
Hl OH represent al iv’c.s drew 
' 11 p. ' S as Doeiii leiit Four. 
(Hit the .igtccd staleuient made

111 the seminar are committed 
soece.ss” (p. 59)

job, absenteeism and iudtsciph'nr', c.iii lie dealt with in a man
ner that all levels of cinployce.s arc helped to become motiva
ted, committed and responsible wilhoiu any feeling of pressure 
of exploitation.” (p. 36)

Of com c, il all the remedis’s suggestci.l for the “r’emoera- 
tisation of tlie work procf'ss’ help to give some nervous relief 
to tire worker, we have no objection—CAcept to fomenting the 
belief that thus is the real and Imai solution to the problem,s 
of erp’lahst evploitritirm.

The conclusioms, which the l),.de 
on Document Three are gi\sn

ft is ili^icssary here to po. it 
therein that:

“...all trade unions present 
to make the public sector a
And it is also necessary to point out that:
“2,1 The concept of iceogmsed union was accepted by all 

union.s present,”
But it IS unfortunate to note in 2 2
"There was, however, no i-'e< mi nt
the reiomiised union w.il be ■■ilect'
Jins ihsay.icement, \vi Ihu.l,, \>ill bt 

element.s in the Government it indii.i .nd the Labour Ministii 
not to endi !.,e the proposal oi ube Ri olic Sector document to 
proside tlu' ballot mcthoil hir ch los’iig .1 union for recognition 
and therebv resolving the agt-long de idlock and doing awav’ 
witli “patronised” unions.

We do not wish to go into an\ fuitlier analysis of the Docu
ments as such. The clash <jf ideologies and approach that they 
rcpiesciit is welcome and woi'.h studcing. Ilenic thi.s publica
tion.

1 bat;
111 i!a‘ mc'lieci b)'which

osci! b\ th'’ leactionar.

New Delin',

15 1973
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DOCUMENT I

LABOUR MINISTRY S PROPOS ALS

lor a Comprehensive Industrial Relations Law (comprising 
machinery and procedure ior dispute settlement, piocialure 
I'ur strike/lock out, recognition >1 trade nmoii', u.nair 

practices, standing orders , .1 tre.de sii'i >n !. ).

I. MACHINERY \M) PRGGFD’ RE FOR Ld m '
SETTLEMENT

The following new proposal ail maile legai liii" ti ' n. '1 hl

nery and procedure b)i ill ate i-i ttleiuc nt, in hi. .) ihv

existing arrangciui iits iiudi the ludusti lai i In [ 1' m ' I '91

,uid the relevant ‘-‘L’' 1 ■ [ dust 11,11 Ri'lat unis I a' >

I di'piiti' 
the parties shall utilise tin i'uieh > 1*1011

(1) All Industri.il ' puli s sb.ill b< 1 uh 1 ' 
tiatious with the leeopiised union or a'oiig wJ' ' 
as indicated under I'.om 111 bcloA W la u' s ' , 
hill, the partie.s shall '■ettle the disputes be rthi, 
1\ accepted arbitr.itons;.

(2) Where there is no agreement lor refeiemr o{ 
to voluntary arbitration, 
.service provided by the appropriate Goveriinu ih ha ihr set
tlement of their di.spute.

(3) In the event ol failure of direct negotiations, and hi lure 
dispute in a non-essential sere ice/mdnsli\ b'. 1. ihin-

1 or b\ conciliation, either' parts no < inpi sra 
ised union) may request the thiei-m i hidi. uiai 
mission (IRC), which mas be 1 10 bs tla
vernment in a prescribed inaimei, 9) .'(hmbeale

to settle a 
tary arb^ 
or the r 
Relation 
appropri 
ill the

Provi 
vene in 
IRC in 
ment, th 
or sccnri

^t the appropriate’ Coverumeiit ma' .dso 1 itei- 
pte at auy .stage and, if necpss.irs reb-i it t<. the 
wheie, in the opinion of the appioi^ui Jo Co- '’rn- 

pute is likely to endanger the luit. 1 moi miv 
r the he ihh ol the crmummils 01 ' ’ ' thi ■ 1

tre.de
Industri.il


(
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the (ommencemeiit or continuanee of

Rioxitbd liiilhtt that the IRC 
ol dispu! for a ijudic iti in 
Il ( f lull, I "Is

OI IS oi St ■ \ 11 
'11 (1 ;Sti I

111 'hi t l' '

I , . 1

l\ pts 

ere it I 
( oiith 

iii( I 1

I 

1 ns 

P> t( 

to ( ' 
c dpi ' 

hr, 
lot K ( 
to tl 

math 

on'
(h

IS i 

m e 

st 111 

st 1 \ It

I 

\i 1 (I 
\ I'l 
(.a s 
k h 
It 1 
b 

With 
in tl I

iVt IllITK III, ,1‘ (ilC 
lo tilt to 1' f J lied 

INolltlOll pioll.lllt 
o or lock (0'1 
lip only ‘^(t lilt'd 
,e jclati'i'j; to (lic 

oces and bt'uis,

t.l on, 1 lt( iicli-

I

I

to

t

< sst PiL ti

11( ’{oil it

C lA It'

1 a 1(1

11

r<
/
<4

()i ! '

1

whtie lh(
)j >1 opi 1 lit

('J I lit i'll 1

Utt I ^( ’ll

.1 (I \ i( e/'ii(

, '(iiti ll 111(1 
I d I ( I ( ( Ogll 1 

bv nuitnal m

1 1 'iis m aii\ I
'I'll till in b 1

' 1 (
a \

.11
"h

set tll’l 
llH’l ( th 1 

ibo 1 0 s 1 
me shah

noil j idle

1 iboUT ()! 

anpio] '

'1 oj)

111(1 (
( s ^h

’ ((I

1 I'll
tl i

111' ! 1

.1 , i ’ O'

'iili d ’ till
( hit I tustu c of the Sep

( ist of iiidieial pcrs'i’is 

Chan mill of ihi Central or th. S 
e. 111 the case of non-itiisp n

mem (is aftei appointment

J

h

ir I

J

)

c:
’’K 

nC
J

)i I

f

(

Hill

01’1

1 I

V

■^vilh their interests an 
<1111' on a lull tune 1

7) IRCs sh.ill be .

1) adjudication 
n) ccitificatioii 

bargaining <i 
relating to it 
- „„ ,,i ,,VVIlbUltl pilii 
takings <ind 
to claim ret 

111) disposal of 
inter-union i 

iv) such other 1

Foi the puipos 
g I using a secret b 
cl aiacter of unions f 
pl nuts of unfair prat 
o( the appropriate (a 
tioi. of the Laboui < 

fj IRCs shall be 
t puipose of the ( 

I d with powtis 
no) Ueanimous i 
( IRC shall be bi

Hist (.1 \\ lib tin IuikI ut

lilthistilal disjiiilt s 1 

inn ns loi 11cii '‘iiloi i 

nt a well as 
Ignition snth

J » 11, t It \ \v

Hlllll sltlOll (ll

(It t ithiu 

a> tht It

I so O! Ill

i 11 li

)

IS I 1

1

i

il

I ill g 1(111 !

1 d( I' III
_llltjo, 1 It

1

it

ictt
os, fit IlV shill 

I 111! (lit IK 1 ! ill

11111 si 0(1

'( 3
P

f s 111

1

d s I

il. r
k out ll I 

it Co 

\ ' I
Im !hi

nth lal ''ll Is( 1 as 

(I ■'( d. ! ' p ( bit ms 

he'f pt 1 s I Is shall 

n! in < onsnll ition 
oi the Hu'h Conit 

suit ition '\ith tlu-- 

appo" o (i IS rlip 
oim N n-iiidicial 

'innfctions, if any,

{

11
iTit inbers of an IRC 
\s^il and be binding

11

s

(
!

1,1 shill not be in 

■ lit tl bv one of ll 
fl J) All collective 
Ihslne bargainine

pi, A IRC an 
s iiitr of the

112) An IR( 
I rt ncc withi 
I init IS to b 
1'1 writing by

tlSl yXn I 
among its m 
t avail of s

1

n

ti 

o 1 111

I

J le 11 ,1' 1 1II , 1 ' a \l 1

11 ( thi( t 1 1 11 1

1 ill c 01 H t. 1 lid Ol ! H t

1 (1 IClt 1\ (oi thi* i< II Ih .1

met f 1 S

mt ( ( H(s btls'i 1 ‘ J loti 1 s

(I bl iH I I ' . 1 1 tt '11 t

st to ( ’ 11 I 1

t S' '

idi tl 1\ S|)l t 1
1 1 bl\ 1 HI I

1, h 1( lb ms 'h< I' h I JI ' '

if ’ ''CC’-'' ' ji o\ kK ll bit 1

See I 111 C isf's ’’'■5 1 ' 1 11 ti( s in

es

I 1



4

I each Slate to deal

of Standing orders-

bligalioiis under the

--Jilt'd to them.

'e appomte'd b)' the 
:tl) the High Court 

jndiei.il per^tais, and

fc powers to cxeciUc

al common with the 
right

I any

19) All cases pending
till! Tiibuna!'./National In'hi-.trial 
Ic'rid to the jiroposcJ IRC/La'.)OUi

(14) Labour Courts shall be appointed 
with

(a) lutcrprctatioii and implcjncnhitioi 
and awaids;

ibj chiiins arising out of lights and > 
labour law.s and agreements, 
ca.scs <}!’ discharge or <',is!.;is^.^I o 
applications for oi
illegal; and

le) suchpither mailers a'^ may be a<
1.5) Mcindci; of a I.abour Cuurt '.hah 

apy.ropriale Government in ct'iis'Ltllalion 
concerned; these may not nccc.sar'ly be 
other suitable persons -with adeipialc qua ifications and experi- 
eni c may ah.o be appointed to Labour Courts. The strength 
and the location oi a Labour Coiut sin. 1 be decided by the 
ap pro p ri at e d.' ox’crn ment.

CO) Labour Courts shall liax’C apii’.opii 
their decisions aiid impose pcnallic.s.

17) Employers and recoguis'd unions, 
appropriate Coveinment, sh.dl ha\'< the 
L..l)our Court for dcci.sion with regard t 
specified in sub-para (14).

IS) A Labour Court shall oidinarily > 
ici red to it, within a period of three 
tune-hmit i> to be exceeded, the 
corded in writing by the Labour Coiut.

at prc.sciil with i.abour Couil.s/Indus- 
ed.s shall be trans- 
as the case may be.

to 
of

u ppi each a.
the matters-

of a ease, re-ispose
mo ,ths, if, liowex'or, this 

I'l .isons therefor ‘ball be re

11 rnOCFOFRE FOR STRlICE/r.OCK >UT:

at pre-

rhe Industrial Disputes Ait max b< 
th it --

'a) a prior notice shall precede mem strike/lock-out; the- 
notice period may be 14 d.cvs a* provided for 
sent, in respect of public utility

lb) before every strike action, a sti 
ganised which shall be ooen t 

amended to provide

sen’ices; and 
c ballot shall 
all members

be or- 
of the

union employed in the unit concerned and that 
strike decision shall be supported by two-thiids of 
total membership of such union. The ballot shall 
organised in the jircsence of such authority a^ mm 
specified in the ,'\ct or the rules iiained t'r a u,

2ir. RECOGNITION OF TRAOE UNIONS

e ii.khl^- 

h ' mcoi -
Tlie following scheme of recognition o! m.ions m 

trial iinit/plant; or in an iudnsirr in a local mea, .ma', 
poraled in the proposed Industrial Relations Law.

(i) ('onditions for recognition

(1; For being eligible to claim recognition as a soi ' b.u'g.im- 
ang agent in a plant/unit or industry in a local an ,, union —

(a) should have been functioning for al least mn \cm al'c''' 
registration undr'r the Trade Unions Act. Ihl''-,

(b) should not have been found responsible for aia unla'r 
practice, as dcteiinined by the Chairman o! die bidos- 
trial Relations Commission, during the period of 12 
months preceding the date of preferring the claim lor 

recognition;
Explanation; TZie period of 12 months of dison/ihficalton 
of a union from claiming recognition on the ;o ot <( i 
unfair practice shall be coiinled from ihc dm on niorh 
the last of such practices is alleged io havi h'- n r(j^t- 
mitted.

\c) should have its membership open to all i c mi iw o! 
employees of the plaut/unit or the industn n the hx .d 

area.

Provided
.shall
import!

Not 
cate

[2) Wh 
industry ii^ 
registratio 
fulfils the ,

as the case may be;

that in the case of an industrial uiii 
^de for the setting ujr of sub-eon 

rafts/ocr lipalions to deal with their 

io recognition .'.hall he gianted io 

'm;ise rinioii.

iere is oi Iv one unio., in a Plant 'i 
cal area innclioning lor more than o,..‘ 
er the 'Prade L’nions Act, 1926 and o m 

litions laid down in para (1) abox'c an

jndiei.il


i

i 
!

shtill be recognised by the ( mplo., 
agent provided it has a ineinberd' 
plant or 157 in an industry in a h 

lip Procedure for recogiiilion :

(3) Where more than one union 
unit or industry in a local .nea 11 
be determined bv verification o' 
tin contending unions; the eriten 
ship .sliall be paid membership for 
s!\ months immediately piecetling 
shall behjie first of the calendar i 
hir rceo;iiiition is made to the In

I t; Whole, on \ erifiea'noii, a en 
beiship (xceedimi, 507 of tin total 
111 the plant/un.'t, or is found to 
iiK mbership exteeding lOd of tin 
l)ln\ cd in the industry in th^ 1 >i 
IS the collcftive bargaining ! 
industry in the local area, as the

15) Wlieie, however, the v enfa 
membership of the largest union ’ 
plant/unit or 407 or below the ca 
area, such union shall still be re; 
gaining agent lor the planl/iinit 
ari'a, as the case rnav be.

Provided that such a collective 
ciate, dining negotiations with tin 
whose verified membership is abo\ 
woikers in the case of a phmt/nm 
case of an industrv’ in a local area

Provided further that onlv th 
shall be competent to raise dermu 
tion or adjndic.ilion, sign sittlcna 
a e.dl for strike.

di) Where the vmificd liiembei 
contesting union, in a phint/iinii 
show' a difference of les.s than 10 
respective total number of workm 
in an industry in a local area, all '

as l!ic colk'clivc barg;iiniiig 
i)i 20,7 of the woikers in ll 

al ..red.

UH s recognition in a plant/ 
r 1 dative membership shall 
■ id iiiembc'rship nf each of 
I 1 >r determining member- 

'• n mth.s during a period of 
he 'date of reckoning which 
nth in which an application 
-ti’,', Relations Commission, 
ii , found to hav'c a mem- 
niioer of workers employed 
e 'he largest iminu with a 
t.il number of workers cni- 
ar< ■, it shall be iecognised 
r I c ph'nt/iim't, or for the- 

ise imty be.
1011 resLilts .bow that the 
50 or below in the case of 
of die industry in the local 
nised a:; the collective bar- 

■ r the industry in the local 
I

b'ai lining agent shall asso- 
mp'oyer, other union(s), also
25 of tire lotal number of 

or ibove 20 per cent in the

eol’ective bargaining agent
s, 1

1 \\

'ler disputes for arbitra- 
"di tlie employer or give

'iircs of the two largest 
industry, in a local are.t 

the

P I

■r ■ I nt of 5 per cent of 
emoloyed in a plant/unit or
e orkmen employed in the-

51

plant/unit or in the industry in the local area shall c a < I, through 
secret ballot, one of the two contesting unions as the n'cogmsed 
union to be the collective bargaining agent.

Provided that where the results ol such secret billot showed 
that one of the two unions has secured more than o(' jier tent 
of the total number of workers in a plant/unit or i mic di.m ft) 
per cent of the lotal number of workers employed m ti.e mdiis- 
tiy in the local area, such union shall be recogmsi 1 as the 
collective bargaining agent.

Provided further that where the result of the b illot showed 
th.it no union ha.s secured moie than .50 per cent ol (d [ici- cent 
ol the total number of vvorker,s employed in the phinl'dinit or 
ill the industry m the local area respectively, the imam securing 
the largest number of votes sh.ill be recognised as n i colic, live 
b.irgaining agent 1 nt it shall assoei.ite, in negoliao 'S with die 
employer, such of lee .mioiis .is mav hive .sccuied . ’,e ih m 25 
p, r cent or 20 oer eem of liie number of workers midov,' 1 m 
the plant/ui'.'l a the i.idusliy for the local area n peelive'',.

(7) Where an industrial union for a local area is recognised 
as the collective barg lining agenp it shall reprcsanl the work
men in all establishments in the industry in the Im ,.! area con- 
cf rned; in such a case no plant-wise union in the iiahislry in that 
local area shall be accorded recognition and vvl ere there is 
already a plant-wise onion, recognised in a jrlant 'unit in the 
industry in the local area its recognition shall be witlidr.iwn.

Provided that where an industrial union ha.s be■ n recognised 
as a collective bargaining agent for an industry in a hieal ,irea, 
a union with the largest membership but representing more than 
257 of the workers in a unit of the industry in the local area 
concerned shall have the right to represent to the immagemcnt 
matters of local interest.

(8) All claims for recognition as well as other cnniiecled mat
ters shall be dealt with and decided by the concerned (diairman 
of the Industrial Relations Commission, who shall ,u'>oei.ite the 

rcpresentativc.s of the (ontesling unions ,i.s assessm
(9) Where no union i.s recognised in a plant n,; ,i "i ,in 

industry in a local art .i, all unions eligible for rci. '.n it.on sluill 
be given equal facilii' for c'dleeting snbserintioi ('T member
ship for a period of one year from the date of reet mt of a claim, 
after expiry ol the pci lod of ont^ ve.ir tlie proccs.s ■ ! leritgmtion

G 7



as oiithncd here-in .ibove, si..ill .^e j- B I .! lo for determining
the sole bargtiining .igont in the phi (11 it or industry in the
loc d area.

(10) Where a union i.s airc. tly ro Uli 'd, either under ihc
Ct'dc of Diseiiiline or .i eolk', p\ ■ b ee 1 111 agreement, or e.ah'r
an\ other basis, other than lli.n meii 1Kb in para (11) the re-
cog lition of such a union .dial! be h ) I'.e cliallenged onl\
alti ’ a periotl of two yc.irs houi th.c . {1 husl recogmtmn.

1 .lU’idcd that all lonlending .1, ion 1 s ch a case .sii.dl have
cipi .1 laeility for collecting men her;,hi -iPt -criplion fur one year
alter the eh|dlcnge is made, couiineiK 
challenge, other privileges of ti 
however, continue till it loses n c.igm 
determination of its represenlat'w ch 
the procedure indicated herein abov<

Piovided further that any bipartite 
recognition of a union after the d 
cciilral law on rccognilion, sh..'l not 
benelit or recognition for two \i.u' 
shall bi‘ li.ible !o eh dli iige n d -r ' 
the ^aid tigrcemcnt. '

(11) Unions granted recogiii; i i i. 
law,- slodl continue to be gfACiued bs 
law- for a period ol one yt.ir bom i 
tile pros’isioiis eu recoei.ition i; d.c I

Piosided that all tonteiidiug ni.icjn- 
CQo.ii l.icility undi'i ihi' ix-.po, (;< 
menibeiship subscriplii-o lor one '.'c.u 
i.s ni .de f Oinnieiicim'' from the d le 
pri\ i'lcgc,s of the recognised nmo.i .i 
ceriK d. sh.ill, however, continue t'.il i‘ 
resull of fresh detenuiiiatimi ol it.; r 
acc-oid.mcp with the procedure indie

Pros'ided further th.it any .S'ltth Goss 
can. bv issuing a notification in an t 
pro\ isions of tlie Central Law 
Stall LtiW in supersession of 
of the period of one vear.

Piocided furtht.r that after
year the relevant procasions regarding j

a dom the dale ol such 
ret )<gased unio.i, shall, 
.1 m the resiill cf tresh 

.cli '■ in accordance with

igr( cincnl, providing for 
o! enforcement of llie 

'ifilic

nd
1

■ siidi union lo ilie 
dial it-; recognition 
c aJ a.i'V lime allf'r

r die respeclivc state 
ic .io'.'i..ior.s oi die said 
iln c of enforecmi'iit of 
.ti d Law.

. SI . '1 a ease sdall Law:
I, iws, ior (I'llec ling 

tei a cLalleiigc, if ;ii,y, 
-i( i c’laLcnge. \11 oilier 
er die .Stale I,.,w eon- 
os( , re<.ognition on tlie 
.esintative character in 
d a-rein abovt'.

mill nt, if they so desire, 
eial Gazelle, applv the 
.du-trics covered by tlic 
e\fn before the expiry

m nm! .o 

: 11 1-5 1)1

laincd in the Stale Law- shall stand sni.'crscded b\ ti i jno'i- 
sioiis contained in the ( entral J^aw,

(12) All claiin.s of verification shall be finally disp.isc'l ol bs 
tile Chairman of the IR( as laily as ijossible .nitl i 
within a period of six inonlLs of the receipt of an 
lor recognition or rc-rcti gnilimi. .is the c.ise in,i\ b

(iii) Rights of Recognises Unn ,■

(J.f) (i) The rights an. obhaalions of .i union i<, 
the collective bargaining agent, whctLei inidcr sub 
(6), shall be as in Appeirlix-IL.

(ii) Recognition once granted .shall be valid for two \ e.irs anti 
shall continue to be elicclive even thereafter until the repie- 
sentative character of the union is successfully challen-fed bciore 
the Chairman of the c(-.icemcd Industrial Relations Commis- 
sion.s or it i.s otherwi.se derecognised al any time during .he 
period of two years in accordance with the provisi ins in tlu' 
Central Law.

(iii) An agreement entered into by an employer widi a collec
tive bargaining agent shall be binding on him and all the woik- 
men of the plant/unit or industry as th.c case may
(iv) Rights of Unrecognised Unions-.

(11) Unrecognised (but registered) unions shall haw- die rigid 
to represent case.s of individual workmen regardim 
or discharge of retrencinnenl or termination of sen 
a L.ibour Court.

(Indioidual ceoikmen < oncernsd slicill cdso Inice li 
ar^p'ocicJi a Lrdninr Conil in respect of the ce.ses 
nhoi o').

Provided that in accord.mce with sub-paras (5) and 
will) a verified membership of more than 25 per c o’ of the 
workers in a 
in a local ai 
negotiations,,’! 
employer, th 
agreement 
challenge an 
collective ba(’\p!iy ( Ui(' said period of one 

'ognition of unions con-

t 11 t,i 
II "'ioiicd

if' unions

S

lant/unit or more than 20 per cent in . n industry 
ishall ha\e the right to be associat. d, in iIk- 
Ween the collective bargaining agem .ici ihi' 

they shall not be competent to cnl- r ii.u' .in- 
ithe employer, nor shall they be co’ q <. dml o 
reement (mtered into by the emplow-, v. dli dic 
ing agent.

otherwi.se


(\) tiondilions- for dcieco^nition :

tin) jV Union recognised as the ci 
shall be

■el

liable lor di-rccognition if —

It ceases to be riigistcred • 
Unions Act, 1926;
It is found rcsp'insible for ai. 
mined by the Gh.iiiman m 
m,,,.i-Vji I,
On the claim of a risal lum 
recognition, it is found, on \ 
by'tjic Chairman o! the Ind 
sioh, that the Union has lo.s 
of the collecth-e bargaining

Explanation: Fot tecliniccd or 
of the Trade Unions Act. nndei 
fair practices under item di), 
derecognition of a recop.nised 
but award lesser penalties such 
tion for a specified period, wit! 
like the right io check-off and f, 
not exceeding a sum oj rupee..

(vi) Fe-recognitiun:

(16; A union, the recognition of whi 
ing ,igent has been cancelled, may al 
of a period of 12 months from the . 
apply for re-recognilion if it is otherwi 
nilion and if there is no recognised uni 
has completed a period of two years

(17) The provisions irroposcd in s' 
for recognition a.s a collective bargaii 
respect of an application for re-recog

\c bargaining agent

lie

(ii) Ilf practice, as dcter- 
lialiistrial Rclalions

.i.ter two years of its 
ill; alien of membership 
Iri d Relations Geimnis- 
ils representative status 
;en .

jiHimrary contraventions 
.ten: (i), or -for minor uit- 
UiC may not recommend 
■ lion for twelve months' 

:•> .■>ii.s-pension of rec(>g,ni- 
ao :l of ce-i'tain fncilities 

() a prescrihed amonnl 
•lie ihoiisand.

with powers resci \’ed to Government to add t , or make 
deletions from the list.

(ii) A complaint ol unlair praclice.s m.iy be m .' it.' it) iiK‘ 
IRC by ail Cilip|o\'er oi lecognised imion ,mc mi 
nised union ma) also make a complaint to l!,c , 
priate Governm<i,t wIihIi 

disposal.
•(iii) Matters relating . > unbar 

into complaint.s ..nd th. ii 
by the proposed IRC--The IRC .sh,ifl be emp< 
to take any action <ig,,unst the persoms t'om 
resorting to unb ir pr.ieticc.s including the 
of reasonable emnpens.ilion or relief, if am 
mal provisioms 'b,r imposition of jjcnaltv oi 
ment or fine u]'o rupee.s one thousand (a 
contained in Cl ipter \T of the 
extended to c,i^ s oi established 
may be awarded by the IRC.

(iv) On the enforccin nt oi the Central 
regarding unfair praclues. if any, in a Stall 
stand superseded.

practices, incliKline cii.piiia, 

disposal 111,1} be .a ah wid, 

,WC!C( I

ciiii'd io; 

anposili' 11 
i’l.i- 11' '1 -

ii.iiim, I. 
bolb, as 

iiaiS' b' 

tl ( i 1 I ‘N D -s

LaW, flit

V. STANDING ORDERS AND GRIEVANCE PRO<

a collective bargaiii-i a
ny time after the expiry 
ite of its de-recognition 
■ eligible to claim recog- 
I or the union recognised 
rr cognition.
-p.uas (3) to (6) above 
ag .igent shall apply in 
tic 1 also.

also needs to ill

1 of the Act 
establishment 
were employed on

provides- that
when 111 100 

m\- day
,ed.iic(' I

I\’. UNFAIR PRACTICES

The following proposals are for ct

(i) Unfair practices listed in App 
incorporated in the proposed

'di ration

.di' III may be suitably 
'ik! istrial Relations law

The Industrial Emploxiaent (.Standing Orders) Act, 
be incorporated in the propo.s;‘d indu.strial relation-- 

" the definition of 'workman’ in the I.D. Act may lie m 
'cable to this Act also, d'he Act 
the following respects; —

(i) Sub-Section (3) of section 
shall apply to e\’ery industrial 
more workmen are employed or
the preceding twelve months. Sometime.s em]iilo\’ers 
employment level to esc,me coxeragc under the Act besides, i; 
also creates uncertainties for the c\-orkrncn if the e,st, bli hmei is 
once covered go outsick the pun'iew of tht- Act a,,one .y 
changes in the employment limit. The matter was • o isidere 1 
at the 24th Session of the St,indiug J,.ibonr Cmnirn'ti, c E(br!.- 
ary 1966) and it was agi eed to amend the Act to i, -o\'idc that 
'the standing orders once made .ipplicable to an indmtiial c^tab-



Ikshment should continue to .i 
quciit change m the number > 
propfised to amend .sub-section

(iq Sub-section (3) ol section 
tifying olficer to send copies ol 
the parties conceined within s< 
turn 5(2) of the yket arc passed b 
I's not considered practicable in 
a pros'iso that if tor some reasi 
inadequate the ceitifying offiei 
bed lb •writing, extend this b\

Thij' National Commission 
I Recommendation No. 200) th 
to the payment of sub.sistence 
suspension, pending domestic ' 
tripartite meeting The Model 
the Industrial Employment (S 
1916 have ah eadv been amen 
but these rules are applicable 
the Central Government ns tin 
theieloic, propo.sed to make - 
that it could be applied uniloi 
out every State amending then

The National Coinmnssion on 
an elleetive griewmee procedun 
bit" and more or less on the Inn 
eeduie under the Code of Dis 
in law. For this purpose it is 
in the Act and to piox ide for 
maehineiy in evey industrial 
more workmen; the dct.iils ol 
lines of the Modi 1 Giieiance 
in the rules.

I

)1\ irrespective of any subse- 
workinen. It is accordingly 

,1 111 section 1 for this purpose. 
} oi the Act requires the eer- 
die certilied standing orders to 
II days after orders under sec
Im n. The period of seven days-

II e ises. It is proposed to insert 
this time limit is found to be
in IV, lor reasons to be speci- ' 
p< nod not exceeding 20 days.

1 abour had recommended 
woikmen should be entitled' 

low ance during the period of 
puny, as was agreed to at a
III bug Orders provided under 
nd.i ig Orders) Central Rules,, 
d Io make such a provision 
.h to undertakings for which 
ipp.opnate Cos'erinnent. It is, 
Il 1 piovisioii in the Act so> 

!i to the entire country with- 
iil< I.

abour liad recommended that 
sviiioh .should be .simple, flexi- 
ol the ‘Model Grievance Tro

pin o’,

'f

il

If'

should be incorporated 
i.ed to define a ‘grievance’’ 

'.ling up of a grievance 
diincnt employing 100 or 

oiocedurc, broadly on 'the 
hire, may be provided for

M. TR/VDE UNION LAW:

The National Commission oi 
of the Trade Unions /let and n 
tions. These were considered 
However, at tlie 29tli Session

I aiionr reviewed the working 
de a number of recommenda- 

s 11 ions tripartite meetings.
i 1 le Standing Labour Corn

miiltce sonic consensus was reached on the changes siiggist.d 
in the Trade Unions Act. On an examination ol th. leeoinmend- 
.ations of the Standin-. Labour Committee, it is wiggesK d ih.il 
the following changes ma\ be made in the Ail ami th. \i I 
itself incorporated in the pioposed Industiial Ivltlions 1 iw

(i) All unions should get thcinsehes regislii.il umbi ill. 
Trade Unions Act. The minimum number ol luembeis rnpiiiml 
for registration of a iinioii should, be raised to idt, sublet I to 
a minimum of ten, ol the employees ol a plant, or 100, whiih- 
cver is lower. The 1 asis ot employment, lor dt ttiinining die 
above percentage, would be the aveiage einplosment ol th. 
plant during the cab iidar war, pieced..ng the x ii ol ajvli...- 
tion for registration provided, that, m the case I siasou... n- 
dustries, the percentage will be de* •rmined wil . itkitnce . ' 
the average emploxiuent during the season immt du.O h pw 

ceding the date of ..pplit atmn 1.

(ii) The Registrar ot Tied... 'd.. 
liminaries regarding 
days from tlie recc 
which a union migln 
gistrar may be insOncted 
specify and intimati to th.' applicant all delic 
in an application it.i 
receipt of the appli. itioii

(iii) Registration o’ a iiiiioii may be caneelle.

(a) the annual ..’turn discloses that its n 
fallen below the minimum pi escribed 
of it on a i mpl liiit b\ a i ival union, 
of the regi-'.ied union conceined is, 
found to ha’ e fallen below thi' pii’scid 
the union t Ms to submit its annual re* 

rwise W'lhin ih.e piescribed peiiod 
lannual leturu submitted bv it is o 

particulars and these delects a. 
in the piesciibed period; and 
contravention of any of the condii.ons 
registration or any of the rules ol die 

peal shall lie to the Industrial Rel .tions Commis-

registralion

aile Unions .should co 
grant oi iclusal ol registi 
it ol .ill apphea*ion, e\ li 

take jii .inswermg his qi
, through departinei

r(''i) tialion as soon as i>

(

1

(b)

<iv)

13

in' a 1 shij) 1 "

"I u'gishaiion 
( iiii'iiihi rsiiip 
n \ 1 I liic atloi 1 
d iini'i'iinn

I n w H t 11 \

laid down
union

regislii.il
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sioirs against liie Rcgi.slrars order ol 'ml' 1 or ( c i<'('Ikition ot
registration.

(\’) Provision ma\- be made in la\' i( A rcgulai.ng apphi a-
lions lor re-regi,slralion of unions; si. 1 pplica'i a;IS lor I c-
rcgislralion may not be entertained '. hi; si.x months of the-
dale of tlie cancellation of rcgistratioi

(vij Hie minimiitn monthly membi dii; fee of a mii'>n
should be rupee one for the organisetl s('l . ir, 50 i.aisc lor ■ilnr
unorgani.sed seclor, and 25 paise foi t ’-I. nltiir,,! Farm and
iorest labour.

iviij The Central Worker’s Orgam 1 lit) . should norinallv
settle intra-union disputes, if any, in ioii constituent unioiis,.
but where a^Central Organisation is i ■ to re- 1 h'e such a
dispute within a period of two inontl t' matt ‘ r may be
rclerred to the Industrial Relations Co nn ion foi a decision,
by either party to the dispute or by I? ppropri.i te Go\’ern-
ment.

i\iiib Ou the enforcement ot the Cr •al ..IW tile pros ision.s
rcg.irding registr.ilion. if a.ny in a sial .u\ shall c .ind siipe.'--
sctlcd.

the definition of ‘workman' in the 'J de h’ nion.s I is- \’er\'
comprchens’.vc and inelude.s .ill persoi fl , ilovcd n traric or
indiHtrx' whether or not in die emph ■ I of th • cmplos < r

lib whom the trade' disjmlos arise. ■ cfinita;, . ol 'woik-
ni.in in (he Industi-ial Dispulcs Act n It; I so com j)rchensi\ c.
\s a icsiill a union can be formed b h cmplox cd persons

in an undertaking, whether or not tin .11 ‘worki K'li’ under
the I.D. Act. In the past, snth compo^ 1 i K>ns lilt (' agit.itc.l
on bell,th of non-woikmcn ,i!.i) and i , I t I main a diilicidl
silmition. It is, thereioie, proposed to !oj lh(' d < fiiiition ( i
‘workman in the I. D. Act for piirpo- ol the Tr. .de Unions
.\et tils-) so that on!',' mcinbcis of a !•('<.] 11 ok' onion
tfuikl tigilalc and gel the benefits th hf . !)f . .iihible lo
t.'icni unde;- the I, D. Act.

The entire administration of the Tih :c 'iiions \ct is cii-
trusted to tire State C'overmnerits. The' .sc if the svords “ajs-
irroirriatc Government" in the Act is, t ■L(ci re, siijserfinous. It
is proposed to substitute the words 'o; fiate C!o\-ernment’
in the Act by the words ‘State Cover 1; •(.'iV ; conce ■rued’.

VII. OTHER AMENDMENTS;

respects. Some ol these are disc List'd
The working ol liie I. D. Act has made it neee.i^aiy 

aineiKl it in certain 
low;

i

It) 
bc-

of ‘appropriate Govcrninenl’ enb r 
from tliat rn the l.E. (S.O.j Act, die 
lA in most pobbe

(i) The definition 
I.D. sVet i.s different 
difference is that while industrial relations i 
tor companies and corporations of the Central Co\crmiiLhl 
under the former Act fall within the State sphere, for purposes 
of certification of Standing Orders under latter Act they come 
within the jurisdiction of the Central Government. In the past 
attempts were made on several occasions to secure the concur
rence of the State Governments to the transfer of industrial 
relations in such Central Public Sector Undertaking-, o diw 
Central Government, but Slate Governments b.c. e ai-.'.i - op 
posed the proposal. As it is now proposed to enact a ("injjn- 
hensRe Industrial Relations Law which will comprise 1) .‘h ihc 
enactiiients it would be logical to have one common d( limtien , 
of the term ‘appropriate Government’. If the definition gu’cii 
in the I. E. (S.O.) Act i.s adopted for the purposc.s of tla- I. D. 
Act it would mean e.xtension of tlie jurisdiction of tire Central 
Government to public sector companies and corporations run 
under their control. If on the other hand, the deliniti(<i. m the 
I. D. Act, is adopted for the I. E. (S.O.) Act also, jcirt id the 
Central jurisdiction under the latter will get traiisfe.icd tn 
States. In the recent payment of Gratuity Act, Jh72, l!i dil:- 
nition of ‘appropriate Goveniment’ is somewhat -imilar dion-di 
it c.xtcnds the jurisdiction of the Central Govcrnnu'nt "t 11 Im 
ther. On the analogy of the abos’c Act and for the sain- id ".n,- 
formit) it seems atlvisable to adopt one common delinilmn oi 
the teim ‘appropriate Goveminent’ on the lines ol thai i re.- 
eribed under the l.E. (S.O.) Act.

2. Section 9A prescribes nodee by an eniploj er bt !. re in 
proposc.s to effect a.ny change in tlie conditions oi .sci'v co, .e 
his workmen. It is proposed to provide that an cmplovi : siraii 
not effect such a change also during tlie pemicncy cl con- 
ciliation proceedings before a conciliation officer and .scu'ii 
days after the conclusion of such proceedings.

■ 15



3. Section 23 uses the term 'indmliad 
is not delined. It is proposed to add the 
at the end of this section.

h.xplanalion:
DIOll
Act:’

■1.
lirst

'Industrial c.slublishi ea''

(’iis^ai^cd ill an iiiiliisluj us i!i; iilJ

for a

stabli.iliineiit’ wliicli 
illowiiig (wplaiialion

ciiiis tiHij

>i’tl!uii iij) of /he

vrr sli.ill gi\'c die 
o emhcil woik oen. 
purpose It is p:o- 
oILeriug rc-cmp'loy- 
an employer only 
(J' thtir retreiich-

Appendix H

ES.SENTI.AL INDUSTHlES/SEfU'IC'!

ion peiiod of one 
in employer. How
's for computation 
imit has been pres- 
omc up with very 
Lical diilicultics. It 
c years under sce-

Section 2.511 provides that ai. < 
opportunity lor re-employment I 

There is^ however, no time limit 1' i 
posed to provide that the rcspousib.'.'g'. 
ment to retrenched workmen 
upto a perioci of three years 
ment.

■5. Section 33C(i) provides
year for the recovery of money due Irom 
ever, under Section 33C(2), which pro'>-i<, 
of the amount due to a workman, no time 
cribed. Accordingly, some times workmui 

, old claims whose computation invoh es pr,.
i.s proposed [n provide a time limit ..f 'Ju 
tion 3.3C(2).

6. Section 3SC(i) provides for the reco\ 
to a workmen under a settlement or awar- 
VA (i.c. lay off and retrenchment compen 
the word 'money’ in subsequent sulj-.,ectio. s ha,s to be inter
preted in the conte.xt of the scope defined .P 
to include 'bonus’ under the purx’icv ol ‘n 
Section 33C(i) so ih.at it can also be retovt

7. Section 33(3 (J) entitled a worl men 1 
son authorised by him in writing in dm b 
of his death, his a,s.signec or heirs, to uppb. 
any money due to him. In section 
word 'workman’ lia.s been used. It is pi-ipi 
lion 33C(2) so that the heirs or assignees o 
man can also secure the benefit undci tin'

ory of money due 
! or under chapter 
itioji). The use of

ove. It is proposed 
iiiey’ appearing in 
ed, wherever due. 
mself or any per- 
lall or in the case 
or tlic lecovery of 
'lowevei, oiiiv tlic 
ed to amend -Sec- 
a decc.ised work- 
l

v>

IG

1. Manufacture, generation or supph' ot elet 
water to public.

.. Any system of public conservancy or san. 
Any service in hospitals' and dispensaries. 

Fire-fighting services.
Any railway service or any transport servic. 
of passengers or goods by land, water and 
Any postal, telegraph or telephone service. 
Any service in or in connection with the 
port or dock.
Defence establishments.
Banking.
Watch and ward and security services.

2,

3.

4.
5.

6.
7.

8.
9.

10.

ition.

working ol any



RIGHTS OR RECOGMS, i) UMONS

1
I 
t

III

1. to raise issues and cuter into ci
employers on general quistions 
eiflployment and conditions or 
establishment or, in the (ase o. 
in an industry in a local .iiea,

2. to collect membership l.'cs'si 
members to the union within th 
taking; or demand check o(! fat 
to put up or cause to be pul u 
premises of the undertaki at in 
employed, and affix or c.nise t.

al oti 

11111 11

Icttive agreements with 
oiicejiiiiig the terms of 
n’iee of workers in an 
,i repn seiuative nnion,

UNFAIR PRACTICES

3.

iscriptions
premises

iily;
' a notice
which its
be affixed thereon, 
u'lits 'd aee''unt^ oi

payable by
()1 the uiider-

board on 
members

6.

1.
(1)

I

the
are 
no
de

1 annonncen.ents which
malorx’ or snbveisive of

(2)

tiecs relating to meetings 
income and expenditure ;n 
are not abiisu'e, indecent 
discipline;
to hold discussions with ll tc[' 
who arc tlie members of t it' mi 
places within the prein.S's o! 
nicnt as mutually agreed upon 
to meet and discuss with the 
appointed by liim for tla pnrpi 
members employed in thi undi 
to inspect, by prior arranc u<'nt 
place where any mcmbei of tie

I. to nominate its representatix es 
mittce constituted under the gi 
establishment;

S. to nominate its represent.it ives ( 
tory bipartite committees, e.g. 
diiclion committees, welfm'c ei 
mittees and house allotmfmt e<

seiilatiw’s ot enijdovcrs 
Il at a Miitalile place or 
office/ lactoi v/eslablish-

I ot any person 
grievances of its

inp!o\ CI 
.(>, the 
laking;
in an i 
union 

on tlie 
ewmee procedure in an

nndcitaking, any 
is employed;
grievance com-

1 statutory or non-statu- 
A'oiks committees, pro- 
amittees, canteen com- 
n mittees.

Oil the part oj the Eiiijituijers:

To interfere with, restrain or coerce 
exercise of their right to organise, tm 
trade union and to engage in concerl< 
purpose of mutual aid or protection, th
(a) threatening employees with disch.e

they join a union;
(b) threatening a lock-out or closure, i!

organised;
(c) granting wage increase at ciuii.tl

organisation with a x’iew to mid 
of organisation.

To dominate, interfere with, or coiitii' 
cial or otherwise—to any union, that n
(a) an employer taking an actix'c int! > 

union of his employees; and
(b) an employer showing partiality oi 

one of several unions attempting ! 
members.

Note; This '.ciU not affect rights and i 
ing out of the fact of recogiu. 
unions.

To establish employer-sponsored unioi 
To encourage or discourage membersh 
discriminating against any employee, I 
(a) discharging or punishing an cm 
fd other employees to join fir ■ 

sing to reinstate an cmplox'f'c ’ 
lawful strike;

mplowis 111 ill,
1. join I'l .iss s,

! actn dies Joi ila 
it is to sax’—
;c oi dismissal |

hti(

'll' di

J iiii’i d.i''

I ( ( 0 I

o 111 an\’ union h 
it IS to sa\

S'\c(' bc'Lal's’

j; linsi I nni 'll

IS

represent.it


(5)

(6)

(7)

II.

Cc) changing seniority rating bi 
(d; rclusing to promote cmployi 

count of their union activitii 
pc gi'.’tng unmcritctl [>romotioiis 

a view to sow disc-ord amon 
til undermine the strength i 

dl discharging officebearers or 
account of their union actix.

d'o discharge or discriminate a 
filing fiharges or testifying agaii 
({iiiry proceedings relating tc 
d'o refuse to bargain collective 
union certified as a collective

To coerce employees through ati 
a view to secure their agreei 
meuts.

. 1 iinioii aelivities„ 
h >,her post.s o’l ac-

' ( ! s I 1. employci s. with 
. ilvr o'uplox'ces or 
leioil,

' 1 ion rneinbcr.s. on

a.v employee 
e i.ploycr in any 

in\ in histrial dispute.
good faith with the:

till' '
ai.

for 
cn-

(4)

(5)

((>)

HI.
in

irg.'iniiig agent, 
lini Iniii'ce measures, with 
-nts to voluntary retire-

(1)

On iite part of the Trade Unioi-

h'or the union to advise or acti ly -Ml .port or to instigate-
an irregular .strike or to partic' ,Lt<' ill such strike.

Note: hbi irregular strike’ mea /Z o/d strike and iii-
clades a strike dedared ( {! te. union in viola-
tiuii oj the rules or in tii' a ■ ..lion of its condi-
tions of recognition or i bn il( ! , of the terms of a
subsistin'^ as^reement, sei env dU Ol amard.

'I’o coerce workers in the- e.xcr- c J their right to self-
oiganisation or to join unions , from joining any

<1)

unions, that is tci say:

(a) for a union m it.s membens 
that non-striking workers a. 
entering the work place;

dh to indulge in acts of force 
threats
against

'I’o refuse 
employer.

of intimidation, in 
non-striking worker^ 

to bargain collect!'.

If ’
on
a ,

Lio I in
> sj ■ally

such a manner 
t’ebarred from

«r to hold out 
with a strike-

(2)

;ol '..cc
.0' non
a.I ' St managerial staff.

! 'ood faith with the-

13)

dl)

To indulge in coercive actnilies against ct-itiiic.it on o! 
bargaining representative.
To stage, encourage or instigate such Iwnis of ohio'w 
.scction.s a.s wilful ‘go-.slow’ or .sqiialtim; m. the veil, pie- 
niis'cs alter worhiiig hoiir.s of ‘ghciao’ of ,e ■> <>! die j.-e ni- 
bers of the managerial staff.
To stage demonstration at the residence m th- (audmeis 
of the managerial staff members.
To resort to ‘work-to-rnic’ which is likeh- to or 
does result in substantial retardation of vmk'.

, (

.aloalh.

Geueroi Unfair Practices:

To discharge or dismiss employees;

(a) bv wav of victimisation;
■(b) not in good faith but in the colourable exercise ol the 

employers’ rights;
(c) by falsely implicating an employee in a ciimin.il case 

on false evidence or on concocted w, i lence,
fcl) for patently false reasons;
(c) on untrue or trumped up allegatioin, ol abseo! c 

out leave;
(f) ill utter disregard of the principles o' national 

in the conduct of domestic emiuirv 
haste;

(g) for misconduct of a minor or technical character, with
out having regard to the nature or tie 
conduct or the past record of the- sen, ice ol da 
ployees, so as to amount to shockmgb, disptopoitioi ,‘te 
punishment;

(h) to avoid payment of statutory dues.

To absoJish the work being done by the '.I’pli \ ein , no to 

give ;
a stf
To ■
oth
To
stri

di work to coutiaclors as

or with

will 1

pm'liciiLir irn’s
C'.ll

^fcr an employee inalafide
ider the- guise of following mamw/'ment poh 
t upon individual employees, w 1. ',■ w i ‘in

& sign a good conduct hn/nd as , ;
them to resume work.

itiiic.it
ciimin.il


J

lo show i i\ Olli ilisiii 01 pait 
I (. gai dh ss ol mi i t

t\ Ol C si I ol WOlkclS,

(6? lo employ iinpliwics as b IS ( isii ils 01 tcmpoiaiiCs.
11.d lo coiiliiiiic till 111 IS sill Itll \ ,11 s, with till object

ol depiiving them ol tin st it 1(1 piniligis of perin.i-
IlCllt woikcis

(7) lo lail to implement aw'aid 1 II' III ,1!, .igieemenl or tc>
pa) sliliiton dues and caini w S

Note The noid (in])loi/(c i / I 1 I f /as/ Ao /// ahoee
does not unhide an pl >/( lehose duties are-

t Cssent (dll/ inanagiiial

1

I

I
1

4

DOCUMENT II

AITUC—HMS STATEMENT ON I \BOUK 

MINISTRY’S PROPOSAL'

Siiblid, issuid tid jullmi

Congress and the Hind 
the piopos.ils

M »/
being ell t 111 it( 11 

iinpi < htnsi't I I

I n I 111'

lO

1 ll (

no o| 
w oi k( is

)1 tomp

On 14 Noiemljei 1972 S A Dnin^c, <!,t (kI
All India Tiade Union Congress, and Main '>li \ai 
eral secretuiij, Hind Mazdoot 
statement to the pi ess
The All India Tiadc Union 

door Sabha stiongh condemn
by the Government of India legaiding the c 
diistrial Relations Rdl, which, it is s nd will 
paihament dining the next budget session

These prop isals which incrcasi Hu | iw 
ciacy over the foimation, existence and Ini 
unions, seek to put even moie leslnctioiis on 
to strike, curb collective bargaining m lauuii
indication and make lecognition of union' ekjiendent 
goodwill of the employers and the goveinnn it 
aiy, anti-working class and anti-demociatic 
posals would end genuine, democratic tiadc 
Iroduce controlled trade unionism Natinall 
HMS cannot accept this The entnc cone'j 
so-called code of unf.ur piacticcs is a chm 
woikers’ struggles and put them al the mm 

eis
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DOCUMEN

rlCTION COMMITTEE ON 1\ 
■ACTION PLAN FOR EFFE-

RELATIONS IN PL;

/

Prefect

The Action Committee on Pubhi 
ary, 1972, under the chairmanship 
her. Planning Commission, Iras 1 
to other key matters, the problem 
public sector. For a thorough stud 
mittee had set up a working groin 
students of the subject. The incinl 
tcimined on the strength ot their 
than on their professional identitit'

In the meanwhile, Prof. Nitish 1 
tion Committee, had prepared a di 
ember which was submitted to a 
drawn from diverse sources— tradi 
personnel field, academicians and , 
19th, 1972. The participants mad. 
vatious in their person.d c.ip.u its' 
any interests.

?\t the instance of the union mil 
ment and Science and Teclmolog' 
drafting committee consistina of 
ordiuator), Shri N. P. Dube, Shri N 
kari and Prof. Nitish R. De was s 
sensus of the Seminar into the Re 
tee assembled in Delhi on Octobe’ 
Report (.Shri N. P. Dube and Shri 
the meeting).

The revised Draft will now be s

3L.C EN'i ERPKISES’ 
rnE JNfrUSTKIAL

JC SECT(,R

ol some of the 
group was de
interests rather 
IS still at work.

Inti'rpiiscs set np in Janu- 
Shri \1. S P^thak, Mem- 

n wamini .g. in addition 
industrial reli tions in the 

of 'he pioblcin, the Com- 
'on.piisinLt 
diip tlx 
oh ssional 

1'Ik gloup

De a meinhi-r of the Ac- 
l d icnineiil 11 early Sept- 
;roi p of 10 —odd critics 
ain 111 , in nngciial group, 
il ci'aut^^ OU Sepleinbcr 
icii t linn t ols and obscr- 
' iii>l IS repicsenlatives of

er ' >1 Ind, slrial Des’elop- 
'hi, ( Sn iramaniam, a 

1 ’ Krisi.iiamuithy (Co-
,’aghul Suit. Kamini .Adhi- 

uj) to integrate the cou
rt. lhe
29, am

Diafting Comrnit-
1 has produced this 

ighul ciiuld not attend

bmittecl to a cross section

ol the national and industry-based trade umuii 1, ick;, a ’ 
select group of chief cxccutive.s bom the publi,, c._L< i 1 a i. . . 
responses in the light of which the document >. dl be h. .b.i 1 
foi consideration of the Government,"

AN ACTION PLAN FOR EFECTIVE END'. S'l lll.\L RE

LATIONS IN THE PUBLIC SEC'IOR

Introduction

The public sector, understandably, belongs to the lu h m.. 
ethos of India; as such its industrial relations s;. stem t.uiuot b • 
looked up as an “isolate” from the overall industrial relations 
climate. While this is so, the public sector eujo\ a nulitn dis
tinct from that of the private sector. Not only the owneiship 
pattern is different, in size and complexity, in the nature of 
technology and in administrative practices, the public sector 
oilers a more complex picture than the private sector.

Industrial Relations Policy, particularly if it i.s sought to be 
comprehensive, cannot distinguish the Public Sector from the 
Private Sector, There will indeed be some substantive element': 
of uniformity in the Industrial Relations Pohey for lhe public 
sector and the private sector. It is, therefore, e.xpected that the 
-Government at the national and the state levels will bear the 
element of inter-dependence between the two sectors in mind 
while formulating a new Industrial Relations Policy.

There is also the uniqueness of the Indian scene. In the con- 
** test of our socio-political structure and processes, we aie re

quired to develop a plan of action which may dilkr bon the 
western or the eastern experience.s as well as fn m tho,c el tlx 
communist societies.

The following action plan will take into account the rclmaut 
contextual factors including whatever has so l.u been done in 

-the country over the past quarter century for (he publir sec
tor in the area of industrial relations. For the purpose of in-

“Two semiuars were accordingly held. The first on 15-16 Dcteinher 
1972, in which'representatives of trade unions wcie imited and the sie- 
ond on 18-l^pecember 1972 in which represent.itivc-. ot piiu'ir sictir 
m.inagements J^'rticipated —Editor.

(,3.
'>2
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indii trial relations do subsist in an 
faciii ate the continued fulfilment' of 
and ■■ onci'cte goals; --. ; , ■

/
/

I

dustriah relations policy' for the public sector the• entirehxange d-' 
of enterprises including the n.,donalised banks and th'eh'deparf'- 

■'mehtah undertakings such as the Railways,- Ordnance 'facto
ries, P & T, Ports and Dock etc. will be included. The ex
cluded, category will be the i’libiie Sector Undertakings bc- 
'lon'ging to ■ various State Go\< sum-'ul.s. ,. - i .,.

Objectives ' of an effective ' iiK'nstrinl relations plan:

The action plan will rest on these basic objectives;

(a) that such state of 
' - enterprise'as will 
' ■ , its stated objectives

(by^liat all sections of empl jyee.s v/ill enjoy , terms and con-

• ditioms of employment e\-with their performance;
(c) that all sections of emph . ees will enjoy intrinsic satisfac

tion as active members if a national productive system;
■ - and:-' c ; h.'.d

(d) that they enterprise will g enerate internal human resour- 
;- ■ .. ces and .essentially depem on them .to revitalise the orga

nisation system. Such - an effort will include the manage
ment, of industrial .strife .nd coisflict.

Sectidn I. A reorientation in ! .e public sector policy toward^ 
trade unions

Trade unions are essentially a .sym'ool of the representative 
system. This , is so irrespectiw of whether the enterprise: be
longs to the public or the private sector. ’ ' ■

■ In the public, sector, howevi r, in the'context of our pania- 
.mentary democratic way ,of lii - along with the accent on so
cialism, a .trade union represt oting its mcihber.s has a spiecial 
place. In a pluralistic.society lil -■ that of ours,, there'are find will 
continue to be more than one ti ale union -with'politically orient
ed ideologies. , \ -' ' hi'

The complexity, of multix^le unions is colnpoh'nded by> either 
an attitude of cynical. complacr ncy or of' bureaucratic: orienta
tion. Some key managers and trade union leaders 'do' believe 

.that in the.public sector nothing in the nature of “sensibility” - 

.and "maturity” is possible am. therefore, one cannot expect 
-responsible .behaviours from th - other party. Some others are 
stepped in “protectionist” cult;, c, according to which they'are 

oriented ■ towards: keeping the “records” straight than in get-
:‘ting along with the task. .

''■'This reality-has so far been dealt with unsatisfactorily, either 
•on"a legalistic-basis or on the basis of e.\])edicney. .Soun.' .Stain 
'Acts, such as? Madhya Pradesh Industrial Bel ation.s .Act, ha\-e 
.given exclusive recognition to one union for an enterprise for 
all bipartite ''and tripartite transactions, leaving practically no 
Tooin to unrecognised unions.

In most other places the recognition issue has been and is 
still being dealt with under the code of discipline with verifi- 
•cation mechanism made available through the State Govern
ment machinery. The experiences of the pa.st two decade.s 
point towards three major lacunae in this procedure:

... (a) The .verification mechanism has not always been able 

. ,. .. to.identify the union which has largest following. The 
Works- Committee elections or elections for the Prox i- 
dent Fund Board of . Trustees have often proved 

• that the verification procedure for trade union recog
nition has been faulty. The result has on occasions been

' ■. harmful as has been the case at Durgapur .Steel Plant
and Heavy Electricals, Bhopal.

{b) The existence of unrecognised trade iinioiks ha; 
often been felt at the shop floor particularly in r

\’ery 
;peei 

of inter-dependent production system. In a large con
cern like Durgapur Steel Plant, an unrecognised union 
may have real control over a particular shop. Because 
of its• tinrecognised status, it does not enjoy the legiti- 
macy even though it enjoys real power. Such a situation 
has very often acted as a real

■ adustrial'relations practice, 
a (c) The recognition issue has also 

count the complexity posed by
. '. '• organised either .on craft lines as in Indian Airline.s or

on hierarchical lines as in State Bank of India with one 
I,?;- ,-yfederation representing the clerical' and subordinate, 

' ' and-the other representing the supeiwisory
' officers cadre.

B.I circumstances, administrative ministries and public 
■sectoj^^terprises have worked out dificrent strategics with

i'SS

hindrance to sound in

failed to take into ac- 
various interest groups

St
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the result that today there is no uni. am policy in respect of the 
handling of trade unions. In man\ 
today, most public sector concen 
unions iKcfcrably together to whi( 
port has been given by the West 
are others who have maintained a 
nised unions, sometimes with succ( 
desirable consequences. There are al 
sonalities in the administrative 
policy of back-seat driving by tendc mg unofficial directions to 
local managers in the matter of deai ngs with the trade unions. 
There aromlso instances that the 1 
management in the public sector h 
tence of multiple unions or they 
existence of multiple unions for thei 
of caste, language and regional Io 
management dynamics which is oh

Yet another undesirable develoij 
is the existence of—either implicit) 
tern which distinguishes between tJ 
Very often the spirit of exelusivei 
and mental blocks. Personnel policu 
ed by the existence of a separatist 

Given the reality of the situation, 
lowing policy guides be accepted n 
tor.

1.1 More than one union and in
group with the same union is a so 'O-political reality in India 
and it should be recognised as sue/

1.2 A trade union and an asso^ 
though the employees may belong 
fire a symbol of representative sy\ 
reality representing constituents tci 
in number.

1.3 A strictly legalistic stand I 
workmen cts under Industrial Disj 
tion of the representative union as i 
not further the cause of healthy in. 
pfise. *

cases, as in West Bengal 
s deal with all the trade

1 piogiamme explicit sup- > 
'•ongal Government. There 
listance from the unrecog-
> and sometimes with un- , 
o instances where the per-' 

I. inistries have adopted a

•y i>crsonalilies within the 
,'e cither fostered the exis- 
havo sought to utilise the 
own purposes. The reality 

licit s cuts into the union- 
n slurred over.
lent in the public sector 
)!• c.tplicity—a “caste” sys- 
oiliccrs and the workers.

')S CI cates social barriers 
ari o!tcn adversely affect- 

iith'ok.
t is suggested that the fol- 
rcspect of the public sec-

narnj lases more than one

itioii of employees, evert 
m] eit isory/officers' cadre, 
•m. As such, they are a 
Ji may be small or large

sed on the definition of 
itef> Act or the definii 
tder certain State Acts will 
isritil I elutions in an enter-

■v>
S,

1.4 It will be essential to reorient the Industrial delations 
Policy in such a way that' dysfunctional distinction between the 
officers and the other ranks does not persist. Determined ef
forts uHll need to be made so that an invidious distinction docs 

not take'roots.
These guidelines are as much for the administrative minis

tries '.as for the public sector managements including subordi
nate'layers of managers.

Section 2. Basis for determination of and the role of bar- 
gainirig agent. ''

Despite the existence of multiple unions and within the 
same union of multiple splinter groups, it will be necessary for 
a public sector enterprise to work on the basis of a recognised 
bargaining agent with certain delimitation of roles.

The present practice of selection has ahead,/ shown many 
pitfalls. Many union organisations and rank and file workmen 

have lost confidence in the verification 
existence. Taking the reality into account 
are being suggested:

2.1 A homogeneous unit located at one 
such as Durgapur Steel Plant or Hindustan Machine Tool 
Unit at Kalamassery, should be the basis for lecognition The 
.subsystem of the unit, such as the township eslabhshment ol 
the Durgapur Steel Plant should be taken as pait of ihc umt 
for this purpose.

2.2 An industry-wise basis of recognition such as the lion 
and Steel or the Machine Tool Industry, or Slatewisc basi.s of 
lecognition could be possible should the unions- in the indivi
dual plants located at different geographical ccntics opt for 
this.

2.3 As fl further clarification of 2.1 and 2 2, a hmgainiiig 
unit will be selected on the basis of the hoinogcnci/i/ oj the 
technology in conjunction with the intensity i>f mobihly ol a 
(luster of employees, subject to the existing piiutic(’ 
ing' practice will continue till, in the judgement of ih > 
ernment, 4 
of new 
■urtdertak 
trial Belt

mac’hincry now in 
the following slops

geographical centre

The
Gov- 

call for a review on the basis of the emergence 
itions. Wherever such a review !s sought'tn be 
he same will be done by the Public Sector Indns- 
s Commission as mentioned in 3 2 belcnv.
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2.3.1 According to this concejd, tl 
by the Air Corporation Employees I 
bargaining unit i.e. I.A.C.; same will I 
cal employees of the Slate Bank of 1 
geographical location. These cue stal< 
only.

2.4 1'0! the bargaining agent eleciu 
2.3 flZf permanent icleoant employees 
tion and temporary employees who 
years continuous service, are entitle, 
elections tojjc held by secret balh 
trade unioni*having been in edstei. 
and hewing submitted up-to-date cinn 
frar of Trade Unions, will be eligible 
selves will be the candidates and not

2.5 The preparation of the electoral 
the elections will be in the hands oj 
trial Relations Commission {vide 3.2)

2.6 Two alternatives are available j 
gaining agent’ and the choice amon 
depend on a number of factors.

2.6.1 Under one alternative, the n 
the largest number of valid votes wil 
gaining agent for the employees for >

According to the plan, this union 
emplor CCS who will have participati 
dure in respect of their terms and t. 
Broadly speaking, the coverage of hn 
Industrial Disputes Act will be the 
settlement between the bargaining 
ment.

Theie will be scope for two bargai 
ed at two or more bargaining units 
tion to voluntarily unite to bargain ' 
gement.

The bargaining agent will have tl 
gain for all the employees and in tl 
extend beyond its own membcis. 7 
thus have a narrower membership b. 
base.

eviploijees represented 
ion will belong to one 
iJi( case with the clerh 
Ha iricspectivc of their 
' bl/ way of illustration

, defined in 2.2 and 
ntj loyees under proba- 
dl 'uwe completed one 
to paiticipation in the 
ni ‘thod. All registered 
fir 'at lead one year 

il ! elm ns io the Regis^ 
>r contest. Unions them- 
w I ’Ciders of the unions, 
'olb and the conduct of 
he Public Sector Indus-

> the definition of ‘bar- 
the aherniitives would

on/association receiving is 
declared as the bar- 

pciiocl of 3 years.
will bargain for all the 

in the election proce- 
iiclit ons of employment. 
I sin il disputes as in the 
ica of negotiations and 
igti.l and ihe manage-

. Yet another aspect will be to develop a coalition of bai gain
ing agents particularly where trade unions exist on trade^cralt 
line or hierarchical line. In such a case bilateral negotiations 
leading to agreement;will not only cause ,a good deal of lusj- 
tanty and anxiety in the parties concerned but then' will con
tinue a perpetual state of disequilibrium in indusliial idations. 
This- is evident in the case of Indian Airlines and to some ex
tent in the State Bank of India.

Where several bargaining Agents will exist, it will be neces
sary for the bargaining agents to enter into a voluntary agree
ment, with the management regarding those items in the terms 
and conditions of employment which will be negotiated on a 
collective basis, leaving out certain other items for bilateraZ 
negotiations. Should such voluntary agreement lail to materia
lise, the Public Sector Industrial Relations Commission will 
be called.upon to go into the problem and effect the bifurca

tion.
2.6.2 Under the second alternative, the mode of determma- 

tion of the bargaining agent will be by elections on the basis of 
proportional representation, provided a union gains at least 
107 of the valid votes polled. Under this concept, while there 
will be a single agency for bargaining, this agency might be a 
composite agency if in a given enterprise multiple and rival 
unions are present. In this case, the bargaining agent could be 
conceived of as a Bargaining Council providing representation 
to different unions with their respective followers. In units 
where there is only a single union, the bargaining agent would

ig . gemts or more locat- 
ndi r the same corpora- 
ith the corporate mana-

e\clus ,e right to bar- 
se ise ] > operation will 

‘ 1 ngaming agent may 
ai d wi ler constituency

M wiiere tnere is oniy a single umun, me uiuv—  
be a unitary agency. It is not precluded that even where there 
is a multiplicity of unions, it may be decided by the iinio’ts to 
elect a unitary agency as bargaining agent.

2.7 The bargaining agent will negotiate and effect ii settle
ment for a minimum period of two years on the terms and con

ditions of e 
of “industrij

2.8 Whe 
account o 
gaining a 
on selecti 
bilateral ail

2.9 T/iei

ployment, more or less in line with the coverage 
disputes’’ under the Central Act.
r there is more than one bargaining agent on 
archically based unions or craft union', the bar- 
dll be required to bargain with ihe nianagement 

ems collectively leaving aside other items for 

ent.
ision of the items into two categories will be
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more bargaining 
to barggiin on /'

Party intcrceniio 
(>

done either on a ooluntarij basis by 
between the bargaining agents- am 
decision, of the Public Sector Indti

2.10 It will be permissible jor tu 
located in two or 
poration to unite 
employment. 
Section 3. Third

What has so far been spelled 
that a constitutional forum will be 
the reprosGutative system can dca 
constitueix^' through the process < . 

cutivc system. Even when such a 
sion will need to he made for tin 
tern free from the legal nicetie.s am 
time offering guarantees for fair 
of the third party intervention, es 
pl.iliorm for appeal in the case ol 
'I'ide a mechanism to continue wit 
constitutional aproach.

While the h'gher loruins uf l,i 
and the Sujireme Courts (d Indi.i 
jurisdiction in terms of the prove, 
the objective ol the third p..rly . , 
to a bargaining situation is lorcei' 
er forums of justice, for lack ol 
ensure justice as expeditionsh as

Keeping this objective in a ie\ 
follow.s : —

3.1 The Chaii inan-cuni-lslaiiagin 
will be the fiist level of apj^cal 
issues ichich are the cause of a o 
either party, lie will then dialie 
and give his concrete decision. 7 
act as the representative of the sh 
best interest of the enterprise.

3.2 If a mutually acceptable 
even after the appeal to the Chao 
both parties to the dispute can p 
'Public Sector- Industrial Relation--

-/i t
'h(;
ill
>!

.nil 
t(

treement entered into 
manageiiient or by a 
delations Coniinis.sion. 
me barpciiniiig agents 
under the same cor

ms and conditions of

ipeal piocedure 
based on the premise 
■d according to which 
1 the interests of the 
iliations with the exe- 
1 is usluTcd in, provi- 
ition oi a judicial sys- 
inlays and at the same 
and equity. The role 

Jy in the nature of a 
Icmate, ^vill tie to pro- 
sjniit ol legitimacy of

an 2 .IS the High Clonrls 
li! '\eri ise ilieir ajipell.itc' 
I < ' the Cfaa'.litntion, it is 

liion that neither party 
1 S'I k redre-,s in the high- 
sii'.ihle h)i nm which can

le.
guidelines will be a.s

,SSll

I bl

('dor of the entciprisc 
■e to whom an issue or 
ok, may be referred by

Di

id I.
idl(
‘ 1. 'th both of the parties
Cd airnnin oi this- role will 

I’hidders and will act in the

-hii, in could not be found 
'(in cum-lilanu^ing Director, 
fer (I second appeal to the 
'on.mission. This body will

I 
f

be headed by a person of eminence and knou " for Ins impai- 
iial views, a ildef executive of a public si i loi tmiimaiimi 
known for his achievements in the area of Indiisliud liolalions 
and a senior member of the Trade Union profc -don. il may m- 
clude a management specialist or academician with hi<gh pro
fessional com])ctence. Generally it is desirable lo hai c an. odd 
number of members on this Commission.

3.3 Should any of the parties to a deadloi k '.dmihon ilii.,;
it ni'm, odo oo

a lecouiw can

dlanagcmeid 
go-slc'V or 

that is stall d

ed to bypass the provision contained in 3.1 
issue with the forum provide for in 3.2. Sail, 
be taken by tlu' employee.s in the case of (hwlaralion 
lock-out or similar other action by the 
and in case the employees- resort to sh.kc, 
similar other methods. Notwithstanding anything
above, the Government in the Centre can xfi-i lo the Publu 
Sector Industrhd Relations Commission any do-^pulc uhiih, m 
the opinion of the Government of India siwuld be icedi od 
expeditiously in the over/dl national intcrc'.l-,

3.4 An indii idual dispute such as a di.s-iiio i.l (lo^o nn y < 
be dealt with by the legal machine’y immtoi ni

Section 4. i -.tabU.dtmcnl of inlcgialo c (ol ■ lo
I elationship:

While it i.s one thing to cicate an institiitio 
negotiation Ic.iding to joint agreement bt'lvoi 
agent and the management, it i.s Quite anoth 
bargaining rel.itionship which is healthy 
problem-solving. The accumulated cxperienci , iii 
today indicate the predominance ol stressb.' 
and suspicion-ridden bargaining relationship 
parties. This is very often reflected in 
locks, long 
and behi 
the pub 
ministrrl

It wi 
from t 
Integra

The 
tributih

1! b.,--' • .bl |nl,.‘ 

n the 1) irg.lining 

h 1 to (- lalJlsll ,1 

.ind ui lenli i i n i'.'. as ! 

the Inl I I.

' sns;(I'nsi -piui i 
lielween the t\\,. 

ein ition-b.i'ed di !- 
delays, breakdown and subsequent re-ncgoliation 
the scene power-based pressma Tn the ease < t 

cetor, pressures are at times brought upon the .v'- 
: ministries.

necessary to disorient the baignning i< 1 ilim , 
31(1 of unhappy situation and on nt it t e. a 
ituation.
ing diagram 

dors for the
will indicate as 
development ol
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Figure 1: Types of Bargaining, Rela

Process

Attitudinal .structuring: 
activities influencing alti
tudes of parties towards 
each other.

and
>’

Intra-organisalional bar
gaining: culture of consen
sus or otherwise within the 
management and within 
the union organisation.

Oiiteoiiio

Di libi uve bargaining;* 
CO' pcti.ivc behaviours to 
ini 'em c division of limit
ed .eso irces.

or

bargaining : 
behaviours to

Int 'grativc 
pn duciive 
idt. itif>, enlarge and act 
up m common interests of 
till pailies.

J :

on the one hand, 
that tlie structure 

the managers and 
more positive atti-

■.JI'

IS s

tids
o .1
■ 01 her hand, develop- 

d. cision-making with- 
n the union system so 
r h
om

In order that an integrative bargainn g su nation can develop 
leading to joint exploration of the pro! . ms identification ol the 
i.ssues and develoiiment of solutions that wih optimise the use of 
distributable resources, it will be net? 
to erase the past history of relationsh 
of attitude of the union leaders tow 
vice-versa indicate a change, leading 
tude towards one another and, on tJ 
rnent of more effective and democrat 
in the management system and will 
that when the two parties come toget) 
they can do so effectively being free ' 
nal stress and tension.

This kind of experiment is being 
Staff Federation executives ancj 
Federation executives in the State 
leadership of the different unions 
Airlines Corporation and in Alloy
Tile results are encouraging. This > 
these places with the consent of the 
knowledge of the management by ut, 
knowledge in the area of behavioui

f a joint negotiation 
m overlay of inter

on with the Award 
I pervising Officials’ 
f India, among the

1 led 

S

.k .

ca
th
B.
ai. ! a lociations of Indian
''I eel Plant at Durgapur.

be ng experimented in 
.Ilion leaders and in full 
isin'’ the research based 
1 s( .cnees. Admittedly,

the essential expertise available in the country today is veiy 
limited. However, attempts are being made by the national 
institutes,of management and some industrial oigamsaiions to 
develop, such expertise on the basis of crash ptogi.imme.

Bargaining relationship . between the two parties will, no 
doubt, evolve some amount of tension and even pressure. How
ever, what is happening today is that the conilict between the 
two parties occasionally reaches a point of no return or atwo parties occasionally reaches a point of no return or a le- 
approachment becomes possible only after a good deal ot in
vestment of eriergy. This kind of dysfunctional industrial ic 
lations has its roots in the hardened attitude tli.it has been 
built up on account of many historical factors. The new ap
proach is that the two parties maintaining their distinct iden
tities, may come closer provided that planned efforts are made 
to soften their hardened attitudes towards each other. The 
objective will be to lead the parties to a stable bargaining le- 
lationship.

In sum, the policy guidelines will be as follows —

4.1 It will be necessary to generate a congenial inteig/onp 
climate involving the leaders of the bargaining agent mid the 
leaders of the management so that an integratiic h/pe of bar
gaining relationship develojrs replacing the snspiaon based 
distributive type of bargaining relationship.

4.2 The first step towards the development of this construe- 
tive relationship will be to initiate, with the agicement of the

'headers of the bargaining agent and the management, bchaii- 
oural science-knowledge-based workshops to fostci a cultwe 
of joint decision-making. This will be done both !or the imion 
group and the management group separately.

4.3 As a next step towards the development of integiatn e 
relationship, the two parties to the negotiation will he brought 
together in a series of workshops so as to overcome the hang
over of their past history that adversely affects the attitude to
wards one another.

Such a programme, it is necessary to reiterate is a mai.u 
step towards the changes of attitude without which mcic 
change in the institutional framework will not hr.ng about the 
desired result in the area of industrial relations
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Section 5. Inirodnction of work-bat, (I ] articipation sijstem.

While it is es,scntial to e.stablish 
for bringing about a new pattern o 
ganised employees and the manag. 
increasingly focused now on an an 
in the industrially developed socielu 
democratisation of the work proc 
ployees' problems expressed in exp! 
as low motivation, sulky or apathi 
from job, »jdrsenteeism and indiscipl 
a manner ^lat all levels of employ 
motivated, committed and responsi 
of pressure or exploitation. The b 
has been made available through 
mentation in the British Coal in 
systems, Texas Instrument, TRW 
phones and Telegraphs and a ho< 
Scandinavian countries through the 
Thorsrud indicates that it is most 
enrichment programmes for all lev 
larly at the lower levels where job ci 
ised and prescriptive.

The technology project at Harvai 
have shown that the more routine woik is and the less the 
personal challenge is for employees i their jobs, the less they 
enjoy their leisure activity and eve . th.' other facilities that 

the improvement of their

II iiistitiilional framework 
rel.ilionship between or- 

inciit, attention is being 
I so, long neglected even 

d'lis is the area of the 
■>s Itself so that the em
it ehaviour norms such 
ic behaviour, alienation 
iC an be dealt with in 
as IC helped to become 
le without any feeling 
fge, ning knowledge that 
on-thc-shop-floor experi- 
IStl
\ st 

oi

1011

sst 
Is I 
itci

IBM, Non-Linear 
ms, American Tele- 

cnlcrprises in the 
ering clforts of Einer 
itial to develop job 
I employees, particu- 
' is very often routin-

J other investigations

■M

are made available to them through 
socio-economic conditions.

The weight of evidence is thus 
consistent job enrichment programi 
for all levels of employees involving 
Autonomy, Responsibility, Meaning 
lenge in the job. For this objeclh’i 
entire workplace will need to be 
ments. Once this is done, it will be 
segments into electoral constituenci . 'I fie members of each 

> (,' elections by secret 
r f representatives for a 
ml li\'es along with the 

lori that a planned and
• \' ill become necessary 
ihi

to
i\'j(

ec(

piOA'ision of Vorie^j/, 
nteiaction and Chal- 
H'come a reality, the 
'd into logical seg- 
^arv to organise these

constituency will then, on the ba 
diallot method, elect a specific numb 
period of three years. These repu

’■

members of the management team of the specific constituency 
will constitute a shop council.

The specific objective ol the shop council will be to develop 
such work norms, systems and proccdurc.s as will .seek to 
exploit the technology to its limit through a process ol job 
enrichment programme for all levels of employees.

There will no doubt be some issues which cannot be decided 
by one shop council as such decisions will be relevant for other 
shops. To resolve such problems it will be necessary to develop 
a second-tier with representatives from each shop toiim il to 
make the unit level shop council. Certain specific issues will 
be dealt with by this apex council in the fust instance and 
certain other specific issues will be dealt with by this council 
when the issues will be referred to it by any shop council.

It is to be appreciated that the ape.x council, as visualised 
in this scheme, will seek to perform more problem-based futu
ristic role. The bargaining agent or the bargaining council, as 
the case may be, will, at least in the initial years, be primarily 
concerned with the bargainable items. Should the same coun
cil be required to perform the task-based futuristic lole the 
spirit of bargaining may intervene making it dilficull to pei- 
form the new role. In that context, it is felt, the ape.x council 
with a non-bargainable approach may be able to begin with 
the new responsibility. One such new responsibility will be 
the initiation of a purposeful education programme for all 
levels of employees including the managers so that they can 
respond to many an industrial relations problem in a manner 
different from the traditional approach. This is only an exam
ple and it does not necessarily exhaust what the role ot the 
apex council should be.

These councils will work on the basis of consensus. In Indian 
Airlines the eight unions/associations and the management 
have accepted the concept of a joint council which will woil. 
on the basis,, of consensus, which has been e\])hiincd in these

I of consensus making will involve the followings: 

ftee expression of views on any item leading to 
g points of view will be encourage d;

Bifferent points of view will be tie .ted as the sta.it-

words; M
The Prod^

a?
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I

ing point of nan owing the dilh iciiccs m a climate of 
mutuality of understanding and iiust,

(c) the process of nairowing flu bfli leiici s-wul! be con» 
tiuiied till a convergence ol \ a \s icsults in s ilislacliop 
for all the parties The proctss ol consensus’ building 
will difler bom the ‘compiomi piovcss in that it will 
result in an experience of sati biclion for the partici
pants of the joint council.

It) loi over two decades. 
IV bout its success History 
ng suggested is that the de- 
ic I isis of consensus so that 
' J uch hitch. Initially, no

5.3

agent Will deal with 
ciit, tins second type ot 
,cnti<ill> such woik norms

“The process of consensus making ill not involve the fol
lowing •

(a) The majority-minority votii g p.ocedure,
(b) the thrusting of one’s views on others,
(c) the resort to pressure tactics b\ any party in any form.”

The Glacier Metal’s Works Coutu il n the UK has been work
ing on decision-making by unanii 
There was strong scepticism initia 
has proved otherwise What is be 
cisions of the council will be on t 
these can be implemented witho 
doubt, there will be difficulties in ch doping the new culture 
but with cffoits, patience and skd’s Hus will become the way 
of working the councils

It IS necessary to explain that t us pe of lepresentative sys
tem will not be m clash with the bi mining agent tvpe of re
presentative svstem While the b.ngi mug a 
the teims and conditions of einj kn i 
repiesentative system will deal wi h c v 
and systems as will provide elle live working of the shops on 
the basis of meaningful work fu all Since both systems will 
involve election mechanism, the n i mbers of the bargaining 
agent will also find positions in the shop councils and the apex 
council The common membershio wi'l also be provided by the 

management
This second type of reprcseiV tivc svstem will have another 

major additional advantage. Tin mmoiity unions, which may 
otherwise be left out of the bargain! ig agent role, will be able 
to participate in the work democrat sation process leading to 
broad-based decision-making system m the enterprise by getting

5.6

I

r
I

J
f 
t

1

i

an opportunitv to participate in the elections toi ship c unc ' 
Such an oppoitunity will keep these union, mlo tin ji < I lu 
instead of the denial of that opportunity undci the puscnl k 1 
.ind quasi-legd frnmewoik.

It is neeessaiy to recognise that the jiossibihl' ol imi di lion J 
conflict between the two types oi icpicscnt tinc isicm < hhk I 
be completeb ruled out Should such a situition inst tin <1 
phte will in the first instance be sought to be icsoKcd b\ a joint 
conference of the bargaining agent and the apex council Should 
such attempts fail, the matter will be rcfciud to die Piiiji > 
Sector Industrial Relations Commission foi

5.1

5.2

5.4

55

1 decisi )!

A second type representative system it ill h( (stthhsht ' 
so as to involve the rank and jile workers vi the decision 
making, process concerning work through a patticiputii e 
machinery.
The primary objective of this participative machinety 
will be to constantly strive for job enrichment for all 
levels of,employees with a view to enhancing the mo
tivation and commitment of the employees
The participative mechanism will wmk through slit p 
councils which will then create a ccond hid apix 
council so that the enterpnse-wisc noik issue can I c 
dealt with by the apex council
Each shop, delimited on the basis of the homogi neily oj 
the work process, will act as a constituency and specific 
number of representatives will be elected on ihe I asis 
of elections by secret ballot
Should a jurisdictional conflict arise hetucen the h ir 
gaining agent and the shop councils, the same u dl be 
sought to be resolved thwugh a joint confci c neC of both 
failing which the matter will be rcwlvcd tluough 'he 
Public Sector Industrial Pelations Commission
The decisions of the shop councils and the ajiex loun 
cil will be on the basis of a consew us so as 1n ai oid

■ ■ri^jority-minority voting system and concomitant ten 
n building. Decisions once made uill bind the jiailies 
cerned.

cessary to reiterate that this form of rqjc," i > 
11 provide an opportunity to the ininoiitv tiadc u i

It 
syste



to participate in the deci.sioii mal 
majority union thereby providing 
repre.sentative unions to contribute 
the public .sector culerprises.

.6. Employee representation on tin

It is not altogether an unlainili, 
that representative.s of labour will 
In .some public sector enterprises 
upon without any noticeable cham 
climate, dfepcriincnt.s in Israel, W 
vian countries, and even in some 
tries have also failed to produce a 
situation. Very often the labour d 
loyalties in addition to the fact th 
member he will at the most carry 
On the other hand, th.e possible 
ability of a different point of viev 
Board thereby making a significant 
making process through a subtle 
However, the world-wide e.xperiei 
mentation has not yielded any si

There is also a view that a bet! 
this Director elected by the empk 
course may have the merit of chi 
sentatives by direct election, there 
tiveuess of such a Director on t
develop and the elected represent:, ivc 
from the main stream of the emp'

There i.s another complicating f, 
bargaining units of corporation sm 
or Fertilizer Corjwration of Indi;, 
choosing an elected representative 
chy-based constituencies a.s in tin 
craft-based constituencie.s a.s in A:

There is, however, no doubt th 
lie Sector should have full scope 
making at every stage. Full use 
Councils in the various units shoe

ig iroeess along with the
11 I ppoilunity to all the 
ownd.s the eflocliveness of

Eo, ’’(I of IJireciors :

ill .1 in India and abroad 
avi ;• place on tin; Board, 
his b being experimented

■ in the industrial relations
■ t ( enmmy, the .Scsindina- 

: t! ‘ East European coun-
s' mificant change.s in the 

;■ is torn by conflicting 
a formal role a.s
)te as ;igainsi so 
■eems io be the 
he deliberations

Board 
many, 
avail- 

of the

of iuforinal influence, 
that such an e.xperi- 

result.s.
be to have 
While tliis"

'•Ctl

in
-le
'.in
in

'onl.ibutiou Io the deeision- 
foii:

'C

nifit ml positive
■r C' -ursc would 
vee; themselves.
j.sing the employees’ repre- 
are doubts about the effec- 
i‘ board. Bole-conflict may 

nay ten.d to drift away
icet
tor 1

. a^
Y. 1

■vil! be in respect of hierar- 
■St.i e Rank of India or in 
fiidia or Indian Airlines, 
th

' o
' ti
! b-

in the ca.se of multiple
Hindu.stan Aeronautics,

> another clifiieulty in

employees in the Pub- 
j.u'tieipate in decision- 
■ Works Councils ^Ape.x 
made to har’c free and
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frank discussion of the problems and total opeiation.s oi e.’ 
Undertaking with the dilieri'ut sections ol the I'liipliiuri

Until such time a more .s itisfaclory method ol ensming dint I 
reprt senliltion of labour on the Boiiid ol .M.m.i'n ment r, n 
sured, it inin be advisable to oblilin Irom the b.ii'.'..iniio", a"i nt 
of each of the Undertiikings a panel ol n.mies who in it-, 
opinion, will i( present (he c.msc ol kibonr. 'I he (u Ids o! .hoi, 
may include Trade Union Leaders .md reeo>gnised speiuihsls 

who ha\’e done 'work on indiistri;!! ri’lrtions (lo\eriim,nt n, .s 
choose from thi.s p.inel a representative to s'lw .is ’ o • 
on the Board.

Il should be recognised that the nomination ol i bins! 

on the Board representing eniplov'ces interests will not bv it,, i 
■ensure satisfactory industrial relations. It i.s not to be letpnlr.l 
a.s a substitute for efl'ective interaction between man igeinei,t 
.and employees in the different units.

In sum, the policy guides will be a.s follow.s •

The hiirgaining, agent or the bargaining eoinnil, ev tin 
case may be, may draw np a panel of names nliiJi iia..j 
include trade u /iifyj’i JCiKJUi'S I'licl I ‘ i‘! 1 
relations specialists.
The Government will appoint one among the 
commended in the panel a.s a membm of lhe 
a period of three years.
In respect of multi-unit corporation, the Ghaiiman ,>/ 
the Corporation will include in the unit management 
committee one amongst the names recommended in II e 

panel for a period of three year.s.

•'6.1

'8.2 iinii'i 

floiiid II I

7. DeneZopment of effectire comn^ioiicdtion^ syslcni ■

Various studies and reports in the public sector have iviiniid 
■out the lack of efl'ective communication between JiiFc’ient bii ■ 
rarchical levels and also between the top level and the floo! 
level employees. In large corporations employing large piini- 
ber of employees, the situation i.s even more complex \ : '■ 
often the effective implementation of many .i ration..! and us"- 
ful decision become.s frustrated on account of the conimum. ,i- 
tion blockade giving rise to uniulention.il tlistoiti.v, .ind 

representation.
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7.5

■ conned hnt to coininunicatc <lii( 
the executive system the case oj 
on/ ill iiiiyn'dii caiieas.shio for h 
n\ ly^ainsl the case or cases of '/ 
This “cominunicutioii by contrai 
adopted in an open manner In 
staiidiiif' with the harnaining ap 
tative bodies.
1 he existing icritten coinmnniciil ' 
oiient^d to include such infoi 
upon quality of decisions . 
different re])rcscntative fornms.

/(/ ) the inenihci s o/
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8. Oi ‘'(iiiisafion of tJie personnel f'

.\n
publ'e sector indicates that historical! 
pri.se lias .suffered from two type of 
personnel activities. At the initial phti 
personnel iiinetion had very often bee 
and professionally oriented personnel 
ever been associated with the project a 
so as to ensure the introduction of sou 
practices and their continued mainten 
cularly \ ital role had been relegate< 
often drawn from the junior ca( 
State Secretariat and the Labour D. 
deprived of appropriate authority, 1 
from lack of experti.se and vision. The 
ly oriented or have carried on on th 
.solutions. A .systematic orientation 
knowledge of human behaviour has 
personnel area in the public .sector.

Even today, very few public secto 
fcs.sioiialiy oriented personnel direelo' 
Board, 'ibis i.s so, despite the realitv ‘ 
lie sector have been caused by the ab' 
policy and/or its implementation.

The .second difficult)' thixt persists 
Secretarial practices in the working 1 

'i

1 ns mal.iisc in .lie 
iiiblie sector enter-

i .Ity in the an.i of
> the new project, 

ected. A compi tent
I ionarj^ had liaidly 
, ■frieicntls higl. level 

r.sonne] policie.s and ' 
Instead, this parti- 

subordinate ofhcer.s
of officers of the 
ate. These officers, 
invariably suffered

is of common-sense 
on the .sy.stematic 

)cen encouraged in

CO’ porations have pro- 
' a members (1 the 
it ' lany ills in the pub- 
ce )f a sound peisonnel

examination of t)ic inclu.strial ;

th continuance <il the 
i tl personnel dnision

which necessitates the concentration of the pcrsoimel olhcms 
and their superiors in the administrative office of tlic coqioia- 
tion or the unit, a.s the case may be, instead of in the .atmil 
production shops, ’J he juniormost of the olficcn. whIi lln im 
nimuni of experience are usually put in direct coot.a i wuli du 
rank and file worker.s while the experienced ones .uc m.tde 

available for dealing with the problems well allei then oiimn 
and escalation.

Yet another problem appears to be not only the lack of 
availability of up-to-date knowledge in personnel discipline, but 
also the absence of an interdisciplinary approach. The range 

of possibility in the area of job enrichment programmes’, to gne 
an example, is practically unknown to the personm 1 profession 
in the public sector. Even the knowledge of the n.diisti,.A 

engineers is dated in thi.s area.
Yet another issue is the “loxalt)” problem. Buis die puisic- 

nel man act in an ’ advisory” role to the line man or is .m alt' i 
ego” or as a partner in decision and implcincntal, ai [irocv's'^ 
More often than not, in the public sector the personnel men put 
an overwhelming!) “advisory” construct to their role ihendi) 
causing a split in the managerial role.

Taking into account a realistic assessment of the problem, tin 

following policy guides are suggested:

8,1 In respect of a neiv public sector project, jiiofessionady 
competent personnel men should be associated ivdli fn 
project group from the very beginning so that ap/iio- 
priate personnel policies and practices are developed and 

implemented.
Training programmes for personnel managers of Public 
Sector Undertakings .should be specially designed by 

the existing institutes concerned mith man 

cation so as to 
of behavioural 
public sector.

Once a public 
should be manned, considering 
cnterpri.se, at the top level by a personnel dir<

8.2

8.3

vngemeid edn- 
facilitate the infusion of m u' knondedge 

sciences info personnel pn..ti(e ni li

sector enterprise comes m ojicinln n n 
the cornpli xitiei oj Ihc 

■ecloi or o 
the Boaidpersoii^f high status immediately belou 

level, c& the case may be.

experti.se
cnterpri.se
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nio/c •y\l(>llllll\lll Olli lill\l pill ‘I npioinh iildisi 'ion of
up II iliilc kiiiiii Icdpi II [III 1 < of liiiiiinii h III loni
ciiiil iisleiii Ol,i iiop 100 s'loii' hl ]>llllC III he I, 1 son-
III 1 pOSillOIIS

hl) Ilia iieisoiiiic'l (liiKioi \lioii hl n ni r 11) i\( /-I 1 ghc
iiiiiciiti/ of offic'is Ik (one ii '( h) t'u hill fleets
m deal ,io icilli oiohi ms af 1 i liiiiid icliik licind-
fiih ^f ofpceis she fill o\ist d tlljf uiOlip OU ctMy
sjjifcicd sod fiiitclioii III the h,t 1 '•t 1 at ’1 ( (1 in<' 'o set-
I me //le peisonnel min age' ( } S inicl dnccto! i d ihe
i ip le’ el incinaoemeitl

9 Insliintion of tli(> ic(iii site pei did pohey (ind ]n 1 liecs-

While one element in the piobh i ]s tei mm the> ja 1 sonntl
dixision xvilh poisons of icqiusitc ication, and illilude,
the other aspect .s to 1 ix the foi ht 11 of <i sound 1 rson-
iK 1 pobex on the basis ol \\ Inch sit de pi ictices will be
built

1 h' pudominiiit ciiltuic ii the ibl se t toi appe ai s to be
one ol oigaii s itional placiditx” oi ppositc, oigam itional
in'clii i\ cIhun ’ iitlci than one if a g<iiiis it onal X tahty

lluii Is c uitioii lack ol luit tivc' ck g lei tl e I tile uid foi-
m.disin Ol a sense of dcsp' i ition i so t functionaln '' in the
ioiin of d. itgaid hr e[u ditx fan \ lid lack of pi 1 "‘ty

It will indeed become uecissaix ) < ablish such p sonnel
jiolieics a XX 111 e icoui ige in t itivc I oi 'cspinsib! X task
pt'l lutanc' 'p 1 t (,1 toile lUiishi] 'H toiiteiii lor I 1 play

let another aspect ol the^ tiiltuie i 1\ le anmheiiti let fiom
our h udal past, is the’ i.gdtx of ‘ la] sliatification, oUen ex-
piessid 111 su'h group sxmptoms s ngineei -"diplom I holder
tension direct lecruit-promotee ten jfi )i m such prn: 'ices as
the 1 IXout of the housing col aiies, t fl Ol area of quaiti is and
rhe icservation o^ entry gares exclu k eK for officers 'lhe refor-
mulation of personnel policies xxill cd 0 take this a'pect into
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At present tin vaiious polnns and jiiulitis 
b ised in the st use that tin st nt tilliti 'p ill 
pl ice sutli as the lailwavs tin oidiiai ct I it I 
\ne liilts Ini die pintinniiiil luiplniii ih 
sniiiee nl nilgm nl tin kt \ pt isnuin 1 in 1 iH 
public sector entirpnse at a hislniical inniu i I 
dt lied aflei iht compininsts \ o'kttl out is i 
to save a sitiuilmn 'lhe peisnnntl ]ii ic'itts u 
tts, are eithei inappropriate 'oi the paitnu 
these are ol a sub standaid nalnic dtstlopid i 
a situation In one public sectoi, it was pointti' out b\ th el i 
executive that piomotion pohex foi the siibmluiti tmdtxct 
has undergone 50 odd amendments ovti the x ns Io s t i 
p irticular needs of particulai employees In n thfi pi bl 
tor enterprise, the promotion piactices goxci i u II i a 
tegories of woikmen have evolved in such a lip? /ml > 
complicated manner that not only the repics utilixts o' i 
workmen could not spell out cogcntlv xvhat (hi pi a tn s u 
but even the members of the peisonnel depnlinent fumbled i 
good deal before an explicit p-cture c'''uld be p'<xi

The impersonal bureaucratic government ol 
interprise often gets “life” 
thief executive lole at different times This p i 11 ss liuim 
makes the woiking of a “sx stem” a persinil t\ 
causing fluctuations in practice so much so lb a 
(loded. Very ollen the personnel pohens soi 
I 111 to ensure the contimntx ind thus miiut i i

Often the policies and piactices ai< shroud 
much so that the channels of promotion ut i 
t) the conceriK d categories In the light ol th 
xxhich aic b) no mea’s rue it xxill be ui c 
sxstem-based personnel p ihc es so that a p i 
decision whether in the irea of piomotion 
training is eximined, in the light of its i 
xvith those in existence for categories of cm i 
being suggested is a system appioach in the < 

sonnel policies
Yet another requirement will be the need fi^r 

ning, particulai ly in such organisations whir 
ment is a time-consuming process and yet x it il

1
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key piiljlic sector cnterprise.s, it has 1 
measnies in training adequate nun 
lai king with the result that .iddilion 
(.liiccd even though the needs of 1: 
coins;' ol at lion as a mallei ol urgci 

.Xiiother arett is the development i 
tcin on the working of personnel po! 
large conccru.s it has been lomid th.i 
lias been unplemented in dillerent 
which remained undetected till sut 
made an issue of it on account oi 
wdl thus Rfjcome necess.iiy lor the p 
appropriate feedback systems so tha' 
irom the norm will gel delected m 
])riate measures to be taken. Such 
1 avc .mother advantage. Should the 
or obsolescent in the current situate 
sores 1,111 be taken in time to changi 

Similarly, the career planning pri 
including the rank and blc employe 
lion, acfpiisition of new knowledge i 
mob lily on the slienglh ol knowlt 
area that has rem.iined consistently 
an important role for the pei.sound < 
howccer, it will be necessary to dra 
tiial engineer.s and operation reseai 
por.iticn be a large organisation, wil 
diviskm itself. Otlierwise, the persi 
such experti.se cither from other sn 
or Irom outside such as the Instituti 
tratice Staff College, National Prod 
b.idles.

L.istiy, the personnel policv and i 
f.icihlatcd by utilising such forums 
council. I'd agreements concluded t! 
management and the bargaining agi 
n igement committee, (e) decisions oi I he 
(’f the Public Sector Industrial Rd,

It Will, however, be the responsi 
sicn to take initiative in utilising ti

48

mud that aiilit ipatory 
4 artisans ha\ e been 
I.s coukl not bl inlro- 
niitiy justified aieh a

lopiialc leeclb.,, k sys- 
,11(1 practices. In many 
same personnt I policy

111 dillerent -
as ti,ide urn m had 

minatoiy puu’ncs. It 
.. \ elop 

nitioii 
ippro- 

.1! also

I aimer

lel division to , 
od time any d 
it essential loi 
iback s\ stem
ce lie louud in - levant 
lewmt correctn ■ mea-

■ail ii<‘.s for llie cnciloyee.'? 
in criiis oi skill ii,/.'rada- 

alii ", to \'('i licallx i.jiw: nd 
lid perlorinain i.s an 

"1( led. T'lii.s will 1 I come- 
isK 1. In this type I.' work, 
on die e.xperlise o' indus- 

iiei who, should die cor- 
finti place in the pi isonner 
nd division should utilise 
i-sv.‘' em.s of the cnlerprise- 

of
liv:

\Ianagcnicnl, AJininis-
V Council and similar

e tlevdopmenl i,in be- 
shop council, ibl apex 

. the interaclio! of the 
9 decision.s of die ma- 
.loard and (f) decisions

ons Commission.
ht\ of the personnel divi
se 'orums ill the dcvelop-

!
1

\3

inent ol policies and practices cu.suring ,u the .me mm H 
.these ■foruin.s do not work at cross piirposi s

In sum, the policy guidcliiie.s will be as lollin' ,
Tin; personnel tidll take iiiiliiiliii m ,ii .It maii n
pcrmniK I policic-'i <iiiil pmi'lict's <iiid m .i.
action ;>o tieat the policies and piaclat' 
the basis of sij.'.tciiis a])i)ioach.
Once Ihi: policies and pnicticcs- ttie
.should K'ceive the- lai’nc.^t ineasiire ol 
the conci'rned emploijee.s.
Appro])iIdle feedback system tcill not'd 
ihroiiglatat the enterprise to mcasiiie .

9.1

9.2

9.3

9.4

9.5

9.6

9.7

'CS (

‘d .hi III 
( Ih ( 

of the policies and 'j)rac!ic(;s and dclcol I, ' do i fdo’ii 
the “nouns” established.
The dei lation, so detected, leill lead to i .da i a ito 
measure for ichich the personnel tliim < a i! '“I 
initial resiionsibility oi it icdl lead t'> /• o , . , i ' 
of the policy/practice e(dhng foi appnt 
and change.
The personnel policies and jnaclices a ill 
the proi ision for anticipatciy nuasiiKo ■ . il.n' di.'O 
lopment career planning and the oici'a dt ■- itinai 
the em]>h>yees at all levels can become , tctdiln. 
It will become necessary to organise In , 
knowledge-based intervention strategies o. noth o’l 
niiotis ri vdtalisation of the organisation 
what i.s now commonly known a.s ‘"oi g. 
ment” e/forts. The personnel divsion sin 
tiative in organising O.D. efforts by uh 
applied behavioural scientists, O. IT sp 
tern analysts.
It will become the objective of the poll, ws a'ld 
io minimise the incongruity of social ineipiality 
tend, to establish a climate of equality b. twa n 
organisational hierarchies.

Deif^opment of performance-based rcu10.

The ren®icration policies and practices aie 
, *?!■, 1 • , 1 in I.

l' ! '

Ir I /

'U lOh/at .1 (

I i !

list; ni ' ,
• CtO tl -

•nd lol, I'f 
.ant'lite d.. It
I Jill!

> d

The renj^cration policies and practices aie iiion<nt 
complex problems concerning the public sectoi todas. 
lems, redr^'^fed to the very basic, appear to be 1 dd v

1

49

experti.se


7

I ictl pitttin unrelated to 
ICC of intiins c ] <b satis-

a) Existence ol too m my ide cic iling loo in my levels- '
and hierarchies making an e Ctl c liinctioiiing ol the or-
ganisation lathei dilficull

b) lhe ’guides elo not lol' \ wi 11 unde islo 1 uilioiial
ptiltciii Moic olteii than not he gi ich s 11 e tl 1 [iioducls
of histone il evolution or ol ch sio s on the b ISIS ol manage- ’
incut by ciisis.

cl lhe existing guides arc It 1 seel on in eeiinlable dif-
Icrential svslcm,

d) Promotion pohc> relate to 'ic gi ides IS iiioie often
tluMi, not linked with length SI ic cie itmg c xpectation
tluit a pel son will earn pion I Ol not on lhe b isis of per- s
lormaiice but on lhe bins o nil liei ol voais 1

s 'Vice put 1
Hi in a paiticeilai guide 1

c) Ceilain positions are Ilk ' V ith some P llticular
gi acle s lire spectiv c" of vvhethe '10 p 11 tic ilai p > t ns have*
1 ndcigonc any change in tCi 0 le sponsibihtv 1 account t
ol olhe 1 objective factois 1 tion ol po ms in a t
gi ide ind the chingcs ol <rf*i lien lone die basis

1 1 11 idition 11 industii il e ng i 11 'eel 1 'ogv 1 < ! itecl lO
the re ihtv ot the situation

f) Because ol the ibse ncc 1 1 11 ns ( niotiv 1)1 as di5-
(ussed in section 5 abo < tin nil (e s „ ck ^.xl 1 SIC salis-
1 ictioii in silanes pci jiiisit I ( itii le id SI ' ir other
pa> ments

g) lheie IS absence ol clai 1 i le k ol due e ' 11 in res-
peel ot a n ition i! miinmiim v h ' cl Vhhough ilie le hav e* ■
been discussions iiicl dispute 11 r to cell ’in de IS incoi- i
po'-ated 111 Vtinons repents, i le it ji< 1 e V cv Il if some-
what flexible, has not cme ( 1 1 he ic h IV e ill 1 wage
boaids and national tiibunal 1 pist V icvv ( xi erimcnt
IS also bcimg ciriicd out n lie 11)1 111 ' Stc< ' I idustiv
Xoncthelcss wige jiiliev al ill 1 ooi le X 1 csi ibl'shing a
linkage between one kev inc 1 m’ t n the i h not been
iltempted This lus le suited c 1 iisi in I’d u Il ichclion

lie essence of the ciiient siti 10 se e ins b) be h it the re-
JI 1

bs
mist iiiibeaiable jjicssure for

AJ

i
Jl

iniiiuialiOn polrx follows a oinc 
me isiuab'c peiformanccs and thi 
faction I his situation creates an

promotion iiicspective of the it ,isonabk nc ss ol tin 

times, additional complications <uc cn ittd b\ tin ni i 

and the admniistiative miiiistiies bv insisttnci on unit 
salaiy scales even belween dilleunt (nhipnis ilih 

measurable jn iforrnanct in two pl.itis m iv 1 si oiilii 
ferent The lole of the incentive system is still ms th i i 

111 that the svstem is vciy oltcn introdiict tl \ ithoiC t 

planning oi is made apphtablt to i situ hi wh i 
to do so thereby neglecting situations which ti s i\t h 

tion of such a system on a prioiitv basis
It IS felt that the public sectoi can no bn i ign n 

for a reorientation ot the icward pohc> Sn h i pi 1 

take into account the need ioi time scale w igi md s il 
which will determine the b isic cainiiigs 1 u 
in a paitici hii grade II will be nc c s'- i\ 
numbei of erades consistent wnth dust mo 
levels on the basis of the nahiii of t'chncl 
number of guides will \ar\ born oi c pi Id 

although atti mpts will be m idc to keep th 

at the" minimum Tmimie il si I idles I HI ' 
seaicheis, ol which IZlholt J u epics n oui n 
hierarchical levels do exist ilthough not pe^^e

Having fixed the glide to which cost i 
deainess allowance is added it will be cs o 
piibl ciscd eiiteria fot peifoim nice inc isii i 
motions except foi those at the lowest in k 
levels will b' on the 1 isis of n open svs 

hiation It will indeed Iv nccessnv to d 
in consultation whh the ^mplivecs ihi i 
live systems just as it will be ice css i 
feedback to the emplovees conccind 
wath a view to encoui i<gi ig them to iinpi 
performance lecoided dhe enmu'itivc us 
data based Redback will be ciiteicd into tl 
plovee at th end of the vi 1 hcsc" d I i w 
foi promotion Wluit is ben ' siigg s' d 
should Income un foin Iv u phe ible t 

ex Cpt -^S , tjgndy ol-iots rl foi ill I 
semi-sk®ed employees who cm sill b 
of avenge perfoimancc linked with scnioi
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Since the objective ol tin khiuiu 
waul employees lor specific ideiitili 
nitissiiy to devt lo|) a spiciln iiw 
loi iii.iiii ( .ibove I Ilf st mil nd lii i 
salai) jiiogicssioii iiiidei tin gi ale 
will 1, ne piiloinnd in i pailiiulai j 
aid aaiied upon will bi iiwaidid 
mil] I inonct iiy i wait as p ut ot a 
pt 1 lo' main e based specific it\ nils s 
rlie s\ ^tt n^ ol t<ceileiaftd pioi olioii

ViK tlieiz^inpoitaiiL eliintnl ,i tl 

develop such a system as will t ikc 
qinsile beh.ivioni, requisite m the i 
jcctives ol the enterpiise llu sy^t 
will lilt reward such bciiav loui wh 
obnoxious At present, the piacti 
loiiiid There is at pieseiit no pio 
a coiisLieiitJoiis woikei On tin olhi i 
!s ''fifi rcwaided by toliiatii.g h 
adopt! ig nnthods to placate him 
should be a consistency ol pohev < 
lew’aiding lecjuisite bchavioui whn 
(iilai woik pioeess

In the light ol the analysis emit 
gLiidihiics will be as follow’s

10 1 The h rgc in mb( i of niigc 
din ltd into the ccty miniiniini essei 
noids I I the part’ctdcu entctpnse 1 

I ) n deistcnd fin di/i annes 
11 11(11 niotnation

10 2 Employees nid be fitdcl in 
(crten iccll iindei stood lalioinle i 
t aneo’is consideiations

10 One e ])laccd tn the glades 
cicnnnts as per the piovisions of t

1.0 1 Well-publicised a item foi 
Will davdop foi all cCitC^olicS of 
ance on the jobs can be mcasiiied 
the employees coneenied u ifh a i 
form better

potic\ will bl to le- 
iloiinaiicc, It will be 

sl( 111 loi spu lilt pei- 
()i I Is ,1 p u I I mill ilie 
llio ,l I iiiplos Its will)
II ( \c( ss ol t'li sLiiitl- 

111) OH licit I )( C ISlOll 

Dill's ll poi I \ 5ucll
III Jinpioi till! lit upon 
Itiplc n ticnii Ills

\ 111 polic) will be to 
'll I ol i( wai tliiiu ic- 

.1 ol tin skoals and ob- 
b mid be siicli tliat it 
iitlicr non-essential or 
iisiitilly the othei way 
lor cncoiiraqemei-it lo 

' the bull)" ol i woikei 
' ehci\ Uy.ii or e\ cn bv 

’■Jt dioii IS lliat theic 
lo the spec.fic goal ol 
iieessan lor tlie paiti-

?

10.5 Piomolion to highei giades ndl be ml ly on tl i 
of peiformanci evaluation exce]>l foi the hnit'.t niHs < 

skilled and semi-skilled jobs
lO.G Specifii measurable pel foi mam < aboii ihi am id tp 

iiDinis II I , ,
S/iecial increnn nts oi acceleialed pioiiiotion /< 
jormame will be discontinued

10 7 rhe lemuneiatioii system mil bt sm i 
cpiisite behaviours will be encoiiiaged ami i 
jic non-essential and iinclcsiiable behacioni u '

108 The pcisonnel d’l ision in con/uiict c n i 
mailable within and outside the enteipnsc mil mmstant'ij im n 

loi and review the lemuneratioii policies and pimhcts so a P 

update these on a planned basis in piefercmt to im mi‘i im 
by crisis decisions.

10 9 SaZari/ grades will be initiated upon a base of mit omP 
minimum wage level to be deteimined taking mto account tic 

hi\ II
I

ill lx spccifn ally i< i( aiili d uii(l< i an in nt d niiini /
tn nI (/!l(

h I'
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'' 0 0 
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ibi)\e, the policy level

Il 11/ l/•||d( V u ill 1 e le- 
’ the iiiiipos, of iL'oik 

tU be clone by specicil- 
h (imdjsis vt tenns of

I ipdoyci'i iLilI eciiii iii- 
ile

oiniaiici
Il thiP

d bcick
’ I liflpiiii/ them to per-

cnedsiiiement 
the /jcifoim- 

penoclically to

I
f

5

<

t

t
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national standard of livin//,, relationship bctuKii one n 
and ■another and the parity beticeen one icp,i()ii and anotn' 
ibill be done by the Government in eunsahahini nl' ' 
nagenient and Trade Unions tn the Piddic Siifoi 1 c t 
ment can also utilise the public sectot Iiidiisftia! lieIcitions 

nussioir as an advisory forum for this purposi
The above guidelines repiestnt the tapsiih of inipiiu 

search in the area of achieveintnt motivation high pul mn ii i 
and developmental potential of employees Tod is the kiiowlcdg 
in the area of motivation and poifoimanci is soJidli m i 1 
empiiical research lathci than in wishful tliii iie 1 < 
muneration policies that line been spellid i i s\ id al 
advancement in the area of humin resouici cb \ i ' ^>i

IS no
sines

longer impossible to develop critena loi iiiifoiin in 
for diffcicnt kinds of jobs including tin i bs of '<<

I

( 1

(

, 1

11 Role of Administiiitioe Miiiistncs

The elepieiils of the inoDos'-tl industiiil i 
the pubhj^^Lctor w’lll, indeed wan rut siinjro'' 
ment an^^ih'' suboidinato aeiucie It vv ’ ’ ' 
to these tabling conditions at this stagi 

, rU * I I /—»In the first place, the Gov tinment siijapi i

i itlOllS J) 1

11 11 '' t
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in ik lh<“ It pit st nlatix e sx te iia b a 
fniitiioii b c itlici the iiilt ix t ntioii 
lion III reh 11 It i>— t ( iili d id | gt 

iiiniistiy It X f 1 li IS bt ( n built into 
be tl cnsscel licit

Il IS tilt prtinise ol tit iitxv 
in It liiiif 1 \ xx ill be a x\ c koint ml 
willing to plax the lole ol p.oees 
tion ig of the institi tion d b imc x 
thin as^ a phxsiei.in Tht .......
till iinit^sMxdl bt taken igi bx tl 
t \e [ t 01 be me the Pubhe 
Sion

Hu Ministi> in its lok 
htdtkis will obxiously exercise sii 
fbjtetixes specific goals the con 
tht ix iln ilioii ol peiloimintt 
’ll 1 s'lx sX ill indeed intt \ c it 

1 III I
It \ I i

i
I

'itnti )ii il ftaintwork to
(.ox 11 Hint 111 concilia- 

f I if Hill IXt III Kill it tilt* 

idt I x\ lilt h IS x\ h it will

siibst

S( cto]

IS ill

11
SSI nil hx it dit poliex k \ c'

I lit It h i\ f bt ( 11

I I o I it Iht k X 1 

llllt 1 k lei Ct ot 
k \ 11 llllt I \ 11 tl in

ic XX p iliex s eks t ) tliset in

ot t isi in 

till t t' 
ki id XX1

II 1 IS 11

I I

b

p 
(I <
t\ ( ntualitx

In this itsptcl it will 1 I. nects 
tixil serx lilts xisaxis the pubht 
pl t , 1. more diicct role is I ikei 
to he administi itive m nistix T1 
tin tonux otTi n bcliexes that 1 
inPicsts on the Board and aiisin 

b 'ii\ he in IX il tunes bt h i\ e 1 
tire 1 e is the lole of the Joint Scei 
lr\ 
zhe 
rt k 
I ok 
thi

f 
kh

is a intmbei of the Bo ircl 
cusloilian of the inveslois in 
of Sctrelaix to the MinistrA 
in the B ud but \’.ho \ er\ 

stiat°"ic clec'sion kinEi arc 
1 the context of the new in 
that the joint seeretaiics belt

\ th il tht tout illation 
111 tl p.ii Iy pioi Illi d 11 IS 

n 1 It il't itino tl e fune- 
oii as a niiisc ’ lathei 
lok in the nite i party 

It s tin Hist lx t the only 
lull Ik kilioiis C'ommis-

itpit scnlalut of the share- 
n sion and control over the

{

!
K
ill

I

development is well as 
I Ifiiining tht st roles, the 
liislii 11 1(1 itions scene, 
dm I tilt op ' itioiitil 
p isl w lit n opt latioiial 

Ills II
It llllt

t opt I 
th \ ( lop

b< (Il nt If ei\ I d 
bt .

it on

' nt 111

I IS ified as 
1 iZ ill dance 
1)1 -.iich an

\ s|)( 11 out tht
( nltiiniscs

I mil stcrctux bt longing 
nt CO! Iiision is that this 

iiscnts the shaic holders’ 
of this feeling of respon- 
ipti eh in man Soeondlv, 

fiom the riiiance Minis- 
I s he believes that he is

iol( of the 
In the first

t 111
1

01 I

I
I 11 X

tin
t B iiid Thirdly tlitie is the 
hr
t( 1

loes not have anv official 
imiiiis the key figure m

ij

A?

s.

isti
-I'l

il relations slrateev, it 'S 
lo the administiative mi-

iiistrics and tlu Finance Minisix liaxe no iito 
1> resjionsiblc lor the tnlcipiist Iksponsdn 
lion ol the eii'tipiise and its j)t i loiin iin t ij 
Board of Dirt t lois anti, issnth llitx in iisp 
lioltleis 'file bdl-tiiiK ch nun m ol iht piildi 
obviously will cany a lo id ol ic sponsibihlx w 
than that ot other inembt IS ol iht Bond (.in 
two Joint Seeielarus xvdl in tel to tonsnlt.i iht 
cQUal piirtnci s I up vs rth othvr Buctrd nacnabviv 
pect foi them in the Board will be coinniei 
ideas and conlrrbertioiis lather than on the bis 
be neeessaiy lor them lo acet pt their lok on 
ing a learning edge .is well Having been 
working of the Government, the role ot tht tlecisu i i 11’ 
the Board-room will proxide’ them with an opji > Inn Ix t

it piox itk fl

(

\

i

I

I

11 I

ilixt Mniislix t

I c <
1

11
I

t (

b\

kind and that they may make the best out ol 
IS a desire to learn and groxx'

It is felt that the Seeietarv to the Adm mist i 
and will bring in unofficial and intoimal infln 
man and the Board in the context ot his el 
ence is well is the intim ilc knoxxkdgi till 
making process, bul this nilormrl uid i s In 
overstepped b> taking oxer the Chaitma is 
capacity. Should he seek to do it, rt xx 11 b< 
him responsible for the peifoimancc ol the '
prises concerned In other words, anv intoix< ntion 
tionary without the concomitant accounlabilitx foi p 
xvill make the whole sxstem ineffective and i ix ihd

It is indeed visualised that the* ministiy will ’em n i 
to the Pailianient foi anx' dcxclopment in th nekisi 
situations ii. an enterpiise and simihilx it xx H \ 
broad strategic guidance as the needs ol tin i itm i 
will determine It is also xisiiahsed th it th ibiH 
the Board will remain accountable to the ( ixeini 
the Ministry and that this accountabihlx will meis i 
the “pel form tnee” 
dustrial relations practices consistent with tl 

public policx
A relevant issue will be as to xvhat exte t thi C 

■Will exerfeisc specific control so as to ensim the u

I \

( (

. 1

1 rl

i

)

s\

1

in developing and woikint out t 
dicliiii
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pohcH s and practices tluouglio'.it iht 
nite wing of the public sector I’litei 
ciplc will be uccessaiy, to give an 
iiiideijMiig policy lor the rewaid sy* 
to eiisnic' that the policy i.s based on 
ther than on other' criteria. SiiiiiLu! 
ensiiic that the two type represental 
tailed 111 each public sector unit, I 
factorily.

dh< (ios’criimenl will dso h.ive I 
uniloini legislative measures c overn 
an exampd^’, the- management at 1! 
to follow/ it it wants to, the expei 
at Duigapur Steel Plant involving . 
committee, because of tlic/ e.xistenci 
trial Relations Act. Industrial Dispn 
kind of difficulty for the maiiagei 
Plant. It will thus be necessary to 
c once! ns render the control ol the I 
ambit of one Central Act in so i, 
lire c'fiiccrned.

In sum, the policy guidelines sii
11 1 The need to bring all publn 

(ontio’ of the Union Covernment i 
o/ industiial relations legislation s. 
sitiiaiion created between diffcren 
res-pett of basic industiial relation

2 r/ie role of the civil servai , 
alu'ation in that they will not i 
than. On the basis of d'enu 
will be lespected for their n ■

c sectiii’ or in a defi- 
'i’he uiiihiiiint,v jirin- 
de, 111 lespcct ol cho 
he ministry \\ ill liave 

I iiiaiiee < v.ihial loii ra- 
iiiiiiisti > will have to 
Ic ms ai (' not oub ins- 

it theg' binction satis-

(\ .11110 ilii' necissily for 
111. piibbo soc toi 'i’o give 

(1, 1/i'jpal, v.'ill bo unable 
Olli now being c inducted. 
lh( unions .it ,i plant level 
fl '.kitlhya Pradesh Indus- 

nt 
bril
'1'1

ilS

\ L does not cicati' that 
(it the Durgtipur Steel 

till the public sector 
(lovernincnt within the 
tlic industrial iclations

I tire ;is follows

t

I
1

'I'Sl

•,('do<- eniei]jris'e.s under the 
I hill the ambit of one piece 
as ' I ai Old the anonialous 
pidd'c scclor concerns in 
lirac I ices.
. on the Bomd will call for 
mil
(Itn
as

uiiy additional “weight”' 
it orking of the Board, 

nd contribution.s to the

%

s.

.the consumers at large and in this lole the inini.stiii s ii i// pioi idc 
overall guidance to the public sector in respect o' uou /mhi a s 
■and new directions, particidarly in such mallets C' I'lc ii ma t < 
lion policy for the ctnjtloyees.

12. The buck iij) sy\!c)ii f(>' hitlii\li ml Tiiluliti :

1]
re-ei
Ultll 
ihey
dec’sion-making effectiveness

11 3 T/ig Secretanj to the C-ovc' 
ait as the dc-facto Chairman of 
so III (!ii official cajradty. But his 
cur I oil the dec ision-making piC’ 
sntil'oited prodded it contribute 
tafion

11 4 The Coveinment, tlnoiigh 
wd! continue to rejircsent the iiit

be discatiraged to■ne,
e ('oiporatioji nidci', he isr 

il<> 'eil aihdiince and influ- 
■•s ' ill be encniiias.ed and 
Im ed\ peib>nn(ri( c orien-

>ic'cs thf
f the dieiehtdders and 't

'The ellcclivc lunctionnig ol ibo propo'a d ludi i.ii! 
Policy for the Public Sector L'ndeitakiiigs \\( dtl n 
fulfilment of the aspirations of the cinplovees loi viiik 

future which they Ctlii look loiward Io, and , inoio 
satisfaction of tlim'r personal and socsal nerds, 'n U i 
management of Public Sector Undeitaking sbo ! 'i. 
fulfil certain responsibilities inherent in tba.i i <c 
employers although this role can be peiloii 1 "i 
context of overall performance ol an Undf it i.tin_. 
implied that should perfoimance bccomt' the ir'i non 
sr'ctor undertakings will not be able to match the < 
personal and social needs on a uniform base S ■u'’ 
'to do better than others over a time period. 'I be ]> li 
would include:

12.1 The activities of workers’ ediuation am' a 
grammes so a.s to permit greatei vertical and h ’roah 
for the employees.

12.2 The development of comprehensive < 'wi)li a. 
schemes which could be extended in defined sO p, to 
improving performance of the organisation. The rompow 
such a scheme ivill be the setting up of fail 
township to make essential foodgrains and 
available to employee.s at controlled prices, 
housing facilities, etc.

12.3 Public Sector Undertakings which aie 
their performance targets could set apait som 
surplu.s for the education of wotkeis’ ch Idit 
■scholarships, allowances etc.

I!

’I

i ' *•
pi ic e slnpis , ■ lh< 
(idler (Oinnwd'ti ' 
i' anspoil fm il t'l
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.A SUMMARY OE THE IS 
gllMINAR ON INUUSI

PUBLIC SECTOR ATI
UNION L

i>’ COVERED IN THE 
RELATIONS IN

■ NEED BY TRADE 
VDERS

(December 1

IM RODUCTION

All India d radn Cinnn 
Bliailiya Mazdooi Sa 
Centre of Indian Tia^ 
Hind Mazdoor Pancli 
Hind Mazdoor Sabha 
Indian National Trai 
United Trades Union

The following groups/ptisons 
(a) Senior Leaders of the loll 

b 
n) 
li') 
n)
V)
VI) 

wi)
i^b) Leaders ol industrvbasci 

rations, e g , Steel, Lertili 
neenng. Ports & Docks, I 
Mining, Defence Iiidustri 

'cf Representatnes fioin M. 
td) Shii IL N. Bahugnna, Sb 

Kuinaramangalain, Shri 
aniam.

(e) Some specialists lo facilil
T) Shri M. S. Pathak and Pi 

Action Committee on Pi

“ Tire /Ml Ind a Trade Union Coi 
til iieial secictaii, and Satisli loom' 
Emoii

-IG 1972)

< ipated in the Suniiiari
Ntitional Bodii 'i

ni ss

1 >ns.

I .non Congress.
on ‘ 'ess.
En.inoyees’ Associ ilions/Fede- 
r, Linking, P&T, Heavy Engi- 
ilw os, Ci\ il Aviation, Airlines, 

, cd
till of Labour and Railways. 
M Ban JDliaria, SLri S. Mohan
A Pai and Shu C. Subram-

e (hs< iissions.
Nilish R. De on behalf of the 

ilic Liiterpriscs.

I " w 1 ('Presented In S A. Dange-, 
iiK L C. .Siiwastara, secieta.iies.—

sF

1
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1 ol I nd I 

(Il II b/ 
mill ill 

. ( \ I n I lit
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IS nt > J
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It 11 It sol el I II'

iiniiic some m , 
the papc I It

SI ( k to I ( .n i I

I low c 11 I il v 
l( I ship ' t I , 

.i ]) id I ill 
.i lint ! i t
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The revisetl draft docLimcnl was presented to the Siiin.iai .. 
a Working Paper incorporating certain itle.is oileni itn.y, wil i , 
number of poisons who are familiar with thi inobleni 
trial Relations in the Public Sector, ft w.n m nf 
Pathak and Prof. De that the ideas coni mu ! i 
are tentative and subject to change, and in .no 
not tile conclusions of the Action Comnnlti t lie 
mittee seeks to generate discussions on t) c ki \ 
area of industrial relations with a view to cic ding Ixi i ik i 
ness of the problems and the prospect ol tl

Given this brief, the Seminar decided to < 
key issues extending beyond the coverage ol 
further agreed that the Seminar would not 
agreement on each of the issues discussed 
be one of the objectives ol the assembled li 
understanding on those issues which wen 
ficaiice to the public sector All the issai s c( ■ 
Document could not be consideied b> tlic S 
of time. On many an issue' there was 
w'cic divergent Xiowx, as tin-, report

The Trade Union 
following:

(a) that III respect 
volving statute 
should be no distinction belwet'u th 
sector,

(b) that all the tiade unions picsent in ' 
mitted to make the public scctoi a '

■igx '
<-n ,.,..,..,1 ,,.,11 ,,UID it.pi.7Jt will 1

Leadeis weie in tot. I

of till' b.isic indnstiJa’
based insLitut'oiial

1

JJ

1

2. Union Recognition 'and 
Bargaining Agent

!
I I'

2.1 The concept of recognised uii'on ' v < 
unions present.

2.2 There was however no agreement on 'be mto
recognised union will be selected

2.3,^^u broad views, opposed to each, t'tlier, ('mrig 
That the verification of membership metbt'd slm 
the basis. According to this vit w. ihen is st i



*

f

re-exaininalion ot the n, 
wa.s also made that sin 
membership close to ea 
be iilili.sed lor di to: iin 

dp) The pretlouiiiianl \ lew 
ol tlk' recognition stati 
mclhorl.

d.ecording to thi.s view,
(i) The recognised muon s 

majority ol wite.s ca.sl 
become the bargaining 

a union lail.s to 
composite bai ■ 
should be acci 
getting a mini.

ol’ \criticatioii. She point 
lore than one onion fiave 
er, the ballot n 
le iccogmtion
i ! !\ oiir ol (.1; '

IO use ol lhe s;

e I hod may 

sue.
1 iiiiiaititni 
et ballot

k

.ecni'c Inure th.n absolute 
bttweeii 60 and 70%, to

c 60 to 70;f ol \i)tes cast, 
r, agent invob. iiig other 
subject to ca'-h of those 
pcrcenliige (h \'()tes, say

>wing;
]iave a charter of rights

w ill

(•iij In case 
then a 
unions, 
unions
10-15 per cent.

2.1 All the unions agreed to th
(a) The recognised union - 

and responsibilities.®
(b) The unrecognised unit?

sent their members in i sp< i 1 
and individual dispntt

2 5 The pr('domin.'int \-iew \\ tl 
discouniged. lirfa't.s should -■ : 
cr.ilt unioiKS into inthislri.! an ,

enjoy the riyhl to repro
of incto'idiial eiievaiices

(■raft uiiioie 'oould be 
ie to absorb ■' n existing

3. Bipartite Aiiproacli: iln; ‘ Il d^isldal Behiti>-<, •
%

it was unanimously agreed I 
•enterprise should be founded on 
ageinent and tlic Recognised ui 
go'ceming Industrial Rehition.s s! 
ba<!c approach.

hidustrial Relations in an 
; lationship bet .w eri Man

di policies and practices 
be gearc'd towards thi.s

4. Third Burtij 1 iTcrcention

4.1 The Trade union leader.s ■. . 
coiitained in .Sccti(?n 3 of i •

accept tlie proposals 
report.

61

tins was not agm.g to by tbe

4.2 Their views, in which all of them agreed., ■. m as lollew
(a) Bip.irtite relations should be the ban lur indirii 

relations.
(b) In ease ol a .stalcm.ite, \'ohmtai\ a.'.ni .liun, sinailu 

resorted to.
(c) In case of a lailure, the parties wel • inc m 

appropriate action.
(d) In case the Bipartite rclation.s are .• pl; d 

primary instrument for Industrial In i,i . ms, .1 s'di • 
come necessary to develop spccihe i p.ubte .a..' 
meiits to protect specific sensitne pi.ml . (impumia ., 
essential operations in the case ot disi ption ol .al 
itic.s due to strike, lock-out etc.

4.3 Some trade union leaders did e.xpress a \ iew ih.it t 
interests of Consumers and that of the Cm mmiitx sho 
be protected in some appropriate mannei d’here -a i 
unanimity of view as to how to opcraliomi e lies > .• . 
of protection. The matter thms rcin.iiii. ’ i m; h. ,,

5. Participative System — Form and ContciU

5.1

5.2

5.3

There was the unanimity ol view that 'n 
case in favour of participative system in 11 
The Tiade Union Leaders birther ein; 
ing:
(a) That employees shonkl h.we conn .i 

tivc system.
(b) The participatix’C forum should h 

status and not only a eonsiiltato e ' .i
(c) That the participatis'c loruin.s shun’ . , 

ity principle, and
(d) That the participative system shon.d 

framework of the relationship betw • 
union and the Management.

There was also the agreement on the nd' 
(a) At the base level, establishment ol ,'d 

.'identifiable departments/shops wlm n ; 
*as 1 ollows:

ij Implementation ol al! agreed m' .n 
d“» (between the Bargaining Agen. 
n/p ment).

61
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ii) Resolution of Individ
iii) Deci.sion making in \ 

(b) Al the Uiiil/lsiilerpi ise h
and the inanagenienl, v 

i) All bargainable issue 
li) 2\U inter-shop issues, 

ni) /Ml nnresobed piobh 
Connells.

5 1 As rc'gards the worker pan 
B(i,ird, there was no unan. 
le.K^cr.s weie in favour of il 

(a) The worker Direr lor is 
Union,

(.b) If the nuinbei of svorke 
tc) The wotker diiertors c.

s’ision on jiroblenis of 
pioblein of Corruption.

Siane Trade Union Leadeis tho 
participation at the Board les cl v. 
inajoi con.sequence in the context

5.5 There was an unanimity of 
system will not work satis! 
are ensured:
(a) Intensive education for 1 
lb) Change of altitude o 

participation in co-contn

il giKuanccs.
ork pi ( 'esses.

i no 111. Illg bargain ng agent
11 (lie 'ollowiiig innetions:

ip il mil lit the* lc\ I I of the 
Ills of views. Soi. e union 
pio cled
'Icci.'d bv the Ri.i'gnised

subslui

exert e

f

e.l, and
•super- 

I tg the

■ hat the idea <" 
'lier premature m

f

e.5

€.6

____

6 P()sonnc4 Or<^aiiisiitic)n, PoJicie

Discussions among the trade unit 
tone kisions:

6 1 The personnel function as it 
lally unsatisfactory and tlial

6'2 Manning of the personnel 
professionals, whates'er be t’

6 3 Deputationists, found suitab 
a period of two years

GJ Depending upon the toinph 
head of the personnel functii

62
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e

)t (.iirrent realities

ions that the pariu ipative 
torib' unless the following

worker
of no

>th (lie sides, and
1)1 iii.igers towards worker

lt\>.Jers led to the following

. Cl nstituted todas i-. gene- 
t ( ills for urgent informs, 
rg.i iisaiion by competent

S' I ice
t" exercise optioi. within

’t\ oi the organisation, the
1 is to be a memb' ; of the

'• %

Board ol Directors or be placed iininc di.,i J\ lidmc di 
Board level.

Career planning for personnel as well 
so that they develop competence lor the 
horizont.il mobility. This will ensure, mm , 
dependence on induction from oiilsidi ,il 

Planning of personnel function in such .i 
care of the following:
(a) development of appropriate attitudes lu Mauam'i'. ,, 

other categories of employees for coiiuuiIuk iit n . 
spirit of public sector;

(b) development of a healthy attitude .uno 
gers towards the rank-and-life enip!o\

(c) development of the attitudes .uno : 
so as to avoid taking a legalistic \ i w

(d) development of team spirit anion' 
supervisory cadres.

In the areas of recruitment, promotion n."
(a) development of norms and guidelines < 

of joint deliberation between man.igcment and I hi 
bargaining agent;

(b) performance to be the criteria for promotion in tin
managerial level. However the critcn.i to be detci- 
mined with agreement of the people cone erne c .e.d 
its operation should be on the basis ol ojren .

in all the recommendations made in seiHm S mi' o i
111 11 idi . I I

,is ol I Id diiploc I ( 

iipw'ai d
I pel too 

ic'liei II

\ .o to s. 11

i

All
the revised draft document were accepted b' 
leaders.

7. Ro/e of the Ministries:

The discussions led to the emergence of the lollowiiig \ lev s
7.1 There is a need for a proper balance ot! 'cin ..mim 

lability and autonomy for each Piibla < tei b ' h i 
taking. Unless responsibility based lUili > e c . 
to t^iQ enterprises, they will be unable i .. U i. 
tivel^'
Thes^lture of Bipartite Industrial Bel itio • .Im.ihl 

fostefed by the administrative ministries
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ti lal Rckilioi s

1 3 bl the conlc't ol wliat li is b( 
tl ics ’ should lav down appro, 
and they should ensaic that 
More concitttly, tin mimsttr 
on the niatlcis ol polit\

si t( d above, tin ninis- 
iteria
1 ved. 

M be

led

H S

1 I

pci toiinancc 
ait being ol) 

tcivcntion sh(

7 1 1 here is a ik < d to h i\ i iiit< i llil ( 11 il to-oidin on in
the matter ol Indiisliial Rela' HS ind in paiticnl 1 be
tween the I iboiir Miiiistiv an till t nijilov Illg M llies.

V ciidibilitv gtip t\et'- on ( nn‘ ol till 1 It i co-
ld'ln^^lon biiwccn dii st Mii 11 '

S (o/ii/ediiin Continent',

dtntib\(l\ it his been ditidtd 1 p’ 1 (c tl w 1'11 the llow-
ing sL( [)s as the next phaw ,i dc\cl< 1'1 Indiisti lal 1 itions
flamework loi the public scctoi

(al '1 he bioad agieements tineig d * loin the Semin us in
solving the diadc Lnioii Le.i I ,od the Heads ll t the
Public Scctoi nndeitakings \vi be piesentcd to tl '1 Min
isliv ol Laboiii so th it it can i linn ( the siiggestii ns and
1 (coininendaiions in ihc com I t )i ns on goiii_, I \ leW
4 the o\oi-all iiitliislilal relat IS s 0'11 ,

(b \nothet Scniinai will lx oiga (t' oiobabb in 1' i nary.
1973 invobing 'link Uim [ ide IS, Heads i the
Public Sectoi nndeil ikings ai tilt e inploving M stries
with a \ lew to de\i loping a in II ippioach tl 1 idus-

<1

-

e

f

I

DOCUMENT V

A SUMMARY OF THE ISSLES COVERi D 
SEMINAR ON INDUSTRIAL RELATIO'sS 
PUBLIC SECTOR ATTENDED BY TLE

SECTOR HEADS (lSlh-19th Dccemi). ,

The following persons paiticipated ni ilic St mi

I. 23 heads of public sector or their leprest ntatn cs
II. Six personnel directors peisonnel manage is

III. Shri N. P Dube and Sim R J T D’Mello fl 0311 
try of Labour.

IV. Shri R. C Jain, Shri Atinaiam Saraogi Sim ' 
Shri N. Vaghul and Shu iM b S Xaiatlii 
to facilitate the dehbeiations.

V. Shri R. K Khadilkar, Shii S Mohan k an i in m H n 
and Shri C. Subramaniam

VI. Shri Nitish R. De, Shri M S. Pathak and Sim R K B i 
on behalf of the Action Cominitlee on Bi olic 1 i (hi 
takings.

The Seminar did concentralt on some ot tlii' 
•earlier by the tiade union hadcis A siiinin n 
covered in the Seminar attemk d b\ the tiadi i 
15th-16th December, 1972 we, ciiculittd i 
document remained in the backgiound to wh . 
made as and when any indi\ idiial paiticip.ml t 
sary.

I

tll( \IllilS

(!(bSlH b
,' tl.

1

1 fI I

1 Institutional Erameicork fot Industiial Rehitn ns

1.1 The Seminar agreed, nn bmad terne, i 
framewoi k;
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Cf

1 2 That ccrl iiii foiii il mslitul 
to impiote up 111 the nidusli

111
ll 1

hanges tteit
1 atnIlls elmiatc

I s < ntial

1 1 1 One pait ol this e u uigc wi! be 11 the' loiiTi ol hanges
thioiigh st dull in 1 ollii i qi 1 1( ll me Ills (foi I iiiiple.
jcgisli ilion ol ninons)

122 That certun foini il institu 11 I elimges will 1) in a
non-lc’g.il ioim, piiliciilarlt wIi IC thc*re is a med to
det elop certain nomis c 11 the unions iiid the
managemc nt

1 3 That ceit nii instil ilion il ch will be of a m 1 ormal
kp*'!, bill of ecpi ll import ce J his arc i tt cover
cllcctivc ttoikiuc pioccsse 1 to impiove 111 the
eIfcclitcm ss ol cillcelite 1 g I Illg pioeess 1 veil as
to cnsLiic mcinin^lul and t ct e p utieip itioi 1 el de-
cisioii m iking intuit mg mi lie tel rniiiagcis iicl the
workers

It IS appieci it d that i th t It 11 lie 1 1 islative
ch luges will be 1 no it ai

1 1 Tsscntiallt ihc c iisensiis i th Se Him ii h is ’ 11 that
ill the a e I ot inel isti i it ic ' 1 I lie xiljR appi 11 may
become necessiit I i lake i 1 111 it the dike t types
ot s til iti( ns th ll exist in t Cl nil puticul in the
context of the haim ng t t I imeig Tssent lly, the
feeling h IS been tint a st th k g ilislic Viet vill not
neeessaiilt piot de the ck lal 1 espouse to ' nc chal-
Icnges III the nc i of incliis ll I ilions

2 7ic gisZm/ion of rinth Unions

2 1 It was the fccliiit, that the e ,111 law IS most n i lequate
and that it calls loi changes

2 2 rhe consensus tt is that foi tr I 'e union to legister itself
it should it least be able ti inol disc support ol 10 to 15
pel cent of the tt iiknitn 1 e S mm ir could ni I go inte
the legal ispccts ol the pi leiii but, in broac’ terms, it
SI pported the e n ti ution tl I the mushrooming of trade
unions should b Iscouiag 111 the interest of II

2 3 That the Ceiitr il C.oteinm t si oultl become t le appro-
p ate ai t' Ol tt 1 the le U 1 I u ( 1 tiade nil' s which

J

Will the Cciitiil Go\( iiiiiK Jil
sector.

3. Union lit I n^iitlton tnni lini/^inntnf:, \ in

jji
( C

r 3 3 t

1

■M

i 
(

i

i

31 The pailicipants will acct pt anv one i 1 ilit tw > in ] 
Ijresentt d by the tiaclc iiiiion Icackrs Idt ill\ li< \ 
the trade union Icadtis should be ibl to w n k o 
acceptable foimula aniiaigst them,cl

3 2 In case they fail to accept one of the t\\ > I'tciii iti 
third alternative is prtsciilccl for eoiisid
(a) Chtck-ofl system to be inlioducid j
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7.2.4 The general view was that a polics document should be 
evolved to incorporate the following:
(a) An eflective management inloiination system on the 

basis of wliich a monitoring s\stcin can be worked 
out determining the lelationship between ministers/ 
ministries and the public scetoi enterprises.

(b) The present control inechanisins are perceived as 
vexatious/dysfunctional for tin effective functioning 
of the public sector enterprises and call for radical 
review.

(c) ̂ Working out some norms deli rmining the relation- 
^ihips between the minister and the officials in the

ministry so that a moie professional system of admin
istration can be established vis-a-vis the public sector.

In this connection, the Semin.i took in le of the new experi
ment that is being attempted in the form of a holding company 
for the iron and steel industry.

3. 'Next Steps

8.1 It was felt that in early February the next Seminar should 
be organised involving heads of the public sector under
takings, trade union leaders, officials from the Ministry of 
Labour and other relevant bodies.
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