/ Intrﬂd“ﬂun“ and. labout, capital and prganisation.

. " .+ otified four factors of production, Vi, = in the modern society.
Economists have traditionally ﬂ:ffmﬁ duetion is becoming increasingly if!:'l-"“""“’:“t 1; , ; : bl hut?rt
The role of labour {ﬁ B et d’;ﬁmﬁlm no doubt, are vital glements in the Pr:tlff ;E:—:HPFF s wt:u

+ TR 8Tt i . i ings ar A :
Capitaland et e S5 Le wealth of a eompany. “Human i izati d
is labour which contributes most ta the ic and political organisations and carry

; «+ natural resources, huild sorcial, econom : SRR -
?mumuhtﬂhéﬂrf;tﬂﬁuﬁgzm * Growing industrialisation and the rapid expangio rvices sector
arward natio L g

he concept of human
op i 50g. The emergence of t
pesulted in the galloping demand for gkilled labour after D .
lati ";1 Ean re.m::tr:fm management and human resource development contribu ed to the growing
relations, hum

: ions he issue of divoree of the workers from

i - .ouie of industrial relations arose from © : 8 fie
ﬂrmpumrtmn:h?f rnhm;fmﬁ;: af the production process. This has brought about ars.me r{:.ihe 1:!‘ iliii??atmn
a::?i loas :rrf indpependance on the part of workers and is prohably the P“mag-‘" EMEELEE:E ;Zr:: = 'E-L;JUE!-.
Industrial work has drastically reduced the independence of workers an mﬁdf‘E ; hEE n the
achine — a kind of ‘second class citizens', The disciplinary rules for work have become guile arzh and
::'h' The heterogeneous nature of waorkers, illiteracy and politicisation of trade unions mﬂdlll'- it
e i ir ri jitedly. All these factors have led to growing

impossible for the workers to bargain for their rights unitedly.

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 ina
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 initistor of policies and the other, as an employer by setting up an
extremely large public sector.

The term ‘industrial fﬂl&tims' has been defined by different authors in different ways. Dale Yoder
:lei'mud it as “a relationship between management and employees or among employees and their
orgunisations, that characterize and grow out of employment” 2

Am{ding to R "q'. Lester, industrial relations “involve attempts to have workable solutions between
llmﬂ.ﬂmtfng objectives and values, hatlwean incentive and economic security, between discipline and
industrial democracy, between authority and freedom and between bargaining and cooperation”.®
According to the [LO, "industrial relations deal with either th ionships between the state
employers and the workers' organisation or the relation i 4 " sl

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

Tﬁmmhﬁmmmmw@mmmf‘mm arise out of employer- employee interactions.

blocks, i.e., the employer on one side and the

employees on the other side, =

2, Web of rules: Industrial relati "m',,ﬂ! - -
the industry and the labour. ME “f rules’ formed by the interaction of the government,
employers' associations, trade mmwmmﬂmphgﬂmd employees and between
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SR 0 Inchabisk Velstions and Industriaf Dieouies @ 585
H“Itidimensmnuh Industrial relations are fairly multi-dimensionzl
-~ n

i“ﬂugﬂﬂﬂd, by & complex set of institutional, economic and tooh o id cltn nature as they are
actors.

Box 26.1: Factors Influencing Industrial Relations
Hﬁﬂmm“ are influenced by vanous factors viz | institutional factors economic factens and

s technological factors

i ingtitutional factors: ':"IIEEE _Fanu:-ra includs govermment policy, Iatbour legistation, wallintary courts, collective. anmesmen
employee couris, employers' federations, social Institutions ke community, caste, joint femily creen, syste : F bl -
stfitudas of workers, system of powee, status, eic. e M SIHOF beyielh,

jc factors; These factors include economic i ifali
g Economic organisations, |ike capifalist, communist,
{abour force, demand for and supply of lbour forca, efc, e A

3 Technological factors: These factors include mechanisation, automnation, rationalisation, compulesieation ate

i

ic ﬂ-ll'l-d changing: Industrial relations change with the times, generally keeping pace with
the expectations of employees, trade unions, employers' associations, and other economic and social

institutions in a society, Apart from the legal framework, these societal forces generally influence
the direction of industrial relations within a country.

5. Spirit of compromise and accommodation: The industrial relations syatem is characterised by

forees of conflict and compromise on either side, In the larger interests of seciety, both the employer

and the employees must put out fires amicably and get along with each otherina srpi;it of compromise
and accommodation. The individual differences and disagreementa must be dissolved through

persuasion and even pressure. The factors responsible for conflictful situations need to be resolved
through constructive means.

4. Government’s role: The government influences and shapes industrial relations with the help af

i toms, traditions, as well as
laws, rules, agreements, awards of courts and emphasiz on Ugages, cUSLOMS, 1T 8w
the implementation of its policies and interference through executive and judicial machinery.

7. Wide coverage: The scope of industrial relations is wide enough to cover a vast territory comprising

of grievances disciplinary measures, ethics, standing orders, collective bargaining, participatory
a[&w.lﬁﬂa, ﬂiﬂ:[:'llte settlement mechanisms ete.

8 Interactive and consultative in nature: Industrial relations includes individual relations and

pint consultation betwean labour, managemen unions, the state ete. It piupninl& the importance
A ; = : tl TO1AE, t v . ;

: tﬂm:]' : ; m]l:ll:hclﬂl?iﬂl:l i of conflict and controversy mrE.nlﬂn.gdlsputﬂﬂhEtﬁeﬂn
ﬂfi‘.‘ﬂﬂpl‘ﬂ‘mllﬂﬂ' Aceo 1 plm::e i

- = e - i A

"‘H Cay .-uull mﬁm = mant"

'
-
!

[ indushial Relations: Major Influences

Gawarmmeant Fules,
fowards, Policies

Employess
Ermployar

"-.‘__-..-_

irdusiriad
Retatang

Employers \ﬁ Trade Unlons !
AsS0Ciations

Llsnges, customars, traditions within
a country
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- Objectives of Industrial Relations

The fundamental ghjective of industrial re Iatiu:l'n 5 i
emplovers, The other ohjectives can be drawn from t

1. Toenhance the economie status of the worker;
To regulate the production by minimising industrial conflicis through

tn maintain sound relations between &0 ployees and

his objective. They are:

gtate control;

2.

4.  Te socialise industries by making the government an emplayer; = |

4. Toprovide an opportunity to the workers to have a say in the management and d&mm”“"‘?ﬂkmé"'

5. Toimproveworkers' strength with a view Lo solve their problems through mutual negotiations and
consultation with the management;

6. Toencourage and develop trade unions in order to improve the workers' collective strength;

7. Toaveid 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 factors. "lrﬂ'ﬁ':’”-“
approaches have, therefore, been used to expluin the multidimensional nature of industrial relations:

s 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 ete. — in different
ways. Dissatisfaction with pay, benefits, services, conditions of work compel workers to turn aggressive
and resort to-strikes, gheraos ete. 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 aleo compel people to go in different directions, sacrificing the broader
arganisational interests.

s Sociological approach: A number of sociological factors such as the value system, customs, and
traditions-affect the relations between labour and management. Problems such as urban congestion,
chronie shortage of affordable dwelling units, convenient transportation system, pollution,
disintegration of joint family system, etc, add misery to the lives of workers. Accepted societal
norme, traditions and customs are pushed to the wall in such a seenario, Culture pollution sets in,
rubbing workers the wrong way. Such sociological changes impact industrial life significantly, forcing
‘parties to assess, analyse and find solutions to conflictful situations on a continuous basis,

- mmwwﬂhﬂmtuhmﬁaﬁmminﬁrﬁuahmmqﬁm
by a variety of social and psychological factors, not just earnings. Human behaviour is influenced by
rmlmga_f mﬁhtﬁnntumd attitudes. Informal work groups play an important role in shaping the
‘attitudes and performance of individual workers. People do not like the idea of being treated as
mmh!nﬂ.ibrahﬂﬁiﬁmhndmnﬂintluﬂmwurkplam.mmmmnm to possess effective

ﬂﬁﬂ]ﬂﬁﬁﬁ@#pﬁiﬁn@!ﬁrﬁ@jﬂhhhﬂpﬂrﬁnt,ﬂﬂﬂwmkmtupmﬁnipumin
wnrk__mwﬂ!ﬁ_._. lcaurage work groups to flourish and try their best to keep workers happy
Eeonomic _ nOmig Wﬂs must be used to meet the physiological and psychological
requirementsof workers from time Every attempt must be made to integrate the individual
ohjectives with overall organisatio ectives to avoid conflict and controversy in industrial life.

i __-:E‘rmident of India} collective bargaining and joint
etwean labour and management, Qutside interference must
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t all costs whi 2 :
helﬂ;ti;ﬂ;hit;:fm ;'l;:i :EF;DIva differences between the parties. Trade unions sh
w]::ere s At Utl?nrupu_lﬁury adjudication to resolve disputes. Giri EE G
b from time to ti SCUNEY In every industry and every unit of th _‘-f'lliﬂ e
differences b with aetive encouragement of govern ‘the industry to settle
not e_ucrﬂach Hpon industrial peace’, ment. utside interference should

Gandhian approach: Gandhi ji accepted \W

’ Kl pted the work : :

be exercised in just cause and in a peaceful Worke rlghl': to strike but cautioned that this right

. hichlights the £ peaceful, non-violent fashion. The trustéeship theory advocat
by him hig :E a the fact that‘ wealth belongs to society and not to the owners of an_:tmeEd
0 “ruk:l?s Eﬂt :r:;:l TT}? ?hﬂ Interests of society. If they fail to pay minimum wages L:Fwirfkti
ﬂi&nt non mﬂgemr 5 r.; ir conscience. If this does not produce results, they should resort to non-
v ion (Satvagraha). Before adopting this strate | et ;
: ; ; gy, workers must believe in their

ml;;t:ifﬁ Btrfmﬂgth’[‘hm-]d nf::ta 1!:l'IuEI f:rucfal point that without their active cooperation, capitalists cannot
BREIEYE CREE ML e capitalist, in his own zelf interest, is expected to hold industry in trust for the
society, treating workers as partners and co-trustees in a progressive venture.

HRD Approach to Industrial Relations

Az r'lghi_:-l}.r pointed out by lshwar Dayal, Human Resource Development involves (i) ways to better adjust
the individual to his job and environment, (ii) the deepest involvement of an empioyee in various aspects
of his work and (iii) the greatest concern for enhancing the capabilities of the individual. The HRD
upproach recognizes employess as the greatest assets in an organisation; believes that they can be developed
to an unlimited extent with proper incentives, atmosphere and treatment. It is possible to integrate
human nesds with organisational requirements. If the manager has a caring, helpful attitude towards

j and creates a healthy work environment {eharacterized by values of openness, enthusiasm,
trust, mutuality and collaboration) employees are willing to give of their best to the organisation. So
managers, in their own self interest, must create a motivating climate 5o that employees commit themselves

to aﬁﬁ;’n&ﬂ‘hnshﬂwhq!ehaaﬂedl}t The underlyving assumptions of industrial relations and HRD may best

hﬂéaumm:ﬂri.'ﬂ'aiﬂhuﬂ:

tebile 261
& ﬁmmwm_mm Relafions and HRD

—ndustrial Relations D

prplayer neiations. ane contrachual Phikrsaphy Emplaysr-employes refationd snould b= based

4=

Emplayan-g

and enveloped by econaniic faciors on trust, understanding and opennass

The emphasis is on exirinsic Rewards intrinsic rewards Spur peoale o

rewards supsdhar perormance

The focus i naot-on davelopgad Foeus Devalop the empleyes thiraugh HAD initiatiées:
the employes. caning; counssling, mantarng. Nelping, coaching.
Folow eode d put aut Crientatian Pravantive, collabargtive approach

iha ﬂ;h; qﬁ}hﬂ:n:&::uﬂpmn whene ralations mabtier most and ned rulag
Pluralist Hature of Relations | Unidanst

Mianflanng Murtunng, canng hstaful

Managerial 28k yig-a-vis labour
C.onFied el be funchonal, stimutating and heafihy

unheatihy and is at the care ol Condlict

Instititionalised, : : .
: ' industrial relations, repch fmmporary uees if uned preperly, manage cimate afd cliure
-_ A 1 w o Comrmunication Increased flow
| Owision of labaur Job design Toarnwark

Maragerial skl Faciditation ' _'J

o D
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-allor, coach, mentor and
i 4 ts, i, of & developer, counst
The manager in the HRD approach wc&ri mﬂ:::ﬂn ngnd “iucates peple, acts 85 8 change agent and

blem solver. He tries to integrate Wor : e olicernar, SUPETVISOr, appraiser,
problem vk erivironment. The traditional m]efd thzr_ troubled industrial relations,

sdes & conducive, healthy wo : 2 P
legal advisor and fire-fighter o5 evidenced in companies characte A by s are built around mutu ol

thus undergo a radical transformation where the lahour-managemen
Lruat standing and eooperation. : .
L . 1 enrichment could be used effectively to make jobs

intervent ch as work redesign and jo vl _followed by a
HI:r[; letamgi:;ntiiumpiuveas. Ta avoid role conflicts, role analysis could hﬁ mtf;:;;i : r:pln}reea :nl:]
Eﬂﬂl‘-nﬂt elaboration of what the employee is supposed to do. To build coopera ]"‘;‘E R o
hotween labour and management, team-building exercises could be undertaken, '

: : rans £
eounselling and coaching spssions could be arranged from time Lo time. A c}:mﬂte DLSP;S: tgulvepfl::;y
o amunication would put out fires quite easily. Training and feedback sessions WO =

: i ers
other industrial relations problems smoothly. To overcome some of the troubling IR 1s5ues, Mmanag
should focus on aspects like:

e  Clarify goals
# Reward performance
e Empower people at all levels

e  Treat people properly
s Follow two-way communication channels
s  Settle issues in an atmosphere of trust-and understanding, W
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 ynion. The constructive attitude in its turn depends on all the basic policies and
procedures laid down in any organization for the promotion of healthy industrial relations. [t depends on
the ahility 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
a:m:hanne of strong, inde_l:ue_ndem., rmpnnﬂjhle, democratic trade unions, the promotion of collective
hﬂ.lrgnmmg — a fair and independent machinery for the peaceful settlement of industrial disputes, the
existence of good human relations, and lack of any kind of discrimination are certainly the essentials for
ahealthy induestrial relations’ situation. .
It is not easy to promote and maintain sound industrial relations. Certain conditi
' . ; : : itiona should exist
maintenance of harmonious industrial relations. Thay are: el e i
L Existence of strong, well organised and democratic employees’ unio
: ' : : ns : Industrial relation
will be sound only when the bﬂrgﬂ.in:i]lg power of the Emp}areag‘ L r

: unions is equal to that of
Wmt. ﬁm‘ trﬂdgunmn CAR ect the | i = eq 0
job security, ete. : B employees’ interest relating to wages, benefits,

ii. Emtﬂtin:: ::ﬂ mwﬂdw mphyer:' unions: These associations are helpful for the
promo mainte nance ol uniform personmel policies among various organisations and to protect
the interests of weak employers. ]

iii. Spirit of collective bargaining and willingness to resort to volunt i
relationship between an employee and the employer will be congenial only when the ﬁiﬂ‘merm

™,

#.
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tions and faclusial
petween them are settled through mutual peentia: | Dhiputes ® 58O
intervention R paﬂy_ Collective bargaining : than through the
gettled through mutual dizcussions and Fisimtis

put aot to adjudication, in order to maintain SO ity referred to voluntary arbitration

Maintenance of indusitrial peace: Perm anent . _
i tha Tollomng Mk industrial Peace In an organization can be ensured

Establish machinery for i i
4 prevention and settlement of industrial disp 151
i : | utes. This inchudes legialati
and ﬂf&f:uva I:uuamlrea.rPre:retntwe measures include works committess, st:nd;r]:]ggil;ﬁm
We}tfhmi 5 4;:; shop EEI'LII'II:I.]..?I:, _}mlnt councils and joint management councils. S-I:t.r.]em:rri
me s mclude voluntary arbitration, conciliation and adjudication,

b. Government should be provided with

wherever NECERSATY, requisite authority for settling the industrial disputes

¢.  Provision for the bipartite and tripartite committess i v
of conduct, code of discipline, Et:' mmitiees in order to evolve personnel policies, code

d. Provizion for the various committees to implement and evaluate the collective bargaining
agreements, court orders and judgements, awards of voluntary arbitration, etc,

Significance of Industrial Relations -

l‘.]mdlmlustnal Relations implies peaceful, harmonious, fruitful relations between lsbour and management.

Insuch a situation, both labour and management realise their mutual obligations toward each other and

resort to actions that promote harmony and understanding the following benefits accrue from such a

productive relationship:

¢ Industrial peace: Unilateral actions disappear; both parties consult each other before initiating
-any action; they primarily focus on goals that are realisable without overstepping their territories.

'!-_him: #n'mw: The process of joint consultation paves the way for industrial democracy.

‘MMMWEEH to give of their best to the organisation and share the fruits of progress

® Improved productivity: Cordial relations between labour and management ensures uninterrupted
production and single-minded pursuit of pre-determined goals. It becomes easy to realise even
difficult targets in such an atmosphere, The excellent track record of Sundaram Fastenera (A TVS
Group company which won the prestigious GM award for the fourth successive year in 1999 as a
quality supplier of radiator caps) is worth mentioning here. It is known for zero breakdowna, zero
“accidents and zero defects. Not a single day has zo far been lost due to a strike in the company. It is
the first company to get the ISO certification (in 1990]. The per-employee productivity is comparable
to the best in the world, One study rates the company among the 20 most competitive companies in
Asin. (The Week, May 28, 2000}, Another group company, Sundaram Clayton received the Deming
prize in 1998 — making it the only Indian company that has ever received the award outside Japan.
The 45-year-old CEO, Venu Sreenivasan hires every worker for both companies but allows managers
to be appointed by his chisf operating officers, During 1998-89 he has taken a 10 per cent cut in his
salary in order to avoid having to layoff workers! (Business Today, Nov 22- 6 Dec, 1998).

*  Benefits to workers: Cordial labour-management relations ensare higher productivity. The company
would be in a position to offer fair economic and non-economic incentives to its employees. This, in
turn, would spur people to realise targets and get ahead productively. It becomes easy for management

L 1o initiate nesded changes quickly, in line with market demands and improve the lot of workers
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eontinueusly, Sound industrial relations enable a company to take
advancements and pass on some of these henefits to workers as well.

full advantage of technological

-~ Industrial Conflict

Relations between labour and management do not proceed
of reasons. Divergent views, oppusite stands, contrasting :
relations. Employees want more jobs, management wants to reduce staff, rai
all fronts: Management wants to computerise and introduce latest technulﬂ-gj:lf gradually .
the dependence on manual force. Labour and unions cannot afford to let this happen by kﬂﬂ;:rmg atlen:;g.
Labour wants a fair share of productivity gains, Management wants to demonstrate those gains as fruits
of risky investments. The argument goes on and on. However, the survival of both partners in the industrial
activity is dependent on how appreciatively they look at each other’s concerns and get along without
rubbing each other the wrong way,

Industrial conflicts constitute militant and organised protests against existing industrial conditions. They
are symptoms of industrial unrest in the same way that boilz are a symptom of a disordered body (Patterson).
The Industrial Disputes Act, 1947, defines an industrial dispute as “any dispute or difference hetween
EIJ]F-IUFEH- and employees, or between emplovees and employers, or between employers and employers,
which is connected with the employment, or non-employment, or the terms of employment or with the
conditions of work of any person”. Thus, the term iz characterised by the following factors:

®  There should be a difference or dispute, For example, labour demands I
i i Y something, management

o  The dispute could be between employer-emplover, employes-employee or employer-employee.
®  The dispute must pertain to some work-related izsue.

along the lines anvisaged above for a variety -
demands characterize labour-management
se productivity and save on
in order to reduce

®*  Dispute between one or two workmen and their em : b
- : ployers is not an industrial dj 1 :
must be raised by a group or class of workmen. strial dispute; instead, it

», Forms of Industrial Disputes

The various forms of mduatnﬂi disputes may be stated thus:

' 1k ﬁ!‘mh}rﬁzm’thﬂ
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S ‘::hmﬂ strike (also called stay-in, tool down, pen doun strike): It is a strike in which
WOTHers ceare to perform Eheir duties bt do not e the place of work,

g Slow-down strike; Known ae a ‘go-slow’ tactie,

the normal way of doing things the warkers do not stop warking but put breaks to

decide to forego food for a specified period. Smal batches of workers may also go on a relay hunger

strike in a sequential order. Such non-vislent
0 ? o Protests ' :
to iron out the dlfrﬂmnc{ug, with libotis *:lu'i.[!k]_}'_ EEI“IE.H}I' i:IT!'ﬂE moral Pressure on Emplu:r‘era

Lock-outs

L_,nchuuut 15 the counterpart of strike. It iz the Weapon available to the employer to close down the factory
uill the workers agree to resume work on the conditions laid down by the employer. The Industrial
Disputes Act of 1947 defined it as “the closing of a place of an employment, or the suspension of work or
the I"Ef!lHEJ of an employer to continue to employ any number of persons employed by him", If it ig
impossible to meet the demands of the workers, employers may decide to go for lock-out. An employer
oy I&!B‘J pull down the shutters so aa to bring psychological pressure on the workers to agree to his
conditions or face closure of the unit.

Gherao

Gherao means to surround. In this method, a group of workers initiate eollective action aimed al preventing
members of the management from leaving the office. This can happen outside the factory premises too,
The persons who are ‘gheraces' are not allowed to move for a long time, sometimes even without food or
water. 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 eéonomic pressure) 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 wmﬂﬁm with the dispute),
prevent others from entering the place of work and persuade others to join the strike,

i ;di i 101 . Through forceful appeals and negative
Boycott aims at disrupting the normal functioning of an enterprise
: bahavioural acts atriking workers prevent others from entering the place of work and persuade them not

to cooperate with the employer.

Causes of Industrial Disputes =

Some of the prominent causes of industrial disputes may be listed thus: |
The list here includes disputes over wages, allowances, bonus, benefita, working
: The

& Employment: Fjoh evaluation, changesin methods
A o2 ; strenchment of workers, methods o ALiG
5 conditions, unjustdismisses I DT o ofribunals, etc. The National Commission on Labour
R g reolickion, naning iority of oecasions industrial disputes were based on claims P‘Eg:lml .
I sk hcighon 8 hmmeﬁmesammmihiamﬁufﬂgmﬂﬂlm

el P"“’"Em‘_'fmn""‘ﬁm}"’ motives”.
Hr_& Mmhu?“fﬂfﬂ &ﬂmmwa even now)} on various
\ ..Mﬁil '-:.':-!i.- nt.

p "l
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o Administration-related causes: These pertain to ill-t
abuse, physical assaults, et | | 57 A S
Rem.u!‘:iﬁ-n Disputes arose when employers failed to recognise & union as-a bargaining age

d. m: Lhs . I . | |

Workers struck work in one plant/industry when they wanted to exhihit

orkers from another plant oF industry.
iends community, pnvironmental pressures
1

reatment undeserved punishment, verbal

e. Sympathetic strikes: :
their solidarity with striking w
. Puu.'m.[ugimﬂmciat eauses: On occasion, family, fr

and concerns also instigated the workers to take to the streets, .
jonal factors guch as: recognition of

; . T unt of institut ;
g. Institutional causes: Disputes arose on acco s

uninns, membership of unionz, scope of collective bargaining,

b Political causes: Political leaders have used unions as powerful weapans [}“ hm]iﬂ:_:““”“fi;‘f“?“
aplant/industry with a view to satisfy their own private ends on a number of ocCcas , especially in

unionised places like Mumbai, Ahmedabad, Kanpur, Calcutta, ete.

:-nn=26.2

| Percentoge Distibution of Disputes by Causes

Cause Group 2000 2001 2002
1. Wages and allwances A 2649 213
Z. Pormsonneal 115 124 a1
3. Indescipling 261 250 254
4. Bonue oo 71 B.7
&  Charbar of Damands 13.5 11.0 105

| Soue: Pockel Book of Labour SiaSialics, 2003-04 |
Industrial Disputes in India®

Industrial ni.m;mtun the form of a strike or a lock-out, i a double edged sword,
:n:,hﬂmpmdmhnnﬁnu:m to the employer. The worker, at the same time. is pu
carnings. Disputes were not wide spread in India before the Firlst Worl
5P _ g d War (1914-1918),
Workers were lnrgely illiterates, ha:] no organising powers and clearly lacked strong un_;_ﬂn{]mdgﬂ Wl:::l
eould ﬁﬂtmmmmﬂdﬂmthEME.ﬁﬂmEHMDHMﬂjﬂrhdm et .
ltﬂumurhepmv;,_d_ed'thm; i ipheava i

I 1918 - 1920

It means stoppage of
shed to the wall as he

. Hm;_nﬂha-dmingthiupaﬁuﬂ.Pmplewmemesgarm
1918, more than & lakh workers of Bombay Cottan Textile
. um.mmﬂmimwikuaﬂe&ing near 1.5 lakh wo

fight for their demacratic rights.
Mills went on strike,
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™ Formation of ILO in 1919 AITUC in 1920: Trade U -
1824: e : Lot 1 TB0e Union ActSin 1826; Industrial Disputes Act
: & coneilbiation machinery was provided for setting ot Beucatlte i Epules
I 1929 - 1939 T
e Depression hit the industry sadly. 1928, 1828 — intense industrial \friras
1830-1937 relativ : i :
. i Mu;h;'i"“]x" peaceful, baring short-lived strikes in Bombay Cotton }/'ls snd a general
o 1837-1938 unrest increased. The Congress Party' i : ) ot
1938 the number of strikes was 370 afd 290 myp;:::ufmum i sy w1097 o
e 1938, 406 disputes involving nearly § lakh workers. The Second World War (1839-1845) worsened
the situation further,
IV 1939 - 1945
e Sep 1938, war broke out; inflation and rising prices, high cost of living, low purchasing power of
workers,
o Disputes rose from 522 in 1940 to 684 in 1942 Between 19391945, 4000 strikes led to a loss of
31.5 million man-days.
® A larpe number of strikes revolved sround the issue of dearness allowance. ;
e In 1840, 1,965,000 Bombay textile workers struck work for over 40 days.
e Defence of India Rules framed, paving the way for compuleory adjudication of disputes and
prohibiting strikes during the court proceedings. 1942-1946 waa relatively free from large scals
V 1940 - 1947
e  Between 1540-1947, a total of 7008 !It.lt‘ﬂlii'-ﬂ tunlf: ;tlal:a affecting cotton, woalen and ailk mills badly,
followed by unrest in engineering, railways, mining, etc.
) . i f disputes. Bombay (now Mumbai}
s Demands for higher wages and bopus were the main causes 0 and UP duri
e s ihe moat troublesome city (542 strikes) followed by the states of Bengal, MP UrIg
- this period.
VI Post Independence 1947 = 1974 e e
o aised hopes among the workers, =
*  Tall promises made by Congress mp;mnat in the minds of workers, communists influenced
steeply, the fe of retrenchment was U
R i hl flllﬂﬂ under the circumEtances;
the thinking of working cias and jute mills suffered most. Code of
| Railways, P & T in 1949, textile
* Intense labour unrest in

:«,quﬂdmmmnnqmﬂdniﬂﬂm'ﬂdlmmmﬂh

4
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Industre] Bielatiom aed ledstial Disputer #3593

| Trendsin Recent Years
ertant Data Regardin
@ Dlsputes

. Disputes by Sector (Number) 000 2001 2002
Pubiic
Private 125 138 63
#‘_‘ Baf 535 518
- Disputes by Strikes/Lockouts {Mumbar)
Strikes
A2 a2 205
Lockouts 245 W02 284
Mandays Lost in Disputes.
{by states in '000)
¢ Andhra e 1458 1718
; Warmataks X 1008 3z
< e Miharashtra - 742 :;
X sthan = 1258
s & 1842 e
o -‘ Tamiinadu o
i SaEs i 14847 b
— - -'hu-:!."'. West Bangal A
':- F;.'_,‘-EI:IEF'-' i H’ ; 208 268 P
- e . Wages and allowances 11!'; 120 1
-‘-:"‘."r.- -  Personnel i ' 258 209
e (riats : o 105
9 i
1“ 1“
68 il
3‘_‘ I -ﬁ|n

. ,-.L lh-':_.
[ '-“l‘-.f
e
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[ Trends n Recent Vear Tmpern amse—
Date Regarding bipuies

Disputes by Sector (Number) 2000 2001 2002
Pubiic
Private
Disputes by Stri '
“silng keaflockouts (Numbar)
Lockouts:
Mandays Lost in Disputes
{by states in '000)

gl

i3 E8
84 &=
8

204

- 1498 L

: . = g8 | toet
R e e i

. : . 1663
‘ e | MRS '.-'_hm_ i, o “.-1 1'5:11
| wessema 7 i

s s e R BT T R R T RN = H B 243 |
| weges and stowances 24 e

; 1
- &= e 15 120
b e | “Pashonel 259 298
. = 1.0 e |
67

180 16.9

i!tl- 370
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Though a largs Numbey

o Chepte: 26 Irchingral Refwtions aed Indweesd Digpuien @ 557
operational at the sng

of eomm;
tiees were :
. a8t i
ablighed g T_Fsa central sphere, only 530 committees were
Committees wers jn existence!),

w o
either. The comm; oTe not clearly defined, TI?;:;DPM of several reasons. The seope and functions of
: bsence of |agg| VISOLy nature of the committee did not help matters
E?WEH‘ eould not enforee its own decisions, Multiple
i Emplﬂ}"ﬂl'l used theas i FL the plant level. This had only esealated tenslons
Srtuittads fagst : !‘ mmm:ttelas (filled with their own ‘yee' men) to fight
i earing dilution of thair nowe. 1o £eh Unions did not weleame the formation of these
co m“ dﬁ not fhnﬂiﬂn ﬂ.t-ﬂl.l furtpuwﬂr: Ln!ﬂﬂﬂ Junkﬂd upon Lhep_.,e az thelr rivals, HM}, wiorks
do not discuss matters of real imé'ﬂﬂﬂnh:l? “Xist only on paper. They do not meet at regular intervals and

: o887 H'll?“ on Labour (1968} the advisory nature of works committess, the

opposition and reluctanca N their exact scape, their functions, inter-union rivalyies, union
of employees t5 utiliza such media have rendered works committees ineffective
B. Joint Management Couneils (JMCs)

In the Industri i :
al Policy Resolution 1858, the need for joint management councils consiating of

tatives :
represen of management, technisians and workers was emphasised. Management must surply

facts regarding the working of & unit and the council discusses various matters across the table and
recommends steps for improving efficiency,

The main features of the scheme are given below:

® Thescheme is voluntary, not obligatorr,

e  The JMC should consist of equal numbers of representatives of workers and employers (minimum
6 and maximum 12),
o JMCs should look after three areas: (i) information eharing (ii) consultative and {iii) adminiatrative.
 Matters relating to welfare, safety, training, holiday schedules, formulation of standing orders, ete.,
all come under the above three categories.

e  Decisions of the JMC should be unanimous and should be implemented without any delay.
.

_ Tﬁl.mﬂ&.!huﬂlﬂ not encroach on the jurisdiction of works committees.
3 l L wmmdwﬁmwmmmﬁammmqnmmmﬂmﬁﬂmrﬁmm“n

' it S sonstituted in a large number of public and private sector units being over

= A, . Wﬂﬂﬁwhi ra there is 8 strong trade union, and where the labour-management

e 00 or more WoT # i R T . ’ '

7 = n - m"ﬂl 4 ; =

-":1:"' ’mﬂ ‘ﬁaF in over 150 units, but af present about 80 are operating in
s was to be I , Ingecticides, HMT, Indian Airlines, Air India, stc. and in a large
Hindus : ‘Iﬁﬂﬂlr Arvind mills, Modi Spinners and Weaving Mills, Travancore

A hias not succeeded in India, As one expert commented, “the warks
e have failed . . It s living in & fool's paradise to believe that lahour will
- amt", Factors such as lack of interest on the part of workers, union

- ) = rules and regulations which govern the conditions of employment
B o
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558 8 Hupan Restaroe Masagenont

oriers ditions of em ent are sought to be regularised, paving the way for industrial peace
and h::.:::;::.n The Induutriflhg:plﬂ}'ment (standing orders) Act of 1946 provides for the fm_m_mg of
standing orders in all industrial undertakings employing 100 or more wnr%:nra. Ags per the prw:allum of
the Act, employers have to formulate standing orders in eongultation with workers and submit to a
cartifying officer. The matters to be highlighted therein are: (a) Classification of employees, (b) Hours of
work, holidays, paydays, wage rates, (c) Shift working, (d} Attendance and late :nn?lng. (e} Leave rules,
if) Temporary stoppages of work, (g) Termination, suspension and disciplinary actions, ete.

The certified copias of the standing orders must be displaved prominently inside the undertaking. _C!nr.e
certified, the standing orders are binding on the emplover and the employees. Violation of r:undit_.mna
mentioned therein invite penalties. The Labour Commissioner {Deputy Labour Commissioner, Regional
Labour Commissioner) exercises the powers of certifying officer and in that capacity has all the powers of
& civil sourt, The Act has bean amended a number of times, the latest in 1982. The 1882 Act provides for
the payment of a subsistence allowance to workers who are placed under suspension.

Grievance Procedure

A grievance may be defined as "any real or imagined feeling or paraunu.l‘:'njuatice which an employes has
concerning his employment relationship”, Grievances have to be redressed promptly. Any attempt to
suppress them may backfire and may find expression in violent forms later on. A model grievance
procadure, as suggested by the Indian Labour Conference, 1858, has more or less been widely accepted
now in India. Under this model, both the employer and the workers are expected to follow certain steps
50 & to put out the frictions between them. Another method commeonly used to prevent industrial disputes -
Workers' Participation in Management - has already been explained previoualy.

Code of Discipline

code with effect from June 1, 1958, The code aims » AlOIE, AIMO) have agreed to enforce the

mutuzl settlement of disputes through negotiations without the interference of an A,

]I!']:m:iplu ﬂl& L
1 . M l eonduct ﬂfﬂm.ﬂplur&rmd ﬂ'lﬂ']:llﬂy'ﬂ&. as p-l'ﬂ-"-"fd.ﬂﬂ. fﬂ-l' !11 I:h'E l:-ﬂrdﬂ-, mﬂ.}' be
L] Itl‘“tl.'li.ll.l' H:l]:llﬂ,'jﬁ'l '
. 'huﬂ:, Flﬂ}'ﬂﬂﬂ- frum l.imht‘&!‘:ﬁ] i Partieg must, T'EﬂﬂEﬂiE! Ie]
! ird Ll faction ach
lﬂﬂlﬁ-mﬂ ﬂbllﬂﬁﬂﬂnﬂ and E'Eﬂ'iﬂ HIE]IIII:-EE I:hrnugh t.he E-l;rstlng mﬂ-gh:um fg th m
ather' I tne ag Brment

Obligations of Employer

Management agrees not to increase wark gy
lahour practices, take prompt action to redre
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to implement all awarg
8 an Ca
workers and agrees tq mm‘;sil‘%m'am iy

; el Relgs
t & digei1: Tl Relasens and Incuchrial Digputes @ 599
e} 13cy -
a I'E'Freslantative :ﬂlﬂfp action ag

Obligations of Uniong

Unions agree not to indulge | _
; g2 1n ph
hours, discourage negligene Physical

: : 2 of dy i : :
action aganst office bearars whe "-'E‘rk E.Elgas Operations, damﬂglnzufees to do union work during working

The code does not have any legal sanet

-
agree to impose certain moyal aa.nctiuim' However, the central employers and workers' organisations
infringement of provisions i

: {1 , eriticizing them E‘I‘Tiﬂg members such as seeking explanations for
a pnmﬂﬂr unit 1s working against the P d:ﬂ:;tm fuu”“’mﬂ' the code, give wide publicity to the fact that
Evaluation

Ainet officers/members who inatigate

Port and Docks and undertakings under the M; : - |
e T Mindstry of Defence, the code is applicable to all public
#ector Units. LIC, SBI and RBI have also accepted it. The focus of the code in the early years was on

compliance, i.e., asking the parties to abide by certain basic provisions and discouraging all viclations in
tripartite committees. The Third Plan felt that the code had a healthy influence on employer-smployees

relationship and definitively had a restraining and sobering impact on both the parties, The National
Commisgion on Labour (NCL), however, highlighted certain black spota:

s  The code failed because the parties did not have a genuine desire to support it wholeheartedly.
' Conflicts between the code and the law.

s  Union rivalries, inflationary pressures, the state of indiscipline in the body politic and other reasons
beyond the contral of employer, te. v 5

The remedy the situation, NCL wanted the Government to give legal shape to certain important provisions

such as: . -

e Recognising unions as bargaming L

e Settingup a grievence mAchiney:

. hnpfnuinupmﬁlﬁﬂ'“““w e

o Providing for volunte¥ AP hin
. Gettlement Machinery. I,
Indﬂﬁ‘tl'iﬁl DM way of setting disputes, where the employer

.Fﬂﬂdﬂ A ﬁmmjudidﬂ]mﬂnhiﬂﬂrymhﬁﬁ-ﬂﬂ
mww The pl:ﬂ'lu".l-llﬂllﬂ

before
stives of workers and employers are brought e
ﬂpﬂlﬂ"t ﬂa:iupmun&a them to come to & mutually satisfying
arsond wﬂ.t-h i digputes quickly and prevent prolonged work stoppages
: i.i-mh‘um"hgrt_tin approach are:

I ¥ "Wthapmiau,ﬂpumfhla-
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&00 % Humin Rewawece Managemen
If he does not fully succeed, he tries to

the extent possible. He acts as &

rediice the difforehies mthé other, coupled with his own

: ide to : ;
i g are passed from one &l . i
mﬂﬁmﬁ:ﬂaznﬁi;ﬁﬁn&ruundimr of disputing parties. To the extent possl
ta 'claar the fog’ surrounding the issue. ey et
' look at the whole issue, through a process 01 g1
e He persundes parties to take a fresh

ibili ching & consansus. .
axplore the possibility of rea .

advanees possible lines of solution for consideration by the disputants. He I}wei&a&f; .:;

: E.rn:ntj:u parties to accept his viewpoint. He never offers judgement on tha 18sUEs. 11 PE

that the suggestions offered by the conciliator ara aceeptable, they may strike a deal,

The concilistor need not follow the same path in each case. The process of coneiliation, therefore,

has 8 certain ameunt of flexibility and informality built around it.

The concilistion machinery in India consists of the following:

Coneiliation Officer

According to the [ndustrial Disputes Act, 1847, the Central and State governments can appuint a

dispu i i i ' ivil
conciliation mediate i tes hrought to his notice, The officer enjoys the powers of aciv
i e . ; ke facts of the case, Ho is expected

court. He can call and witness disputing perties on oath and interpret t = ;
to give judgement within 14 days of the commencement of the conciliation ;:m?:ne:li_ngs. His judgement. i
binding on all the parties to the dispute, The eonciliation officer has a lot of discretion aver the ways and
means to be followed to bring about a settlement between the disputants, He "may do all puch things as

he thinks fit for the purposs of inducing the parties to come to a fair and amicable settlement of disputes”.

Board of Conciliation

When the conciliation officer fails to resolve the disputes between the parties, the government can appoint
a Board of Conciliation. The Board of Concilintion is not a permanent institution hike the conciliation
officer: It 15 an adhoe, tripartite body having the powers of a ¢ivil court, created for a specifie dispute. It
consists of 8 Chairman and two or four other members nominated in equal numbers by the parties to the
dispute. The Chairman who is appointed by the government should not be connected with the dispute or
with any industry directly affected by such dispute. The board, it should be remembered, cannot admit a
dispute voluntarily. [t can act only when the dispute is referred to it by the Government. The board

conducts conciliation procesdings in the ssme way a5 conducted by a conciliation officer. The hoard,
however, is expecied to submit its repart within two months of the date on which the dispute was referred
ta it. The Boares of Conciliation are rarely constituted by the povernment these days. In actual practice
::l:lingdupuh- v egh a conciliation cificer was found to be more flexible when compared to the Board

Court of Enguiry

~ In case the conciliation proceedings fail to resolve & dispute, a Court of Enquiry is cong:
government i6 investigate the dispute and submit the report within six monthe. It is merely s f (1<
and its findings are not binding on the parties to the dispute, y

How is the Conciliation Machinery Working?

The conciliation machinery has immm ita worth in the country =o far. The reason is quite simple
very re-_w CREES ﬂ': Wlhﬂﬂfﬂlﬂmﬂhﬁm The few cascs that are referred to it remain untenahle Eal
they fail to thFt ET';T!J 'ﬁF"hﬂﬁﬂr'Inmm; cases disputes are filed, only to be withdrawn later on. A
large nu.lmbnr of caset flﬂ'ﬁﬂk > v 88 the disputing parties do not supply relevant information
initially The heavy wﬁl‘l_ w 8 Siflcers also come in the way of clearing cases withi, the 14
days' time period. Coneilin a8 pointed oyt 'ﬁﬂnﬁgnﬂ-ﬂnmm]uiun on Lahour, 15 only treated as
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a first hl-'lt‘_d]f." by the parties, who rrefep Chepter 26 Industrial Relatiom and dadinimal Dhputes ® 601
case(s) quickly. As things stand ngw, pors
the efficacy of the machinery -craa,:u.,;] l:l-:.* lahgyy

Yoluntary Afbitl'ﬂﬁu“,

When conciliation proceedings fuil 1 Bettl,
Fﬂrﬁ“ a Vﬂlz.lntn.riy refer thﬁ-ﬂ-iipuh tﬁiﬁ.’pm‘" the conciliation officer may persuade the conflicting
-w"r"' The arbitrator Hﬂt#n.h't.u..ﬁh‘ * ﬂi party known as Arbitrator, appointed by the parties
on the dispute. He, however, doeg niot pf ""h“"pbmtu of both parties and delivers an awara or judgement
- dispute to the governmeny, Thmﬁﬁwlwww“"ﬂhe arbitrator submits his judgement on the
. submission. The award WM Eovernment publishes the award within 30 days of its
. binding on all the parties to the aprreams after 30 days of its publication. The arbitration award is
b *upﬁ'ﬁlltﬁﬂiﬂpﬁtn-hﬁmdﬂivmm and all other parties summaned to appear in the proceedings
B gk giving notice o parties, giving & ﬁgﬂ?ﬂMm, the arbitrator is expected to follow due procedure
E=- following the principles of nutural fustics. aring, relying upon all available svidence and records and

#- ket e
| Despite the best efforts of governiment to give a place of prominence to arbitration, it hs not been a
| e II;Mm d'h‘ Th"“ﬂltml data on digputes settlement machinery showe that not even
- oneper cent of the disputes reported wers referred to arbitration. According to the National Commission
vers have not welcomed the step wholehearteclly. The main hurdles that came in the
Nk b L S TEPEST S P
~ »  Dearth of suitable arbiiratare enjoying the confidence of disputing parties.
: ; P flecs. Uniona can seldom afford to pay such fees equally with management.
: ns which could bind the workers to & common agreement.
r appeal agai jpeal against the award given by the arbitrator. :
who could act as erbitrator. The board evaluates the
b s gtoas it buigaidrat: akeo
S _ =
BT Staae S EAN » eal P e a i il
remedy for the settiement of disputes in India.
je intervention of a third party appointed by the
thout .a.._ of the pl.rﬁn The
n machinery - namely Labour Courts,
mient of industrial disputes.
Cribunals can be constituted by both Central

"'T- "ﬂ-&h:lrri-:‘ I-.-H"" '..: 5
T . [

i mmﬂﬁ without showing any interest to settle the
: Anagement do not senm se their faith in
*he Government, i)

= t'l paYITnent l‘:. ATDIETaEILI0N [8EE
e ey LL o el ELLAL

s
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dicial office | he labour court deals with disputes relating
has held any judicial office tn

India for not less than 7 years. T ; 1)t ik
; he standing orders; (b) Lhé appacation
; Propri gality of an order passed by employer under £ A . ;

t-ﬂ-.éaj,]nthmnt rtﬁ: :; ftand?;-.g orders; iﬂi::ll diacharge or dismissal of workers mclulde “‘3_1“3-’;5:“31:;3;*- Di':
xgmm of relief to wrongly dismissed peraons; idi withdrawal of any statutory COMCesSIon or priviiege;

(&} illegality or otherwise of a strike or lockout: and (f) all matters except those reserved for industrial
tribunals.

Industrial Tribunal

This is also & one-man adhoc body (presiding officer} appointed by the Gavernment. Tb hm:'la' "-'-'113;"‘
jurisdiction than the labour court, The Government concerned may appoint two assessors o A& vmal 4
presiding officer in the proceedings, An industrial Tribunal can adjudicate on the h"uwmﬂ: E““Em oy
wages including the period and mode of payment; (b} compensstory and other IE.l]-'D-"FﬂIlEEBr {c} hours of
work and rast periods; (d) leave with wages and halidays; (e) bonus, profit sharing, provident fund and
gratuity; {f) shift working, otherwise than in arcordance with the standing orders; [E? classification by
grades; (h) rules of discipline; (i) rationalisation; (j) retrenchment and closure of establishments; and (k)
any other matter that may be prescribed,

National Tribunal

This is the third one-man adjudicatory body ta be appeinted by the Central government to deal with
disputes of national importance or issues which are likely to affect the industrial establishments in more
than one state,

Appraisal

Adjudication has proved to be the most popular way of settling disputes in India, More than %0 per cent
of th: disputes are settled through this judicial process every vear However, the actual functioning of
machinery is far from satisfactory because of (i) the delays involved and (ii) the inefficient implementation
of the awards. Adjudication has been criticized thus: {a) on the procedural plane, adjudication is dilatory
‘expensive and diseriminatory as the power of reference vests with the appropriate povernment. (b nri
fundamentals, the system of adjudication has failed to bring about industrial peace, has prevented voluntary
wettlement of industrial disputes and growth of collective bargaining and has come in the way of healthy
growth of trade unions, Quite a good number of disputes are reported to be pending with Labour Courts
nndl'.uﬂnﬂ:'ul’rﬂhlmu]afup mrfbur::r five years. The complicated procedures, red tapism, bureaucratio
delays, the high lost of adjudication which only an employer can bear - have all come in the way of
settlement of disputes through the adjudication machinery bl i

Summary

*  Industrial relations are the outeome of the employment relationship in an

underscores the importance of compromise and accommodation in industrial unit, Tt
lace nflict and
in resolving disputes huifwaan fabour and management. Piace of conflict Controversy

- T.h el . . Bt r )
em;hmymw“ of industrial relations is to maintain sound relations between emplovers and

o  Therearefivedifferent approaches to study industrial relatio approach
are L ache _ ns, namely, the payeholog
thﬂmiﬂﬂmﬂmmhﬂlﬂmrﬂmw Giri's approsch and lhéﬂﬂndﬂ@pmr

Constructive attitudes, well-organised unian: e
etc., are needed to promote mw g “‘Wi : Pmﬂ policies, bipartite committeps,

"
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¢ Sound industrial ralge; Cha
Cordial labour man W;;';:J‘Emm?mtm i SRG Tnduntial Fiektors e Wil Gkannes & 03
from Emplﬂ}'ﬁE‘E quita gm]}. ABtlong T P the B::.‘;l:ndu al Place andg i:l!'ﬂprl:l-".l'gd productivity
; : 1 var to B8 . IVILY.
& IﬂdUE:ﬂ.ﬂI Eﬂnﬂtﬂiﬂ COnaL; Cllre Cooperation and commitme
tute my i
of employment. They nepyy mI:;E:ﬁ ?ud CTERNised fr g
akg i 2 g
gte. OTmE syl a8 strikes 1?:;1;1-;1{:::;:1? terma and conditions
v EnATOAS, F-iﬂi'iElI:ing, hoyeott

» Wages ang mm;: relating g recognition,

; ret:
+ 20nus, ill-treatrment renchment, employment

G,

procedures, cods of discipline, goljsepre . PIARPMENt cotieil, standing
o Conciliation (Coneiliatiay o

ing ete. help in preve tI11:|,g,-E'm:‘:lm.mr |

atio Officer oy : ¥ n Industrial disputes,
Ellﬂﬁ aﬂ_mdtr:ntiuln (Labeur Court, In d‘BI Mdlml ;FC'D“M“HW] arbitration (voluntary and compulsory)
disputes as envisaged by the | ndustvis] ribunal, Natio

Disisinag ey nal Tribunal) help in the settlement of

Terminology
o Industrial relations; 1t
ey generally refers to the collactive relations between employera and employees

o Industrial conflict: O i - ’
Sk il of werkges. T@Rnised protest against prevailing industrial conditions raised by & group

*  Strike: A collective stoppage of work by & group of workers,
¢ Lock-out: Closing down of an undertaking or the suspension of work or the ployer
refusal of
to continue to employ any number of persons employed by him. AR
®  Closure: In case of closure the employer not only shuts down the place of business but also suspenda
all the transactions of his business.

&  Lavoff: In case of layoff some workers are refused employment whereas under lock sut all the
workers are refused work, Under layoff the place of employment need not be closed,

*  Retrenchment: Termination by the employer of the services of a workman for any reason whatsoever,
nthurﬁna than as & punishment inflicted by way of disciplinary action.
i T or: A person who is appointed to play the role of an umpire while resolving differences
and disputes between twp parties. |
g m ng m Rules and regulations which govern the conditions of employment of workers,
: N .'.'u ; # iscipline: 1t consists of a set of self-imposed obligations voluntarily formulated by the
s The : wﬁmﬂ'hﬂndmnrambﬂthwpmym“ﬁiuudiﬂputuua

; : : : to reduce the extent of their differences and to arrive at an
' ',Mﬂmm-mﬂﬂmﬂ"ﬁ"_
§  amiosblssetilement o 2 e proasss i which the disputing parties show willingness to go to an

ﬂ}lﬂ-’lﬂ ' _mwmuhmmmmﬂnfnﬂmdmmwﬂﬂ

o or difference between employers and employers, or between

al ¢ .j.'-".;':ﬁwlli ot betyween workmen and workmen which is connected with the

-"-
i
-
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Write notes on-

[h [ TN I IIIIII HIFSTHETIR E'I: 1
0 ter lgl!l I"dlﬂll't Elll“ﬂ'“ AN ndu :l

o Standing Orderg

a Code of Digcipline

¢ HRD approach tq Industyia] Relation
a

Define workers' partici z
pation
ecONOMmY, I management and discuss its importance in the context of Indian

in man

employees? Hgement improve the relations batween the employers and the
What do you mean by industria| i

relations in a firm? relations? What measures would you suggest to improve industrial

Critically examine the legal framew

ork fo ial di b i - :
ways does the existing system r industrial dispute resclution in India. In what specific

inhibit collective bargaining?
}]mtndima Seah een arbitration and adjudication, Give reasons for the failure of arbitration in

Critically examine the institutional provisions for the resolution of industrial disputes within the
legal framework in India.

11, What is an industrial dispute? How does it adversely affect the workers, the management and the

12.

13,

nation as a whole?

Qutline the major obstacles that stand in the way of a rapid growth of genuine collective hargaj_ning_l
in India.

Fxamine the current state af lghqunmmmant relations in India. What measures would you
‘suggest to make these more cooperative?

Discussion Questions

' ' ! ight - teed in the
workers to strike is a fundamental right - as guaran
Do you think the right of the Work
mﬂmnun f India? Why and Why 20t?
Can an empl ww&_awﬂtﬂﬂ
ﬂ.‘:t .ﬂ;.ja:'-a ke gaies I.'.dF Y] ant arrived at with the untona

andartaking from the striking workmen not to repeat such an

e L= W - tMWMumahwth“dw“ﬂ’mm“f
mfh‘ww  for the empIOYer s tﬂfutu- trade union during the conciliation procest
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