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, Introduction o
; "‘_mlditinnnlly identified four I'u‘plnm nf}:F-{;t]t.ch|0:1. viz, Iun'd, labour, ¢a
Economis { labour as a factor of production is becoming increasingly important ip the ’
g::;“r::;‘:‘d l‘mlm.n] resource endowments, no doubt, are vit nl"r!lt.-munt.u ir? Lhe prntlucti’nr:?)?'zc ety

is labour which contributes most to the wealth nlfn compuny. lh!mnn hcnu;.ﬂ are the actjy, agﬁ-’m bug ;
accumulate capital, exploit natural Fesources, ]Hll]‘fl rfucn.ll. economic :lmll pnlltlmllur;_{:mimtinns a-:,:aw o
forward national development ", Grnwmg industrialisation und'L‘Iw rapid expansion of the service. Carp

resulted in the galloping demand for skilled labour after 50s. The emergence of (he concepy U’:A;Rf.-r:t«
relations, human resource management i.lnll hunlmn resource dcvo]rfpmcnt c‘_’"“‘ihlltnd gl g;umlan
importance of labour. The issue of industrial |'e!atluus urosc,: I'rgm the issue of divorce of i WGrkr,-r:;vm
the ownership and management of the production process. This has brought about a senge Urd‘-‘pn;, rom
and loss of independence on the part of workers and is probably the primary cause of industria] gje @ion
Industrial work has drastically reduced the independence of workers and made them mere mg;?;lf:a.
machine - a kind of ‘second class citizens'. The disciplinary rules for work have become quite hargh, the
arbitrary. The heterogeneous nature of workers, illiteracy and politicisation of trade uniong mad?_i
impossible for the workers to bargain for their rights unitedly. All these factors have led to g"owinlg

unrest among the ranks of workers.!

_ Industrial Relations

The term ‘industrial relations’ refers to relationships between management and labour or among employees
and their 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 5
spirit of cooperation, adjustment and accommodation. In their own mutual interest certain rules for co-
existence are formed and adhered 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.

The term ‘industrial relations’ has been defined by different authors in different ways. Dale Yoder
defined it as “a relationship between management and employees or among employees and their
organisations, that characterise and grow out of employment”.2

According to R A Lester, industrial relations “involve attempts to have workable solutions between
conflicting objectives and values, between incentive and economic security, between discipline and
industrial democracy, between authority and freedom and between bargaining and cooperation”.3

According to the ILO, “industrial relations deal with either the relationships between the state and the
employers and the workers' organisation or the relation between the occupational organisations
themse!ves". The ILO uses the expression to denote such matters as “freedom of association and the
protection of the right to organise, the application of the principles of the right to organise, and the right
of collective bargaining, collective agreements, concilitation and arbitration and machinery for cooperation
between the authorities and the occupational organisations at various levels of the economy.

The following points emerge from a close examination of the above definitions:4

0?!8’.‘1 i i i i

employees on the other side, thout the basic building blocks, i.e., the employer on one side and the

2. Webofru !’c:s.' Industrial relations are g
the industry and the labour. They include
employers' associations, trade unions ag

'web of rules' formed by the interaction of the government,

the relations between employer and employees and between
well as the State,
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D Appl‘OﬂCh to Industrial Relations

" 1w pointed out by Ishwar Ds

w"?h,}, i 1 to his] ob.a 4 I‘.Ddyal' Human Resource Development i

ﬁc‘-ﬂd“"dun it \ nd environment, (ii) the deepest involvement Ifn volves (1) ways to better adjust

1 " \ . . ento lavee i vt )

PR work and (i) the greatest concern for enhancing the capabiliti an (I:mn. yyee i varous aspects
ities of the indindu:

al ! :

ses employees as tl i -
aroach recognis as the greatest asse . I
40pr s in an organisation; believes that they can be deveiops p

10 80 mﬂim{;’ied.extent w.‘th Jebl s i“‘:‘e“tiVCf% atmosphere and treatment. [t 15 7 vestble
yman nee s with organisational requirements. If the manager has a caring. b r: eetirade

ployees and creates a healthy work environment (characterised by \a;?::;of t‘ntﬂi’-'ﬁ v
trust, mutuality and collaboration) employees are willing to give of their best tr\p:kn‘-:-\“
managers, in their own self interest, must createamotivating climate so that cmp'.o'-;_'\*:t-..‘;‘::_*.:‘ o lves
wassigned tasks whqleheartedly. The underlying assumptions of industrial relations and HRD ._,::— ‘~c~

be qummarised thus:

!ubl926.1

Basic Assumptions of Industrial R

elations and HRD

Industrial Relations HRD
' . e |

i al | Philoso hy Employer-emeioyee relabons SHowE b [ ela
Employee-employer relations are contraclu p B carstancny poyun |
and enveloped by economic faclors

~ ol r aple 0
i 1o Rewards |ntringic rewands sput Pec

The emphasis is 00 extrinsic N enor pedormance -

I e mance
rousrch Focus Develop the employee rough HRD ninatves
The focus is not on developing Canng, counseling entonng. hNeng. ccachng
the employee.
= Preventive, collaboratve appreach

Drientation .
matter most amnd 0ot rukes

Follow the code ook and put out it
the fires as quickly as you can
Nature of Relations

Pluralist
Monitenng
anal stnlating and healthy

Confict could be tunct
~ate and culture

Managerial task vis-a-vis 19091
a1 the core of| Conflict .
i used properly, Marn age

1
Institutionalised. unhea!thy = -L'unr (uces
e satrial relations, 13 temP

commllmcalmn increased (oW

Restricted flow Job design Teamwork
Division of 1aBoy" W Facilitation
Negotiation _
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The manager in the HRD approach wears many hats, i.e., of o developer, counsellor, cone)
G h,

problem aolver. He tries to inte
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trust, understanding and eoaperation

HRD interventions such as work redesign and job enrichment could he uned effectively ¢, thal

ox To avord role conflicts, role analyss could be taken up, [,,““_’:h;;'J'aL,,
in supposed to do. To hinld cooperation snong empj, by &
ou could be undertaken. To tackle trogk), rna.: nd
to Lime. A climate of open, T.rnn_n_p,‘ '
|back seasions would help il ;lr'r.-.'.'.
{ the troubling IR 128ues 1, ® Mg

more interesting to employe
clear-cut elaboration of what the employee
between labour and management, team-nlding exercis
cossions could be arranged from time
casily. Tramimg and feet
To overcome some o

counselling and coachimg “n
communication would put out fires quite
other industral relations problems amoothly.
chould focus on aspects like:

ANager,

e Clarify goals
e Reward performance

e Empower people at all levels

e Treat people properly

e  Follow two-way communication channels

e  Settle issues in an atmosphere of trust and understanding. \.l/

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 depends on
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 better 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 bargaining with
the labour, and there should be realisation on the part of management to promote workers’ welfare. The
existence of strong, independent, responsible, democratic trade unions, the promotion of collective
bargaining - a fair and independent machinery for the peaceful settlement of industrial disputes, the
exictence of good human relations, and lack of any kind of discrimination are certainly the essentials for

a healthy industrial relations’ gituation.

It is not easy to promote and maintain sound industrial relations. Certain conditions should exist for the

maintenance of harmonious industrial relations. They are:

i. Existence of strong, well organised and democratic employees’ unions
will be sound only when the bargaining power of the employees' unions i
management. A strong trade union can protect the employees' interest relating
job security, etc.

» Industrial relations
s equal to that of
to wages, benefits,

for the

Existence of sound and organised employers’ unions: These associations are helpful
protect

promotion and maintenance of uniform personnel policies among various organisations and to
the interests of weak employers,

iil. SPi". it of f"auec‘we bargair:ing and willingness to resort to voluntary negotiations: The
relationship between &% employee and the employer will be congenial only when the differences
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ificance of Industrial Relations

\elt

L

ctrial Relations implies peaceﬁll, harmonious, ruitful relations between labour and mpanagement.

g asituation both labour and management realise their mutual obligations toward each ocheT and

sl

ductive relationship:

both parties consult each other befere initiating

[ndustrial peace: Unilateral actions disappear;
ir territories.

any action; they primarily focus on goals that are realisable without overstepping tbe
This leads to peaceful co-existence.
r indust ral democracy

cess of joint consultation paves the way fo
the frwts of progress

Industrial democracy’ The pro
the nrganisatinn and share

This motivates workers to give of their best 10

jointly with management.
d management ensures umntcrmpu-d
als. 1t becomes easy to rpalise even

llent track record of Sundaram Fasteners (A VS

quccessive year 1999 as @

Improved productivity: Cordial relations petween labour 4t
production and single-min ursuit of pre-delernnncd go
Fificult targets in such a0 2 “sosphere. The 4% .
Group company Whi(‘.'h won e pregtjgiuu GM Il\\tlil"d for the fourt h ;

quality supplier of radiator caps) | worth mentioning here. It 15 Know? for zerv breakdowns, 267
accidents and zeTo defects. NO o singl ay hns 80 far t')een lost due to i strke n the company 1118
the first company 0 gett rtifiention (in 1990). The per"‘“llplo_vw productiy ny e mparable
to {he best in the world. One sty y roted the compony among the 20 uu:al competitive companies n
Asia. (The Week May 928, ; J\nuthcr group company, Sundnrmu‘( layton peceived '.h'\' Deming
prize in 1998 - n'mkins it the nly Indian c0 mpuny {hat hos ever received lhlc award outside Japan.
The 45-year-ol d CEO, Yenu reeni\’!iﬂﬂﬂ hires C\'l?l‘_\"\\'ul'k er l'o\" hoth compames but allows managers
tobe appointed by his chi jeers. During I.EI‘JB.EFI.S he has taken a 10 per cent cut in his

'dhmﬁng to lnyoﬂ' wnrkurﬂ‘ {Business Today, Nov 29. 6 Dec, 1998).

salary in order to avol
management relations ensure higher product ivity. The company

Benefits to worker®’ 0 ; ) \ :

would be i apositio 2100 jcand pon-economic incentives to its employees. This, in

turn, would spur people to renlise t getsland gfa!. ahead productively. 1t becomes easy for manngemant
oded changes quickly, " Jine with market demands and improve the lot of workers

b Sactht
initinka N0
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1 all relevant facts about the wter 22 Employee Grievinces and Daciplne © 497
ether any wiltnesses are av .

< \\"I .
wrong and who ig at fault,

Gather information from the unjon
Y . ropres
’ Ehor'i 18]311051 uncovermg the truth as \l{ lliq
hy L] l

grievance, | ‘
B Axamine the pers '
nilable. Visit the wo & ar Fl.f'.mrlfll record of the aggrieved worker, See
rlcaren. The iden i to find where things have gone
3 15 - :

entativ
- l,rl“'”: what he has to say, what he wanta, ete. Give
I : : ' OV a1 T're { " 5y Bl N
Cm:troi your emotions, your remar} siona. "T'reat him properly,
g riks and behaviour,

r i | enchn e

roactive, if possi .
Be P possible. Companies like VSP NALCO invi
' .CO actually invite workera to ventilate ther

. ¥ I

Discipli“°= Three Interpretations’

o
-

Negative Discipline

ﬁadlmnﬂl}f dlstcu:%:ne - mt(.!rceptfd as a sort of check or restraint on the freedom of a person. Discipli

sused 9 ritel;i : t ¢ act of imposing penalties for wrong behaviour. If employees fnirto cheerve ;'i:::
ﬂ_’e-‘j are m‘ ed out pumshment.l’rhe fear of punishment puts the employee béck on raﬂ; \:eg‘a:iv;
dﬁqpl!ﬂar}' action involves techniques such as fine, reprimand, transfer, demotion, lay off etc :\'ega;i-.-;
djsClPhﬂe g ehml.mne undesirable behaviours, rather ii; merely ;uppresses: them fo; E.l:-’-’hile It
requires constant SUpETVISory attention, resulting in wastage of time and resources. Punishment moreo*;'er
is count.er prc_:d}mtwe in that the affected employee may turn hostile and react violently at a ft:tture d.ate..
While disciplining employees this way, therefore, management should proceed in a cautious manner.

Positive Discipline
ent but out of an inherent desire to cooperate

Emplovees comply with rules not out of fear of punishm
and achieve goals. Where the organisational climate is marked by two-way communication, clear goals,

effective leadership, and adequate compensation, employees need not be disciplined in the traditional
way. Thereisa conscious cooperative offort on the part of management Lo secure compliance to company
norms {rom the employees. Positive discipline, according to Spriegel enables an employee, “to have a
greater freedom in that he enjoys a greater degree of self-expression in striving to achieve the group

objective, which he identifies as his own.”

Positive discipline, thus, is a condition of orderliness wh

respect organisational rules.

The differences between the two ap

inble22.1

ere employees willingly practice self control and

proaches may be summarised thus:

e Discipline

and Negatlv
The Differences between positive g -
—— | ositive Discipline
- shed norms It is the creation © a conducive cimaie
concept It is adherence toef:!:::l'lcm ’ e M ogamsatin so that S
and regulalllons. willingly conform to the established rules
punishrnen . .
i There Is N0 conflict between individual
ees do not perceive he
conflict Eﬂ":g;?:le Joals 35 theif OWH. and organisationa| goals
It
.| pequires intense supervisory control Em?“‘-;::::“‘:’:eo‘z'i:;;::""'m' to meet
Supenisn | :reuent employees from going off | o@e"
the track. |
L'-’-:’//’/
|
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Self Discipline and Control

The third interpretation considers disr.:llphm(.‘ctq by
bolla\'inl1r-.~+, e ki of et g A l?(I}”;..wze performance rather than simph’ as Ude
conduct.” It is used to correct il . a self-control to meet organisalionajo P’nlahn] a"'iﬁu Y
offence. Behavioural scientists view dlsclph-ni::hm;t the training that corrects, moulgg Jeq“’l'-'s Mnt fn:f""

. "By splf-discipline is me . a ; :
clarified the term thus: “By self-discipline i rpose of adjusting oneself to certajy en ﬂtrEnmﬁgln

as a constructive way of correctiyn .
moulds, or perfects knowledge = Balrah]e

b,
T i e sifortashaeil it Gt [helplll ical principles. First, Punishmep, C g g, |
This form of discipline is based on two psye 11;)].: grlesults. Second, a self-respecting seldory lal'bci%"'lﬂli'1
desired results, Often, it pl-qcluces"undCSIrﬂ ’ Persop tend‘uce'lh!
better worker than one who is not”. to

Misconduct or Indiscipline

isan act which i foa
Misconduct is violation of established rules and pr ?F"dsriillsi Ith i anage;helr-?tp?jl’udlmlm the
of the organisation. It is a serious form of indiscip 11"0 Iﬁ:.'ee * 1€ seopg ofmialhte%l
can be extended to the following cases where the employee: tong

Box 22.1: Common Disciplinary Problems

[ Altendance-related problem Off the Job behaviour problems
° Insubordination

® Unexcused absence

° Smokin

®  Chronic absenleessin 9

®  Leaving witnoul permissicn . Fighting with colleagues
i amoimn i

®  Excessive lardiness ®  Gambling, betting

Dishonesty and related problems

arel 5
®  Thefl, unsafe acls . Carelessness

®  Falsilying employment application e Steeping while at work

®  Willully damaging factory assels *  Using abusive language agains supervisiorg
®  Falsitying work records o Sexuval harassment

Performance rolated problems

@ Fallure to complete assigned work - Accepling bribes, gifts

@ Producing substandard products

l ®  Failure to meel produclion norms

Causes of Indiscipline -

Mostly non-cooperation results in indiscipline. Various factors like social, economic and cultural also play
a significant role jn causing indiscipline, Henry Fayol observed that, “discipline is what the leaders make

it". Many times indiscipline is due to managerial faults, lapses, thoughtless words, deeds and poor
management,

The common causes of indisciplire are:
a.  Absence of effective lequy; ship: Absence of effective leadership results in poor management in
the areas of direction, guidance, Instructions, etc., This, in turn, leads to indiscipline.

b. Un)‘b:'r' management practices: Management sometimes indulges in unfair practices like wage
discrimination, aon<omplicice with prome:ignaj policies and transfer policies, discrimination in
allotment of work, defectiv handling of grievances, Payment of low wages deléy in payment of
wages, creating low quaiity work life, ete. These ynfajy management Practicles gradually result ip

indisepline,
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of VT PProach on the part of superiors rr-lmll inffj;:nfnr‘:l,:il:j:t;r::;
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E . { 1 .‘i

l'lllfn indiﬂlﬂplm"‘ '
{ eoinli ]

LA disciplinary action: Manngonop, has

(!
*
'.'l'ﬂk i 0 totre ! i 1
i management may undertukp ginci. | at all cases of indiscipline in a fair and
N able woy tg from various quarter; Asciplinary actionn in n discriminating way, lead
Ng; ok p]’tt])leﬁ jHartera (especially while dealing with [-)t-ulpli\mv:f?:: :’:n/'r;:’m“:j
' ement | o |
i Ldrule policy: Managers may often divide (}
pf"idfn'pl'c:1t groups about others and encournge the B
i _al‘ ey forces to weaken them is cleye
yadin® oSS, Building a team is highly difficul

sit TR
200 s in indiscipline.
lrl‘m e+

mployees into groups, get the information
bt ]‘M'mu activity, Henri Fayol pointed out that
» but dividing one's own team is a grave sin against
t when compared to dividing the team. Dividing the

tion to personnel prob o ems create
i quate atten i lems an ' '
[ﬁﬂt:mo \mONg individual workers. d del..y in solving personnel problems tes
[} -I{ [t

imisafion and excessive pressures on the work of the subordinate may also lead to indiscipline.

Vi

pfonches to Discipline
<o ways of dealing with employees who do not obey rules, indulge in acts that are not permitted

gretwo WayS = .
tofly Dfﬁh@the slightest }rovocation: i.e., positive discipline approach and the progressive

=
e EIJP}O“CI" The best discipline is clearly self discipline, when most people understand what is

P

jed at work.

fositive Discipline Approach®

' '-.“;_: gpprDECh builds on the philosophy that violations are actions that usually can be corrected without
;.:gty, In this approach, the focus is on fact-finding and guidance Lo encourage desirable behaviours
{:_.-(egj Jfusing penalties to discourage undesirable behaviours, There are three stepsto positive discipline.
~efirst is a conference between the employee and the supervisor. The purpose of this meeting is to
reat asolution to the problem through discussion, with oral assurance by the employee to improve his

ormance. 1 improvement is not made after this first step, the supervisor holds a second conference

r find why the solution agreed to in the first meeting did not produce results. At this

i the employee to
=z written reminder is handed over to the employee. This document details an agreed solution with

o Mirmation that improvement is the responsibility of the employee and a condition of continued

exployment. When both meetings fail to produce the desired results, the employees 1s given a paid leave
The employee is expected to come back the next day

ove performance or to quit the organisation. These

frone day to decide his future in the organisation.
¥ih a decision to make a total commitment to impr
livee stages are depicted in Box 22.2:

Box 22.2: Steps in Positive Discipline

Sttp 1: An Oral Reminder Notice here that the word waming is removed. The oral reminder, supported by writen
documentation, serves as the intial formal phase of the process to identify to the emgicys
what work problems he of she s having This reminder is designed o identily what =
causing the problem and altlempts 10 coffect 1 balore ! becomes larger.

¥ 2 AWritten Reminder If the oral reminder was unsuccessful, a more formalised version is mplemented This

written reminder once again reinforces what the problems are and what corrective

action is necessary. Furthermore, specific ime tables that the employee must accept and
abide by, and the consequences for faling to cumply, are often included

Here, employees are given a decision-making leave—time off from work, vs.auy with

pay—Ilo think about what they are doing and whether or not they desiru to conlinue work

with the company: This 'deciding day” is designed to allow the u.npioyee an opportunity to
make a choica=cartect the buhaviou, o [ Loparation from the company

8

Step -
P3:ADecision.making Leave
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The sequence and severity of the o 0y,
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o cfreumatanees ‘ hTE Il
wrvico of ateps that incrense in '”‘"Kinapj?’“nq’h{:h’
1,

the op* { too

witive e ) " mcipline roplacen (he punishment used in pmm'”’luiw, by
ayee and aupervisor. di“‘.i;] r‘,
) iy

atates that penalties must be appropriate tq 4, "
js minor in nature and has nrgt prcviously occurred, an org) warg Bl :
our 18 1 Jires @ written warning, 1t must be done according to 5 Proced gmn‘
q 1ill not along desired lines, serioy, lirg, Aty

juct of the employee i otill 1 ‘
b ag hitting a supervisor may justify the termination of.nt e "

qen n

i o disciphine
A O0P ‘Tn‘}{l‘\‘.“,‘l\l (
The concept Of |
inappropriate behaviot
gufficient. If the violatien r
written WArning® if the condt -
oould be initinted. Major violation

mmediately: isci
N gnise the proper lovel of disciplinary action, some firms hays f

. . reco ive discipli
it amanager 1o the establishment of progressive disciplinary action { :'h':"'lfq
s

In order to asS .
One approach 1n

the procedur?.

Rigure 22.2.

§flgure 222
The Progressive Disclpline Approach —
|

Improper behaviour

Does this violation No No disciplinary
warranl disciplinary action
action?
% Yes
Does this violation No Oral
_warrant mere than o warning

|/ an oral warning?

Yes
Qf\,\/ v
Does this violation No Written

warrani more than - warnin
a written warning? :

$YES

Dozs this violation No

warranl more than .
a suspension? - Suspension

¢Yes

The Red Hot Stove Rule =

Without th ti 1 of
against a deelir;;)t:u:::?ni:ljgﬁé ?11 H,u.lmrdi““tesa o manager can : . :
as to how to impose discipline \ﬁﬂ}:]:::“ and generates resentmgrf: :?Egs d:l:eﬂiut, discip hntw s
MecGregor cal R Benerating p on his part, Hence, a ques ion
; regor cdjleq tl-le Red Hot Stove Rule” Whicﬁ deP-entment? This is possible through what Douglé?
indergoing discipline. raws an analogy hetween touching a hot stove &7

Fahin
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A pronch to Discipline in India

gie" ent (Standin d

/ jal gmploy™ : g orders) Act was passed in 1046 wit N e theindest .
i The Act Tequires that all establishments must dcflir?eul;?: ietfviiﬂg‘.-:e end pre pra-:e

0 jimate: ,
il cim 5. The term ‘Standlpg qrders' rofers to the rules and regulations which govern. the o=
kers. They indicate the duties and responsibilities on the pn:r‘: t&;' ,. \ -
“mployes?: 2 slt':.mdmaoriem contain rules relating to: classification of employees. * oring
pd ! hnndays. . ift work ing, attendance, leave, suspe.nsion. termination, stoppege of work, redreassel
8™ nces agmnst unfair treatment, ete. fI'hua. standing orders specify the terms and conditions which
ce-employer relationship withina unit. Any violation or infringement ©

misconduct or indiscipline.

i
pod €
Box 22.3 : Major Acts of MM

dutles properly, qemains absent without leave

unsafe for _lhe employer

I v I DIOTES

rge his

sch
n acts which are
is gnmlyl moral, gishonest /
gbusive and disturbs the peace of others

rrupt, disloyal

in unfaithfu\. co
aud, bribery

jndulges o theft, fr
does not obey orders

resorts 10 illegal strike
causes wilful damege 10 propety, etc.

The employee sh
There must bea

. . [ &7
Disciplinary
Though there is no rigid and gpecific procedure for taking 8 disciplinary action, the disciplinary procedure
followed in Indian industries usually consists of the following steps:
’ Jisconduct that requires
. Isé letter : Whe employee commits an act of miscon at
“ ?"{In]]'nma ot{;c:m f:yeo con erned ghould be issued a charee aheet, Charges of misconduct
e A d precisely gtated in the charge sheet. The charge sheet shqu
e should be given sufticient

isci ghodld an
:;lt)n::::?im ;; dmlb:h‘ie; the sald delinquent act and the employ

Scanned with CamScanner



VS *’/
502 @ Wy, Retource Minpgement Q

s for the letter of char
ting the answer fOT Lho ® Bery
b, ) ’ " 1ation: On H“t. ) " 1O dIHClp“nﬂlP nctio o
l t ” 1'gl-'pr'r..-:t:\(:':ti':{n‘:i‘l,\:{{:nmidnrml and if it in sntinfactory, 1 Neeq he

' th
Ll he employee's oy ta), !
hen tae management ix not sutiafied with the employ plamtion lhmki*l.
h sentrary when tae
_ : :
cod fer werving aahow-cause notice. |
; anager when he bg)

Show-cance notive: Show-cause notico 8 ““‘?“"' 3 1-]:01:!1:)'-;0\:‘:31' this gives thn‘:ven > lhm
Shew-ca v [ "'l Al “rl‘m],]l_m,(.r.:n:,--m(_mr]l.lt , ,'m‘(]c (;p;ainnl_him E mplnyef,ano’}.h
LM F oy mn {nere evide A g . I , \
: - 1:1-: for his misconduct and rebut the thlll;lif-‘s l;ng cloarly the nnmgq? thoyjg lih

CAANCe 1o NI 1 b ¢ ) 4 ca
he :1\:11'11-'-4 by firet serving him a notice of enquiry in Of the o Uin-:"
officer. time, date and place of enquiry, etc, R

b PO t be in conformity with the Princip]

. fu”-ﬂ(‘ﬂ';ﬂ(’d P e 'll 1}::;:111:: given an opportunity, of being heapr; ?{rhw“’il
Justice, that is, the employee concerned d t !  When
meess of enquiry is over and the findings of the same are recorded, the Enquiry Officey thy l;
suggest the nature of disciplinary action to be taken.

. Makinga final order of punishment: Disciplinary af:tifm.ls tobe tq.ken when the Miseqy - g
the employee is proved. While deciding the nature of disciplinary action, the employeqty . - :
record, pr.ocedents. effects of disciplinary action on other employees, etc., have ¢

0 be congider&i"'
When the employee feals that the enquiry conducted was not proper and the action taken i ““j“’ﬁ-ﬁsj,
he must be given a chance to make an appeal.

f. Follow up: After taking the disciplinary action, a proper follow up action has to be taken and th,
consequences of the implementation of disciplinary action should be noted and takep care of

Principles of Natural Justice and Domestic Enquiry

Before taking disciplinary action against a worker, management must ho)

by the emplq er agaj
Worker agrees with the ggr e 28uinst the emp

: ; him the enauirv | : th
roceed i ’ ) quiry is dropped, If he leads innocent, the
procee Ings continue in (ho Presence of the accused, During the course of enquiIr]'v. examination and

free ang Proper ang qJ) documents are OPen to be seen by the parties. If the

vorPointed date ang time, the Proceedings are helq ex-parte. The findings

management shoy)q keep in cment in writin

; . _ B. Before taking any punitive action,
of proportion to fh. miscond:_l 1{?:»0}}:?1 E'Luwtly of m:sfconduct. The Punishment awarded should not be out
worker immediately, [ the Punishme Mployee. The order of punishment has to be handed over to the
industrial tribuna),

nt does not Stem to be fair, the Worker can go to the labour court or

Punishment

Depending on the gravity of miscondyey Management may i
s . P may init t e
the employee who is found guilty: (i) d1smlssal; (i1) diSChaige-l(;E)edﬁzf:ﬂR ing puni
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he thinks must be Mlfilleq hy 44
I

e whieh ‘
( hyo dovelops feeling of dige,, Ty

’ nlfl”t' ¥ '“'J,r

1]

setatl

%intmd uction

Every employee he _
working for. When the organisl

When an employee
According to,
valid or not, arising
even feels to be unfar, un

o/ Features
If we analyse this de

a.

Forms of Grievances
A grievance may take any one of the following forms: (a) factual, (b) imaginary, (c) disguised 2

N

a.

, Causes

Grievances may occur for a number of reasons;3

a.

b.

and equi i
equipment, poor quality of materials, unfair rules, lack of recognition, etc
) §

fmr mf

\a cortain eXp
lisnatinfnction, whether oy

woh he organisation, he )
. ' ' In nmn i, )
"I '_fj ‘1".&"

fml.-ilnil

1] pan
font ort pre G
i LT f
o compnny which an o " Pl
ith th I ni mploya, lh-"r ey ™
lnk‘ 1 :.-,"
Yl

fpels that sometlin
o n nny (ipcon

aue o prievant
Jucius, a g nectod W

ot of anything con

et or irquituhlv. ’

\&7 {3 /
; ble features emerge clearly:

finition, some noticed
content or dissatisfaction wigp,
Hny "

form of dis
i

A grievance refers to any

P,

ployment and not due to personal or g, .
l'm]y prr)hb‘.

organisation.
out of em

Jl or imaginary reasons. When the employee fee]
Glgy

vance. The reasons for such a feeling may }, I
valid ,
)T -

The dissatisfaction must arise
Ins.

The discontent can arise out of re

has been done to him, he has a grie

legitimate or irrational, justifiable or ridiculous.
ced or unvoiced. But it must find expression in somq
e form, 1,

Initially, the employee may complain orally or i, iy
hd‘.?. It

The discontent may be voi
feels a sense of lack of justice. N . 2 11
ow l'.he dl‘u'cont&:.. ‘.

discontent per se is not a grievance.
is not looked into promptly, the employee

and takes the shape of a grievance.
a grievance is traceable to perceived non-fulfillment of gpe's

Broadly speaking, thus,
from the organisation.

Factual: A factual grievance arises when legitimate needs of employees remain unfulfilled
wage hike has been agreed but not implemented citing various reasons. &
Imaginary: When an employee's dissatisfaction is not because of any valid reason but becans ¢

a wrong percF:ption, wrong attitude or wrong information he has. Such a situation may crests =
imaginary grievance. Though management is not at fault in such instances, still it has to cleart

‘fog’ immediately.

Dispuised: o _

shl: ‘i;.'-su;:iid' An employee may h.ave dissatisfaction for reasons that are unknown to himself. If %

iyl heaer };:easjtu?;' from famﬂy.'frlends, relatives, neighbours, he/she may reach the work ¢
vy heart. If a new recruit gets a new table and almirah, this may become an eyeset®

other employees who have not been treated likewise previously.

Economic: Wage [ixati
5 1 ! ]
on, overtime, bonus, wage revision, etc. Employees may feel that they ot

paid less when compared to others
defective too¥

Work environment: i .
: Poor physical conditions of workplace, tight production nornis,

Scanned with CamScanner



N (—lhl e
clates to the attitudes of (1 4, P TT Enghoree Guevaces sl Dusghne @ 493
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o™ " avoritism, NEP tism, cante afy "or townrda the om

8 lint§
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» ot . pmployee 18 unnble to ndjum wiyy, o eronal foelingy,
8 calley

. |l J - n - " E
VW !11.' [‘I.nd I'.'ll. (f“"“‘." nmn “hl(‘l.l I"III lh‘"_"ll‘h “'"I ||
mmilin

. These include insues relat g Lo co

gl o0
Jf
ployes much as percaived

e

':""ﬂ' quﬂ" .
' ern [re
tlon, i mn feelings of neglect,

-“l ﬂ'.‘" ) jsciplinar 1 i vi
&gl afer, disgcip y rules, finen Eranti violationg |
At i Nting | 1 renpect of promotions, safety
n, nafe

p
. oave, modie
]*'IJT,.“"F' cmedicnl faeilition, ote
rl
. identi
@ ey oy “.nt 1der;hﬁed nn4d redressed, may adve
0 hole. The effects are: reely affect workers, managers and th
W oaald el ay ana the

A
A . .
& all (ion |11Cl‘l.l[lﬁ.

“‘1: -\f\“‘m .

i cau ality of production.

Iy .

o quantity of production and productivity

0 .

» in the wastage of material, spoilage/breakage of machi
achinery.

K e gse in the cost of production per unit,
|
T employees: M}b

| mlh" .
a (creases the rate of absenteeism and turnover. Y
] -
Reduces the level of commitment, sincerity and punctuali
' = . ity.
pereases the incidence of accidents.
Reduces the level of employee morale.

’
 oathe managers:

gtrains the superior-subordinate relations.

Increases the degree of supervision, control and follow up.

, [Increases in indiscipline cases.

, Increase in unrest and thereby machinery to maintain industrial peace.

\eed for a Grievance Procedure

Thus, grievances affect not only the employees and managers but also the organisation as a whole. Ir
wew of these adverse effects, the management has to identify and redress the grievances in a promp
eamner If the individual grievances are left ignored and unattended, there is a danger that these grievance
zzyresult in collective disputes. They affect the employec morale adversely. Hence, it is essential to hav
tproper grievance handling procedure for the smooth functioning of the organisation.

Mvantages of having a Grievance Handling Procedure

The following are some of the distinct advantages of having a grievances handling procedure:

) ees’ feelings and opinions about the company's policies

The management can know the employ
Practices. It can feel the ‘pulse’ of the employees.
g procedure, the employee gets a chance to ventilat

official channel. Certain problems of workers cann
tolveq by first line supervisors, for these SUpervisors lack the expertise that the top manage
%, by virtue of their professionﬂl knowledge and experience.
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ehaviour fownrdg
I hevk tl il]\l‘l\'wrﬂ"f‘ nttitwde and behaviour { ”ll‘lh-
t keeps a choek on the

"”b’ihl'

n

. mpanthetically, it

- ]mnhnnll'n|\nfll‘"”,\ and nymj " 'I}m.

t“llm].\-lll\{ to ligton to = he exinteneo ”fpr”plur PriﬂVﬂ| T b,

i T ale of the emplayees will be high wnhtlu ox L mnnner ' ni h"ndhnﬂ

. :, N T“ o n ol ler‘ grievances redreased in o just n ' Drr,u
mployees can g X

. “ 5 . —
The Discovery of Grievances |
Q be uncovered in a number of ways. Gossip and grapevine offor vital ey,
ybevances can be ung {

ic i 0w i M T
' : " ' ' 1 (0]

o N ! <, open door policies periodic inferviews, exit sury Y could alge be ung. ™
d , ‘ ! \k‘ [} | 1" - s
u—.mn: Gripe boxe m:mndllll' wiovances, These methods are diseusseq belo. d’ﬂq'{,_

uncover the mystery =1 R

a. Odservation: A manager supervisor ean usually track the "cl""‘f"”"'r-‘i of people
| = f cular emplovee s not getting along with ]wn]?lv. spoiling Materia]y due G
" i inds, reporting late for work orj O Carg,, "
or recklessness, showing indifference to commands, | is "Emamjnga} .

the symals are fairly obvious. Since the supervisor is close to the scene of action, he can o e
out such unusual behaviours and report promptly.

b.  Grievance procedure: A systematic grievance procc‘dure is the best meang to highlight o~
dissatisfaction at various levels. Management, to this end, must éncourage eMployen, to ",
whenever they have anvthing to say. In the abscnce'of such a pm.cedure, Brievances pile o ¢
explode in violent forms at a future date. By that time things might haye taken g ugly :‘:-‘-:
altogether, impairing cordial relations between Ianur anc! management, If ment . ”
induce employees to express their grievances, unions will take over ang emerge a, P"R‘erf-:
bargaining representatives. u

¢ Gripe boxes: Gripe boxes may be kept at prominent locations in the factory for lodging an
complaints pertaining to any aspect relating to work. Since the complainant need not
identity, he can express his feelings of injustice or discontent frankly and without
victimisation.

G‘
Tevea] b,
any fear o

d.  Open door policy: This is a kind of walk-in-meeting with the manager when the employee can
express his feelings openly about any work-related grievance, The manager can cross-check the
details of the complaint through various means at hjs disposal,

e.  Exitinterview: Employees usually leave t heir current jobs due to dissatisfaction or better prospects
outside. If the manager tries sincerely through an exit interview, he might be able to find out the
real reasons why ‘X’ s leaving the organisation. To elicit valuable information, the manager must
encourage the employee to givea correct picture so asto rectify the mistakes promptly. If the employee
is not providing fearess answers, he may be given a questionnaire to fil] up and post the same after
getting all his dues cleared from the organisation where he js currently employed.

f.  Opinion surveys: Surveys may he conducted periodically to el

cit the opinions of employees about
the organisation and jts policies,

It is better to use ag many channels ag possible, if the intention i touncover the truth behind the curtain.
Essential Pre-requisites of a Grievance Procedure

Every organisation should have 4 ystematic grievance procedure in order to redress the grievances
effectively. As explained above, Unattended grievances may culminate in the form of violent conflicts
0 be sound ang effective should Possess certain pre-requisites;

a. Confa{'mity with statutory Provisions; Dye consideration must be given to the prevailing
legislation while designing the Erievance handling procedure,

b. Unambiguity: Every aspect of the grievance handling procedure should be clear and unambiguou®
All employees should know whom to aPproach first whep, they have a grievance, whether the comp

later on. The grievance procedure,
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ther emple

ryona an woll

! . dani: :
! . The supervisors and the union repy _
y In’:' i lltl]]pr‘"l”"ll o )
in! Mfore . i y ver should be rly tenined in all aspects
'ﬂr\’ﬂ“cﬂ handling beforehand or elso it wil) complicate the pr ; | properly teai
¢ofF Y iroblem
. . The Pergonnel Department shoul
o . 'nt should lu'('p trnck of _ ( o loning
Dl andling procedur of the effect iveness and the TanetiomEs
1 {}gri(“""“a‘ handling p e and make necessary changeq 10 improve it from time th time
: AL\ A o ’
. the Grievance Procedure -

5
™ ievances: Emplo issatisfacti :
, grievad ployee dissatisfaction or grievance should be identified by the management

gendtl: ' : :
[o€” are not expressed. If they are ventilated, management has to promptly acknowledg? them

a corrccﬂy: The management has to define the d accurately after it i3
. Dfﬁ::ﬁ od/a cknowledged. problem properly and accurateiy
jden ) _
llect datd: Complete information should be collected from all the parties relatin
uld be classified as facts, data, opinions, etc.

g to the grievance.

formation sho
d solve: The information should be analysed, alternative solutions
eloped and the best solution should be selected.

.
alyse an 1o the problem
é qh ould be dev
prompt redressal: The grievance should be redressed by implementing the solution.

ment and follow up: Implementation of the solution must be followed up at every stage in

Implf . .
f ffective and speedy implementation.

order to ensure

\lodel Grievance Procedure —

¢ Model Grievance Procedure suggested by the National Com mission on Labo .
teps each leading to the next, in case of dissatisfaction. The aggrieved worker in the ﬁr'ft
the foreman and tell him of his grievance orally. The foreman has to redress his

not satisfied with this redressal, he can approach the supervisor. The
he supervisor not givingan answer

ur involves six successive

ﬁme-bound s
instance will approach
ievance and if the worker is
supervisor has to provide an answer within 48 hours. In the event of t :
or the answer not being acceptable to the worker, the worker goes to the next step. At this stage the
worker (either alone or accompanied by his departmental representative) approaches the Head of the
Department who has to give an answer within three days. If the Departmental Head fails to give an
answer or if the worker is not satisfied with his answer, the worker may appeal to the Grievance Commuttee,
wnsisting of the representatives of the employer and employees. The recommendations of t his Commuttee
should be communicated to the Manager within seven days from the date of the grievance reaching it.
Unanimous decisions, if any, of the committee shall be implemented by the management. If there is no
unanimity, the views of the members of the Committee shall be placed before the manager for his decision,
The manager has to take a decision and inform the worker within three days.
nanager's decision and such an appeal has to be decided
he worker to the manager for discussion and if no
d management may refer the grievance to voluntary
t's decision. The worker in actual practice,
grievance is because of his dismissal

The worker can make an appeal against the r
within a week. A union official may accompany
dEC'{sinn is arrived at this stage, both the union an
arbitration within+a week of the receipt of the managemen
may not resort to all the above mentioned steps. For example, if the
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: an make an appeal aom; :
or discharge ho can rosort to the second step directly ;mltl he cn ppeal agniny d"mi
. o i f " 2 D wlow,
discharge, The above process depicted in Figure 22.1,

tlgure 22.1

| Model Grievance Procedure —_—
Timoe Frame
Procedure

",

3

__--_-_--"-—
Appeal against within a week
Manager 3 days
Grievance Committeo 7 days unanimous
HOD 3 days

Suparvisor J‘?\ 48 hours
TN
Foreman l."'L

L WIher f\

) ]
Grievance Management in Indian Industry

At present, there are three legislations dealing with grievances of employees working in industrieg The
Industrial Employment (Standing Orders) Act, 1946, requires that every establishment employing 19
or more workers should frame standing orders. These should contain, among other things, a Provision
for redressal of grievances of workers against unfair treatment and wrongful actions by the employer o
his agents. The Factories Act, 1948, provides for the appointment of a Welfare Officer in every factory
ordinarily employing 500 or more workers. These welfare officers also look after complaints and grievances
of workers. They also look after proper implementation of the existing labour legislation, Besides,

individual disputes relating to discharge, dismissal or retrenchment can be taken up for relief under the
Industrial Disputes Act, 1947, amended in 1965,

However, the exist ing labour legislation is not bein
fairness on their part. Welfare officers have also n
the organised sector. In certain cases, they are playi
which should set up an example for t} i

gimplemented properly by employers. There is lack of
ot been keen on protecting the interests of workers in

In India, a Model Grievance Procedur
held in 1958. At present, Indian industries are adopting either the Model Grievance Procedure or
procedures formulated by themselveg i i i

words, the grievance procedures are m

Guidelines for Handling Grievances

The following guidelines may help a BUPErvisor while
{

. : dealing with grievances. He need not follow all these
steps in every case. It is sufficien

8in mind while handling grievances (W. Baer, 1970)-

ance in writing,
e  Talk to the employee directly. Encourage him to .

to keep these view
e  Treat each case as important and get the griey

peak the truth, Give him a patient hearing.

e Discuss in a private place. Ensyre confidentiality, jf necessary,

e  Handle each case within a time frame.
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'(‘f Trade Unions - Introduction

. o and emplo o [
7" Over 1 tl ntractual relationship between employer "!'; I '5’ has unde,
- ver the years, the contr , M jees, Lo cannol promotes,.
hange 'i'! » emplover ean no longer hire and fire employee: promote/de,
changes 0« 0] { g

Bong .
e fr

")
bty tr}q .N‘n':

. annot afford to reprimand subordinates openly, He )
based on personal preferences. He can

tl‘( h(' I(' 1 [ 3 ' \ A ¥ 1 ne jl'l'.'l “”f’ ey 1 ‘l‘."-”””“.' ;rl i
| W ! niony ””ll I””" r : m ;
ur aAries “[ ‘.I t ”"flt\.t‘ “l;n‘ I‘l‘llll“l U 1 ' 4 . ma hl

. ploitative acta have no place in the i, . i
ndiscretions, whimsical actions and one-sided exploitative :T| { : hmml] i In Jll.tl.rm]' Felay,, 1)
. el e ; = slre shelweon o Ve 0r,
ally when woe look at labour management relation "Ployer “mp, I
soene - especially whet e Yow
2T ¢

i T Lhe relatic iy he
employee-employee, employer-union, efe.) in III'I"j:!' ur!:h_-rink1n;::h:;::II:;‘::}I;“: UFII;:;;:;:::{,E:,?[ - Ry
and employee 1s contractual and reciprocal. The ru:hTH.ﬂllf o ;‘-umenlcd e mri{;uq Fame =
work, disciphine employees who dely commands, ete,) are well de Lq " !.n.] PRy : hPH'.'r:r::;
legslation. The same cannot be said of the rights un:l’ nbh;:nl.ufn.' . ‘ri;n ry‘]_b_qc .m

imprecise, Stern action against problems such as late coming, sleeping, loitering, ab;

: : .per ance ol Lasks
hours, poor workmanship, non-compliance of rules, non-per {'t:rrrtirlt e f'r ask l
' ! - » olle cstrength lorces e ov i
instructions would evoke strong protests from employees. Collectiv g mployeeg ¢ erifis

overall organisational interest, turn the issue on hand into a tug-of-war, impairing labour Managem,, .
relat iuns.‘lt has become virtually impossible to exercise some of the rightsof the employees sych as righ,
to strike, freedom to associate, right to appeal against injustice in recent years - thanksto the Co8t sayip

efforts of employers fighting unstoppable ongoing battles with competitive fOFC.ES- Upions have founq
their base slipping badly on several counts, i.e., disinterestedness of \j.rorkers In union-relateq work,
depleting ranks, cash crunch owing to insufficient funds, shrinking political support, inability tq Sustajp
organised protest for a long time and more dangerously the threat of employers drawing shutters down,
when pushed to the wall (like retrenchment, wage cuts, closures)! Lets look into these troubling 1ssyes

more closely in the ensuing sections. !

Z Deﬁnition
A trade union is a formal association of workers that promotes and protects the interests of its members
through collective action. Under the Trade Union Act of 1926, the term is defined as any combination,

whether temporary or permanent, formed primarily for the purpose of regulating the relations between
workers and employers, or for imposing restrictive conditions on the conduct of any trade or business

and includes any federation of two or more unions. Let us examine the definition in parts:

®  Trade union is an association either of employees or employers or of independent workers.

o Itisa relatively permanent formation of workers. It is not a temporary or casual combination of
workers. It is formed on a continuous basis.

It

and social (such ag educational, recreational, medical, respect for individual) benefits to members,
Ct}l!gctive strength offers a sort of insurance cover to mem bers to fight against irrational, arbitrary
and illegal actiong of employers. Members can share their feelings, exchange notes and fight the
employer quite effectively whenever he goes off the track.?

® Itincludes a federatioy, of trade unions also,

° It emphasises joint, coordinated action ang collective bargaining,

_ Objectives of Trade Uniong
- o —

The failure of an.mdlwadll.m]l e‘-;orker to seek solutjong to problems, while discharging his duties, personal
as -weH as organisational, led workery ¢, form a forma] Broup which is identified at present as trade
oo Th_us' e mein Ohjecmelf d 4y trade unjo, jg to protect the interest of workers/employees in the
organisation. However, the workers Interest/welfare is a broad term in which various subjects - wages
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s e Lendde une }
0 UrGT plays A crucks

g condifions: Trade unions with 4 v
wor et (o provide all the basie faeils '
oty cquipment while discharyny it
,\\“"":"1. nours, leave and rest, hn‘lidu\-; “':

i

W Lo snfegunrd the
es such an, |
lhuzm'nlm:u |Iu|u-'=l
Ih pay, joby antyf,

health of workers demasds ¢

il|1| -

¢ and ¢ T

: nel ventilation, sanitat post

: | W llllkll!;: wator ref{reahimert

¢ ‘IP:ILI i I e
Ll "1' n

§ n, !xl.ﬂ security benelits and

]

\‘-\‘.l r11 d . a y
_yrme: Trade unions not only

Ti-“.'.p“r:mditions may be im )roﬂ) ;Onduu negobintions in respect of t

\mr'ri"m'L orkers bec‘om > tli }’u but also protect the work "“f L of the itema with whoch thew
wel W e ¢ the . erslre 1e clutchen of man Taent

whfn-.\ Llf . victims of management's unil ym Lhe clutchea of manageroent

; ‘_ict.u'msa s unilateral acts and disciphinary polices

f
n such a

tion may take the '
= the separated w k for;.n of penal transfers, suspe s d R
qpuation? the sep worker who is lefl in a helpless cor Spensions, dismissals, €4
:L‘llimmei_\» the problem may be brought to the nu?'ess r:rondmnn may approach the trade umon
s ut the injusti . ice of management by the trade umon and I
£,_‘,91‘3;n.T::lt:»o e victgun itslcg meted out to an individual worker and ﬂ;:;u: 2 -uw-v--,.:-“ 4
justice: us, ed worker may be protected by the trade union T

o T
A

icies: T i T
Pf-'rso""elfgo ¢ (:'uitmeride 1;mons may ﬁght: against improper implementation of perscnnel poluies
in respect 01 T€C nt, selection, promotions, transfers, training, etc.

welfare: As stated earlier, trade unions are meant for the welfare of workers. Trade unien works as

. ‘ I to tll.e | n ] . ! i g :he pe! ..anEl pl’ﬂb‘.*‘_‘: = i SC':.!B"‘.-. i...
‘.'113\' brillg nntice 0 mﬁ Bgement| t! Iough COllecti"e t : (3} mee‘"}! S‘ th? \4""0 .'t.' ] cf
I ] g . f -| I . ] -| 8|5, qua‘ tvel s| SCEIOOLS mld COllegE -] !.UI thEL Lh;...d. el }-s (1 b 1TAl
ﬂﬂd SOCial prOblemS. ¥

Employee-employer relations: Harmonious relations between the employes and employer 5 2
cine qua non for industrial peace. A trade union always strives for achieving this objective. However,
the bureaucratic attitude and unilateral thinking of management may lead to conflicts in the
organisation which ultimately disrupt the relations between the workers and management. Trade

union, being the representative of all the workers, may carry out continuous pegotiations with the
management with a view to promoting industrial peace.

Negotiating machinery: Negotiations include the prop.omls mudg by one party and the counter
proposals of the other party. This process continues until the P:‘ll‘llt‘:?o reach an -.M;:r»:w.‘mnmtj ﬁus.
negotiations are based on ‘give and take’ principle. 'I‘rufiu_ umu‘n being a party h.:-r negotiations,
protects the interests of workers through collective bargaimng. Thus, the trade union works as the

negotiating machinery:
[th and the interest of the industry: Organisational health

can be di db methods evolved for grievance redressal and techniques adopted to reduce the
ate ::f 1bagnose ' y and labour turnover and to improve the employee relations. Trade unions by
absenteelsm : nployee satisfaction. Thus, trade unions help in reducing the

their i . g may achieve ¢! : o s
rate e:f e;twe w(')rkmlga'nouy; turnover and developng systematic grievance settlement procedures
of absenteeSrs ustrial relations. Trade unions can thus contribute to the 1mp rovements

1 . - . . .
cading to harmonio @ & roductivity, discipline and improve quality of work life.

in level of production and p

Safeguarding organisational hea
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Functions of Trade l-_F‘I!Il_!ljS‘i

——— of 1o untons can be divided into the following entegorien, vie,,;
snetrone of trade \ Of
he functions of s e .
ek e or intra-mutual functions: These functiona inelyd,
111 { or ,""'pfﬁ‘fll“ ! g ' r' ; ' . -Il'r,j'”
Militan ke i wages, providing more benefita, job sec urity, e hy i»
N, " LLY 19 1 ]

n th "‘"l{h P
na etrikes, ghernona, ete 0l

workers intereels 1 bard
harganing and direst fion s i . . | .
) atra-mural functions: There ’"”f“""" includo providing 1.

R e 1o workers durmg the penioda of strikes and loek o,
financial assstame T

nnf”” Beia
i ‘.”"r"‘“sh of %
lackness and cansahties, provision of education, reereation, pe, Meating) , :
slacknessy SIS Aland ),

facilines durng Mir ole
facil provision of ¢ octal and relyioun henefits, ete,
acihibies, P

5

- netiona ine thnting the union to |
Potitical functions: These functions in lude ll”ll!lrlllll}, the union to o politica) party, belgsy.
Hreal party i enrolling members, collecting donations, m-r-kmr:l.lmhr-lr;.r,l’lrmj,“m,m”n:"| tha
poiial part! . " s

the perode of strikes and lockouts,

Social functions: These functions include carrying out social service activitiea, djse
. 1] e .

r” I ' II ] |'. “ hamr-?.' e
= St b s sections of the s creLy, hike educating the customer:
“'ﬁ'\’\ﬂﬂhlhl 108 lhn“l[.‘.’h various section 0 Y, 7

Union Structure

Indian labour is represented by many different kinds of unions:

* Craft unions: A craft union is one whose members do one type of work, ¢, O USING Speciafipys
skills and training. It is horizontal in character as its members belong to a siniv: process OF Zrorms or
processes. A craft union enjoys strong bargaining power as its members po-..<s specialised 5;3
that cannot be easily replaced in case of a strike.

* Industrial union: An industrial union is one that includes Mmany persons working in the sam,
industry or company, regardless of jobs held. It is vertical in nature as it consists of all types of
workers in an industryv. An industrial union also enjoys strong bargaining st rength as it consistz
both skilled and unskilled workers. The employer may find it €asy to negotiate with one yp;
covering all workers rather than deal with a number of craft unions in case of a dispute.

oo

*  General union: This type of union consists of workers emploved in different industries and crafts
ithin a particular city or region. In this case, all workers are equal and there is no distinetion
between skilled and unskilled workers. There is convenience in negotiations as the employer new
not bargain with so many splintered groups. Workers, of course, become part of a huge crowd ar

the interests of an important group many not be represented properly.

There could be plant Jevel unions, in addition to 1} above, where all workers in a factory or
esteblishment join hands to protect their interests.

o Feder “"“]"H-' I'hese are national level entitles to which plant level unions, craft untons. industrial
umons and ¢

general unjons are affiliated. These are apex bodies, coordinating the affairs of various
unions in their fold.

Growth of Trade Union

Movement and Membership?
Trade unions in India, as ), MOst other ¢
system. The development of trade

‘Icountries, have been (he natural outcome of the modern factory
Unionism in India has a chequered history and a stormy career.

Early Period

Efforts towards organising the workers . tl

. . 1eir wellf;
development by social workers, philant}, ropist are wer

e made, during the early period of industrial
Sand othep reli

gious leaders mostly on humanitarian grounds.
S
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:on leadership: Then
T‘rﬂ‘h’ unio p: ature of leadership si n
! il ; rsh i i nagem
e he 1 A (e b ip significantly influences the union-management
iations as the eadership is the hpin of the management o hip

most Oi t:e trade unions in India has been outside leadershi  trade unions. The leadership of

yetheld our movement in 3o 4 . »rship mainly d ' ie

Asth India is deeply involved in politics and pufi:tit:-ﬁnv;? i;;?}?. E?hi:mal lpf‘ ﬂ:;
. most of the politict

s ava also cOMEe from trade unions
havé nions. For example, Lok Nayak Jayaprakash Narain, {ormer President

of India v V Giri, George Fernandes, all _
nvented Trade Unions in India. worked as trade usion leaders. In fact politice parties

Reasons for emergence of outside leadership: i : . : .
e v T T T paying o sl
jow education standards and poor command over E lish 1 gl G e i
¢ labour legislation an d iati nglish language which is still the principal languas®
0 : B nelgo‘ 1&_tlm?s. low level of knowledge about labour legislation. unsound \!
financial position, fear of victimisation by the employer and lack of leadership qualities. outside \
leaders have come t0 stay. The main reason for this trend is that the Trade Unions Act, 1926, itsell \}
provided the scope for outside leadership. Section 22 of the Act requires that ordinarily not less than \\
half of the officers of the registered union shall be actively engaged or employed 10 an industry to \\
which the union relates. Thus, this provision provides the scope for outsiders to the tune of 50% of

{he office bearers. The Royal Commission on Labour (RCL), 1931, recommended for the reduction

of the statutory Jimit of outsiders from 1/2 to 1/3 but no offorts were taken in this direction.

The cvil effects of outside leadership: The evil effects of outside leadership
Commission on Labour are as follows:

analysed by National

1. Outside leadership undermined the purposes of Trade Unions and weakened their authority. ‘.ll

Personal benefits and prejudices sometimes weighed more than Lnions.

2. Outside leadership has been responsible
ship has not been developed fully.

3. Internal leader
4. Most of the Jeaders cannot underStand the workers’ problems as they do not liv

worker.

for the slow growth of Trade Unions.
o the life of &

. ini issible 1 , initial stages it 1 i in the long run
Ev de Jeadership 18 permlsalhlt? in th(,vmttnl stages 1L 1S undesirable In the lo
en though OV, associated with it. Political differences of leaders have been inhibiting the

b e 2
fsﬁlui?of :{I'a:ge qpion in one industry. Most of the Trade Union leaders fulfil their personal
) and experience gained in the Trade Unions.

aspirations with their knowledge
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the evil effects of outside leadership: In viow of the lirniln!itmn of
aree 10 / y .

-."1 ;hl.- to replace the outaide leaders progressively hy the Inlt'rnnl lt.-mlm-j
-11; m Labour, 1969, alaa atated thot outmiders in the Trade Unimm sh,

ey N
Sty @ MHumen Revoun®

Moasunes (o man
leadership, 1t 1 de
Natonal Comnnssio
1} .

UB o A yannn
fundant by forees from within rather than hy legal men
an
made redunds . » B
| trade nnona should talee atepa i thin direction, lhege Mopy m
o management and b a¥ by,

Both th it |
Id assure that the victimisation will be nt zoro level, even if the - !
. Manasement should as: | niﬁnq
. I 1'||'t_
arv ld by anaiders; ) | |
es i the arean of leadership skills, monagemen technige,
; .

' ”1”*_ |1'||- |I|‘l
. }‘Il NsIvi fral
woaTamn =hl'nlll '"‘ }H"lllldl '.I '( ”1"‘ wn hl I "
} e i 108 ! ) I I'is

-
Specal leave should be sanctioned to the office bearers.
' LS i . . .
. r -
Union rivalry has been the result of the following factors:
abiv s 1 . . Ll

The desire of political parties to have their basis among the industrial workers:
Qs . .

1.
Personal-cum-factional politics of the local union leaders;

3. Domunation of umons by outside leaders;
Artitude and policies of the management, i.e., divide and rule policy; and

§. The weak legal framework of trade unions.

Measures to minimise union rivalry: In view of the evil effects ofinter-u.n!on rivalry and the Problen,
of formation of one union in one industry, it may be necessary to conmder_ the recommendatijops of
National Commission on Labour, 1969. The recommendations of NCL to minimise union rivalry are-

®  Elimination of party politics and outsiders through building up of internal leaders

®  Promotion of collective bargaining through recognition of sole bargaining agents

e Improving the system of union recognition
i . \
¢  Encouraging union security

*  Empowering labour courts to sett]e inter-union dis

organisation.

b.  Multiple unions: Multiple unionism both at the plant and industry levels pose a serious threat to
industrial peace and harmony in India. The situation of multiple unions is said to prevail when two
Or more unions in the same plant or industry try to assert rival claims over each other and function
with overlapping jurisdiction. The multiple unions exist due to the existence of craft unions, formations
of two or more unions in the industry. Multiple unionism is not a phenomenon unique to India. It
z}xiicr:\:ﬂy‘? :?:T:E ?ou;tries‘ !I_.k'e UK mInI USA. Multiple L.miunia'm affects the industrial relations
9[ ey o uuumrimuv‘;if:rﬂ c]l':::et :l\:] ;om;t)et |tm‘n and acts asa check to the adoptt‘on
mpacts of multiple upjpp dominate thépnsitive imp; 'ta'-l l'I{‘)}CPat.]C St EsiE H-U} il o,
itself into o senge of unfair competition r.= & ipacts. The nldtur? of competition tends to convert
feeling of mutug] st s . esulting in lrltgr-lllllprl rivalry. The rivalry destroys the

pPeration among leadership. It ig 4 major cause for weakening the

l] ne 1[ 1 1 1 .

putes if they are not settled within the

Union rivalry: The form, i
rmal hagiy for Tra

Union Act, 1926. The relevant apgjg, reacde Union Organisation is provided by the Indian Trade

“Any seven or m l Is as follows:
€n or more mem iersg of at : 2
trade union and by otherwise rade unjop nay be g i :
COmplying wi, theno: ubscribing (heiy names to the roles of the
]

apply for registration of the trage y piqy nder S:IZT i?',’.”‘ of this Act with respect to the registration,
CL.
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hos led to the formation of
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s unlon rivalry in
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Wi ries. But the inter-union ri
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svalry betweeh two proup:
! “m pivalries have hvi“n 0 1}‘l“fllw same unfon i snid to be inter-union rval Int
- o by . ' 1’ -
grat M veak bargal v ] ",p‘“ coause ol mdustrial d : el —
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unions in collective hargnining. These rivalrien are

Je for slow growth of t rade unon movement in the count
seountry

neial position is an essential i
sssential ingredient for the effective funetioning of trade

; Smmd fina
4 have Lo

.
" e in the process of 1 . ,
o of l!u“c““”“ L:::'(‘ldlllng services or fulfilling their gonls trade union
8t orE . i " [ B, i
ganise programmes which require o Fnancisl

the income and expendi .
penditure of trade unions in Indin over the years 13 such, with

1]
at theil i iti L
s, that the {inancial position of the unions is generally weak, affecting their functioning
their organisations and achieving higher level of financial solvency.”
ther sources of union

clude: allowances to
rinting.

urce of income to the unions is membership subscription. The o

donations, sale of periodicals, etc. The items of expenditure in

are
ses, rents, stationery, P

legrams, ete.
trade unions in India suffer from inadequate funds. This unsound financial position is
Act, 1926, prescribed

membershi.p and low rate of membership fee. Trade Union
o at 25 paise per member per month. But the National Commission on Labeour
of membership subscription from 25 paise to Re 1 in the year

ccept this recommendation.

due to low

pership fe
ded the increase of rate

Commission on Labour observes, "an important factor limiting the effective
ons in our country has been their financial weakness... In most unions, poer
e membership strength. Thisinturn, can be traced 1o the small
the rate of contributions required of members is also small.

e result of inadequat
total funds collected are small.... The general picture of

rate of unionisation,

finances of unions is disappointing."
oning of trade unions in

Other problems: The oth
India are:

L

1i.

i,

er factors responsible for the unsound functi

dern trade unionism.

erstand the implications of mo
dominance of outside

dia usually fail to und
difference account for the pre

Illiteracy: Workers in In

Their illiteracy coupled with jgnorance and in

leadership.

Uneven growth: Trade unionism activities are, more or less, confined to m

and traceable only in large scale units (especially cotton textile industry). The

also varies from industry to industry, varying between o 30-70 per cent in ¢

iron and steel, tobacco railways, cement, banking, insurance, ports an
te negligible in the agricultural and unorganised sector.

degree of unionism 18 qui
The average membership figures of each union are quite depressing. In

Low membership: I
e membership figure was 632, a steady fall from 3,694 per union from

1992-93 the averas 1 _ )
o of their small size, unions suffer from lack of adequate funds and find it

ajor metros in India
degree of unionism
oal, cotton textiles,
d docks, etc. The

1927-28. “Becaus
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[,|n111{l_l_v_r!ilf v emplayer, more or losa, enjoyed um;'u‘nnlinnm o

o tevolution, the emplo loyeon I W".
;-: the Industrial Kevoll fitions and other matters affecting emplayoen, T}, Won
Before werkd & conditio

n

Inp n I
fone, to explolt the valnerablo altunt oy 10 thefy ." Infy, e,
them, on opcan '

e e,

empores 1 Aunpyy, "y,
“;” I] ayees Iocnpes | widespread proteata fnllowed, Hnwnnnmnlnl Inlorws Llr;:,'l'i."f::!h
vomp ‘ ses AN wiea I '

:" B i :l.\nnnn' of Dghting Jointly on all work rolatog mu““"l . K..M“h:‘

‘ the imym ;
ot Warkere re s II-'II'R of collective bargaining. Gon.m."
rhane gl ¥t L
™ A TeT Al
(.(“-‘i_‘_,“_‘ _ iy, discussing and even Ihronlnnlng "0 ny
— W cm.\hnl:, dl‘hﬂ“llﬂ- | ining la np | 0 "’I’I?

- -t NG 18 the provess being 1 ]\r‘\'!f‘l\tl‘li. r‘ﬂ”l"'”\'n MIFEn R} l rnc!’( Ure hy d ) " .
[ T . . " . l : il ! I ! I
o s i f‘ -1:Iutml by agreements betweon thely lmr‘m'linim{ Ngongy and gy ‘Ilm“'
R W u»-.ﬂL-"‘: ] "‘h.{‘p}:\r ’I‘IIIHIIIIII s to arrive nl an ngreement on w;jgml and 0 or Cohdﬁl"a}ln
e MI“:t |" nl;ui the employees may huul}: the Procens wig), diver w“:n. )
s ing sot ‘ificos, An woon ag g ¢q h
emnicvmoent | rwi: a n\f.ﬂp:*-.ﬂﬂwn. mnkllm some sncriflcen mProml.. ¢ "lch‘d l!;;::
matey '?:x'u wry H , I :
- ¢ -r;"-v-- ment are put into operation,
terms of agTeemen

; lea of collective bargaining is that the employer :’"dB"ThPID)'ee relation, sh
b o or ith the intervention of any third party. Bo Parties myq Feconei, th
e ;:r:‘ﬂ'” s r%r ;:” ; h negotiations, vielding some concessions and mnking Macrifeg, th
e:flemences ‘:"ﬁ"ll ’r :‘::‘g}mm a position of strength; tlw'ru should be nq attempt ¢, " tI:.
process. Both 1,_,.?.;'15‘ n',- one party. With the growth f)!" union movement al] gyey the glo ; h:
= rwif r;:::\. ':;-';‘;m',-,nam, the collective bm'guir.nng process has. undergong 3’Bniﬁcant Chlnh
g r:fm,:‘;.‘;:.;'lz}é nr]ou realised the importance of peaceful co-existence fop their Mutyg) beneﬂ"
Both parties have, m '

anc continued progress.

Features ~ |
Some of the important features of collective bargaining may be listed thusg:

& Collective: It is collective in two ways. One is that all the workers collectively bargaj

in for the;,
common interests and benefits. The other is that workers and management Jointly arrive g a
amicable solution through negotiatjons,

o Strength: Across the tuble, both parties hurgui'n f!‘om a pnﬁitlio_n of equal Strength, In collective
berguining, the bargaining strength of hoth parties is equal, It js industrial democrncy at work,

e Flexible: 1 s 4 rroup action where representatives of workars and Mmanagement expend energieg
L OTCCT L0 arTive at a consensyy, [t has sufficient flexibility, since no party can afford to be inflexible

NS riga in such situatjons, The unique feature of collective hm'guining is that usually the parties
eant raed iart negotiations with entirely divergent viows but finally reach a middle poing acceptable
b0tk It it therefyre notaone-way streey, a give and take process,

. Voluntary; ., workers and management come (g (he negotiating table voluntarily in order to
have 4 meeningiul dinlogyg op variong troubling ingyeq, ! hey try to probe each other's views
.t‘:;"’ oughly before ayy WIng at an aceeptahle #olution, The implamantnt!on of the agreement reached
16 ulso a voluntary process,

Continuoun; Colloctive bargaining jy o continuous proppg, 1y ooa not commence with negotiations
and end wj, an agreemen,

. L. The ARreemeny |y only a he innin of eo ve bar u(m"g' Itisa
CORLINYOUS procegs which imrhnluuhnplumuulmImln‘f' the ng i of collect “

Dynamics Colloet ive bargaining s ad .
: | HIMIIE provesg g : e arrived at,
the way they are jm pPlemented, (q menta| makla-u pecalizo he vey AfTeements ar

. As a result,
the cancept jtself ehanges, grows gng eXpANds nv@:l?tql!r;} Paﬂrtiaﬂ involved keeps changing, As a
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,.,.latiumhipr Workers want to
(310 extract the maximum from wnrl‘:ni." the maxlmum from mansgement, and
o hn\-otnrmrm\t from such ponition ora by offoring an littlo an ponsible. Te s managemont
hothl s O offor. By dolng no nuuwgm:\:“{‘: clc.um lona than what [s askod i'nr”nrrlmlr?‘;: :n cr:nm::u,
whe . nt trien to v more than
mmmpt. to strongthen thel rotnin Ita contro ‘
ne r hold over workers without any '“rllr::,: ‘;Tlr:lrllf ‘;;:u ;!?qt.mn and
nnao oir prWBrl.

entationi The chief partiof
a panta in
, R Pn-penl tho claims of labour and mana colloctive hurgaining do not act for thameelves. They
P ining the employer does not deal f\?m""‘“ whilo trying to reach an agreomont. I eollactive
an o P L onawho ave suthorl rectly with workers, Ho carrles out negotiationa with
vorised to bargain with the employer on work-rolated mattors.

i plite proceas: The employera and
: fcr}::ii the table, There ia no third party ll';ltl:r:z\r:llgﬁm negotiato the Jane: divecty aco to 822

ppref

Jex: Collective bargaining i

0 80

i mdt001ﬂ= preparation for 1e t?atlon?ﬁg]l&x prnlcusn Involving a number of procedures, techniques
¥ ke up of agreement, rati ﬁgcontion, arllforce :.aﬂ;te::clon of negotiatora, agenda, tedious negotiations,

Objectives
e main objectives of collective bargaining are given below:
. Tosettle disputes/conflicts relating to wages and working conditions.

b.
2

To protect the interests of workers through collective action.
To resolve the differences botween workers and management th
arrive at a consensus.

To avoid third party intervention in matters rolating to employment.

rough voluntary negotiations and

d,

Bargainable Issues
rosa the table? Practically gpeaking any issue that has

Which are the issues that coul

relevance to management and workers becomes the subject matter of bargaining. However, in certain

specific cases both management and workers are roluctant to yield ground. Traditionally, management

is not willing to negotiate work ing that it 18 management's exclusive right to decide how

the work is to be done. Likewise unions do not W production norms and disciplinary
ir freedom, However over the

matters, because any agreement i ;
o bargaining has changed .qui'.c dramatically, thanks to the pulls

years, the nature and content of collectiv

and pressures exercised by the bargaining parties.
areas of collective bargaining.

¢ and working conditions have been the primary focus
s, the procesh of bargaining has extended to almost any area that comes under

elations, covering a large torritory. (See Table 23.1)

d be bargained ac

Traditionally, wage
However, in recent time

the employer-employee T

Types of Bargaining
yer time, namely conjunetive, cooperative, productivity

Four distinct types of pargaining have ovolved ©
and composite bargaining: These AT discunsed holow:
T tlen try to maximize their respective gains.’ .
a C cribuﬁualbarﬂai ningt The par pective gains, They
t!'(;'rt{:la'z:l‘::gromiu {xgues BuCh wajges, bonefite bonus, ete., through  zero-sum game (where
) o), Unlona negotinte for maximum Wwages, Management

my gain ia your | tting things done through workers,

08 8
wants to yield a8 little A8 PO
o companies are hit by recession, they cannot offer the kind of

s ininge Whe ;
b, Cooperative DATHR T - ied by workers ttheIﬁmeNﬂlﬂth@ymnnataurvivawuhuut the later's

oman
wages and hf}nﬂ ;‘tﬂ; pealise the jmportanee of surviving in such diffieult times and are willing to

ennart. Both P
e %
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I v
y , 'rnt substance of pargalning
Wages and warking conditions
Work nomms

Incentive payments
Job aecurly \
Chanpger N technoloQy
Waork toola, iechilgues and practicas h
siaff transtern and promollons ’£/
gp*
)

Greavancen
Disciplinary matimrs

Health and safely
insurance and benafita

Unlon recognlition
Union activities/responsiblilities

Management rights

f employment in a flexible way. Labour may accept a mm
Fety,

LRy

r wages when things improve. Management agrees to moderniga
d invest in marketing efforts in a phased manner. In Indijs cn‘ g
] mp% .

negotiate the terms 0
ghe

new technology an ; . phas '

TELCO, Ashok Leyland resorted to cooperative bargaining in recent times with o i,

" - . vlew to &uh\,

job security and hi

the recessionary trends in the automobile sector.

Productivity bargaining: In this method, workers' wages and benefits are linked tq » )

A standard productivity index is finalised through negotiations initially. Workers dopnﬂductr.-;-_:,

perform at exceptionally high levels to beat the index. If they are able to exceed th ot ha,f‘e:-,

productivity norms workers will get substantial benefits. Management gains cq ntrol °‘~'e: Standan

relations and is able to tighten the norms still further in future negotiations. Without such wor q

barga.ming agreements, workers may not realise the importance of raising Prodpm{.lu.%

organisational survival and growth. Backed up by powerful unions, they may fail to rea;:;mt}‘ for
edﬂ_“"'ﬁs =

signals from the market and respond quickly.
Composite bargaining: It is alleged b ivi
( - ; ged by workers that productivity bareaini agree
increased their workloald. Rationalisation, introduction of high tecgngloggyalg:;gt- h ments'%m
3::;::5 ha;e :?mde the life of a worker somewhat uneasy. All these steps h’a\.'e stlai-tt pmductn-;\-
ne and workers below the belt. As an answer to such problems, labour has ed hlttu;gﬁ;e
) come to favers
s for wages as usual but goes a step furthe

composite bargaining, In this method, labour bargain
employment levels, manning standands,

:f::;andmg ;quity in matters relating to work norms
wironmental hazards . i :
» 8ub-contracting clauses, etc. When unions negotiat i
€ manning standards

they ensure the waorkload of w : )
;Eajzlplﬁympnt level 1_? conci:iirj_dgzg 22;;??;5?180 th[l)s helps to mnint&in the status quo asfar
]G‘wc-r g;enz;n;r;; rr;:zn; f?armmg out business to ancil[ariei-sll; J‘;:n F-I‘tactmg clauses, unions prevent
Workers are ng ll;nfj{]t:rsﬁlTe Other.pfﬁnt diluting the bm‘éﬂil?i]lllt o Su{:‘}j . nc.tion may resu}tin
There is ng doubt that wa:{:SLlfd 1l monetary aspects to the efcﬁ?;::rllb ?r .U“.lcnb‘ s
Slage in bargaining sessiong .I'3ut0 I:]UE ﬂnld other monetary aspects conti Sl i
Fsuch aproactive stanq, worke-rs may frfbls a definite shif't.v towards com};:::;lifemb OCCU_PD_' the‘-‘?'m;ltre:‘
szﬁft;itd?ﬁiﬁfﬂ ;O - osidams ﬂﬂg EILJBI'I\,I!IIJ\:: LE;‘;W”]H“]M the forces of tiberali:;tgiaol:::ioni;tiﬁl.
freedom of employers, ;;]re:; Sl ermureju;?c:;g:] “omposite bargaining unions are able to
:4part from Periudic wage hi]ffei;T,mc?yer thisig g | e e"?“\':xf:erf; by putting certain limits on the
J:ssuea there is at least 1, dangey F day—to-day tussles oyer n Lol‘ll‘peln-ed to strikes and lockouts.
situation may not continye for | o workerg striking Werl Productivity norms and other related
workforce reductions have ¢ "1E. In comppniog like SA[WEW Now and then, Of course, even this
meif they haye t0 SUrvVive in o 1 Philips, Bata, GKW and even TISCO,
®Inahigh-tech environment, The compulsions

[

-,
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.cﬂjnﬂ! gffe"Ed by rivals in the field et
-

nf""gmg”m-";' ”;{; o= of enllective barguining depenis 0 Vi sigille wod oo 2T
. [} . " y . - e s

' fhe (_;L!utnrn. ‘fm.ur' erable time ghould, therefure, b Aerrtpnd s Vi A oA ag AT

U uullﬁc&::lirmm .l':::'nr:rnily u;,cmking, A feerive nagtIasnt bl e 8 ot 0f

ynowledBe of trade unions principlen, operating, ARG prychoingy, wol 77 w7 0%

hould D ood judges of human nature and be able L g abung #ith porryin easily oy it AT

when to speak, when o stand their ground, when o oo, when U BT crade,

. x ll‘ .'

<hen to listem
und when 10 make counter osaly. Timing is important. Effeeive speaking and detatin
are ess,cntial. \brr‘?

egotiationn:}‘f:th parties must decide an appropriste Ume and set 8 P
the parties must determine whether the tone of the neg ARt s
o, e Of PBPICIOT with lot of dstortion

A poousationa

(limate of n
for initial negotiations. At this stage

isgoing to be on€ of mutual trust with ‘nothing up our £leeve
and misrepresentatinn. or one of hostility with a lot of name calling an

, Bargaining strategy and tactics: The strategy 15 the plan and th
the bargaining tahle. Tactics are the specific action plans taken in the bargmning sees
important Lo gpell out the strategy and tactics in black an covening the (ollowng

espects:
- Likely union proposals and managemen
emands, limits of

port propo=als

1e polyses that will be pursed =2
soma It 18

d white, broadly

t responses tO them.
- Alisting of management d conceesions and anticipated uniod responsce.

- Development of 2 database to SUP
union demands.

advanced by management and to counteract

- Acontingency operating plan if things do not move on track.

Bargaining Tactics (Sloane and Whitney)
d e, and ressts any overlures tar compromise ©f pgreeet

1
?ﬂﬂfﬂ-based: Each party uncem?
ypically, what happens is that one B

2
Armed truce: Each party the other 2
ser the guUIdeines gpecified by 18

e Gther party’s actons
Alhough they Bre agversanes, A9 recogneed mal an g

s an adversary
g In fact e law 1 folowed 1o 1he letter 1o reach agreement

must be worked out under ¥
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Sound industrial relations enable a company to take [ull advantage of
e 0 tc
Chn

continuously:
of these benefits to workers ns well, Olop:
ch,-“

advancements and pass on some

& ?nril':l
;'If;f.'rn,:nt

Industrial Conflict
between labour and management do not proceed along the lines envisaged aboy
ergont VIOWs, opposite stands, contrasting demanda characterige hlhr:u,-_‘,ri}r
want more JoDs, 1"““_”!!"“1"1_11 wints to reduce staffl, raise lJrnrlm:I.iviLyn.dn
all fronts. Management wants to computerise nml. introduce lul.f.-nl technology gradually in “rd::d Bave g,
the dependence on manual foree. L“'f"_lll' :lll_ll unions cannot alford to let this happen by k,,r_p; f” {‘fﬁJJJL.t:
Labour wants a fair <hare of productivity gains. Management wants to demonstrate thoge H"" N7 Bilen g,
of nisky mvestments. The argument goeson and on, However, the survival of both partnery ip, L'h:.'-fi 3 [rujgy
“f“""”'.\’ is dependent on how appreciatively they look at each other's concerns and get :dm;lrndl_"’lrial
rubbing each other the wrong way. & Withoyy
titute militant and organised protests against existing industrial condit;
are symptoms of industrial unrest in the same way that boils are a symptom of a disordered bﬂdyrpzas'm‘
The Industrial Disputes Act, 1947, defines an industrial dispute as “any dispute or difference b;mnj,
employees and employees, or between employees and employers, or between employers and emp| Ween
which is connected with the employment, or non-employment, or the terms of employment or vl:i::em'
person”. Thus, the term is characterised by the following factors: the

Relations
of reasons. v
relations. Employees

Industrial conflicts cons

conditions of work of any
a difference or dispute. For example, labour demands something, management

There should be

does not grant the same.
be between employer-employer, employee-employee or employer-employee

o The dispute could

The dispute must pertain to some work-related issue.
and their employers is not an industrial dispute; instead, it

Dispute between one or two workmen
must be raised by a group or class of workmen.

Forms of Industrial Disputes

The various forms of industrial disputes may be stated thus:

Strikes
A strike is a spontaneous and concerted withdrawal of labour from production temporarily. It is a collective
ssuring their employers to accept certain demands. The

stoppage of work by a group of workers for pre

Industrial Disputes Act 1947 has defined a strike as “an assertion of work by a body of persons” employed

in an industry acting in combination, or a concerted refusal or a refusal under a common understanding
d to continue to work or to accept employment.

of any number of persons who are or have been so em ploye

Strikes are of several types:
a. Sympathetic strike: When a strike is undertaken to show sympathy with workers in other

industries, it is called a sympathetic strike.
General strike: 1t is a strike by all or most of the unions in a industry or a region.

b.
c. Unofficial strike: It is a strike undertaken without the consent of the unions.
i, Sectional strike: It isthe refusal of a section of a given class of workers to perform their normal duties.
e. Bumper strike: It is alstrike when the unions plan to paralyse the industry, firm by firm, the order
being chosen by the union. Such strikes are supported by the contributions of those who are still at
work.

Scanned with CamScanner



Chapter 96 |
' ) “"‘!FM' Wl
' srrlkc {“’so ca,lcd -‘Ifﬂ. 'l Fhationy h-il Ip;!...p' ‘; f.“ wm r
sl do" * o perform their Wty tool doton, po e
8o cease 1€ peric heir duties but do ool v pen down srihe)s 1L in
" v ALl

’ i ] whi
we the place of work BT

" 1 : < / n'
Jown strike: Knownas a'go-slow' tactie

AL ‘ ‘
sl m\["ll\'u\l way of doing lhmgs, the worke

' e
lo not atop working hut put breaks to

it strike: Out of provocation, workers
.

Tl ore \a 2 oy i 0 ( | { ‘
[here 1s an element of surprise in 10 on strike without notice or at very short

such wildeat strikes.

o strike: To gain sy '

nL.rafrl’ yain sympathy f -

| ‘-vﬂ:plt‘ forego food fOl‘uSpeciﬁe; )l;o‘:‘n Ithf public and get noticed by the employer, worke

e period. Small batches of workers ﬁny nl‘ = M;r .c}r:; -~
A i 50 goon a relay hunger

v
a

11clh" '

W

qrikend sequential order. Such non-vi
1 e diff ‘ 1-violent protests generally bring
(o fron out the ifferences with labour quickly. y bring moral pressure on employers

| uC].;.ﬂulso

| chout 18 the counterpart of strike. It is the weapon availa

o the workers agree to reslume work on the cgnditions :J::?dt?i::t.l:nc:vpll?fecre:;ll:js;]?};t llhnedil:::ig
‘.w-‘_;i_q;i-c‘.* Act of 1947 defined it as "ic closing of a place of an employme.nt or the su:;peﬁsioz; of wo.r}f or
the n‘:gsul of an employer to continue to employ any number of pcrsnr;s Emp]m';'d h)l him". If i; is

possible tO meet the demands of the workers, employers may decide to go for lock-out. An er.nployer

iy also pull down the shutters so as to bring psychological pressure on the workers to agree to his
conditions OF face closure of the unit.

Gherao

Gherao means to surround. In this method, a group of workers initiate collective action aimed at preventing
members of the management from Jeaving the office. This can happen outside the factory premises too.
The persons who are 'gheraoes’ are not allowed to move for a long time, sometimes even without food or
sater. The National Commission on Labour, while refusing to accept it as a form of industrial protest,

opined that gheraos tend to inflict physical duress (as against economic presst re) on the persons affected

and endanger not only industrial harmony but also create problems of law and order.

Picketing and Boycott

When picketing, workers often carry/display signs, banners and placards (in connection with the dispute),
prevent others from entering the place of work and persuade ol hers to join the strike.

| functioningofan enterprise. Through forceful appeals and negative

Boycott aims at distupt ing the norma I
event others from entering the place of work and persuade them not

behavioural acts, striking workers pr
to cooperate with the employer.

Causes of Industrial Disputes =

Some of the prominent causes of industrial disputes may be listed thus:

a. Employment: The list here includes disputes over wages, (1110\.\'1111?05. bonus, benefits, working
conditions, unjust Jdismissals, ret renchment of workers, methods of job evaluation, changes in methods
Ufpmduclinn‘. non-implement ation ufnw:m]sn!'lrihunuls. ete. The National Commission on Labour

remarked “though on majority of ocensions industrial disputes were based on claims pertaining to
the terms and conditions of employment, sometimes economic issues of a general character dominated

and, on occasions, purely political mot ives”.
b. Nationalisation: Workers prolested against the introduction of rationalisation, automation,

computerisation (e.g., Banl unions 0ppose this move even now) on various occasions, fearing large
scale retrenchment.

T
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e. Administra tion-related causes: These pertain to ill-treatment, undeseryed Punishmgp,

i V(_lrhal

abuse, physical assaults, et

d. Recognition: Disputes arose when employera failed to recognise n union ag a "”"F{ﬂining a
' €co font

Sympathetic strikes: Workers struck worlk in one plant/induatry when they wanted
- t}.mir colidarity with striking workers from another plant or industry. ©Xhiby

On occasion, family, friends, community, environment) -
“aup,
g

. Psychological/social causes:
- y rs Lo tnke lo the streets.

and concerns also inst igated the worke
jtuti + Disputes arose on account of institutional factors e
Institutional causes: Disput such as; recogniti,

unions, membership of unions, scope of collective bargaining, unfair practices.
—

Political causes: Political leaders have used unions as powerful weapons to build tensiong insig
_ : . : " i
industry with a view to satisfy their own private ends on a number of occasions, especiall, e
. in

aplant/
u:inniscd places like Mumbai, Ahmedabad, Kanpur, Calcutta, ete.

table 26.2
[ Percentage Distribution of Disputes by Causes ﬁ

Cause Group 2000 2001 2002
-

1. Wages and allowances 206 26.9 213

2. Personnel 1.5 12.0 14.1

3. Indiscipline 26.1 25.0 239

4. Bonus 9.0 7.1 6.7

5. Charter of Demands 13.5 ; 1.0 10.5

I Source: Pocke! Book of Labour Statistics, 2003-04.

Industrial Disputes in India®

Industrial dispute in the form of a strike or a lock-out, is a double edged sword. It means stoppage of
work, causing production loss to the employer. The worker, at the same time, is pushed to the wall as he
loses his earnings. Disputes were not wide spread in India before the First World War (1914-1918).
Workers were largely illiterates, had no organising powers and clearly lacked strong union leaders who
could fight on their behalf and deliver the goods. A timeline on major industrial unrest/upheavals in

India may be provided thus:

I 1918 - 1920

®  Many strikes during this period. People were ever eager to fight for their democratic rights.

® 1919, more than a lakh workers of Bombay Cotton Textile Mills went on strike.

® 1920, more than 200 strikes affecting near 1.5 lakh workers.

II 1921 - 1928

o Afterthafi i .
t er the! I;;st. wnf!d Wwar employers were keen to introduce rationalisation to cut wages with a view
o cope with sluggish demang conditions.

hut down: - i
° .TISCO:d :l ddown, E.I Railway strikes and strikes in Bombay Cotton Textile Mills were common;
increased tendency to use ‘strikes’ as g powerful weapon

o  Binny and Co. affected by strike/lockouyt. Buckingham and Carnatic mills closed down.
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