&

Compe=ra
indire~y through benefits.

(e/®

\ organisstional membership (health insurance, vacation pay, retirement pension etc.)

Objectives of Compensation Planning

f%Tvy |
— . oon, In i 9a|
So, h T T sorvices of N::m“}cinl ccurity Lo employees. All thcfau msuc]:fpluy an im )
employ ™ for & .l as well as finan £ o in nn effective workforee, .
W;'""“' that offer T‘h’m;f] :ﬁ"m-tq to obtain, maintain and retain
" i =ment B :

Nacure of Compensation
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to the organisation
. oir contribution a
dllChOn wive 1N 1-!l‘1l!‘l'l'lf:1" ﬁ“;:f;“‘ 'y reforn Lo '..i'll'.' hngpe wages and rln,]
Co eation is what pmployres ""‘rm-m» fyprs of rew MIRCH ~omminssiona and profit, S

mpens . _ I

Aip,y
: hot il :
s Torma auch an L hnl
o Ty e 1o prodiee reat {n heyond e r Bagin
-\'\ .
{ ' ment, ele,, r’t‘l""‘-‘“‘“r n morainadirec _;fr:' 0 r:i;nmpenh‘fz'ﬁ.
e i, . - lev ey -PVI'?FI ane &
I',‘,:,.nmlp ane including pay. 1Hee ntiven, nefits
:

addition to (hese, managera have to oh

loyees offer ! e
empio} iy
=
? .|“-11r"|-1I o

" L
are inoentives ¢ Heal, TOCTY

R el Uikl \11'1]"
puch re AT penaation 18 A &

alwonn

§r
3 '

i mv HR ceph

Fered by an organisation can come both directly through base pay and variable Pay ang
tion offered a) T

Rase pay: It is the basic compensation an employee gets, usually as a wage or salary

Veriable pay: It is the compensation that is linked directly to performance accomplishments (boruses
InoeniIves, stock options)

Benefits: These are indirect rewards given to an employee or group of employees as a part ¢

. The mos mmportant objective of any pay system is fairness or equity. The term equity has three dimensions®,
. -

-

. C.

v

Ir eddition there ere other object
of meneging o company’e comp
people 1o Ao well in their jobs,
effective compenegt)

K

)
b

;);k ..N_ﬂln ¢.md desired behaviq

may go in search ofg_remwﬁhuviuurs. Whenr

Control costs: The co
ensures that wo

Internal eguity: This ensures that more difficult jobs are paid more.

External equity: This ensures that jobs are fairly compensated in comparison to similar jobs in the
lsbour merket.

Individual equity: It ensures equal pay for equal work, i.e., each individual’s pay is fair in compariscn
to others doing the same/similar jobs,

wves also. The ultimate goal of compensation administration (the process

pensation programme) is to reward desired behaviours and encoursg®
Some of the important objectives that

i . are so ieved through
oL mansgement are listed helow: ught ta be achie
Attract talent: Compeneation nee

d 3 i .
firms compete 16 hire the services of s to be high enough to attract talented people. Since many

motivate them 1 apply compelent people, the salaries offered must be high enough to0
Retain taleny; |f

mpengatio
employees may quit n

. levels fall b : -
in fruetration, elow the xpectations of employees or are not competiti'®

ed people thould :zlﬂ:jfa]tll[;r:']::egrujnb' Similar jobs should S similarpey e
ur: Pay ghould reward loya)ty,

Pastureg nutsid.
rkers :‘;:fn}::il;i]?grpfmple:houl

tommitment, experience, risks taking:
ils to reward such behaviours, emp!
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, ith le al rules: . Chapt
ot & 8: Compensation programme pler 16 Comperaation Adminisirason @ ]
8 must invariab) 71

comP - minimum
" ing minimum wages, bonus, allowances, benefit y satisf;
' elits, ete, Y governmenta|
rules

i i ration: Tl
., of oP€ ¢ The compensati
Fas® " Then only will it pmm(ﬁc ‘f’::'ifr';tmnnugcmunt system should
 and managers. anding regarding Pny-rolnllled r:‘::liuy}::tundmd -
ern ween em
playees,

it
g for cquity is the most import :
qeed portant factor in determining pay rates. Thi
es, Thin is achieved tk
wrough the

rhit ¥ g
1g L otops:
'-11‘:\\'111!~ step
LAl

cind the worth of each job through job evaluation

'
et a salary surv o find wh h
Jnduct 3 ey tofi at other employers are paying f ab
or comparable jobs.

C
]
cimilar jobs into pay grades.

, GrouP
orice oach pay grade by using wage curves.

Fine tune pay rates.

Job gvaluation

1 gnalysis offers valuable information for developi stem duties
OB iliti oping a com ensatio i :
P ,&:ppn51hﬂ1t1es' need to be undertaken. The worth of a?ob to ltl?eagrgnni.;:t::ﬁ: ::Whlt i
srough 3.°b evaluation. Sm.ce the_whole process is largely subjective, a committee is appointed to collect
iformation and come up with a hierarchy of jobs according to their value. The evaluation is done

e use Of market pricing oT through the use of ranking, point or factor comparison methods.

Wage and Salary Surveys

Whilejob evaluation ensures internal equity, wage and salary surveys ensure external equity. A wage and

galary survey provides information as to what other or ganisations that compete for employees are payiog-
The survey could cover all the jobs within an organisation (obviously costly and hence avoided) o limited
tobenchmark jobs, jobs that are used to anchor the company's pay scale and around which other jobs are
dotted based on their relative worth to the firm. The penchmark jobs have the following basic
theracteristics.?

e these jobs.

diate future in term

her companies hav
imme
g of salary guch that some
me are at the hi

+ Many workers in ot

¢ They will not be changing in the

* They represent the full range in term
. the middle range and 80

group of jobs, others are 1n
Pormal and informal survey® (through telephon®

g of tasks, responsibilities, etc.
are among the lowest paid in the
gh end of the pay scale.

ken to collect data on

for example) could be underta .
otc., and 80 offer a basis on which to take decisions

vecefits like i cation pay:

medical 1eave va | . . ke -
regardin e m;auran;f!’ efits published gources alg0 covide valuable mformutlon.regan.lu}g industry
Wise trerigdzr;fs‘g:fy :tr:-uctu.rea in and around the country: The puhllshed gources in India include:
*  Reports published bY the Ministry of Labour:
' Pay commission reports: t
*  Reports of Wage Bonds appointe y Government:
' Reports of employee® and employers' orgamaationa.

ific industry groups: etc.

*  Trade journals of spec

Scanned with CamScanner



ility of jobs in the survey 10 jo

8

o s of published surveys: ‘““d.uﬂty?;r Dw? tad °fimp°h‘ &,

lim“a“”ﬁ;n erally used to collect relevant wage-related mformﬂtio,:"' X
ods arc _ . )
imilar key jobs are identified between the o, .

those comparable jobs are collected, E‘““ntl%

obs are identified and the necessary datg aboyt "
Ong

TL % e tsoex Managemet mpﬂrﬂh
is the c0
Q== of the major prodlems with these sources 18
- — .
1sation. To overcome the
jobs. The following survey meth
Under this method

Key job mateiing: particulars about

and the relevant Wage .
: Kcy clast matching: Similar classes of j
" lasces are collocted. |

Occupational method: Certain basic occupational groups
2 i&e:zti’fz:d and then the necessary data is collected.

Jobd evaluation method: All the parties participating in the survey method, use the Same Metheg

and same mechanism for evaluating similar jobs.
e  Broad classification method: Under this method, broad groups of relatively h"mmnmm{n
Le., by industry, by profession or by geographical area are grouped and the relevant infﬂl'mat{m;

about these jobs is collected.

like clerks, officers Manag
are

Group Similar Jobs into Pay Grades
In this step, similar jobs (in terms of their ranking or number points as ascertained b thej 2
commitiee' are g-ouped into grades for pay purposes. The organisation can now fo:us Oéﬂz:vilnuauon
pey grades, instead nfhupdreds of pay rates. A pay grade consists of jobs of approximately 'ualydﬂftu S
;:liffc-.inm as determm:e-d by job evaluation. If the point method is used, the pay grade Egnsist lﬁﬂ ty
% wiihmn 2 range of points. Ten to sixteen grades per job cluster (factory jobs, clerical j s
» clerical jobs) is common.

Price each Pay Grade - Wage Curves
Iz the next stlep, s]
®P. Pay rates are assigned to pay grades through a wage curve. The wage curve shows

grephicelly the pay rates currently pai ] pay grade relative to e points or g gl
"y e pay : ¥ paid for jobs in each d i h 1 rankings given
Lo each job or grade, as depicted in Figure 16.1 below: fative tot = ! -

figure 16.1
| Pictting o Wage Curve

\

Wage Rates (in Rs )

K|
0o 400 500

e average pay rate for jobg

de II] = 100-150 points) &rapn each gr

lotteq ﬂndﬁz [Erade - !/J

0-5 ,
“Be curyg nmg ﬁf'}"t-‘!. Grade II = 50-100 point®
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wage curve tells management th
mPl"t ‘ . . e avernge relationship betw
3 ates: I will show which pay is out of the trond line. If a job's con the pay grado points and
oi ( rates pmd b):rt}l:e company fall well above or below the wago |i Pﬂ}'ll}'lnl,o is vory high - where the
i : ia on . ino-those w f
o' rates ly means that pay is frozen or bolow average incrunun:ﬂ;r:n;:::lr:dmcr::;ned
until the

circl
sted upward to place the circled rate within a normal range

[ ure 8@ ju
pay Rates and Determine Wage Structure

(he employees fix a pay range for each grade (Officer Grade I, 11 and 111, for example, in Banking

Hert . g
) The wage structure of a company is nothing but a pay scale showing ranges of pay within each

nfustty

.-_-gfi"
,Cﬁmpoﬂcmﬁ of Pay Structure in India

/. . pav structure of a company depends on several facto
e pa) c Y ¢ rs such as labour mar iti
cng capacity and legal provisions: ket condliions,

o

company’s

Wages
'S : :
1- India, diff srent Acts include different items under wages, though all the Acts include basic and
sesrmess allowance under the term _\E_ageq.'_Undm&kﬂrﬁn’s Compensation Act I%ﬂ,‘% for
jeve period, oliday pay, overtime pay,___lg_qnus, attendance bonus, glriigod conduct bonus” form part of

i

f}roduction bonus,

wEfEE.

U'nder the Payme
# paid, constitutes wages.

U'nder the Payment of Wage
gretuity payable on discharge constitute wages.”

However, the following types of remuneration, if paid, do not

4~ Bonusor other payments under a profit-sharing schem
g employment.

supply of light, water,

_i Value of any house accommodation,
or payment in lieu thereof or any other concession.
ses entailed by the natu

me of socia

nt of Wages Act, 1936, Section 2 (vi), “any award of settlement and

”

payment in lieu of notice and

g Act, 1948, “retrenchment compenaatiun,

amount to wages under any of the Acts:

e which do not form & part of contract of

medical attendance, travelling allowance,

re of the employment of a workman.

to defray special expen
| security and social insurance

ii. Anysum paid
vident

v, Any contribution to pension, pro

benefits.
ed from the computatio

y;, Any other amenity OF gervice exclude
an appropriate governmental authority.

The term ‘ Allowances' includes amounts paid in 8
pay, overtime pay, bonus: ] security benefit,

fund, or a sche

n of wages by general or special order of

oriod of time including holiday

ddition to wages over ap
ro in India may be examin

socia ete. The wage structu

broadly under the following heads:

1'-/Bglt: Wage

The basic wage in !

at has been recommended by the Fair Wages Committee

(1957). The various awards by wage tribusals, wage

with wh
ciplesin determining ‘basic

ndia corresponds
Conference

(1948) and the 156t Indian Labour : iy .
boards, pay commission reports and job evaluations algo serve as guiding prin

wage' lWhil deciding the basic wage, the following criteria may be considered: (i) Skill needs of job;
(i) E;!peri:nce Heeded; (i) pifficulty of work: mental as well as physical; (iv) Training needed;
(v) Reapomigﬁ{mvolved; (vi) Hazardous nature of job.

Ps
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able them to face the increasing dearness of
ance against increase in price levels of com “'“htm
rice levels, DA is paid to neutralise tl;nodltiﬂl
however, remained a hy‘paut E: .

leg

s has,
allowance payable to employ,,
)

and the point factor,
au, Shimla, computes the Ajcp
1

in order toen

 asort of insur
there is 8 rise in !
s bo reduced. Thi

itate a cut in dearncss
the time factor

of inflation;

‘ gituation as prices never c0
I

hree factors: th
rice index
) from time
ed to the rise i
to fortnightly or mo

index factor
(AICPI): The Labour Bure

to time.
| India Consumer Price Index (AICPY)
in

n the Al
nthly fluctuations in index.

ber of index points above a specific ]
eve,

llowances granted by employers in India has been exp
he job market and the growing awareness on thea;iitug,
of

es I8 furnished in Table 16.1 below:

DA is linked in India to t
India consumer p
100 points&
case DA 18 link

d of linking it
ewitha rise in the num

o Al
(Base 1960 =

e Time factor:In this
a related period, insted

e Point foctor: Here DA rises in lin
e Other ist of &

thanks to the mpetition int
employees. An illustrati allowanc

able 161
In Indla

[ Lst of Alowances in the Organised Sector

increasing €0
ve list of

TIffin
Transport
Telephone
Uniform

Night shift
Qvertime
Paternity
Pension
Provident Fund
Relocation
Servant

e Atencance

@ Books

& Car

® Card (Credit card)
e City Compensatory
e ClubMembership

® Computer

@ Deputation
°

'Y

[ ]

[

[}

[ ]

B

]

Driver
Education

ESIS

Family

Group Insurance
Leave Travel

Lunch

Medical

/
\../W e [] .
z age and Salary Administration
mployee compensatio
. n m ; :
compenation e mmp&nzt:uﬂencla;szﬁed into two types - b
salaaz;les. The term ‘wages’ @F&%&ﬁfq twmﬁﬂ“ﬂmemﬁ? compensation and supplemenwf
u - ' 08 ees in the 1orm
o o open remmuneration to workers doin mployces in the form oL
iitetion Fowever ie rarelyabserved n to office, ma“ﬂg'éi‘ia] tE.E‘-ﬁ!"lual work. The tef,l!l__.'.sglié.fles is
in actual practice. Bage éun‘i;tmcatl.nnd professiona _Ee&_h o8
nsation, it should be noted N€Z
E—g{fﬁﬁl?ﬁm

a.ﬁxE’d Bnd non !nc .
-incentive pa
compensation signifies Jnge:fr?‘g?;g the basis of time spent b
2 m i L .
;mpfnyee_g, The term ‘compensation adqﬁm? has,[’d on actual pi—?n employee.on.the o> f
managing a company’s compensal.ionmbtmlm“' or wage and ga‘:llrmunce of an employee °r & group 2
Programme. The goals o? g ;dmmistmtion denotes ff‘lﬁnl’ﬁ
pensatin!}‘grgh_ninistrﬂ ion =
D}'EE'EI+ :

’ﬂigﬂ a cost-effecti -
3 : ve pay stru . € and retain co
y ctu;e_that will attract motivat
_ Ll i_
d ret mpeten :

—— e
—
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/&[Ms of Wage and Salary Administration -

are several principles of wage an
rhere age and salary plans and practices, The important ones among them

gre

¥

o

wage and salary plans should be sufficiently flexible

Job evaluation must be done scientifically,

Wage and salary administratio : ; .
ancf‘;rogrammea. n plans must always be cnnal.atent with overall organisational plans

. Wage E"?d salary administration plans and programmes should be in conformity with the sccial and
economic objectives of the country like attainment of equality in income distribution and controlling

inflationary trends.

_Wage and salary administration plans and programmes should be responsive to the ~hanging local
and national conditions. o

6, These plans should simplify and expedite other administrative processes.

-
R ] =

-

| The Elements of Wage and Salary System

hip with the performance, satisfaction and attainment of
following elements of a wage and salary system:
the worth of its members, of

Wege and salary systems should have a relations
goals of an individual. Henderson identified the

L. Identifying the available salary opportunities, their costs, estimating

icati 1 .
their salary opportunities and communicating them to employees
2. Relating sal ds and goals.
. g salary to needs
; k and goals.
13, Developing quality, quantity and time standards related to work and goals
’ i dards.
4 Determining the effort necessary to achieve stanca
5 Meaﬁuring the actual performance. .
5, Comparing the performance with the salary TeC
. . . :on of the employees.
'.L Meﬂsunng fhie Job gyl ts and unrealised goals aspirations of the employees.
8, . :ofied wan | |
9/’ Evaluating the un.Eﬂtw: faction arising from unfulfified needs and unattained goals.
- Finding out the ol dingly with a view to enabling the employees to reach unreached
accor e
‘2 Adjusting the 2 2 Illi'vﬁ'fﬂed needs and aspirations.
goals and fulfil the unitt

P
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376 ® Human Resource Management

\}‘ Factors Influencing

The amount of compensation
the degree of difficulty experien :
i i ) and-supply

in the industry and the dem plexity and challenge. Some sed

: . in their difficulty, com : hi
b needs: Jobs vary greatly in t t anyone. Simpl : 8h lgy,
La/‘/-ioﬂl:md knowledge while others can be handled by almost any P 8 routing tasky Clagy

OO el skills receive relatively low pay. OnThe other fom-that
e people with minimal el rceive rlatively ow pa B
:hea:ﬂr%{:g ok that-cait o done by few people with high'skill 1eVels generally recejy, hf;:]:nm"’4
lity to pay: Projects determine the paying capacity of a firm. High p:roﬁt levels enable o, %
mmv.highor wages. This partly explains why com? u_f'er software,leﬂtfynpﬂa* ibar
Smmodity based industries (steel, cement, aluminium, etc.). Likewise, multinationg come. 2
p "

also pay relatively high salaries due to their earning power.

Compcnsut:ion Levels

.e0 should reflect the effort put jn

employ ' cx
an ) dfﬂﬂ his energies, the competitive rateq Oﬁer:d?m%

thin the country, etc. These are diuculled ha?’ﬂth"'lI
ow,

received LY
ced while expenaiti
position Wi

\‘}/ Cost of living: Inflation reduces the purchasing Fowf’_l_'_?_tfﬂﬂﬂyﬂﬁs- To overcome this yn:
workers prefer to link wages fo the cost of living index. When the index rises dye to » Uniong
wages follow suit. T8ing Fﬁce;l

d.  Prerailing wage rates: Prevailing wage rates in competing firms within an iﬂdustry
are take,

into account while fixing wages. A company that does not
to attract and retain talent. Y not pay comparable wages may fing it diffiey

Most em
v Ployers, no :
high (”H&iing e Wadays, are interegteq

bECOﬂlE! dl ' l 11 1 ili 1 i ' g
flicu)t Ofitabil Y ow (wl ich i .
}' 1 lt ) ncnl- Very l ( a'lil:t“' oztk.erﬂ Whlch mne’.thar “&?
; eére a rac mg a-nd rﬁtﬂjnins Penpe

Mnnuluciurlng Industrles - _——-‘I
—
2000
253
60521

=
L] N\
2
I
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584 o Human Resource Management
: ra of production, viz, lﬂl"d: lﬂbql“'» capital and OTganisatioy,
Beckonisth hive t EneViC f production i8 hecoming increasingly 1n?portunt |:;. t}-.? modern society,
Thu-mlv i s I'urlnr‘n t]::vuwnf..q, no doubt, are vitnl elements ITII the pro uctmn. Process byt j;
!Cupllui & l.mlurnl sheiosiioh I:t [I o the wealth of n comparny. "Ihfhmn beings are the active agents wh,
njavon Whwh-mm'ﬂb“l-["ﬂ . .l resources, build gocinl, cconomic nmll pnllt|cnI.0rganlaatlon5‘and carry
accumulate capital, exploit natural Tes " irialisation ' d tha rapid expansion of the services oy
dust r 50s. The emergence of the concept of humay,

forward national development ™. Grnwul:;.,r”u e
' inge demand for skalled labot : : l
resulted in the galloping nt and human resource development contributed to the Erowing

lons an resolrce manageme . :
:.:‘];:’::::wi\la?:r:;:n:r The issue LlFill[ilIE!-l"ill' relations arose {‘r(_m; Mlilsjt:c]:]tr:l;?::: :cf::?e ‘T‘Zrkefﬂ fr?m
the ownership and management of the production [)l:ﬁt.‘l!ﬁﬂ. I'his ;us roug e 80 . eP{'lVatmn
and loss of independence on the part of workers and is probably the primary cause of industrial dlﬁl_)utegl
Industrial work has drastically reduced the independence of workers and made them mere cogs in the
A linary rules for work have become quite harsh ang

machine - a kind of ‘second class citizens', The discip WOINE 31
illiterncy and politicisation of trade unions made jt

arbitrary. The heterogencous nature of workers, y
impossible for the workers to bargain for their rights unitedly. All these factors have led to growing

4 Introduction

entified four facto

unrest among the ranks of workers.!

. Industrial Relations
The term ‘industrial relations’ refers to relationships between management and labour or among employeeg

and thei.t" organisations that characterise or grow out of employment. Theoretically speaking, there are
two parties in the ‘employment’ relationship - labour and management. Both parties need to work in a
spirit of cooperation, adjustment and accommodation. In their own mutual interest certain rules for co-

faxistenq?e are fo_rmed and ndherec! to. Over the years, the State has also come to play a major role in
industrial relations - one, as an initiator of policies and the other, as an employer by setting up an

extremely large public sector.
gz:;nzlrﬁ 'i.ncE‘ustri;ﬂ Felatit:ms’ has been defined by different authors in different ways, Dale Yod
as “a relationship between management and employees or among employe;:s and theeir
r

organisations, that characterise and grow out of employment” 2

According to the ILO “industri i
! strial relations deal witl a
employers and the worko. 2410n8 deal with either the relationshi
themmaelve T jies ::h organmat.wn or the relation between th ps betwegn the state .and. the
€ expression to dengte such matters ag "free 0; Cupa;:.mnal B ipati
edom of association and the

L. Employer.em :
Ployee interqep;
T A chaug,- I . .
hese relationg cay, not exist withoy t?,iuﬁ-trllﬂl l:elatmns arise out, of empl 1
asic oyer- employee interactions.

employees on the other g R
r side, uildin .
2. Web ﬂfruleg; Industrim] (: gblockﬂ, l.e., the emPIOYGr on one Side ﬂnd the
) r ;
themdustl'y‘and the laboy E at"’"}”ﬂ are a 'weh of ruleg' f;
. They include e formegd by the interaction of the go
vernment,

(1)
employers' associatio t :
ns, trade un: 1€ relation
€ Unions ag vy as the ;;iiween employer and employees and between
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, ,-mensionul: Industy;

i -
" ced, DY 8 complex set of inatit at.mna are fy;
uhnnnl' econﬁ'”.’) multi.g; il Digyy o 58

§

1¢ ang siona
tcchnulnmml f:u:itn Nature gy thﬁ?
orn, oire

f
fﬂdmlﬂd Rtlﬂlom

I l‘ ‘
: mn“

« ~Jations are influenced by various factory
& Vi:., i

@ onal factors: These
et ! e, empl em‘factom include goy
,mpmee - Jers’ federations, g emnment poic . 060nom
jes of workers, system of power s‘-am clal institutiong “‘i labour (e
' a. Q‘C. 0 wmmu

e
omic factors: These factors include gcg
nomi

geo”
. £ jorce, demand for a ¢
o forc nd supply of labour for Organisations, lika egp|
ce, ele. + K@ Capitalist, communist
, Mixed, olc | (ha

gfcal actors. f
T \ l rs e factors | Clud mechan m
Thes n e
cha Isallon, automallon
f » fationalisation
. Computensation etc

Nstitutiong) factory

Ic facty
18 and laeh
0islation, voluntary coun nelegical factoey
)

nil
¥ Casle, |oin) family, er callactiv agramants

[,

structurs of

. nynﬂ"'ic and changing: Industrial relationg ]
ns ch

te oxpectat ions of employees, tr :
Il ;titutions in a society. Apart f::ifl ‘:Em]ns' employers' associatj

g . \ e sociatio
(e direction of industrial relations with irt:g;,l: f rﬂI;lework, these 52:1 :t:(li ?other economic and social
ountry. rces generally influence

ange wil i
h the times, generally keeping pace with

..:rit of cOM romise

::pl~l-l~ ofionﬂiI:t and Cont: nd a'.xommﬂdation: The industrial relati

forces promise on either sid — relations system is characteri
dthe employees must put out fi ner side. In the larger interests of soci clerised by
nd accommodation The indi ires amicably and get along with each ?-1 society, both the employer
. suasion and even' rese individual differences and disagreem:ntgtnf; T gsp(;pt oo
pers - pressure. The factors responsible for conflictful Loy issolved through
through constructive means. situations need to be resolved

nt’s role: The government influe :
nces and shapes industrial relations with the help of
laws, rules, agr eéfments_, &Wal“d.s of cm::rts and emphasis on usages, customs, traditions, as well; as
the 1mplementatlon of its policies and interference through executive and judicial machinery.
Wide coverage: The scope of industrial relations is wide enough to covera vast territory comprising
i ethics, standing orders, collective bargaining, participatory

of grievances, iplinary measures,
«chemes, dispute settlement mechanisms etc.
Industrial relations incly

consultatiue i
the state etc. Itp
roversy in reso ving

Governme

des individual relations and
inpoints the importance

n nature:
disputes between

management, unions,

Interactive and
nftict and cont

: betwe'eﬂ labour,

ommodation in

traditions within

smmefﬂ.
usages: &g count® |
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586 ® Humen Resoutce Management

ustrinl Relations
of industrial relations is to maintain sound relations between employeeg anq
be drawn from this objective. They are:

~. Objectives of Ind

The fundamental UMNII"TI i
" The other oh)ec *
employers.

To enhance the economic status of the worker;

1. . y
To regulate the production by minimising industrial conflicts through state control;

. . . . ision. .
To provide an opportunity to the workers to have a say in the management and decision making.

To improve workers' strength with a view to solve their problems through mutual negotiations ang
consultation with the management;

. L = A
To encourage and develop trade unions in order to improve the workers' collective strength;

2,

8. To socialise industries by making the government nn employer;
4
5

7. Toavoid industrial conflicts and their consequences; and

8. Toextend and maintain industrial democracy.

Approaches to Industrial Relations

Industrial relations are the result of several socio-economic, psychological and political fz‘ictors. Various
approaches have, therefore, been used to explain the multidimensional nature of industrial relations:

® Psychological approach: According to psychologists, the problems of industrial relations are
attributable to the differences in the perceptions of labour and management. Both parties tend to
look at factors influencing their relations—i.e. wages, benefits, working conditions etec. — in different
ways. Dissatisfaction with pay, benefits, services, conditions of work compel workers to turn aggressive
and resort to strikes, gheraos etc. Employers adopt rigid postures and draw the shutters down when
they find the regulatory framework to be restrictive, workers to be highly demanding and market
forces to be unmanageable. Apart from economic issues, motives such as the need to gain prestige, .
power, status, recognition also compel people to go in different directions, sacrificing the broader
r organisational interests,

r:l_u:unic sh_ortage of affordable dwelling units, convenient transportation system, pollution

dlslnbf:gratl?!"l of joint family system, etc., add misery to the lives of workers. Accep‘ted societﬁi
no;;gs, traditions and customs are pushed to the wal in such a scenario. Culture pollution sets in,
rubbing workers the wrong way. Such sociological changes impact industrial life significantly, forcing
parties to assess, analyse and f{ind solutions to conflictfy] situations on a continuous basis.'

®  Humanrelationg approach: Accordin
: . 1 gtothe human rel
byg variety of social and psychological -
feelings, sentiments, and attitudes. ]

Pk [ t‘ions approach, individuals are motivated
actors, not just earnings. Human behaviour is influenced by

attitudes and performance o Ilrﬂrrnnl work groups play an important role in shaping the
of individual workers, People do not like the idea of being treated as

machines. To reduce fricf; ol

social skils. They ;:?Jsr{:i:])t:, ::r::,]} conflict in l.ho. workplace, managers need to possess effective

Pl fully dhinigioe wo\fka Particular job jg important, allow workers to participate in

Economic and non-cconon . a Broups to flourish and Lry their best to keep workers happy.
ewards must he ygeq to meet the physiological and Psychological

requirements of workers from time ;. ¢
objectives with overall organis:;lt?: l{; tll'I.'lE. Evew altempt must be made to integrate the individual
Nal objectives to avoiq conflict and controversy in industria Jife,

iri approach: According to V'V qi.;
. & ti;:ﬁms he tsed to et t?e di:;ni;rg (Former President of India) collective bargaining ang joint
nego etween lahour ang management. Outside interference must
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) C
qed at all costs while TeBOIVing 4 hapter 26 Industia Relations

by him highlights the fact that wealth be)
Qwners are there to serve the interestg ofon
s

\ owner: .
workers must appeal to their conscience Ift ners of an enterprise,

o :
clety. If they fail to pay minimum

. . hisd

iolent non cooperation (Sa M

) tyagraha). Before adopting this erC:it:zr:ruif iy ;hl?.'r' i
§ 'y, workers must believe in their

collective strength and note the crucial poi
crucial point that without, their active cooperation, capitalists
, capitalists cannot

achieve results. The capitalist, in hi .

cicty, treating work pitalist, in his own self interest, is expected to hold i .

o g workers as partners and co-trustees in a progressi PRI s o e
ve venture.

& Approach to Industrial Relations

atl \ ointed

Eeriigﬁifm to h:sujto:ya:x?:nfizﬁ Human Resource Development involves (i) ways to better adjust
het nt, (ii) the deepest involvement of an employee in various aspects
of his work and_ (iii) the greatest concern for enhancing the capabilities of the individual. The HRD
gppmach recognises employees as the greatest assetsinan organisation; believes that they can be developed
10 an unlimited extent with proper incentives, atmosphere and treatment. [t is possible to integrate
human needs with organisational requirements. If the manager has a caring, helpful attitude towards
employees and creates a healthy work environment (characterised by values of openness, enthusiasm,
trust, mutuality and collaboration) employees are willing to give of their best to the orggnisation. So
managers, in their own self interest, must create a motivating climate so that employees commit themselves
to assigned tasks whqleheartedl}'- The underlying assumptions of industrial relations and HRD may best

be summarised thus:

ns and HRD
Basic Assumptions of Industrial Relatlo
HRD
| Relatlons et
"“’“’“'“ | Fhllosophy Employer-employee relations should be based
E iolYea-employer relations aré contractud onitaiel o erstanding and it
mp ic factors
b econom'-c — -—
o GD“G‘OPE’:’ - Rewards 1nlrin5_lc rewards spur people to
mphasis 18 ©" extrinsic superior performance
_____,_r———_'--___- a .,
.:.::: rd‘; Focus Develop the employee through HF:D lmtq.atn,-:hg;ng
| ing. counselling. mentoring, helping, Cod 0
ia not oN developind caring. cou
e focus 18 no
the emplot®® Orientation Preventive, collaborative approach
Dok and put Ut where relations matter most and not rules.
Follow the cadl;scw P gou can
the fires ey Nature of Relations Unitarist
pluralst ' Moniloning Nurturing, caring, helpful
_yis 1aboy . .
Manageﬂal task VIS a-vis 12 - ) i Conflict could be functional, stimulating and healthy
glised ity . p;:,; truces if used properly, manage climate and culture.
institution d, ach t
mduslrlal relations: re fcommunlcﬂuon T
Reslricled flow Jobd esign Teamwork
Division of taboul anagerial skills  aciitation . J
Ne,goﬁa‘ﬂon

— S
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, wears many hata, i.e. of n developer, counsellor, coach, mentor gpq

te work, and traina and educntea people, acts as a Chﬂl:lge agent ang
: jonal roles s n policeman, SUPETVISOT, Apprajgg,

nment. The tradit . .
i . i le |nd|.l . [
1 in companies characterised by troubled strial relatlona’

The manager in the HRD npproncl

solver. He tries to integrn

problem \
y work enviro

provides a conducive, health

risor and fire-Nighter a8 evidencer ! o
lt'}zlgﬂl nd:i“ o radical 1[;;1||~:!'|.1|-111r11i:1|| where the Inbour-manogement relations are built around Mutyg)
us undergo a radic : :
5 ing ation.
trust, understanding and cooperi '
enrichment could be used effectively to make jop,

as work redesign and job

os. To avoid role conflicts, role annlysis could be taken up, followed by &

: i 7
o is supposed to do. To build cooperation among employees ang

clear-cut elaboration of what { he employe _ = r
between labour and management, team-building exercises could be undertaken. To tackle trouble maker,
o to time. A climate of open, transpareny

i i s v tim

counselling and coaching sessions could be urrnnncd. from .
communication would put out fires quite easily. Training and feedback sessmnﬁ wo;llid_;ﬂp golve many
other industrial relations problems smoothly. To overcome some of the troubling 11 188ues, managerg

should focus on aspects like:

e Clarify goals

e Reward performance

e Empower people at all levels

e  Treat people properly

e Follow two-way communication channels

HRD interventions such
more interesting to employe

®  Settleissuesin an étmosphere of trust and understanding.

Essential Conditions for Sound Industrial Relations

The establishment of good industrial relations depends on the constructive attitude on the part of both
management and the union. The constructive attitude in its turn depends on all the basic policies and
procedures laid down in any organisation for the promotion of healthy industrial relations. It dependson
the ability of the employers and trade unions to deal with their mutual problems freely and independently
with responsibility. They should put their faith in collective bargaining rather than in collective action.
For bfsu,er industrial relations, it is also necessary that fair labour standards are laid down, a feeling of
equality should be prevalent, with which the management should enter into collective bﬂI, ining with
thg.e labour, and there should be realisation on the part of management to promote workers’ Eﬂlu_ . The
existence of sgtrong, independent, responsible, democratic trade unions, th o of collect
bargaining - a fair and independent machinery for the Ao ;.Jromotl_on C-lf Gp et
. ; ; peaceful settlement of industrial d s, the
existence of good human relations, and lack of any kind of diseriminati arInea LBpices,
& healthy industrial relations’ situation. eriminaRaaTH certainly thia eamale e

It is not easy to promote and maintain sound i i
: . industrial relati i iti i
maintenance of harmonious industrial relations, They are-atmn& eeiain condHans ahotld exiet fun ey

i. Existenceofstrong, well organised
. y and democratic em
will be sound onl , ini o employees’ uniona ; ol relat
only when the t.mrgummg power of the employees’ :;?:I?S. II ndust;'lm: :ﬁtlf Tf
| ‘ S equal to tha
job security, ete. -

ii. Exister.zce of sound and organiged employers’ wni
promotion and maintenance of uniform, Yers” unions:

the interests of weak employers,

These associations are helpful for the
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o them are Sf!l.l\n{l through m e Chapter
l,d*": ption of a third party, Colloet jyo hn =
iﬂ“'f;i (rouh mutual discusaiong "Iu'.nmn

T pot gettled through collegy e b Negoting
::I‘;‘“ (o adjudication, in ordey (4 maj o
\

ﬂl,n“.m]m‘(‘ of industrial peace; |
X hﬂ“‘“h (he following measuren:
|

ona Ay, mpl
¥ | [ )

wihs h o ‘give and tal "PLYON inming apy

o . v 'hrnl]rl he rp ‘6 approach If th
N congenial et

) olatinga hintary rhitration
Tmanent jpy e rinl pea

. pstablish machinery for provony ion

s oa and po _

nd non-legislative mensures, Pk Wement of i,
welfare officers, shop councily joint
methods include voluntary

fﬂrrnl la ",

”‘in an i i
r!nnl‘ﬂl rmre
ﬂnhntnmm

tmeasures e,

councila and jo;

arbitration, concilintion an
y  Government should be proy

wherever necessary.

Nt management e
mneiln Sety)
) d adjudication _—
ided witl i i
} requisite authority for settling the industrial disprtes

Provision for the bipartite and tripartite com
of conduct, code of discipline, ete,

-

mittees in order to svolve peraonnel policies, code

Provision for the various committees to implement and evaluate the eoll
agreements, court orders and jud ' the collective bargmning
' judgements, nwards of voluntary arbitration, ete.

Significance of Industrial Relations

——

Gaod Industrial Relations implies peaceful, harmonious, fruitful relations between labour and mazagement.
1 such a situation, both labour and management realise their mutual obligations toward each other and
-esort to actions that promote harmony and understanding the following benefits acerue from such a
productive relationship:

« Industrial peace: Unilateral actions disappear; both parties consult each other before itiating
any action; they primarily focus on goals that are realisable without overstepping their termitones.
This leads to peaceful co-existence.

i joi ltation paves the way for industrial democracy.

Industrial democracy: The process of joint consu pav .

. This motivates workers to give of their best to the organisation and share the fruits of progress
jointly with management.

; i | management ensures uninterrupted
ved prod i |ations between labour and
i P uctiuity.' Cg:ddmlur:suit of pre—delermined goals. It becomes easy to realuse even
peoduckion and -smgle-mm fn here. The excellent track record of Sundaram Fasteners (ATVS
difficult targe's e lm]“ prwligiuus GM award for the fourth successive year in 1999 as a
. ] ! . { T - ] »
Group company Whmh. = }1 :uria worth mentioning here. 1t 1s known for zero breakdowns, :lu-u
quality supplier of radiator ;\.]l il a single day has so far been lost due Lo a strnke in the company tb-ia
accidents and zero defects. g;o() certification (in 19901 The }n-r-ﬂnplu_\'w productity s comparable
the first company 0 get the I} dy rates the company among the 20 most competitive companies in
to the best in the warle. O“:l: {!:J‘ll ;\nulhur ErOUp COmpany, Sundaram Clayton received the oj“‘hnﬂ
Asia. (The Week, May 2_8' 20 1'1 [ndian company that has ever received the award outside Japan
rize in 1998 - muking ! lht: ol :"mwm hires overy worker for both companies but allows manager
Pl‘h Ab-year old CEO, Venu Sreett (g officers During 1998-99 he has taken a 10 per cent cut in h
il ) of operuting :
h“'-' om

o X s Today, Nov 22- 6 Dec, 1998
to be ﬂPPﬂiﬂted byt having t@ layoll workers! (Husiness Today, Nov 22- 6 Dec

il _ _ -
salary in order 10 aval _ 1luhnur-l““““ﬂ"m"“l relations ensure higher pt'm_l‘-l'-‘ii\'“}'- The compar
o  Benefitsto worker® ires fuir economic and non-economic incentives 1o its employees. This, |
w;::d beina jtion 10 © c:liwe rargets and get ahead productively. [t becomes easy for managemet
re
pleto
turn, would spur peo

s quickly, in line with market demands and improve the lot of worke
bl ed chang®
to initiate 1
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Introduction = e i
leas, enjoyed unqueationed powers on
trla] Revolution, the employer, more of Mattey
Be’[::i‘sﬂt::‘i::;n »:inrking conditions and other mattera affecting ump:n}' 9:;" T::’:;"?k bargaining ltl‘nngt}:
r? mployees :«m'ptml {hem, on oocasions, to explolt the vulnerable sltua ﬂnt tl)i :' radvuntnie.Wurkm
g }ll bl“;:rll."l"" rastless and widespread protests followed. Governmental intervention wag of litt)q
A8 A refl . fijghting jointly on all work-related matters, This colleotjyg

L] 'Y r
aln, Worker 3 raalised the importance 0
=t ! [ of collective bargaining,

fightine spin? iz at the back

Concept -
Bargaining is the process of cajoling, debating, discussing and even threatening o re to arpjye ot
amiceble agreement for those being represented, Collective bargaining ia a procedura by which the terms
and conditiors of workers are regulated by agreements between thelr bargaining agenta and emplaygp
The basic ohjective of collective bargaining is to arrive at an agreement on wages and other conditiong ui’
employment. Both the employer and the employees may begin the process with divergent views but
ultimately try to reach a compromise, making soma sacrificea, As soon as a compromise {8 reached, the

terms of agreement are put into operation,

The underlying idea of collective bargaining is that the employer and employee relations should not be
decided unilaterally or with the intervention of any third party. Both parties must reconcile thejy
differences voluntarily through negotiations, yielding some concessions and making sacrifices in the
process. Both should bargain from a position of strength; there should be no attempt to exploit the
weaknesses or vulnerability of one party. With the growth of union movement all over the globe and the
emergence of employers' associations, the collective bargaining process has undergone significant changes
Both parties have, more or less, realised the importance of peaceful co-existence for their mutual baneﬂé

and continued progress,

Features
Some of the important features of collective bargaining may be listed thus:!

a.  Collective: 1t is collective in two ways, One is that all t} i
) ; ' 1e workers collectively b
common interests and benefits, The other is that workers and management }i{)in:fgam _f'OI' tilﬁil‘
amicable solution through negotiations, e

9 bs::;;i':: ; ?Egugg th‘f table, both parties bargain from a position of equal strength, In collective
' reaining strongth of both parties i equal, It is industrial democracy at work.

. Flexible: 1t ie a group action where
i S RE representatives of work
I order Lo arrive at a consensus, It has suffief ; ors and management expend energies
and rigid in such situati o a8 suthiclent flexibility, since no pa
conhce f:imdl?tu:t{i:;;;?;::;ﬁ:;i’ 1 Iltilﬂ unique Fuftture of collective bargniﬁi;gi:iﬂ:? L?:S;ﬁ b:l::g:ﬂ?;:
to both, Tt is thares with entirely divergent views but finall | i 4
. elore not a one-way streot, byt o give and take y roach a middle point accoptable
Proceas,

d.  Voluntary: Both worker
] kors and management come t
1ave a meaningful dialogue on various troubling ;:S:a?%g;;;aigft? 'I;I:n'{;;h;r;i%ri;{;:r?-rﬁ:‘::

thoroughly before arrivin at
fy rous s prrid il g An ncceptable solution, The implementation of the agreement reached

2, Continuoun; Collective hay
- gaining is a conty
and end with an agreement, T} ontinuous process Itd
4 . . The agreement, | " foes not commence with negotiations
eontinuous process which inclides hnplamantntin?;g?‘, S!E angig;l;];gféx?{ ;ﬁ(lilzda:lv?uhﬁrgalninat.l Itti Ifl:
HE BEreeme 0 further negotlations

- 3 : ? |

the way they are implemented, {
the concept itself changes the mena) make-up of papt| i
eoncep Bes, grows and EXpands gyey tinl:@ = 1nvalvad keepa changing, As & resull
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el tlonship: Workery w
pﬂrf'm t"i“'"CL the mmtimum fy

! «etrent from such Y off

| o aveto 10 Pomitiony oring an | fmant,
=‘;1!~.|lhi': on offor, By doing so mang ::l coopt |ony i [ttlo na ponsible. T, i Management
,‘-m‘n’ stompt to strongthen thofy hold oye :n lo

sentation: The chief Particlpangy

pepr ot the claima of lnbour and .
gres? an rRaln
"\‘l":ilning the employer doos pot doalng‘l’ mont while tryl Nit do nat aey g,

NG Lo ¢ themeelvey, T

| o rec oach a i

t:;ﬁ ontatives of uniona who apg uthoriseq t::lﬂ::l}; Workers, }{s cm?.:':"mw" In enllactive
P nwith '

| ' t UL negotintions wi
e pmﬂ';‘l" The employery and the emplg "o omplayer on workrelatad mat‘:er:‘
~yss the table. Thero 1a no thivd party 1ntamntlnr1m floimtiate the

|
N [ssuon dirget)
P Y. fl.cl ta
amples? Collective bargaining i o complox fes
lations, timn

ant to gat Chver 99 Cut
oM Worlgrs 1 MAXmyp " By 0 g9

' o0ls: preparation for negot

process Involving o numb
l__}_,tkr up of agreement, ratification, enfopee

i noloction o!'nuzotlnton.

or of procedurns, tachnicues
ment ete,

agenda, tedious negotiations,
U ‘
7 oun objectives of collective bargaining are given below:

- gettle disputes/conflicts relating to Wwages and working conditions
7¢ protect the interests of workers through collective action,

7o resolve the differences between workers and man
grrive At & CONSENSUS, agoment through voluntary negotiations and

; Toevoid third party intervention in matters relating to employment.

Bargainable Issues

wren ere the issues that could be bargained across the table? Practically speaking any issue that has
wevence to management and workers becomes the subject matter of bargaining. However, in certain
peefic cases both management and workers are reluctant to yield ground. Traditionally, management
sz willing to negotiate work methods, arguing that it is management's exclusive right to decide how
i work 18 1o be done. Likewise unions do not want negotiations on production norms and disciplinary
zeiters, because any agreement in this regard would put limits on their freedom. However over the
mers the nature and content of collective bargaining has changed quite dramatically, thanks to the pulls
ud pressures exercised by the bargaining parties.

Tredivionally, wages and working conditions have been tho primary focus areas of collective bargaining

iowever, in recent times, the procoss of bargalning has oxtagdcd strtggnlt)w area that comes under
b employer-employee relations, covering a large torritory. (Bee Tblo 25,

Types tht

of Bargaining

———

Four distinet types of bargaining have evolved over timo, namely conjunctive, cooperative, productivity
“mporite hargaining, These are discussed below,

ive gains, They
s Tho partie try to maximixe thelr reapect
I" ?"'U"Mﬂveldiulrlbuﬂvelm:mtﬂ‘:::“' benefits, bonus, eto,, through n rero-sum m: '(:'::::
‘;‘};te ratltla ecm;nml@ i:ia:::r gain {n my loss), Unlona negotiate for maximum wages.
Eain {8 your loss an

Wente Lo yield aa little A% posaible - while getting things done through workers.
B0 yleld aa

fTor the kind of
anies are hit by recesslon, they cannot 0 later's
Suoperative ""'ﬂ“""""éd\??u?-i’:r’:. At the same time they cannot aurvive \ lt:; :::}:llﬂng to
‘:;B@a and benefita damﬁgﬁiﬂ tlfe {mportance of surviving in such diffieult time

Pport, Roth partles re
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!Igurozs.l x

[ The Substance of Bargalning
Wages and working conditions
Work norms

Incentive payments

Job ucunwm o2y
es In lechnolog
work 1 chniques and practices

Work tools, le
Staff transfers and promotions

Grlevances
Disciplinary matlers

10. Health and safety
Insurance and benafits

12: Unlon recognition
Unlon activities/responsibilities

14. Management rights

l
negotiate the terms of employment in a flexible way. Labour may accept a cut in wages in retyry for
hen things improve. Management agrees to modernise and bringin

iob security and higher wages w '
) y keting efforts in a phased manner. In India, companies Jii,

new technology and invest in mar N : . :
TELCO, Ashok Leyland resorted to cooperative bargaining in recent times with a view to surviye

CENOO AL -

the recessionary trends in the automobile sector.

c. Productivity bargaining: In this method, workers' wages and benefits are linked to productivity,
A standard productivity index is finalised through negotiations initially. Workers do not have to
perform at exceptionally high levels to beat the index. If they are able to exceed the standard
productivity norms workers will get substantial benefits. Management gains control over workplace
relations and is able to tighten the normas still further in future negotiations. Without such productivity
bargaining agreements, workers may not realise the importance of raising productivity for
organisational survival and growth, Backed up by powerful unions, they may fail to read the danger
signals from the market and respond quickly.

d. Composite bargaining: It is alleged by workers that productivity bargaining agreements have

increased their workload. Rationalisation, introduction of high technology, and tight productivity

norms have made the life of a worker somewhat uneasy. All these steps have started hitting the
unions and workers below the belt. As an answer to such problems, labour has come to favour
composite bargaining. In this method, labour bargains for wages as usual but goes a step further
dergmdmg equity in matters relatifig to work norms, employment levels, manning standards,
environmental hazards, sub-contracting clauses, etc. When unions negotiate manning standards
they eneure the workload of workers does not increase, this helps to maintain the status quo as far
as employment level is concerned. By negotiating sub-contracting clauses, unions prevent
m?:gelm from fjﬂrmmg out business to ancillaries, If permitted, such an action may result in

Workers fr:ynntlelr;;;:rs?nTa:r;;:Lzr i?th::; dl'tl s . the bergaining iy of, unions substiith’s

There is no doubt that wages, bonus nelary aspects to the exclusion of work related matters.

_ di ) and other monetq : the centre-
stage in bargaining sessions, But there bs a'defii ary aspects cuntmr{e to occqpy ot
such a proactive stand, workers may not be ab] etmltF shift towards composite b‘argmmllg- w 'on
farming out business to outsiders and able to withstand the forces of liberalisation, automatior

vy ! survive, Through : - i able to
prevent the dilution of their powers and e . “rOUBN composite bargnining unions are
nsure Justice to workers by putting certain limits on the

|
|
| '
gsues there is at least no d .
| i o0 danger of workerg striking work every now and then, Of course, event

situation may 1ok cont/nue for long. In companies like SATL, Philips, Bata, GKW and even TISCO)
y pulsions

-
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518 ® Human Resource Management the knowledge that a balance of powe, oxiny, "
ulg

the other party wunw party In the relationship,

. ccep!s "
Power bargaining: Each party & iminale the ©
A mnpm‘i‘m’f‘ 1o pursue a strategy of trying to ll:‘  Posltive compromises, flaxibllity, l!;dr folerance ary %, ratpy i
: the hava engaged In accommodatian ¢, N
. s adjust to each © nlon leaders ation for n
4. Accommodution: S IFI‘TI:Immd thal mosl managers and u m““-fﬂt o

emoation and raw power

pining issues thet management and the un|on
Ul AT the othar as a full partner, This means Wwark " rg

, Improvements Is qu ¥h
5 Cooperation: Each side acoep!s dificull areas as tachnological change, Imp Quality of work gy "

only on everyday matten but in such
cinl Ky '
business cecision makIng far the other side is willing to go in torme of concessions

Generally each side 11-‘ie’~t'ﬁ'ﬁ!11c:1no:':'ept. ~The it or leave it” kind' of extreme pnsitim:l, would' unﬂ :lga
minimum levels each is “,hmlf]d avoid taking such a rigid and inflexible stand Initially, §yppp
show and hence parties shou t upon each side remaining flexible. Each party shoy)q be wi
negotiations, after all, are contingent own compulsions and pressures, with a View 4,

: depending on one's - " :
concede upto a cvm'u; ;:;?:1;30;:51:1'13' known as “bargaining zone” which is the area bounded hﬂh:
e S or:lle;mj_ r_h"t.he union and employees are willing to concede. If neither party is willing tg eop
limits within

a little bit, negotiations reach a deadlock or impasse, which can eventually result in a strike op, the part of

the union or a lockout on the part of management,
Box 23.2: Bargaining Limits

Reed Richartson hes the following advice for bargalners:
1. Besure to set clear objectives for every bargaining item, and be sure you understand the reason for each,
2. Dot humry,

3 When in doubt, caucus with your associates,

& Be wel preparec with firm cata supporting your positicn.

§  Awmy strive 1o keap some flexibllity in your position.

& Dot concem yourse!f just with whal the other party says and does; find out why.

7. Respect the imponance for face saving for the other party,

8. Be nlet 1o the real intentions of the other party-not only for goals, but also for prioritles.

0. Beagood listener

10. Buld a rep.tation for being fair but firm,

1. Leam 1o control your emotions end use them as a tgo,

12. As you mate each bargaining move, be sure you know its relationship to all other moves,

13. Meascre each move against your objactivas.

14, Ciose . .
4. Poy Eention 1o the wording of every clayse negotiated; they are often a source of griavances.

A later stage and take up easier ones first with
1o e Y. Another WAy to avoid breakdowns is for each side to b‘ﬂ
“Ptalternative go),pi0ms to some of the more controvers!

mentioned | Ric . 5
and cpp) bEha{rio:,.l. 'ardson, take charge of the issue through logi

] Formalising the agreem
. ent; :
faith bargaining' [Bothparti:a u::h o & solution copgq through what is popularly known as §004
are being matched With coupge, making EVery reasonahe effort to arrivz al:: agreement, propo
everything in a simple, cleg .. i cm‘:g’a!:(}sala). a formal document myst be Pipa"’d oxpros 8
abide by its terms and conditiong during E}l;m. After thig, both parties must sign the agreement &7
€ entj

ntire term of the contract,

prepared to offer Propositiong gpnq
1ssues, Skilled Tiegotiatorg pg
Presentations, gogq Mannerg
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530 ® Homun Resowsce Management

Introduction don-making power with the lower ranla oy I'""r“"mlnl fe
o o motivationnl power nnd a grent Paychologjoy) ‘-'l'llnlh
I momongement. When workepy Prrticipgy, Iu.

1 \tn
ipation’ sharing the de
Th rd ‘participation means s . |
cpoide ‘ warticipation has aumg

W | I“t“l" W 1
n "'kl"“ 1
‘II II' oy 8N L I "‘I 1 lI"II Il'l .h i ‘e '"j“ Il"‘II It Ii”]’]ﬂ ‘HI’]“] '

:  boaned on thojp o

They ean offer feedback "'""Nl“".l‘l':l e Il‘ Ir ¢ Xperionee, )
s anv, They e e el o doecimionn _

to overall growth of the company fieant Iy Sinee they are involved inthoe ¢ e o “"']"'u'[nnln
: mempq",‘m\. of devisions significa el try to translato the rhetorice ||1Inr-um'.ruln;“.“rm lnn;
= o ions’ as theirown ¢ ' . m o
they tend to view the ‘decisions” as ‘then kes them more responsible. They nre willing (q Lnkeo inilinu“
A

: R . Yarticipation ma : ) Tho feolineg of i X
with real and enthusiasm. Partic F;[m;q and growth-oriented ideas. The I'm_llulm U:.h"":“ Lrented gy oqualy
i . - -“,s“ s sS4 e . ; )- . ion - "
and contribute cost-saving K}-r fence in management and mw.pt pluna of rationg mulum, “"p“ﬂllfm,
forces them to repase their confic ¢ Since they are treated with respect now, they begin to View the
5 ISINE <o ¢ ohyections, Sme i
etc.. without raising serious objec

Job and the organisati their own and commit themselves to organisational nctivities w]m!ehcﬂﬂedly
] d the organisation as the i . X ,
Bil anal d qu- ons help in bringing out radical changes in organisational systemsg, plans and Procedureg
ale eCIs1Ions he i ‘
iy Emplovoog do not feel threatened by such moves, as they understand and Oppreciate th,
more easily. Employves .

reasons behind such ‘strategic shifts",
The implications of workers' participation in management have been summarised by the Internuuon&]

Labour Organisation thus:

®  workers have ideas which can be useful.

® upward communication facilitates sound decision making. Workers may accept decisions better f
they participate in them.

®  workers may work more intelligently if they are informed about the reasons for and the intention of
decisions that are taken in a participative atmosphere,

®  workers may work harder if they share in decisions that affect them,

in an appropriate manner. |

b
It promotes harmony and pe
organisational devisions, they an

®  workers participation may foster a more cooperative attitude amongst workers and management
thus raising efficiency by improving team spirit and reducing the loss of efficiency arising from
industrial disputes.

®  workers participation may act as a spur to manageria] efficiency.
Definition and Objectives

The concept ?ftworl-:ers' participation in Management (WPM)
the socio-politica) €nvironment and cultyrg] conditions, the

employees i anageri .- . X
Stu’;ie};egulj][::in 5) j:ﬁr‘ de}?smn_.m aking. The view expregsed by The International Institute f or Labour
orth quoting here, WPM has been defined as, “the participation resulting from

Practices which inerege,. - :

o hjerzsr?- }l,he kcope for en?p]oyee 8 share of influence in decision-mnking at different tiers
o “1Y With concomitap assumption ofresponaibility"

n the wo q ici |

' rds of Gosep, workerg Participation may be viewed ag.

* aninstrumept for increasing the e[y .

- ci : ' 10 g .
relations; ency of enterprigeg and establishing harmonious industrial

 a device for developing social '
human talent; * educat
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eal Way of developing self-managomey, and prom

, oling in :

jectives of the scheme of workers Participation pre el democracy
i ¢ . . :

1.,,;\1“ cethe quality pf working life by all

d “::d he gatisfaction obtained from w
fl

W

owing the worl ’

ork; nnd era greater influence and inyoly

. S
»the mutual cooperation of employees ang i ment in
oY and productivity in the interest of t}q o

g l 1 '

{ Participation

1;1\'1“5 0 i g
T part icipation’ is a glamorous term, Workers w

W ‘v pmployers use it to exhibit how ‘progressive’
aalty > .

o wer equation between labour and management

‘_.1'\\' }\ "

X Is, because it has a ‘toni : i

7 omed at all lt.é\"e : onic effect’ on th gt

"m‘::;e’ participation’ in management, is generally int ¢ psychology of an individual. The term
{."f- '

is a way of sharing 'mformatiop with workers. Management keeps the workers informed abou
" yhat is going on within the organisation. The final decisions are taken by the management Worker:
are allowed to express their opinions regarding various organisational matters. .

_ Jtisjoint consultation prior to decision-making. Workers are taken into confidence, invited to share

(he information, participate in discussions, suggest alternatives to solve an issue and enjoy a greater
say in the decision-making process.

i Meresharing of information and influencing decisions through discussions in a limited way will not
enhance the status of workers. To be meaningful, participation should mean active involvement of
workers, where they are treated as members of a decision-making team with equal voting rights. It

is a kind of joint decision-making where workers are formally involved in resolving work — related
issues.

[nthe final analysis, workers’ participation may involve workers in all strategic, ;.)olicy‘and opeta.lmna.l
issues, treating them as active members or even partners with equal voting rights. Workers
participation here implies self management or self control.

Mhetras (1966) while reviewing the progress of joint mnnageme.nt councils of thirtee-n‘ent.l."'P"Bum
belonging to different industries spread over in eight states identified five levels of participation.
%1 reveals the picture more clearly:

Box 24.1: Five Interpretations of Participation: Mhetras’

ic position of the firms, state of
s o o e o or st e P S L e
the market, production and sales programme, work Mefocs: '

fight to scrutinise the Information provided by management.

i ivi chance 10
' . of views of the workers and gving them a
¥ Co . [ves a higher degree of sharing © ! : I st s
e‘;::':ral;'\{e gsrﬂcipaﬁo:. T T:s:::;o;nnmmmg work, workplace, working cond:l;nn:‘,l :-.:gr:amn.e:t:::!;:gmnnmlw o o
Here the ]:l,t.-r“w ;1“ rwr‘l::rs and management works 8s an advisory body onfy. ccepl
council o
SuUggestions, | . »
* Assogy t rti tlon: Here the council is not purely advisory. The management Is under @ moral obligation ceept
i ative cipation:
Mplement the unanimous decislons of the cauncl

: i rk
, \ ibility of managerial work,
. ; reater degree of sharing authority and respons \tare, safety,
:1?3::‘”.”" p‘mc'pwomar;?;ﬁut::r?nlzx:r%isinn administralive and supervisory powers in respect of we
9 workers a little more

neﬁt!.. rewards, etc. inﬂ, -
* : of participation where decisions are taken Jo
Dec/sjyg participation: This is the highest form of P

Ploduction, safety, welfare, etc: l e
\

tters relating to
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