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Industrial Relations Management
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UNIT -1

Unit Structure

Lesson 1.1 - Introduction to Industrial Relations

Lesson 1.2 - Concept and Determinants of Industrial Relations the

Indian Scenario
Lesson 1.3 - Managing Industrial Relations Changes

Lesson 1.4 - Indian Culture & Industrial Relations

Lesson 1.1 - An introduction to Industrial Relations Management

Introduction to Industrial Relations

This chapter starts with the subjects that appear to be notable from
the stand point of developing our knowledge on industrial relations [IR].
Basically, industrial relations cover a wide range of relationships, formal
and/or informal, that subsists between employers and the employees’
trade unions. However, in absence of registered trade unions industrial
relations, broadly, come under employee relations. Needless to mention
that government has very definite roles to play in determining the quality
of industrial relations because the state dictates the process of industrial
relations within the stipulated framework of labour legislation of the

country.

Learning Objectives

The prime objective of this chapter is to aware the students about
the impact of good industrial relations in bringing the effectiveness of
the enterprise, operating under industry. Based upon the same, this
lesson, therefore, initiates a number of issues that constitute the fabric of

industrial relations management.

Notes



Notes

Here, we try to

a) Define what is industry?
b) Understand what is dispute?

c) Discuss certain key definitions.

Introduction

In simple terms industrial relations deal with the workers and
employers relations in any industry. Government has attempted to make
industrial relations healthy by enacting Industrial Disputes Act, 1947.
This act offers a number of solutions to settle the disputes between the
employers and the employees within industry and thereby attempts to
reduce the conflicts arising out of such disputes. This in turn improves

the relations.

What is Industry? “Industry means any systematic activity carried
on by co operation between an employer and his employee whether such
workmen are employed by such employer directly or by or through any
agency including a contractor for the production supply or distribution of
goods or services with a view to satisfy human want or wishes (not being

wants or wishes which are merely spiritual or religious in nature).

“There exists no disparity whether or not (i) any capital has been
invested for the purpose of carrying on such activity or (ii) such activity
is carried on with a motive to make any gain or profit and includes any
activity of the Dock Labour Board under Dock Workers Act, 1948 and
also any activity relating to the promotion of sales or business or both

carried on by an establishment but does not include.

1) Normal Agriculture operations

i1) Hospital, Dispensaries.

iii) Educational, Scientific Research Training Institution,
iv) Charitable Philanthropic Service

v) Khadi Village Industries

vi) Domestic Services etc.



It is an activity systematically or habitually undertaken:

1. fortheproductionordistribution of goods, or for rendering material
services to the community at large, or part of such community with

the help of employees in an undertaking.

2. Such activity generally includes the co-operation of employer and

employees
3. The object is the satisfaction of material human needs

4. It must be arranged or organized in a manner in which trade or

business is generally arranged or organized

5. It must not be casual nor must it be for pleasure. Thus the very

industry revolves around good industrial relations.
Industrial Relation Meanings, Discord and Conflict

This has always remained a disputable topic whether industrial
relations are same as the human relations or labour- management or
employer- employee or union- management relations. A discussion on

industrial relations reveals that all these are almost same.
Definition of Industrial Relations

As per Dale Yoder Industrial Relations refers to the relationship
between management and employees, or employees and their organization,

which arise out of employment.

Teed and Metcalfe observed industrial relations are the composite
approach of the attitudes of the employers and employees towards each
other with regards to planning, supervision, direction and unification of
the activities for a set of shared goals to be accomplished for the firm
within the industry. Industrial relations, thus, states the conditions
of less friction and more co-operation among the parties who with the
overt attitudes of mutual compatibility and serving for the interests of
others generate a productive work climate, characterized by effectiveness,
trustworthiness, outcome orientation, people orientation and efficiency.
The essence of good industrial relations lies in the bringing up of good
labour relations, which gives a forum to understand each other (employer,

employee) properly. Creation of co-operative thinking and working with

Notes



Notes

consistent responses are the fundamental aspects to achieve the goal.
Industrial relations system increases the morale of the employees and
motivates them to give their best under a work atmosphere that induces
mutual respects and serving for other’s interest. Good industrial relations
boost production, improve quality of work life, amplify efficiencies of the

workers and reduce the cost of production.

Bad Industrial Relations leads to industrial unrest and industrial
dispute. These in its turn establish a downward trend to performances
of the workers, industries and the nation as a whole. Of course the first
hit will be on the employers, who have invested. Industrial workers and
the employers normally don’t think, feel or act in the same way because
each of the parties starts from a different perspectives. Dissimilar points
of view produce conflict of some form between the two which cannot be

eliminated completely but can be minimised.
The main reasons for industrial discord can be stated to be due to

misunderstanding or differences in perception;
lack of co operation, real or imaginary;

1

2

3. problems with authority;

4. compliance with the changing policies;
5

disagreements pondering the accomplishment of the agreed goal or

set of goals.

Conflict can have some positive aspects, also. It may give positive results

like the followings

1. Reveals new aspect of an existing issue

2. Improves long term communication between the individuals

concerned

3. Always releases stifled emotion
Causes of Industrial Dispute

General causes of industrial disputes that strain the relationships.
In fact, bad industrial relations are the outcomes of the discords that exist
within the industrial premises due to the presence of any or more of the

following reasons



10.

11.

12.
13.
14.

15.

Close mindedness of employers and employees; one thinks to
extract maximum work with minimum remuneration, other thinks

to avoid work and get more enhancements in pay and wages.
Irrational wage, wage system and structure not mutually acceptable

Poor working environment, low presence of safety, hygiene condi-

tions and vitiated atmosphere for smooth working

Meagre human relations and lack of skilfulness on the part of

management personnel

Lack of control over the situations, erosion of discipline which
rebounds on the performances of the workers and the industry as

a whole

Introduction of new technology, automation, mechanization,
computerization etc. without proper consultations with the work-
ers [Preparations and discussions with the workers are the essen-

tial parts that create friendly work climate]

Nepotism, unequal workloads, disproportionate wage and

responsibilities.

Adoption of unfair labour practices either by the employers or by

the employees and unions.

Unjustifiable profit sharing and disregarding workers as co-shares

of the gains of the industry.

Frequent union rivalries over membership and foisting up of fake

unions.

Strikes, lock out, lay off, and resulting retrenchment due to high

handedness on the part of the concerned parties.
Throwing away the agreements and arrived settlements
Militancy of the unions

Partitioned attitude of the government

Vested interests of the political parties who may indirectly control

some the unions for their own gains or to get a hold on the industry

Definition of Related Terms in I.R

Industrial Relations It includes the relations, formal or informal,

between the employers and the employees with or without the presence

of recognized trade unions. The relationships are governed by the rights,

Notes
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entitlements and responsibilities of the workers and the employers

[managers on behalf of the employers] with reference to the conditions of

the employment. These relations, further, get its meaningfulness within

the framework of labour legislation where government plays the role of

mediator.

Industrial Dispute As per section 2 (K) of Industrial Dispute

Act, 1947, industrial dispute denotes any dispute or difference between

employers and employers,

ii.

1))

2)

3)

4)

employers and employees or

employees and employees, which is connected with

a. the employment or non employment or
b. the terms of employment or

c. the condition of labour, of any person.

There must be a dispute or difference. The dispute or difference
must be between employers and employees or between employee

and employees or between employers and employers.

The dispute must be connected with the employment or non
employment or terms of employment or with the conditions of
labour of any person.

The dispute, which has resulted in strained relations, always
produces discord between the workers and the employers whereby
the workers perceive that their interests are not taken care by the

employers.

The initial phase of the dispute is the grievance, felt by the
employee, which asks for immediate remedial solution from the
employers. The existence of a grievance is necessary and it must be
communicated to the employer. The term industrial dispute implies
a real and substantial difference between the employer and the
employee, having some elements of persistency and continuity, till
it resolves. In case if the dispute carries on for a reasonable time and
is not settled then there is the likelihood that it can endanger the
industrial peace of the undertaking or the community. The disputes
arise when the parties are at variance with the terms or conditions

of employment or non employment.



Arbitrator He or she is a neutral person, who decides on common

issue as an umpire in the game.

Average pay It is the average wages payable to a worker [In case of
monthly paid worker in the three complete calendar months, in the case
of weekly paid, in the four complete weeks and in the case of daily paid
worker in the 12 full working days, preceding, are the usual methods of

payment].

Award An interim or a final determination of any industrial
dispute or of any question relating thereto by any labour court, industrial

Tribunal or national Tribunal and includes an arbitration award.

Conciliation officer A conciliation officer is appointed under
sec.4 of the Industrial Dispute Act, 1947 to make conciliatory efforts on
the issues, arising out of the disputes between employers and employees.
His basic purpose is to hold conciliation proceedings in order to arrive to

the settlement of disputes.

Labour Court It means a special court to adjudicate various issues
related to labour with the help of labour legislation that includes the
industrial and labour laws. Specifically, it adjudicates matters relating to

industrial disputes and give award within the stipulated period.

Industrial and labour law Both the terms are used often
interchangeably. However, industrial laws are broader than labour laws
and include even taxation and company affairs. Labour law handles a
body of laws that govern particularly the employment related matters and

covers the welfare aspects more prominently.

Public utility Service Any railway service or any transport service
that is utilized for carriage of passengers or goods and include rail, road, air
and water transport systems Industries catering post & telegraph health,
power, water and necessary goods or services to carry out life normally,
banking, public conservancy or sanitation, media and information services

etc. come under this jurisdiction.

Settlement It is a written agreement between the employers and

workers arrived at otherwise than in the course of conciliation proceeding

Notes
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where the parties thereto in such manner as have signed such agreement
may be prescribed and a copy thereof has been sent to an officer authorized
in this behalf by the appropriate government and the conciliation officer.
It means an adjustment arrived at in the course of conciliation proceeding

before a conciliation officer or before Board of conciliation.

It also includes a written agreement between the employer and
the workers otherwise than in the conciliation proceedings. In such a
case, the parties must sign the agreement in the prescribed manner and a
copy of which must be sent to an officer, authorized in this behalf by the
appropriate government and the conciliation officer. Thus, the settlement
indicates the agreement either arrived at in the conciliation proceedings

or otherwise between employer and the workers.

Unfair labour practice Generally, it includes any of the practices
specified in the Fifth Schedule of the Industrial Dispute Act that pronounces
certain labour practices as unfair from the side of the employers or the
trade unions of the employers’ sand on the part of the employees or the

trade unions of the employees as such.

It prohibits the occurrence of any unfair labour practice by both the
parties involved in industrial relations. Any person, undertaking unfair
labour practice, is punishable under this act, which covers imprisonment

of maximum six months or fine of ¥ 1000 or of both.

Wages All remuneration capable of being expressed in terms of
money which would, if the terms of employment, expressed or implied,
were fulfilled, be payable to a workman in respect of his employment or of

work done in such employment, It covers

Allowance, House revert allowance, Travelling concession and
Commission for sale or business. However, wage does not include bonus,

gratuity provident fund etc.

Workman Any person (containing an apprentice) employed in an
industry to doany manual, unskilled, skilled, technical, operational, clerical
or supervisory work for hire or reward. The terms of employment of such
person may be express or implied. For the reason of any proceedings under

this Act and in relation to industrial disputes, “worker “means any such

10



person who has been dismissed, discharged or retrenched in connection
with or as a consequence of the dispute or whose dismissal, discharge
or retrenchment has led that dispute, but does not include personnel of
the armed forces, police, managerial, administrative position holders or

supervisors working with wages exceeding X 10, 000 per month.

Suggestions for Improvements of IR

Few suggestions are given below that come with the promises of
improving the industrial relations and reducing the disputes between the

parties
1. Trade unions should be strengthened democratically so that they
can be a potent part of the industrial relations system.

2. Employers should be more transparent in their dealings with the
workers which in other way will help to build respective confidences

and progressive outlooks of the workers.
3. They should have open minded flexible collective Bargaining.

4. Workers should be allowed to participate in the management

through forums, committees and councils.

5. Sound labour policy, planning and articulation of the action plans

should get extreme priorities.

6. Proper leadership and communication are the essential

requirements of good industrial relations.

7. Enforcement of discipline is another prerequisite of good industrial

relations.

8. Trade unions activities should be controlled by the workers

themselves and not by the outside leadership.

9. Equity in distribution of wealth by acknowledging workers as team

members

Summary

In this chapter we see, what is dispute in industrial atmosphere?

We come across different definitions connected with Industrial Relations,

11
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1.D etc. We study the reason for industrial conflict and try to find a
solution. Several suggestions are given that come with the promise to

improve industrial relations and reduce discord between the employers

and the employees.

[NOTE: Contributions of the Industrial Relations Management of e-University Home,
in writing this chapter, is acknowledged. Cited source is http //e-university.wisdomjobs.
com/industrial-relations-management/chapter-1860-357/introduction-of-industrial-
relation-management_few-suggestions-for-the-improvement-of-industrial-relations-and-

reduce-disputes_11545.html ]

6%
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Lesson 1.2 - Concept and Determinants of Industrial Relations
the Indian Scenario

Learning Objectives

In this we try to find out meaning of the concept of industrial
relations and its determinants. We discuss the ways the employers
and the employees can create better industrial relations. Some of the
major causes for industrial unrest are taken into considerations. In the
process emphasis is given on the consequences of manifested unrests.

2.2 Introduction

Concept of Industrial Relations

From the words of TISCO management, “The welfare of the
labouring classes must be one of the first cares of every employer, any
betterment of their conditions must proceed more from the employers
downwards rather than be forced up by demands from below since labour,
contented, well housed, well fed and generally well looked after, is not only
an asset and advantages to the employer but serves to raise the standard of

industry and labour in the country”

Itis sheer injustice on the part of any management to take advantage
of the poor, helpless conditions of workers and exploit them with more
work extractions and less insufficient payment. Workers illiteracy and
lack of training made them to work in unhealthy conditions for very
low compensation. At this juncture, needs for good industrial relations
were felt to protect workers’ rights, wages etc. Simultaneously, industrial
relations cannot be viewed of producing the rights of the employees only.

Industrial relations have to protect the rights of the employers, also
Main concepts of industrial relations spin around the followings

1. preservation and promotion of economic interest of workers along

with their social interest

13
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Peace and productivity goes hand in hand. Hence, attempt should

be made to reduce industrial dispute and to promote peace.
Employer- employee relations should be made healthy and growing

Running of the industry, day to day work should be made more
democratic with increasing frequency of workers” participation in

management.

Producing products at a very competitive price so that country can

promote export and our economy can improve.

Bringing mental revolution in management.

Determinants of Industrial Relations

The determinants of good industrial relations are the followings

Measures for securing and preserving unity and better relations
between workers and employers are one of the important

determinants.

Both the ultimate weapons of employers and employee i.e., lock out
and strike should be prevented at any cost. Proper relief to workers
must be made after a ‘lock out’ or ‘lay off’ through government
agencies. Basically, transparency between the parties and the
attitudes of cooperation can only help to foster the good relations

and can be regarded as determinants of IR.

Workers participation at all levels and encouragement towards
give and take principle in collective bargaining bring a climate of
trust between the workers and the management. So trustworthiness
between the parties can be looked upon as one of the determinants
of IR.

Control of the trade union by the workers themselves and not by
the outside leadership may be considered to be one of the positive

determinants to fetch good IR.

Mutual understanding and appreciation towards others may help
to build team where the workers and the managers or employers can
work together with mutual compatibilities of interests—a condition

that can act as a determinant to yield good IR.

14
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Parties to Industrial Relations
The parties to industrial relations are described here

1. Workers [with or without recognized employees’ unions]

2. The trade Unions [Employees’ trade union acts as support system

of the management now days. It is no more operating, aggressively]

3. Employers and their Associations| The employers or their
association should act as the part of the support system alike the
labour unions so that the organization can achieve the unique

capabilities to undertake pro-active activities for the future.]

4. Management [Its role is vital in the sense that it makes the
coordination and integration mechanisms in a manner that can

produce conducive work climate that in its turn ensures a good IR].

5. Government [Acts as the guardian of the industrial relations.
Further as interventionist and as lawmaker, it should always
endorse the administration of the legislative measures in judicious

way so that interests of both the parties are served, equally well. ]

6. Customers’ Associations/ Forums [Come under wider preview of
industrial relations. Public relation is one of the modes of earning

reputation of the firm].
7. Causes of industrial unrest, consequences of Strike Lockout lay-off

retrenchment

Causes of industrial unrest in India can be classified mainly under

four heads. They are
1) Financial Aspects
a) Claim to raise wages, salaries and other perks. Employees put the

demand because of the increase in cost of living

b) Need for more perquisites, and fringe benefits. Matter of bonus has,
also, controversial within industry even though Bonus Act fixed the
minimum payable rate of bonus at 8 .33% of the total salary amidst

profit or loss, earned by the industry.

15
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2)

3)

4)

Incentives, festivals allowances, concessions etc entails, always, an
upward revision. From time to time workers show the common
trend to evaluate these benefits in relation to other industries and
place their wants without considering the capacity of the own

industry to pay.

Non-financial Aspects

a)

b)

Working hours, rest hours, travelling hours are the causes of
disagreements. If houses are made available a number of workers

then try to include travel time within working hours.

Introduction of machines, computers modernization, and

automation always face stiff resistances from the workers.

More facilities like free meals, free group travel etc are wanted

now and again

Administrative Aspects

a)

b)

<)
d)
e)
f)

g)

There are non-implementation of agreements, awards and other

local settlements;

Suppression of the recognition of labour unions though they are

registered.

There are unhealthy working conditions.

Supervisors possess lack of skill.

There are the presences of unequal works loads, nepotism etc.

Victimization, favouritism and illogical approaches of
management are the common affairs in recruitments, promotions,

transfers etc.

There is the trend to introduce forced voluntary retirement schemes

/ compulsory retirement scheme (C.R.S).

Government and Political Aspects

a)

Inter- unions’ rivalry due to shift of union memberships, which are
the common tendency of the workers to join union, having affilia-

tion with the political party in power. It results in industrial unrest.

16
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b) Politicians, directly, exert influence upon the workers’ groups.
Example is the take-over of Nalco by Sterlite. The state government
has backed strike at Chhattisgarh State against Nalco and for months
together that has harvested a total stoppage of the industry.

c) Sometime unions of the workers, in government and private
sectors, call strike against mergers, acquisition, take-over and

disinvestments.
5. Other causes of strained relations

a. Denialto have workers participation in the running of the industry.

b. Non observance of laid out ‘standing orders’ and grievances

procedures
. Rejection of open, candid, and clear collective bargaining.

d. Compassionate strike — A demonstration of connection to workers
of any industry by neighbouring industries whereby they carry
out a token strike in support of the workers’ full strike in the first

industry

Consequences of Strained Industrial Relations

» May result in go slow tactics, Strike, lock out etc.

» Industrial production and productivity may be affected; growth of

industries will be stunted.

» May result in recited atmosphere, law and order situation will

deteriorate.

» Employer-management-labour relations will be disturbed. Mutual

faith and team spirit will vanish.

» Absence of mutual co operation influences participation, forums

and bargaining plat forms.

» Government also will lose revenue and may need to spend more to

keep law and order around the industry.
» National income and per capita income will get affected.
» Workers, as a result, will get drop in earnings with added suffering.

» The industries, also, will suffer with the shortfalls of production

17
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and it will hurt the interests of the common consumers, too.

The manifestation of industrial strife and disputes come in the

form of strike, lockout, layoff and retrenchment.
Strike Section 2 (q) of the Industrial Dispute Act, 1947
It means-

(i) acessation of work by a body of persons employed in any industry
acting in combination; or

(ii) a concerted refusal of any number of persons who are or have
been so employed to continue to work or to accept employment;
or

(iii) refusal under a common understanding of any number of such

persons to continue to work or to accept employment.
The ingredients can be summed up as:

1. A cessation of work.

2. This abstinence of work must be by a body of persons employed in
an industry

3. The strikers must have been acting in combination.

4. They must be persons working in an industry as per this 1.D Act
1947.

5. There must be concerted refusal or refusal in a common
understanding; they must stop work for some demands relating to

this employment or its terms or conditions of labour.

The strike may be manifested in different forms like, hunger, sit

down, solve down, pen down, lighting etc

Lockout
As per section 2 (1) of 1.D Act, 1947 it means the temporary closing
of a place of employment ,or the suspension of work, or the refusal by an

employer to continue to employ any number of persons employed by him.

The basics of the lockout are presented below

18



(a)

(b)

There is temporary closing of the place of employment or
suspension or withholding of the work by the employer in any

form;

The elements of demand for which the industry is locked out must
be present. The intention to reopen or take the workers back if they
accept the demands must be present here. Lock out is not closure.
It is a tactics of bargaining and is intended for compelling the
employee to accept any terms or conditions affecting employment.
It is a weapon in the hands of employers. A lock out declared in
consequence of an illegal strike or a strike declared because of an

illegal lock out shall not be deemed illegal.

Lay -Off

As per section 2 (kkk) of I D Act, 1947, it means the failure, refusal

or inability of an employer to give employment to an employee :

(a)

(b)

whose name is accepted on the master -rolls of his industrial

establishment, and

who has not been retrenched. The failure, refusal or inability of an
employer to provide employment may be attributed to

(i) shortage of fuel [coal], power or raw materials, or

(ii) the accumulation of stocks, or

(iii) the breakdown of machinery, or

(iv) the occurrences of natural calamities or any other related

reasons.

It is a short-term removal of workers.

The essentials of a lay- off are as follows

(a)

(b)

Obviously there must be the failure or refusal or inability of the
employers to maintain workers in the master- rolls of his industrial

establishment, and

The employees laid-off must be permanent employees i.e., they
must be on the company’s master-rolls in the particular day of lay
off

19
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(c) The failure, refusal or inability to give work may be due to various

reasons beyond control like-

a) amajor break down of machinery

b) shortage of raw material, power, coal etc.

c) marketing problem of stocks, resulting in accumulation
d) natural calamities or

e) any other reasons beyond employer’s power.

The worker must not be retrenched. Precisely, therefore, lay-off is

temporary separation.

Retrenchment

According to section 2 (00) of 1.D Act, 1947, it means termination

of the services of a workman by employer for any reason whatsoever

otherwise than as punishment imposed by way of disciplinary action, and

does not include—

>

voluntary retirement of the worker, or
retirement of the worker on reaching the age of superannuation, or
termination after the expiry of the employment contract, or

termination of work due to the inability of the worker to continue

the same for prolonged illness.

Essentials of Retrenchment

Termination of services of a worker is not counted as dismissal

The services of the employee may be terminated on the ground of

surplus labour or staff

Service terminated must be a continuous one and perpetual in

nature.

Termination is not the victimization or is due to unfair labour

practice.

Compensationispayabletoa workman in the event of retrenchment

as per the act

To maintain good industrial relations and safeguard the interests

of the respective parties, the government has made a number of

efforts, to minimize the disputes as far as possible. Different measures

20



enacted in the Industrial Dispute Act, 1947, portray the good will of the
government to bring industrial peace so that the unrests can be diffused.
However, attitudinal changes of the parties to each other’s are the
essential requirements of effective relations, which happen to be in the
reality because of the thrust of environmental forces upon industries to

accommodate changes for their survivals.
Attempts by Government to Safeguard IR

» The strikes may be declared illegal if adequate notices are not given
if given it becomes legal and they may get compensation etc if any

action is taken by employer.

» During lay of which is beyond the control of employers, workers

should be paid % the wages for sustenance at least up to 45 days.

» Lockout can be as a consequence to illegal strike. If strike is
withdrawn work can resume, of course punitive action can be

completed.

» Retrenchment is an extreme action, but when industry returns back
to normal running, the retrenched workers can re establish their

lien, and they will be given preference for absorption.

Thus it can be seen every attempt is made by government and
various acts to retain relationship between worker and management which

only can ensure industrial peace and progress.
Industrial Relations in India

Industrial relations are concerned with the relationships between
management and workers and in this context the role of regulatory
mechanism comes into sharper focus in resolving any industrial dispute.
The relations between workers and management have undergone massive
changes in our country. There had been a system of king and his subjects,
all should work to improve the coffers of the king. Later Zamindars came
and workers were bonded labourers and were at their mercy at all respect.
Soon after the formation of East India Company and British Rule, a heart
less hires and fire system was established. Industrial workers were no
man’s child. Neither the employers nor the government cared for them.

There were no union, also. India saw the awakening of the working class
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at the end of British period. The World War II, particularly, forced the
employers to become friendlier with the workers. Out of their self interest

to see uninterrupted production during war time, they became benevolent.

Gradually enlightened leaders came in, like Gokhale, M.K. Gan-
dhi, Tilak etc, who felt the need for workers’ union. Their relentless efforts
forced both governments and the employers to think of the workers’ con-
ditions. Lots of small unions were formed and government enacted rules
like “Trade union Act, 1926. Industrial disputes Act, 1947etc. The workers
began to realise their status and they were awakened. A sort of up- righting
workers and reluctant management has started functioning. Soon after in-
dependence workers were motivated by different Industrial Acts, enacted
by parliament, supporting them, and looking after their health, welfare,
safety, social security etc. They got emboldened to raise their voice. At the
same time, the attitudes of the management also had started improving.
After 60’s nation saw the tremendous rise of industries in public and pri-
vate sectors .More and more industries were nationalised. Public sector in-
dustries came into existence at number of places. Textile, insurance, banks,
transport etc. had started expansions and gradually large public sector in-
dustries came with the assurances of employment in one hand and on the

other brought the changes of the life style of the workers, than before.

With increasing number of public sectors, workers’ life style and
workstyle changed. Assuredjob,arrogated unions, appeasing management,
administration with less account ability etc were the conditions that gave
enormous opportunities to the workers to consolidate the movements of
the unions which at the latter phase was pushed forward by the political
interference. Indeed, outside politicalleadership begun gainingmomentum
and started dictating the course of the trade union movement. After the
independence our government has implemented a number of measures
to make certain the developments of industrial relations. The Directive
principles of state policy, as enshrined in our constitution, stipulate that
the state shall endeavour to improve the workers conditions, working
conditions, and also productivity of industries which will improve wealth
of nations. Several acts were enacted by parliament after independence
which was focusing on workers’ interests, welfares, health etc. The “Trio
Acts’ [i.e., Factory, Act, Industrial Dispute Act and Trade union Act] give
major directions to this respect to achieve the constitutional directives.
Besides this, wages Act 1948, Bonus Act 1965, Gratuity Act 1972, Equal
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remuneration Act 1975, are some of the acts in the above direction. In
1972 National commission on labour had recommended the setting up of a
permanent Industrial Relations Commission. National labour conference
in 1982 [Indian Labour conference. ... Tripartite NLC, 17-18 Sept., 1982,

New Delhi, and 28th Session], also, made several recommendations

» Emphasis on formation of permanent Industrial Relations

Commission
» Stringent action on flouting of a mutually agreed code of conduct

»> A check off system was prescribed in terms of ballot election to

identify the real as against dual and bogus members of the unions.

Slowly the trend commenced changing with the government’s
positive outlooks to this end. Compelled by world-wide acceleration of
competition in business and trade, faster changes in the economy, rapid
obsolescence of the technology etc, governmenthas turned towards opening
up the Indian economy. The result, thus, puts both the employers and
the employees to live in a competitive world. The impact of competition,
therefore, pulls both the parties to come closer and thereby incites a new

wave of industrial relations that bestows on cooperation.

Summary

In this chapter we have seen the concept and determinants of
Industrial Relations. The causes of industrial unrest are talked about
along with its consequences. The weapons in the hands of employers and
employees are discussed. Legacy of I.R in India with the present position
is reviewed. In the process, government’s efforts to bring industrial peace

are also narrated

[NOTE: Contributions of the Industrial Relations Management of e-University Home,
in writing this chapter, is acknowledged. Also this chapter acknowledges the help of the
cited book Kapoor, N.D. (2011). Handbook of industrial law, New Delhi Sultan Chand
& Sons]
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Lesson 1.3 - Managing Industrial Relations Changes

Learning Objective

Presence of knowledgeable workers and growing level of education
of the workforce, rising industries and upward trend of information-
centric industries with sophisticated technology, in-coming foreign
companies, open economy etc require to be considered in the light of
emerging industrial relations. Strictly speaking, our industries have to be
used with the new form of industrial relations in order to survive under
stiff competition. Our industries need to introduce improved technology
in one hand and require changing the communication pattern with the
workers on the other hand. It is only the workers through whom industries
can ensure the fruits of the competition and the success of the business.
There should be a shift in the maintenance of industrial relations in the
light of above changes. Within this framework, this chapter puts stress
upon some of the pertinent issues that in other way portray the necessity

of the changed industrial relations.

Introduction

Managing Industrial Relations changes There are phenomenal
changes in industrial relations field in India. To improve the working
conditionsinindustries and also to safeguard the interest of the workersand
to put a check on the accumulation of wealth by industrialists, government
of India has taken a number of measures in the post independent era.
This has resulted in the expansions of the public sector undertakings in
one hand and sustenance of the trade union movements with directions
from the outside political leaderships within the enacted labour acts and
labour-centric administrative policies, rules and regulations on the other.
Now after half a century the country has shifted from socialistic-pattern-
public sector approach to liberalization-privatization-globalization mode.
The shift immediately asks for radical changes in the approaches of the
industrial relations. It seeks to alter the age old concept of industrial

relations and wants to revise traditional approaches in order to achieve
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cordial relations among the parties to I.R. So to say, the new form of

industrial relations talks about

o R

workers whole hearted co-operation in the modernization

endeavours of the industries;

satisfying level of transparency among the parties to I.R;
effective collective bargaining under win-win condition;
enhancement in production and improvement in productivity;

The net outcome of increasing efficiency and profit will go to

employers as well as to workers.

Human Resource Management [HRM] and Industrial Relations [IR]

Industries in our country no longer insist upon age old concepts

of personnel management. Nor they are inclined more on the industrial

relations that revolve around labour legislation. Instead, now days, they

rely heavily upon the approaches of human resource management [HRM]

that in other way come with the promise to improve relations among the

parties to I.R. Thus, human resource management evolves the following

issues that are significant from the standpoint of industrial relations under

changed perspectives. It attempts to

consider work force and management, on behalf of the employers,

as the parts of integrated industrial relations system[IIRS];

look for the co operations among the parties of IIRS so that the
enterprise can run with higher levels of productivity with quality

out comes in order to counter the uncertainties of the competition;

facilitate the inter-linked processes of cost reduction, customer
services, market development, employee resourcing, employee
relations and involvement, employee communication, team

working, performance management etc;

inculcate M.B.O approach in the restricted sense to improve the
efficiencies of the workers under mutually compatible relations

among the parties to L.R;

induce organizational commitments of the workers and the
managers in a manner that produces a friendly work climate within
IIRS;
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» favour decentralization of decision-making in the real sense of the
term where employees and the managers within team spirit can go

cohesively for innovations.

The approaches of HRM encourage flattened hierarchical set
up, proper delegation of authority, feeling of trustworthiness, warm and
supportive industrial relations, workers’ participation in management,
personnel information network under IIRS and many more. It is stated
above that HRM promotes the idea of ‘spelt out’ career growth of the
employees. This indeed is important from the points of employee
motivation, efficiency and sustenance of trustworthy relations between
employers and employees. Thus, HRM is giving more scope for proper

unionactivitiesresultingin better negotiations and meaningful settlements.

HRM has made lot of changes in industrial relations. The rules
and regulations are now days so tailored to suit the workers’ needs and
employees’ problems are seen from humanitarian perspective. A co-
operative attitude between employers and employees prevails within
industrial sector that in other way shapes the nature and contents of
industrial relations. The laid out procedures are contracted as per the
need of the hours. The focus is on the end results more and less on the
means. The pattern of supervision is gradually giving room to the guidance
pattern. The managers manifest the transformational leadership model
instead of transactional leadership and thereby insist upon proactive
actions rather than reactive one. HRM puts thrust upon the development
of workers, skill improvement, management development, career growth,
succession planning etc. All these, comprehensively, have bearing upon

the qualities of the industrial relations.

Industrial Relations Changes and Management

Let us start here with TISCO. Accordingly, industrial workers are
the assets of the industry. TISCO considers its workers as the members of
the Tata family. A feeling of the membership has made a sense of pride
and recognition to each of the workers who often boast to the others to
carry the values of Tata work culture. This collective understanding has

paved the way for the phenomenal growth and diversification of TISCO.
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Industrial Relations Changes has brought a lot of changes in

a)

employers, management and the employees because of necessity

and compelling circumstances.

the trade unions and their movements

the workers themselves

the attitudes of the government and politicians

judiciary, also

A. Changes and the Employers

This can be discussed as follows:

HRM has changed the management policies on employee relations.

Employers have formed their effective associations to tackle not
only their workers” present and the potential problems but also
they try to form the business cartel with an aim to minimise the

looming uncertainties of business competitions.

Linkage with international business organisations, participation in
worldtrade conferences, mergers, technology transfers,acquisitions,
diversifications, market development, business collaborations etc
are some of the many approaches of the employers, suggesting
requisite changes in commercial and labour laws, that have become
the order of the day.

Connection with international labour organisation [ILO] helps the
employers to get up to date information on areas of labour interests
that in other way assist them to formulate the pragmatic labour

policies under changed condition.

ASSOCHAM and different chambers of commerce and business
have emerged as the sources to direct the course of the changes
of industrial relations and to this end Confederation of Indian
Industries, an association of the employers, play a crucial role in
carrying out the negotiations with the government and the trade

unions.
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B. Roles of Trade Unions Under Change

After independence more and more industries were coming in one
side and employee trade unions with varying degrees of political patronage
were appearing on the other side with the strong affinities towards demand
based employee movements against the employers. In private sectors
trade unions were the masters, virtually. These unions, mostly, believed
in the existences of antagonistic relationships between the employers and
the employees because of dissimilarities of interests and thereby opted
for militant manifestations. These were the stories of the earlier decades
of the post independent era. However, when nationalization of industries

started, more public sectors came in the business scenario.

Actually, this was the onset of the direct involvements of the
government through bureaucrats whereby the administrative process
was used to give a contour of smooth industrial relations. Now under
the emerging state of affairs all the parties, including the employee trade
unions, are coming well within the folder of integrated industrial system
[IIRS] where management in cohesion with the knowledge workers,
with or without the presence of trade union, takes all the labour-centric
decisions with alignment towards cooperative work climate. Under the
condition, trade unions have reversed their roles and choose to manifest

mutually compatible attitudes.

C. Changes and the Workers

Workers, especially the knowledge workers with their crowded
availabilities in the industries of the time, sit with the management i.e.,
representative of the employers, to settle their issues as the vital part
of IIRS and thereby, decisively, approach towards negating the outside
leaderships of the employee unions. The settlements are crafted within
the framework of a number of social security acts, portraying the positive
outlook of the government to safeguard the interests of the workers.
Employees, therefore, have started accommodating the new scenario with
direct linkages to management. They are now more concerned with the
recognition, teamwork, responsibilities to decisions and with the overall

‘Workers’ Participation in Management’.
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D. Attitude of government and politician

Government has taken a number of measures to safe guard the
interests of the employers and the employees with the aim to maintain
cordial relations and industrial peace. Under the regime of open Indian
economy, both the employers and the employees have faced initially the
problems of change over but gradually both the parties have learnt to
move harmoniously with the common strategy to accomplish and sustain
business success. Both the government and the politicians have understood
the need of value-added industrial relations which favour the cohesive
move of all the interested parties in order to claim the supremacy of the
business within the face of global competitions. So the political leaders
are more concerned with the ‘worker participation in management’
under the support of trade union movements. The Political leaderships
are connected to dictate the trade union movements with the issues of
employee development, decentralization of the decision-making, workers
welfare, employee counselling etc. On the government side, government
is playing the role of mediator under tripartite relationships. Within the
Industries both employers and employees are appreciating the necessity

of good relations under the supportive role of the government.

E. Change in Judiciary

Judicial Activism is more pronounced than the initial phase. Judges
are free to decide for the country’s welfare and benefits of the industries.
Through there are frequent brushings between judiciary and parliament,
by and large the supremacy of judiciary prevails. It is like a nation’s
guardian boosting the development of the nation, passing through stiff

industrial competition.

Industrial Relations and Productivity

Without the quality man power the industrial relation system
[IIRS] is meaningless. It applies to every enterprise and includes unskilled,
semiskilled, skilled, knowledgeable worker and the managers. Good
industrial relations provide congenial atmosphere where workers can
think of their job, management can think of the welfare of the workforce
and the employers can think of the employees as partner to accomplish

the business success with the mental set to pay the due shares of profit to
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the employees. Under the condition, workers concentrate their activities
more to the goal of the enterprise. Welfare of the enterprise now days,
really, rests upon its effort to sustain business success where both manager
and worker play the significant roles. Motivated workers with positive
group morale exhibit high team spirit that in other way is the necessary
condition to yield advantage for the enterprise under stiff competition. So
to say, any enterprise moves with its people and satisfied workers make
differences in ensuring quality products and services. There is no denial of
the fact that the satisfied workers are the most productive workers and are
considered to be the assets of the enterprise. Thus good industrial relations
achieve better productivity and enhance the possibilities to sustain quality
products and / or services. Thus good industrial relations, as compared
to bad one, achieve better productivity through rise in productions of the
employees. One may get the idea of the impacts of bad industrial relations

upon person-day lost from the tables below

A comparative Industrial Dispute Man Days Lost Figure

Year No. of dispute No. of worker No. of Man days
involved (000) left (000)
1951 1071 691 3819
1961 1357 513 4919
1971 2752 1615 16546
1975 1943 1144 21901
1980 2856 1900 21900
1991 1810 1342 26428

Source: Annual report, ministry of labour Government of India hand book Labour

Statistics

We give stress more on productivity than increase on production,
as such. We cannot understand the gains of the increased production as
output unless it is to be compared with the inputs, used for the purpose.
Therefore, we talk about the productivity. Normally productivity is ratio
of Outputs / Inputs. As per international labour organization, “The ratio
between output and one of the factors of input (men, material, money,
talent etc.) is generally known as productivity of the factor concerned....”

Productivity is necessary for all type of enterprises i.e., government,
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quasi government or private and public sectors etc. Not mere production
will elevate us. We are to compete with the world. Hence, effective
improvements of production and productivity can only raise us to
international levels of the industries. There is no doubt that industrial
growth of any country brings the stability of the economic growth.
Significance of good industrial relations is implanted in the upswings
of industrial productivities of the country for economic growth and
development. Industries call attention to the cordial and congenial work-
climate that in other way affects productivity and generate a good-fit with
the consequences of the organization. Influences of industrial relations
on productivity and subsequent consequences can be perceived in the

following manners

» Minimizations of wastages systematically and reductions of wasteful

expenditure;
» Maximizations of the Workers’ efficiencies;

» Improvements of the information processing capacity of the

enterprise and thereby lowering of the opportunity costs ;
> Lessening of total costs of productions or services of the industry;
» Up gradation of the quality of the outcomes with respect to time ;

» Increment of workers’ motivation and morale which are linked to

the standards of production or service or of both;

» Reduction of future uncertainties of the firm through joint
decisions of the parties to IR to opt for diversified product, market

and services ;
» Faster rate of technological adaptations by the enterprise
» Gaining of the competitive advantage by the firm;

> Presence of efficient work force as distinctive capability of the firm

and utilization of the same to the fullest;

Techno- savvy efficient workforce, value added industrial relations,
high-degrees of flexible organizational structure to adapt quick changes,
incessant increment of productivity are some of the important factors that
make brighter the firm’s prospects to expand the periphery of the business

across the world.
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Technology and Industrial Relations

In the modern times industries can survive only if they bring a
change management. There should be organisational changes. The

dynamics of change include various modifications

1. Change in technology
Change in Human relations
Change in Production methods

Change in marketing strategies

ok » D

New Financial management etc.

In this chapter we draw the connectivity between technology
and industrial relations. As discussed earlier new technology should be
adopted to increase productions, its quality and productivity as a whole.
Now when the questions of adaptation of new technology as well as quality
production come then it is the workers who will be active to initiate
changes. Industries, therefore, sense the necessities of good industrial
relations which in its turn dilute the strengths of the resistances for
change. The resistances are natural but it requires to be handled tactfully
by the management. Good industrial relations prepare the mind sets of
the workers to accept the changes even in the presence of incompatible
differences. Industrial relations, evoking transparency, trustworthiness
and cohesiveness, appear to fit, suitably, to induce the new technology

with the promise of rapid adaptation.
Introduction of new technology creates

1. Fear of unknown in the minds of the workers.

2. Fear to lose jobs or curtailments of responsibility due to

mechanisation.
3. Fear of consequent displacement.

4. Panic reactions because of the inability to learn new techniques,

knowledge and methods of operations.
5. A feeling of inferiority complex and consequent depression.

6. A feeling of overall insecurity which if persists may create strained
attitude of the employee that begets poor industrial relations,

cumulatively.
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Case Illustration

When computerization was contemplated at Life Insurance
Corporation of India Office, Mount Road, the then the city Madras and
now the Chennali, a few years back, all the workers and staff came out to
the streets, saying we would not allow computer to enter our office. It
would enter on our dead bodies, only. Such fierce resistance was there in

the L.I.C against technology advancement at the time.

However, today, even the lowest paid employee cannot move
without a computer in his or her possession. Under changed patterns
of industrial relations, many Indian firms on an average manifest the

following approaches towards technological adaptations

»> Even before the machines use to come, workers are taken into
confidence[ The underlying slogan is Tell them, Educate them, and
Sell them so that they can Own them];

» Firms use to motivate the employees across the organization for the
technological adaptations| The reasons for change of technology,
try to create an atmosphere in consonance with the workers so
that the workers get ready to accept the change and minimize the
resistances—majority of the firms make attempts by telling the
workers the disadvantages of remaining static and the need to go
for the competition prevailing around the industry locally and

internationally];

»> To this end, the enterprises often draw the future vision in relation
to change [Thus the contributory factors i.e., less production cost
and more profit should be projected along with the employees’ career
movements in job ladder of the firm after the change. Restructuring
of the compensation packages is also an area of workers’ interests
with reference to incoming changes and the firms under the frame
work of value added industrial relations get less trouble to convince
the workers about the change than the others who still operate with

traditional patterns of IR];

» Arrangement for advanced training and development programme
prior to the introduction of the technology [Workers should

be initiated into new Technology with prior training and with
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tolerance. While imparting training to adopt new Technology, the
knowledge skill activity, dynamism of the workers should be taken
into account. New wave of industrial relation approach allows the
management in harmonization with the workers or the unions to
identify new competences and skills in terms of the technology to
be adapted which in other way give the scope to the management to
implement the new work designs as fast as it can be along with new

mode of performance evaluation techniques];

> Attempt to prepare the support system and action plans to execute
the adaptation process [Industrial relation approach, to day, comes
out with the hope to develop the action plans and support system
where both management and the employees are involved with some

degrees of commitment].

Effective Communication System and Industrial Relations
Management

Any good administration requires proper communication system.
In the case of industries where we have got pronounced hierarchical
arrangements of the roles, communication system should be sufficient
enough to move upwards, downward lateral and diagonal. There should
be adequate and effective communications to keep the employees
informed about decisions that affect their interests. Side by side, it is
simply the essential component of the industrial life without which all
the organizational activities within and outside the enterprise will be
stopped. Effective communication builds trust and team work. It is the
prime mover of good industrial relations. Communication is basically of
two types i.e., Operational and Personal.It is the personal communication
that is concerned with the shaping of personal relationships. Again these
personal relations are vital because sum total of all personal relations

synergic ally fabricate improved industrial relations.

Now, basically, the process of communication facilitates meaningful
exchange of information. Meaningful information is one which produces
feelings along with the perception. This is important because this
meaningfulness helps to form the attitudes. Needless to mention here, that
these attitudes are the necessary ingredients of the relationship bonds. The

nature of conversation in a work situation affects attitudes. Where there
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is friction and heated exchange of words, it is obvious, the work climate
gets vitiated and employees under this condition are not likely to make
their usual productive efforts. At the same time, the extent of personnel
communication to be permitted should be guarded. Too much talk may

dilute authority and strictness and may create emotional up set.

In any industry within the communication system (internal,
external, and personal) there exist different types of information flow.
Each day several information are being nurtured by the communication
net work of the organization. Regarding industrial relations it is the
communication net work that is significant. A net work that allows equal
proportion of down ward and upward communication is likely to generate
understanding between the parties involved in the exchanges. In downward
communication there is flow of instructions and messages from the top to
workers [This can be done through notices on board, circulars or through
workplace microphones]. There can be meetings with the subordinates.
In this, there can be two way discussions and the message communicated
reaches to the worker fully and without ambiguity. To some extent this
helps in settlement of grievance which promotes industrial relations.
Upward communication is the flow of information, mainly, from the
employees to employers. This type of communication assist the industry
to propagate an atmosphere of good industrial relations provided the
management on behalf of the employers is ready to take measures to

initiate integration mechanism.

If management keeps an open mind, useful suggestions in terms of
the communication will flow from bottom line to upward direction and
implementation of any or selective suggestions may satisfy the employees
because of the recognitions. Recurrences of the event may cater the
improvement of the relations between the employers and the employees.
Informal communication or grapevine communication though informal
yet it is the very important source of information to the employees.
Employees rely more on the grapevine as one of the trusted sources of
information. It spreads very fast and is strong enough to influence the
quality of industrial relations. Under grapevine member’s satisfaction is

estimated to be more than the other channels.

However, grapevine suffers with the accuracy of information

because most of the time rumours are getting distorted. But fallacy of this
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communication is the extents of reliance of the employees upon it whereby
they believe this source more than the formal channels. That is basically
the reasons due to which management has no control over grapevine.
The formal methods of communications are normally, departmental
meetings, conference, bulletins etc. Again out of the two normal modes of

communication oral and written, oral communication is

1. the direct face to face exchange of words that generates affinity and

develops a co operative spirit;

2. the intent of the communication that changes reciprocally the
mood of the source and the receiver under face to face interactions
whereby verbal as well as the nonverbal languages of the parties

breed long lasting impacts on the relations.

3. clearing doubts, instantly and at the same time can generate wilful

confusions.

4. the common way to create impression through the manifestation of
the desired symbols and the attitudes as perceived by the other. So

it is useful to correct the mood or to ratify the earlier actions.

This is not suitable for lengthy messages. Written message is more

confirmative and comfortable.
Written communication to workers comes with the following features

1. This leaves evidence and can remain with the receiver for frequent

reference.
2. This can be preserved

3. While writing utmost care is taken to make it sweet and up to the
point.

4. We can reproduce it for expansion of message.
Improper communication affects industrial relations. Communi-

cation with employees may have an effect on the following problems that

are considered to be the barriers of the process
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1. Semantic Problem

This is the problem of language. In employer employee
communication under a two way process, the worker should understand
the language of the employer and vice- versa. Any problem of the semantic

can create misunderstandings between the parties.

2. Perception Problem

People may perceive the same thing, differently. Perception
acts as barrier of the communication because the management and the
workers perceive the respective interests in another way. This may lead to

misunderstanding during communication.

3. Problem with the message

Away from the verbal language a number of Para- languages
including tone, intensity of the sound, pitch of the sound etc as well as
body languages are extremely the determining factors of the message
quality in terms of the perception of the receiver. In industrial setting,
therefore, messages should be easily understandable to suit and attract the

employees as receiver.

It is equally true for the employers who need to extract the correct
meaning of the message from the employees. Depending upon these
perceptual limitations the toning, volume, depth of message should be

tailored in order to make the communication effective.

4. Besides this there may be failures due to

a) Faulty speech and faulty hearing;

b) Translation which may not carry the forcefulness and the intent of

the employer as source;
c) Hierarchical blocks and distortion of the original message;
d) Status blocks.
Whatever the barriers but it is true that right communication

improves industrial relations and in turn gives quality output and

enhanced productivity
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Hence, if one may want to improve industrial relations then he

or she should take care about the ways and means to make better the

communication.

1.

The message of Communication should be short, sweet and up to

the point leaving no ambiguity and the objective must be clear.

Communication should include the message where both verbal and

nonverbal Languages should be understood by the workers.

There should be adequate doses of communication. The intention
should reach and produce the intended perceptions and feelings.
Upward communication should be appreciated by the top brasses
of the enterprise that in other way brings favourable atmosphere of

effective relations.

Before dissemination of information management must ensure the
quality and the length of the message that is to be communicated

with the priorities of importance.

Both the management and the employees should use a proper

medium, either oral or written, to suit the message and its nature.

Both the parties should communicate, always, at an appropriate

time that provides the right climate.

Both the management and the workers should be a good listeners
otherwise both of them will not be able to extract the meanings
of the intended message—a feature that improves the two way

communication.

To make the communication effective it necessary to keep the
recipients in good humour that can devoid the boredom and

increase the attraction for the same.

Summary

The new industrial scenario unearths the significance of human

resource management in shaping effective industrial relations. Under it

the workers are not only satisfied but at the same time this relations insist

upon a friendly work climate where both the employers and the employees

operate under trust, cooperation and as parts of integrated industrial

relation system[IIRS]. Productivity automatically increases when the
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workers are satisfied. These in turn reduces industrial conflicts. However,
the productivity and production are different. Indeed, satisfied workers
are more productive than dissatisfied. Both management and the workers
cohesively work together under the changing mode and thereby make
sure the quality of productions or services as well as the team enhances the
overall productivity of the enterprise. In this chapter we, also, deal with
the impacts of technology on IIRS and further elaborate the importance
of communication in the growth, development and sustenance of good

industrial relations.

[NOTE: Contributions of the Industrial Relations Management of e-University Home, in

writing this chapter, is acknowledged].
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Lesson 1.4 - Indian Culture & Industrial Relations.

Learning Objectives

The objective of the lesson is to see the linkages among Indian
culture, labour practices [Traditional and New] and institutional
influences of the international body like ILO in shaping the trend of

industrial relations in the country

Introduction

Our industrial culture has undergone a radical change. From
Vedic times up to British rule our industries (Whatever were there) were
having ‘Raja Praia’ culture. All the wealth goes to king, all the sweat goes
to the others. From there our culture descended to Zamindars’ system of
management. A sort of social practice with the working class, spinning
around the bonded labour, was there at the time. All the workers who were

within a particular area would be concerned for a particular Zamindar.

Following this, came the British pattern. Hire and fire was the
relation with the workers. Engage them whenever they were required and
then used to throw them off. During pre independence period, because of
some national leaders like Mahathma Gandhi, Tilak and others, a concern
was developed for the welfare of the workers.. British government at
the end of their tenure enacted few acts like trade union act, Industrial
disputes Act etc. Within this backdrop this chapter opens the discussion

on the nature of the workforce under the legacy of Indian culture.

Indian Culture and the Nature of the Workforce

Our Indian culture is not permitting fighting or aggressive
behaviour. It is not at all a culture of belligerent type. Nature of average
workers is normally docile. Majority Indians love to exist with peace. ‘Live
and let live’ is the perpetual slogan of the Indian communities. Because of

this nature of the work force, the British rulers faced no trouble, as such,
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with the workers even under oppressive subjugations. Hence industrial
relations, by and large, were smooth enough. From the last phase of the
British Raj, the British administrators confronted with the problems of
mass productions because of the demands of the Second World War and
felt to go for the bulk recruitments of workers. They urgently needed to
expand the capacities of the labour-centric industries where the major

driving force was the manpower.

At the same time, some le