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UNIT -1
INDUSTRIAL RELATIONS

INTRODUCTION TO INDUSTRIAL RELATIONS

Industrial relations refer to the relationships among employers, employees, trade unions and
government in matters connected with employment. These relationships arise from the organisation
of work, payment of wages, working conditions, discipline, employee representation and settlement
of workplace differences. Industrial relations include both cooperation and conflict. They are not
limited to strikes or disputes; they also cover communication, consultation, collective bargaining and
joint efforts to improve productivity.

In every organisation, management contributes capital, technology, planning and supervision, while
employees contribute knowledge, skill, time and effort. Their interests may not always be identical.
Management may give importance to cost, efficiency and continuity, whereas employees may be
concerned with fair wages, job security, dignity and safe working conditions. Industrial relations

provide institutions and procedures through which these interests can be discussed and balanced.

MEANING OF INDUSTRIAL RELATIONS

The term ‘industry’ refers to organised economic activity involving the production of goods or
provision of services. ‘Relations’ means the connections and interactions among the people involved.
Industrial relations therefore mean the network of relationships among employers, employees, their
organisations and public authorities concerning employment.

Industrial relations include individual matters such as appointment, supervision, promotion, discipline
and separation, as well as collective matters such as union recognition, collective bargaining,
consultation and settlement of disputes. They are a continuous process influenced by economic

conditions, technology, labour laws, management policies and social expectations.

DEFINITION OF INDUSTRIAL RELATIONS

1. General definition — Industrial relations may be defined as the system of relationships among
employers, employees, trade unions and government concerning employment, working conditions
and the regulation of work.

2. Management perspective — It refers to the policies and practices used by management to maintain
constructive relationships with employees and their representatives so that organisational objectives

can be achieved.
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3. Employee perspective — It provides channels through which workers express common interests,

protect their rights, seek fair treatment and participate in decisions affecting their working lives.

NATURE AND FEATURES OF INDUSTRIAL RELATIONS

e Relationship-based — Industrial relations arise from continuing interaction between people
who provide labour and those who organise and control the production process. The
relationship includes rights, duties, expectations and responsibilities on both sides.

e Individual and collective — The subject deals with individual employment matters and
collective issues involving groups of employees. An individual disciplinary grievance and a
collective wage dispute are both matters of industrial relations.

¢ Dynamic — Industrial relations change with economic conditions, technology, labour-market
developments, management practices and government policy. Organisations must review their
practices as the workforce and business environment change.

e Cooperative and conflictual — Management and employees may cooperate to improve
quality while disagreeing about wages or work schedules. Effective relations provide orderly
methods for managing these differences.

e Multidisciplinary — Industrial relations draw on management, economics, law, sociology,
psychology and political science. These disciplines help explain workplace behaviour,
bargaining power, legal rights and productivity.

e Rule-governed — Employment relationships are influenced by legislation, standing orders,
service rules, collective agreements and workplace procedures. These rules clarify

expectations and reduce arbitrary treatment.

SIGNIFICANCE OF INDUSTRIAL RELATIONS

e Industrial peace — Good industrial relations reduce avoidable conflict and provide
procedures for resolving disagreements. Industrial peace does not mean that every
disagreement disappears; it means that differences are addressed through accepted and
peaceful methods.

e Higher productivity — Employees who trust management and understand organisational
objectives are more likely to cooperate with production plans, quality initiatives and
improvements in work methods. Reduced disruption supports productivity.

e Employee morale — Fair treatment, timely communication, recognition and opportunities to
raise concerns improve employees’ sense of belonging. Employees who feel respected are

more likely to show commitment.
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Reduction in labour turnover — Constructive relationships and fair employment practices
can reduce dissatisfaction that leads employees to leave. Lower turnover helps retain
experience and reduces recruitment and training costs.

Better discipline — Clear rules, consistent supervision and fair procedures help employees
understand expected conduct. Discipline is more effective when rules are known and applied
consistently.

Organisational growth — Stable employment relationships support investment, production
planning, customer service and long-term development. Organisations can focus on
improvement when avoidable disputes are controlled.

Social and economic development — Industrial relations influence income distribution,
employment security and working conditions. Healthy relations contribute to balanced
economic development.

Democratic participation — Trade unions and consultative bodies provide channels for
employees to express views on matters affecting them. Participation can improve the quality

and acceptance of workplace decisions.

APPROACHES TO INDUSTRIAL RELATIONS

Different approaches explain why industrial relations develop in particular ways and how workplace

conflict should be understood. No single approach explains every organisation. Their usefulness

depends on the industry, legal system, strength of employee organisations and attitudes of

management.

Unitary approach — The organisation is viewed as an integrated team with a common
purpose. Management and employees are considered to share broad organisational objectives.
Conflict is treated as abnormal and may be attributed to poor communication or
misunderstanding. The approach gives importance to loyalty, teamwork and leadership, but
may underestimate genuine differences in interests and the need for independent employee
representation.

Pluralist approach — An organisation is viewed as containing groups with different interests
and sources of authority. Management and employees may have legitimate but competing
expectations regarding wages, security and control over work. Trade unions are recognised as
legitimate representatives. Conflict is considered natural and can be managed through

bargaining, consultation and dispute-settlement procedures.
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e Marxist or radical approach — This approach analyses industrial relations in the context of
ownership, economic power and the division between capital and labour. It argues that
conflict may arise from structural inequalities in the employment relationship and the
distribution of economic benefits. Trade union activity is understood as a response to the
unequal bargaining position of workers.

e Systems approach — Industrial relations are treated as a system involving actors, contexts,
rules and outcomes. Actors include employers, employees, unions and government. Context
includes technology, markets and power relationships. Rules arise through laws, agreements
and workplace procedures. Outcomes include wages, working conditions, disputes and
industrial peace.

e Human relations approach — This approach emphasises employee needs, motivation,
communication, leadership and group behaviour. Recognition, belonging and fair supervision
influence employee satisfaction along with wages. Better interpersonal relationships can
reduce avoidable dissatisfaction, although they may not resolve structural disagreements.

e Gandhian approach — This approach emphasises truth, non-violence, mutual respect,
trusteeship and voluntary settlement. Employers and employees are encouraged to recognise

mutual dependence and resolve differences through dialogue and moral persuasion.

KEY ACTORS OF INDUSTRIAL RELATIONS

e Employers and management — Employers provide employment, organise resources and
determine production policies. Decisions relating to wages, working hours, safety, discipline,
technology and staffing directly influence industrial relations.

e Employees and workers — Employees contribute labour, skill and knowledge. Their interests
include fair remuneration, safe conditions, dignity, job security and development
opportunities. They also have responsibilities to perform assigned work and follow lawful
rules.

e Trade unions — Trade unions represent the collective interests of workers. They negotiate
with employers, raise grievances and seek improvements in working conditions. Their
effectiveness depends on responsible leadership and member participation.

e Government — Government establishes the legal framework, promotes welfare, maintains

labour administration and provides institutions for conciliation and adjudication.
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e Employers’ associations — These associations represent common employer interests, provide
advice on labour policy, participate in consultations and communicate employers’ views to
government and unions.

e Labour administration and judiciary — Labour departments, inspectors, conciliation
officers, labour courts and tribunals perform administrative, enforcement, dispute-resolution

and interpretive functions.

FACTORS AFFECTING INDUSTRIAL RELATIONS

e Economic conditions — Inflation, market demand, profitability, competition and cost of living
influence wage expectations and employment decisions. Economic expansion may encourage
recruitment, while downturns may create insecurity.

e Management philosophy — An authoritarian style that excludes employee voice may create
dissatisfaction. A participative and fair style can build trust when consultation is genuine.

e Trade union leadership — Responsible leadership communicates concerns and negotiates
practical solutions. Internal divisions or weak accountability may reduce representative
strength.

e Communication — Incomplete information, rumours and delayed explanations create
misunderstanding. Transparent communication helps employees understand decisions and
allows management to identify concerns early.

e Working conditions — Unsafe workplaces, excessive workload, inadequate facilities and poor
supervision can damage relations. Safe and humane conditions are essential to employee
confidence.

e Labour laws and government policy — Clarity and enforcement of labour laws influence the
conduct of employers and employees. Uncertainty or inconsistent enforcement can create
disputes.

e Technology and automation — New technology may improve productivity but also change
job requirements or reduce certain roles. Consultation and training are important when
employees are affected.

e Social and cultural factors — Education, social expectations and workforce diversity
influence workplace expectations. Respect and fair treatment help maintain harmonious
relations.

e Personnel policies — Recruitment, promotion, transfer, leave, discipline and appraisal policies

affect perceptions of fairness. Arbitrary implementation creates dissatisfaction.
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e Political influence — Political developments may influence union activity and labour policy.

Such influence can be constructive or disruptive depending on the circumstances.

PREREQUISITES FOR SUCCESSFUL INDUSTRIAL RELATIONS

e Mutual trust and respect — Management and employees should recognise each other as
legitimate participants. Trust develops when commitments are honoured and decisions are
explained honestly.

e Recognition of representation — Where employees have chosen representatives or unions,
management should deal with them through lawful channels. Clear recognition reduces
uncertainty.

e Effective communication — Information about policies, production changes, safety, wages
and organisational developments should be accurate and timely. Employees should have
channels to communicate concerns.

e Fair wages and benefits — Remuneration should comply with applicable law and be
administered transparently. A fair wage structure reduces avoidable dissatisfaction.

e Safe workplace — Safety systems, protective equipment, sanitation, rest facilities and health
measures show that employee welfare is an organisational responsibility.

e Prompt grievance redressal — Employees should know where to submit grievances and how
they will be examined. Delay allows small problems to become serious disputes.

e Constructive bargaining — Negotiations should be based on preparation, accurate
information, realistic expectations and willingness to compromise.

e Consistent discipline — Rules should be clear and applied without discrimination. Fair
procedures and proportionate action strengthen confidence.

e Employee participation - Consultative committees allow employees to contribute
knowledge about work methods, safety and productivity.

e Continuous review — Policies should be reviewed in light of feedback, legal changes,

technology and business conditions.

TRADE UNION: CONCEPT AND MEANING

A trade union is an organised association of workers formed to protect and promote their common
employment-related interests. Workers may organise to improve wages, working hours, safety, job
security, welfare facilities and fair treatment. A trade union provides a collective voice in dealings

with employers and may represent members in negotiations and grievance procedures.
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Trade unions developed because an individual worker may have limited bargaining power when
negotiating with an employer. Collective organisation enables workers to present common demands,
share information and seek more balanced negotiations. A union may also provide education, legal

assistance, welfare support and solidarity among members.

ROLE OF TRADE UNIONS

e Protection of workers’ interests — Unions help workers raise issues concerning wages,
hours, leave, discipline, safety and job security. They may support employees who believe
they have been treated unfairly.

e Collective bargaining — Unions negotiate with employers on behalf of employees.
Agreements may cover pay, working conditions, benefits, grievance procedures and other
employment matters.

e Grievance representation — A union representative may assist an employee in presenting a
grievance and understanding the applicable procedure.

e Improvement of working conditions — Unions may seek safer equipment, adequate
ventilation, sanitation, rest facilities and reasonable workloads.

e Legal and welfare assistance — Some unions provide guidance on employment rights,
support during disputes and welfare services, depending on their resources.

e Worker education — Unions may educate members about labour laws, workplace safety,
negotiation and responsible participation.

¢ Industrial democracy — Unions provide a channel for employees to influence decisions
affecting their working lives.

e Cooperation and discipline — Responsible unions can communicate workplace rules and
encourage members to use established procedures.

e Social security and welfare — Unions may advocate for medical support, maternity
protection, retirement benefits and other welfare measures.

e Wider social role — Unions may participate in public discussions concerning employment,

equality, social protection and labour policy.

TRADE UNIONS ACT, 1926

The Trade Unions Act, 1926 is an important central legislation relating to registration and certain
legal aspects of trade unions in India. It provides a statutory framework for registration, legal status,

rights, liabilities and regulation of registered trade unions. Registration gives a qualifying union a
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recognised legal identity and enables it to exercise statutory rights and protections subject to

compliance with the Act.

Objectives of the trade unions act:

e Legal recognition — The Act provides a procedure through which a qualifying trade union
may obtain registration and legal recognition.

¢ Regulation of functioning — Registered unions are required to maintain rules and records and
comply with statutory requirements relating to administration.

e Protection of legitimate activities — The Act provides specified protections for certain
activities connected with legitimate trade union functions, subject to statutory conditions.

e Accountability — Requirements relating to office-bearers, funds, returns and records promote
transparency and accountability.

e Orderly relations — A legal framework supports structured representation and orderly

dealings between workers and employers.

Registration and rules of trade unions:

An application for registration is made to the Registrar of Trade Unions in the prescribed manner. It
is accompanied by required particulars about the union’s name, office, members and rules. The
Registrar examines whether statutory conditions have been fulfilled and may seek further
information.

Union rules ordinarily address the name, objects, purposes for which funds may be used,
membership, benefits, administration, audit, inspection of records, amendment and dissolution.

Proper rules help members understand the union’s structure and responsibilities.

Rights and liabilities of registered trade unions:

e Separate legal identity — A registered trade union obtains a legal identity distinct from its
individual members for purposes recognised by the Act. This supports continuity despite
changes in membership.

e Property and funds — A registered union may hold property and manage funds in accordance
with its rules and law. Funds should be used for authorised purposes and properly accounted
for.

e Legal proceedings — The Act provides for a registered trade union to sue and be sued in its

registered name, subject to the statutory framework.
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Specified protections — The Act contains limited protections relating to certain civil and
criminal consequences of legitimate trade union activity. These are not permission to commit
unlawful acts.

Compliance obligations — A registered union must maintain records, submit prescribed
returns and follow statutory rules. Non-compliance may affect its registration or legal

position.

INDIAN TRADE UNION MOVEMENT

The Indian trade union movement developed in response to industrialisation, factory employment and

difficult working and living conditions experienced by many workers. Early worker associations

emerged in industrial centres and sought to address long working hours, low wages, unsafe

conditions and arbitrary treatment. Over time, unions developed more formal structures and

participated in wider labour and national movements.

Early stage — In the early period of industrial development, workers formed associations to
raise common demands. These organisations were often local and had limited resources, but
they helped create awareness about collective action.

Organisational growth — As industrial employment expanded, formal unions emerged in
textiles, railways, ports and other industries. Workers increasingly used collective
representation.

Legal development — The Trade Unions Act, 1926 provided a statutory basis for registration
and certain protections, supporting institutional development.

National organisation — Federations and national organisations coordinated activities across
industries and regions and provided wider platforms for labour policy discussions.
Post-independence development — Labour legislation, public-sector expansion and industrial
planning influenced union activity in collective bargaining, welfare and dispute processes.
Contemporary changes — Global competition, outsourcing, contract employment,

automation and service-sector growth have changed the environment in which unions operate.

STRENGTHS AND WEAKNESSES OF TRADE UNIONS

Collective bargaining strength — A union combines concerns of many employees and may
create a more balanced negotiating position than isolated individual discussions.
Worker protection — Unions help employees raise issues concerning unfair treatment, safety,

wages and working conditions.
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e Awareness and solidarity — Education and collective organisation improve awareness of
rights and provide mutual support.

e Policy participation — Unions can represent workers’ views in discussions with employers
and public authorities.

e Multiplicity of unions — Competing unions in one establishment may create rivalry and
weaken collective representation.

e Political influence — External political influence may divert attention from workplace issues
or create divisions if it overrides member-led priorities.

e Limited resources — Some unions have small membership bases and limited funds,
restricting education, research and legal support.

e Leadership problems — Lack of transparency, weak internal democracy or leadership rivalry
can reduce members’ confidence.

e Uneven representation — Informal, temporary and contract workers may have less access to
organised representation.

e Resistance to change — Opposing every technological change without examining its effects

may prevent negotiation of training, redeployment and productivity-sharing arrangements.
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UNIT - 11
INDUSTRIAL DISPUTES

INTRODUCTION TO INDUSTRIAL DISPUTES

e An industrial dispute is a disagreement connected with employment or conditions of work
between employers and employees, employers and employers, or workers and workers, as
recognised by applicable labour law. Disputes may arise over wages, allowances, working
hours, leave, retrenchment, dismissal, discipline, promotion, safety, union recognition or
interpretation of an agreement.

e Disagreements are a normal possibility in employment because the parties may have different
interests and expectations. The important issue is whether the disagreement is handled
through fair, timely and lawful procedures. Early handling prevents grievances from

spreading and becoming more serious.

MEANING AND DEFINITION

e In a broad sense, an industrial dispute is a conflict of interests or difference of opinion arising
out of employment. It may concern an individual employee or a group and may involve one
establishment or a wider industry.

e The Industrial Disputes Act, 1947 defines industrial dispute to include disputes or differences
between employers and employers, employers and workmen, or workmen and workmen,
connected with employment, non-employment, terms of employment or conditions of labour.

Its application depends on the statutory text and facts of each case.

CAUSES OF INDUSTRIAL DISPUTES

e Wage-related causes — Disputes arise when workers consider wages inadequate, wage
revisions delayed or allowances unclear. Differences may also concern equal pay, bonus,
overtime and incentive calculations.

e Working conditions — Unsafe equipment, poor ventilation, inadequate sanitation, excessive
workload and inconvenient shifts may lead to dissatisfaction.

e Employment security — Retrenchment, layoffs, closure, transfer, outsourcing and changes in
employment status may create uncertainty about continued work.

e Disciplinary action — Suspension, dismissal and other penalties may be disputed if

employees believe action is arbitrary, discriminatory or unsupported by a fair inquiry.
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e Union-related issues — Disputes may concern union recognition, membership rights,
victimisation of representatives or rivalry among unions.

e Promotion and transfer — Employees may challenge decisions when selection criteria are
unclear or applied inconsistently.

e Management practices — Poor supervision, lack of consultation, harsh treatment and
inconsistent policies may create resentment.

e Technological change — Automation and restructuring may alter job roles, skill requirements
and staffing levels.

e Political and external influence — External organisations or political developments may
influence workplace campaigns.

e Communication failure — Rumours, incomplete information and delayed explanations can

cause misunderstandings and intensify existing problems.

TYPES OF INDUSTRIAL DISPUTES

o Interest disputes — These arise when parties seek to establish new terms or change existing
conditions, such as wage increases or new allowances. Collective bargaining is a common
method of addressing them.

e Rights disputes — These concern interpretation or application of existing rights under law,
standing orders, service rules or collective agreements.

e Individual disputes — An individual dispute concerns the employment of a particular worker,
such as dismissal or disciplinary action. Certain individual disputes are treated as industrial
disputes under law.

e Collective disputes — A collective dispute affects a group of employees or arises through
collective representation and may involve wages, conditions or recognition.

e Disputes between employers — Employers may disagree with one another on employment-
related matters, depending on statutory definitions.

e Disputes between groups of workers — Differences may arise over work allocation,

seniority, representation or other common employment matters.

CONSEQUENCES OF INDUSTRIAL DISPUTES

e Loss of production — Work interruption reduces output and may affect delivery schedules,

customer relationships and financial performance.
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Loss to employees — Work stoppages may reduce earnings and create financial difficulty for
workers and their families.

Loss to employers — Employers may face lost sales, idle machinery, contractual penalties,
damage and dispute-resolution costs.

Reduced morale — Prolonged disputes create suspicion and hostility. Rebuilding trust after
settlement may take time.

Public impact — Disruption in essential goods or services may inconvenience customers and
damage the reputation of an industry.

Economic effects — Large disputes may affect supply chains, investment, employment and
connected sectors.

Legal costs — Parties may spend resources on proceedings, inquiries, representation and
compliance.

Corrective opportunity — A dispute may reveal weaknesses in communication, policies or

conditions and lead to improvement if root causes are addressed.

STRIKES

Meaning and types of strike

A strike is a concerted stoppage of work or refusal by a group of employees to continue work,

undertaken to express a common employment-related demand or protest. It is a form of collective

action and may be used when negotiation or other methods fail. Its legality depends on applicable

law, the establishment, notice requirements and other statutory conditions.

Economic strike — Employees stop work to press demands relating to wages, allowances,
bonus, hours or other economic benefits.

General strike — A large number of workers, sometimes across several industries or regions,
participate in a common stoppage to raise wider demands.

Sympathetic strike — Employees stop work in support of workers involved in a dispute
elsewhere. Its legal position depends on law and circumstances.

Sit-down strike — Employees remain at the workplace but refuse to perform duties. This may
raise additional legal and operational issues.

Go-slow — Employees attend work but deliberately reduce the pace of work. It affects output

and may be treated as misconduct depending on facts and rules.
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e Token strike — Employees stop work for a short specified period to demonstrate support for a
demand.

MEANING OF LOCKOUT

A lockout is the temporary closing of a place of employment, suspension of work or refusal by an
employer to continue employing workers, used in connection with an industrial dispute. It is an

employer-side form of industrial pressure and is subject to legal restrictions.

Difference between strike and lockout

Initiating party — A strike is initiated by employees collectively, whereas a lockout is initiated by the
employer.

Nature — A strike involves employees stopping or refusing work; a lockout involves the employer
closing the workplace, suspending work or refusing employment in the statutory sense.

Purpose — Both may be used as pressure in an industrial dispute, but the demands and circumstances
may differ.

Legal regulation — Both are regulated by labour law. Notice, prohibited periods and pending
proceedings may affect legality.

HANDLING AND SETTLING INDUSTRIAL DISPUTES

o Identification — Identify the exact subject of disagreement, employees affected, relevant
policy or agreement and the outcome sought.

e Collection of facts — Examine wage records, attendance, notices, agreements and
correspondence. Decisions should be based on evidence rather than rumours.

e Direct discussion — Where appropriate, the employee or representative and supervisor should
discuss the issue. Direct discussion may resolve misunderstandings quickly.

e Internal negotiation — Authorised representatives meet to examine solutions and record
agreed and unresolved matters.

e Conciliation — A neutral officer assists the parties in reaching a voluntary settlement and
facilitates communication.

e Arbitration — Where parties agree to refer the dispute, an arbitrator examines the matter and
gives a decision under the applicable process.

¢ Adjudication — A competent labour court or tribunal decides a dispute referred under the
legal framework.

e Implementation — A settlement or award should be communicated and implemented. Follow-

up confirms that the dispute has not reappeared.
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EMPLOYEE GRIEVANCES

An employee grievance is a complaint or feeling of dissatisfaction concerning employment,

workplace treatment, working conditions, management decisions or interpretation of organisational

rules. A grievance may arise from an actual violation of a right or from an employee’s perception that

treatment is unfair. Grievances may concern wages, workload, leave, transfer, promotion,

supervision, safety, discrimination, discipline or interpersonal relations.

Causes of employee grievances:

Wage dissatisfaction — Errors in calculation, delayed payment, unequal treatment or unclear
incentive rules may create grievances.

Work allocation — Employees may feel duties are distributed unfairly or workloads are
unreasonable.

Promotion and transfer — Unclear criteria or perceived favouritism can lead to
dissatisfaction.

Supervisory behaviour — Rude treatment, inconsistent instructions, favouritism or lack of
support may create complaints.

Working environment — Unsafe conditions, inadequate facilities, noise, poor sanitation or
insufficient equipment may be grievance subjects.

Leave and working time — Disputes may arise over leave eligibility, shifts, overtime and rest
intervals.

Disciplinary action — Employees may challenge action they believe is procedurally unfair or
disproportionate.

Interpersonal conflict — Harassment, bullying or disputes among colleagues may affect an

employee’s ability to work.

STEPS IN GRIEVANCE HANDLING

Receiving the grievance — Provide an accessible and respectful channel. The person
receiving the complaint should listen carefully and avoid dismissing it prematurely.
Acknowledgement and recording — Record the date, nature of complaint, persons involved
and remedy requested. Acknowledgement assures the employee that the matter is being
considered.

Preliminary examination — Determine whether the matter falls within the procedure and

whether urgent protection or referral is required.
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¢ Investigation — Collect documents and interview relevant persons. Maintain confidentiality as
far as possible and give parties a fair opportunity to explain.

e Analysis and decision — Compare evidence with applicable rules, agreements and principles
of fairness. The decision should address the issue raised.

e Communication — Explain the decision and reasons clearly. Where corrective action is
required, specify the action and expected time.

e Appeal or review — Provide an appropriate higher-level review where the employee remains
dissatisfied, subject to organisational rules.

e Follow-up — Check whether corrective action has been implemented and whether the concern

has been resolved.

CAUSES FOR POOR INDUSTRIAL RELATIONS

e Unfair labour practices — Discrimination, victimisation, arbitrary discipline or disregard for
employee rights weakens trust.

e Weak communication — Inaccurate information and rumours increase suspicion.

e Poor leadership — Inconsistent or insensitive leadership creates frustration and reduces
cooperation.

e Unresolved grievances — Repeated failure to address complaints can turn individual
dissatisfaction into collective protest.

e Union rivalry — Competition among unions may divide employees and complicate
negotiations.

e Inadequate wages — Employees may become dissatisfied when remuneration is unfair in
relation to work and living costs.

e Unsafe conditions — Failure to control hazards creates fear and anger.

e Lack of participation — Employees may resist decisions imposed without explanation or

consultation.

REMEDIES FOR IMPROVING INDUSTRIAL RELATIONS

e Fair personnel policies — Recruitment, promotion, transfer, discipline and reward policies
should be clear, consistent and objective.
e Grievance machinery — A time-bound procedure should allow employees to raise concerns

and receive reasoned decisions.
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Collective bargaining — Management and employee representatives should negotiate
common employment issues.

Joint consultation — Committees can discuss safety, welfare and productivity before
problems become disputes.

Supervisor training — Supervisors should be trained in communication, conflict
management, labour law and fair treatment.

Employee welfare — Safe conditions, sanitation, rest facilities and medical support improve
working life.

Timely communication — Management should explain significant decisions and provide
reliable channels for feedback.

Legal compliance — Employers and employees should follow applicable legislation,

agreements and procedures.

INDUSTRIAL DISPUTES ACT . 1987

‘Industrial Disputes Act, 1987°. The commonly cited Indian central enactment is the Industrial

Disputes Act, 1947. The Act provides a framework for investigation and settlement of industrial

disputes and regulates matters such as works committees, conciliation, voluntary arbitration,

adjudication, strikes, lockouts, layoffs, retrenchment and closure, subject to the applicable provisions

and amendments.

The purpose of the statutory framework is to provide orderly methods for preventing and resolving

disputes and to balance the interests of workers, employers and the public. The exact provisions

applicable depend on the establishment, statutory definitions, amendments and legal position in force.

Works Committee — In establishments meeting statutory conditions, a Works Committee
promotes measures for securing and preserving amity and good relations and comments on
matters of common interest.

Conciliation Officer — A Conciliation Officer mediates in and promotes settlement of
industrial disputes and attempts to bring parties to an amicable agreement.

Board of Conciliation — A Board may be constituted to promote settlement of a dispute
under the statutory framework.

Court of Inquiry — A Court of Inquiry may examine matters connected with an industrial
dispute and report its findings.

Labour Court — A Labour Court adjudicates matters assigned to it, including specified

disputes relating to employment, discipline and service conditions.
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e Industrial Tribunal — An Industrial Tribunal adjudicates matters within its jurisdiction,
which may include wages, allowances, working hours and other conditions.

e National Tribunal — A National Tribunal may be constituted for disputes involving national
importance or establishments in more than one state, as provided by law.

e The statutory framework has undergone amendments and is affected by later labour-code
developments. For examination purposes, students should follow the enactments and

commencement position prescribed by their university and applicable law.
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UNIT — 111
COLLECTIVE BARGAINING

INTRODUCTION, MEANING AND DEFINITION COLLECTIVE BARGAINING

Collective bargaining is a process through which employers and representatives of employees,
usually trade unions, negotiate terms and conditions of employment. It may cover wages, allowances,
working hours, leave, safety, welfare, discipline, grievance procedures, job security and other matters
of mutual interest. The word ‘collective’ indicates that employees act through representatives, while
‘bargaining’ refers to discussion, exchange of proposals and adjustment of expectations.

Collective bargaining is both a method of resolving differences and a continuing system of regulating
employment relationships. It depends on representative authority, preparation, accurate information,
mutual respect and willingness to reach workable agreements.

1. Process-oriented meaning — It is a continuing process involving preparation, discussion,
proposals, counter-proposals, negotiation and recording of agreed terms.

2. Representative meaning — Employees participate through authorised representatives who
communicate the collective interests of the workforce.

3. Agreement-oriented meaning — The purpose is to reach a mutually acceptable agreement that

provides clarity about rights, duties and procedures.

FUNCTIONS OF COLLECTIVE BARGAINING

e Determination of wages — It provides a forum for discussing wage rates, revisions,
allowances, incentives, bonus and payment methods.

e Regulation of conditions — The parties may negotiate working hours, shifts, overtime, rest
intervals, leave, safety and welfare facilities.

e Settlement of disputes — Negotiation can resolve disagreements before they develop into
strikes, lockouts or formal proceedings.

e Workplace rules — Agreements may clarify discipline, seniority, promotion, transfer,
grievance procedures and representation.

e Communication — Regular negotiation creates a structured channel for sharing information
and explaining concerns.

e Employee representation — Collective bargaining enables employees to express common
concerns through representatives.

e Organisational stability — Agreements provide predictability for production planning and

employee expectations during their period of operation.
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IMPORTANCE OF COLLECTIVE BARGAINING

e Balanced bargaining — Collective representation may reduce the imbalance between an
individual worker and employer.

e Industrial democracy — Employees gain an opportunity to influence rules governing their
working lives.

¢ Reduction of conflict — A recognised process gives parties a peaceful method to address
disagreements.

e Improved morale — When concerns are heard and agreements honoured, workers may
develop greater confidence.

e Clear employment terms — Written agreements reduce uncertainty about wages, benefits,
hours and procedures.

¢ Flexibility — Parties can negotiate arrangements suited to an establishment or industry within
legal limits.

e Long-term cooperation — Repeated negotiations build relationships and help address

changing conditions.

PRINCIPLES OF COLLECTIVE BARGAINING

e Good faith — Both parties should participate honestly, disclose relevant information where
appropriate and avoid using negotiation merely to delay.

e Mutual respect — Representatives should recognise each other’s role and discuss differences
without intimidation.

e Adequate preparation — Each side should understand issues, collect facts, identify priorities
and obtain authority.

e Clear representation — Representatives should have a mandate from the employees or
management they represent.

e Willingness to compromise — Each side should distinguish essential demands from matters
where adjustment is possible.

e Accurate information — Negotiations should use reliable information about wages,
productivity, costs, conditions and legal obligations.

e Continuity — Bargaining should be treated as a continuing relationship rather than a one-time
activity.

e Respect for law — Agreements must comply with labour legislation and cannot lawfully

remove statutory protections.
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e Confidentiality — Sensitive negotiating information should be handled responsibly while
maintaining appropriate transparency.
e Implementation — The parties should communicate the agreement, assign responsibility and

monitor compliance.

FORMS OF COLLECTIVE BARGAINING

e Distributive bargaining — Parties negotiate over the division of limited benefits, such as a
wage increase or bonus. A gain for one side may be perceived as a cost to the other.

e Integrative bargaining — The parties seek solutions that benefit both sides, such as
improving productivity, reducing waste, redesigning work or sharing gains.

e Productivity bargaining — Improvements in output, quality or efficiency are connected with
rewards or benefits for employees.

e Composite bargaining — Negotiation includes safety, job security, welfare, work
environment and dignity in addition to direct economic benefits.

e Concessionary bargaining — Employees or unions agree to concessions in response to
financial difficulty or threats to employment. Such arrangements require reliable information

and safeguards.

COLLECTIVE BARGAINING PROCEDURE

e Preparation — Both sides identify issues, examine records, consult constituents and determine
priorities and authority.

e Submission of demands — Employee representatives present demands clearly and explain the
reasons for requested changes.

e Exchange of information — The parties clarify facts and exchange relevant information to
avoid negotiations based on incorrect assumptions.

e Negotiation meetings — Representatives discuss each issue, present proposals and counter-
proposals and explore alternatives.

e Reconciliation of differences — The parties identify areas of agreement and disagreement and
use further meetings or information to narrow differences.

e Drafting agreement — Agreed terms are recorded clearly, identifying parties, covered
employees, duration, obligations and procedures.

e Approval and signing — Authorised representatives obtain required approvals and sign the

agreement in the prescribed manner.
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e Communication — The agreement is explained to employees, supervisors and relevant
departments.

e Implementation — The parties carry out their obligations and update payroll, HR and
operational procedures where necessary.

e Review and renewal — The parties monitor the agreement and begin renewal discussions at

an appropriate time.

CONDITIONS FOR EFFECTIVE BARGAINING

e Strong representation — Both sides need representatives accepted by the people they
represent and capable of making informed decisions.

e Recognition — There should be clarity about authorised representatives and the scope of
negotiation.

e Freedom to negotiate — Parties should express positions without intimidation or improper
interference.

e Adequate information — Relevant wage, cost, productivity, staffing and working-condition
information should be available.

e Constructive attitude — Willingness to listen and consider alternatives is essential.

e Suitable machinery — Regular meetings, agreed procedures, minutes and timelines help
negotiations progress.

e Timely decisions — Representatives should have access to the authority required to approve
proposals.

e Legal awareness — Negotiated terms must comply with statutory requirements.

e Communication — Union representatives should keep employees informed and management
should explain operational implications.

e Implementation — An agreement is effective only when parties honour it and monitor

compliance.

WORKERS’ PARTICIPATION IN MANAGEMENT

Workers’ participation in management refers to the involvement of employees or their representatives
in organisational decision-making. Participation may range from receiving information and offering
suggestions to joint consultation and representation on committees. It does not mean that workers
assume all management responsibilities; it provides an organised method for employees to contribute

their knowledge and views.
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Employees have practical knowledge of machines, processes, customers and workplace conditions.
Their participation can help management identify problems that may not be visible through formal
reports. It can also improve acceptance of decisions because employees have an opportunity to

understand and influence matters affecting them.

OBJECTIVES AND ROLE OF WORKERS’ PARTICIPATION

e Industrial democracy — Participation provides employees with a voice in workplace
decisions and supports democratic values within the organisation.

e Better decisions — Employees contribute operational knowledge and identify practical
difficulties in proposed policies or production methods.

e Productivity — Consultation may generate ideas for reducing waste, improving quality,
maintaining equipment and organising work.

e Employee commitment — Employees treated as contributors may show greater involvement
and responsibility.

e Conflict reduction — Participation identifies concerns early and provides channels for
resolving them.

e Cooperation — Regular interaction between management and employee representatives builds
understanding and mutual confidence.

e Advisory role — Employees provide suggestions and opinions while management retains final
decision-making authority.

e Consultative role — Management consults employee representatives before decisions on
specified matters.

e Joint decision-making — Management and worker representatives jointly decide certain
matters within the committee’s authority.

e Monitoring role — Employee representatives review implementation of agreed measures and

report problems.

METHODS OF WORKERS’ PARTICIPATION

e Suggestion schemes — Employees submit ideas for improving production, quality, safety or
cost control. Management evaluates suggestions and communicates decisions.
e Works committees — A Works Committee provides a forum for matters of common interest

and good relations where required by law.
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e Joint management councils — Management and employee representatives discuss
production, welfare, safety and workplace cooperation.

e Quality circles — Small groups meet periodically to identify and analyse work-related
problems and recommend improvements.

e Board-level participation — In certain arrangements, worker representatives participate at
board level and contribute to governance.

e Joint committees — Committees may be established for safety, welfare, canteen management,

training or productivity.

JOINT MANAGEMENT COUNCILS

Meaning:
Joint Management Councils (JMCs) are committees consisting of representatives of both
management and workers in an organisation. They provide a platform for employees and
management to discuss workplace issues, exchange ideas and participate in certain managerial
decisions.
The main purpose of Joint Management Councils is to encourage cooperation between employers and
employees and develop healthy industrial relations.
Definition:
Joint Management Councils may be defined as formal consultative bodies consisting of
representatives of management and workers, established to promote cooperation, communication and
workers’ participation in management.
Objectives of Joint Management Councils:

e To promote cooperation between management and workers.

e To encourage workers' participation in management.

e To improve industrial relations.

e To reduce misunderstandings and workplace conflicts.

e To improve productivity and efficiency.

e To provide opportunities for workers to express their opinions.

e To improve working conditions and employee welfare.

e To develop mutual trust and understanding.
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Functions of Joint Management Councils:

Consultation: Discussing important workplace matters and obtaining employees' opinions
before management decisions.

Improving Productivity: Suggesting methods to improve production, reduce wastage and use
resources efficiently.

Employee Welfare: Discussing facilities such as canteens, drinking water, restrooms, safety
and medical facilities.

Working Conditions: Providing suggestions regarding working hours, workplace cleanliness
and safety measures.

Communication: Creating a link between management and employees and ensuring the
exchange of information.

Grievance Prevention: Identifying employee problems at an early stage and helping prevent
misunderstandings.

Training and Development: Suggesting training programmes to improve employee knowledge
and skills.

Composition of Joint Management Councils:

e Representatives of management.
e Representatives of workers.
e A chairperson, generally representing management.

e A secretary to coordinate meetings and maintain records.

Worker representatives should be selected or nominated through a fair process that gives employees

an opportunity to express their views.

Principles of Joint Management Councils:

Mutual trust and confidence.

Equal opportunity for discussion.

Cooperation between management and workers.
Transparency in communication.

Respect for each other's opinions.

Regular meetings.

Collective responsibility.
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Advantages:
e Improves industrial peace and harmony.
e Encourages democratic participation.
e Increases employee morale.
e Improves communication.
e Reduces workplace misunderstandings.
e Helps improve productivity.
e Develops mutual trust.
e Encourages employees to contribute ideas.
Limitations:
e Lack of cooperation from management.
e Lack of interest among workers.
e Political interference or union rivalry.
e Differences of opinion between representatives.
e Lack of authority to implement recommendations.
e Irregular meetings.
e Delay in decision-making.
Conditions for Successful Joint Management Councils:
e Management must genuinely support employee participation.
o Workers must have capable and responsible representatives.
e Meetings should be conducted regularly.
e Discussions should focus on common organisational interests.
e Decisions and recommendations should be communicated properly.

e Suggestions should receive timely consideration and follow-up.

WORKS COMMITTEES

Meaning:

A Works Committee is a joint body consisting of representatives of employers and workers in an
industrial establishment. It is established to promote good relations between employers and
employees and to resolve differences through discussion and mutual understanding.

Works Committees provide a platform for workers to express their opinions and participate in

discussions concerning matters of common interest in the workplace.
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Legal Provision:
Under Section 3 of the Industrial Disputes Act, 1947, the appropriate government may require an
industrial establishment employing 100 or more workmen to constitute a Works Committee by a
general or special order.
The committee consists of representatives of employers and workmen. The number of representatives
of workmen should not be less than the number of employer representatives.
Objectives of Works Committees:
e To promote good relations between employers and workers.
e To develop mutual understanding and cooperation.
e To prevent industrial disputes.
e To settle differences through discussion.
e To promote harmonious working conditions.
e To encourage workers' participation.
e To improve communication between management and employees.
e To maintain industrial peace.
Functions of Works Committees:
e Maintaining Good Relations: Works Committees promote cordial relationships between
employers and employees.
e Resolving Differences: They discuss matters of common interest and try to resolve
differences through mutual discussion.
e Working Conditions: They discuss matters relating to workplace conditions, cleanliness,
lighting, ventilation and safety.
e Employee Welfare: They consider welfare facilities such as canteens, drinking water,
restrooms and medical facilities.
e Improving Productivity: They encourage cooperation between workers and management to
improve efficiency.
e Communication: They provide a channel for exchanging information and opinions between
employees and management.
e Preventing Disputes: They identify workplace issues at an early stage and help prevent them
from developing into industrial disputes.
Composition of Works Committees:

e Representatives of employers.

GATE INSTITUTE OF TECHNOLOGY AND MANAGEMENT SCIENCES PAGE 28



INDUSTRIAL RELATIONS AND LABOUR LAWS

Representatives of workmen.
The number of worker representatives should not be less than the number of employer

representatives.

Worker representatives are selected in accordance with the prescribed rules and procedure.

Importance of Works Committees

Encourages industrial democracy.

Promotes cooperation between workers and management.
Reduces misunderstandings.

Improves employee morale.

Helps maintain industrial peace.

Encourages employee participation.

Improves workplace conditions.

Supports organisational efficiency.

Advantages:

Provides a common platform for discussion.
Helps prevent unnecessary industrial disputes.
Develops mutual trust.

Encourages workers to express their opinions.
Improves communication.

Promotes a peaceful working environment.

Helps management understand workers' problems.

Limitations:

Lack of interest from management or workers.
Lack of proper cooperation.

Political or trade union interference.

Limited authority in decision-making.
Irregular meetings.

Lack of implementation of recommendations.

Differences of opinion between representatives.

Conditions for Successful Works Committees:

Both management and workers should cooperate.

Representatives should be capable and responsible.
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e Meetings should be conducted regularly.
e  Workplace problems should be discussed openly.
e Suggestions should receive proper attention.

e Decisions should be followed by appropriate action.

Works Committee Joint Management Council

Mainly concerned with promoting good relations and||Provides a wider platform for workers'

resolving differences on matters of common interest. participation in management.

_ o A form of workers' participation in
Section 3 of the Industrial Disputes Act, 1947.
management.

. . . Focuses on consultation and
Focuses on workplace cooperation and industrial harmony. R \
participation in managerial matters.
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UNIT -1V
INDUSTRIAL CONFLICTS

INTRODUCTION AND MEANING OF INDUSTRIAL CONFLICTS

Industrial conflict refers to disagreement, opposition or tension among employers, employees, trade
unions or other parties in the employment relationship. Conflict may arise from differences in
interests, expectations, values, power or interpretation of workplace rules. It may remain at the level
of discussion or develop into grievances, collective disputes, strikes or lockouts.

Conlflict is not always harmful. A disagreement may reveal a genuine problem in a policy or work
system and lead to improvement when handled constructively. Unresolved or hostile conflict can
damage trust, reduce productivity and affect employee welfare. The objective is not simply to
suppress conflict but to understand its causes and resolve it fairly.

NATURE AND FEATURES

e Conflict of interests — Management and employees may differ over wages, working hours,
staffing, production targets and job security.

e Conflict of rights — The parties may disagree about the meaning or application of a law,
agreement, standing order or service rule.

e Conflict of values — Different beliefs about authority, fairness, equality, discipline and
participation influence workplace relationships.

e Conflict of power — Disagreement may arise over who has authority to make decisions,
allocate work or represent employees.

e Changing intensity — Conflict may range from a minor misunderstanding to a serious
industrial dispute involving collective action.

CAUSES OF INDUSTRIAL CONFLICTS

e Economic causes — Differences over wages, bonus, allowances, incentives and distribution of
benefits are common sources of conflict.

e Organisational causes — Unclear responsibilities, excessive workload, poor supervision,
inconsistent policies and arbitrary decisions create tension.

e Technological causes — Automation, restructuring and new work methods create concern
about job losses, skills and changed conditions.

e Union-related causes — Disputes may arise over recognition, membership, representation,

union activities or rivalry.
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e Legal and procedural causes — Failure to follow statutory requirements, standing orders or
agreed procedures may result in conflict.

e Social and interpersonal causes — Discrimination, harassment, poor relationships and
communication gaps create workplace tension.

e Political and external causes — External campaigns and political developments may

influence workplace disputes.

TYPES OF INDUSTRIAL CONFLICTS

e Individual conflict — Occurs between an employee and employer or supervisor over
appraisal, discipline, leave or workload.

e Collective conflict — A group of employees or their representatives oppose a management
decision or seek changes in common conditions.

e Organised conflict — Involves formal action by a recognised union or employee organisation,
often through bargaining or declared dispute.

e Unorganised conflict — May arise spontaneously without formal leadership or established
procedures.

e Open conflict — The disagreement is expressed through complaints, demonstrations, work
stoppages or formal proceedings.

e Hidden conflict — Dissatisfaction remains unexpressed but appears through low morale,
absenteeism, reduced cooperation or turnover.

CONSEQUENCES OF INDUSTRIAL CONFLICTS

e Operational disruption — Conflict interrupts schedules, reduces production and delays
delivery of goods or services.

¢ Reduced productivity — Employees may lose motivation and management may spend time
handling disputes instead of improving operations.

o Financial loss — Parties may incur losses through reduced output, idle capacity, legal costs
and damaged relationships.

e Loss of trust — Hostile conflict creates long-term suspicion between employees, unions and
management.

e Employee welfare impact — Work stoppages and insecurity affect income, family
responsibilities and well-being.

e Public impact — Disputes in essential services or supply chains affect the public and

organisational reputation.
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e Corrective effect — Constructively handled conflict may expose unfair practices, unsafe

conditions or ineffective policies and lead to improvement.

PREVENTION OF INDUSTRIAL CONFLICTS

e Sound personnel policies — Clear and fair policies relating to wages, promotion, transfer,
discipline and leave reduce uncertainty.

e Regular communication — Timely information and channels for questions prevent
misunderstandings from spreading.

e Recognition and consultation — Legitimate employee representatives should be involved in
discussions affecting employees.

e Fair grievance procedures — Complaints should be received, investigated and decided within
reasonable time limits.

e Safe conditions — Risk assessment, training, protective equipment and safety committees
prevent hazards from becoming sources of conflict.

e Training — Training helps employees adjust to technology and gives supervisors skills in
leadership and conflict management.

e Collective bargaining — Regular negotiation helps review employment conditions and settle
differences through dialogue.

e Consistent discipline — Procedures should be transparent, impartial and consistent with rules.

e Participation — Participation in safety, welfare and productivity improves understanding and
acceptance.

e Legal compliance — Following labour legislation and agreements reduces disputes caused by

non-compliance.

SETTLEMENT OF INDUSTRIAL CONFLICTS

e Direct negotiation — The parties discuss the issue directly and attempt to reach a mutually
acceptable solution. It is flexible and allows them to control the outcome.

e Internal grievance machinery — An employee or representative uses the formal procedure
and the matter is examined by the designated authority.

e Conciliation — A neutral third party assists communication and helps the parties explore
settlement options.

e Mediation — A mediator helps identify interests and develop possible solutions. It is generally

voluntary and agreement-focused.
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Arbitration — The parties submit the dispute to an independent arbitrator who gives a
decision under the agreed or statutory procedure.

Adjudication — A competent court or tribunal determines the dispute according to law.

CONCILIATION

Conciliation is a method of dispute settlement in which a neutral person appointed or recognised

under law assists the employer and employees in reaching an amicable settlement. The conciliator

does not ordinarily decide who is right or impose terms. The conciliator facilitates discussion,

clarifies facts, identifies areas of agreement and helps the parties consider practical alternatives.

Objectives and functions of conciliation:

Promotion of settlement — The main objective is to resolve the dispute voluntarily and avoid
unnecessary escalation.

Neutral facilitation — The conciliator provides an impartial forum and ensures both parties
have an opportunity to present their views.

Clarification — The conciliator identifies the real points of disagreement and distinguishes
them from misunderstandings.

Exploration of alternatives — The parties are encouraged to consider options that address
their underlying interests.

Recording settlement — Where agreement is reached, terms are recorded in the manner

required by law.

Advantages and limitations of conciliation:

Less adversarial — Conciliation encourages dialogue rather than a contest in which one party
must defeat the other.

Flexibility — The parties can explore practical solutions suited to their workplace.

Time and cost — Successful conciliation may avoid prolonged formal proceedings.
Voluntary nature — The parties retain an important role in deciding whether to accept terms.
Limitation — Conciliation may fail where parties refuse to participate, lack authority to

compromise or have incompatible positions.

ARBITRATION

Arbitration is a process in which parties refer a dispute to an independent third person or panel for a

decision. In industrial relations, voluntary arbitration may be used when the parties agree to submit
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the dispute under the applicable legal framework. The arbitrator considers submissions and evidence

and gives an award or decision.

Features, advantages and limitations of arbitration:

Neutral decision-maker — The arbitrator should be independent and impartial and should not
favour either party.

Reference by agreement or law — The arbitrator’s authority arises from the parties’
agreement or applicable statutory provision.

Fair hearing — Both parties should have an opportunity to submit facts, documents and
arguments.

Decision or award — The arbitrator gives a decision within the terms of reference and
applicable law.

Specialised examination — The parties may select an arbitrator with knowledge of the
industry or subject.

Limitation — Once referred, parties may have limited control over the outcome and the

process may still involve cost and delay.

ADJUDICATION

Adjudication is the formal determination of an industrial dispute by a legally authorised court or

tribunal. The authority examines the dispute, considers evidence and arguments and gives a decision

within its jurisdiction. The industrial dispute framework has historically provided for Labour Courts,

Industrial Tribunals and National Tribunals.

Statutory authority — The adjudicating body derives jurisdiction from legislation and decides
only matters assigned to it.

Formal procedure — The process follows legal procedures, including notice, hearing and
consideration of evidence.

Independent decision — The authority decides according to law rather than merely
facilitating voluntary agreement.

Binding effect — An award has the legal effect provided by the relevant statute, including
rules on publication and enforceability.

Legal records — Parties may present documents, witnesses and legal arguments in accordance

with procedure.
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Difference between conciliation, arbitration and adjudication

Role of third party — A conciliator facilitates settlement; an arbitrator decides a dispute on
reference; an adjudicating authority decides under statutory jurisdiction.

Control over outcome — In conciliation, parties decide whether to agree. In arbitration and
adjudication, the decision is made by the neutral decision-maker.

Basis of authority — Conciliation follows the applicable framework; arbitration generally
depends on agreement or statute; adjudication depends on statutory jurisdiction.

Nature — Conciliation is settlement-oriented, arbitration is decision-oriented by reference and

adjudication is a formal legal determination.

ROLE OF INDUSTRIAL RELATIONS OFFICER

An Industrial Relations Officer is a specialist responsible for maintaining constructive relationships

between management and employees and coordinating labour relations matters. The officer acts as a

communication link between the organisation, employee representatives, trade unions and relevant

public authorities. Responsibilities depend on the organisation, industry and applicable law.

Employee relations — The officer monitors workplace relations, identifies dissatisfaction and
advises management on cooperation.

Trade union liaison — The officer communicates with union representatives, coordinates
meetings and supports negotiation and consultation.

Grievance handling — The officer receives or coordinates grievances, ensures investigation
and monitors timely resolution.

Bargaining support — The officer prepares information, assists management representatives
and records proposals and agreements.

Legal compliance — The officer helps the organisation understand labour laws, maintain
records and follow procedures.

Dispute prevention — The officer identifies concerns before they become serious disputes.
Disciplinary support — The officer may coordinate documentation and ensure disciplinary
processes follow rules and law.

Communication — The officer explains policies, settlements, changes and welfare initiatives.
Documentation — The officer maintains records of negotiations, grievances, settlements and
meetings.

Training — The officer may organise awareness on labour relations, workplace conduct and

statutory responsibilities.
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GOVERNMENT MACHINERY FOR INDUSTRIAL RELATIONS

Government machinery consists of departments, officers, institutions and tribunals established to

administer labour laws, promote industrial peace and resolve disputes. It performs preventive,

conciliatory, regulatory and adjudicatory functions. Its structure may differ between the Central and

State Governments and according to the industry.

Labour departments — Central and State departments formulate and administer labour
policy, coordinate enforcement and supervise labour administration.

Labour commissioners — Their offices perform administrative and statutory functions
relating to welfare, dispute prevention, conciliation and enforcement.

Inspectors and enforcement officers — Authorised officers inspect establishments, examine
records and verify compliance with relevant legislation.

Conciliation officers — They intervene in industrial disputes and attempt to secure settlements
between employers and workers.

Labour Courts and Industrial Tribunals — These bodies adjudicate disputes referred under
the applicable framework.

National Tribunal — It may deal with disputes involving national importance or
establishments in more than one state as provided by law.

Adyvisory boards and committees — Government may constitute bodies to advise on wages,
welfare, safety and labour matters.

Social security institutions — Statutory organisations administer schemes and benefits within
their legal mandate.

Government machinery is effective when institutions are accessible, adequately staffed,
impartial and coordinated. Awareness among employers and employees is equally important

because legal rights cannot be used effectively if parties do not know the relevant procedures.
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UNIT -V
LABOUR LAWS

INTRODUCTION TO LABOUR LAWS

Labour laws are legal rules that regulate relationships between employers and employees and
establish standards for working conditions, wages, safety, welfare, social security and employment
practices. They seek to protect workers from exploitation, provide a framework for industrial
development and create predictable obligations for employers.

Labour legislation developed in response to industrialisation and concerns such as long working
hours, unsafe factories, child labour, wage exploitation and lack of social protection. Employment is
not only an economic activity but a relationship involving human dignity, health and livelihood.
Indian labour regulation includes central and state laws, rules, notifications, schemes and judicial
interpretation.

OBJECTIVES OF LABOUR LEGISLATION

e Worker protection — Labour laws protect employees from unfair practices and establish
minimum standards for wages, hours, safety and welfare.

e Regulation of employment — They define obligations and procedures relating to
appointment, service conditions, discipline and termination.

e Social justice — Legislation seeks to reduce exploitation and promote fair treatment, equality
and dignity at work.

e Industrial peace — Clear rules and dispute-settlement mechanisms reduce uncertainty and
provide orderly methods for resolving disagreements.

e Health and safety — Workplace laws aim to prevent accidents, occupational illness and
unsafe conditions.

e Social security — Laws provide support for sickness, maternity, employment injury, old age
and other specified contingencies.

e Vulnerable workers — Special protections address child labour, contract labour and
discrimination or unsafe conditions affecting vulnerable groups.

FACTORIES ACT, 1948

The Factories Act, 1948 is a major historical central legislation concerning health, safety, welfare,
working hours and leave of workers employed in factories. It regulates factory working conditions

and seeks to protect workers from occupational risks. Its provisions address responsibilities of
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occupiers and managers, cleanliness, ventilation, dust and fumes, overcrowding, lighting, drinking

water, sanitation, machinery safety, hazardous processes and welfare facilities.

The Act uses statutory definitions to determine its application, including factory, worker,

manufacturing process and occupier. Applicability depends on the legal definitions and prescribed

thresholds together with relevant amendments and rules.

Objectives of the factories act:

Health protection — The Act seeks to maintain cleanliness, ventilation, temperature control,
lighting, drinking water and sanitation.

Safety protection — It provides safeguards relating to machinery, dangerous operations,
lifting equipment, pressure plants and fire precautions.

Welfare facilities — It provides for washing arrangements, seating, first aid, canteens,
shelters, rest rooms and créches where statutory conditions require them.

Working hours — It regulates daily and weekly hours, rest intervals, weekly holidays and
overtime for covered workers.

Protection of young persons — It contains provisions restricting child employment and
regulating adolescent work under the applicable framework.

Annual leave — It provides annual leave with wages subject to eligibility and statutory

conditions.

Health provisions under the factories act

Cleanliness — Factory premises should be kept clean and free from avoidable accumulation of
dirt and refuse. Cleaning arrangements should follow prescribed standards.

Disposal of wastes and effluents — Effective arrangements should be made for treatment and
disposal of wastes and effluents generated by manufacturing processes.

Ventilation and temperature — Adequate ventilation and reasonable temperature conditions
protect workers from discomfort and health risks.

Dust and fumes — Where processes generate dust, fumes or impurities, measures should
prevent inhalation and accumulation.

Artificial humidification — Where artificial humidification is used, water and process should
meet prescribed standards.

Overcrowding — Workrooms should not be overcrowded beyond limits prescribed by law.

Lighting — Suitable and sufficient lighting should be provided for safe and efficient work.
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Drinking water — Adequate and suitable drinking water should be available at convenient
points.

Latrines and urinals — Separate and suitable sanitary facilities should be maintained as
required by law.

Spittoons — Where required, spittoons should be provided and maintained hygienically.

Safety provisions under the factories act:

Fencing of machinery — Dangerous parts should be securely fenced or otherwise safeguarded
to prevent accidental contact.

Work near machinery in motion — Only authorised and properly trained persons should
undertake specified work on moving machinery, subject to safeguards.

Young persons on dangerous machines — Young persons should not be employed on
dangerous machines unless statutory conditions are satisfied.

Striking gear and power cut-off — Suitable devices should move belts and prevent accidental
restarting where required.

Self-acting machines — Safeguards should protect workers from movement of self-acting
machines.

Hoists and lifts — Hoists and lifts should be properly constructed, maintained and examined at
prescribed intervals.

Lifting machinery — Cranes, chains, ropes and lifting tackles should be maintained and
examined.

Pressure plants — Pressure plants should operate within safe limits and be examined as
prescribed.

Floors and access — Floors, stairs and access routes should be safe and free from avoidable
obstruction.

Fire precautions — Factories should maintain fire-prevention measures, safe exits, equipment

and training.

Welfare provisions under the factories act:

Washing facilities — Suitable washing facilities should be provided and maintained.

Storage and drying of clothing — Where required, arrangements should be made for storing
and drying work clothing.

Sitting facilities — Suitable seating should be provided for workers required to work standing

where statutory conditions apply.
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e First aid — First-aid boxes or cupboards containing prescribed equipment should be readily
accessible during working hours.
e Canteens — Canteen facilities are required in factories meeting statutory thresholds and
conditions.
e Shelters and rest rooms — Adequate shelters, rest rooms and lunch rooms should be provided
where required.
e Créches — Where statutory conditions are met, suitable rooms should be provided for children
of women workers.
e Welfare officers — Factories meeting prescribed employment thresholds are required to
appoint welfare officers.
Working hours and annual leave:
The Factories Act historically regulates maximum weekly and daily hours for adult workers, rest
intervals, spread-over, weekly holidays and overtime. Overtime wages are payable in accordance
with applicable provisions. The Act also provides annual leave with wages after an employee satisfies
the prescribed days-worked requirement. State amendments and later legal developments may affect

details, so current rules should be checked before applying numerical limits.

PAYMENT OF WAGES ACT, 1936

The Payment of Wages Act, 1936 was enacted to regulate payment of wages to certain classes of
employed persons and prevent unauthorised deductions and delays. It historically prescribed
responsibility for payment, wage periods, time limits, permissible deductions and procedures for
claims. Its purpose was to ensure that employees received wages in a timely and lawful manner.
Objectives and important provisions:
e Timely payment — The Act seeks to ensure that wages are paid within prescribed time and
employees are not made to wait unreasonably.
e Prevention of unauthorised deductions — Only deductions authorised by law may be made,
subject to statutory conditions.
e Accountability — The Act identifies persons responsible for payment and provides
mechanisms for addressing violations.
e Wage period — The wage period should be fixed in accordance with the Act and should not
exceed the prescribed maximum.
e Time of payment — Wages must be paid within the time limits prescribed for the

establishment and circumstances.
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Mode of payment — The Act and later amendments recognise prescribed payment methods,
including banking channels where applicable.

Permissible deductions — Deductions may be made only for purposes recognised by law,
subject to conditions.

Fines — Fines may be imposed only in accordance with prescribed procedures and restrictions.
Claims and remedies — The statutory framework provides a mechanism for claims relating to
delayed wages or unlawful deductions.

The Payment of Wages Act has been affected by later wage legislation, including the Code on
Wages, 2019. The applicable commencement and transition position should be verified for the
relevant date and establishment.

MINIMUM WAGES

Minimum wage is the lowest wage rate an employer is legally required to pay a worker covered by

applicable wage legislation. It seeks to protect workers from wages insufficient to meet basic needs

and prevent unfair competition based on underpayment. Minimum wage regulation recognises

unequal bargaining power and establishes a legal floor below which wages cannot be reduced for

covered employment.

Objectives and factors in fixing minimum wages

Prevention of exploitation — Minimum wage provisions prevent employers from paying
covered workers below the legally prescribed rate.

Living standards — Minimum wages seek to support a basic level of income and help
workers meet essential needs.

Fair competition — A wage floor discourages competition through unlawfully low wages.
Social justice — Minimum wage regulation supports fairness in distribution of economic
benefits.

Cost of living — The cost of essential goods and services influences the wage needed to
maintain a basic standard of living.

Nature of employment — Skill, physical demands, responsibility and working conditions may
be relevant under the wage-fixing framework.

Geographical differences — Living costs and labour-market conditions differ across regions,
leading to different rates where law permits.

Skill classification — Rates may vary by unskilled, semi-skilled, skilled or highly skilled

categories as notified.
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Methods of fixing and revising minimum wages:

Committee method — The appropriate government may appoint committees or sub-
committees to examine wage conditions and make recommendations.

Notification method — Government may publish proposals, invite representations and issue
notifications fixing or revising rates.

Periodic revision — Rates should be reviewed and revised in accordance with statutory
requirements and notifications.

The Minimum Wages Act, 1948 is a historical central enactment listed in many syllabi. The
Code on Wages, 2019 consolidates several wage-related laws, including the Minimum Wages
Act. Students should identify whether their examination expects the historical Act, the Code

or both.

INDUSTRIAL EMPLOYMENT (STANDING ORDERS) ACT, 1946

The Industrial Employment (Standing Orders) Act, 1946 requires employers in covered industrial

establishments to define with sufficient precision the conditions of employment and make those

conditions known to workers. Standing orders provide written rules relating to classification, working

time, attendance, leave, shifts, misconduct, suspension, termination and other matters specified by

law.

Objectives and matters covered

Clarity — Written standing orders help employees understand the rules governing their
employment.

Prevention of arbitrary action — Clear rules reduce inconsistent or arbitrary management
decisions.

Uniformity — Standing orders promote consistent treatment of employees in the same
establishment.

Discipline — Rules identify expected conduct and procedures for dealing with misconduct.
Classification — Standing orders may classify workers as permanent, temporary, probationers,
badlis, apprentices or other categories.

Working time — They may specify hours, shifts, attendance and procedures for notifying
changes.

Leave — They may set out the procedure for applying for leave and conditions governing

holidays.
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e Termination — They may specify notice and termination procedures subject to statutory
protections.
e Misconduct — They may identify misconduct and provide procedures for suspension and
disciplinary inquiry.
e Grievance — Standing orders or related rules may provide channels for employment
complaints.
Certification of standing orders:
Under the historical Act, the employer submits draft standing orders to the certifying authority in the
prescribed manner. The authority examines whether the draft covers required matters and is
consistent with the Act. Workers or their representatives may raise objections. After examination and
any required modifications, standing orders may be certified and become applicable according to law.
The Industrial Relations Code, 2020 contains provisions concerning standing orders and consolidates
aspects of industrial relations legislation. Commencement and transition rules should be verified for

the relevant date.

EMPLOYEES’ WELFARE AND BENEFITS

Employee welfare refers to services, facilities and measures provided to improve employees’ health,
comfort, safety, efficiency and general well-being. Welfare may include statutory facilities required
by law and voluntary benefits provided by employers. Workplace conditions influence physical,
social and economic well-being.
Objectives and types of employee welfare:
o Better health — Medical facilities, sanitation, safe drinking water and hygienic workplaces
protect employee health.
e Improved morale — Welfare facilities demonstrate organisational concern and can improve
satisfaction and belonging.
e Productivity — Healthy and supported employees may perform their duties more effectively.
e Reduced absenteeism — Appropriate health and welfare support may reduce absence
associated with preventable illness.
e Social security — Provident fund, insurance, maternity protection and gratuity provide support
during contingencies.
e Statutory welfare — These are facilities and benefits required by applicable legislation.
e Voluntary welfare — These are additional benefits provided beyond legal requirements, such

as transport, scholarships or additional medical support.
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Intramural welfare — Measures provided within the workplace, such as canteens, rest rooms,
drinking water and first aid.
Extramural welfare — Measures outside the immediate workplace, such as housing,

educational assistance, recreation and community programmes.

Employee benefits and social security:

Provident fund - Provident fund arrangements create long-term savings through
contributions made under applicable law and scheme.

Employees’ State Insurance — The ESI framework provides specified medical and cash
benefits to insured persons and families, subject to coverage and eligibility.

Gratuity — Gratuity is a statutory terminal benefit payable to eligible employees on specified
events, subject to governing law.

Maternity benefit — Maternity protection provides eligible women employees with specified
leave, benefits and employment safeguards.

Bonus — Statutory bonus legislation provides for payment of bonus to eligible employees in
covered establishments subject to conditions.

Employment injury compensation — The law provides compensation or benefits in specified
cases of injury, disablement or death arising out of employment.

Several areas are covered by separate historical enactments and later consolidated legislation,
including the Code on Social Security, 2020. The applicable legal position must be checked

against commencement notifications, rules and amendments.

CONTRACT LABOUR (REGULATION AND ABOLITION) ACT, 1970

The Contract Labour (Regulation and Abolition) Act, 1970 regulates contract labour in certain

establishments and provides for its abolition in appropriate circumstances. Contract labour refers to

workers engaged in or in connection with the work of an establishment through a contractor rather

than directly by the principal employer.

Objectives and important provisions:

Regulation — The Act provides a framework for regulating contract workers in covered
establishments.
Prevention of exploitation — It seeks to ensure that contract workers receive prescribed

wages and welfare facilities.
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Accountability — It assigns responsibilities to the principal employer and contractor relating
to registration, licensing and specified obligations.
Abolition — The appropriate government may prohibit contract labour in specified processes
or work in accordance with statutory criteria.
Registration — Covered principal employers are required to obtain registration under the Act
and rules.
Licensing — Contractors covered by the Act must obtain a licence and comply with its
conditions.
Welfare — The Act and rules provide for canteens, rest rooms, drinking water, washing
facilities and first aid where applicable.
Payment of wages — The contractor is responsible for wage payment, while the principal
employer has specified responsibilities if the contractor defaults.
Records — Principal employers and contractors must maintain prescribed registers and submit
returns.
The Occupational Safety, Health and Working Conditions Code, 2020 consolidates provisions
relating to contract labour and working conditions. Its commencement and applicable rules
should be checked before applying current law.

CHILD AND ADOLESCENT LABOUR: PREVENTION AND REGULATION

Child labour legislation protects children from employment that harms health, safety, education and

development. Indian law prohibits employment of children below the prescribed age in the manner

specified by statute, subject to precise definitions and limited exceptions. It also regulates adolescent

employment in hazardous occupations and processes.

The Child and Adolescent Labour (Prohibition and Regulation) Act, 1986, as amended, is the

principal historical central enactment in this area. It should be read with the Constitution, rules and

other child-protection laws.

Objectives and features:

Protection of childhood — The law protects children from work that interferes with health,
safety, education and development.

Prevention of hazardous work — Children and adolescents must be protected from
occupations and processes posing serious risks.

Promotion of education — Restrictions support the objective of ensuring children can access

education.

GATE INSTITUTE OF TECHNOLOGY AND MANAGEMENT SCIENCES PAGE 46



INDUSTRIAL RELATIONS AND LABOUR LAWS

Prohibition relating to children — The Act prohibits employment of children in the manner
specified, subject to its definitions and limited exceptions.

Regulation of adolescent labour — Adolescents are prohibited from hazardous occupations
and processes identified by law.

Working conditions — Where adolescent employment is permitted, the law regulates hours,
rest intervals and other conditions.

Penalties — The law prescribes penalties for employment in violation of its provisions.
Rehabilitation — The legal and administrative framework supports withdrawal of children
from prohibited work and rehabilitation.

The statutory position should be studied together with the Right of Children to Free and

Compulsory Education Act, 2009 and other child-protection measures where relevant.

LABOUR LAWS FOR WOMEN

Labour laws for women seek to ensure equality, dignity, safety, health and fair opportunity in

employment. Protections address maternity, workplace harassment, equal remuneration, working

conditions and safeguards concerning particular work arrangements. The objective is to prevent

discrimination and enable women to participate fully in economic activity.

Important legal protections for women workers

Maternity protection — The Maternity Benefit Act, 1961 provides maternity-related benefits
and safeguards for eligible women employees in covered establishments, including leave and
payment of benefits subject to law.

Prevention of sexual harassment — The Sexual Harassment of Women at Workplace
(Prevention, Prohibition and Redressal) Act, 2013 provides a framework for prevention and
redressal. It requires covered employers to establish an Internal Committee and provides
Local Committee arrangements.

Equal remuneration — The Equal Remuneration Act, 1976 historically addressed equal
remuneration and prevention of discrimination in specified employment matters. Wage
equality is also addressed through the Code on Wages, 2019 subject to commencement.

Safe conditions — Workplace laws require employers to provide safe conditions and take
measures to prevent harassment and occupational risks.

Night work safeguards — The legal position depends on applicable statutes, state rules,

notifications and safeguards. Employers must verify relevant conditions.
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Responsibilities of employers

Equal opportunity — Employers should use fair recruitment, training, promotion and
appraisal practices and avoid prohibited discrimination.

Safe workplace — Employers should assess risks, provide safety measures and maintain a
workplace free from sexual harassment.

Maternity compliance — Eligible employees should receive statutory maternity benefits and
protections.

Complaint redressal — Employers should establish and support required complaint
mechanisms and handle complaints fairly and confidentially.

Awareness — Employees and managers should receive information about workplace conduct

and available complaint procedures.

LABOUR PROTECTIONS FOR MINORITIES AND VULNERABLE GROUPS

The syllabus refers to labour laws for ‘women and minority’. Indian labour protection is generally

structured around equality, non-discrimination, dignity, safety and protection of vulnerable workers.

There is not one single general central labour statute covering every issue described by the word

‘minority’. Protection may arise from constitutional guarantees, general employment laws, anti-

discrimination provisions, disability legislation and welfare schemes.

Constitutional equality — The Constitution provides equality before law and prohibits
specified forms of discrimination. These principles influence public employment and
interpretation of labour protections.

Protection against discrimination — Employers should comply with applicable laws and
policies concerning discrimination and harassment. The exact protection depends on the
ground and employment context.

Persons with disabilities — The Rights of Persons with Disabilities Act, 2016 contains
provisions concerning equality, non-discrimination, accessibility and employment
opportunities.

Migrant and vulnerable workers — Relevant labour laws and welfare schemes may provide
protections concerning wages, working conditions, social security and access to benefits.
Grievance mechanisms — Accessible complaint procedures help employees report unfair
treatment and seek remedies without fear of retaliation.

For academic accuracy, identify the specific group and legal issue involved rather than

assuming that all minority-related employment matters are governed by one Labour Act.
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LATEST LABOUR LEGISLATIONS IN INDIA

India has undertaken a major consolidation of central labour legislation through four Labour Codes.

The Codes combine and rationalise a number of earlier central labour laws. Their practical

application depends on commencement notifications, rules and the relevant date. Enactment alone

should not be confused with commencement. The official legal position should be verified for the

examination date.

The four labour codes

Code on Wages, 2019 — The Code consolidates central laws relating to wages, including the
Payment of Wages Act, 1936, Minimum Wages Act, 1948, Payment of Bonus Act, 1965 and
Equal Remuneration Act, 1976. It addresses minimum wages, payment of wages, bonus and
related matters.

Industrial Relations Code, 2020 — The Code consolidates laws relating to trade unions,
standing orders and industrial disputes, bringing together major parts of the Trade Unions Act,
1926, Industrial Employment (Standing Orders) Act, 1946 and Industrial Disputes Act, 1947.
Code on Social Security, 2020 — The Code consolidates laws relating to provident fund,
employees’ state insurance, gratuity, maternity benefit and employment injury compensation,
and provides a framework addressing certain categories of workers.

Occupational Safety, Health and Working Conditions Code, 2020 — The Code
consolidates laws relating to occupational safety, health and working conditions, including
matters historically covered by the Factories Act, 1948 and Contract Labour (Regulation and

Abolition) Act, 1970.

Significance of labor code consolidation

Simplification — Consolidation aims to reduce separate central enactments and create a more
organised legal structure.

Common definitions — The Codes seek to harmonise certain definitions and concepts across
different areas of labour regulation.

Compliance framework — They aim to rationalise registration, licensing, returns and other
compliance requirements.

Wider coverage — Some provisions address changing forms of employment and categories of
workers, subject to statutory conditions.

Need for rules — Practical compliance depends on rules, schemes, notifications and

administrative arrangements made under the Codes.
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e Because commencement and state-level implementation can change, the exact current status
should be checked from official government notifications. These notes explain the structure
for academic study and do not replace legal advice.

Conclusion:

Industrial relations and labour laws are closely connected. Industrial relations provide the framework
for cooperation, negotiation, employee participation and dispute settlement, while labour legislation
establishes minimum legal standards and procedures. Trade unions, collective bargaining, grievance
handling, conciliation, arbitration and adjudication are important mechanisms for balancing employer
and employee interests.

A sound industrial relations system requires fair management, responsible employee representation,
effective communication, safe working conditions and respect for law. Labour legislation is most
effective when employers understand their obligations and employees know how to exercise their
rights through lawful procedures. Together, constructive industrial relations and effective labour

protection contribute to industrial peace, productivity, social justice and sustainable development.
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