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UNIT 1: INDUSTRIAL RELATIONS: AN INTRODUCTION
UNIT STRUCTURE
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Approaches to Industrial Relations (IR)
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1.8
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1.9

Let Us Sum Up

1.10

Further Reading

1.11

Answers To Check Your Progress

1.12

Model Questions

1.1

LEARNING OBJECTIVES
After going through this unit, you will be able to:

l define the meaning of the term Industrial Relations
l phase out the evolution of the theory and practice of Industrial
Relations

l learn various popular approaches to the practice of Industrial
Relations

l discuss the meaning, role and need for Trade Unionism
l distinguish between Bipartite and Tripartite Bodies with regard to
Industrial Disputes.

Industrial Relations and Labour Legislations

PDF created with pdfFactory Pro trial version www.pdffactory.com

2

Unit 1

Industrial Relations: An Introduction

1.2

INTRODUCTION
This is the first unit of the course Industrial Relations. In this unit, we

are going to discuss the meaning of Industrial Relations the evolution of the
theory and practice of Industrial Relations.
Basically, IR sprouts out of employment relation. It is a dynamic
and developing socio-economic process. Though Independent India got
an opportunity to restructure the industrial relations system the colonial
model of IR remained in practice for sometimes due to various reasons
like the social, political and economic implications of partition, social tension,
continuing industrial unrest, communist insurgency, conflict, and competition
in the trade union movement. In the process of consultation and
confrontation, gradually the structure of the Industrial Relations System
(IRS) evolved.
Like other behavioural subjects, both the scenario of IR and factors
affecting it are perceived differently by different behavioural practitioners
and theorists. For example, while some perceive IR in terms of class conflict,
others view it in terms of mutual co-operation, yet others understand it
related to competing interests of various groups and so.
Owing to this widening purview of Industrial Relations as a subject
matter of research and study, it becomes significant to understand the
subject from its basic concepts in context to realistic industrial environment.
This unit, therefore, attempts to throw light upon certain very preliminary
concepts of Industrial Relations intending at creation of a stronger hold on
the subject.
At the end of this unit we will get a fair idea about learn various
popular approaches to the practice of Industrial Relations.

1.3

MEANING AND DEFINITION OF INDUSTRIAL
RELATION (IR)
Armstrong has defined IR as “IR is concerned with the systems

and procedures used by unions and employers to determine the reward
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for effort and other conditions of employment, to protect the interests of the
employed and their employers and to regulate the ways in which employers
treat their employees.”
According to Dale Yoder, “IR is a designation of a whole field of
relationship that exists because of the necessary collaboration of men
and women in the employment processes of Industry”.
In the opinion of V. B. Singh “Industrial relations are an integral
aspect of social relations arising out of employer-employee interaction in
modern industries which are regulated by the State in varying degrees, in
conjunction with organised social forces and influenced by the existing
institutions. This involves a study of the State, the legal system, and the
workers’ and employers’ organizations at the institutional level; and of the
patterns of industrial organisation (including management), capital structure
(including technology), compensation of the labour force, and a study of
market forces all at the economic level”.
Encyclopedia of Britannica defined IR more elaborately as “The
concept of industrial relations has been extended to denote the relations
of the state with employers, workers, and other organisations. The subject,
therefore, includes individual relations and joint consultation between
employers and workers at their places of work, collective relations between
employers and trade unions; and the part played by the State in regulating
these relations”.

1.4

EVOLUTION OF INDUSTRIAL RELATION (IR)
IR is a dynamic subject in nature. The nature of IR can be seen as

an outcome of complex set of transactions among the major players such
as the employers, the employees, the trade union, and the state in a given
socio-economic context. In other words, a change in the nature of IR has
become sine quo non with change in the socio-economic context of a
country.
Keeping this fact in view, IR in India has been discussed under the
following two time phases:
1.

Pre- Independence Era

Industrial Relations and Labour Legislations
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2.

Post-Independence Era

1. Pre-Independence Era:
The structure of the colonial economy, the labour policies of colonial
government, the ideological composition of the political leadership, the
dynamics of political struggle for independence, and so on shaped the
colonial model of industrial relations in India during the pre-independence
era. At that time, even union movement was considered an important part
of the independence movement.
But what became evident was that the colonial dynamics of the
union movement, the ambivalence of the native capital and the experience
of the outside political leadership acted as a hindrance to the process of
building up of industrial relations institutions. Moreover, factors like the
ideology of Gandhian class harmony, late entry of leftists and the bourgeois
character of congress also weakened the class approach to the Indian
society and industrial conflict. Thus, till the Second World War, the attitude
of the colonial government toward industrial relations was a passive
regulator only. It was the economic emergence of the Second World War
that altered the colonial government’s attitude towards industrial relations.
State intervention began in the form of introduction of several war
time measures like the Defense of India Rules (Rule 81- A), National Service
(Technical Personnel) Ordinance, and the Essential Service (Maintenance)
Ordinance. As such, the colonial government imposed extensive and
pervasive controls on industrial relations by the closing years of its era.
The joint consultative institutions were established primarily to arrive at
uniform and agreeable labour policy.
Close to India’s independence, several instances that served as
threshold plank for IR during post Independence era could be evidenced.
To mention a few were passing of Indian Trade Unions (Amendment) Act,
1947, Industrial Employment (Standing Orders) Act 1946, Bombay Industrial
Relations Act, 1946, and Industrial Disputes Act, 1947 and split in AITUC
and formation of INTUC.
2. Post-Independence era:
The colonial model of IR remained in practice for sometime even
5
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after independence due to various reasons like the social, political and
economic implications of partition, social tension, continuing industrial
unrest, communist insurgency, conflict, and competition in the trade union
movement. However, gradually, owing to consultations and discussions,
the structure of the Industrial Relations System (IRS) evolved.
State intervention in the IRS was a part of the interventionist
approach to the management of industrial economy. Several considerations
like unequal distribution of power in the labour market, neutrality of the
state, incompatibility of free collective bargaining institution with economic
planning etc. provided moral justification for retaining state intervention in
the IRS. However state intervention does not mean suppression of trade
unions and collective bargaining institution. In fact, state intervention and
collective bargaining were considered as complementary to each other.
Gradually, various tripartite and bipartite institutions were introduced to
supplement the state intervention in the IRS.
The tripartite process was considered an important instrument of
involving participation of pressure groups in the state managed system.
Non-formal ways evolved intending to do away with the flaws of the formal
system. But the political and economic forces in the mid 1960s aggravated
industrial conflict and rendered non-formal system ineffective. In the process
of reviewing the system, National Commission on Labour (NCL) was
appointed in 1966.
Several committees were appointed to suggest measures for
reforming the IRS – as a result of which tripartism was revived in the 1980s.
Government passed the Trade unions and the Industrial Disputes
(Amendment) Bill, 1988. But, it also proved yet another legislative disaster
as it was severely criticised by the left parties.
Consequently, the tripartite deliberations held at the ILC in 1990 decided
three measures to reform IR in India:
(i)

To withdraw the Trade Union and the Industrial Disputes (Amendment)
Bill, 1988.

(ii)

To constitute a bipartite committee of employers and unions to
formulate proposals for a comprehensive legislation.
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(iii)

To consider the possibility of formulating a bill on workers’ participation
in management, 1990. In the 33rd session of ILC, another bipartite
committee was constituted to recommend changes in the TU and ID
Acts. The government introduced a Bill on Workers, Participation in
Management in Parliament in 1990.
In sum, it can be said that one of the primary features of the history

of IR in India has been that it is dynamic in nature. Particularly since
liberalization in 1991, IR in India has seen many new challenges like
emergence of a new breed of employees (popularly termed as ‘knowledge
workers’), failure of trade union leadership, economic impact, and
employers’ insufficient response.

CHECK YOUR PROGRESS
Q 1: Define IR.
..................................................................
................................................................................................
Q 2: What are the two time phases IR in India?
................................................................................................
................................................................................................

1.5

APPROACHES TO INDUSTRIAL RELATION (IR)
The IR scenario and its influencers and/or determinants are

perceived differently by different behavioural practitioners and theorists.
For example, while some perceive IR in terms of class conflict, others view
it in terms of mutual co-operation, and yet others understand it as related
to competing interests of various groups.
Based on these perceptions, the behavioural theorists have
developed some approaches to explain the IR dynamics.
The popular approaches to IR are:

7

1.

Unitary Approach

2.

Pluralistic Approach

3.

Marxist Approach
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Let us now discuss the approaches in the following ways:
1.

Unitary Approach: The Unitary approach to IR is based on the
assumption that every one- employee, employer or governmentbenefits when the emphasis is on a common interest. In other words,
under this approach, the foundation of IR rests on mutual cooperation, team work, shared goal, and so on.The Unitary Approach
views conflict at work place as a temporary aberration resulting from
poor management or mismanagement of employees. Under other
conditions, it projects employees usually accepting of and cooperating
with management. Conflict in the form of strikes is disregarded as it
is considered destructive.

2.

Pluralistic Approach: Pluralist Approach is, however, quite a
departure from the Unitary Approach of IR. This approach was evolved
and practiced in mid 1960s and early 1970s in England. A. Fox, one
of the major contributors to this Approach, perceived that organisation
is a coalition of competing interest groups mediated by the
management. At times, it may so happen that management in its
mediating role may pay insufficient attention to the needs and claims
of employees.
Employees, under such a situation, may unite in the form of
trade unions to protect their needs and claims. This encouraged trade
unions to become legitimate representatives of employees in
anorganisation. This has resulted in the system of IR beingruled by
concessions and compromises between management and trade
unions.
Conflict between employees and management has been
considered as not only inevitable but also necessary. Normally,
employees are not found to be that forceful in the negotiation process
as is the management. Therefore, there exists a tendency among
employees to join trade unions so as to negotiate with management
on equal terms to protect their interests.
However, the basic assumption of this approach that, employees
and management do not arrive at an acceptable agreement, do not
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hold good in a free society as inspite of a society being free, power
distribution may not necessarily be equal among the competing forces.
3.

Marxist Approach: Like Pluralists, Marxists also view conflict between
labour and management as inevitable. But unlike pluralists,
theyregard conflict as a product of the capitalist society based on
classes. According to Marxists conflict arises because of division within
the society in terms of the ‘haves’ i.e., capitalists and the ‘have not’s
i.e., labour. The main objective of capitalists has been to improve
productivity by paying minimum wages to labour. On the other hand,
the labour views this as their exploitation by the capitalists.
The Marxists do not welcome state intervention as, in their view,
it usually supports management’s interest. They debate that the
pluralistic approach is supportive of capitalism and the unitary
approach is looked upon as an anathema. Hence, the labour-capital
conflict, according to this approach, cannot be solved by bargaining,
participation and cooperation.
As such, the role of trade union comes in and is seen as a
reaction to exploitation by capitalists along with being a weapon to
bring a revolutionary social change by changing capitalistic system.
So as to serve this purpose, coercive powers such as strikes, gherao,
etc. are exercised by the labour against capitalists.
Apart from the above three, some other approaches to IR include the

following:
1.

The Industrial Sociology Approach: G. Margerison, an industrial
sociologist, opines that the core of industrial relations is the nature
and development of the conflict itself. According to him, conflict is
the basic concept that should form the basis of the study of industrial
relations. He critised the prevalent approach to industrial relations
stating that it was more concerned with studying the resolution of
industrial conflict than its generation and focused upon the
consequences of industrial disputes than their causes. According to
this school of thought, there are two major conceptual levels of
industrial relations. The first being the intra-plant level where

9
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situational factors, such as job content, work task and technology,
and interaction factors produce three types of conflict – distributive,
structural, and human relations. These types of conflicts are resolved
through collective bargaining, structural analysis of the socio-technical
systems and man-management analysis respectively. The second
level is outside the firm and is primarily concerned with the conflicts
not resolved at the intra-organisational level. This approach rejects
the special emphasis given to rule determination by the “Systems
and Oxford models”. Rather, it suggests a method of inquiry, which
attempts to develop sociological models of conflicts.
2.

The Oxford Approach: As per this approach, the industrial relations
system is a study of institutions of job regulations and the stress is
on the substantive and procedural rules as in Dunlop’s model.
Flanders, the exponent of this approach, considers every business
enterprise as a social system of production and distribution having a
structured pattern of Conceptual Framework of relationships. The
“institution of job regulation” is categorised by him as internal and
Employment Relations as external. While the former is an internal
part of the industrial relations system such as code of work rules,
wage structure, internal procedure of joint consultation, and grievance
procedure; trade unions are considered as an external
organization.Flanders excludes collective agreements from the sphere
of internal regulation. According to him, collective bargaining is central
to the industrial relations system.
The “Oxford Approach” can be expressed in the form of an equation:
r = f (b)

or

r = f (c)

where,
r = the rules governing industrial relations
b = collective bargaining
c = conflict resolved through collective bargaining.
The “Oxford Approach” can be criticised on the ground that it is
too narrow to provide a comprehensive framework for analysing
industrial relations problems as it over emphasises the significance
Industrial Relations and Labour Legislations
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of the political process of collective bargaining and gives insufficient
weight to the role of the deeper influences in the determination of
rules. While institutional and power factors are viewed as of
paramount importance, variables such as technology, market, status
of the parties, and ideology, are not given any prominence at all. This
narrowness of approach constitutes a severe limitation.
3.

The Action Theory Approach: The action theory approach takes
the collective regulation of industrial labour as its focal point just like
the systems model. The actors operate within a framework, which
can at best be described as a coalition relationship. The actors, it is
claimed, agree in principle to cooperate in the resolution of the conflict,
their cooperation taking the form of bargaining. Thus, this theory
analyses industrial relations focusing primarily on bargaining as a
mechanism for the resolution of conflicts. While the systems model
of industrial relations constitutes a more or lesscomprehensive
approach, it is hardly possible to speak of one uniform action theory
concept.

4.

The Human Relations Approach: As stated by Keith Davies, human
relations are “the integration of people into a work situation that
motivates them to work together productively, cooperatively and with
economic, psychological and social satisfactions.” He perceives the
goals of human relations are: (a) to get people to produce, (b) to
cooperate through mutuality of interest, and (c) to gain satisfaction
from their relationships. The human relations school founded by Elton
Mayo and later propagated by Roethlisberger, Whitehead, W.F.
Whyte, and Homans offers a coherent view of the nature of industrial
conflict and harmony. It highlights certain policies and techniques to
improve employee morale, efficiency and job satisfaction along with
encouraging small work groups to exercise considerable control over
the environment , thereby helping to remove a major irritant in labourmanagement relations. However, some of its viewswere criticised by
Marxists, Pluralists, and others on the ground that it encouraged
dependency and discouraged individual development, and ignored
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the importance of technology and culture in industry. Given these
criticisms, however, it must be admitted that the human relations
school has thrown a lot of light on certain aspects such as
communication, management development, acceptance of workplace
as a social system, group dynamics, and participation in management.
5.

The Gandhian Approach: Gandhiji can be called one of the greatest
labour leaders of modern India. His approach to labour problems
was completely new and refreshingly human. He held definite views
regarding fixation and regulation of wages, organisation and functions
of trade unions, necessity and desirability of collective bargaining,
use and abuse of strikes, labour indiscipline, workers participation in
management, conditions of work and living, and duties of workers.
The Ahmedabad Textile Labour Association, a unique and successful
experiment in Gandhian trade unionism, implemented many of his
ideas. Gandhiji had immense faith in the goodness of man and he
believed that many of the evils of the modern world have been brought
about by wrong systems and not by wrong individuals. He insisted
on recognising each individual worker as a human being and believed
in non-violent communism. He also laid down certain conditions
necessary for a successful strike like:(a) the cause of the strike must
be just and there should be no strike without a grievance;(b) there
should be no violence; and (c) non-strikers or “blacklegs” should never
be molested. He was not against strikes but pleaded that they should
be the last weapon in the armoury of industrial workers and hence
should not be resorted to unless all peaceful and constitutional
methods of negotiations, conciliation and arbitration are exhausted.
Gandhiji’s concept of trusteeship is a significant contribution in
the sphere of industrial relations. He stated that employers should
not regard themselves as sole owners of mills and factories of which
they may be the legal owners. Rather, they should regard themselves
only as trustees, or co-owners. He also appealed to the workers to
behave as trustees, not to regard the mill and machinery as belonging
to the exploiting agents but to regard them as their own, protect them
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and put to the best use they can. The theory of trusteeship, can
therefore, be said to be based on the view that all forms of property
and human accomplishments are gifts of nature and as such, they
belong not to any one individual but to society. This approach aimed
at achieving economic equality and the material advancement of the
“have-nots” in a capitalist society by non-violent means.
Gandhiji realised that relations between labour and management
can either be a powerful stimulus to economic and social progress or
an important factor in economic and social stagnation. Industrial peace
was recognized as an essential condition not only for the growth and
development of the industry, but also as a great measure, for the
improvement in the conditions of work and wages. At the same time,
he not only endorsed the workers’ right to adopt the method of
collective bargaining but also actively supported it. He advocated
voluntary arbitration and mutual settlement of disputes and pleaded
for perfect understanding between capital and labour, mutual respect,
recognition of equality, and strong labourorganisation as the essential
factors for happy and constructive industrial relations.
6.

Human Resource Management Approach: The term, Human
Resource Management (HRM)finds application in a diverse range of
management strategies, which includes personnel or industrial
relations management. Some of the components of HRM are: (i)
human resource organisation; (ii) human resource planning; (iii)
human resource systems; (iv) human resource development; (v)
human resource relationships; (vi) human resource utilisation;(vii)
human resource accounting; and (viii) human resource audit. This
approach emphasizes upon individualism and direct relationship
between management and its employees. Therefore, it questions
the collective regulation basis of traditional industrial relations.

1.6

TRADE UNIONISM
Labour unions or trade unions are organizations formed by workers

from related fields that work for the common interest of its members. They
13
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help workers in issues like fairness of pay, good working environment, hours
of work and benefits. They represent a cluster of workers and provide a link
between the management and workers.
The purpose of labour unions is to look into the grievances of wagers
and act as the medium of communication between the workers and
management.
Regulation of relations, settlement of grievances, raising new
demands on behalf of workers, collective bargaining and negotiations are
the other key principle functions that these trade unions perform.
The Indian Trade Union Act, 1926, is the principle Act which controls
and regulates the mechanism of trade unions. In India, political lines and
ideologies influence trade union movements.
The trade unionism movement originated in the 19th century in
Great Britain, continental Europe, and the United States. In many countries
it is seen as synonymous with the term labour movement. Smaller
associations of workers started appearing in Britain in the 18th century,
but they remained sporadic and short-lived through most of the 19th century.
This was partially due of the hostility they encountered from employers
and government groups that resented this new form of political and
economic activism. Unions and unionists, during those days, were regularly
prosecuted under various restraint-of-trade and conspiracy statutes in both
Britain and the United States.
While union organizers in both countries faced similar obstacles,
their approaches evolved quite differently: while the British movement
favoured political activism, which led to the formation of the Labour Party
in 1906, on the other hand, American unions pursued collective bargaining
as a means of winning economic gains for their workers. British unionism
received its legal foundation in the Trade-Union Act of 1871. However, in
the United States the same effect was achieved more slowly and uncertainly,
by a series of court decisions that whittled away at the use of injunctions,
conspiracy laws, and other devices against unions.
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CHECK YOUR PROGRESS
Q 3: What are the popular approaches to IR ?
..................................................................
................................................................................................
Q 4: What is The Gandhian Approach ?
................................................................................................
................................................................................................
Q 5: What is Trade Union ?
................................................................................................
................................................................................................

1.7

BIPARTITE AND TRIPARTITE BODIES

Bipartite Bodies
Bipartism is a system of industrial relations where social and labour
issues are discussed between trade unions and management, usually at
the enterprise level. Bipartite machinery comprises of two important
constituents - the works committees and the joint management councils.
These are purely consultative, and not negotiating, joint machineries- with
equal representation of the employers and the workers –set up exclusively
for dealing with disputes affecting the plant or industry.
Bipartite consultative machinery was first recognized as important
around 1920, when a few joint committees were set up in the presses
controlled by the Government of India. These committees were also
introduced in Tata Iron and Steel Company at Jamshedpur. The First-FiveYear Plan of India also highlighted the importance of bipartite bodies by
specifically stating that - “There should be the closest collaboration, through
the consultative committee at all levels, between employers and employees
for the purpose of increasing production, improving quality, reducing cost
and eliminating waste.
Below is a discussion on the two important constituents of bipartite
mechanisms, as finds mention above 15
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Works Committees: These committees have been regarded as the
most effective social institutions of industrial democracy and as a
statutory body, established within the industrial units with
representatives of the management and workmen, for preventing,
and settling industrial disputes at the unit level. Works Committees
can be formed by any enterprise, employing 100 or more workers.
The objectives of such committees are: (i) To remove the causes of
friction in the day-to-day work situation by providing an effective
grievances-resolving machinery; (ii) To promote measures securing
amity and good relationship; (iii)To serve as a useful adjunct in
establishing continuing bargaining relationship; and (iv)To strengthen
the spirit of voluntary settlement, rendering recourse to conciliation,
arbitration and adjudication rather infrequent; for these are achieved
by commenting upon matters of concern or endeavour to compose
any material difference of opinion in respect of such matters.

b.

Joint Management Council: The Joint Management Councils give
labour a greater sense of participation and infuse a spirit of
cooperation between the two parties without encroaching upon each
other’s sphere of influence, rights and prerogatives. They provide a
scope for close mutual interaction between labour and management
with emphasis on generating a co-operative atmosphere for
negotiation and settlement. These committees also aim at making
the will of the employees effective in the management; ensure the
operation of the private-owned concern in conformity with national
interests and provide for a popular agency for supervising the
management of nationalized undertakings. In brief, such committees
try to promote industrial goodwill and harmonious relations through
better understanding of employees by management and of
management by workers.

Tripartite Bodies
Tripartismcan be best described as a system of labour relations in
which the state, employers, and workers are autonomous yet
interdependent partners, pursuing common interests and participating in
Industrial Relations and Labour Legislations
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decisions affecting them in a binding spirit of mutuality and reciprocity.
This can take place at either or both macro and micro levels. Tripartite
consultation is an important feature of India’s industrial relations system.
In India, the system originated way back in as 1942. The two main forums
for Tripartite Consultationin the country are the Indian Labour Conference
(ILC) and the Standing Labour Committee (SLC). The objectives of Tripartite
Consultation include the following:
i.

to promote uniformity in labour legislation.

ii.

to lay down a procedure of industrial disputes.

iii.

to consider matters of importance to both the managements and
labour.
There are a number of tripartite bodies which operate at the Central

and State levels. The Indian Labour Conference, Standing Labour
Committees, Wage Boards and Industrial Committees operate at the Central
level and State Labour Advisory Boards operate at the state level. All these
bodies play an important role in reaching at voluntary agreements on various
labour matters. Though the recommendations of these bodies are only
advisory in nature they carry considerable weight with the government,
workers and employers.

1.8

INDUSTRIAL DISPUTES
According to Sec. 2 of the Industrial Dispute Act, 1947, “Industrial

dispute means any dispute or difference between employees and
employers or between employers and workmen or between workmen and
workmen, which is connected with the employment or non-employment or
the terms of employment or with the conditions of labour of any person”
Industrial disputes are of symptoms of industrial unrest in the same way
that boils are symptoms of a disordered body.
Whenever an industrial dispute occurs, both management and
workers try to pressurize each other. The management may resort to lockout and the workers may resort to strike, gherao, picketing, etc.
1.

Strike: Strike is a very powerful weapon used by a trade union to get
its demands accepted. It means quitting work by a group of workers
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for the purpose of bringing pressure on their employer to accept their
demands. According to Industrial Disputes Act, 1947, “Strike means
a cessation of work by a body of persons employed in any industry
acting in combination, or a concerted refusal or a refusal under a
common understanding of any number of persons who are or have
been so employed, to continue to work or to accept employment.”
There are many types of strikes. A few of them are discussed below:
i.

Economic Strike: Under this type of strike, members of the
trade union stop work to enforce their economic demands such
as wages, bonus, and other conditions of work.

ii.

Sympathetic Strike: The members of a union collectively stop
work to support or express their sympathy with the members of
other unions who are on strike in the other undertakings.

iii.

General Strike: It means a strike by members of all or most of
the unions in a region or an industry. It may be a strike of all the
workers in a particular region of industry to force demands
common to all the workers. It may also be an extension of the
sympathetic strike to express general protest by the workers

iv.

Sit Down Strike: When workers do not leave their place of
work, but stop work, they are said to be on sit down or stay in
strike. It is also known as tools down or pen down strike. The
workers remain at their work-place and also keep their control
over the work facilities.

v.

Slow Down Strike: Employees remain on their jobs under this
type of strike. They do not stop work, but restrict the rate of
output in an organised manner. They adopt go- slow tactics to
put pressure on the employers.

2.

Lock-out: The Industrial Disputes Act, 1947 has defined lock-out as
closing of a place of employment or the suspension of work or the
refusal by an employer to continue to employ any number of persons
employed by him. It is an act on the part of the employers to close
down the place of work until the workers agree to resume the work
on the terms and conditions specified by the employers.

Industrial Relations and Labour Legislations

PDF created with pdfFactory Pro trial version www.pdffactory.com

18

Unit 1

Industrial Relations: An Introduction

3.

Gherao: It is a Hindi word which means ‘to surround’. It implies a
collective action initiated by a group of workers under which members
of the management of an industrial establishment are prohibited from
leaving the business or residential premises by the workers who block
their exit through human barricade.

4.

Picketing: When workers are dissuaded from reporting for work by
stationing certain men at the factory gates, such a step is known as
picketing. It is basically a method of drawing the attention of public
towards the fact there is a dispute between the management and
the workers.

1.8.1 Causes of Industrial Disputes
The causes of Industrial Disputes may of the following reasons:
a.

Economic causes, and

b.

Non-economic causes.

Economic causes include the following:
(i)

Wages,

(ii)

Bonus,

(iii)

Dearness allowance,

(iv)

Conditions of work and employment,

(v)

Working hours,

(vi)

Leave and holidays with pay, and

(vii) Unjust dismissals or retrenchments.
Non-economic causes include the following:
(i)

Recognition of trade unions,

(ii)

Victimisation of workers,

(iii)

Ill-treatment by supervisory staff,

(iv)

Sympathetic strikes,

(v)

Political causes, etc.

1.8.2 Nature of Industrial Dispute
The nature of an industrial dispute may be explained thus:
1.

According to Section 2A of the Industrial Disputes Act, 1947,
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a workman has a right to raise an industrial dispute with regard
to termination, discharge, dismissal, or retrenchment of his or
her service, even though no other workman or any trade union
of workman or any trade union of workmen raises it or is a
party to the dispute.
2.

The dispute must affect a large number of workmen who have
a community of interest and the rights of these workmen must
be affected as a class.

3.

The dispute must be taken up either by the industry union or
by a substantial number of workmen.

4.

There must be some nexus between the union and the
dispute.

1.8.3 Classification of Industrial Dispute
Industrial Disputes have been classified by the ILO into the
following two main types:
1.

Interest Disputes: Also called ‘economic disputes’, they arise
out of terms and conditions of employment - either out of the
claims made by the employees or offers given by the
employers. Such demands or offers are generally made with
a view to arrive at a collective agreement. Examples of interest
disputes are lay-offs, claims for wages and bonus, job security,
fringe benefits, etc.

2.

Grievance or Right Disputes: Grievance or Right disputes
arise out of application or interpretation of existing agreements
or contracts between the employees and the manage-ment.
They relate either to individual worker or a group of workers
in the same group.
Such disputes are also called ‘individual disputes’. Payment

of wages and other fringe benefits, working time, over-time, seniority,
promotion, demotion, dismissal, discipline, transfer, etc. are the
examples of grievance or right disputes.
Such grievances are often settled through laid down
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standard procedures like the provisions of the collective agreement,
employment contract, works rule or law, or customs /usage in this
regard apart from Labour Courts or Tribunals to adjudicate over
them.
Although most often industrial disputes are considered as
‘dysfunctional’ and ‘unhealthy’, sometimes industrial disputes are
beneficial as well. Dispute opens up the minds of employers and
motivates and/or induces them to provide better working conditions
and emoluments to the workers.

CHECK YOUR PROGRESS
Q 6: Name the different types of industrial
disputes.
................................................................................................
................................................................................................
Q 7: Define Lock out?
................................................................................................
................................................................................................

1.9

l

LET US SUM UP

The concept of industrial relations has been extended to denote the
relations of the state with employers, workers, and other organisations.
The subject, therefore, includes individual relations and joint
consultation between employers and workers at their places of work,
collective relations between employers and trade unions; and the
part played by the State in regulating these relations”.

l

IR is dynamic in nature. The nature of IR can be seen as an outcome
of complex set of transactions among the major players such as the
employers, the employees, the trade union, and the state in a given
socio-economic context. In a sense, change in the nature of IR has
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become sine quo non with change in the socio-economic context of
a country.

l

The three popular approaches to industrial relation are as follows: 1.
Unitary Approach 2. Pluralistic Approach 3. Marxist Approach.

l

Labour unions or trade unions are organizations formed by workers
from related fields that work for the common interest of its members.
They help workers in issues like fairness of pay, good working
environment, hours of work and benefits. They represent a cluster of
workers and provide a link between the management and workers.

l

The purpose of these unions is to look into the grievances of wagers
and present a collective voice in front of the management. Hence, it
acts as the medium of communication between the workers and
management.

1.10 FURTHER READING

1)

Ratnam C S V, Industrial Relations, Oxford University Press, New
Delhi, 2013.

2)

Monappa A et al, Industrial Relations and Labour Laws, 2nd edition,
McGraw-Hill Education, India, 2012.

3)

Srivastava S C, Industrial Relations and Labour Laws, 6th Revised
Edition, Vikash Publishing House, India, 2014.

1.11 ANSWERS TO CHECK YOUR
PROGRESS

Ans to Q No 1: Armstrong has defined IR as “IR is concerned with the
systems and procedures used by unions and employers to determine
the reward for effort and other conditions of employment, to protect
the interests of the employed and their employers and to regulate
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the ways in which employers treat their employees”.
Ans to Q No 2: IR in India has been discussed under two time phases:
Pre- Independence Era and Post-Independence Era
Ans to Q No 3: The popular approaches to IR are: Unitary Approach,
Pluralistic Approach and Marxist Approach
Ans to Q No 4: Gandhiji’s concept of trusteeship is a significant contribution
in the sphere of industrial relations. He stated that employers should
not regard themselves as sole owners of mills and factories of which
they may be the legal owners. Rather, they should regard themselves
only as trustees, or co-owners. He also appealed to the workers to
behave as trustees, not to regard the mill and machinery as belonging
to the exploiting agents but to regard them as their own, protect them
and put to the best use they can.
Ans to Q No 5: Labour unions or trade unions are organizations formed
by workers from related fields that work for the common interest of its
members. They help workers in issues like fairness of pay, good
working environment, hours of work and benefits. They represent a
cluster of workers and provide a link between the management and
workers.
Ans to Q No 6: The ILO has classified the industrial disputes into two main
types. They are: Interest Disputes and Grievance or Right Disputes.
Ans to Q No 7: The Industrial Disputes Act, 1947 has defined lock-out as
closing of a place of employment or the suspension of work or the
refusal by an employer to continue to employ any number of persons
employed by him.

1.12

MODEL QUESTIONS

Q 1: Define IR and emphasise upon the need to take up IR as a specialized
subject of study in HRM.
Q 2: Discuss the evolution of IR in India.
23
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Q 3: Distinguish between the pre-independence and the post-independence
developments of IR in India.
Q 4: Throw light upon the Unitary, Pluralist and Marxist approaches to IR.
Q 5: Draw focus to the Human relations Approach and the Gandhian
Approach to the discipline of IR.
Q 6: Create understanding about the meaning of Trade Unionism.
Q 7: Enlist and explain a few causes of Industrial disputes and state
remedies to them.
Q 8: Explain the composition and functioning of Bipartite and Tripartite
bodies for settlement of Industrial Disputes.
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UNIT 2 : THEORITICAL FRAMEWORK
INDUSTRIAL RELATIONS

OF

UNIT STRUCTURE
2.1

Learning Objectives

2.2

Introduction

2.3

Environmental Theory: Dunlop’s System Theory (1958)

2.4

Implant Theory: Flanders; HYMAN

2.5

Gandhian Approach to IR: The Trusteeship Theory of Mahatma
Gandhi

2.6

Let Us Sum Up

2.7

Further Reading

2.8

Answers To Check Your Progress

2.9

Model Questions

2.1

LEARNING OBJECTIVES
After going through this unit, you will be able to:

l identify various environmental theories of IR
l identify and understand various implant theories of IR
l understand the Gandhian Approach to IR and its influence over
the global IR practices.

2.2

INTRODUCTION
Much study and research have been undertaken, in various parts

of the globe, from varying dimensions of thought and determining factors,
in respect of Industrial Relations in actual practice. As an aftermath of
these, various theories of and approaches to IR have come into existence.
While some of them tend to be complimentary and supplementary to each
other, some others tend to be contradictory in nature. However, each of
them hold valuable information of substance and are individually capable
of providing guidance to practitioners and stakeholders of the field under
different situational contexts; and are collectively capable of contributing
25
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ample inputs to the basket of knowledge in this area. As such, this unit is
devoted to three important categories of theoretical framework with regard
to IR.

2.3

ENVIRONMENTAL THEORY: DUNLOP’S SYSTEM
THEORY (1958)
The credit for applying the systems concept to Industrial relations

goes to Dunlop. It is within this perspective that Dunlop analyses industrial
relations systems as a sub-system of society. “An industrial relations system
at any one point of time in its development is regarded as comprised of
certain actors, certain contexts, an ideology which binds the industrial
relations system together and a body of rules created to govern the actors
at the workplace and work community”. According to Dunlop’s System Model
of Industrial Relations consists of three agents – management
organizations, workers and formal/informal ways they are organized and
government agencies. These actors and their organizations are located
within an environment – defined in terms of technology, labor and product
markets, and the distribution of power in wider society as it impacts upon
individuals and workplace. Within this environment, actors interact with
each other, negotiate and use economic/political power in process of
determining rules that constitute the output of the industrial relations system.
He proposed that three parties-employers, laborunions, and government–
are the key actors in a modern industrial relations system. He also argued
that none of these institutions could act in an autonomous or independent
fashion. Instead they were shaped, at least to some extent, by their market,
technological and political contexts.
Thus it can be said that industrial relations industrial relations is a
social sub system subject to three environmental constraints- the markets,
distribution of power in society and technology.
Dunlop’s model identifies three key factors to be considered in
conducting an analysis of the management-labor relationship:
1.

Environmental or external economic, technological, political, legal and
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social forces that impact employment relationships.
2.

Characteristics and interaction of the key actors in the employment
relationship: labor, management, and government.

3.

Rules that are derived from these interactions that govern the
employment relationship.
Dunlop emphasizes the core idea of systems by saying that the

arrangements in the field of industrial relations may be regarded as a system
in the sense that each of them more or less intimately affects each of the
others so that they constitute a group of arrangements for dealing with
certain matters and are collectively responsible for certain results”..
In effect – Industrial relations is the system which produces the rules of the
workplace. Such rules are the product of interaction between three key
“actors” – workers/unions, employers and associated organizations and
government
The Dunlop’s model gives great significance to external or
environmental forces. In other words, management, labor, and the
government possess a shared ideology that defines their roles within the
relationship and provides stability to the system.
Dunlop’s formulation and application of the concept of industrial
relations system has been criticized on the following grounds:
1.

That it is essentially a non-dynamic model of IRs from which it is
difficult to explain IR change;

2.

That it concentrates on the structure of the system, ignoring the
process within it;

3.

That it tends to ignore the essential element of all IRs, that of the
nature and development of conflict itself;

4.

That it focuses on formal rules, to the neglect of important informal
rules and informal processes;

5.

That it may not be integrated, and it is problematic whether or not the
actors share a common ideology;

6.

That it fails to give an account of how inputs into the system are
converted into outputs;

7.
27
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the “internal” plant level systems and the wider systems;
8.

That it favors an analytical approach based on comparison rather than
problem-solving approach built on description; and

9.

That it makes no special provision for the role of individual personalities
in IR as the actors are being viewed in a “structural “rather than in a
“dynamic “sense.

CHECK YOUR PROGRESS
Q 1: What, according to Dunlop, are the agents
to an Industrial Relations System?
............................................................................................................
............................................................................................................

2.4

IMPLANT THEORY: FLANDERS; HYMAN

l The Pluralist Theory of Flanders (1970)
According to Flanders, conflict is inherent in an industrial system.
Hence, collective bargaining is required as a formal system to settle conflicts.
This theory is also known as Oxford Model. According to this theory, collective
bargaining is central to the IR system. The rules of the system are viewed
as being determined through the rule-making process of collective
bargaining, which is regarded as a political institution involving a power
relationship between the employers and employees.
The Oxford Approach can be expressed in the form of an equation:
r = f (b) or r = f (c)
where, r = the rules governing IR
b = collective bargaining
c = conflict resolved through collective bargaining
The Oxford Approach can be criticized on the ground that it is too
narrow to provide a comprehensive framework for analyzing IR problems. It
overemphasizes the significance of the political process of collective
bargaining and gives insufficient weight to the role of the deeper influences
in the determination of rules. Institutional and power factors are viewed as
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of paramount importance, while variables such as technology, market, status
of the parties and ideology are not given any prominence. This narrowness
of approach constitutes a severe limitation.

l The Structural Contradictions Theory of Hyman (1971)
Marxian analysis of IR and trade unionism has also taken several
forms broadly categorisable into “pessimistic “and “optimistic” approaches.
The pessimistic approaches were represented by the writings of Lenin,
Michels and Trotsky while the optimistic line of thinking was represented
by Marx and Engels. These two approaches represent two variants of the
Structural Contradictions approach to IR.
The pessimistic school talks of limitations of trade union
consciousness and feels that unless the working class joins hands with
intellectuals, it is not possible, to bring in a new social order.
Optimist school, however, sees the role of working classes as not
only maintenance and enhancement of wage level, but also to carry class
struggle against capitalist class in thrust towards creating a classless society.
It is in this “optimistic” tradition that Hyman has enunciated his analysis of
IR and trade unionism. Trade unions, in Hyman’s writings, “represent
workers’ response to the deprivations inherent in their role as employees
within a capitalist economy – opposition and conflict cannot be divorced
from their existence and activity” (Hyman and fryer, 1978: 152). Thus, in
Hyman’s analysis, the politico-economic structure within which, the trade
unions are in conflict with employers because of the inherent deprivations.
Any analysis of IR and trade unionism should, therefore, be sensitive not
only to the structure of the political economy but also to the deprivations
and socio-economic inequalities which are inherent components of the
capitalist mode of production. This perspective immediately revealsthe
limitations of some of the approaches to IR discussed earlier, especially
those oriented to the control and containment of dissension and differences.
Dunlop has said that rule-making is central to the governance of work
relations. He has said explicitly that “the establishing of these procedures
and rules – the procedures themselves are rules – is the centre of attention
in an industrial relations system”. The entire IR system in this approach
29
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appears to be all geared to bring every foreseeable event under a procedural
or substantive rule, thus reducing or eliminating any form of imbalance in
the system. Thus, neither politico-economic structures nor socio-economic
inequalities are called into question. Hyman’s approach is also at variance
with the liberal-pluralist approach represented by Flanders.”What is the
substance of a system of industrial relations? Nothing could be more
revealing of the past neglect of the subject’s theory than one simple fact.
Not until recently has it been explicitly stated that a system of industrial
relations is a system of rules” (Flanders, 1965 ). The formulation of rules
and implementation of rules appear to be the bread and butter of IR. “These
rules appear in different guides: in legislation and in statutory order; in trade
union regulations; in collective agreements and arbitration awards, in social
conventions, in managerial decisions and in accepted custom and practice”.
(Flanders, 1965). Employers, government, employee organizations and the
judicial system interact with each other in the process of rule-making.
Flanders emphasizes rules, job regulations, institutions of job regulation as
indicative of the ‘order’ orientation – organization of this approach to IR.

CHECK YOUR PROGRESS
Q 2: What is the basic idea contained in the
Puralist Theory?
............................................................................................................
............................................................................................................

2.5

GANDHIAN APPROACH
TO
IR:
THE
TRUSTEESHIP THEORY OF MAHATMA GANDHI
Mahatma Gandhi came up with Trusteeship Approach to IR where

a trustee is one who holds property in trust for another/others. Trusteeship
is the application of the law of God to human society and human institutions.
The principle of Trusteeship expresses the inherent responsibility of a
business enterprise to its consumers, workers, shareholders, and the
community and the mutual responsibilities of these to one another (Goyder
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1980).
The concept of trusteeship implies stewardship without ownership.
Such stewardship is not for private profit, but for the greatest good of all.
Gandhi believed that people should keep the minimum of wealth for
themselves to be able to lead a life that millions lead and give up the rest to
be held in trust for the greatest good of all.
However, in industrial relations, conflict is inherent and often
unavoidable due to tensions of command and subordination,
competitiveness, exploitation, physical deprivation at work, and economic
security. Conflict may arise due to:
I.

Wage-work bargain,

II.

Managerial system of work governance, or

III.

Fundamental divisions and differing values in society.

Conflict manifests itself in one or more of the following forms:
I.

Relatively hidden and unorganized individual ways, such as, low
employee morale, high labour turnover, absenteeism, accidents, etc.

II.

Grievances, Indiscipline, etc.

III.

Strikes or other forms of industrial action, overt (strike/ lockout) or
covert (work-to-rule, go-slow, gherao, etc)
Gandhi believed in non-violent communism, going so far as to say

that “if communism comes without any violence, it would be welcome.” He
laid down certain conditions for a successful strike such as:
1.

The cause of the strike must be just and there should be no strike
without a grievance;

2.

There should be no violence;

3.

Non-strikers or “blacklegs” should never be molested. He was not
against strikes but pleaded that those should be the last weapons in
the armoury of industrial workers, and hence, should not be restored
to unless all peaceful and constitutional methods of negotiations,
conciliation and arbitration are exhausted.
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CHECK YOUR PROGRESS
Q 3: What do you understand by the Principle of
Trusteeship?
............................................................................................................
............................................................................................................

2.6

l

LET US SUM UP

The credit for applying the systems concept to Industrial relations goes
to Dunlop. It is within this perspective that Dunlop analyses industrial
relations systems as a sub-system of society.

l

According to Dunlop’s System Model of Industrial Relations consists
of three agents – management organizations, workers and formal/
informal ways they are organized and government agencies. These
actors and their organizations are located within an environment –
defined in terms of technology, labor and product markets, and the
distribution of power in wider society as it impacts upon individuals
and workplace

l

The Pluralist Theory of IR is also known as Oxford Model. According
to Flanders, conflict is inherent in an industrial system. Hence, collective
bargaining is required as a formal system to settle conflicts. According
to him, collective bargaining is central to the IR system. The rules of
the system are viewed as being determined through the rule-making
process of collective bargaining, which is regarded as a political
institution involving a power relationship between the employers and
employees.

l

Marxian analysis of IR and trade unionism has also taken several forms
broadly categorisable into “pessimistic “and “optimistic” approaches.
The pessimistic approaches were represented by the writings of Lenin,
Michels and Trotsky while the optimistic line of thinking was represented
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by Marx and Engels. These two approaches represent two variants of
the Structural Contradictions approach to IR.

l

The pessimistic school talks of limitations of trade union consciousness
and feels that unless the working class joins hands with intellectuals,
it is not possible, to bring in a new social order.

l

Optimist school, however, sees the role of working classes as not
only maintenance and enhancement of wage level, but also to carry
class struggle against capitalist class in thrust towards creating a
classless society.

l

Mahatma Gandhi proposed the trusteeship approach. A trustee is
one who holds property in trust for another/others. For Gandhi,
trusteeship is the application of the law of God to human society and
human institutions. It becomes trusteeship when a company accepts
its total responsibility and when management’s role becomes that of
balancing all the claims upon the company on the basis of seeking
justice as the aim of business…. A company is not a human person,
therefore, it cannot have a human soul. What it can and should have
is a corporate personality which enables its managers and employees
to realize that they are serving the community through the company.

2.7

1)

FURTHER READING

Padhi P K , Labour and Industrial Laws, 2/E 2nd Edition, PHI Learning
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ANSWERS TO CHECK YOUR
PROGRESS

Ans to Q No 1: According to Dunlop’s System Model of Industrial Relations
consists of three agents – management organizations, workers and
formal/informal ways they are organized and government agencies.
Ans to Q No 2: The Pluralist Theory is also known as Oxford Model.
According to Flanders, conflict is inherent in an industrial system.
Ans to Q No 3: The principle of Trusteeship expresses the inherent
responsibility of a business enterprise to its consumers, workers,
shareholders, and the community and the mutual responsibilities of
these to one another.

2.9

MODEL QUESTIONS

Q 1: Who, according to Dunlop, are the parties to an IR system? What
are their respective roles and stakes?
Q 2: Draw a detailed discussion on Dunlop’s Systems Theory focusing
upon the environmental dimension that he has forwarded in the
theory.
Q 3: Draw an interface between Flander’s and Hyman’s Theories of IR.
How were they different from Dunlop’s?
Q 4: Throw light upon the Gandhian Approach to IR. Analyse its applicability
and suitability in today’s modern industrial environment.
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UNIT 3 : INDUSTRIAL WORKERS
UNIT STRUCTURE
3.1

Learning Objectives

3.2

Introduction

3.3

Industrial Workers - Background, Education, Skills and
Adjustments

3.4

Absenteeism

3.5

Influence of Trade Unions

3.6

Let Us Sum Up

3.7

Further Reading

3.8

Answers To Check Your Progress

3.9

Model Questions

3.1

LEARNING OBJECTIVES
After going through this unit, you will be able to:

l know about the origin and background of Industrial Workers
l learn about the educational status, skill status and other
characteristics of Indian industrial workers

l discuss the meaning of, causes of and remedies to absenteeism in
workplace

l describe the significant impact and influence that trade unions exhibit.

3.2

INTRODUCTION
In this unit we are going to discuss the various concepts related to

industrial workers. The plight of any relationship is determined by the
personal, social, professional, educational, locational, legal, and such other
back drops where it originates or exists. Hence, an understanding of the
background and present status of the prime parties involved in the
relationship helps in setting mutual goals and in maintaining a congenial
and smooth relationship. With this object in mind, this unit has been so
designed as to create an understanding of the background of industrial
35
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workers, their educational status, skills, etc. – with special reference to the
Indian context - as workers are a primary stakeholder of any industrial
relations activity/decision. Moreover, with the same intention in mind, the
unit also focuses upon various facets of absenteeism in the workplace and
the significance of existence and influence of trade unions within and outside
the organization.

3.3

INDUSTRIAL WORKERS – BACKGROUND,
EDUCATION, SKILLS AND ADJUSTMENTS
Industrial Workers refer to all those workers, who are employed

in manufacturing units, i.e., the workers employed in large scale, village &
small scale industries are considered industrial labour in general sense.
The 1850s mark the increase in the labour intensive industrial
development. This decade saw the successful establishment of jute and
cotton mills. The coal-fields were connected with the railway junctions to
facilitate the supply of coal to the expanding railway system in India.
Since India was subjected to British industrial interests, the building
of railway system and working coal-fields could not give stimulus to industrial
revolution. As observed by Daniel Thorner, the railway system was
constructed both to drain out the raw materials at economical rates and
also to create a demand for British industrial goods.
To put it in his words:
In the economic sphere the railways fostered a measure of regional
specialization in both agricultural and industrial production and encouraged
the bringing of more land under cultivation. The railways appear also to
have helped raise the level of wages and prices and to have helped make
them more nearly uniform in the sub-continent as a whole.
Yet when we consider the fact that the railways have been the
largest and most important enterprise of a truly modern character in India,
involving heavy machinery, precision techniques, and advanced
communications, we have to conclude that they have had surprisingly few
constructive results. They helped spread a veneer of modernization over
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the countryside while doing little to initiate a process of modernization.
In 1946, 70 per cent of the industrial index was constituted by the
cotton textiles jute textiles and coal. All other mining and industrial concerns
accounted for about one third of the total industrial production on the eve of
independence.
The industrial growth up-to the first World War was confined entirely
to these four basic industries viz., railways, coal, jute and cotton. It was the
alarming growth of steel industry in Germany which rather compelled the
British Government to develop conciliatory steel industry in India, and the
Tata Iron and Steel Industry (TISCO) made its mark on the industrial map
of India in 1911.
Next in importance to the railway industry was the coal industry.
Not only was it the basic requirement of railways in India, but also of the
British industry. The production of coal was just one lakh tonnes in the
1840s which rose to three lakhs tonnes in 1860, one million tonnes during
the First World War, and, thereafter, remained almost static on 250 million
tonnes during the period of subjugation of the country to Pax Britannica.
This industry was controlled and managed exclusively by the British till the
1920s. Thereafter, small coal-fields were developed by the Indian
management.
Next in order of importance was the jute industry - also started
by the British. The first jute industry, in India, was established in 1854.
Three more mills came into existence by 1862 followed by, 4000 looms in
operation by the year 1877. This number rose to 15,000 looms by the
close of the century.
The military preparations in Europe in the twentieth century helped
increase the number to 40,000 looms by the time the First World War
came to an end.
Around the same time, the Indian textile industry was ruthlessly
destroyed by the British in India. However, the cotton industry was revived
by the Indian entrepreneurs. The Parsicommunity which traded in rawcotton were the first to establish a cotton mill in 1854. Thereafter, the growth
of cotton industry was rapid in the country. The number of mills increased
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from just 8 in 1861 to 271 mills in 1914 and the trend till 1946.
The First World War forced the industrial growth, in India, at a faster
rate and in diverse areas. On the one side, marine activities being curbed
in 1800, India was left with no merchant marine of its own. The country
was also deprived of the marine facility offered by the British merchant
fleet during the war.
The British empire was exposed to the grave danger of nonavailability of spare parts and machinery brought and there was evidenced
almost a break-down even in railway service. British compulsion to place
its demands for government stores, so far obtained from England, on Indian
resources helped in the emergence of other light industries in the country.
The general and electrical engineering industries which were absent from
the industrial map of 1914, had become an important sector by 1919.
Railway workshops, ordinance factories, iron and steel factories,
chemical industries and others had obtained a respectable place on the
industrial map of India by that time. This trend of industrial growth provided
jobs to an increasing number of people and led to the emergence of a
substantial labour force in India as depicted in the table that follows:
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Table: Growth of Industrial Employment in India
It is evident in the above table that there was a labour force of about
546 thousands in 1892 which increased to 3854 thousands by 1949 i.e., it
increased 700 per cent during this period. This phenomenal growth was in
the railways as it employed the largest number of people. Further, this number
rose from 259 thousands in 1892 to 901 thousand in 1949.
Thus, there was an increase of about 350 per cent in the
employment of labourers in the railways which was followed by the mining
industry. There were just 33 thousands miners in 1892 which rose to 594
thousands in 1948 i.e., the employment opportunities increased by 180
per cent in mining industry.
Next to the railways in providing employment was the cotton industry
that employed 121 thousands people in 1892 and 661 thousands people
in 1848. The overall factory employment, however, was insignificant with
only 254 thousands people in the factory employment in 1882. By 1949,
the factories in India were providing jobs to about 2580 thousands people
and industrial growth was much below the potentialities of the country.
During the Second World War, India still remained predominantly an
agricultural country with only eleven per cent of the population in urban
centres. Until 1939, over seven- tenths of the export trade consisted of
raw materials and food stuffs and about three-quarters of the imports
consisted of wholly or partially manufactured goods.
The number of persons employed in organized sector remained
extremely low for a population of the size of India. This was mainly because
of the tendency that the country could not have a substantial labour force,
which could leave its impact on the socio-economic development of the
country during this period.
Characteristics of Industrial Workers:
1)

Illiteracy: A large proportion of industrial workers in India are illiterates
& ignorant. So they cannot understand the problems confronting the
economy in general & industries in particular. They do not even
understand their own problems.

2)
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Lack of Discipline: There is no discipline among the industrial labours
Industrial Relations and Labour Legislations

PDF created with pdfFactory Pro trial version www.pdffactory.com

Industrial Workers

Unit 3

in India Indiscipline, absenteeism without any reasons. Moving from
one job to another etc, are very common.
3)

Migratory Characters: Industrial labour in India is migratory in
character. Most of the laborers in industries are drawn from villages &
are cages to return to their homes during their busy agricultural
seasons.

4)

Lack of Organisations: The industrial labour in India is not united,
but is divided & sub – divided on the basis of language, region, caste,
etc. They are unable to organize themselves. Consequent upon that
most of the trade unions are controlled by outsiders.

5)

Low Efficiency: The efficiency of industrial labour in India is very low.
Their productivity is also very low. Lack of education, training, research
medical facilities, etc, are reasons for low productivity.

6)

Poverty: The industrial labours in India are very poor. Their salary,
standard of living & productivity are very low. They are unable to
generate interest in their work because of poverty.

7)

Superstitions: Most of the industrial labour in India are superstitions
& tradition – bound. They believe in fatalistic & Meta physical things.
They have irrational outlook.

8)

Large Scale Absenteeism: It is another important feature of industrial
labour. They remain absent without any reason.

9)

Ignorant of Roles & Regulations: A good proportion of our industrial
workers are ignorant of rules & regulation.

10)

Bad Habits: The industrial labourers in India are addicted to bad habits.
They are involved in unhealthy practices. As a result, their efficiency &
mental discipline are badly affected.

CHECK YOUR PROGRESS
Q 1: Enlist the chacteristics of the Indian industrial
workers.
................................................................................................
................................................................................................
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3.4

ABSENTEEISM
Absenteeism is an employee’s intentional or habitual absence from

work. While employers expect workers to miss a certain number of workdays
each year, excessive absences can equate to decreased productivity and
can have a major effect on company finances, morale and other factors.
This article looks at the causes of absenteeism, the costs of lost productivity
and what employers can do to reduce absenteeism rates in the workplace.
People miss work for a variety of reasons, many of which are legitimate
and others less so. Some of the common causes of absenteeism include
(but are not limited to):

l

Bullying and harassment - Employees who are bullied or harassed
by co-workers and/or bosses are more likely to call in sick to avoid
the situation

l

Burnout, stress and low morale - Heavy workloads, stressful
meetings/presentations and feelings of being unappreciated can
cause employees to avoid going into work. Personal stress (outside
of work) can lead to absenteeism.

l

Disengagement - Employees who are not committed to their jobs,
co-workers and/or the company are more likely to miss work simply
because they have no motivation to go.

l

Childcare and eldercare - Employees may be forced to miss work
in order to stay home and take care of a child/elder when normal
arrangements have fallen through (for example, a sick caregiver or a
snow day at school) or if a child/elder is sick.

l

Injuries - Accidents can occur on the job or outside of work, resulting
in absences. In addition to acute injuries, chronic injuries such as
back and neck problems are a common cause of absenteeism.

l

Depression - According to the National Institute of Mental Health,
the leading cause of absenteeism in the United States is depression.
Depression can lead to substance abuse if people turn to drugs or
alcohol to self-medicate their pain or anxiety.

l
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Illness - Injuries, illness and medical appointments are the most
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commonly reported reasons for missing work (though not always the
actual reason). Not surprisingly, each year during the cold and flu
season, there is a dramatic spike in absenteeism rates for both fulltime and part-time employees.

l

Job hunting - Employees may call in sick to attend a job interview,
visit with a head-hunter or work on their resumes/CVs.

l

Partial shifts - Arriving late, leaving early and taking longer breaks
than allowed are considered forms of absenteeism and can affect
productivity and workplace morale.

CHECK YOUR PROGRESS
Q 2: What do you understand by absenteeism?
....................................................................
................................................................................................
Q 3: State a few of the causes of work place absenteeism.
................................................................................................
................................................................................................

4.5

INFLUENCE OF TRADE UNIONS
A Trade union is an organization of workers, acting collectively,

who seek to protect and promote their mutual interests through collective
bargaining. Trade unions are based upon the concept of “class-struggle”
between the capitalist employers and their workers.
Trade Unions in India are registered and file annual returns under
the Trade Union Act (1926). The Trade Union movement in India is largely
divided along political lines and follows a pre-Independence pattern of
overlapping interactions between political parties and unions. Trade unions
have gradually evolved and have now come to occupy an important place
in the modern industrial order, they have now become gigantic associations;
they have now become institutions which are interested in the social, cultural
and political development of the county.The firm or industry level trade
unions are often affiliated to larger Federations. The largest Federations in
the country represent labour at the National level and are known as Central
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Trade Union Organisations (CTUO).
Trade Unions have three cardinal principles: Unity is strength,
Equality of pay for equal work, Security of employment. Now-a-days the
trade union movement is no longer solely a movement for advancing claims
as a movement seeking to increase the material well being of its members
but has grown into a force which not only defends the political, social and
cultural interests of its members but also carries out special tasks affecting
enterprising and intellectual workers especially with regard to their career,
jobs, salaries, paid holidays, vocational training, recreational and health
improvement programmes etc.
The establishment of textile and clothing mills around the port cities
of Bombay (now Mumbai), Calcutta (now Kolkata), Madras (now Chennai)
and Surat in the second half of the 19th century led to the start of the
industrial workforce in India. The credit for the first association of Indian
workers is generally given to the Bombay Mill-Hands Association founded
by N.M. Lokhande in 1890. This was just after the passing of the ‘First’
Factories Act in 1881 by the British Government. Thereafter the formation
of several labour associations and unions could be evidenced. The first
clearly registered trade-union is considered to be the Madras Labour Union
founded by B.P. Wadia in 1918, while the first trade union federation to be
set up was the All India Trade Union Congress in 1920.
With the rapid growth of unions around the time of the First World
War, the Russian Revolution and the setting up of the ILO, industrial conflict
began to increase. Over 1,000 strikes were recorded between 1920 and
1924. Consequently, the Trade Union Act (1926) was passed which created
the rules for the regulation and closer monitoring of Trade Unions. During
the first year of the operation of the Act, 28 unions registered and submitted
returns with a total membership of100,619. The number grew rapidly
thereafter. By the time of Independence of India in 1947, there were 2,766
unions registered which had a combined membership of over 1.66 million.
This resulted in a wide influence of unions and workers’ organisations and
led to significantly favourable social legislation being enacted in the first
decade of Independence.
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Post Independence in 1947 and post formation of the Republic in
1950, India largely followed a socialist economic approach encouraging
public sector employment and pro-worker legislations. The trade-union
movement reflected divisions along Socialist and Communist lines. In the
subsequent decades, significant expansion in trade union membership
could be seen with the number of active unions reaching its peak in the
mid-1970s and mid-1980s. The 1970s in India was a period characterised
by political instability but the 1980s was characterised by the beginnings
of a distinct turn towards more market-friendly policies, support for
industrialists and an implicit opposition to workers.
After economic liberalisation in 1991, there was seen a declining
government intervention in the economy as well as a decline in the creation
of public sector employment and encouragement for the private sector.
Initiatives at unionization in the private sectors were often met with
opposition and the wider general withdrawal of State support for workers
further undermined their bargaining power. These policies led to a
stagnation in the number of unionised formal sector workers.
This led to a gradual shift in focus about the importance of the
Informal sector and ‘Informal employment in the formal sector’ from the
late 1990s onwards which meant that trade unions also began to focus on
these workers. As a result, there was greater enrolment of these workers
subsequently leading to increases in union membership. The Central Trade
Union Organisations (CTUOs) increased their combined membership from
13.21 million in 1989 to 24.85 million in 2002. Almost all the CTUOs now
have at least 20 percent of their official members coming from the informal
sector.
For a long time after 1947, neither the government nor the
management (or even the unions themselves) thought of the unions as a
group who may contribute to the economic performance of the economy
or the enterprise. However, this is changing gradually. The unions and the
management are entering into agreements with bearing on productivity
and growth of the enterprise.
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CHECK YOUR PROGRESS
Q 4: Explain the meaning of Trade Union.
..................................................................
................................................................................................

3.6

l

LET US SUM UP

Pre- independence, railway workshops, ordinance factories, iron and
steel factories, chemical industries and others had obtained a respectable place on the industrial map of India. It was this industrial growth
which provided jobs to an increasing number of people and led to the
emergence of a substantial labour force in India.

l

Absenteeism is an employee’s intentional or habitual absence from
work. While employers expect workers to miss a certain number of
workdays each year, excessive absences can equate to decreased
productivity and can have a major effect on company finances, morale
and other factors. This article looks at the causes of absenteeism, the
costs of lost productivity and what employers can do to reduce
absenteeism rates in the workplace.

l

A Trade union is an organization of workers, acting collectively, who
seek to protect and promote their mutual interests through collective
bargaining. Trade unions are based upon the concept of “classstruggle” between the capitalist employers and their workers.

l

Trade Unions in India are registered and file annual returns under the
Trade Union Act (1926). Statistics on Trade Unions are collected
annually by the Labour Bureau of the Ministry of Labour, Government
of India. As per the latest data, released for 2012, there were 16,154
trade unions which had a combined membership of 9.18 million (based
on returns from 15 States - out of a total of 36 States).[1] The Trade
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Union movement in India is largely divided along political lines and
follows a pre-Independence pattern of overlapping interactions
between political parties and unions. The net result of this type of
system is debated as it has both advantages and disadvantages.

3.7

1)
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3.8 ANSWERS TO CHECK YOUR
PROGRESS

Ans to Q No 1: The characteristics of Indian industrial workers include –
illiteracy, lack of discipline, lack of organization, poverty, superstition,
migratory character, low efficiency, among others.
Ans to Q No 2: Absenteeism is an employee’s intentional or habitual
absence from work.
Ans to Q No 3: Among the various causes of absenteeism, a few are – job
hunting, stress and burnout, childcare and eldercare, bullying and
harassment, depression, partial shifts, etc.
Ans to Q No 4: A Trade union is an organization of workers, acting collectively,
who seek to protect and promote their mutual interests through
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collective bargaining. Trade unions are based upon the concept of
“class-struggle” between the capitalist employers and their workers.

3.9

MODEL QUESTIONS

Q 1: Elaborately discuss the development, composition and characteristics
of Industrial Workers in India.
Q 2: Explain the meaning and causes of absenteeism.
Q 3: Discuss the negative effects of absenteeism on industrial functioning.
Q 4: Is there a cure for absenteeism? Suggest remedial measures to deal
with the crucial issue of absenteeism in workplace.
Q 5: Emphasise upon the influence that trade unions exhibit in the industrial
environment, owing to the kind of role that they play.

*** ***** ***
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