan
uses the two imethods we have come across before (EDRP 69 & 73),
peaking from zpplicants at the gates and Labour Departments'
employnment exchange. Casual workers zare employed during the
tobacco harvest July - September and occassionally they are
taken on to do odd jobs at the Factory. Some of the promis-
ing casual worlkers are kept on a waiting list until a vecancy
is available and they are called in.

Skilled and semi-skilled.
Mogt of the operatives. undsrgo sone kind of training

or other. Thus when a skilled or a semi-skilled Jjob falls
vacant, the practice is to appoint from the ranks. In caces

of supervisory posts, the company will normally advertise in
the papers.



Technical Staff

Here, the company insists that applicants be in possesesicn
of a government trade test certificate. Those who have complet-—
ed courses at Kampala Technical College (former KTI) are also
given equal consideration.

Clerks.

For almost all clericel poste, the procedure is to advertiz
in the vapers. The minimum educational standard is scinool cer-
tificate or any recogrized clerical certificate.

The spplicants are not employed straight. The company has
a selection Board and apnplicants have to be gcreened. In the
case of unckilled emvlcyees,; this condition may bhe wailved. The
recruits who pass through this hurdle are then taken on for a
probationary period of three months. When on »nrobation, they
are paid full wage but are not regarded as established employ-
ees.

Aptitude Test

The company's plans to introduce an aptitude testing unit
are almost complete. At both Dar and Nairobi, operatives have
to pass the test before they are taken on. The testing units
however are run by the governments of Tanzania and Kenya respec-
tively. The Ugands Governement has no such testing unit.

Over the years, the company has known ite people. Thi
experience has been used to alter deficiencies that would other-
wise have existed because of no aptitude testing. People are
carefully supervised and are moved from job toc job until they
are assigned to the jobs for which they have most aptitude.

Tribes.

Tribal Composition of Labour Force.

Tribe Employees 1965

% of totel
Baganda 20.2
Basoga 27.6
Basamia (Uganda) .
Acholi .
Kenyans

i
Ul Ul 3 oy
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Otiier Ugendens

Other non-Uzendans

Tribal Composition of employees — Summary.

Tribe % of  total
1954*11962% 1965
Baganda 13 23 20
Basoga 31 27 28
Others 56 50 52
Sources B.A.T. files

* UN Study: Social Factors Affecting Labour Stabi-
lity in Uganda, E/CN.14/SDP 20 P.13.



crnositicn 01w follows the pattzzn
e S?‘ﬁlr\<a3 et Nytil ang Ugandw Drevariss.
The B nda. Bozoria, hchelis and Feryan=s form the
ler Mhi 1 Tasamiz Acholis nad Weat Niles
ceas le ezontation whethar the factory is
loc or Xems I3 ie too eerly Ho meke definite
interpr TOm theue numbaru hut if the urnnd so Tar cen
be reagarded as » accentance of indusirisl 1life on the pirt
of these tribesg, “hen one can possibhly say thet tie ccrs cf a
committed Industriel work force is a2lready formed. Cuteside
Ugand«a, the Kenyans especielly the Luos, appear even a mere Set-
vled group. than any of the Lgan“w tribes.
Lengzth ¢f Service.
Yeors i"o. of Iaplcoyvaees % of total
O - 5 33 .

8.4
6 - 10 182 . 46, L
11 - 15 126 32.1
1
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As the fignres above show, over U7

work force nas been there fcr ot least five yosrs. The average

yeer for the factory is 12.

Rate of hsurnover

1954%  was 8%
1962% h . 5%

April
964 to
March
1965 " 35% (12 months average).
The raote of turnover for August 1864 wae rolstuively
(2.5%) veczuse cf rumours that +kp sovernment would confi
all nrovident fundes. The trand is of declino in the rat
turnover. The vneople lesving avre maln.y <léerly ones.
Many reasons have becn suggcs:;u for the Zow leaving
of the Work force =t the factory

I. (a) Wages zre generalily higher than those .31id by mos
employers in the e

(b) Factory conditicns are zood.

(i) employzcs get free waiform
(ii) employecs get frez fea and lunch.
(iii) the fectory premicoes are clean.
(iv) work is-leses manual
(v) the Ffactory is not very nois:
(vi) the coxpany provides frzz nedical service.

2. Difficulty involved in getting new crployment; wpari

nigh
scate
e of

rate

4.
5]

romx

* UN Study qucted zbove.



engineers and electricians, skills are not easily transfer--
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3. People zre zetting more urhanized.

Education.

Bducational compogsaeition of aunloyees 1965

Education No. %  of to
TIlliterste 136 4.7
21 -6 189 % 45,2
J 1 -3 54 } 13.8
S1 -4 13 3.3

A

¥Most of the workers in the factory heve either had nc education
(34.7%) or have been to Primary Schoolg (48.2%). The taree bottom
Scales (grades 4 -+ &) form 65. of total work force at the fac-
tory this year.

N
u

The evidence here would =eem to egree with our esrlier con-
clugion at Nytil i.e. that experience and an intensive on the
job training programme ot the moment decided the factory's labour
performance stendards and not formal ecucation.

Prcmotions

The managzement contends, it 1g basing ite promection conesidere-
tions on two cinteria.
(2) Merit

(v) length of szcrvice.
When the case in point includes foreren, clerke or account--
ants, then educational attainement may be of greater help. Oppor

tunitice for promotion are limitcd by the vacancies thet becone
aveilable in the next higher srade.

working hours.

The fectory has no ghift svstem. It ifas a working week
of 45 hours, 9 hours a day Monday to Friday. .The nine hours
include teabreaks in the mornirngs end =2fterncons.

Leave.
Completed vears of Service o of days Grede ~ Allowance
1 18 4-6 50/~
> 75/~
2 100/~
1 200/~
C 300/~
1 + 21

in addition, compaseicnate leave with no pay can be granted,
a maternity leave of three mcaths at half the wage rate is grant-
2d. Miscellansous cases like sick leave are granted on indivi-
dual merit.
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The company nas ons of the comprehensive training
i 2 COou

Cn the job troining is the most importent tyre
training an overative [laz to underiade. The treining
de°1"*od to equip a worker with a first hand kiowled: e of =
rarticular machine. A forawan or @ genior machire cnerator
draviea a training programue for a par lar groun of machines.
The mechines are given & period in w 1 thej con be finished.
Then the new emplevrec is put under one., The trairpiang 1c

'y e O
m &

one by oie or just a few and nct m of a zchocl &g we Eaw
et Mytili. The compzny used to nany oneratives in @
arcun vhen there w‘r largo scale iting campaigns 2.3.
for %he Naircbi Factory.

ge is *tralining for 2 3
et ooh. If k2 ds
nie former "ob.

artlcular JCb he
'\; Hll.\.aCPu.x...L ]

2. Trzising Clerks, Tecimical #3aff and Supervigory stoif
r

(inciudinz o

In addition
training within ind stry . -
schemes for the eghove iec—catcthries a2t it
gchool.

(i) Clerks,
They zo

general DI*LCIUl

in the Compeny's

to the 1ﬁ1rcki froind 3chool and are *au;hc
¢z o0f accounting. They ~rys alszo indcoctrin
accourting wethods.

‘3w

(ii) Techniccl staff.
a

These are mainly tought the sotit ag and Funciicning of
the machines they avc ¢ ; The coursge nute
more emphasisg on ce nechines run.
When they return ocurce in nature is
run but this tine pu actical ~cet oand
olso putting sweclal n.ods cendi-
tions of the fc‘;or;, TJQ CoLra:s foctory o suner-
vised by techiniczl sunerintendent cf devartacat.

(iii) Supervisors

The Superviscrs &lso train at the Nuircki School. The
course covers bouh sAanegenent vrinciples and 2 form of training
within industry but more orisntsd Lo tne tobecco organizetion.

The company's employees in the ebove taree groups have
to go through +this Treining =t one [ine 0% ne ccurscg

generally last for thrsze weelzs. In adri
supervisore attend courees run by the Sch
at Kikuyu, Kenya. Yor gll the training.
cost.,

3. Training jansgenent.

1~

Formeirly the managerzunt steff us:d to attend courses
sponsored by the British Institute of Management 2t the Labour
Depertment here or at University College. Walrobi. At prasent
the arrangement is Tor the stelf to sttend government run
courses at Tast African Steff College and Fo Q’““+ on of Ug:znda
Employers run courges on Industrial Relaticns.



For the neow —acraiic ciraight from School or College, they
are puft in e depzrinents for whl:h they eare gelzcited for a
nericda of sbout 2 yeer to Twe yesre. Then for 2 nore intensive
technical and ' ment tnevlaedge, T i The com—
vany's school coex in J r the
B.A.T. Groun. The succeesf manage-
ment rank.
Caositzl Eguinmant, outnut and Emplovment.

Like Nytil, iz de capital-intensive and the
mechines ers mof “he ctandards at which the cztab-
lishment ig being followed by 'greater' ~.4.T.,
one ig made to ning and introducticn of new
machinery is di national Technological Advance-
ment.

Liachines making cigarettes in T Faet -: j duce over
1000 per minute, 2cking - packing
over 5000 cig arutteu minatbe ) re nrovided

hine tce gtop

The available i (Tahle 1) show that the upward trend
in output which must e sterted in earliser years cnded in
1955. The incresse in 1755 over 1951 waz of sbout 25.08%.
The annuel increase for those vesrs averazed about 5

The declining trend started in 1956. Ir. that yesr the
Gecline over the previouns wear wae about 42.3%. Thig can be
attributed to the ~2ethoblishment of a2 new factory in leirobi.
It is however notable taet wihen the Tactory at Dar started
operatin 1961, the decline in output at the Jinja factory
was negl: e. Th2 explanaticn cannot be got directly from
import fisures bvecause imports of 01garettea into East Africa
in 1961 went up by 12.1%. Trow 1760 4o 1984, the dscline in
oatmHut averages about .y per year.

Enploynent.

>line in employment which
ulne Tha company wasg oy June 1964
they did enploy in JLq
55 \vi’mn output was

Tabls 2

15 years age is
emnploying 71 peoole.los:
Bmployment dsclined in
incresesing at an annual
cver 1950 was of abow
1851 to 1955 however,

woris force wag rediced b
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nés, in 1951 to 1%5v» when
T 5.9% while eaplyment
¥, averagze labouar nroducti-
'al reta of 13.34. In 10’“—f4 howaver
when btoth emplo cutnut were declining hut the former
¢eclining fae er ( than the latter (2. 9A7 productivity -

2
only increszzed by 3.4% 2ach year.
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This work is licensed under a
Creative Commons
Attribution — NonCommercial - NoDerivs 3.0 Licence.

To view a copy of the licence please see:
http://creativecommons.org/licenses/by-nc-nd/3.0/
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