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PREFACE

Over the last nine decades the collective
bargaining has developed as an institution of immense
importance in industrial relations. It is a
democratic ﬁrocess of decision-makiﬁg in industry
by the management and the labour unions. The
history of industrial relations in general and that
of collective bargaining in particular reveals that
successful collective bargaining depends upon
certain factors both within and outside the
industry and labour ‘unions . While conducive labour
pol icy» a favouiébie pol itical climate and highly
encouraging legal framework are the external factors
promoting collective bargainings @ strong trade union
movement » a positive attitude and a consistent
approach of the management towards collective
- bargaining, enl ightened and pragmatic trade un;on
leadership are some of the internal factors-.
Collective bargaining keing a bipartite method
of decision-making the interhal factors are more
important than»the external ones. Even in the

absence of a conducive labour policy and encouraging



legal framework colleetive‘bargeining could develop
if the managements enaﬁthe labour unions have a
conviction ih‘the efficacy of the method; as the
early histery ef'colbective bargaining in tﬁe
industrialised market economies like the Great
Britain; United States of Amer-icas Canada etc -

reveals .

In India, collective bargaining has been in
existence for over 75 years now. The first instance

of negotiations occurred scon after the Second World

War 4in the textlle 1ndustry at Ahmedabad.' And as a
Survey conducted in early 1960s. by the Employers
Federation of Indla has revealed collective bargalnlng
has been accepted by a large number of employers and
trade unions even before 1ndependence. ‘But this
1nst1tutlon of 1ndustr1al relatlons has developed
rather unevenly in different industries and industrial
centres; Yet ie has been the important meth$§ of
determining various'issues‘of.interest te both the

parties.
Collective bargaining in the textile and other

industries in Coimbatore region has been in

existence for the 'last three to four decades-



During this period it has not only developed into a
st;ong instituticn but has givenh rise to new patterns
of collective bargaining . The bargainers have been
able to adopt certain healthy practices like not
descr:_iminatj_ng the gnions in the industria%_rel at ions
matterss the unions joining hénds to negotiate the
canmon lssuess etc. AsS é matter of Facts collective
bargaining in this region occupiggﬁgﬁunique place in
the Indian industrial relétiohs_sysﬁemf;.Therefore,
with a view to understandiﬁé the different’practices
that have been adopted by the inanagements and the
labour unions leading to the emergence of new patterns

of bargaining» this study was undertaken .

I take thié;oppéftﬁnity to express my gratitude
to Prof . .N.S-.Ramaswamy s the former Directot of the
Indian Institute of Management, Shri. P.G. Daftary
the present Directors Prof - N- KrishpasWémys the
Dean (Research)» Prof. S. Shivaramuyiﬁhe former,
€o-ordinator (Research and Consultancy) and the
present Dean (Programmes): Prbf- V-K-.Tewari,
the present Co-ordinator (Research and Coﬁéultancy)

\

for approving this research project and also for

extending all the necessary help .



I am equally indebted to my respondénts- It is
very difficult to name all 0fvthem Yere. But, I would
be failing in my duty if I do not acknowledge the help
vextended by the fqilowing friends froam différénﬁ
fields. First and foremost, I must thank
Mr; 8 .«.Bangaswany » the Secretary of the Southern
India Mills Associaﬁion (SIMA)*dﬂd'his‘éolleggues
Mr . Visweswarans the Law officer»vahd’Mr. Nagarajans
the Industrial Relations Off icer (Taxaﬁion) and
others for helping me to study the documents - i am
also‘thankful-to the management executivéé fram
different -mills and factories and particularly
Mr. C-P. C@apdra_Doss’ the Munager (Personnel) of
the ABT Parcel Services, Mr . K-Mf'Nagarathiném, the
Mahager (Personnel) of thé Kotharis (Madras)Ltd .

Mr . Eswaranv the Incustrial Relations Manager of the
Tektbol Coes M;. S. Devarajan of the Ramakrishna
Industrials Pvt . Ltd.s Mr. HeAC - Poppen of the
Aéﬁesﬁos Cements Ltd .» Mr . Vs Mural is the advisor
(Peréonnel)rof the National Corporation (TN«&P-),
Mr. S. Jagédish; the Labour Officer of the Laxmi
Miils.Co-; Mr < V.V. Karthikeyan, the former
administrative Officer of the L«G-B-, Mr -Swaminathan

of Vasantha Mills,s and Mr + Doraiswamy and his



colleague of the Rajalaxmi Mills. From among the trade
unionists, I aust thank Shri. C. Gov.ndans the General
Secretary and Shri - E-S- Chinnadorais the President of
the United Textile Labour Association; Shri -A-Subramarian
the General Secfetary of the Coimbatore District Yextile
Wor kers ' Unions Mr . S. Kuppuswamy of the National Textile
Workers' Union and Mr. UeR. Krishnan of the Panchalai
Anna Thozhir Sangham-'mFinallya I mustvthank the Deputy

-~ Labour Cumniésionér ahdkhis staff of the Coimbatore
region for their kind help in collecting data from

records .

I also thank Mr . Thirugnanesanbandham, Mr - .

Venugopaly and Mr . P. shivarajs for their help in
col%ecﬁinéﬂdata"fromudifferent sources. I Wbuldyée
failing in my duties if I do not expfess my gratitudes
to Shri. v. Rudraswamy s the Research Associate of the
South India Textile Research Associatioﬁ (SITRA) and
Shri A-. Shanmugasundzramas Assistant Professor in the
PSG College of Arts and Science for their

unforgettaile help during my stay at Coimbatore-.
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Chapter 1.

THE PROBLEM IN ITS PERSPECTIVE

The term collective bargaining was coined in
1881 by Beatrice ﬁebb. According to her it represented
an attempt on the part of a group of wérkers to secure
higher and better wages and other economic benefits
than it would be possible through bargaining. During
the last nine decades the scope of collective
bargaining has becomme so flexible that it can include
any issue in its ambit. If any issue is not
covered it is because the parties across the table
do not want to consider the same. During this pericd
it has also extended itself from the ‘manud ~working
producers'nto white-collar and profassional
employées’ from regulating labdur markets to )
regulating managements thereby revealing the evolution

of thoughts.

The predominant purpose of collective bargaining
is 'to negotiate an agreed set of rules to govern
the substantial and procedural terms of employment

relationships as well as the relationship between



the bargaining oart1os themselves - To state it in
soc1ologlcal~terQSr 'collectxve bargainlng refers to
the complex pf relatlonships through which the terms
‘nd condltlons of employment aré: negotiated and agreod
upon between the employers and organised workncn- These
relatlonshlos embrace the arrangements varying from
formal national lndustryuw1de negotlatlons between the
representatlves of the. federatlons of employers and
tradevunlons to the_lnformal,Aunwrltten frequent
underetendindsugeechedabylthe representativesfdf the
workmen and the employers. These relations are
meticuleﬁelyidesignedlandyauthoredlby,bothethe :

partiesi henge, are purely democratic’

.Webbs-used,thisftermvcnly-to‘describe the
procedure adopted by the‘t;éde’uhione”teﬁget‘eeme«
eeheessicns.from the empleyers-w'Bnt te;day’it~is
agceptedreven by the conservatlve and recalcmtrant
eﬁ;loyers in the apitallst democratlc soqmetles asg
a method w1th full ‘of consequences» of de fmmg the
letour management: relatlons.' In such societies all
over the- world it has been highly Jnstltutlonallsed{
In_cduntrles.like.the United States of Anerlca,-

collective bargaining is thé central irstitution



of the industrial relations and the most sotent force

in determining and directing the relationships of

t
i

labour aind management . It is accepted as a democratic
decision making process in'industryo This institution
has enabled the enployers and woriwen o ﬁ;ue 2 hetierx
management of the mutual affairs. In most of the
industrial ised market econocaies it has achieved the
status of a pre-eminent method of industrial rule
making . Therefore, it is rlghtly vxewed by Neil W.

[

Chamberlaln and James W. Kuhn as a means of
contractlng for the sale of labour (tgg“aerxet
theory of collective bargaining)l, as a form of’
industrial government (the governmental tﬁéory)»

and as a method of management (the manageément theory) .

Collective bargaining has established“aﬁa pré&éd
its institutional strength and vitalityé It has -
agrown to a fairly high level of maturity'and has beeh
capable of effectively responding to challenges and
problems in industrial relations. As a métter of fact,
all other methods of determining the conditions of

employment and industrial relations are g iven

secondary and tertiary place and importance .



Vhereas in the Indian induetrial re*ations _systeu
collectlve bargalnlngylé a cqnblnatlon of voluntary
‘negotldtlons and thlrd party lnterventlon ln ‘the fonn~
of COHCllldtlons compulsory-aajudlcation and/or |
arbltratlon or medlatlon qy 1nfluentla1 outsiderév
and’ over the yedrs thlrd~party 1nterventlon in general
_and compul sory adjudlcatlon in partlcular'hqvel
acquired pre«emlnence- 'Compulsory edjudieatioh
1nstead of. collective bargalnlng has become the
central instltuﬁlon of the industrial relatlons system .
The system, however, does not preclude the partles

from engaging in dlrect negotlatlons.

_The history of collective bargaining over the
last sixty and odd‘yeére_Ehows that the employers‘
and workmen'" organlsatlons ‘have complete conviction
in the efflcacy of the method in de0131on making and
industrial government- Espec1ally after 1947, the
employers and trade unlons have beenladoptlng “this
method “in an lncrea81ngly large number of issues to
be negptiated andXSettled. According ko a Survey
conducﬁed by the Employerg':Federationtof India in
1963, the'collectiveebargainlng has”been ln.practiée .
for quite'a;long ﬁimee Cf the toﬁal industrial Qnits

reporting the existence of collective bargaining



tradition 3.5 per cent units réported that in their
establ ishments <che colleéfivedbargaLning was in practice
even prior to 1947 (Employerd' Federation of India :
1966:25~6) . Similarly in a study on concil iation
”qqnducted‘by this author in Karnataka in 1972=73
it wés found that at least 50 per cent’of the -
employers and trade unioné have adopted the collective
bargaining as the basic method of settling the issues
ané‘differences between both the parties (Patil :1977).
But the inétitution'of collective bargaining in
India has developed unevenly in different indus&ries
. and regions. This development should necesSariiy
be attributed to the lack Of statutory provision for
creating the harééining agent of the workmen arid -
accorcing to a legal status to the colle~tive

agreement per se the supremacy of compulsory

ad judication over other methods of disputes
settlement s the.multiplicity of trade unions and
inter-union rivalrys weak and politicized trade
unionisn; p1ethora of labour legislations laying
down the fibor in many labour matters ancd the
employers' legdlistic_approach to industrial

relations problemss etc.- There has been no change



in the labour pollcy ot tue Government with reference
to collectlve burgalnlng The emphaSls on the thlrd
party 1nterventlon 1n lndustrlal relations—contlnues

to endanger the lnstltut;onallsatlom of collectlve

bargalnlng in Indian lndustriaL relat;ons system .

Moreoveﬁv the~industrial.reletions law in India,
whlle allow1ng the reglstratlon of any number of
trade unions (of course wrth a minimun of.:7 persons)
in an‘industry.or,an_;ndustrial‘organisstiepy do'n't
pravide’ for compulsory recognltlon of a union as
T it 7 o A N
representatlve of the workmen w1th~which the
employers or their representatlves could negotiate~
These laws, neither encourage nor compell the partles
to bergaln in good faithi also they do not provide
a legal status to the collective agreements. ~Where
the recognltlon of a oargainlng agent of workmen is
statutorlly provideds the problem has been that of
multlple unions and the non-recognlsed unionsg
refu31ng to accept the settlements smgned by the
employer(s) and the recognised unlon-. The best
example in thls regard may be drawn fran the textile
-lndustry in Bombay - On this issue of recognltlon,

the Bombay mill workers have been on-a strike ‘since

0ct9ber 1981 demand ing the withdrawal of recognltien



granted to the Rashtriya mill Mazdoor Sa.agha by the
Bombay Mill Own:rs' Associatiof; £ fér.ho solution
has been evolved on this issue and the stfiké-
continues. It iS’ hoWever§ s&newhat heértening

to noﬁe that in many industries and aifferent regicns
. the problem of recogniﬁion of unions hés been solved
either.by.recognising a single union on the basis of
membership claimed by the uniong or by secrethbailoty
or by de _facto recognising all the unions irrespective
of their size. Such of the employers in different
industries and régions have been able to eétat&ish
good bardaining relétionships-' Over a period bf time
.certain healthy practices have comelinto vogué
notwithstanding the problems persisting - _Theléood
traditions establ ished by this gfoup cf employérs
have influenced and motivated others to follow their

examnle.

l

My own broad observations oVer a.pefiod of
3 years during 1978-81 revealed»@hﬁy‘gbgwm;ilowqers9
their association aqd thé lébdﬁr uniQns/in Céimbatore
héye been able to establ ish certain healthy practices
and good tfaditions in industri&i relations in
genpral anu collectlve bargalnlnc in partlcular-

- U

The empl oyers have solved the problpm of multiple



.trade tnions and recognlti 1 of a. bargalr ‘ng agent -
’the solutlon belng de ggogg ecognltwon granted to

all or maJor unlons Operating in the mllls or at the
lregional level- In response to. thls kind of recognltlon
the traoe unlons were able to come tooethtr Lo negotiate
w1th the empléyers or the mlllownere' aSSOCLatlon at |
regular lntervals by oonstitutlng a Jo¢nt Actlon Council
The varmou$ agreanents ano settlements swoned by the
partles‘durlng a period oﬁ 25 years s;nce_&95§trevealed
that theyAhad evolved certain standatds; principles

énd fOxmnlee to.determine:various issues and guide'

the lebonr—management'relations-. Qhe such formula

‘evol ved bilaterally was the bonus formula that’was

mUCh"different from the statutdry formula. The

E—————
1ndustr1al relations never appeared to be violent

nat is a ChalaCLer¢SLlC geature of-lndustrlal

delations in other centresiin India

'As a matter Of fact; it was decided. to take up
an empirical study on the collective bargaining
\practlces in the textlle and other lndubtrles in

thls centre with the follow1ng ob_]ectJ.ves°

1. To study in detail the collective: bargalnlng\
practices.evolved by the employers and the
labour ‘ unionss _



2. 7To studv the develop.ent of collect*ve bargaining
in textile and non-textile 1ndustr1es on a
comparat1V* basiss

3. To identify and analyse the developing patterns
of collectlve bargainings

4. To identify the factors that make the collective
bargaining practices in this centre
characterlstlcally different from the pfactlces
prevailing in other regionss arnd

5. To study the role of the organisations of

employers and labour unions in promotlng and
developing collective bargaining. - :

METHODOLOGY

This is a diagnostic-descriptive study based on
both the pfimary and secondary scurces of data. ‘The
secondary sources of data were: the agreements.and
settlements signed by the Southern India Mills
Association and various trade unions operating at
the regional (district) level - the latter constituting
a Joint Action Council of trade unlonss the reports
of the Court of Inquiry (1947)s; the Textile Tripartite
Enquiry Committee (1953)s the minutés of the |
proceedings of the Sﬁanding Negotiation Comnittees
" the Committee of Associationy the bymlaws of‘trade
‘unions and the millowners' associaticns the

publ ications of SIva nanely s awards and Settlementss

the press cuttings on the 1979 statewide textile
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textlle strike as well: as the oopl‘s of the settlements

signed by the lndivloual mllls and?factorleb with the

Junions operat;ng in those- mllls/faetoriesu

on the other ‘hand s the primary Qata were
cwllected from the personnel executhes and the '
trade unlonxsts . both the dlstrlcf ano unat level
leeders & the general managers o£ textlle mllls;
the labour consultants Who were the persomnel

l

executives the offlcers of Southern Indla Mllls
Aesociatlon and the Reeearch _Associate of 50uthern
Indle ‘Textile Research Assoc1atlon. 'To put lt 1n
detalL: 13 personnel executlves in textlle lndustry
1ncluding the Advisor (Personnel) of the Natlonal
Textlle Corporatlon, 5 personnel executlves from
the englneerlng Industry, 2 from transp\rt and 2
from cement 1ndqstrys 9 distrlct level trade
unlonxsts from textlle 1ndustryv 2 from the
engiﬂeerlng and general industrles and 39 unlt
level - leaders £ram dlfferent mllls and faetorles -
14 from two mllls; 20 from 3 factorieSy 3 fram
asbestosycemehtea‘and 2 from transporté In
addition to these: 2‘indu5triai relations

consultants - one of whaun was working in an
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englieering unit and the other in a textile mill -
two general managers of textile millss 3 officers of

SIMA and one officer of SITRA were interviewed

The Personnel Executives aﬁd tradelunionists
were interviewed with the help.of interview schedules
developed separately for the two groups; while others
were 1interviewed using an interview guide intended to
seek to gather their rich experiencess opinions and
viewss The data sought from the management executives
and the £fade unionists were by and large identical -
They included§ Profiles data on the organisatiocns:
the hegihning of collective bargaining practices at

the associjation énd mills/factories levels, the
prooédutés'and strategies adopted, the prcgbl.ems.faced
in negotiationss the procedures followed in failure
of negotiations. the collective agr@emehtswéné .
settlements s the negotiating conmittee and the
bargainerss the institution of Joint Action Councils:
" the influence of collective bargaining practices
deveioped in textile industry on other industries

in the region-.



PERICD OF_STUDY

The study was conducdted dﬁrin%'ﬂey—qune-lgestandyelso
tor cne week'in October . 1983 to £ill the data .gaps -

DATA’ PROCESSING

The data collected werg processed manually-‘ Thé‘
'readers will £ind that the data are Lnterpreted w;th
a qyalitat;ve bias»-

LIMITATIONS -

Slnce the maJor obJective of thls study 1s to
Jdentlfy, analyse and descrlbe dlfferent practlces

and patterris of collectlve bargalnlng over a period

of  time,the data are analysedwwith a qualitative bias-

CH&PTE%IZATIONv-

Thls study report is nresented in nine chapters-
The ﬁlrst chapter isentitled as '‘The Prob&em 1n‘its
°erbpett¢ve . ;t.seeks to glve‘aﬁ adequate baciground
te.the.broblem taken up forhstudy, the;ebjectiveék"_
and the methodology adopted s the llmltatlons of the
study and the~scheme.of chapte:;zatlon~~ The second
chapter makes an attempt to depict the proflles of
‘the bargalners - the employers and their organmsatlon;
‘and the workmen and their unions in t-he_ textlle and

non-textile industriess besides seeking to present a

12
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sketéhy picture of th@‘industries. Hence s it is
ciitled o '"The Bargainers' . ‘Tne Beginning and
Evolution of Collective Bargaining is the third
chapters which seeks to trace the origin and
development of collective bargaining in the textile
industry while discussing agreements and settlements
signed during the last three decades- " The fourth
Chapter also deals with the same subject oat. in -
non--textile industriess namelys engineering, transport
and cement industries. Thefefofey it is titled as
'Collective Bargainii:g in NonnTextile industries'-
The collective bargaining process in existences the
procedures foll owed in'conducting negotiations s the
problems faced, the strategies adopted to tackle |
‘th@ undionss the negotiatiing parties and (he Standing
Negotiation Comr ittee s tﬁe procedurpé adopted in |
failure of negotiations to settle the issuess etc.,
constitute the fifth chapter. It is titled as
'Procedures and Problems in Collective Bargaining' -
The sixth chapter - 'Developing PFatterns of
Collective Bargaining' endeavours to identify ancd
analyse ¥four patterns of collectivevbargaining

that have been in vogue in the textile anc other
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1ndustr1es: viz. coalition bargalnlngy sectlonallsed bargain- l
1ng: convert;ve bargannlng & pattern oargalnlng The Seventkg
chapter seeks to discuss the pos1tlon of collectlvg,
bargaining vis—é-vis the tripartité-methods of‘

concil iation, adjudication and V6luntary.arbitrati0n-

Hences it is titled as 'CO¢lect1ve Bargalnlng and

Triparfité Méihédé'-‘ Any study on collect1va,

bargaining 1n Colinbat ore reglon is 1ncomp1ete without

due reference to the ljole_of the Southem Ind-j_.a,gMg‘;lls

Assoc iat ion . Astéuch the eighth'chépter is devoted

to the discussion on the'role played by SIMA in
prdmétinéJCQIIective bargaining in the,textile‘and

other industriés7and also in solving the:problems

connected with collective bargaining. The ninth
chapter:enQeavours.to arrive at broad‘conclusions

on the;findings of the study -
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Charter 2.

JTHE BARGATINERS

Collective bargaining iz a biparmlte process
of determihing and regulating the relations between
the management and organised labour- It is.
successful and effective only when both the parties
are strong organisationally and otherwise- Often
the age of the industry and its development too
contribute to the successful bargeining. Hence;
in this chapter we shall try to understand the
industrial development mainly with reference to
textiles engineering and other industries covered
by the studys; the employers and their orgahisations>‘

and the workers and their unions -

The Industrial Development

Coimbatore is an industrial city in South
India. First and foremosts, it is considered as the
centre of textile industry. 1In Coimbatore alone

there are 79 mills employing about 53,000 workers -
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Hence, it ic rightly described as the Manchestor
of South India. But this Manche:cor does not have.
the credit of having themfi;st and .oldest textile

mill in the south. The first mill in Coimbatore .

viz.,/the.Staqgi Mill, was established in 1888

i.e. one decade after the'ésﬁabliéﬁm@nt »f the

Buckingham Mills at Madrass which has the honour
==

of being the first textile mill in the south. The

Stanes Mill 'in Coimbatore was established by a
British Company motivated by the availability of
cotton grown il plenty in and aroundeoimbatore,

a suitable climates and the availability of labour.
It was the fourth mill to be’establisheéfin Tanil
Nadu and the southern region. 'Two‘Years-latef'in
1890mthé second miil.Was,establiShed just a few
il

yards away across the railway lines. By 1910 two
more mills came into existence - the first one
again very cl ose to the existing mills and the
second one a few miles away in the village ]of
Peelamedu . - Both these mills werevestablished by
the Inéian entefbfeneurs; aDuring the laté»19QOs j
two more mllls came to be establlshed bringlng

the total number to six. Both these mllls belong
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to same company and they were establ ished during a
short pericd between 1927-29. These six mills had
a copacity of 1.5 lakh spindles and 989 looms

empl oy ing together 5600 workers.

In 1930s, however, there was a rapid growth of

the textile industry in 601mbatore though the

R

due to the world econonic depression. During this
decade about 25 new mills sprang up bringing the
number of mills to 37 in 1937 in the Cistrict which
empl oyed 25,97f‘workers- Almost all of them were
of moderate size’ by and large cach one of them had
about 10,000 spindles capacity . bdMore impertantlys
most of these mills were.working at their peak
capacity when their counterparts in north India and
Britain were faéing the crisis caused by econom ic

depregsion .

Towards the end of 19305; however, a few mills
started experiencing the prahgs of econaonic crisng
It is said and argued that this situation was due
not so much to the economic depression as to the
g{égéﬂgﬁﬁEﬁgJﬁElggiggqagents'and a fewvaristocratic

mill owners who did not have the foresight- Sone of

LR e PO
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these mills certaiinily continuéd to QXperience‘the
financial difriculties both during and after the
Second World War ultlmately ending up wvth the 1abel

of *Sick Mills'.

Eﬁt by 1951 the total number of mills in
‘Coimbaﬁore district alqneirose to 42 which were
épihning“éna/ér“weavingf These 472 miils had the
installed capacity of 849,664 spindles; and 2365
looms providing employment to 32,023 workers. It
méy be noted that the capaéity oﬁ-thewmills wasg
increased by more than 6 tincs: exXcept in case of
weav1ng mills, over a period: of 30 years. Further-
mores» 4 of the 42 mllls were established during a
5 years period between 1946-51. Besides these
42 mills,; quite a good numker of new mills were in
the cbnétructlon stage during the samé- -period, i.e
1946—513 The completion of Pykara Hydro Electricity
Scheme in the Nilgiri Hills appéafs to have given
the necessary impetus to this boom of?textile'mills;
Otﬁer important factors'responéibié for this | o
phenomenal growth pf the iﬁdustrvaas'ths‘availability

B
l

of cottoh grown in the region and a suitable climate .



The growth of the industry in th region kept

pace during the subsequent decades too. During

-

1950s, duc to planned agricuitufal developments -and

timely rains, cotton was available in plentys the

labour supply was not only highly encouraging but

the work%ﬂg_g;§§s was becoming lecg and less militant.

o P ———————n |

‘Slmultaneously: the prosperity of the mills was alsc
increasin§§ the mills carned hugdé profits during

and after the II World War. Resultartly s many mill
owners started establ ishing néwhgnits in differenc
villages and suburbs of Coimbatore, which ultimateiy
brought the number of mills to 80 in 1963. i.e .

200% increase over a period of 25 years. " 0f these
80 millss 60 were in and arcund Coimbatora éity
itself . But in many of thesc cases- the new units
were created mainly by wodernising the old mills

and transferring the old machinei; o the new ones -
Hence, these new mills are often riohtly descriﬁ@d

as 'Number 2' or 'B' mills. It is heartening to

note that even these mills are viable units though
they were started with old machinery -
During the 195083 however » a few of the older

mills had reached the stage of closure threatenlng

hundreds of employees with non-employment and a
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staté‘éf jobleséness; ‘Thdnks to the COJLQItEd
efforts of the trade unions in the *eglon who
exerted maximum.pressure on%tpe State~Government

to persuade theﬁ to take over“the 'Srck',mllls. 4;;
’would not be out of conte}c* to mef‘lu..on here t.het ‘e
4P§_§zg__g of the workers of these SJck mllls~was
‘organlsed from C01mbatore tOo Madras ! dlbtance of .
500 kllometers to lmpfess ypon the Goverement the»
urgency of tak;ng_qver the slckvmllls!f>éonsequentLYf
\the state government formed'fhé ‘em1l Nedu Textile
Corporatlon and took over 12 srck mills in. Coimbarore

dlstrict-~ But the very next year these mrlls were

handed over to the Nat;onal Textlre Corporatlon and-

*

the Tamll Nadu Textlle Corporatlon ceased to function
Today these mllls are managed by the Natlonul Textile
COrporation with its_headquartere at Co;mbetore
located in the premises of one of the 12 mills. Both
the meoagemeot'and workers are striving Lo raise
these mills to a higher level of cff;crency and
progress s Many of them are no more the losing
concerns. The NIC is gradually mogﬂemis;ngé these
mills installiﬁg'new_maoh;nery'manefactured

locally -
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Similarly s the private mills are also fast
modernising - There are hardly a few mills which have
not gone for rationalisacion of the mills. The
unprecendented longest strike by the textile workers of
Bombay has giVen a further fillip to modernisation - of
mills . ATheAmarket for the”yafn produced by the Coimpatore

mills has been continuously increasing-

Rationalisation and modernisaticn of the textilé
mills in Coimbatore is greatly facil itated by the local

manufacturing of new textile machinery by half a dozen

engineering unitsp These units have been ut&ising the
new technologicai knowhow developed either abroad or
locally - Sone of these units have £heir own Research
and Devélopment Devartuwents while others are helped by-
thHe South India Textile Research Assoclation . 'Two Dig
units are manufactur ing the hew machinery in collaberat ion
with a Reiter - a ﬁest Germall! firm under the brané name
Laxmi~Reiter . This company has also heen exporting the
textile machinery to other developing countrics

and has been winning the Export Pramnotion Awards

since last siX years. This company hasdalso a

unit manufacturing automatic looms. One of the

pranches of this Conpany was formally inaugurated



only on June 134 1983. 2s a%mattef of ‘1cty the
textlle 1ndustry ln C01mbatore has been ab&e to
medeznlse regularly and in turn foster‘the growth

of the engineering units.

* The englneerlng industry in Cleb_tore is not
conflned to the manufacturlng of te&;lle machlnery
alone.' It has also been produelng the motor pump-
‘sets for lrrlgation purposes on a large. scale-
Perhaps largest number of pump scts are manufactured
‘1n C01mbatore by a large number of small and blg‘-
factorles-‘ Most of the small fac;omles are nhot-
covered under the Factorles ACt s whlle the big ones

emply less than 1000 workexs; eAcept one -

Furtherinore, there are hundreds of small units

manufacturing domestic appliancess; steel furnitures, -

iron safes and almirahs-. But all ‘tl.ase units are
alsd,small in-size employing less than 10 erkers¢
Though several hundreds of persons are employed in

variocus engineering units in thisvgroup_as well as

the manufacture of motor pumpgsets etc+y the
. " -

engineering industry in Coimbatore occupies the place

next‘io textile induétry'in terms of employment -

22



Besides these two major industrie.. this
industrial centre has also a cemert factory. The
Macukikaral Cement Works was establ ished in 1934,
but within two years it waé merged with the -
Amalgamated Cement Company . It is ﬁow kngwn as
the ACC Mgdukkarai»Unit? which is the only unit of
ACC in Tamil Nadu. This factory has alsc undergone
the process of rationalisation. The ratiohalisation
of the manufacturing process both‘in‘ité q&ggries
and factory resulted in the voluntary retireméﬁt
of a large number of aged workers on payment of huge
sums of cempensation. Of late, it has stoppeé‘
employing new hands. As such, this factory emp@oYs
only few hundred workers. Besides this ceinent
factorys, there is a cement producté'factbry; which
wae establ ished in 1953'by a company bwned by
_British interests. But}recently t.e shares of the
company are purchased by the Indi;h enterpreneurs

and a change in management is in the offing.

A fourth mejor industry in Coimbatcre is
transport « both passenger and goods: transport .
This is rather a service industry directly depending
on the growth of other industries énd pobulaﬁion of

the city. The goods transport and at least fifty

23
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xpercent of the paseonger transport ls 1n the prlvgte
»seotor- In paosenger bransport bo.h the prlvdte and
.publio sectors compete neck to ntok to render
effectlve servxce to the pubilc- 'In oflvote sector,
however, the entrepreneurs are small in tenns of"
the- fleet of - buses owneda only one of the prlvate
enterpreneurs is blg hav1ng a number of units
directly and lndlrectly related to traqsport;.sdch
as automobile workéhops; tyre retreading: petrol-
‘pumps s etc. .MoSt(of‘the transport owpers“operate
from a nearby town. The pur&ic seCtor:traQSport
undertaxing-Was formed in 1971 by nationalisihg the
big prlvate peSbenger trdnsport unoertaklngs-

Since then it has been growing from strength to
.s;rength-' Its growth was so phenomenal that in 1982
it was~split-into’two‘organisetions —_oneﬁforl
Coimratore and Nilgiri districts_and;the other -

for Periyar district.

Although this study covers only four- maJor
1ndustr1es, viz. textlles, englneerihg, Cement and.
tranSport, lt may be noted in brlef that: there are
also other serv1ce and manufaoturlng industrlea-

These include: the cotton ginning and pressing,
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waste cotton cleaning and processings el xtronics,
manufacture of utomobile radiators: speedo meters
tea processing and  wackings steels productgy-button
mdmfacturing, banking, trade and commerce, cinemas
printing and news paperss hotel etc. It may also
be noteag that in this industrial centre £he services

like hospitals and education are offered on_a

Py
inst;tutlons into 1ndustL1es- " This is mainly so
‘because many of the leading textile mill owners,and
other industrialists have- taken up these act1v1tles

in addltlon to runnlng the mills and Factorlgs-
EMPLOYERS

An important feature of this industrial centre
has been that a very lLagge nwnbcr'of small and big
enterpreneurs constitute the privdte secth- Whereas
the publ ic sector constitutes only & section of the
employers in textiles, engineering and passenger
transport. But all these publ ic sector units were
originally ;wned and controlled by the private -
employers. It was cither because of mismanagement
'éf the mills and factories or because of the

Government 's policy to nationalise the private sector



unlts that these puh&lc.sactor'unitS’ca“e into

‘ex1stence during the " rly21§708?

The meloyers in textlle, englneering and.
transport 1ndustries in Cormbatore are smalls medlum
'and blg in terms of both the capltal 1nvested and
the number of workerb employed- The medlum and. big
‘size employers» of lates. havw been muislng funds

7throUgh publlc dopos;t schemes and floatlng ohares-:

'Yet the style of mdnagement and adminlstraelon ‘have

not undergone any change. The top munaggment of the

V1ndustr1al unlts 'is on herldltary bas&s. It ls

rather feudallstlc_ln nature, especlilly in case .of

the textlle milla and a few big englnceraag un4gs-

e n-‘_..___._ HECRENWN

The owners of the textile mllls and engine rlnc
.

units helong to two or three communltles sueh as the-

Ngiggﬁ ghg;;;g;a; qugggrgy etc,, of whom the

Naidus own and control the rargest numbper of mllls
andlﬁacteries, i about 70% of the mills in
Codmbatore district while Chettiars have about

20% of the mills«

These people have lmbibed arlstocratlc ~and

guz

patronlslng persons only from their. respoctlve

26



communities. It is true that the middl = and lower
level managem@nt cadres are fast profe851oaqllslng-
But it would be surprlblng to:note that thebe
professional eXecutivessy by and larges belong to
the conmunity of the mill ownefs or the oécupiefs
of the factories. For instance, if a mill owner

'is a gg;gg all the éiecﬁtives below the top level
execut ives, the managorée -i., the staff, an& majority
of the workers are alsoc Naidus- Simildrly: if the
owner is a Chettiar he employs persons from his own.
community, often turning a&ay Eﬁe‘job'seékers from
the other community- It is said that these two
comnunities afe rivals and compete with ﬁqchzﬂother
in many matters and fields. In other wordss the

R

degree of nepotlsm in textile and englncerlnq

oo s g oo P S,

industries in Coimbatord is of a very high order

and hlghly pronouncod

While the textile and englneerlng idustries
the nepotism 1s communlty bagcd, in other industries
it is regional in nature - One would find hardly a ~
few units which are freg(ﬁ?gmi;hé influence. of
nepotlsm and feuadallsm- It is only in such few

units that the professiocnal managers are in complete

control of administration and decision making -
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'Despite this narrow outlook on the part of the
private employers, it‘may be interesting to note that
a good number of  them are able to put Coimbatore on "
national and international induetrial.mapeJ“:Maoj
leadlng 1ndustr1alists of Co;mbdtore have found place
on the state and natlonal bodies ~_ both governmental
and voluntary$ they have held high offices in such
bodies- At present the President of Indian Federation
oﬁ}éhambe;s oé‘com@erce endgindustries ieﬁeetextile

magnate of Coimbatore -
EMPLOYERS ' ASSCCIATION

The interests of private employers are often
better promoted if they oome together in the form of
an associatlon- An aSSOC1atlon adds a new dlmenSLOn
to their strength.. Qollectively‘they.c6uldvfight more
eﬁﬁectively,inmsafeguarding‘their interestscegainst
the governmental measures,;their eoﬁoetitorSKinz
trade; and the labour organisetione.i~Hence, in
India the industrialiét§ and the‘emplojefs have
organised themselves into associatiohs at the local
regional ‘and national levels. In Cdimbatore also
~one finds that the-employers.in~textile*and engineering

industries are organised. Of the two groups-however,
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it is the mill owners who are better organised and
their associatioh is actively invclved in the
ihduéﬁfial relations matter. The association‘of
éngineering ﬁnits is taking care of the business
interests of its members vis-a-vis the government

and the industrial colleagues-

The textile mill~owners were the first tQ
organise into a regional aséoc1ﬁt10n- »Thé“iﬁitiative
to organise the mill owners was taken-by Mr . R-K.
Shanmugam Chettiars the then Plnanco Mlqlster,,m
Government of Madras, who himsclf was an industrialist

The association . though organised in 1933 « was

registered only on 14th December 1959,

During 1933-59; it was a lose.bodyfof mill

owners.p ften the member mllls dld not honour the

agreements signed by the Assoc1atlon; at loast til

an lndustry-widc agreemgnt was 51gnem _dn 1956

Commlttee. Tbe association was rechristioned on
19th June 1978 as the Southern India Mills Associa-
tion to enlarge. the geographical and’entrepféncural

coverage leading to higher enrcllment. of members -
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We do not tlnd a 51mllar organisatlom of - employers
in other industrles except the Coambatore Dmsgrict
Sma l Scale Engxneering FstabalshmenusAsSocmatlon-
This Assoc;atign;;s only to- pgqpeqt.;hewtrade 1nterests

‘of the small scale enterprénéurs-

The membérshipkof,ﬁhe.Assbciation‘is-open to all
théwtextiie mills in South India whokwduld abide by .
the Constitution of the~Associétion and\pay £he
preScribedkfee,withbutféeféﬁlto' At present the'
Assocxation ‘hae. 225 members spread over 1n five
wﬁouthern'Stgtes_and»one‘Un;pn TerritqryJ vizw
-TdmilvNadu+{$eralas»Andhra Pfédesﬁleaﬁnataké?i'
Mahara@htré.ﬁndfPondicﬁerryaw-The~membe£§hip3frdn

these States and Union Territory 13 as! follows°

A

59 tes . TQEQL_MﬁmQﬁxﬁh;Q
l-,Tamil ‘Nadu - 170,
a. in uommbatore Dl&t 79
b. in Periyar Dist. . 6

- g Outside Cébimbatore
and Periyar dists. .85

2. Rexala 21
3. andhra Pradesh is
4. Karnataka 14
5~”Maharashtra '_1
6. Pondlcherry 1

Total 225
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When the association was formed the membership
was largely confined to Coimbatore . Hences in 1933,
the association had anly cleven (15) fmembers./ The
membership strength has kept pace with the growth of
the inf@ustry in the region . Yet, it may ke noted
that not all the mills in South India are the members
of the association, for it is basiéally an association
of private mill owners and a voluntary bodi.
Therefore, the textile mills ﬁow.contrqlléd by the
National Textile Corporation are outside the
association - Some co-operative wmills in.the region s
however » are also members . In the recent past an
unsuccessful attempt'was made to persuade. the NIC

to enroll themselves as members of the SIMa. \

Being a voluntary orgaﬁisation,'ﬁhe membership
fluctuates from year to year. But it was gathered

that the membership is ordinarily above 200.

A member ceases to be a member of the association
ol the following grounds specified under Rule 12 of
the Memorandum of AssoCiation:'(l) on defﬁult in
payment of su-bs’crip_tiél“l ’ .'wit.hin‘ 3 months after it
has become payables (2)von.expulsion from membership
by a majority of threec~fourths of the memberé

present and entitled to voting at the GeneralBoly Meet ing
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of the Association duly convenédy and (3) on removal

of a member by the Comml tee for not honourlng the

,autuu¢¢oed by the member as stlpulated under Rule

124a) . Rule 12(A). reade as follows“

1 Any .member authorisinga.the: ‘Association in
wrltinq to settle the bonus- in’ respect: of
his mill by negotiation or ctherwise and
the Association acting accordingly and the
concerned member doing any act contrary to
the Assdciation in terms of the authorisation
of the member s the member ‘shall be deemed to:
‘act prejudicially to the interests of the
aSSOClatlon-,

2. The Committée shall haye the power to remove

. any member fram the membershlp of the
Association acting. in the: opinion of the -
Committeey prejudicially to the interests
of the 'Associaticn as referred to in Sub-Rule
(1) above by a majority resolution of the
members ,of the Committee present and veting
“on*the resolution and the coamittee shall
cause to give to the: concerned membery: -+
'opportunlty to be heard on the proposal to
remove him from membershlp The decision
‘of the Committee ii1'this regard Jhall be
fJ.nal and binding and the Comnittee' shall
‘not 'bé hLound to give reaswns to any perscon
or authority to such decision .

Provided howevers the Committee may s on .a
written undertaking keding given by ‘the
concerned members subject to the full .
satisfaction of the. Conmittee and in. the -
‘manrier required by the Committees not to
act prejudick lly to the interests of the!
Associations reinstate him as a member.

. It may.be noted that this-amendment :to the-Rules

_of membership was made in 1980 after a. number. of
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mills -aid bonus to their ‘mployees over and above the
agreed sums under a bipartite settlement signed by

the assuvoatlon and labody weions in October 1979.

Furthermore: Rule’i4 prov1d§§ “hat every firm,
every co-operative societv and every company which is
admitted as a member of the Association shall have a
-right to nominate a‘principai member and. two
"‘llternative memberﬁ‘ as :;epxes‘éntatives to act and
vote.on its bahalf at all general meetings of the

j :
Association- It is stipulated +vhat any person
nominated as & principal member or alternate member
should not be below the ank of a Facééry Managér-
The alternate members have the voting rights only R
in the abgonge ¢f the principal member and in tﬁe
oro‘l\er ~f priorit;r ind icate? by the membe~ at thei-:

time of nominat ing the alternate members -

BJECTIVES OF THE ASSQCIATION

o v

The Southern India Mills 2sgsociation has
adopted a large number of objectives so as to serve -
its members and the society at ilarges These
objectives may bes grouped iuto (1) promotion of
trade/business and economic interestss» (ii) research

and development ~ scientific, technological, and
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education (111) industrial relatlons, (iv) financial
(taxation), (v) educatlonal; jv1) lobbying or legal
'and otherw;se mattersQ (v11) soc;al and charitabde,
(Vili) rural development; (iX) publlc relatlons, and
(x) bthers‘ Thcugh the Memorandum of Associatlon e\
has llSted a large number of educat iocnal , soc:J.aL
'charltah&e and rural develOpment objectlves, they ‘
.are Stlll in the book of Memorandum of Association.
It is only now that the Assocz.at_lcn is olanm.ng to
give effect to these obJectlves as a part of its

Gplden Jubllee celebgationsﬂcpqmenclng from,Sep-83.5

Only two of the ObJeCtheS relate to 1ndustr1al

relations, che of them only partlally- These are°

3. To create and encourage co-operative. feeling .
and unanimity amongst the textile mills on
all subjects connected with their camon good
and tg secure good relations between. the
textile mills and their employees with a
view 4 o maintain industrial harmony and.
Qroduction of textile as a basic necessity -
of the society (emphasis added to indicate
the relevant part)

4. To resolve disputes arising among members

~ INTER SE or members and their employees ,
and arrange for the parties involved in the
disputes willing ‘and” agreeing to submit to
arbitrations such arbitration in accordance
with the Arbltratlon Act .
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It may be noted that various activities arec
undertaken in pursuance of these and other objéétives}
But before going into the details of the activitieéA
"let us know the organisational and administrative

structure. of the Association .

QRGANISATIONAL AND ADMINISTRATIVE SIRUCTURELQF Siva

As per Rule 22 of the Memorandum of Aésociatign?
the affairs of the Association are managed by a. |
Manag ing Committee called 'The.Committee'- This
Committes consists of a Chairmans two Vice~Chairmen,
ié other memberss 3 ex~chairmen of the Association
immediately preceding the Chairmaﬁ in office as
ex-officio members. Thus the size of the Committee
is 23-a§ at present. The Committee is aséisted by.
a full time paid Secretary and a Joint éeqretary;
who 1in turn are assistéd hyvseven offﬂcers‘and other
staff-b The off ice~bearers of the,AssOciaﬁion»are
elected by the General Body in its annual meet ing
held before 3lst March cof every year. The retiring
members are eligible to seek re—eléction~' The
Chairman may4hold the office for two .consecutive
terms of one yéar each - The Conmittee meets at -

least once a quarter while the ewmergency meetings
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could be held with & three days' notice to the members

The Commlttee ;s empowered under Rule 32(1)(a)(1)
to appomt ‘the SUb-COmmltteeuof J.ts o - members -angd’
‘ether members for sp9c1al purposes and to delega;e t@
such- Sub-COmmittees such functlons dndlpowers as. may
be necessary | Important amcmg tbe sub-cam&zttees are:
(1) the: technical sub—committeex and (2) the Labour
sub-caimittee - Whllé‘ the technlcal sub-committee
takes care of the matters related £é productlon, Qork
load and rationallsation schemes of, the member MlllS°
tbe labour sub-committee deals w1th all lahtur problems
of the member mills- 'I‘he labqur sub—cdnmrttee 1s @
body purely’ of the managers from the member mllls- ’

It is a platform to express freely the views and discuss
the problems brought’before the. Associatlons' Thls sub~
cqmmlttee meets regularly, iqe-‘atyleast‘pnce in two‘
months-

The Assoc1atlon is represented en several of .the
governmental and quasl-governmental h@dles sUch as:
_the Indlan Cétth Mills Federatlon, the Standlng
COmmlttee on Cotton of ‘the ICMF Devclopmcnt and Research
' ASSOClatlon’ Yarn Commlttee of.. the»Cotton Téxtlles

Export Promtmn Council ’I‘amil Nadu Electriclty

Consultat;ve Commlttee’ Tqmil-Nadu Elect;101ty Board's
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Consultanecy .Céll +fas a permanent member},‘thé Tamil
Nadu Textiles Committee on Labour .awsy» Regional. .
Advisory Committee of the Centfal Board for Workers'
Bducation, the Coﬁmittee on industrial Relat ions
Award SCheme, the Indiah Standards Institution., the
State Labour Adv isory Board, ihe State E?aluétion
and ImpleMentation'Cqmmitteey the State Committee on
Labour WelfarefBoard{ State Coumnittee on Subsidised
Industrial Housing.vétc- The Association has also
formed a coﬁ£on developmen; research aSSQCiation as

a subsidiary organisation -
ACTIVITIES OF THE ASSOCIATION

The As.ociation has a large number of activities
adopted in pursuance of its‘bbjéctives- These activities
may be claésifiédiintoz (1) Labours (2) Taxation; “

(3) Commercial Services, (4) Industrial licencing and
cbhtrol of supply of c¢ottons (5) Finance, (6) Statistlcs9
(7) Indian Standards, (8) Reoresantatlon in other
organisationss (9) Public relations~and (10) Library»

But a close study of the oarganisational structures,
functions and the t ime spent by the executives reveals
that the lndustrlal relatlons and taxation are the -

predanlndnt activities of thc ASSOClJthHo Of the
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seven cfflcers, one is tht Law OfflCOrs three are

g

“1ndustrial rela+1ons o&flcers and cue*for helplng 4

B

_'of labcur are as follows,ﬁlgj :

X

3.

4’. e

To hold talks Wlth recognised unlons on e

labour matters at the" m;ll level cr oh tho v

industrywiae ba31s on behalf of thé" mllls '

. which are members of. tbt A33001atlon-

4

“f To decide onfissues'relabing'to“the wages and

. work aSSLgnments for - opcratives and other L

staff with the apprcval ot the managlng

JRam At

committee of the Assoolatlon.gi

To assist the mills to resolve\disbuteS'\

relatlng to labour and othez'categories of

employees An thL mllbs~';; | f?”“jt'

To adv;se the members on the wages and

‘agreements and settlements and to inform

_the mills of decxsions of Cﬂurtad‘Y””

T

MJTo represent before the Tribunais; Labour -

’,Courts and conc1llatlon authoritles as and‘

_when. required by the: member m@lis and to'
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brief .the advocates when cases a;e.taken to

.civil courts.
6. Bonus negotiations -

7o To study the changing Statutes and administrat ive
pol icies of the central and state goverhménts
and to advise the mills on the same and to

represent to the variocus comissions on labour

issues whenever convened .

8. To represent in the variocus Employers' Orga-
nisations and to suitably represent the matteré
connected with the’labour'and'industfy and to
represent at the various conferences summoned
by the federation of employers and the
govérnment¢

9. To represent the industry in various canmittees
concerning textiles. - To represent whehever
necessary onh the problems facing the industfy
to the central and state governments .

10. "To collect labouf data Qn‘theiwages and
allowances and information on strikes.and
lock—éuts-

11. . To maintain cordial relations between employers

and employees .
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The . predomlnanee of thé act1v1tles relatea to laboury
taxatlon, flnancial: 1ndustrlal llcenc1ng and control
Eof supply of cottons representatlon to the Central and
State Governments is natural and legltlmate when we
view them 1n the.llght of the fact that the members of
:the Associatlon are- prlvate entrepreneurs ‘who are

primarily 1nterested in enlarging the size of their

share‘of the cake.

THE _LABOUR AND THEIR ORGANISATIONS

Presently the’textlle mllls in Commbatore empl oy’
second, thlrd or fourth generatlon of workers drawn
£rom | the local communlty.‘ But thelr'ancestors were
the mlgrants from the V1llages 1n and outSlde Tamll
Nadu-f Perhaps tlll 1ndependence the nelghbourlng
~ states of Kerala and Karnataka contlnued to! eupp&y
labour to the. textlle MlllS and faCCorles lu COlmbatore
Whether the-flrst generatlon'ofvtextlle WOrkers cane
to Coimbatore seekifig jobs’ duting the 19th or 20th
centurys they are all encultured and' 1ntlgrated very y
well into-the localwspclety.; Slnce the’ text;le mllls
,provi\de ample emp’l oyment oppofciiun ities ..f'te' wémen they
constitute a smzeable sectlen of the ‘labour force in

‘the textlle mills in Coxmbetore- Though,themlabour
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force consists of younger generation of workerss the
level of education is still low in majority of the
textile workers and especially among the women workers -
The textile workers in particular and the industrial
labour in general have bech regarded as highly
efficient as compared to their coanterparts in oﬁhér
Eextile centres. These workers have bheen ungrudgiﬁgly
accepting higher WOrkloadss‘revised every three or
five years with appropriate wage incréase; Similarlys
the efficiency and productiviﬁy:Of thé workers 'in
engineering and other industrial organisatibns has
doubled over the last thirty years. This quality of
the workers has facilitated the raticnalisation of
mills and factories at a faster rate. The experience
shows that the industrial‘lahour in Cohnbatorevare
highly conscicus of their rights and ‘'business-
minded'; éhey calculate the probable gains they

would get before accepting anything.

The industrial labour in Coimbatore is a highly
organised section of the working class. In some mills
and factories we find that the entire lahour force 1is
organised while. in -others more than sixty percent are
the members of one or the other union. In other words

the problem of multdiplicity of unions is very much
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prevatent in'Coimbatore«~ While hine "recognised"
trade unlons; reglstered as dlstrlgt ievel organisa=-
tions (be51des half a dozen mlnorlty unlons) are
functlonlng in the textlle industryp in cmher v
1ndustr1al organlsatlons flve to fiftean unionsI
reglstered elther as plant unlons or disgrlct level

unions are operatlng-

The workers in- the textile industry were first

organised in 1920. The CoimbatorQ Workeré' Union»
’_‘-—v»—"""—

which WQEWQEQQQiSed”bx V+O-» Chldambaram Pillai and
e —T e

M M'MMW erim——

Ramaswam Iyengar s was treated hy thc mill owners.
P D g 40

in a hOStlle manner that could. be very well compared

with the treatment meted out to the Madras Labour .
Union and Mr. B+sP-. W ad ia by the management of Binny
Mills., Madras. . The C01mbutore Workers Lulon was

e At et

reglstered only in 193;mm;;h a uembﬁrshlp of 244.

But this registratlon was a Short llved cnep for
the government cancelled the reglstratlon withln
one year cau51ng dlSSdtlsfactlon among the mill
workers-' Thus’ this unlon had to face employers'.

{ R
strong oppOSLtlon and res¢stance agd the government's

discouraglng attltudesand approaches from the very

beglnning- Even in the absence of a IOgistered union
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sporadic strikes were organised during 1932-36,

though unsuccessful .

Mr Basudev, a Justlce party worker from Madras,

et e e

was successful in resurrectlng the C01mbutore Workers
,Unlon 1n 1936- But he was not dble to carry with him
the local leaders . #r. Basudev was more concerhed
about his pol itical career with an eye on the
Assémbly elections. Often he was using strong arm
tactics in handling the union affairs. The simnering
discontent among the local leaders exploded when he
signed a settlement with the mili owners bypassing the
local leaders. When the attempt of the loaal le@dars
to censure him failed they walked“out énd formeditﬁé

SOClallSt Worxers _Union - The new union backed up the

g e -

candndature of NG« Ramécﬂdmy who contested tho electlon
- to the Madras Leglsiatlve Assembly as a candldate of

the Congrese party . Mr. Ramaswamy was a spinning
master and kelonged to the cammunity of thAe mill
owners . Hence, they also §uppot§§d_hiﬁ;gﬁgééggﬁg£e.
After getting elected Mr. Ramswamy decided to

associate himself with the Soéialist Workers.Uhion-

Very soon he became the Vice-President of the union

irkiné the millowners. It also marked the beg nning
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of a course of collision with.the mill owners till

his death in ~943.

| Mr . Ramaswainy waebthe right type of labour - -
uleaQanto build npfa popular and mass labour

movement. in the textile.ﬁmiastry in the cirewnstanoes
prevailéd.then1 ?Heihad.the'necessarY’temperment to
be accessable to the workers unlike his predecessors.
The mill owners were trying to oppose anct sqpress

all’ efforts of the WOrkers and thelr unions to Jmprove
tne working CondltlonS, wages and Job securlty etc-
The mill owners strongly helleVed that they were dOlng,
a ohar1table aot in running the mills and proyldlng
employment to the workersQ They were consistently'
\refu51ng to recognlselthe labour union whlle puttlng
many Jmpractlcal COHdltLQﬂSo This att;tude and
approach of the mlllowners caused a number of prolonged
strlkes trom 1937 onwards~ The' mill owners trmed to
break the strikes by employing outsﬁdeieléments} They
were not prepared to negotlate with the unlon for a’
peaceful settlements 1nstead they preferred physxcal'“
assaults on ‘Mr . Ramaswamy and other aCthiStSo _The

government had to 1ntervene to settle the dlfference

between "the two partleSs ut often hese efforts

unsuccessful . Even when the' government dppointed a
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Court of Incuirvy to study the conditions existing in
the industry an? recommended the i lementation of
the findinds of the Court of Inquiry tne employers

did noct give much importahée to these feelings. Often

the confllct between employers and_ the labour was not

for getting some wages or other beneflts or rc—employment

S o a2 5 e K

-of dlsmlssed workeru but to estanllsh the rlght of the

O

unlonsto eXlSt-

ot

The Social ist Workers Union was not without
factions. One section of the leaders were guided by
the Communist ideologies while the maln group was

guided by national ist-congress ideaISo The strike in

LA AT NS 9 A 15 AN

1937 by the WOrkers demandlng the restoratlon of

Rt rzbe o
b e S

custamery bomus given st the time of Despaval igave
an oPﬁogtunity to the Commanist‘gactiop_te_gyab'tpe
%ﬂéepry eleep%ggwawgeg.se; Qf Qgg;ger;eaierswgf,;he
union in an emergency general body meeting and

S .
renaming the union as the Coimbatore District Mill

L3

Worker ‘s Union. This move of the communists resulted
in the formation of another union after a month:’
namely s the Coimbatore Distriet Textile Worker's
Unions by the other factlon lead by Mr . Ramaswamy

‘marking the beginnlng of multlple trade unlonlsm,j

inter-union rlvalry, and conflict and violence in
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industrial relations-

Till“independencea the Milllwo*kers’Union and tﬁe
Textile Workers Unlon were the only two unlons-, Tﬁey.
were non-competlng since they had thelr own strongholds
in the- groups Of mllls located in dlfterent areas- Yet_
durlng_}ate 19405 the_rlyalry between_the'two.unlons
gave rise to frequent‘cooflicrsireSQitihg iﬁwvioiencea

physical assault on activists, and murders-

The period from 1952 onwards is_merked by the
origin and growth of many unions either‘due,to the —
formation‘of.nationel federations of trade-unidns and
theirleff}liatesiet the local level mainly as splinter
groupss or the reg;oael politiéa; parties ooming_into
existence with the;r»own labour wings and formihg the -
unions at the local ievell Thﬁs heginﬁing_ie 1952,
more thap a dozen trade unions oeme into existencevas

district level unions by thejend of'1979.;;

In 1952, the Congreso~SYmpathisers in the
Textilé Workers Unlon cane ogt to form the Natlonal
Textile Worker s Union: when phey falled to get the
unlon afflllated to Indlan Natlondl Trade Unlon
Congress whlch was formed 1nL1948,because of the

\
strong opp031tlon from the other group_, It was
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also during this period that the region:l political
parties started being organised. The Dravida
Munnetra Kazhagam was formed in 1950s with its labour
wing viz. the Labour Progressive Front. The Labour.
Progrgssive Front organised the Coimbatore District
Dravida Pahchalai.Tthhilalar Munnetra Sangham
during 1957—58§.it became oné of the.major unions

in the region,‘gaining strength withiﬁ a short
period . During this decade ;tself the Coimbatbre:
District Textile Wo%kér's Union suffered another
verticle split in its ranks. The president and the
general secretary of the unidp‘had differences

with other leaderé of the union which prdmpted thein
to organisé the United Textile Labour Association

in 1957. This uﬁion, however s has not been able to
enroll a large membership and become one of the wajor
unions;j at present it has a mambership of only 3500
from a‘nuhber of mills. But it has all along retained
its image ofva tréndfsetter and a genuine 'well-wisher'
of the workers~b Both the Textile Worker's Undion

and the United Textileibabour Asscciation are - -

affil iated to the same federation,K of trade unicns,
namely, Hind Mazdoor Sébha- Several times HMS had

split into two organisations and reunited at the
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Natlonal level HMS & HMP - or HMS(K) & HMS(V) » etc.
But thcue two unions ot Co;mbatorc huvﬂ leqyﬂ
rtmulncd seﬁarqte, nctznfluwnccd by the mcrgtrs of

hational factious.

Dufin§.1968AthekCoimbatore District_Mill*WQrKerfs
Unibnihed tc&euffer a verticlexeplit following the
split in the Communlst quty of Incld and the
f0rmation of Centre for Indian Trade Unions by CPI()-
The CITU organlsed,the Coimbatore Distr;ct3M111'
~Labour Union in 1968. Bcth‘the un;cﬁs;e the Mill =
Workers Union and the Miileebour'Un;cnvé have been:
able to éhroil large ﬁembershipw -Similerlysfwith
the split in the Congress party at the national level
in 1969 and the subsequent 1nf1ghts among the offlce
bearers of the Natlonal Trade Unlon Congress resulted
in the formation ofvtwo factlons in the,Nat;onal‘
Tectile Worker S Union- zOne factich\was in favour
of contmumg with the I-N -T .U C. while z;he
sympathisers of the syndicate (congress) were in
favour of seeklng the affillation of the Vatlonal
Labour Organlsatlon that came 1nto existence 1n
1969 at Ahmedabad because of the spllt 1n the

Congress party - The factlonal flght contlnued

for some years w1thout any organlsatlonal crisis-.



But during 1973-74 the sympath isers of syndicate

were able to have a complete control- over the National
Textile Workers' Union. Therefore, the other group
organised the National Textile Employers' Union .

But both the unions still claim to have becn establ ished
in 1952, Both the unions share the same uilding for
their offices. The differencés bepﬁéép the two
unions became sharper with the estét&ishméﬁt of ﬁhe‘
Janatha Party and formaﬁion Qf the Janata Party
Government at the centre in 1979. At‘thé lécal.levely
it appears that,s the National Textile.Workers' Union

is relatively stronger than its rival .

' The Dravida Munnetrd Kazhagam also had organisa-
tional crisis in 1974 resulting in the formation of
Anna Dravida Munnetra Kazhalagam by the then Treasurer
of DMK+ and a mass based popular leader Mr .- M-G.
Ramachandran. The new party also: formed its labouf
wings namely s the Anna Thozhirsangha Peravai at the
state level and various unions at the industry -and
local levels. Thus,s, in 1974 the Panchalai anna
Tozhir Sanghan was formed at Coimbatore for the
textile workers. With the backing from the ruling
party s this union has been growing from strength

to strength -
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Towards the end of 1979 the’ Natlonal Textlle
Workers Unloa sufferc( a‘CrlSlS leadlng-to the
fonﬁation of Bharatha Natlonal Textlle Workers
Union by its generel secretary - But this’ unlon-has‘s

been £he smallest union at the diétriottlevel with a
T
membershlp of 2,5003 so also it is one of the minor

unlons in dlfferent mills

Besides thesé major trade unions in the textile
lndustry,durlng 1960s two more trade unlons, namely;
Coimbatore District N~G'R Tcxtlle Workers Unlon and
the 8watantra Trade. Unlon had come into ex1stonce-v
Similarly, during 1971-72 seven unlons were organlaed
These were: Socialist Textlle Worker's Unlon, Textile
Employees' Associations Coimbatore District Textile
'Staff and Jobbers' Union, Coimbatore District Staff
Union, CoﬁnbatoreuDietrict Jobbers: Union s ?anchalei
ﬁirraéarUliyargal Mﬁnnetre Sanghams and Tamil -Nadu
Textile Miils Electriciens"Trade Unions .. .Though this
iist suggests thaﬁ £here are four or five unions for
the staff and supervisorss7they are not invelved in r
negotiations after 1972, prﬁnarily because they are
minority unioné. 'Tﬂese uhions seem to be defunct .
in recent years- The lmportant reason perhaps is the

unw;lllngness of the staff employeo in. the mills to



be mempers-.ef. the tradc unigns- They are aﬁraid'oﬁ the
conséquences of incurring the displéasure of thé N
millowners who are averse to tfadé unionisn among
the staff. Whenever an agreement is to bhe negofiatéd
with the staff, five eiected representatives ofkthé
staff are‘iﬁQolved in ﬁhe negotiations, invariably
both the parties signing settieménts- But it,should
be_noted that in the NTC mills not only. the staff
-and the supervisors are organised but also the
managerial embloyees.h Thus s in the~entire industry
only ohg officers' (manggers),association has been. .

functioning since last three years-

Trade unionism in textile industry reveals one
important change. This is rather an actitudinal
.change on the part of the‘employers- The mill owners
are reconciled with the right of the unions to
organise themselg?s-ﬁ Thgy have granted gg_ggggg
recognltlon to all the major unions operatlno in
the 1ndustry or the mills in the area, and negotldto
with them the issues arising out of employment
relations. This change has come about mainly

because of the realisation of the fact that both
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can co=-exist only in‘an utmosphere of mutual confldence
anqﬂcofppefatgona; Gradually the vatillty has glven

way to mutuancoéoperatlon and accomodatlon-

Trade unlonlsn in the englneerlng 1ndustry is
broadly identical with the tradQ unlonlsm in Textlle
industry.'" The™ Trade: Unlons are’ functlonlng both at
the~induétry&cumﬁregional and the unit levels-viThe
major trade unions are aléb'affiiiaﬁedlﬁo thg@;ame;
féderations of trade unions - both national and
regional » Lastly,‘almOSt same number EE'trade unions
are4f6und9in the engineering and textile industries
i.+ 5 to 15 However, in this industry one would
find that'unidns«éréborganiSed b§ the'éﬁﬁioyéeé‘of
an orgénigggion exglusively for theméelves- But"
tunl%ké the trade unions ig;texgile‘induﬁtryfthesév
unioné do not have very large memberShip. Even in
tne blggest of the englneerlng unltb the membership
_of any of the unlons does not exceed 300, malnly
'becausg the englneerlng unlts,Has a general rules -
are éﬁall iﬁ size .

It seems that tﬁétAITUC took the lead in 6rq§h§sing

,l:he'w%)‘rker; in this industry 1n;"51_”9:1_§'.'“ This was followed

by ancther union by the socialists who organised the
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C01mbotore Dlstrlct Engineering Workers Unions in 1947.

Subsequently, the INTUC, the Labour Progressive Front,

the CITU, the TNTUC, etc . organised their unions.

Whereas in transport and cement industries the
workers are organised at the unit level . In these
lq§%53r1g§”5£§gﬂmult“p;e unionism 1§“3mgenera;w53;e"
Thus, in ACC cement factory, eight trade unions are
opeféting while in the aAsbestors Cement factory six
unions are functioning. The ACC cement factory has
recognlsed only the majority unions of the workers
and the staff -~ one HHr each category = affiliated to
AITUC and INTUC respeciiQely. Recognising one union
for one category of emplofeés is unique to this:
organisation . It has been able to do s0 mainly

because the negotiations on almost every issue is

undertaken at the Caompany'’'s level .

In the public sector transport undertaking there

was only one union between {2;%;99- But in 1980 the
worker-members owing affiliation to the camnnunist
parties‘Shouted slogan in favour of their respective
parties which immediately resulted in the popularisation

of the members and formation of e;ght (8) unions =

six for workers and 2 for staff . Though this is



supposed to be the immediate disposing factors the
management's decision not tofhave extra-constitutionaT
relatlons with the ur ion consequent to an- ugly -incident in
one of the depots (self 1mmolatlon bld by a worker)

was responsible’ for pollt1C1zatlon of the workers and
formation of these 8 unlons hOlplhg the pOllthdl

partlee .and their labour Wings to make a- dent’ on thls
organisatlon- The management‘haSa however;Jnot

recognised any.s ingle unionj all are invited for

negotiationse
OBJECTIVES QF UNIONS

. The tirade unions in Colnbatore in recent: years
have re-formulated their objectives on more construct ive
lines.  These objectives hesides seeking to promote the
econamic and non=-economnic interests of the membere and
their dependents and good industrial relations,endeavour
to prcmote good social relations among .the WQrkers,‘
better inter-~union relations ahd nat ional interests'hy
achie?ihg socialismf‘.To realiee these objectives the
trade unions haQe adobted various iodustrial and social
proérammes and activities; Besides, the roﬁtine'and
regular act1v1t1es of helplng the members to resolve
thelr probleme at the workplace; they have undertaken

a few welfare activities such as runnlng school s for
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the children of the memb:rs, getting hcising
accomnodation and pranoting co-~operative movement

among the imembers .

ORGANISATIONAL STRUCTURE

The trade unions in textile and engineering
industriess being disﬁrict level organisationss
have a different type of organisational structure -
a three tier structure. At the mill/faétory level
there is a branch committee consisting of the |
members working in the concerned mill/factory- These
branch connittees have their office-bearers elected
by the members of the union. Annually or biannually
the members of the branches also eléct one or two
representatives to represent them and their branch'
at the district level . All such representatives:
const itute the generél body of the union, which is
commonly known as the District Council- The size
of the District Council of any union does not
exceed 115 including the hOnou;ary members . The
District Council elects the office bearers and-

other members of the central executive caninittee .
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QLIGARCHIC UNIONS

Though this three-tier structure suggests a highly
demecfa#icb$ty;e‘ofe§unctiqningAWithin”thefuniohvhasa
genereltruieb we find'thet in eacheuhioh the internal
functicning is oligarchic. It is:the:preSident and/or -
geﬁeral‘eecretary‘who decide the matters or .guide the
decision~making in the manner they want . Often they
take deClSlOnS on thelr own and get them ratlfied oy the
Executlve cOmmlttee “and the_Dlstrlct Council whemnsver

i . P

they are convened. It 1s little disturbing to note .

e ;

that some of these central'leaders do not. have
conf;dence in the capac1t1es of the lower level leaders
and the members of the union - Yet it is a fact that
many of the unlt level leaders are emerglng as the
widdle order district level»leaders{eften_representing
the wcrkers of ether mills/factories on behalf of the
ceqpralhuniono This has been'pessible because the
bfaneh eommittees have been given a certain amouht Of
autenomy in negotiating with the mill/factery
management s on'local issues including the work load
and wages‘affeeting,the interests of thedr meinbers

working therein .
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INTER=UNION RELATIONS

The fact that the trade unions in the textile
industry .in particular and all the industries}in
general have been coming together in the form éf a
Joint Action Council to negotiate with the employers
and the SIMA clearly indicates that the trade unions

in Coimbatore have better inter-union relations. They
co~operate with one another in settling the issues
with either the individual employersvin all the
industries or the SIMA+ Over the last 20 to 25 years
this has become a general rule replacing the intense
.inter-union conflict that was very common during
1937-55. The rivalry hostility and conflict that

were characteristic of the early period of trade
unionism in this centre are not exhibited and
experienced today - It is only occassionally that the
confl ict among the unions erupts, but in a mild form,
in localised issues that mainly affect the interests

of the individual members, such as seniority, pronotions
confirmation in service; absorption of badli workers:s
festival bonusy etc. Such situations h;ve cerﬁainly
resulted in the polarisation of unions to get 'justice'
from the employers. At times there have been

prolonged strikes also. But such conflicts have not
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affected the formation of a coalition of unions- on

‘general issues-

It may alsc be noted that th‘e vnions are
:Lnformally clubbed into commun:.st and non-communlst
unions - the two blocks not co-—operdtmg with each
other at tJ.mes- Recently» the communlst unions dJ.d
not join the Stand J.ng Negotlatl.on Gommlttees ‘formed at
the SIMa level COI'ISlbtll’]g of thz, representatlves of

both the parties, though they partlc:l.pated in the

initial delibkerations.



Chapter 3.

‘THE_BEGINNING & EVOLUTLON OF

'COLLECTIVE BaRGAINING

Once the organisation(s) of workers come into
existence and start'gaining strength the employers:
sooner or laters are qompelled to negotiate with the
unions on various matters of mutual interest- The
experienée in Indian ip@ustries» however:s indicates

that the trade unions had to struggle hard.to

establ ish a bargaining rel aticnship with the concerned

employers. They had to face strong resistance -
sometimes collective resistance - from the employers
and opposition from the government interested in
prOéeCting the interests cf the employers under the
J_._g;_i__s.g_g_z__gg_j._g_@_ policy . It was only when the.unions
and workeré persisted in tﬁéir efforts to get
recognition from the employers that the latter
started to tcke cognizance of the unions and talk
with the representatives of the workers across

the table. The experience at Coimbatore is not

different from this general condition that prevailed.

el sewhere in the country.

59



60

Though the flrst textlle mlll WdS estah&lshed 1n

H o

Coimbatore | ln 1888 and the workers organlsatlon came

iy At e

iqggweﬁggtegggwln'lgzg (and ‘that" of.the employers  in
©1933) the joint negotiations by the employers and the
union’ seem to have startedeonly‘in 1936¥37-"The

. T ———
‘Coimbatore Workers' Union éstablished in 1920 was
defunct between 1927-36 due to the . employer s
L s W 1 b
resiétancefand government opposition . ‘It-was in 1936
that  Mr-.. Basudevs a Justice Party leader from Madras
resuscitated the Undion and negotiated a se"ttlemen“t
with the management. The contents and the coverage of

the settlement are, however, not available (Ramaswamy :

18).

It was this settlement that brought to the surface
thel31mmering dlscontent among the local leaders
against the strong arm methods of Mr . Basudev which
ultlmately.resqlted in the. formatlon of‘the Socialist
Workefs' Unloh in 1937. Though the office bearers
’of the Soc;allst Workers Union and the employers
had identical nat 3,Qnal /pol .'Lt.lp&ll mterests; the
bargainihg'rélationshi@m‘didonot take~roots; for.

' shri N«G- Rama swamy s whose‘candidature_to,the Madras

Legislative Assembly was backed up by the millowners
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~sinc he bedenged. to the: - community)s started taking
keen'intgrgst'in the welfare of the working class-.

His election as the Vice~President of the Socialist
Warkers Uniﬁp ma:ned,ﬁhe beginning of an era of
vconfrontatigé and intense conflict betweeh the mill~ -

- owners -and tbe union besides resultlng in the formation
of rlval uniqns; viz . Coimbatore District Mill Workers'
Union and Co batore Dlstrlct Textile Workers Union in

1

1937 owinq aff&llatlon to the Communist and Congress

3

parties reﬁgecﬁively- The millowners employed all

-possible meﬁhods and tactics to break the trade union
‘\ ‘-1

movement, lﬂCLudlng physical assaults on Mr .Ramaswamy «

" But when the‘Te&tlie Workers Unaon succeeded in

!

ﬁ“nreaSﬂhc upnnw tha Government of Madras to appoint
a Court of Enquiry urder the provisions of the
Trade_ DlsputeswACta l$29 to remedy the deplorable
TlLLALions of textlle workers in 1937 and getting a

o=

Report favourable to the workerss the millowners.
simplyﬁrerSquto accept the recommendations of
the Co@?t an@“%nforce'them- They continued to
decide-%nilaté&ally the matters aﬁfeqting the

workersL

Thp end ofXWorrd War II, however, brought about

some change n 1hdqurli1 relations in the textile
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mills in Coimbatore as it did elsewhere.' It is
githered frem”ﬁhe”diSEehtﬁﬁé’ﬁgfe'bf“the labour

répreseitatives on’the Tripartite Textile Enquiry

—

Committee appointed by the Government ‘of Madras in

o ——

11951 that the trade unions and the South India Mill

owhefsT"Kééééié%ion*héa‘hegdn'thé practice of - -
negotlatlng blpartlte agreements during mid 1940s -
In 1946 an agreement Wi s Slgned "By - the South. Indla
Mill Owners' Associatlon-and’the"two trade‘unions
stipulaﬁing that individual miiis‘éhould‘not:deal
with the unions on labour matters and that.the same
should be left to the associdtion . for negotiations'
(Government of Madras: 1953:115)-~'It'may further be
noted that-between 1946 and 1951 & few other
agreements were negotiate@. But these agreements
were not respectéd by the member mills of South
Ind:ia Mill Owners' Associition-as was-alleged by
“the iabour Repnesentatives in: their note of dissent.
It was pointed'out by them that -the South India

Mill Owners'rAssociation was a lose unregistered
body &and that the collective agreements reached
with'ﬁhe SiMA:were not respectedfny the\miils'. The -
member mills were questioning the authority-of the
Asgsociation to ectjon their behalf on labour.

matters.
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Despite this alleg:tion of the labour represen-
tativess it ccanot he gainsaid that duringl1940s.
and 1950s the employérs' association,négctiated with
the trade unions the general issues based on the

recommendations of Venxataramalqh Award of 1946 and
-ainas F280 8

the Trlpartlto Textlle anu1ry Commlttee Report of

T ————

1953. The forme: was the outcome of the proceedings

L ————

of a Court of Enquiry constituted by the Government

of Madras on 5.7.1946 in response to the representatlons

o e e . ot o

received from the Madras Provincial Trade Union
Congress and other unions. This one-man Court of
Enquiry was asked to enguire and report, inter alias

on the following matters:

Whether the canditions of service of the textile
labourers in the Province are satisfactory.

If nots what changes are needed with regard to
(i) wagess (ii) leaves (iii) security of
service, and (iv) effective production .

[

2. Whether provident fund and/or gratuity (or
pension ) should be made obl igatory on all
millss, and -

3. Whether the existing stat tory provisions.
relating to strikes and lock=outs are adequates
what provisions should be made for preventing
unreasonable strikes and lock-outs and for a
peaceful and speedy settlement of disputes
between the mill owners and the workers-
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“he Trlpartite Text11e Enqulry Camnmttee was
constitutem in 1951 on the ba31s of the recommendatlons
of the Spec;al Industrial %rlbunal headed by Justice
Shri Pe. Rajagopalan, that the diSputes relatlng to
workloads» wage structure, reave facilitles; etc~
should be de01ded on an industry—cum-reglonal baSls
for all the textlle mills ln the state-j Th;s
'Trlpartlte Committee was thertfore, asked to examlne
'and enqulre mto the ex:.sting terms and condltions
of employment for the workers in the textlle mllls~1n
the state in reooect Oof wage etruoture,dearness
allowaﬁceg worxloaGSs:leave fac111t1e69 bonus:
pretldent funda gratﬁitys standardlzation of occupations
securlty of serv1ce; CldSSlficatlon of workmen, hours
of employment» shlft workings termination of employment,
means of redress agalnst unfalr 1abour practlces and
treatment of - wxongful exactlons by the empLoyere'
'compensatlon for ;nvoluntary unemployment; housing;,:
labour welfarey 1abour~management relatlons w1th
pagtieglarmreferenqehto ;nternay,golnt machlnerles'
‘fef ;f§véntionvef aiqutes aqd}ﬁrdnetidnfef‘

settlement of minor diéputes;

It may also be mentioned that the Covernment

of Madras had appointed another Comnnittee namelys
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the Standardization Connittee under. the‘Chairmanship
of Thiru Uthandaraman to look lnto the question of

Ve

job classif ication -

Thus starting in 1937 various labour matters
that could have been bilaterally negotiated and
settleo were left to the state to be decided on the

ba51s of the recomnendations of the Courts of Enqulry;

industrial tribunals and tripartite committees . The
basic reason being the reluctance of the wmill owners
to meet and talk\ﬂith the labour representatives-.
According té Juétice Venkataramaiah, who headed the
Court of Eﬁéuiryy there was a total absence of
opporéunitiess féf the employe;s and employees to
meet, discuss and negotiéte agfeements- ?Somehow

or other théy do not meet and they do not appeaf

to wish to meet even"; thus wrote Justice Venkataramalahi
The millowners in general were not prepared and
willing to be present even as 'observers' when the
labour representatives were reguired to give evidence
before him. Tﬁé‘ﬁillowners were highly onscious

of their 'superior' status vis-u-vis that of the

workers and their leaders.
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‘ But when the Tripartite Téxtlle Enquiry Ccmmlttee
_submitted 1ts report in 1953 with uissenting note of
the labour representatlves, the Government advised
vthe mill cmners 1n the state to settle bllaterally
the matters relatlng to c1a551f1cation "Of Workers;
workload, wages s etc-, the 51tuation changed qulte
remarkablyw* The Mlllowners Assoc1ation invxted the
three trade unions then operatlng 1n the 1ndustry in
the region, viz . the C01mbatore Dlstrlct Textile
Worxers Unlon, the Comnbatore Dlstrmct Mill Workers
Unlon and the ‘National IExtile Workers Unlon; for‘
bipertlte ta;bs»eh wagess wcrklgad and other related:
issues . The;hegetiat;ons were successfglly'donducted
under.the.in;tiative-and.1eadership»of the then:
Hon‘bie“Secretary of the‘Mil;owners}\Associationf
Shri. K+ Venkateshulu: Undoubtedly, the'labOurfhhions
alsosperticipéted with equal interestf’.Resultahtlyp
an{induStryewide.agreement'was‘reachedgen 2589»1956-
This agreements by and large’s adopted the ‘recommenda-~
tions sf the~Tripart1te TextiieSEnquiryaCémmitteer
and'the"StahdardiZation ¢cmm1ttee- ”It covereéVthe'
issues such as occupatlonal nomenclaturey duties:

workloads gradatLOHSs basic wages: wage- dlfferentlals
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and o»roducticn bonus of workers in 41 mills in
Coimbatore District. The agreemeut classified the

textile workers into 146 categories while grouping

them departmentwise and skillwise. It also def ined
the duties ofleach occupation s thefquaiifications
‘fequired, and the relation between jobs; the basic
wages for each dccupation listed but in relation
to workload and éfficiency, product ion bonus for 
spinners based on the number of spindles‘handled,

reserve plecers and doublers-

This agreement attained great significance in
the years that followed. It has been the basié for
a number of agreements negotiated subsequently with
'regard to workloadss wagess etc . whether in
individual mills ar in general . The basic wages
‘fixed_through thils agreement are still in vogue-s
of courses with éubsequent addit ional canponents -
More importantly s this agreement markéd the
beginning of a new cra in collective bargaining
and industrial relaﬁions not only in Coimbatore
region but in the country as a wholé., The fact
that three trade unions and the Mill -Owners'

Assoc iation jointly negotisted this agreement was
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in itself a great achievement when viewed in the light
of the absence’ of necessary statutory prov151ons on
collective bargaining . and recognition of a. bargalning
vﬁgentg_gKngw1nglyvor‘unknowingly;the.Mlllowners“
@geeqiatgoﬁ»and~tﬁe‘la%bur uﬁions;h&d,set.a~neﬁvpattern
in collective bargaifiing, namely, the coalitdion -
pargaining. Coalition bargaining means bargaining by

a group of trade.unions fofmihg~et¢oeiition to negotiate
with a multl-union employer or a group of employers

or Wlthythelr association- More will be dealt with

this subject later.

Ever since this agreement was signed collectlve
‘bargaining.in the textile industry 1n Cozmbetore
region has been growing from strength to strengtho
:Ft is‘;hlghly_~.:Lnst1tut.lonallsed.despite the prqblem
of multiple unionism,and'thevabseheefof encoufaging
statutory provisions .to recognise aﬁfepresentative_
"uniono In fact, the absence of‘sﬁatutory provisiens
to recognlse the bargaining agent and to reglster
the agreements have not been problems and/or
obstacles in ‘bargaining either. at the association

level or.at the. lnle1dudl mllls level- Cealitlon

bargainings where in’ the trade unions form a JOLnt
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Act. on Ccuncil has L lped to solve Jae problem
Qf recoginising a representative union. <Collective.
bargaining has developed to such an e xtent that even
minor matters are negoﬂiated with the employers and

attempts are made to resolve them bilaterally before

rseeklng Antervention of ConCllldthD offlcors. _More -

a————"

1mportantlyp in mllls llke C01mbatoro Qplnnlng and

s o 1o T e

Weaving Mills, tihe agreewcnts reached are not

. o il

reglstered w1th the qovernment machlnery Instead -

memeographed coples of the agreement are‘circulated'

among the trade unlons anu tho vorxerbs dnd enforced

N it s aat

';giall~§%§¢erity by both the parties. Whereas in
other mills and at the association level the
agreements aré registefed either as settlements
arrived at in the course of concil iation proceedings
or as the set:lements arrived at in course other than
concil iaticns ise. as either Sec .12(3) settlements

or -Sec +18(1) agreements .

The development of collectlve bargaining since
1956 in the textile ihdustry~may be analysed in terms
of collective bargaihing at the assoéiatiqn level »
and collective bhargaining at the unit/mills level;

rurthermore s collective bargaining at the mills
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levelwmay pe.viewed in terms of-compfehensive:
fbargalning covering the entire mill and sanctionalised
;bargainlng covering a. section/occupational category
-within a .mill-e. Collective bargaining at the
association level has been 1nstituted‘even prler’to
Independence while~at.the;mills iéVel ehl}ffrom”l9603’
.1.e. subsequent to:the indhstryawide agreememt of -

19s56.

Collective bargaining at -’ the assoc1atlon level
has been regular ;nd seriodical Since 1946 a ldrge
:number of agreements have been Signed by the trade_
-unions and the mill owners' aSSOClatlon on hehalf of.
the member mills at an interval of 3 to 5 years'A
besides accepting the tripartite settlements and ;
arbitration aWarde. Every time a new agreement ish
«negotiated oy the ASSOCl&thﬂ a 1arger number of ldbour
unions are lHVolVed as the negotiators ang larger‘(A'
number of mills are covered- UnliKe in the past the
-member mills of the southern India Mllls Asso¢1ation
yhave been ShOWlng greater faith and. eonfidence in the
'Assoclation and -accepting the terms and cenditﬂ.ons of

agreements without any resistance .-

N
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Collective bargaining at the Association level
has been able to introduce not only a kind éf u
uniformity in labour and personnel relations in the
memBer mills but establ.ish gocd trédit ions and |
practices that have been gquite novel and have set
new trends and patterns of collective bargaining
reflecting the level of maﬁurity attained in

labour-management relationse.

In terms of subject matters covered; coLlective
bargaining at the Asscciation level is of two types:
(1) bargaining for wagess allowances, work assigriment
job classification, duties and qualifications of
workers and all cther ndn—mohetary or persqﬁnel'
matterss and (2) Bonus negotiations. Negotiations
for wages: work assignmentss etc. have-béen ﬁeld
following the reconnendations of‘the.tripartite_
bodiesvsuch as the Tripartite Textile Enquiry.
Comiittees the Court of Enquirys and Tripartite Wage
Boards. Thus the negotiations were held in 1956,
1957, 1960, 1962, 1969, 1970, 1972, 1974 and 1979.
The pégtieé negotiated two agreements gach in 1969
and 1979. As has been pentioned already the 1956

agreement ‘was very conprehensive and a turning<point



in the history of collective bargaining in particular
éﬂqiindgétpigl::ekgtiong in. general . Duyring. the: -
sqbsggu$nt,yea;, iﬁef %?éj; an,i@gn;ica; agreenent .
was negotiated by .the Coimbatore District Textile .
Jobbers' Union with the South India Mill Owners'
Aséociation cover;pg_thevfirsgd;ineﬁsupervisors S
namely, the Jcbbers, Maistries, Qilers, etc . laying
down the dutiess qualificationss job. ass¢gnment5y
wages, productlon bonus: etc- besldes classmfylng
'these‘Supervisory staff: ‘This settlement WaS"signed
‘with retrospéctive effect iﬁ:%erms‘df wages and |
,pfespebtivelfﬁwith reéard;ﬁéZW6fk-assi§hﬁéﬁ£é and
workloads. This agreemént was also baséd on the
recomméh&étioné ¢fJthe-ff}paréiéé Texﬁile Enquir§

Committee Report of 1953.

" When the First Wage Board for Textile Industry
vsubmitted Aits report in 1950; the 1mplementatlon of
its recommendatlons gave rlse to a d;spute-_ The .

mill -owners were not willlng to accept the
recommendatlons in their totdlltya for acconi;ng to

them the mills were, not.. ln the same COndltlonS -

the mills were grouped intolold mllls -and;, new. Wi,

the mill=~-owhers were not wall;ng to agcept. the
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_recommendatibns for the new millsu Whe reas the trade
unions were prussihg for the accepcance and implementation
of the_recommendatioﬁs of the Wage Board. These
divergent stands of the Mill Ownérs' Association- and
the trade unionssresulted in an agitation by the
workers -  Since the agitation waé prolonéed the
state government intervened in the matter .

The trade unions howevers; came together to negotiate
a settlement. The negotiations resulted in a
compromnise settlement providing for wege increase,
fixed and variable dearness allowance differently
for workers and staff émployed in old and new mills.
it also'providedbfor the appoinﬁment of bipartite"
committée to settle. the mattefs related to

rational isation fadling which to refer checmatter
for arbitration by an Umpire.: Acéording to this
ééttlement the wageé of‘wérkers have been shown in
four components: (1) basic wage, (2) Wage Board |
increase at two points of time, i.e. ﬁaB/?.frah~
1-1-1960 and .8/~ plus 2/=- from 1-1-1962,

(3) fixed dearness allowance, and (4) variable
deafness al lowance - This.breék-up of wages still

cont inuess of course, with subseguent additions.
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The tatlonalisatlon 1ssue left to be oecided by a
Trlbunal was’ however » settled amlcably ‘in 1962
through the medlation by the then Finance Minlster;
GOVernment of Tamil Nadu’and the Commissioner of
Lehoﬁra laylnezdemn the work aes;guments,'work load

'and wages rates for spinners, plecers; dofflng boys,

etc.

‘Similarlys when the Second Wage Board for
Textile Industry submitted its report towards~the
éhd efL19§8 and the Government of-India accepted‘the
ﬁejority»recommendations on 7th.May 1969, the
fNatiohal:Textile Workers' Unlon demehded the
'1mplementation ,of the recommendatlons of the Wage
/Board- Though the matter was taken up in B
conCLliatlon - by the Special Deputy Commissioner of
°Labqur, the parties neget;ated the 1ssues bilaterally
,and”ar;ived at an agreement. 'ihe negotietions were
conducted by the Negot iating chmittee of the SOuth
- India Mill Owners' Association and six (6) trade
uhions v;ziﬂNatienelfTextile;Workere'_ghidn,
Coimbatore District Te#tibe Workers!wphigq55
Coimbatore District Dravida Panchelai.?ehzhilgr

Munnetra Sangham, Coimbatore District United
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Text;le Labour Association, Coimbatore District NGR
Textile Workers Uniodsvﬁnd‘ﬁwatantra_Trade Union. The
agreeinent Was signed on 5-9-1969 in the presence of
the Special Deputy Commissioner of Labour as a
settlement arrived at in the course of condiliation
proceedings - This 'settlement' provided for dearness
allowance and its merger with the khasic wages,
linking revised wages to productivityy'aﬂhual
inérements; gratuity and rationalisation. As fof
the issue of rationalisation was concerned it was
agreed to request the Government of Tamil Nadu to
constitute a pefmanent expert Committee consisting
of the Deputy Coaninissioner of Labour as its Chéirman
an? two representatives of the South»India Textile
Rese-~rch Association - é textile technologist and

an industrial engineer. It was futther agreed that
~ the disputes regarding rationalisation should be
referred to it by the management or the union(s)
concerned and its decision to be £final and

binding on the parties concerned and workers of

the mills . This agreement covered 52 mills.

In respect‘of four (4) mills it was zgreed to hold
separate negotiations. This agreemept.was signed

for a pericd of five (5) years with effect from
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1.1.69., It was also agreed 'that durlng this: period
of flve . (5) years: nQ demand for reV1eion of the
mattegehegvereg”@mptheureeommendations of the -Wage
Board:be ra;eed,byhthenunionsa

The MY Dwners‘ Association and tne unlons
‘)

leave the questlon of wages for different categorles
of workers employed in 11 new mills to be arbitrated
by the then Chief Minister, Mr . M Bhaktavatsalam-
Accordlngly, the Bhaktavatsalam award was. given on
20.12. 1963. After 7 years of this award, in early
1970 the trade unlons demanded the rev;sion of

wages in' thé new mlllS- But the negot:.ations falled
Hence, strlke notices were served by the National
Textile Workers' Union and the Connbatore Dlstrict
Textlle workers Unlon on 30.3. 1970. Despite thev‘
strlke notlces, the representatlves of both the
parties helo negotlatlons at the Associetlon level
with a vxew to eVOlVlng general norms of work
assmgnments and Wages for implementatlon in

those mllls, to secure unlformlty in the mdtters’
and to avoid lnter-mlll dleparltles-h The partles

arrlved at an agreement on 23.7. 1970 after

prolonged negotiatlons- This agreement sought
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to ! ink workload and‘piqce-rate wages 11 different
departments. It made a provision for unit—level
setzliements following the norms evolved wﬁile
stipulating that the settleiments arfived at the

unit level would- ke for a period of 5 years-

Despité the agreement that between‘1-1.1969
and 31.12.1973 there shall e no demand for revision
of wages and allowances,; the unions demanded'revision
of wages and dearness allowance: recruitment of
relatives of the employeess occupaticnal wages:
filling of vacancies, subsidstence allowance to
workers under suspensions protection to women
employeésy bonus for supervisory staff, anomal ies N
in the implementation of the Secona Wage Board‘
recommendations, increase of workload, age of
superannuaticn , etc. 'The Charter of Demands
covering these subjects was submitted to the’
employers and their association onbjéig;ll
following which the negotiations were held at
the association level . But there was no meet ing
of minds on any issue resulting in strike fran
12.2.72 for four weekKs. During the strike period,

the conciliation proceedings were instituted and
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finally ‘the parties reached an- agreement on 9.3. 72.
Important among; the terms. of agreement,were that the
issue relating to revision of basic pay and allowances
WQS left_to-bendecided in six months;time by'a .
Conciliation Board, presided over. by -an independent
chairman and 7 representatives of workmen and 7
representatives of employers as members of the
Boards that the Coinnissioner of Labour would go
1nto the issues relating to annualgincrements and
ffixation of wages on promotion as well as age of
superannuations and that the:ationalisation Connittee
appointed under the Wage Board agreement in 1969
would go into the rationalisation issues and give
1ts deCision- Another term of agreement With far.
reaching consequence was that the parties agreed

to give preference to the heirs of the existing
employees provided they were suitable as per the
eXisting practice~. This clause in the agreement

has given rise to problems in a few millSs.in

one case the matter was taken to High Court and

the management was able to get a favourahkle
decisions and in another case the management

refused to go by  the spirit of the clause despite

a settlement-
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the question of wage revision once again figured
in 1914 resﬁlt;ng in a dispute anda strike for<four
weeks. in February 1974. The labour unions had raised
a 10 point charter of demands affecting about i lakh
workers in the region. he matters were negotiated
bilaterally and an agreement was readhed on 28.2.74.
The South India Mill Owners' aAsscciations on behalf
of ité members ; agreed to effect an upward fevision
in wages and dearness allowance in two ihstalmenﬁs -
3.7.50 from 1i.1.74 and another ©.7.50 from 1.1.76-
‘The variable dearness all owance wWas increaeed to
29 paise per poiht above 340 points of Madras City
_cost of living index (old series) from 1.1.74 and
to 30 paise per point from 1.1.76, The agreemenﬁ
also providec for an ex-~gratia payment of %4200/ ~
to each worker and to treat the period of strike
from 1.2.74 to 1.3.74 as leave with wages tc the
extent -the employees had that kind of leave to their
credit. The agreement was signed for ; perloé of
four (4) years. More 1mportantly, it was agreed
that the mills in co~operative sector as well'esi
the NTC mills should also implement tine agreements
though the latter group of mills were not members

" of the Socuth India Mill Owners' association s
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This agreement was an 18(1) settlement, but the
paftiee decidedvto:file it as~e Jeiﬁt Memdfén@pm
before the speeialﬂIndustrial?Tribunelftbféet‘e
concent award 51nce the matter wa's pending with

the Tribbnal for: adjudication .

A 51mllar sxtuation arose in 1979.; Thevdemands
of the trade unions for an upwara revision of wages
and allqwanees, annual 1ncrementy casual 1eave,
dﬁfetion of'shift,4etc-' When the negotlatlons failed,
theﬁlehOur unibns served a strixe notice on 23.4.79.
The negotlatlons held after serving this notice also
failed. So5 the worKers went on strike from
:25;5'79‘for 54 days - ‘The Government of Tamil Nadu
referred the dlspute to Special Industrlal Tribunal
when all concillatory and mediation efforts failed =
even the Chief Minister of the state tried hls
best to mediate. The trade unions boycotted'the
proceedings before the Trlbunal and continued their'
agltatldn press1ng the SIMA to come for negotlatlons
Fresh negotiatlons were successful ln arrLVlng at .
an>agreement- The terms of thlS dgreement
‘provided“) firstlya forran.addltlonal month;y basie
wege of'$;45/- éer workerybwhéeha‘hgwever,.was

not to be taken into account for calculating any



"special allowance or payments caiculated as a
percentage ot or as related to basic wages except
for incentive payments bonus and gratuity . The
dearness allowance was increased to Bi paise'per
point above 100 points of Madras cost of living
from‘1.1-79 and to 52 paise per point from
1.1.81. The annual increments for workers not
on time scales @ 2% of theiwages including ﬁf45/—
to be paid as per the new agreement frdm 1179,
‘and for jobbe%é; maistries and all ied workmen
@.1% of the wages. Fourthlys it was agreed to
proﬁide for 2 days casual leave for all those
workmen having completed 240 days of continuous
service in a‘calendar year .- Fifthlyyrit was
ag-~ed to pay full basic wages and dearness
allowance for working in shifts of less than-

8 hours duration. SiXthlys the managements
agreed to treat the strike pefiod as leave with
wages provided the workers had leave to their
crediti no wages for the strike period, and nof
Aisciplinary action to be taken against any
workman for having participated in the strike .

This egreemzant was presented to the

81
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Special Industrlal Tribunal for an award though
the proceedings before the Tribunol were boycotted

by the labour Whions .

BONUS _NEGOTIATIONS

Collectlve bargalnlng at the assoc1atlon level
is much more effectlve and mature as for the Bonus
negotlatlons are concerned- Bonus negotiatlons'

M /‘nr_
have been going on since late 19405- The quantum
an s, i ,vmtv--w'mn AT M :

of bonus till -1955-56 was decxded on arbltrary
baSLSthroughknpartite negotlatlons-i The labour
unlons, 1t is saudp used to demand bonus equlvalent
to the wagea for 6 or more months~ But when the
Labour Appellate Trlbunal Pormula;mes endorsed ,

by the Supreme Court was avallable, the partles
adopteo 1t- A senior labour leader ln the textlle
industry clalmed that even the LAT Formula of

bonus was adopted w;th modiflcationp 50 "as to

enable the workers to get higher bonusc

The Mill owners' Assoclatien ané the labour
unionsvwere:arle‘to evolve theirfbwn‘formula in
1966 to. gettle the}payment=of_b0nusifor<1965.!;

‘The quantum oﬁﬁﬁoﬁwsﬁb&#ﬁbﬂéﬁﬁox the&ye&r}l965
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was negétiated with the labour unions by the SIMA.
With a view to reaching a f£inal settlement in the

Jinterest of maintaining production and peace in the

industry in_the region, the parties evolved an adhog

basis for arriving at available surplus ‘on the
strict undérstanding that such paymen#S'shquld not
constitute a precedent and:should not be 1hterpreted
as watering down the reépective stands of pér}ies

on the issue of bonus at All~India level'. It was

also agreed that this adhog-basis was not to be spelt

cut in the settlements that only the liability of each

mill to be exbressed as percentégé of earnings-. The
quantum of banus was determined to be 4 per cent of
the total earnings or 10 pér cent of the basic
earnings whichever was higher. According to a
clarification issued by the Association (on October
18, 1966) the term totél earnings‘ﬁas to be
interpreted in the sane fashion the term ‘'salary'
or 'wage' is defined undér sec. 2(21) of the
Payment of Bonus Act, 1965. While calculating

the amount of bonus on the basis of total earnings
four types of earnings‘wére'to”be-excluded:

(i) over time wages, (ii) lay-off compensation,

(i1i) production bonus and (iv) conveyance allowance .
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Simttarly; in calculating the amount of bonus on
the_bas;s of gasigkeafnings three types of_eafn}ngs
wgre~t9‘befgxcludeql- lay-off,compénsat;on:‘6ver
time_wéges, and dearness éllowance“pa;d to the .
clerks (of &47;50-7@.15/-vand $.22450) ¢ Furthermoré:
when bonus ‘Eor the year 1967 was determxned f@llowing
the same g_ggg basis, the payment of night allowance
was also exclu@edm It’was also.cla:ified‘that~the
paymentd to be excluded infeither*Kindtof péymént

were not an exclusive 1ist.

Though the parties agreed that the basis for
£4tiding ,cut"thé-aVéilable:éurplus wag an ggﬁgg:
arrangement’ it Was t:ansfqﬁmed_into'ggformula and
-folL@wed.in;nkiséquent years to;determinefthe
anLIable surplus, allocable surplus und the quantum
of bonu594 Furthermore s though tie ;g%gg bas;s
was:.not to be gpelt out in settlements it had to
be put .on paper informally for theng;dgch_of
the Chairman of the Associationvat a later date
as well ‘as for the gu:dance of the Negotiatlng
Cqmnittee- ,A Bacxground Note was pr@pared for

the perusal of the Chalrmdn sometmne in 1973-

The formula glven in thls note is quoted below.



"Prior to the legiilation of 3onu™ Acﬁ iﬁ 1965,
the bonus péymeﬁts for textile mills ih Coinbatore
ware wade on the basis of bipartite negotiations'
with the unions. The Bonus ACL was leglslatéd in
1965 based on the report of the Bonus Commission
(1964) constituted by the Covernment of India with
Shri M+k+ reher as chairman. The bonus for the
years 1963, 1964 and 1965 was settled by'mQtﬁai>
negotiatiQns and a settlewnent was reached under -
Sec . 34(3) of the Péyﬂent ©f Boaus act, 1965.

The formula adaopted was different fron the formula

stipulated in the sSenus act..  The sane procedure
was followed for the years 1960 onwards till 197%,"

s | e e ST T s e

emphasis added) -

"However s for the year 1969 (1969-70) and for

1970 (1970~-71)} the bonus was calculated on the

basis of the SIMA formula and 1% addit icnal payment .

(subject to statutory maximua of 20%). was also
, made ."
The SIdvs formula had the following deviations
fron the Bonus act .
1. Return on Capital reduced frua 8.5 to 7.5%.

2. Return on reseyves recuced fron O% to 4.

85



3. No clain of developunent rebate.

4. . Income’taxbonly Notionai-

5«.{Thevpfinciple(©f set-on and set-off though
pféserved uader pasf settlements; have hct been
claiMe@e

6. Balance sheet as certified by auditors is final .

This formula helped to boost the allocable
surplus enabling the workers to have larger sums of

mohey as bonus -

A deviation from this formula was made when
the bonus for 1968 was to be calculated During
theséﬂhegotiaﬁioné the labour unions insisted that
the formula in existence should be revisgd,putting
forﬁh twé reasohs -~ (1) the trading results of
mpst,millsjin‘the year 1968 wefe not‘satisfactbry,,
and_(?) thé Payment éf_BonusAAét was a&eﬁdéd in |
1968 to givé the enefit of tax rebateroﬁ‘thé’bonus
amouht paid during the precedihg yéar. Dueito the

firm stand taken by the unions on revision of the

existing formula relating to return on equity
capital and reserves for 1968, the employers

conceded the demand and adopted a new basis for that

.86
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year with an unﬁerstanding that it woulc not
constitute a precedent for future jearé, 'Thé unions
also demanded the payment of an advance by all those’
mills where the workers would get less than @he moRth's
wages as bonus, but wore importantlys dropping of the
principle of 'set-on' and ‘'set-off'. The Communist
unions adopted different stands‘¥ while one union
refused to participate in the negotistions uniless

an additional‘lb%-was pald as bonﬁgy the other unioh
refused to sign the settlement if'the_quantum wa's

.to be only & - the statutory wirimum. This
situation’forcedvthe embioyerg' representatives

to adopt a liberal stand, which is ¢lear from the
note circulated on 15.10.1969. Tt appeared as if-
no settlement would be reached‘and after carefully
considering the overall "oicture createc by the
likely resistance of the Communist unions and the
necessity to reach a settlement and secure peace:

it was finally agreed that mills which had made
profits (after provision of depreciation) but pay
only 4% bonuss; would pay an advance-of»ﬁ-eof— to
each WOrkervin addition to the oonus amcunt . In
respect of mills which had no »rofits (after
provision of depreciation) it was ag:céd that the

Association would send & circulaer to such mills



recousiend ing payment ofi-¢4Q{» to each worker as

advance' .« The adVance-amount.WaSMVO'be‘reédveredt

in four lnstdllm@nts- ‘But it may:be“hcted thaty

wh@never such advances are Paid tp the: workprs elther
.

to suppl@ment the tonus amount ,or in lieu of bonus,

‘-1

the actual - rocovarv has not been -done::

For the year 1971 (197lw72) ponus was calculated
on the basis Qf ;the SIwa Fonnula and in addlgiony
each workman was pald an addltlonal ex-gratld sun of
10 paiseuper day of attendunce ourlnu the ‘bonus year-
Slmllarlyp for 1974 and 1973 ueVLdtlonS ‘were mdde-’
In 197Za bonus was calculated on the buSlS of the
SIMA formulc-mut adolng oacK the otov1510n maoe

for fundlng gratulty for the serv1cc grécedlng the

bonus y@ar to- the proflt for purposos oi calculation.

“,\

of bonus- Wurtwery it was aqreeﬂ #olnaﬁe an

uddltlonal payment ‘in the follow1nq manner°

Bonus Liabkility of the Mills &ld.;;a.mal_.ﬁam

8.33% 3%
8.34 to 14.99% 4%
15 to 20% 5%,

In 19735 through the mediation of the then

Chief Minister Mr. M.Karunanidhi and Minister for
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Labour, it was agreed tc pay hoaus as was paid for
1972 and a further additicnal adhioc payment of 10%

of the wages earned by each workman to enable them

to meet the festival obligations. These adhoc
payments over anda above the actual bonus 1liability
gave rise to disputes when the DMK Covernment. was

out of pDower. Somes managemsents recovered the sdhoc

S sums paid tp the workerss which was_geslstéd by the
labour unions- The labour unions. sought legal ,
remedies to stop the employers fQGM'rQCOVQring the
acdhoc sums paid - Finallys the matter was settled

in Jan 1980 through bipartite negotiations. acecording
to this bipartite settlement theo managéments; throagh
‘the‘Association; agreed to treat the sts paid as
bogug for the respective years dn full and final-
settlement of the bonus clains of the,workers»for
those years’ they also reﬁund@d tﬁe-amount recerred

from retired workers.

During 1975-77 collective birgaining for
determining bonus issue tock a back seat since the
Government of India had declarced the national
internal emergency and promulgated an Ordinance ou

Payment of Bonus-. ‘This Crdinance brought down the
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‘statutory minimum to 4%kand'did not: pérmitrto have,
negotiaticns ander Sec .34(3) of tae Pajment of

Bonus Act, 196%. Taking advantag@ ofﬂthiskOrdinancep
the indiV1du11 mills tnomselves noootiated thc ‘bonus
issue with the unions and settl@d the matter purely
w;thin the framGWOrk lald down by the Ordlnancc of
1975. For the accounting y@ar'l975 bonus waafnot
negotlated even unuer the Payment of Bonus Oxulnance
‘l97b-  The mlll managements axgued that they had
lncurrec heavy 1osq hecause of whlcn there was no
;urplus proflt Lo pay oonue- At nhisnjuncture tne
Fovernment of Tamll Nadu (whlch‘nas then(nnder the
PreSLdent' .rule) aDpOlﬂted a Trlpartlte Bonus
Meﬂlatlon éommltt@e qnder the ausplces of the State'
apex Body on Industrla1 ‘Relations.- This Committee
ConSlSted of 5 nembers =~ Mr. G. Ramanujam as’ the
convener and 4 members repxesentlng the millowners
-and workmen equally. After taking into account

the ‘critical' financ1a1<conditioné,ofiail‘but'Bg
'miilswfthe‘Committée recomnended the paymént of a
recovérable,jfestival'advanCQ;nequal.to.1/2 month{s
wages so as to 'nelp' the workers to meet the

Eestlval obllgatlons- It is salid that the trade
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unions adyisec tinelir mewbers to accept the 'festival
advance ' since they were not in a position to

agitate.

The situation did not change even for the bonus
year 1°976. The member mills thewnselves hegotiated
the issue on the basis of the bonus liabiiity wor ked
out by the SIlia officers for sach of the Membér ills
in Coimbaﬁore; i.e. 50 ills. The only gratifjing
fact was that the workers got bonus inétea&féf
'festival advance's’s and that the guantum oé bonus
was more than the statuto;} qninimum of 4%. The
amount of bonus paid for the year 1976 varied Eetween,
8.33% to 20%6. The workers of one mill got one per
cent in kihd over and above 20%, while the workeré in

1

another mill got only 5.250/-

‘Lifting of national emerqnncy and the format ion
of a néw government at the centre -in 1977 once again
changed the situation . Bonus negotiations were once
again transferreé to the association . The 3Ina -
initiated the negotiaticns fcllowing strike notlces'
from different trade unions. The parties agreed
to work out the bonus liaonility as per the

procedure laid down by the Fwnus act . But with a
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vievw to ensuring un.ji_nte-t::upted service :he willowners
agreed to make adé“iitional p‘é;{m@nts over and above the
dctual liabllltj of the mills . 'I‘he actual bonus |

l.‘Ld.Oll ity and corresponding add,rtlonal payments were

as followss

Bonus L.‘LaDillt_Y Addlt:.ona; Pazment
1. Mills having bhonus 8 33% + 3% adoltlonal

.,l lability upto 3%

2. 'Mills having bonu s 8.33% 4 4% additional
liability above 3%
but upto 8.33%

3. Mills having bonus Actual Liability +5%
liability between additional
B.34% £o 9.99%

4.. Mills having Bonus Actual liabil ity " 4+6%
liability between adiditional : .
1@A> t014 ‘993/0 . . B

5. Mills h'a\vzing Bonus actual liability 8%
liability between add iticnal

15% to 20%

This was again a-departure from the statutory
for'mul.a 'butj,wit-h,in-_the‘l'egal frameWorK; Itlwas' a
bipartite acjreement but the parties resgédlved to
.sign'it'as a -settlement'uﬁder' sec . 12(3) of the
Industrial Disputes Act, 1947. ¥hile the bipartite
dgreemont was signed on 13.9.1978, the 12(3)

settlement. was signed on 7.10.78- This agreement,
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however was in effect for only one year; in respoi se
to this Settlement; the trade unions assuréd the

Mill Owners' Association that there would not be any
demand or strike or any other direct action in
respect of bonus in any of the 50 mills covered oy
the agreement. In 1979 a further departure was made .
Hitherto the bonus issue was being decided on a year-
to-year basls following the formula evolved in 1966.
But in 1979, keeping in view the 54 days' strike

for revision of. wages and dearnessbaliowance, the
parties negotiated an agreement evoelving a new
formula to bhe applicable for a puriod of three y2ars.
It was also agree. that overy year thé borius
‘liability,shoula e worked out on the basis of the
balaﬁce sheet and work sheets of the mills. The
form&la evolved this time had two important features:
(1) té adopt the statutory procedure to determine

the available surpluss ana (2) to pay od% o§ the
allocable surjlus as an 'additional.payment“o In
other wordss; 96% of the allocable surplus was

agreed to be paid as bonus as agains£ the statutory
60% . Evéry mill s, therefore, was required to make

an ‘additional payment' of 5Ux ovar and adove the
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aé%ﬁél“liability- -Bonugifop‘the'yéars'19789 197¢
cand 1980:We}e“Caleulated following thiS-formulao‘
Thus the bonds~payments for.ﬁhe.;ﬁriod-l978—81
rangéd rangéd'bétweén 12% to 32% of thé éérhings
of the workmén. The actual amount of bornus paid
for the three years differed to the extel;‘;t;(t-he
gress profits &f the mills vériedaﬁre@;year.tb]
year:

‘This was purely a bi;ateral‘agreement and‘Was
registereﬁ'as a settlement arr1Vh; at 1n the course
other than CONClllatlon Lor tho purpoqe Lof Sec. 18(1)
of the Industrlal Plbputes Act, 1947 - In Eact» the
pdrtles wantec, to_slgn it as a- 12(3) settlem@nq.
But the conc;]xatlon off;;er dld not agree: tb the
request of the pdrtles oﬂ thn grouna gﬁ@t tﬂé
conciliaticon pgoceedlngs were noL 1nst1uuted by hua.
either on the request cf slther party or as a
consgguence”gﬁ_awstplxginptlge/strlxe} But lt is
gathered that ﬁhm féémula‘;voTvéd ﬁas outéide
the statﬁtory frdmeworxshence the.conciliéfion'

officer (and the uovernment) did not want to be a

party. to the formula.
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the new formula and th@»agxeem@nt tor a period
of three years clearly reflected the goodwill on
ooth the sides. This good will helped the parties
to resolve the disputes on bonus for 1972 ahd 1913
whidh waere perdiing in adjudication for determining
the question of additional payments made on the
advise of the éommissioner of Labour in 1973 and
the Chief Minister of Tamil Nadu in 1974. ¥hen the
negotiationé for bonus for 1978 were taken up in
19795 the trade unions demahded that these two
disputes should bhe resolved at the negotiation table -
by treating the acdit ional paym@ntg,madé as bonus
in full and final settlemeat of the boqus claims
for the two years. The matter was, however not
cl inched immediately . The SIdMA negotiatihg committeé
pronised to consider the issue s after consulting
the Géneral Body of members . Accq;d;nglyy the
concurrence of the General Body was obtained in
an extra-ordinary meeting convenad for discussing
various issues relating to paywent of Bonus. The
}parties could¢ sign a bilateral agreémeht on

January 24, 1980. The Short kecital of the Case

stated that 'as the disputes are pending for long s
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the p.rties desired an aiicable settlemeit in'view
6f'thef9é££lemaht’dated 12.10-79 rélating to bonus
for the year 19§8f(1978579)5'havé}rea¢ﬂéd the =
following agreeﬁent; It.is agreed that the amount
'already‘paiq as per settlements dated 10.1Q-73 and
11.11.74 should be deemed to be final and there shall
not be any recovery by'ﬁhe minagements _lor £heré%sﬁal;
be any further claiin by the'workmén over and above the
amdunt'already paié. Howevgra this was subJect to
the settlements already entered on this issue between
ind ividual mills and workmen at the unit levels

It was further aéréed that no issue covered under.
bthe Industrial.Dispates 16 and 17'6‘ 1976 pendlng
before the Industrlal Trlbunal need any adjudlcatlon
in view of this settlement. Hencej the_partles
agreed‘to file the settlement before thé Tribunal
prayihg for an award that the issues pend ing
disposal ‘before it have been settled Thlfdlyy

1n view of the good\w1ll and. gesture shown by

the managements; the unioens assured un;nte;rupted

and smooth working of the millss tﬁey also agreed

to extend co-operation in rationalising the

workloads wherever possible -
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The Mills which signed¢ bilateral agreements
writing off the additional paywments made in 1973
and 1974 were the PFD Tuxtiles, DL Millis, Gotari
Mills No.1l anc 2, and PR Mills. ~he PFD Textiles Was
celebrating .itg 25 years;of-exiétence in 19879.
Hence; the management ef the mills entered into a
12(3) settlement on 12.12.78 with o trade unions
agreelng to treat the adhoc paymonts made in 1974
(as per the 11.11. 74 dgrttment) @s an incentive
payment for the year 1978. The DLMlllS had entered
into en 18(1) settlement on 2-5-79, setﬂing.theﬂ
bonus issue for 1972 and 1973-once.for all by way of
not recovering the advances and ggﬁgé additional
payments madc during those two yeafs-‘ The PR Mills
'agreed to treat the 10% advanct paid for the yeer |
:1973 74; as per the Chlef Mlnloter'ﬂ difective
as bonhs paid for tho year 1973- 74; through a 12(3)
settlement entered with 5 trade unions on 31.10. 77-
This was, however agreed as 3 part of the bonus

settlement for 1976-77.

Whereas the Gotaris signed an agreement on
4.11.78 under Sec. 18(1) of the Industrial
Disputes aActs 1947, in response to the request
from 8 unions operating in the mills, to treat

the 6% adhoc payment made in additicn to 8.33%
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they argued thatv firstl thm Puymént of Bonus ACt

does hot., permwt payment of bonus over and above tho

!"!

statutory llabllltYS secomdlyo no incoméftax,rebate
is given by the'Goverhment~undurhthe Incbmé Tax act

for the excess,amount paid as oonus or addltionql

1- e A )._;. N

payment ; and thlrdly, thu Mlllb were belng run

under'markgt.COns;raints and power shortage resultlng
in loss.’ Tﬁe #réde'unidn39 on thc othﬂr hand s
adopted the stand that“payment:of'bonusywith the
additional péymentskto the extaﬁtﬂofléd per cent .

‘of the actual 11db111ty had become a. custanary ]
practlcc which must ke COntJnuega.\Phe Goxernment of
Taﬁll;Nadu intagvened when the Dlpartlte negotiations
1féached an-imoagsé'aﬁd“advisod' the SIMA to pay bonus
L;; %@r the 1979 agfee@ent'as an 1nter1m payment and
await the award of thc 3pec ial Inoustr;al Trlbunal-
The mllls had to accept this advi:e and paid bonus-
.Ia the medntlme sane, trade unions went in writ
petltlon to the High Court pray:ng for a stay of

the prcceeo;ngs before the trlbunal. The matte;

therefore, is pending a decision .

These bonus agreements especially since 1966

clearly indicate the maturs aoproack of the parties



bonvs for the year 1973-74. The wanagement agreed
not only to write off the additional payments made
for both the ycars but alsc to pay an additional
3.66% as bonus in full and final settlement of the
bonus clain for the year 1973;74 in view of huée
profi£s earngd by the Mills during the year 1973-84.
The workers thus received 28% bonus for that year .
The kenefit of this agreement was alsc given to

the retired workers by refunding the recovered
amounts and making the additional payments of 3.66%-
The parties also agreed to file the agreement

before the Industrial Tribunal Madras since the
Mills were a party to the Industrial bisputeg.lé

and 17 of 1976 and prayed for an award in terms.of

the settlement-

During 1980 the Payment of Bonus AcCt was.
amenéed iﬁposing restrictions on Paymént of Bonﬁs
ovef and above the bonus liability deﬁermined as
per the statutory procedure and also to negotiate
bonus under Sec -34{3) of the act. Though the
millowners were not eligible to claim inccme tax
exempt ion for the excess amount paid as bonus;

the payments were made as per tha 1979 agreement

99
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to the issues based on bilateral negotiat ions .

It may s howe' or; be noted that tiz employers have
been concerned more apbout the muintenaﬁce of
production and peace in the mills while the
labodr unions have been concerned with getting a
lafger sum of money as bonus year after year .
The trade unions have been successful in
achieving their objective except when they

were extremely helplesss i.2. during 1975-77.
Only once the trade unions went on strike to

get their demands conceded -

The bonus issue for 1969, 1970 and 1971°
resultéd in ¢ isputes because of the Central
GoVernmentfs adhoc policy on the subject - The
then Union Labb&f Minister Mr . RK. Khadilkar
sought to raise the statutory minimum bonus from
4 to B.33% giving hopes to the workers in the
country as a whole that the floor and the ceiling
on bonus Wwaild e raised substant ially - The
trade unicns in Coimbatores therefore, demanded

a minimum bcnus of 8.33% and a higher bonus in
case of all those mills having o higher

liability . But the nillowners wore not will ing
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to concede the demand. she issue; therefore, resulted
in a strike which was settled thrcigh the intervention
of the Distriét Collector and the Couwnissioner of
Labour on 20.1G.1971. The matcer was finally settled
on 19.10.1972Z through the meciation of the Comnmissioner

of Labour and the Secretary to the Nepartuent of

N

Léboury Employment and Training at dadras. This
settlement providec¢ for the wminimuwa 8.33 per cent
bonus in case of those mills-haviﬁg/no or minimum
liability and higher bonus in‘Caseﬁbf'those wills
with a liability exceeding 8;33‘pef cent . In
addition to thiss it was adreed:to:maKe aﬁ:?
additional ex~gratia payment of 10-§aiséﬁper day of
attendance during the bonus year to each worker
qualified to receive bonus. ‘It"WaS'aiso'agreed
that the terhs of agreement should he subjeéiito a
decision by the Government of India based on the
recommendations of the Bonus Review Coimittee -
Regarding the bonus for 1970 it was agreed by the
parties not to recover the advance paid to bridge
the gap between actual 1iability and 8.33 per cent
as per the reconnmendations of the Governmnent of

India -
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_The fact that over . number of yea: s the_SIMA
formula was in. existence and bonus was paid over and
above the statutory liability has helped the trade
unions to strengthen their bargaining power . ‘The
Government of Tamil Nadu having real ised the
custanary nature of baius payment had adv;sed the
millowners to contlnue to pay bonus on the ba51s of'
previous agreements whenever,the mnatter was under
dispute . The bonus formuiae evolved bilaterally
in 1966} 1972 or in 1979 clearlywindicate the
nature of colledtive bargaining‘relaticmshipskthe
parties have and their d051re to settle the matter
.bllaterally instead of leaV1ng it to the tthd
party - That the trade unions have had a strongef'
bargaining capacity with regard to bonue is also
clear from the fact that in a few mllls they were.
able to get bonus at a much higher percentage than
was prOVJﬂed under the 1979 agreement- It was
gathered that 8 mills had paid inore than” 32% of
the wages earned by the worKers as bonus and
additiconal payment. A few mllls smgned bonus
agreements dn their own for thebperlod 1978-81~

In 19829 two mills signecd. agreements with the
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labou.. unicns providing tor bonus in ful . and final
séttlement of the claim for bhonus €rom 1981 as per
the 1979 formula in preference to dragging on the
issue through a legal battié and losing production
consequently . fhe manageinent of these two mills
was convinced that sooner Er later the labour‘would

stand to gain as in the past.

UNIT LEVEL, BARGAINING

The industry-wide agreements éigned in 1956
and 1960 rather provided the rasis and motivation
to'unit level bargaining m the sage éﬁbjects
during 1960s. Many prosperocus tnénagements had
startéd MOdernising their mills. The modernisation
of m;lls neceésarily introduced higher workloads .-
The co=-operation of the workers had to be enlisted
if'the mcdermisation. schemes were to be a success -
Hence> the modefnising mills started the practice
of bipartlte negotiations with the unicns for
higher Qorkibad while '‘granting an upward revision

in wages - The trend was:set perhapns by the Pioneer

xxxxx [rere o o

Mills in_196;x Since then many mills have

negotiated the bipartite agreenents with the labour
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unions as and when they have wmodernisei. NDifferent
mills have, however) started moderiising in différen£
yea£§ depending upon their financial pqsiticn- During
the 1960s abéut 60 per cent of the wmills had‘introduced
rationalisatién scheinesy while another 30 per cént,
folléwed suit during the 1970s. fThe process of
modernisation has been pa:;ial‘and_éefiodical}‘

i.e. every 5 to 10 years old wmachines are reblaced

in different sections of the mill and agreements

are negotiated for those sections.

Though the negotiations are held at both the
levels - mill éhd association « for & wage:revision
and highér'workload since 1956 there has been a basic
difference between the two:. The millowners'
asséciaﬁioﬁ‘nébotlates with the trade unions on
theseféﬁbj%cts whether the wmember mills have*
modernised or ﬁot:'primarily to provide a general
revision of wages and allowances in the light of
increaSing‘cost of living. Whereas the individual
mills‘negOtiate higher workload -1inked to wages
only when they take up rationalisation of the mill
whoily\or partly - They do not authorise the

associatiaon. to negotiate ca henealf of thein
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for d¢ termining the workl ;ad since new tochnology

and working conditions are difficulr to be comprehended
by outsiders including the office earers of the
association. It iss howevers a fact that the millae
often seek the help from South India Textile_Research
Association to resolve the technical difficulties,in

negot jating for higher worikload -

"Ratiocnalisation of mills;, howev&f, has béén
piece-meal . At a timg only a section of the mill is
modernised and it would not be toaﬁhed fbr ne*t 10
or more years. Therefore, ongeié_setﬁlémént is
reached, fresh\negotiatiéﬁ; do not_tékg place till
a new set of machines are intrpduﬁéd}; in.such
situations the old agreements.cgnginué to be in
force, of course s with the general incfeaée in wages
and allowances settlec at the assg;iatlonwievél- For
instance ﬁhe PN mills, SRK mills. ﬁpé RL millss the
Gdtéris;,the LT millss etcsshave beeﬁ hégotiaﬁing |
agreements periodically at the wnit level as wéll
as implemeﬁ%ing"the settlenents si;ned by the Skia
on behalf of ail the menber mills . kDuring the last
15 to 20 yeafS'a large number of agreements/settlements
are signed by these mills covering different sections

or departments and different categories of employees
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such as,electricians; jobberSy'sunervisor59 clerical
staff, etc-,la detdlled uﬂalelS of this kind of
bargalnlng ana egreements will bt attempted in
Chapter 6 )+ The labour unions have acquiesced
into these practices; for they Enow that evenyWhen
a new agrecment at the unit levei is not negot iated
with the SIMA on behalf of all tne milis benefiting
every worker whether covered by a-sectional‘

agreement or not.

As we have already observed, a new mill in
Coimbatore have been negotlatlng ugreemcnts w;th
the labour unions the issues thst aFfoct all the
workers employed in their respeotlve units - The_.
best example is the bonus negotiations since 1976.
In fact, these negctlatlons were necessitated by
the incomplete mediation by the CommlsSLOner of
Labour in 1973 dne the Chief Mlnloter in 19743
The prosperity of the mills also motiveted}the .
labour unions. to demand better benef its - In“1979,
after signing an agreement w1th the SIMA on bonus
ranging from 12 to 32 per.cent, the labour unions
demanded still higher bonus in 8’millSy for they
bel ieved that they‘had earned'huge.profits. These

mills did concede the cemands - Thirdly s the desire



of the millowners to ensuie uninterrupted working of
the mills has motivated them to negotiate £he bonus
issue whether there was a conmon agreement or not.
For instance; when the bonus negotiations for the
accounting sear 1981 failed at the assoclation level
and the trade unions went in a ppeal ;b the High
Court df Madras'égainst'the reference of the dispute
for adjucications the managenment of the K & K mills
cémé forwaré to have a bilateral agreement in full
and final settleﬁent of the claimn of bonﬁég subjec£
to édjudication award, with five trade unions
operating in both the mills. It is :lso learnt
that after 1979 agreement. some of,£5e leéding mills

have been negotiating their own agreements on bonus.

Besides such genecral issues alwost overy mill in

Coimbatore negotiates issues such as promotion,

senlority » confirmation in service, festival bonus,

etc . sthat affect all the workers. In such situations

ordinarily the demand notice is served by one or two

unions to begin with. But when the issue results in

a work stoppage or when the management desires to

settle it commonly for all the worzers: the remaining

unions also would be involved at the instance of

107
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the employers.

These agreements at the depértmentg unit -andé the
association.laﬁels clearly reveal that the enployers
and therlabour unions in the textile~industry"have]'v
teen able to develop strong bargaining relationships
over the last 30 years. Even when the negotiations
havg failed resulting in'dispﬁtes and direct action
by the employees and when the state has intervened
with ah’offen of conciliation, mediation and or
adjudicatioh the parties have come bBack to the
negotiation table with a view to having fresh
negotiations-7 This apprdaéh shows beyondvdoubt
thatvthey“hava a strong conviction in pipartitism

and its superiority over the tripartite methods .

Sim;lérly»»wheuever the partieé'wefenot able to
agree on technical and other matters they had agreed
to refer the matters for arbitration ky the vaernmeht
or SIMA officers or for a decision by the expert
cannittee or Board of Concil iation with a written
understanding that the award or the decision of
the third party would be biﬁding and final on both .

Moreovers the agreementss settlieinents oF awards
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were enforced by both the parties in right spirit

for the period agreed upon exXcept on one occasion .
Unlike during 1940s and early 195Js the member mills
rarely questioned the role of the SIMA in negotilating
the agreements. In facts, of lates theLSIMA has been
negotiating fbr the member mills only with due |
authorisation with a view to avoi&ingi£he proplenmns

of non—hnplementation“of the'agfecmonts or‘

settlements .

Coilective bargaining at the association level..
élég reveals that over years the trade undions
have gained better bargaining power d@spite
increasing number of unibhél This Béé been possible
only becauselthéy have beenlﬁble to constitute
Joint Action Council every time the coamon issues
have to be negotiated with o view to match their
strength with that of the employecrs and éhéirr
association. The workers have solidly Eeen behind
the Joint Action Council not only’to help the Joint
Action Council to negotiate effcectively hut
‘'whenever the Joint Action Council has called a
strike. Even when one or two membars of the
Joint aAction Council - the 1:ivour unions = had

withdrawn from negotiations by th2 Joint Action
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vCOULCilJ their»memberS»mad extended fuel support
to the ‘Joint ..ction Council ignor .ng the stand

taken. by their leaders -

In an atmosphere of\multiple'trade.unionism
collective bargaining ie su%oosmdﬁto be difficult
and at tlmes aﬁblmmoss1ble task. This is much more
when there 15 no compulSlon to recognlse a union
as the bargalnlng agent of th2 workmen. The
millowners' association at Coimbatore has been
aEJe'to set an example 1in establ ishing collective
bargalnlng relationsg and t:dﬂltiOHSrbeeause it
solved ‘the problemS‘of multiple-trgde.unionism_
by recognising, de factgsall the trade unions
having a sizeable support of the workers in.the mills

and thenregionj;

The fact that the millowners ana the labour
unions or the SIMA and the labour unions have been
able to settle almost every issue across the table
helps us to conclude that collcctive burgalnlng
in textile 1ndustry,has been ;nstltutlonallsed‘and

is moving forward from strength to strength .
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Chapter 4.

COLLECTIVE BARGAINING IN.NON-TEXTILE INDUSTRIES

Collective bargaining in engineerings cement
and transport industries in Coimbatore has been
influenced greatly by the practiées prevadlﬁng in
the textile mills in the region-. The influence is
not only in terms of certalin practices but also
withvregard to its beginhing and developmont -
Collective bargaining in engineering and cement

industries was started in 1956 :tself - the year
in which the first major agreement was negotiaﬁed
by the South Incia Mill Owners ® association with
the three unicns. The influence of this agreement
war so Marked that thr=c¢ engineering units in
Coimbatore s viz - the TIC, tne RKI and the GIPSI.
negotiated a comwnon agreement in 1956 on issues
1 ike wagess; categorisation of jobss; work assignment
and leave facilities,; according to an industrial
relations executive in one of these units. These
three units are closely relaﬁed to textile
industry = all of them mamzfacture the textile

machinerics -
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Subsequent to this agreeinent; however therghhas
been no instance of joint negotiations by these units
nor by others‘fof‘a c ommon agreem.nt - Thepe“has also
been no attempt on the paft'of the employers in
-this,industry to form an associztion of themselves
following the example of the millowners to deal with
the l%b@#r matters. EBach unit - big or small - has |
been,tr;ing to settle the industrial_relations
matters forbitselfJ Hencés we f£ind wide’variations
in collectiﬁe bargaining.practices within the
engineering industry. In TTC, which employs about
2100 persons the negétiaﬁioﬁé have been frequent .

The management and 1abour unions have been able to
sign agreements in 1960, 1962, 1963, 1964, 1966,
1968, 1970, 1973, 1974, 1979 and 1980 on wages)
_workload,Ajbh>q1assification9 work assignment, fringe
benefits iike leave facilities and personnel matters
like promotion and transfer, etc. In addition to.
these»agreements’ bonus issue was negdtiated on
year—to~year basis till 1980. 'BUt}in 1980—81f

bonus agreemenr. was negotiated for a period of »
three years, foliowing the example of the textile
industry» but linking it to productivity and

production. Linking bonus to productivity and
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and oroduction . was nwt done by the SIrw. as well as

any of the indgividual mills in the region .

The manageimnent of the TTC strongly believes
in bipartism} It has been able to establ ish good
relationships with the employees gné*their
organiéations»f7 labour unions and\S staff unions):
and healthy traditions in collective bargaining .
It was gathered that all mz jor and minor issues;
including the discharge‘and dismissals; are
negotiated and settleé at the bilateral level
sooner or later. There has been no occasion when
the Joint negotlatlons have falled and the |
intervention of the third party has been"SOught-
Buﬁ the parties have beenisigning their agreements
~as =ettlements arrived at tin the course of
concil iation proceedings céncluded under Sec-12(3)
of the Industrial Disputes Act;?1947,XMith‘a view
to preventiﬁg thé unions f:om'raising a dispute on.
the issues c0ve£ed by the égféement or a splinter

union raising the disputes.

The GIPSI the oldest onq1neerlng unit in
C01mbatore has been @nLerlng into collective

agreements since 1956. Subseqguent to the comaon
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agfeement in 19569 the management has negotiated
agreements 1n 1960 working out a. scheme of gratuitya
in 1965 agreeing on wages: dearness aIIOWance:
workl cad » earned leave and a reV1sed gratuity
scheme s -in 1969 again on classiflcatlon of workmen
in - terms of WOrkload and nature of Jobs, basic
wageSs;dearnessiallowanceg annual ‘iherements;..
workload, night shift allowance, and gratuity
scheme i in 1572'on‘workload basiC'wages;Vingrease
in dearness allewance;'nidht shift and: dress
allewances, chanee over toftime rate”wagee from
piece ratesi'supply‘of subsidised-mealsi@ Re 1/~
per full meal, and class:i.fication of W'o;:kers.'
based on-the length'of'servieeffand in“i981'en
workload s basieiwages;'dearness\allowancea supply -
of  two- sets eﬁ unlforms and classificatlon ef
workers in tetms of nature of, Jdb-: The 1981
agreementw;s;signed for threevyears- ane“Benus ;

sgreements are signed on a year-to=year basis~

Thls management has a policy of . negotiatlng
only w1th the worker leadersr it deee not permlt
any professional leader to ;nvolve himself in’ any
matter exnept in the final stage of sxgnlng the -

oY

agreement or when the management wants to brlng
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pres.ure On'the unit lev:l leaders. Apparentlys
this policy ma - seem to be good onzs but the
management is highly conservative and at. time
recalcitrant in its attitude and approach. It is
extremely rigid in its offers across the table .
Once it makes its fiﬁal offer it StiCkS’té it
what may come. It employé’the ‘divide and rule'
strategy to see that the trade.uniODS‘acceﬁt its
offers. At two or thrée levels the’managément
tries to create divisions amohg the trade unions .
It tries to win over those union léaders who are
inclined to accept the offers and through them
bring round other leaders to accept the offers.
When the worker‘leaders are'noé amenable s the
active members of the unions are talked to and
'conviﬁCed“about the practicality of accebting
the offers of the management. Once these active
members of the unions agree to the views of the
management they bring pressufe an their igaders
to accept the offer$e~ Or the management gives. a
wide pﬁbliéity’on the offers made and the demand s
of the leaders while pointing‘out the impraéiicality
of the demands of th@’leade:susing the notiée board

. \
and other channels of caamunication among the
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‘wWworkers soi:hat in course of timo an opinion favourabie

to-the management is created | Lastly: when these methods

'fail to bring about the deSired result, ‘the central "

leaders Of the unions are contacted w1th a request to
advise the unit level leaders to accept the offers~; When
all these- strategies and tactics fail, “the management
resorts to legal battle as isrclear from‘the diSpute”bn
the age -of retirement which was' fought by both the sides
over - a decade and often the Management Was successful

.
in getting an award favourable to it e Snnilariy;‘the
issue of supply,of“free tea and coffee,to‘the WOrhmen
was to be 'decfided by the tribunal -+ It was al so learht
that this management does not‘respondWﬂnmediateiy‘ |

to the charter of demands.

The management of GIESI has a unique method

to- bring the trade unions to the negotiation tab&c

’whenever it wants to increase the workload- Instead

of serving a Notice of Change under Sec.9A of the
Industrial'Disputes Act; 1947, forCing the unions to
come for talks, or sending,the proposals to the.
unions and inViting them for direct negotiations

as 1s heing done by other organisations’ this

management raises an industrial dispute under the



Inc .strial Disputes Ac., 1947, seeking the
intervention >f the conciliation officervén the
ground that the existing workload, production and
productivity of the workérs are very low causing
loss to the management and that the trade unjons
are refusing to co-operate with the management in
negot iating fresh workload - Wﬁen the concil iation
of ficer takes up the matter in coﬁciliation; the
parties cane back to the neéotiation tabley and
often succeed in arriving at an agreement across
the table bu- signing it before the concil iation
dfficefo This method is acdopted by the directqrs‘

of the GIPSI in their private organisations.

1 RKI, which is also a private sector

unc .rtaking; the negot .at ions are held almost every

3 to & years. After the 1956 agreéﬁenty the
ménagement and the unions negotiatéd for workload‘
and wages in 1960, 1967, 1970 and 1976. At

the ﬁime of data collection the negotiationswﬂeré
in progress to determine the workload and wages .
Presently, this unit is undervthe supervision and
control of a Liquidator and the Board appointed

by the Supreme Court of India .- - Criginally the

117
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factory was owned by two brothers one” of whom
nanted to Withdraw hls share- Hencep he approached
the Lourt for liquidation of the factory» But  the
workers went in an appeal to the Supreme Court
’praying for staying liquination in View of the
resulting unemployment and hardships for more than
;300 famil ies of WOrkers . The Supreme Court in its
'historic deClSlOH uphelu the appeal of the workers
and directed the Liquidator to run the factory« :

The administrators and the labour representatives

are trying_to make the unit economically‘viableyv

Another engineering unit, the MMT, which is
also manufacturing theé teitile'machineri'hesides
mach ine tools and which employs about 330 persons;
has established collective bargaining relations
since 1974 (the factory management ‘changed hands .
in early 19703). kThe agreement signed-in 1974
provided for wage reViSion and other henefits'
Since then every 3 years the negotiations are
successfully held on workload and wages-‘ ’I‘he
fagreement signed in 1981 lS in force at present
Aand as for the bonus issue lS conoerneO; the

aoreements are neqotiated every yearo
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fhe biggest enginee.ing unit manuf;cturing

teXtile méchinury iﬁ Coimbatore employing more than
4000 workers and nearly 300 staff, could negotiate
the first agreement in 1969, i.e. 5 years éfter its
establ ishment - This‘agreement’proﬁided for gradation
of Workérs and wages. Subsequentlys it has
negotiated fresh agreements in 1970, 1972 and 1973.
Starting‘in 1975-~765; the management bf this factgry
has been negotiating agreements for different |
departments/sections and occupational categories
sdopting the practice prevail ing in the textile
industry .in the region - Thisg is the only'ﬂon—textile
unit in the region that has adopted the method of-
sectiocnal ised bargainidrigs; for the management of this
factHry also runs a numrer of @illse‘,lt has extended
the practice to the engineering units after having
been convinced of the advantages of the method .

But at the time of data collection; the management
was negotiating on wages and dearness allowance

for the entire set of workers except those covered

by the agreements signed recently - Thus the
factory stands apart among the engineering’

\establishments in the region not only bhecauses of
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‘the collectlve bargainlng practlces but also becauser
of the congenial atmosphere prevaillng and the various
types of benefits the employees‘have‘bean derlv;ng

from the agreements-

Collectlve bargalning practlces in the engineerlng
lndustry in Coimbatore thus vary from: unlt to unlt
while broadly ccmforming to the practices prevalllng
in the textlle 1ndustry- It is perhaps because both
the lndustrles in the region are mutually dependent
and often the bargainers are common as in case of

the Laxmi group .

In cement and transport industries, on the other
hand, collective bargaining practlces are still wider
and differffrom'the praotices‘prevailingvin ‘both
textile_ and engineering industries in _the regj_.on';
Both in cement and traneportbindustries,vco;lective
bargaining practioes are of two.types in terms of
the levels of bargaining; Colleotive negotiations
in thesé two industries are held at the unit level
in some undertakings and‘at'the oorporate level in-
athers. The cement factory'at Coimbatore is one

of the various units of the ACC of India’ similarlys



the public sector passenger trangport unit is one
of the 11 ﬁndertakings of the Government of Tamil
Nadu. In case of both these units, collective
bargaining at the unit level 1is almost nil . Every
issue is negotiated and . determined at the corporate
level either across the table or throqgh tripartite
methods . Espécially in the case of cement factory
thé matters- such as wéges, dearness allowance
wérkload,’rationalisatidny bonus » promotion ?oiicyy
etc. are decided throﬁgh the wage boards or
arbitration by a panel represent ing both the
parties with or without an umnpire . So also in

case of the transport undertaking the matters
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are decided at the Board level under the chairmanship

of the Minister for Transport . In both the cases
the industrial relations deéisioﬁs'ar@ being J
increasingly centralised. The units at the-local
level are leﬁE with matters such as redressal of
grievances arising out of the implementation of

the terms of agreément/award and other minor

matters exclusively pertaining to the unit.

Although the cement nroducts unit at Coimbatore
is one of the several units partly omed by a

multinational company s the. local menagement has
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been given.the necessary freedom and autonomy in-
matters of 1ndustrial relations and wage flxatlon,
_work;oad, etc. Resultantly: the management of this
unit;has been atﬂe tonestahilsh‘collectlve barga;nlng'
relationahipe'since 1956 lee the textile industry s
1and a. sectlon of the englneerlng industryy this unit
also negotlated an agreement in 1956 on wageSy workload
and other ma_]or issues . The fact that these 'issues
were negotiated and settled in 1956 helps us to
oonclude that the 1956dtexti1e*agreementkhad~its
influence on this organisation toos for t.he' collective
bargaining relationships in this’unit:developed?on
healthy lines durino the eubsequent(periodo The
faotory-management nas‘been negotiating'oolieotive.
.agreementS'with the labour unions every 3 to 4 years
eince’19$b;covering various issues andmallvtne‘workmen
eméloyed-' One'interesting factorfis that the
management negotiates only with'theee~laboﬁr unions
which were the signatorles to the previcus agreement-
The new unlons that mlght come into existence during
the period of an agreement are invited to be a

party to the Aéw aéreement cnly at‘the‘inetance of

the conCLllatlon off icer at the time Of Slgnlng

the agreement befort hlm as a settlement arrlved
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at in course of conciliecion proceedings under

Sec -12(3) of the Industrial Disputes Acﬁg 1947.

It was claimed‘by the Personnel Manager of this
Unit'ﬁhét the negotiations on long term issues such
2s wages allowances, workload, promotion pol icy s |
etc. have never failed and have heen more‘fewarding
to both the sides. When compared to textile workers
the workers employed in this factofy ﬁaQe been getting
véry high 'wages - the lowest paid wages are 1000/ -
per mon£h. And between 1956 ana 1982 the workl ocad
has‘been increased from 56 units to 95 unité per |
worker -~ the production process involves lot of

human effdrt instead of being 1inked to machines . |
But on bonus issues the negotiatidns have failed
several tlmes leading to adjudlcatlon- Furthery it
was only in 1959 that the agreement ncgotlated Wlth
two unions was 51gned Qnd reglstgred with the
conc1llatlon offlcer as a settlement arrived at 1n the
@agrse-otha;;uhan ConCllldthQ 1he}fds;a settlement under
Sec-18(1) of the Industrisl Disputes Act, 1947.

‘Tﬁis situation was created £y<the majority uhion§

iﬁ was hoﬁ will ing to éccohmcdaﬁe the minority |
union afflllated to AITUC at that tlmo- THO lattar

union an1suG the: management to Slgﬁ the agreomant
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with the majority union and register the same with
the congil iation officer. It‘kept;up»itSwproniSexto

abide by the terms of the..agreement .

Whereas ln the case of the prlvate sector o
transport undertaklng the collectlve bargalnlng
relatlons are Stlll in an infant; stage- It ls anly
since 1977 that this management ‘has been negotlatlng
w1th the labour unions - Tlll them, it was, gathered
‘thaty the labour relatlons matters were decided
unllaterally~ All the unllateral decisions taken by
the management were accepted by the employees because
of the benevolent patronage extended by the employer-
The 1ncrea51ng size and expandlng activatles of the
cqnpany motlvated the employer to adopt the professional
style of management- Therefore, in 1977 the
‘management and the labour\uAlons negotlated the
flrst agreement on wages, dearness allowance and
other nnportant 1ssues- Since then every three

[
i

years the negotlatlons are taken up wlth the unlons
to reVLSe the basie wages, dearnesslallonances, etc-
and to,resolve the 1ndustr&al,d15putes- It was

Further gathered that in June 1983. the negotiations

were in progress for the rev151on of wages, etc .
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Similariy it was. gathered that, the small
engineering units and transport undertakingss which
areeplentya have been deciding the labour matters
uhilaterally- They are yet to establish collective
bargaining relationships though the trade unions

have been operating either at the unit level or the

regional level .

This analysis reveals that collective bargaining
in engineerings; cement s and transportfindustries has
been influenced, except in case of corporate level
bargaining, by the practices prevailing in the textile
industry. The 1956 textile agreement has been the
prime mover of collective bargain;ng relationéhips
in these industries. This is rathexr an expeoted :
pher.omenon since the textile industry has.been the

pioneering an’® predominant industry in the region:

It may also ke ﬁoted that only.about l]Sth
(21.73%) of the respondéﬁts from the management
side felﬁ'that collective bargaining practiceé 
in the textile industry héve’not influenced the
collective bargaining in other industries- But
more than 78 per cent:felt (some among themn

strongly) that there has bheen a great influence
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of the collective bargaining'practices in.the textile
industry on other lndustrles in the reglon- When

the Statement was- put 'in anotner form - the collectlve
bargalnlng practh@s and agreements in other

ok

iDdu@trles in the reglon broadly confonn to the

practlces and agreements prevailing An the textlle
industry .. only 56.52 per ‘cent -of the respondents
from the same group were in agreement@_.Whereas
63.63 per cent of the trade unionists agreed that
there has been an-influence of the-edllective |
bargaining practlces preValllng in the textlle
lndustry on other industrles and that the practices
and agreements in cher industrles broadly conform
to the practlces and agreements 51gned'1n the textlle
lndustryat As for the unit level leaders are concerned
still eilarger majority‘agree‘witn'both'the
statements . Whlle 74335% of them agree with the
view that collectlve bargalnlng in textile 1ndustry
has greatly influenced the collectlve bargaining in
other 1ndustr1es:584.66% agree that ‘both the
practices and agreements in othereinduetries broadly

conform to the praet;ces and- agreements prevalling

in the textile industry . Hence, we may conclude
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that collective bargaining in the textile industry
in Coimbatore has greatly influenced the collective
Largaining practices in other industries in the

region .

Yet we cannot place collective bargaining in
t@ese industriéé on the Séme pedestal » There is an
uneven development Qf £he institution of collective
bargaining in these industries. While in textile
industry it is well estéblished and highly
-institutionalised in the engineering industry it
is gaining strength’and moving't0wards
institutionélisation. In cement products uqit'a1505
collective bargaining‘has taken deep roots but as an;
exceptioﬁai éase; whiié in cement industry there is
no scopé for unit lévél'béfgaining- Whereas in

transport industry it is still in its infant stage.

‘Various institutional and organisational factors

have contributed to ‘these differences- These are:

1. Age and Size of the Industry

The textile industry in Coimbatore is the oldest
‘and pioneering btne while the engineering and transgport

industries were slowly established as ancilliary or
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‘serv1fe 1ndustr1es9 for the englneerlng unlts have
been manufacturlng the motor punpsets and textlle
machlnery and the transport industry has been serv1ng
these and other 1ndustr1es 1n matters of transportatlon-‘
Of lates: many small scale and household englneerlng
units have cane up-;vBut compared to textlle mills

the englneerlng and transport undertakings are small

in size - barrlng the 1ead1ng englneerlng units.

These employers/owners are more concerned about the
:smooth and unlnterrupted functlonlng of thelr units

SO that the capltal 1nvested is préperly. utillsed

and adequate returns are ylelded-"The mlLlowners

afford to close. down: their. mills to force the

workers to accept the - terms they offer malnly

because of the wealth accumulated over years-

2.. The Maggfacturing Process

The engineering indﬁstry differs not only froﬁ
the textile industry but also within ib-the tRrmg of
technology”andwsophistication of the manﬁfacturing
processes in each unit. The work methods and'the
skills also dlffer though the Jobs«may be the same.
A worker in any section can easily sabotage the

entire production - Hence, it is a problem to



129

enlist the co~operation of all the workers and their
unions in running the engineering units without
interruption which makes bargaining difficult.

Whereas in the textile industry the work methods

nature

‘

of work and the levels of ékills involved

are largely identical . Or&inarily a.larger‘number
of personsbatﬁend to the same work making it easy
to handle the situations. Even if a small section
of workers in a mill réfuse to ﬁbrk it‘will.notl
immed jately affect the ehtire mill . This enables
the management‘to have negotiations without allowing

the‘interruption of production -

3. Association of FEuaplovers

The millowners in the region are well organised

over the last 50 years-and their association 5éals
with various labour and industrial relations matters
ensuring a high degree of uniformity as against widely
ranging practices in the engineer;ng and other
industries . As a groups the millowners put up a
strong resistance to the labour unions which is not
possible in other industries. They continue‘to he

uporganised and resultantly weak in their bargaining
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power « ‘Though there is an associatlon of small
scale englneerlng unlts; the industrial relatlons

‘matters are not dealt with by-it-»

It was strongly agreed by 26 per cent of the
respondents'ahdvagfeed oy anbther'4g-47 per cent
‘that the absence of an anployers' assoc1atlon in .
other lndustrles - one similar to the SIMA -
accounts for the dlfferences in collectlve‘
bargalnlng practlces in partlcular.and in
industrial relations in general - Only 26 per cent
‘did notf agree Withjit*he' majority'vi’ew, for according
to them it is the industrial variation that
aceounté for the differences rather than the
.éfesencefbr absence Gof an employers' association .
Theltrade'ghionists also:had‘similar views . Only
less than 1/3nd of them disagreed with the
reseafcher‘s observation that the absence of an
employers' association 1like SIMA causes the
difféfences in collective bargaining‘practiees-
Whereas all others either agreed strongiy or |
agreed with the observationm‘ But nearly 50 per
‘centVOE‘the unit level leaéefa;do not agree
with the v'iew;, for acco_rdingi‘t.q,_them the

differences are main;y due ‘to the nature and
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size of the industries and the units. Within the
engineering industfy there areyvariationé in terms
of the products size; and financial and other
factors. Yet we may say that the associatibn of
employers contributes to healthy practices in

collective bargaining.

4. Labour Organisations and Labour Leaders

The trade unions in the textile industry, from
the very beginning; arée organised at the giStrict
level with .the mill branch committees and area
‘committees. This form of organisational structure
is being followed by the unions in engineering and
transport industries cnly recently . By and large
the trade unions in engineering industry_are orgénised
-at the unit ievel- Thus, the trade unions in textile
industry are organisatlonally very strong in terms
" of t otal membership unlike those in other industries.
The leadership of unions in the textile industry is
well experienced; and creative in their approach to
the issues and prc¢blens. They have earned a name
at various levels which has been helping them toA
influence the decisions taken at various levels -

both within the industry and oursice (ie Governigeit) .
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Whereas the leadershlp 1n other 1ndustr1es:by and
large is 1nexper1enced and still emerglﬂg as a
force:to reokonMW1th-\ Often they seek the edv1ce
'and guldence of the ledders of textlle 1dbour

‘unions .

5.. W’orke-r.s ' Loyalty to Uniohs:

The rank and file of membershlp of the unlons
an the textlle 1ndustry is very loyal to thelr
_unions and unlon leaders partly because of low
ilevel of- llteracY; partly hecause of emotlonal :
1attachment to unlons over a long perlod of tlmes
:and partly because of the beneflts they are gettlng
regularly. Whereas the workers in the englneerlng
vand transport industrles are better educated;
capable of analysing varlous 1ssues and taklng
'their own dec1sions w1thout depending on the
out51oers- It 1s often easy to convince and
lmpress upon these workers unl ike the mlll hands-
The mill workers are difflcult to: be conVaned
by%persons other than thelrhleedersfhvfhey are
~better oo—ordineted'ty the trade union leaders

asvcompared with'the’workers in other industries
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6. approach to Collective Bargaining

The empioyers and trade unions in the textile
industry stréngly bel ieve in bipartitism. Even when
the negotiations fail and the issues are referred. to
ad judication the parties negotiate and settle the
issues»aqross the table and'either.sign'a settlement
or obtain a consent award. Whereas in other |
industries, 5nce the negotiations fail the parties
ordinarily do not come back to the negotiation table.
Hence s, the settléﬁént of the issues is p rolonged .
Meoreover s the employeré'in the engineering industry
in general feel‘tha£ﬁ£hewdem5ﬁds of the workers for
higher wages_woulauéfféét'thé'financial viability of
their units- Theréfore, the trade unions are bf;en
conpelled to resort to direct action to bring the’
management to the bargaining table. It is also true
that a section of these employers often pfefef to
concede the demands of WOfkefs going out of the

SRR R ¢ -
way to ensure uninterruptédvbroduction;"as against
the pfactiée of the milloﬁheré‘of strictly adhering
to.their guns and following thé establ ished norms

and patterns-
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7. Base e

The 1956 agreement between the SIMA. and the
'labour unions has establlshed a strong bage- forlﬁ
negotiatlons on’ workload, WOrk norms,>classificatlon
ofrjobs‘and workers, levels of skills, Wages and
4a110WaneeSy fringe benefite;ﬁete- for subbequent’
,negotiatien$. .Collective”agreemente signed ‘since
then are only the improvenente/modificatiOne.
neceseitated‘by the technological and sociomsconomic
changes - Though a similar agreement was signed by
three enéineering units'and one in the"cehent in
1956 ltself neither they nor other industrial units
took it as the basis for subsequent negotiatlons-
Resultantly,‘the negotiation patterns~have been

different in textile and non-textile_industries«,

8. Wages
It is felt that there is ample scope for
negotiatlons in the engineering and transport
industries because the weges are- low compared to
extile and cement-r The employors ln the engineering
industry are more flexxble and pragmatlcs they do

" not stick to principles. Whereas the millowners are



135

more ¥ igid and 1egaiistnc i their dealings and

s oammmm e to the probier of wages. The SIvlA has

also contributed to the legalist ic approach of the
millowners to the problem of wages. Both the
millowners and their association consider every issue
inﬂthe light of the norms and practices prevailihg ‘
bihvthe region and also at cther textile Centges in

the country .

. o mw e
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PROCEDURES & PROBLEMS IN
CQLLECTIVE BARGAINING

Real Collective Bargaining is by its very nature
a rough s tough undertaking. 1Its essence is a
rélﬁc£én£’ekchange‘of commiﬁments3 both parties
Want to yleld less anc get more.- It is not'
quantltatlvely dlgferent from a business deal in
'whlch both negotiators have somethlng less than 100
per cent trust in one another- Nck is 1t mach
diffe;ent from‘the practlce of diplomacy in a
mutualiy sﬁsﬁiéious world . 1In all three formss the
calculated iqsﬁlt andrsimulated anger are familiar
tactics.(iée..LabOur.Chronicle:ié7l:5)- Because the
negotiationsvinvolve a business deal requiring
reluctantvexchange éf-commitments by’ both-the'
parties who try to be very d;plomatic in their
approach to the problems’ thﬁ negotiations dlffer
from ‘one establishment to another’ from one industry
to another and from one situation to another - Yet

often we £ind similarities in the negotiation
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process across the establ ishments within an i ndustry

LG across the industries in a region .

Collective bargaining process is ardinarily
initiated when either pafty intends‘to gat changed
the existing working,; employment and sefvice
conditions. While the workers or their organisations
send a list of demands (charter of demands) to the
employer/management, thé”émployer éends é‘list.of.
proposals for bringing abéuﬁ changes in the‘ﬁorking
and employment conditions. Degending upoh the levels
of bargaining and the practices either or both the
methods of initiating negotiations ﬁay‘prevail-
However i£}is often the labour unions that take

the lead in initiating the negotiations-.

- In gener.l, this praqtice przavails in all the
industries in Coimbatore - Yet one would £ind a
deviation from this genera; practice in the textile-
industry - As we have aiready noted » bargaining
in textile industry is at two levels - associationlevel
mills level -and ‘tHe Shop:level . (At the dssociation
ievel the negoti;tions are always 1nitiaced at the
instance of the‘repxésentative unidﬁs in the

industry - The trade uniors having a sizzable
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support of the workers from‘different"mills'prebare
chanter of demands, forward them to the managements
of the concerned mills under a copy to the mlllowners
associatlon- The ways and “method s of preparing the
charter of demands, however, dlffer from union to

union and from 31tuation to 31tuaclon, as: well as the

lssues involved .

The initiative to prepare a charter of demands
on issues that are of interest to all rhe textile
workers in the reglon is: taken by any or all of ‘the
dlstrlCt level trade unions-, The issues, in general
are revision of wages, dearness and other allowance,
- bonus » personnel matters: etc . The‘list,so, |
prepared would be forwarded by the unions to all
~the '‘mills wherein their members arelemployed;'nnder;
a. copy topﬁhelassociation of millownersfv At times:
all the district level unions'meet‘and crepere‘ihecA
gharter”of demands. Thevexperience'SEOWS that when
all the unions meet to d58cuss-issnes?o£'coﬁmon
lnterest rarely a consensus is reached by them-

In 1982 alone all but.the- Commbatore Distrlct Mlll-
Labour Union had agreed on a common charter(of

demands, viz. bonus-. on all other occasions'onr»
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bonus issue .there was no;¢onsensus:  ‘Bach union had
rajised. demands. for: different percentage of bonus.
In 1972 andal979~theucharter of demands were
prepared:jointly by 'all 'the unions constituting a
Joint Action: Council - oOn both the occasions the

- .issues: involved. Were revision of wagés; dearness
alldowance s ‘:annual increment s occupational wages and
other related issues. In 1974, the initiative and
leaél liw‘é's"f’t-:,éker‘l “by .the ’C:ojlhbatore‘f?ivs;:rict Textile
Workers*® 'Unions as Was claiméd by its.general
secretgryp Trhe list prepared by 1t wam endorsed

by other unions-

on the other hand, when the issues are purely of
a+*local nature\affecting‘a”séction or all the workers
employed “in a mill’, tHe concerned trade union(s) take
théUinitiétiVeﬂin.pfeﬁaring the list of demands, and
forwarding ‘it to the concerned mill management for
ﬁégdtiaﬁidhs-:“USuéily'the mill/shop level issues are
first 1isted by the executives of the Mill Branch
Committeef’mThélMill’Committee after discussing the
isédesvfofwérds the'same to the Central Executive
CQmmitﬁeé of tﬂe'Union- _The Central, Executive

Committee meets, discusses and finalises the
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issyes to be included in the demands noticeu_‘Some.
uniot's pefiodlcally eontéct pheir:membessliﬁ
different mills to know,whethefythey haVQ,QHYfl
demandsg to make - It is also a fact that the
rank andg flle of membership in ﬁhe mills bring the
issues for discussion and raising<demends (as is
the practice‘prevailing in case of two unions:
Mill® Workexa'. Unlon and Mill Labour Union) - - The
issues are d!acussed in detail and approved by the
Executlve Committee of the Union as-well as the
Distfict Council .. It is only after the approval of
the District Council that the Charter of Demands
is submitted to the employer(s)- ‘Thus,» the issues
'are discussed at varlous levels -~ the mill level;
the Central Executlve Committee level and the
general body level (ie- Distriet Counc11 Level)

= so that the issues are brought out clearly.

In case ofesome other unions, usually the
mill committees list theilr demssds- In such cases,
Pit'ﬁas said that the mlll committee first contacts
the‘conoerned~msnagemegt and puts forgh its demands
and grievances-,,If«the committee fails to get

the desired resultss the office bearers of the
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district level unions i.2. usually the area
secretariess arve requested to take up the matter
with the management con a formal basis. The Mill
Workers Union has the practice of getting identified
the mill level probiems by the mill branch committees
themselVes; After the issues are;identified they .
are discussed within the couanittee to finalise the
list . The Panchalai anna ThozZhirsangham has the...
practice of convening a meeting of the general body
of members of the Mill Branch Committess ask for
their demands s exanine theilrs feasibilicy and then

preparc the list of demands -

Similariys in case of another major union3
the mill committees generally list their demands
But the general bodyband the executive com@ittee
discuss the issues and demands 1isted by the Mill
Committees to finel@éevthém Befofe sending a
demands notice to tﬁé‘miiiowners or their

association .

But when it is the bonus issue, the Central
Executive Coanmittees study the balance sheets of
different mills and decide what percentage of

wages- shauld e deiranded as bonus. 3ince the
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profltablllty of the mllls differ from one to
another the demands al so vary from one mill to

another-

Whereas the general issues are identified. and
listed by the office bearers of the distriet’ levelr
unions. The - 1ssues so identlfled are prsented to
the Executive Ccmmittee for its dellberatlons and
declslon. The secretary of a Distrlct level union
sald that the 1deas and needs are flrst conveived
by the top, leaders and put across to the Exexutive
Commlttee of the Union when-lt meets-v After
necessary explanatlons and dlscussions, the Executive
Committee endorses the issues to be ralsed as

¥

demands with a resolutlon to back up the demands-

Whereas in other industries these pracm;ees
differ to a large’ extent,ﬁsrlmarily because%lach
employer deals with the labour uniops on hls~own
,thoqgh'often the Qniohs form. a Jointdsct;on Committee .
In,thgmenéineerind{industry; the'demangs are
normally formtlated by the unionsdoonvenisg a
meeting, of thewgenerallbody of members in,which
their‘v5ews, opinioss and‘suggestiohs are

ascertalned, gathered, discussed and finally_
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iisted so as to present them to the concernéd

.. Loyers. In certein casess the unions endeavour
to coliect the data fiom other industries in the
region and the same industry in other regions

before formulating their demands,; study them
comparatively and then formulate their‘demands~
Sometimwes it aléovdepends'on the size of the unit.

Ii was gathcred that the type and nature of demand s
are directly related to the size of the unit‘¥'larger

the size of the unit higher the wage and bonus

demanpds . Similarly: in cemeﬁt and tranSpor£
industries the demands are 1isted separéteiy‘by
individual unions either by thé eﬁecutive'éommitﬁee
itself or after ascertaining the views of the
meabers - It ﬁas pointed out that ordinarily thé
Charters of VYemands consist a large number of issues
primarily because no trade union can afford to
neglect cr exclude theﬂissuas suggested by the
members. So the management s are -also foérced to
acbég; such éhgrters for initial conSidératicﬁé.

It is only th;ou%h subsequent negotiat-ions that
the main issu;s are filtered and taken up for

discussion - Whatwsvess it anay bera certain amount



144

of democracy prevails within the unions with regard

to listing of: demands-

It Was‘gathered that over QearS'thecworkers!
‘demands on Wagesland allowances, specialiy at the
_millsnlevels, nave decreaSeo as’compared to;the
demanos of workers in other industries. In textile.
industrj these issues are ordinarily taken up .by
the unions on a wider_basis commonly appl icable:to -
all" the mills -

It was also gathered from different sources
that in the textile industry the frequency of:
negotiations at the'unit'levely at the instance of |
fthe mill managements, has been increaSing- over.
the last two decades the millowners have™ increa31ngly
become interested in modernisingvtheirbmillsuso
vas to increase production and productivity- Every
5 to 10 years the machines are introduced either
precemeal or in total . - This practice has
necessitated them to take ‘init iative to negotiate
with the labour unions-w They usually ‘send proposals
to the lahour unions for increasing work—load,

of course, with an offer of - marginal wage  increase -
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Ordinarily, the unions respond favourably to these
proposal s and attend the negotiations with :ﬁheir
counter proposals/demands which usually take the
form of higher increase in wages. Whethér the mill
managements want to change the exXisting mcxk NOrms
for the entire mill or only for one or few séctions,
the proposals from the managements initiate the

bargaining process -

When-the modernisation does not take place for
a ]ong tbne but the mill m;nagement is interested in
1ncrea51ng the workload or change the work normss
the managements are found to employ either of the
" two other methods to bring the labour unions tb the
negotiating table:(1) to serve a Notdce. underesec - {R0A)
of the Industrial Disputes Act, 1947, and (2) to
raise a dispute and seek the'intervention of the
concil iation officers. Of these two methods, however
the former is more common - Under this hethod when
the trade unions do not come forward to negotiate'
an increase in workload and wages, the management
serves a Notice under Sec-9(A) of the Industrlal
Dispuﬁes act, 1947 - i.e. Notice of Change- This

Notice stipulates maximum workloaa (as desired by
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the management) but a nominal increase in wages - .
When each unlon ls served with such a notlce, under
a copy to the Governmenty the unions lmmedlately
respond to the notice: for they are afzald of the
consequences on the workers and the union- The'
notlce; on its eXpiIY$ becomes legally blndlng lf
no obJectJ.on is raised by the workmen or theJ.r
unions the management acqQuires a legal rlght to
enforce the notlce- Therefore, the unions hurry
to request for negotlations- The managements do-
respond to such requests: negot iate and settle

s

the issues-

The other method of initiating the bargaining
process through the COnciliation:officer was'found
to be. limlted to fewer managements/employers |
'generally in the engineerlng industry-i Only few
units, m the engineermg industry have the practice

of seeklng the interventlon of the conciliatlon'
‘give higher werk load to make up the. losses belng
1ncurred and to face the competltion ;n the product
market . When the conciliation offlcer receives the

appl ication for his 1ntervention: he calls for the

remarks of the other party and in due course
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iniciates the conciliation proceedings. Once the
conciliation proceedings are initiated either the
parties themselves request the concil iation officer
to permit them to haveAbilateralAtélks, or the
conciliation officer himself advises the parties to
have direct negot iations. So the parties negotiate
and- finally settle the issues at. the bargaining
tabley, but sign the settlement in the presence of
the conciliation officer since the conciliation
proceedings are suspended to enable the parties to

‘have negotiations and their own settlement .

'PREPARATIONS FOR _NEGOTIATIONS

The issues to be qegotiated at the mills/unit
level» by and large; réigtg to higher workload and
wages and the initiative ié ordinarily taken by the
managements- We £ind a commoh»pattern in the
prepafations that preéede the.qélleétive negot iat ions .
Generally speaking, the mill managements . take up
the following exercises§ to work-out the details of
‘the pfoposed workl oad and the maki@um increase that
- could be negot iated:; to.undeftéke a comparative. |
study of the wérk norms s work‘ipads and the wages

existing in the industry in the regions to study
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the existing working conditions in the units,; estimate
the manpOWer requirements for the proposed increase in
workload3 to examine to what extent labour could be
saved and the methods of deployingvthe surplus labour -
Normally on the basis of the work study, the
m;qagements workout the acceptable wage increases

and the total financial implications vis-a-yis'higher
p:odﬁctién and productivity. A few managementé'aléo
have the“ftacticé“of collecting the views and

opinions bfmthe depaftment heéds within the millss

the expert advice and guidance from tho South India
Textile Research Association, normally on the
technlcal and flnanClal impl ications-. The discussions
with the lower level executives who are directly
cpnnectgﬁ‘wiph the prod;ctibn processes are often

held to £ind out thé'areas where the changes are
necessary - These discussions are foilpwed by the
cpnsultatioﬂs‘with the middle level managers and
finally by tﬁehinforMAI decisions at the top

level; There is also a practice of constituting
small,cbmmitteés_to‘stydy the situation and |
ascertain the‘views‘of theﬁworkers on their
existing-dutiés and maximumuthef would be able

to give.
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- Tt may be added th:t many personnel executives
held the view chet when the negotiations are taken up s
it is always rewaréing to put across the views and
arguments based on comparable faéts collected from
other units in the industry in the regicn and"cher
centres as well as from other indﬁstriéiﬁﬁnits in the
same place- The date should be such that the ﬁnioqs
cannot deny them. Secondlys it saould be réIated to
maximum wérkload with manimum WQges’pfévailing in
other organiégtions- "If the unions héVe already'
signed thé‘settlements with some ocher managements
conceding maximum workload accepting a compafatively
lower wage ihcréaée; it would be very handy in
npresgsurising the unicns Lo accept the offér; It
shov’d be noted that it is not ghe man-ements alone
who @ollect comparable data as a part of the |
aegot lations s%rategy;ibut the trade unions also‘do
it . The trade unioﬁs usually collect data\that are
advantageous to the workmen  minimum increase in’
workload but maximum wage increase- Hencevthe
managements endéavoﬁr to collect better data and
give a comprehensive analytiéal explanation to
the view points and srguments during the

negot iations.
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The preparations for negotiations in the non-i
textile 1ndustries slightly vary from the practices
prevailing in the textile industry in the- region-
These include. a survey of the ex:Lsting workload
_and Wages to know the prevailing max;mum llmlt of
workload and the mlnimum wages, being paids a study
and assessment of the, demands of the workers to o
decide whach ones could be concededs.and estimate
of the pOSSibie returns and gains particularly in
terms of co-operation of the workers: their disc:n.pl ine
and . WLllingness to accept. higher workloads and a study
.of the attitudes of the trade unions - how do they
view the issues? What would be their approach and

the minimum they would be prepared to accept without

a strike?

These practices suggest that the managements
are morefconcerned about theﬁexisting norms both
wit}i"ifi;-the»mill/factory and among fthe cemparable
units. in the industr& inntheeregion-'»lt is based
an the prevail ing norms and the eXtentvofﬂproposed
modernisation tHat the new. ‘work norms are. negotiated-
Resultantly; a kind of uniformity has been possib&e
even at the unit level bargaining Yet the trade

unions endeavour to'det better henefits for their
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members wofking in different mills, i.e. when
negotiating with Mill B they would try to get
higher wages witl: lower workload than they were

able to get in Mill A. The unions while.negotiating
with a managemeﬁb_buﬁ psua}ly before signing the

~ agreement,quote themégreement:alréady signed by

them with Mill A and demand maféiﬁai iﬁcrease in
case of Mill B. Often the employers concede the

marginal increase to c¢linch the issue.

These preparations are invariably,undertaken

© by the*personnel department with;the;assistance of -
production eiecutives. So aiéo the. personnel
executives take the leading rdle in negotiations .
In some mills and factories the Personnel Managefs7
shoulder major requns;bilities in negotiations-. It
was found thact no organisation has a formalised
negotiating comm it tee . Oniy on an informél basis,
the top level executives are asked to negotiate-
Particularly 'in the textile industry the negotiators
are required to diééuss the course of negotiations .
with the millowners/Managing Directors/Executive
Diréctors and take forinal sanctioﬂ'before going to

the negot iat ion table . Oniy -about 10% of the
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mills; Where the management 1s hmghly profe581onallsed,
have completely authorlsed thelr executlves-"in
majorlty of the cases; howevers the negot;atlons are
not delayed since there is 1mmed1ate communlcatlon

2

between the mlllowners and the negotlators- Whenever
, .

the mlllowners feel that the negotiatlons are’ belng

prolonged and a result is not seen, they themselves

partmc;pate,ln'the negotlations,and settle the issuc.

Whenpittis a_negotiation'with the millowners'
associatioh, the trade unions send the‘cdpies of
the charters of demande’simultaneouely tb the
individual. mills and the SIMA secretary- The
ind ividual managements upon receiving such demands'
notices write to the SIMA requesting them to
negotiate ohltheir behaif the various issues raised'
by the union(s)a But'before taking up the
negotiatiddsa the SIMA convenes a. meeting of the
general body of the member mills to discuss the
issues raised by the gniensfand ?@eﬁlimltS/
boundaries of agreeméﬁt-‘.Alte:natively$ the
SIMA writes to the @ember mills to ascertain tﬁeir
views onkthe issdeeuto be negot iated thle

requesting the member mills to-cgmmﬁniCate the
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L imits of their offers. In case of the bonus.
Termadic s ordinerily the member mills deWard a

copy of the balance sheet to the SIMA while -
réquesting them to workrouﬁ the bonus liability

ard to negotiate the peréentage of bonus to be

paid . ‘The SIMA collects»faétﬂal and other iﬁformation
from the concerned mills‘before cdmmenciﬁéﬁthé'
hegotiations- After knowing the views of‘Ehé member
millssy a sub=committee or the Negotiatihg Committee
of the Asscciation is constituted. This Couamittee
ihvariabl§ includesrche Chairmans the Vice~Chairman,
two or three members of the Comnittee of the
Associations and the Secretary of the Association .
The Negotiating Comnittee of the SIMA isvélways
‘ags.sted by the Law ana Industrial Relations

Oificers of t e Association.

Since 1956 it has always been such a committee
that negotiaues‘with the labourvunions- But in |
1981~82 an attempt was made to constitute a
bipartite standing negotiation comn ittee to deal
with the unit 1éve1 problems and collective |
grievances of  the workers so as to prevenit the

precipitation of issues and the snap s trikes by
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the workers in different'mills- WeVShall now discuss
the background of the setting up of this committee,

its obJectives and the issues dealt with by it .
§TANDING NQGOTQTIQQ CQM&YIIT:QEE :

Negotiations between management*and labour
unions are undertaken by the. representatives of both
the parties. Usually; each party will have its own
negotiatiﬁg canmittee constituted either on a permanent
or ad-hoc basis- As ahd when the issues arise or
the committee lS apprised of the Situation/issue &
VWOuld meet discuss, deliberate’ negotiate -and settle
the issue supposedly Without giving room for
preCipitation of the Situation/issue- The existence
of a Standing Negotiating Committee to bargain
different issues, oftens indicates the’level of .
maturity attained hy the parties and the degree -

of institutionalisation of collective bargaining-.

The experience of the millowners assoCiation
and the textile trade unions in COimbatore, over a
period of 30 years, has helped to realise the
importance of a Standing Negotiating Committee-

It was in early 1982 « the Productivity Year =
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that a Standing Negotiating Conaittee was constituted
hy the Southern India Mills Association ‘on the
suggestion of the trade unions to realise the

following twin objectives:

1. To resolve industrial disputes by’cohciliating
and mediating as and when the issueé are |
referred to the Counittee or when the Committee
deems it necessary to interfere and settle
amidably ¢ and

2. to ensure cmooth and uninterrupted working and
to avoid work stoppages suddenly resorted to

or when they occur due to inter-union rivalries.

It‘is gaﬁhered that the idea to set up a
Standing Negotiating Counittee was mooted'b; thé-
United Textil@ Labour Asscciation in late 1981sj The
idea was enaofsed by other unions and accepted by
the SIMA. Hences the represehtatives of both the
parties met several times to give a definiﬁe'ahd
final shapes and to frame & Constitutidﬁvto guide‘
the functioning.of the Comumittee . The Cénstitution
adopted by thé partics Lays down vhat: (1) the

Committee would coitgiet ot equal nuamber of
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representatlves from managements and the unions;

(2) the Commlttee w1ll meet every second Saturday of
the month» (3) 2/3 representatives of both the partles
should form the quorum for any meeting and the
decxslons taken by the commlttee, when the quoruin is
present . should be fhlals (4) in the absence of
unanlmlty, deci51ons taken by 2/3 majority shall e
the recommendations of the Commltteen,(s) thewi.-
management and- the union representatiVes would preside
over the meetings alternatlvelyz/(6) the COmmlttee
will take up any issue'concerning labour'matters
llkely to become disputes or- llxely to result in

work stoppages when referred to by any of the unions
or - the managementss matters concerning admlnlstratlon
and finance not to be referred to this éommlttee,

(7) the recommendations of the Commlttee should be
recommendatory in character, (8) the issues referred
to the Committee when dec;ded should be accepted by
both the'partieso (9) in:the case of an§'dispute vhere
‘some. of the unlons 'or the repres}entati{ies,'(fovf": fhe
management»inhthe COmmitteejare'involved, the
representatives of such unionvor the management’
should remain neﬁtral and'the‘decision‘qiven by‘

the rest of the members to be final . {10) the
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committee should give its decision within a fortnlght
froan the ate of roferencos and (11) the Secretary

of SIMA would e the convensr of the Committee and
that the Committee‘would function and meet #n the

premises of the SiMA.

Since the Constitution of the Standing
Negotiation Conmittee prevrdedjfgg,egua; numher of
 representatives ffe% the ﬁanagementsJané the labour
unionss the parties initially decided to have
8 repreSentatiﬁes each s and.the'alternateememhers
nominated by the membere tQ attend the meetings 'in
their absence- Butfhefere;the Standigg~NegQ£ietionf
Committee was formelly constituted,aﬁdueou{qgstért
functioniﬂg‘£hereeWere some diffexencés,ofkopihion
regaréing the strﬁcture and functioninérof‘the

Committee . The Mill Labour Union djid not agree on

e ,__,_4‘__‘ A

e i

S VH-.M____“_______/———’* SR I

The unions therefore: suggested certaln,changes

which were not appreciated by the other members:

as was stated . fecretary of the Mill Labour

Union. Hence the Mill Labour Union withdrew from -
the Committee . Suksequently s the Mill Workers

Union - the othar cowmptunist trade union -~ also
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withdrew from the’standing Negotiating‘committee on
the direction_of its.District Couneii, ,Oh'the other
hand,» it was poihted out by an officerfof SIMa that
the Mill Labour Union was'fundamentally opposed to’the.
vvery ldea of setting up the Stand ing Negotiatiﬂg
Commlttee while the Mlll Workers Union wanted certain
changes in the by~laws of the Commltteev Whatever
it may e both the communist trade unions opted out
of the Standinq Negotlating Commlttee-_ As - a matter
of" fact, the representatlon on the Commlttee was
reduced to 6 each‘ The six’ unlons on the Commlttee;
are: (l) the United Textlle Labour A55001atlon,i
Codimbatore, (id) the C01mbetore District Textile
Workers' Union, (iii) the National Textile Workers'
Unions (iv).theJNational TeXtile‘Employees Union
(v)fthe Panchelai Anna Thoéhirsahgam, and (vi) the
Kovai-Perlyar Mavatta Panchalai Thozhilalar Munnetra
Sangham- It may be ‘noted that ‘the minority unions
like the Bharath Natiohal Textile Workers Unloh,\
the Kamaraj National Textilé Workers Union; the
Swatahtra:Tradeluhion, etc -are ngt'rebreSented

on the StandihgﬁNegotiating Committee .
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4 cross section of t.e mill managements constitute
the manaéement representatives and ;lternate.members-
These are the General Mahagers, Personnel and tﬁe factory
managers. The Chairman and Vicchhairman of SIMA are
the ex-officio membérs- The Industrial Relations and
law officers of SIMA attend the meetings of Standing -
Negotiating‘Committee ags observers. It was,claimed

that these officers are the prime movers of the

proceedings of the Stending Negotiating Committee .

Though the Standing Negotiating Committee is
considered to be a new experiment in collective
bargaining, it is said that an abortive attempt to
constitute such>é comnmitced qu made in 1972. The

¢ . .
Joint Action Council of trade unionsbsubmitted a
Joint Charter of Demands to the SIa. (ne of these
demands was thec setting up of a Stvnding Negotlaiigg
Comnittee . The SIMA had taken note of the>imp6rtahCG
of such a committee and was proceediné with the
task of setting up the'commiétce. A few meetings
were held to final ise the’ﬁ;tter- But In the
meantime the trade unions called afi “industry-wide
strike for getting the wages and allowances revised, .

the occupational wages fixed and certain non~wage
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issues determined . This strike prevented both the
parties from giving a serious consideration to the
issue . It is ‘said that even at that time the Mill

Labour Union did not join the exércise -

‘One of the Pergonnel Managers traces the origln
of Standing Negotlatlng cOmmlttee to the perlod 1972-75,
when Mr . K+ Venkateghulu was the Chalrman of the SIMA-
Though the 1972 strike wes5respons1ble‘ferfsolVLng the
‘sétting up of a Standing Negot iating Committeeﬂ the
theh;Chairman seized the idea_of taking-upithe varieus-
isSues that might give rise to disputes and snap -
stfikes at the\miiis"ievelvehd remcvihg’the-deliberations
on such issues to a neutral premises. Hences he
started encduraging the member-mills and the trade
unions to refer/brlng the issues agitatlng either or
both the parties to SIMA . Even the lssues not resolved
at the conciliation level and the issues which the
managements did net'wanttte tehe up"dinectly with
thevtrade unions or dié nbﬁ want to refer to
conciliatien'officers'were being taken up‘byvthe
Chairman for mediation . and settlement The'trade:,
un;oﬁe took“adbehtege ofvthiS‘apprbaeh of the Chairman’

and cultivated the practice of writing to him for his
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mediation whenever they spPrehended. probiems in
industrial relacions matters. In '1980-81, when

Mr. S. Devaraj Qas the Chailrman, a similar attempt
was made. He also started feeling that some of the
unit level gprablems arising aut of spot or hasty
decisions could be avoided if th@IiSSUeS could be
discussed at the associatioﬂ 1évél~ It was also
felt that such a step would help to rcsolve the
problems arising out of inter-unlon eruer As such
when the suggestion to SQt up a Standing Negotiatimm
Committee came‘;;rth from the unlons towards the end
of 1981, he immediately.agcepted the idea and“'
initiated the steps to coﬂStifutG the Standing

Negot iat if8. Committee .

The Standing Negoti-tiw. Committee started
“functionipé from June 12,,1982- This Committee in. .-
its four meetinés held betwWeen 12.6.82 and 18.9.82
discussed the féllowing igsues ot mutuéi“interest,,
that were'withiﬁ Qhe juriédiction_of'the Committee
and made approprlate recomnendations- - These issues
include: (1) worklng of the Joint Action COUHClls

at the mllls levnl, (2) wag@ cut for attendlng the
funeral ceremony ci a.unit level laoouL leader in

Shri Karunambikkai Milis. ¢3) line of oromotions -
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prin01ples to be: followeds (4) leave. with wages and
'travelllng allowance to the trade union representatlves
for attendlng the’ conc1llatlon “and other official
meetlngs, (5) gratuity - 240 days as an ellglbllity
crlterlonngIIOW1né the Sup;eme Court Judgement on
the subject; (6) the apprécentieeshiﬁuaéheméﬁin‘the
mills, (?)}revisidn of pay .scales of the cleriCai
_staff, (8) bonus;*(9) the norms of work load and
wages as.guidelines.for:ﬁnit leﬁel‘negbtiétioﬁe;
(10) the proef of age'ofNWOrkers-for detetminiﬁg‘the
supefaﬁﬁdaticn,‘(ll)’machine»productivity;in eoﬁe
windingldepartments,l(12) ESIiabsenteeisﬂ,

(13) non-implementation of ailékB) settlement ‘in .
‘Lamni Rani Mills, (14) check-off facilities;

(15) introduction of group’insurance schemes

(16} housingAfaCiiity for at least 10% of the
workers s (17) prompt settlement of gratultys

{18) formatlon of ‘co-operative sceiceies;

{19) ~modificat1.on of standn_ng orders; ~( 20) furnishing
seniority 1list to ‘the unienss (21) strlke notlce
served. by the Natlonal Text fle EmplSQees Union

on the management of Shri Dhanalaxml Millss and

(22) the.Hoﬁse rent allowahce'to workers »
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It may be noted that wost of these issues were
ruaised or referred bycthe trade unions and were taken
up’fqr deliberations by the standingﬁNegotiating
Committee in a. bid to iron-out‘the differences and
‘bring about amity and goodwill among-the millowners
and their empleyees. But one issue dealt with by
‘the‘Committee eould not be decided'for thevconcerned
menagement did not eccept the recommendations of-:the
Committee - The iseﬁe was the eppointment,of'neirs.of
employees. The 1972{indnstrywide:settlement had
provided for giving 'preference to the heirs of tne'
existing employees at the -t ime of recrulitment - prowided
they were suitable .as per existing praot1oe
Different miile had signed agreements ‘on the operatiuel
aspects of this ciauSey The issue was taken up by the
trade unions With the management of Laxmi Rani Mills.
When the negotiations failed there was a total strike
for 5 manths’i the striking workers aIso*resorted to
violence . Finally, a 12(3) settlement was reached “in
the presence of the- ConCiliation Off icer . Aejper this
settlementy the management had agreed to‘emplof.those
pereené jeintly recomnendedvby'the,unionsf, When the.

1list was submitted to the mahagement s ic refused to
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'prOV1de employment ‘to them cn the ground that they
were not the : relatives of the workers and that they
would employ persons other than those already listed by
the. unions-'. Thls resulted in s dispute and was
referred to the Standing Negotiating Committee by the
Una.ted Textile Labour Association- The issue was
discussed at every meeting of the Stand.mg Negotiating
Committee but no solution could be worked out. The
'~repre'sentati'\)e-’ of the-Laxmi Rani Milis waS’called to
give the management s Views. 'Ihe"managem'ent
‘-representatlves on the Standing Negotiating Committee
suggested a via/- media. But the management of the
Laxmi Rani Mills refused to accept the same . The
Standing Negotiating Committee decided not to persue
-the issue furthers though the United Textdile Labour
Associa‘tionbpres‘ident demanded a resolution by the
Stand:mg Negotiatiag Committee referring to the
nonﬂco-operative approach and attitude of the

management of Laxmi Rani Mills-

3 Further.more; though the second ob_]ective of
the Stand .mg NegOtiatlng Committee stipulatee that ‘
it should strive to ensure smooth and uninterrupted

working of the mills and to avoid work-stoppages ’
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will not recurs the union representatives) while
agreeing that =he Standing Negotiaciné Committee_
should not mérely ke a:grievance seﬁtlement ﬁachiﬁery;
assuredd;heir §o~op§ration in preventing strikes? The
Chair-p@rsog_oncé again recomnended to the union
represehtatives that the very continuance of the
Committee was dependent on thé'co-dperaﬂién.éx£ended

by the unions in preveriting snap strikes.

The Chairman of the SIMA infSeptémber 1982 Wrote
to the President of United Textile Labour Association
expressing his fear on the effectiveness of Standing
Negot iating Committee . He was afraid,s the Sténding"
Negotiating Connittee was becomning a futile exercise
in view of the shap strikes and wbrk—stoppages~
occuring in member mills. “The new experiment
afterall, you will agrees should uot be én'éxercise
in futility. As ‘such, to make the Committee to
function effectivelys it is but essentiai“that both
the parties should enjoy confidence in each other
and should exercise an understandiﬁg appfbach to
the problems, take an imparﬁial.view.and éolve‘the
igsuesito the best satisfaction of koth the

parties" <. He also expressed the feeling“that the
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necessary awareness about the Standing Negotlating _
Committ:ee has nct been created (though' four months
had passed after constltuting the committee) ingsmuch
as. sudden flash strikes are resorted to before the
matters were brought before the Standing Negotiatiﬁg
'Commlttee for dlscusss.ons- While quoting a few
instances of snap strikes resorted to by the workers
without giving scope to the 'ist"anding'Negotiatil"lg
Committee to find out proper solutions on the
‘agitated issues- He expressed the view that even
before the workmen think it proper to launch a’
strJ.ke’ the matters, if not.resolved at-t.he un:.t
1evels, should be taken up by the trade un,lons
"concerned and brought before the commlttee for
discuss.'Lons and taking remedlal measures- He
appealed to the unions to extend their whole—
hearted co-operatlon and support so that the
Committees discussions and del iberations would be
meaningful and p’urposefulv-"-v

Thus, within a short-time the Standing Negotiating
Committee had.to face ‘a number of pr'obvlems_vin its
'functioning3 con"sequently‘ it was becoming .{neffedtnve .

Finallys the Committee became defunct when the trade
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unior:s bojicotted the negetia{:ions with the SIMA
followinq the failure of bonus talks in Oct-Nov-éé-
NG meetlng of the Standlng Negotlating Commlttee is
held after 18.9.82. The General secretary of the
'ﬁﬁftéd'Textile'Labour Association hoped that the
standing Negotiating Committee cduld be revived'since
the boycot was lifted in . March-Aprll 83 after a dinner
was hosted by the SIMA to ail the labour unlons with
a view to roping them in its golden Jubllee
celebrations. Cpnsidering_the imporﬁaﬁce of such a
forum in collective bargaining in particular and
labour management relations in general, lt would be
more rewdarding if the Standlng Negotlatlng Committee'

ie revived and both the parties take serlous interest

in its functioning.

- PROBLEMS IN NEGOTIATIONS

The course of negotiations in any industry is
strewn with problems since both the sides da not
exhibit 100 per cent conf idence in the other and
always try Eo take maximum while giving the minimum
possible .~ Even with the exiétenceyof a 100 per cent

‘give and take® approach on both the-sides

and a willingness to bargain in good faith tHe
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trade unionso, In -our 1ndustrles ‘the tW1n problems of
multlollcntv of trade unlons and the absence of a
statutory formula to recognlse a bargalnlng agent of the
WOrkmen~pose problems in negotlatlons{ It 1s.these
prok&ems which have blocked successful collectlve bargaining
in many 1ndustrlal organlsatloHS« But in Connbatore, both
in the textlle and non—textlle lhduStIl€s; the employers
have solved these problems of multlple unionlsm to sane
extent and totally the preblem of bargelnlng agent»v The
maﬁa@eﬁents have giVe de facto recognition to ellyteei
traee ﬁnions eperat;ng in thé indgstry/millséfaetorieso
Witheet'any discrimination all ‘the trade unions claﬁning a
mzeable membershlp J_n the mﬂls/faotm ies are invited
to partlclpate in the negotiatlons-” Sometlmes, if the
manaqements ignore a minority union: thef;onciliation
off:cers make 'it a point to invite the minor ity unibhs
also to be a party to the settlemént when thé negotiated:
agreement is taken to the coheiliatisn officers3for‘
'signing it as a settlement."ohceva minor ity unien
signs a settlement it will'bevinvited'by the managements
for all;SUbsequent:neéetiatiohs-?'When the statement
“Colleetive bargaining hes been possible since

all thk unions are recognised by
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by the employers"sonly 17 . 4 2% respondents disagreed .
;u:;:;ing to them'reCUgniﬁiOn'of unions is only one
factor. Wheraeas 56.52% of-tﬁe-mandéemeht.éxecutives
agreed‘with the content of the statement and the
remaining 26.6% strongly agfeed that collective

- bargaining in textile and non~textlle lndustrles

has been  possible: because of de_facto recognltlon

given to all the unions .

Apparently . this may mean that multiplicity of
unions has not been a’ problan ln conduc tlng negotlatlons-
But the management executlves felt that the mult191101ty
of unions is a problem in successful negotlatlons to
the eXtent each union has its own demands;and,each
'dnion takes a different stand as for the cbmmén%.
issues are concerhed- When the persohnel executiﬁes
were asked to list the problems théyiencbuntér inﬂ
negotiating with multiple uhioﬁé'they listed a
large number of problems . lThese préblems/are

categorised into six broad types below:

l. Different Interests, Views and approaches of

ifferent Unlons: (i) each union has its own

interests to Dur sue whlch often come'ln

conflict with others, {(ii) d ifferent unions
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come with different vieWs and ideas vhich necessarily
are wide apart from that of the managements; (iii) each
unlon adopts a dlfferent approach and does not accept

the views of other,unlons-

(2) Status of the Unions: (i) if a union is in

minority~ig a department/section fer which the:
negotiatiens are being conducted; itvwiil try to

drag on its feet, (ii) sometimes the minority unions
withdraw from the negotiations at the last stages

they participate in_the“negotietions because they

feel that they.have‘to lose nothing by participating in

the proceedings.

'3. ‘Egcapdgn _in A»cce“ti” he Offers: (i) No union
speaks its mind in the presence of other unions?‘
.each tries to evade thekissue_at the barbaining"
tables (2) the rival unions do not to'commit on
policy matters - each wants the’ other union to
commit itself first so that it can sewe itself

from the embarassment in the event of opp031t10n
from workersv they always try to flnd fault with
others; 50 each union Wlll wait . for the other
unlon(s) to conmit to theproposals of the management

or to leer their demands.
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4. Ppolitjcisation and Rivalry of Unions: (i) Often
the proposals or demands put up by one union are |
opposed by othe; union(s) simply because the demands
are from a rival Unions (ii) political affiliation
of‘each union adds new dimensions‘to the negotiation
problems - they try to bring pol itical pressure on
the managemenps ordinarily through the government .
(iii) each union tries_to,accuse‘the'managément of
having given certain concessioﬁé to other union(s)
anawtaise unreasonably high démandso

5. Image Building Tactics: (i) Each union seeks to
impress upon the workers and the employers tha#,it‘is
thé better bargaining side,ﬁ(ii) some unions do not
communicate to the workers“thé course of negotiations
prompely and without qistortionsg they always try to
play to the gallary by misinterpreting;theuoffers made
by’the"management‘and promise to get them the ‘sun

and moon

6. ;mmgpuriti of Unions: (1) “he unions are hot
mature enough to be honest$ when the dgiéﬁs are héhest,
the workers are immature, and (ii) it ‘is diffdeult to
maintain the c;nfidentialityiof the course and content

of'negotiations when multiple urkions are involveds”
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one or the other‘unionbieaksuoUt[the”pﬁogress made
'across'the table .

The list suggests that the'rival unions‘do not
take a common stand though they often constltute a
Joint Actlon Commlttee/Councll both at tne unlt and
assocmation-levels- It is an uphlll task for the |
.managements to J.ncrease the pace of negotlatlons and
arrlve at an agreement. . No unlon could be ignored by
the management 1f lt wants to avoid the problems in
reaching an agreement. Necessarily, the negotlations
w1th multlple unlons are protracted and prolonged-
The ‘problem Of multlple unionism seems to be more
acute at the mills level rather than at the association
level; for 5384 penéent:of the unit level leaders,
who'negotiate’the‘issue o workload;:wages and other
matters pertaining o inuivigual:mills, aid not. .
agree with the statement -that 'multlple unlonlsm
is not a problem in collectlve bargalnlng while
54.54% of the regicnal level 1eaders~agreed+"'uhe
uniit lével leaders expresSed that differences of
opinion among rival unions always persist because
.eachlnnion has' its own demands to make an®

approachs and that when there is a difference of
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opmn ..on s any seven persoismay organise dnother union,
further causinc problems in negotiations. It is
because of multiple unions that the negotiations are
prolonged and protfacted. Some of the reglonal level
leaders felt that problems in nogotiatlons are -
sometimes caused purely due to the rlvalry among

unions and at other times due to provocatlon frcm

managers .

It‘was; therefore; pointed ocut that through .
collective bargalnlng several thlngs could be achleved
but for maltiple unionlsm and polxthlsatlon of trade
unions. The unions are afraid of their ownvcoanterparts-
They may ultimately agree to sign a settlement but
initially in the event of any objections togtheltenﬁs
of agreement that may possibly be raised‘by‘the members
of the union(s).. Contrarily, it was expressed that the
workegs are p:epared to have a reasonatle Settlement
with an upward revision of workload and wages,'but
the trade unions mislead.them by‘promising to secu:e
big increase in wages-. When-sach unions are a paxty
to negot iations, the whole course of negotiations a
changes and. gets . distorted. But Onoe an agreement
is :eached, involving alluthe7unions3bit.is a

peaceful time for the management till“hew
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negotiations.are taken up -

The ‘fact that the settlements are - reached by the
parties desplte the problems ar1s1ng out of multlple
-unlonlsm raises a questlon as to What strategles the |
managements employ in brlnglng ‘round the rlval unlons

to agree on their proposals?

STRATEGIES IN NEGOTIATING WITH MULTIPLE UNIONS:

The most common strategy adoptedéby the'managements in

thdis regions irrespective, of the*industry,.the

ownership pattern and the‘issues in negotiation,~is to
talk w1th the ‘rival unions separately and 1nd1v1dually
to take them 1nto confldence before brlnglng them
together~‘ Often the managements have to play the
dilly dally game ‘before taking up’ the negotlatlons
with a serlous note- The negotiatlons are 1nit1ated'
w1thout any formallsed stand on the part of the
managements; except when the propooal is from the
management's side. Each union is given a patient.
hearingvin‘the'firstfround-of'talks.v.In the second -

~ round of taihs with the individnal‘unionsmthe
proposals of the unlons acceptable to the management

are put across to all the unions and efforts are
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made to take them into confidences It is only -after
these initial rounds;pf‘talks that serious and proper

negotiations commnence.

In the meetings with individual unions the
personnel executives strive to convince,; counsels woo
and finally‘pressurise the union leaders to agree to
the offers of the management . When‘the 1océl leaders
do Aot agree to the offers of the.managements the
centrél ieéders are contacted to géﬁ'the results -
;éut‘iﬁ was stated by majority of the~réqundents;
that when the local leaders are privatelyytalkéd to
the matters become easy . Hehce, the labgur leééers

are invited for individual ised négotiationé-

bealing with the individual unions when there are

a number of undions atlfhéwdégotiating table is véry
vital as was stated by.majority of the manégement“‘
executives. They further said that it is neéessary_
to pick up those unions that have a majority: in the
unit or the department and tackle the’léadefS”and"
imporﬁant members of the union(s)- When such
indiﬁiduals are tackled prOperlys‘they acéept the
prbposals and do not raise any guestions in they»¢

negotiation meetings which will force the minority



176

unions and the trouble shooters to accept the offers-.

Some,managements have the practice of talking to
the workers and unit level leaders through the
department heads to'convince themvend'to get'their
vieWs and opinions. ' This helps to know the minds ef;
the workers and local level leaders who would be
lnstrumental 1n thrashlng out agreements- If 1t is
the negotlatlons on workloads the managements try td
feed the worker-leaders with all the relevant facts»
request some amdng’them to enlighten those who did
not - see the'Eoint. If need be they’ccntaet the central
leaders with a. request to pﬂrsuade theulagal leadersfto
accept the offer. On the other hand, sane other
managements believe in giving a balahdéd importance
to both the local and central leaders so that neither -
of them,hecomes*a stumbling bl ock in'negotiations and

reaching settlements.

Still ééme other:managements empl oy the strategy
of having’ behind the scene negetiatidns on the basis
of their own propossls with the majority union(s)}
work out a~compromise formula andmbring the same to
the. negotlatlon table to discuss w1th all other

unionis. At this stages the managements try to
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'sell‘ the compromise fourmula to the unions. This
group of management‘helieves that. they should have
solutions to all and every problems and when the time
comes it should 'sell' an approprinte'SOlution to the
unio?s so that the unions are in a position to accept
the ssme as a face saving device. Such a strategy

and approach certsinly contributes to successful .
negotiatiens. In employing this strategy, as well

as in other situations, it is important to note. that

no issue should be conceded unless the leaders are made
to feel that they got it by fighting. More jnportantly;
the management should give in only when it strohglya'

feels that the demand is ﬁerY'reasenable.

Anether strateéy ddopted by the managements is
to ‘*use' the msjerity union in trlnglng round other
unions . Negotiations are first held confidentially
with the majority ﬁnion and after an informal
agreement - is reached a jolnt meeting of all the
unions is held for negotiations- in this meeting
the hanegement clearly puts forth the proposals as
were agreed by the maJorlty union and ltself- The
ﬁajority‘union expresses its will ingness to.sccept
the proposels offered by the'management-s In such

a situations other uniocns, especially the minority
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unions, have no-opticn but to acquiesce into the

agreement -

To state ‘it differentlv, rlvalry among the unlons
often helps the menagement to T'eac:h an agreement- It
was stated that the rlvaer between the unions acts
as a}balancrng force.‘ When one » union demands more
than another or -is wllllngvto”acce§t~an offer lower
‘than what other unions insist on they are forded‘to
scale down thelr demands and agree to 31gn a

settlement . Thus the employers successfully exploit

the 1nter—unlon rivalry to thelr advantaqe-

But the more effective strategies employedfﬁy_
the prinafe milloWners and some factory(;wnerS-ln
the:region are.rather_person oriented;ibThe labour
leeoers'are'lndlvldually called for private talks"
and negotlatlons- In uuch meetlngs attempes are made
“to flnd out the problems more of the union leaders
than of the workmen-. The employer or his representative
trles to read the pulse ‘of the trade unlon leaders
‘what problems bother them and what could be' done by
‘the management. In other words, an attempt isumade
to understand the personaligy; the.ego.and:ghef

expectations of the leader(s)-"Once;it‘is‘possible
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to know the 'expectations' of the leader(s) the task
is easy’ the negotiations are hammered quickly and

agreements are signed without any difficulty.

It is also a fact that when the employers or their
representatives do not invite the labour leaders for
the private 'meetings' while the negotiations are be ing
held, the leaders themselves approach the managements/
employers seeking to know how their personal interests'
would be taken care of’$ or e#enysuggesting the ways
of taking care of their interests. Hence, it was
pointed out that when the collective negot iations
are in progress it is a very happy pericd for the
labour leaders. -They are confident that they would
make a good fortune before the agreement is signed,

It was also said that larger the number of followers
one leader hag larger the fortunes he would make-
"Hences over years the labour leaders in Coimbatore have

amassed good wealth and property -

‘According to beth the management executives and

some trade urn.ionidts seeking personal gratif ication

(o

is very comman among the labour leaders of non-

oo WP e ot e e P et S IS

communist unions . The managements are alsc eager

e S el

to grant some personal favours to the union leaders
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and ask them to sign on the dotted lines. Acoording
‘eo another personnel executlve the prlvate employers
in C01mbatore reglon adopt all sorts of methods with

a view to reaching an agreement - They do not mind
parting with a portion.of the total amount they are
/likely.to gain/save through the agreemert . When
another personhel executive was asked as to how they
deal with the multiple unions in arriving at an
;egreement:péﬁo’the anewer"came 'We bribe ﬁhem't-,f%§“0f

the personnel executives uniformally stated that

e

the labour leaders of the communist unions do not

>

extend their hards-.

It w3 s learnt that the employers 'pay' in cash
o:‘kind or enable ‘the labour leaders to earn indirectly-
Wheh it is a matter of 'paying' in cash, it is done /
very systematlcallyo It was said that vouchers are
passed for large sums of money for taklng the- workers
on a Study tour or picnlCS and excursions, etc. Some
managements have even gone to the extent of plalting
the labour leaders. Such leaders continue:to be oﬁ
the pay rolls of the company éndvge;ffavours in
addition to wages/salaryr nIn ohe case ‘it wasrlearnt
that a company gifted a newly built house to @

labour leader for-his residence- More commonly s
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the manageménts graht selling agencies to the relatives
of the labour leaders. Mofe often than nots the pérsonal
deal ings with the union leadefé are directly undertaken
by the millowners/factory owners s the.exécutives are

not involved though they may be aware of4£he '‘ver sonal *
deal ings. In such éituations‘tbe executives do not

know when, where and how much money chénges hands. 1In
other words, the non-communist labour leaders are not
above boardss and the employers do not hesitate to

adopt the'time honouféd personalised strategies to

get a settlement in the manner they want.

This disease has also spread to the public sector
undertakings. The managehent of these dnité:élso
resort to the practice of bribing the unien leadérs,
but generally in xind . They agree td'employ the
candidates recommended by the labour leaders. These
leaders recamnend only those who pay them. for the
jobs. At festival times the labour leaders are

presented with clothes, for their family members -

Bribing the trade unicnists is not confined to
the individual mills/factories- Even'at the

association level it is prevalent. It is an open

s

secret that certain millowners have a conplete



control over certain labour leaders. When the

e S . . |
negotiations at the §schiatidn level start going
tough because of the 'non-cooperative' stand édopted
by some of the leaders, the association.ekecutivés
sound the millowners having contrel over such leaders.
The .trouble shooters are promptly taken care of by
these millowners paving way for smooth negotiations

and settlement .

Therefore, it was not a surprise when one of the

personnel executives said 'you name, a labour leader

I will buy him.. There is no labour leader who cannot

be silenced. Every trade ynionist has a price'.
Another respondent; who was a personnel executdive in
an engineering concern but how is a consultant said

that in Coimbatore industries the labour leaders are.

easily purchased and the agreements are signed without

any prohlem -and work-stoppage. It mayv§150 be nhoted .
here that a few trade unionists accused other
unionists of being corrput in bargaining with the
millowners -

Thuss it is beyond doubt that corruption and

bribery are very rampant vitiating the atmosphere .
/ .

It is because of the widely prevailing corrupt
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practices that the negotiations are held smoothly and’
agreements are reached with much ease and in favour of
the managements in the long runs i.e- usually the
agreements are signed for a pericd of 5 years. Therefores
we may conclude that 'by and larges it is the
'personalised' approach rather tnan the professional
apprcach that has contribﬁted to the success aﬁé
development of collective bargaining both in the textile

and engineering industries in Coimbatore .

This does not mean that no genuine collective
bargaining takes place in the ihdustrial units in this
region . The number of units that kelieve in straight
forward and honest negociations is rather small -~ The -
strategy adopted by this group is véry'simples Viz .
‘openr..ss and open approach'. If they c.inot afford to
concede the demcada. of the workmen especially those
involving heavy financial comnitments they plainly
cxplain the difficulties and problems in conceding
the demands. They do not believe i#n withholding any
information or otherwise from the other party sitting
across the table; fof.they know that the other
serty would be able to see through the gimmicks and

dzgigns of the wmanagement very scon . According to-
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them openness is the sine-qua-non of successful
bargaining-‘ This group of managers also holé the

Qiéw thaﬁ the‘éther_bérty is as*ihtelligéht'és
the@selves and at times even more intell igent .
Théi;_experience'has been that the negctiat ions are
alwayérprotraCted'and time consuming - often hdnths
Agré spent béfore teaching“an‘agréement}f But once

the agreement is siéhed; they stared; no difficulty
'ié'faéeé'iﬁ implement ing the terms of the settlement .
Whereas when a settlement is reached through
‘personalised*' approach the problems in implementing
the agreement are”§ery common - The workers often
raise problems ahd if they'are'tcdd’abbut>the terms
offséttlement they simply ask the management executives
to call the leader to work as per the settlement. Aafter
signing a’séttlemenﬁ'the leaders do not bother whether
the worker has been ahble to-give the ‘agreed upon
wétgldad-‘ As a matté: of fact, many organisations
managed by the professional managers take longer time
in reaching agreements, in the long term interest of
the organisation . -For'instance; in a small mill

the negdtiatjcﬁs were held for about 15 months mainly
because the management believes in the professional

approach. It refused to buy the labour leader:
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hence'’s the person was adoptihg the deélaying tactics-

The brofeseionalwapproach,-however, demande that
the management representative knowS his Job well-
‘what he_is negotiat;ng? He should have due respect
for the other party- The offers of the management
should not be too low- The management should take
into account the existing facts and offer an increase
in wages that will keep up its reputation and credibility-
For instance» in 1972, a labour leader belonging to
the DMK union of the employees of BGL was eXpecting

-75/~,wo100/- and . 3 135/— as stipend for the apprent ice

in the 1lst, %nd, and 3rd years respectivelyv Whereas
the personnel executive offered to pay -125/-: ”-150/~
amd A-l?s/- because he felt that it was below their
dignity . to pay “their apprentlces a low stipend
though it was the statutory min imum - ‘This Offer "
stunned the,labour leader. He was not willing t0'
acceﬁtﬁﬁhe-oﬁfer immediately for the ﬁea:,oflpossible
aoEueationuof,beinghpurchaeedﬁbyﬂthe managemene:

It is also fiecéssary that the _person bargaining'
with the lahour'unions should know that negotiations

mean give and take'. ‘But he should bette“r know

how much to give and how" much to take. Neither the "



management. nor the workmen»should,lose_in‘theﬁgame.of
'give and take'. The negotiator should know how to.
play. his game withaut losing to the'other side « -’
It was also pointed out thaﬁ it is the'rich
experience gained 6ver”yeare that hélﬁe‘teydeeiaeﬂ‘w
the kind of strategy to be employed in negotiatiohs
with the multiple unions- The employers are not
rigid in their approach to the problems and 1ssues-
They have heart also and the workers know 1t pmetty
well . = 0n~the»cther hand the workers also do notv
want to take anything frcmAthe maﬁageménteWiﬁheut

giving »

PERIOD OF AGREEMENTS/SETTLEMENTS

The collective agreements on Common issues with

a time perspective are signed for a period of 2 to 5-

years. On issues like bonus the .agreements cover -a
period of one accountingryearh‘*There_are»certaih~
advantages ‘and disadvantages in signing a short-term .

or long~-term agreement . On issues like wages and
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allowancess a short-term agreement is more advantageous

to the workers especially in an inflationary environment

while both the parties may be benefited_by~e long-term

agreement when the economy is without the wild
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fluctudtions. .Takinglthe‘Wbrldwide eituetion of
galloping inflaﬁichK,%gfeemgﬁhajﬁonfe’pefiod of "2 or

3 years haveﬂbeengﬁecomingﬁcommonw»—SQtnin;Qoimbetere
still a 5-year peiieduagieement‘;sigehmgpg Many.
trade_qﬁ%on”:organisatiOns.beiieve thatfa 3 jear termj
is ideal But it seams that at the time of sd.gning
an agreement/settlement either the management directly
suggests that the agreement/settlement be signed for
a Bwyear perlod.or one or two uniocns suggest the |
Seyeeriﬁericd»(at,the inetenee of the maeegement)-
In-such a situatlon either all or few unions cannot
take a negatlve stands they 51mply accept the
suggestion- However, it was pointed out that a change
£rom 3 to 5 years is expected in the neef:fufﬁreﬂ
since both the parties. are realising ‘the difficulties

in having a- 5-year period agreemefits.

gROCEDQRE OF SIGNING QGREEMEEES

The collective agreements in India do not have
a legal status- They need to be registered as
'settiements‘ under the provisions of the Industrial
Disputes Act, 1947’jin a manner prescribed by the -
appfoppieiehgovernmeqtif'the perﬁies‘weni to give a

legalistatus’to'their agreement - Thisﬁregistration.



will give a limited legal status to the egreements’
i< . the agreement will be binding only on the

- signatories. Whe;eas the settlement reached in the
concil lation proceedings is widely binding .on both.
the sides. Therefore, the parties prefefbto;sign,;
an agreement in the presence of a.conciliation

officer as a settlement arrived at in the course of

the conciliation proceedings.  Therefore; after
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_arriv;ng,atyan,egreement across the table the union(s)

are asked to seek the intervention of the conciliation

officer as if there was a dispute between them. When

the conciliation officer takes up the matter in
concil iation the parties.inform him about the :
agreement already reached and. request hlm to permit
them to sign it as a settlement brought about . by
h.l.m- A].ternatlvely, both the parties go to the
concillation off:.cer and request hJ.m to allow them

'to sign the agreement in hls presence-

In Coimbatore also» in general, the agreements
are signed as settlements arrived -at under Sec .12(3)
of the Industrial Disputes Act. Very rarelys i.e-
wherevthere is only one union or when egreement is

of a temporary nature and when the parties have a

complete faith in each others the agreements are
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registered with the'conciliationioffibérsuto give a’
1imited légal status to the iéaﬁremenﬁ.v Of lates the
SIMA and.the trade unioné’signednsgchfégreementsrin
1979,v1?ﬁ01amﬂu1981;onwbonusaissue;algt the ,unit level
the instances ara;still,rarey. Onlongg'miiif4alétated
to have the tradition of signihg the agreéments Séross'
the%table”and fegistering'tham wi@ “the conciliation
officer in the prescribed manner, for both the parties
,haveglgo%nconfidence_ln eachjother-gnd‘ﬁbth co-operate

well in enforcing the agreement .

The reasons. advancded. by th& managements for signing
an agreement as a settlement af}iﬁeé ﬁndér 8é9§12(3)
of-the'Ihaﬁstriéi:Disputés Act are: (i) the(inﬁerﬁqnion
rivdiry,,(ii0”£0”55£ legal protection, (iii)'fOr‘
proper imp1eméﬁ£a£ibn'of'ﬁﬁe £arms and'to'avoid
problems érém the unknown qué$€§§5ix(&V)‘tO'prevedﬁ-a
new union from raising dﬁé@ﬁt@s°dn:tﬁéféubje&£s élreédy
_covered, (v} to,méé‘£ha£féVéfyﬁhih¢”i§”Edf in detail
for future guidancé*and‘avoidanéé“éf*problems"

(vi) to make it legally blnding of. all the workers

and trade unionss esPec1ally when some union. withdraws
from the negotiations, (vii) to m;nlmlse the chances
for varied 1nterpretation by the trade unions;

(viii) to avcid,thegprobbemsuﬁromuthe commun ist



unions, and (ix) to protect the long-term . interests
of ‘the management because the unions play games or

new unions create problems -

It may be mentioned that the minority unions

usually ‘adopt the ‘dog~in- image pcdicy When they
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join’ other unions in the_negotiatlons; as was pointed

out by a senior trade unionist. When there'areMQuite 

a few trade unions in a mil; or depariment'of‘a mill

‘and onhe or two of. them have only a miniscule membership

of 5 to 10 per cents they create ail kinds of probleims

in’ conducting. meaningful apd conclusive negot iat ions .

Such\unions-mafAdemand4wagés; allowances, bonuss
etc .y much higher than what the majorlty unlons have
asked- They may ask for other kinds of favours to
agree to the majority view. Hences of late the
employers.and’ their association aé:well as the Joint
Action Council~of'tr§de-unions in the textile
industry are avoiding to involvemthe‘minority'unions
‘This’avoidance approach has forced them to sign. .
agreements as éettlements arriﬁed_at'in the course
of*conciliationvproceedings‘ﬁeld under Sec®i2(3)

of the Industrial Disputes Act, 1947.
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It-is How. clear that most of these reasons have
their roots in the problems of multiple uﬁionlsm-f.V
Tak;ng_ln;q4acconnt the<ppacp1eé,of;xny;t;ng_all;the
unions for negogiot;ons‘and that the gﬁ%oﬁs;usual;y |
fofm;é;goint %otion Coﬁ@o;%zdth@@employerS{ faaryofa;
non—hnplementation of an/agreémént.ty’éuminofity
union whether already in existence or. that may come’
into existence seems to be unfounded and unreasonable.
¥etﬂ;t‘shonldﬂbexnoted tha;;the managemeqts do notg
wan;_;o;take:anyjriskﬁby not.convertingdantéoréement
into é se;tlementp' Henoe,-;nfoenéralm they had
adopted thewprooticekof s;gning the agreementSQin‘the
presence of the‘conciliation”officers..kmhisgio 
particularly trus in case of the agreemeﬁts'on |
workload ‘one management ' executive eXpreséedoﬁhat
'afte;_1959 we are getting hiéhérﬁwo;kioad.gvéry
time’an‘agreement is,reachedffﬂwéfgo no§ wént
anybody to yeto'themagreeménts,fegis;o?ed as
settlements., Hence, we signfthontalotergl |
agréeménts as(séttléMents_in_;ﬁérpreégnco,of the
oonc;liotion‘officers- Thqs»,hyﬁanﬁglarge,

colleotive bargaining procoess ends up in conciLiation-

It is heartening o note that in case of about
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60 ber cent of the industrial organisations in
Coimbatore, the collective negotiations are a total
successs and in cése of anotﬁéf 20 to 25 per cent of
the establ ishments bipartite negotiations ‘are
successful in about 75 per cent of the issues. Among
60 to 85 per cent of the establ ishments majority |

are the textile mills. In case of thé.PUbliC sector
transport undertaking and the cement factory the
common issues are always settled at the corﬁqrate'
level either across the table or wiﬁh the intervention
of the transporﬁ‘miﬂister or by a panel of arbitrators .
covering the entire industry- Not only the/@anégeménts
but the trade unionists also stated that they try
their best to settle the jssues at the megotiation
table itself. Even the individual disputes are taken
up at the bipartite level before seeking the |
intervention of the third party . This clearly
indicates the strong belief = the employers; the
managements, the employers' association and the

trade unions have ,in collective bargaining . There
are instances of a few managements, who do not

want to involve the third parties in their
negotiations especially in the issues like workload

and wages. When they'reach an impasse in
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negotlat10ns» lnstead of .inviting ‘e third partys. they
simply allow a coollng off perlod and. resume the

negotletlons after the dust settles-'

On the other hand, & 'good number of managementg
and'tréde unibns;seekﬁthe~interventidh eflthe ﬂigher
level cchciliaiion‘officers and\the!goverhmegt
functionafieé iﬁeludinghthe Minigters wheh the
bilateral negotiatlons falla but only to come back
to the’ negotiatlon table to renegotlate the lssues
in the llght of ‘the suggestlons and recommendatlons_

made‘hy these functionaries.

Thereﬁqre, it ‘may be conc}uded that by and
large collective bargaining in ﬁhe iﬁduetries at
C01mbatore 1e successful and that 1t 1s the basxc
1nst1tutldn of industrial relatlons-‘ The employers

and trade unions in the textlle lndustry, in -

particularsy have been ah&e to glve new dimensions

to cc&lective bafgaining;ty‘wayuof setting up a
Standing Negotlatlon Commlttée- This phenoﬁenon‘/
helps us to once. agaln to concluoe that the
“collectlve bargalning in the textlle industry

in Coimbatore iS'institutionalised and thatfthe
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employers and the trade unions settle almost every

issue at the bargaining table. The institutionalisation
of collective bargaining would be further strengthened
;f all the managements ~~especially the private

sector employers - adopt the professional approach

instead of 'personalised approach' in negotiations

with the labour unions.



195

DEVELOPING PATTERNS OF BARGAINING

Collective Bargaining in different industries
and regions takes on different formsvngt only
structurally‘bup also procedurally - The_éxtent of
industrialisation and rational isation s the ownership
patterns, the socioc-economic background of the
working class; thé extent anc nature of trade unionisn
among both the parties; the legal frame work, the
approach of the parties to varicus issues in industrial
relationss the political and econcmic atwosphere
-prevail ing s etc . contribute to ;he,emergence and
dévelopment of different patterns of collective
bargaining rather as a response to the needs and
challenges- These patterns are certainly different'
\from the 'conventional form of bargaining. In
Coimbatore region over the last thirty years a few
patterns have emerged and have been developing-

We shall discuss these patterns in this chapter .
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COALITION BARGAINING

The term coalition means a combination or a.
temporary alliance of factions: part;es» etc~ for
some spec1flc purpose as of politlcal partles in
rtimes_of,national emergency. In the field of

1ndustr1al relations only the trade unlons

approxmate to factlons or partles ow:mg afflllatlon
.to dlfferent ldeologles and pOllthal partles It
1s our common knowledge that after 1947 there has
been a muShroom growth of trade unlons 1n all |
1ndustrles and employments leadlng to lnter-unlon

rlvalry and bad 1ndustrlal relat;ons-

The, large number of unions has also resulted
in the weakness of the movement itself especially
when compared to the strength of the employers-. Tc
add to this, the industrial relations law. in.the
country has ‘been highly inadequate. At least-in
some-industria1=centres~in Inéia7the trade union
organisations have been realising their increasing
weakness due to multipllclty of unions and . rivalry
among themselves- They have been forced to thlnk

of the ways.and methods of- gainlng strength that
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would match that of the employers. Successful
attempts have been made by different unions though
on an adhoc basiss to come together”inté a coalition
with a view- to equalising the strehgth 6f'the'
employers - eithef4iﬁdiViduai or groups‘of'émplOYers~

and/or association of employers -

In textile industry in Coimbatore such efforts
were begun as éarly as 1955~56. Since thepn the trade
unions havé beenlccming‘together to neéotiaﬁe with
the millowners associatién - Soﬁthern India Millé
Association - at regulaf intervals- fhey constiﬁﬁte
a Joint Action Council of trade unions dfawing at
least oné~representative from each Qf the unajor
unions operating in the industry. The Joint Action
Council /Committee is constituted in textile
industry at both the association and wmill levels -
while in other induétries'only at the unitc level .
But it 1s only in the textile industry. that.the
bérgaining.by thg employer’s or their asSbc;aéion
and the Joint Action Comiittee' of Unicns hasﬁieén
regularised, systematised and institutiondlised .

The rich experience gained by the district level °

unions in the textile industry has benefited
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the unions in other industries-,‘

The credit of brlnging the trade unlons together
to negotlate with the mlllowners' asSbc1atlon goes to
the South Indla Mlll aner s Assoc1ation in general
and'the~theh‘HonefarylSecfetarY‘of the Association,
Mr: K. VEnkatésuIUa inparticular. “This‘weehrather”
aisequel to the non-unenLnOus:repert subﬁitted by the
Tripartite Textile-Enquiry Committee to the then
Goyernment¢df Madras, appointed on 9th of June, 1951.
As has been pointed out already,‘the)shecial industrial
trib@nal; appointed to adjqdicate the ihdustrial
dispute between the.w¢mkers‘and managémeht'of Shri
Meenaxi Mills Limited, Madurai, gave a directien'to
' the government that the disputes relatindlto workloads s
wage structu;ey~leevetfacilities,fetc-vshoﬁidube‘
decided on an industry;Cum+regionaI"basig‘for all
textile mills in the state. ‘Accordingly s the;
Government of Madras appo;nted ‘this camnltteeﬁto
examine and enqulre into the ex;et;ng terms and
condltlons of - employment of the workers in the
textile mllls ~in . ‘the state, 4n respect Qf wage
structures dearness allowapce::workloadSo leave

-facilities, beonus, p;ovidentlquﬁ,Tgratqityi
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standardisation of Accupations,.security of service
classification of workmens hours of employment, shift
working, termination of empfovﬁegt, grievahce.
tedressal; cempensation'for»involuntary'unemployment?
housing; labour welfare and labour management, relations
with particular reference- to internal joint mechine;ies
for prevention of disputes and promotion of settlemeht

of minor disputes.

| The Commlttee subnltted 1ts report on l4th Aprll
1953:“ Many of the recommendatlons of the commlttee
.were only the majority recemmendatlons- The 1abour
representatives had a 301nt note of dlseent-
Resultantly; no actlon could be" taxen by the
.government- In a bﬂi to.resolve the sualemateé‘
the government requested the mlllownere dnd the
trade unions to negotlate the lssues- Follow1ng thlS
recommendation the South Indla Mlll owners"*
Association took the initiative to invite-all the
three trade unions to have negotiations on various
SubJeCtS- "The three unions operating at that
time wererbthe Coimbatdre bistrict;Textire Workers
union, the Coiﬁhetore District Mill Workers'UnionQ

and the National Textile Workers Union affiliated
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to H-M s A-I.TWU -c- and I -N"I"U-C- respectively-
These negotiations fruitfully resulted in a set,tlement '
dated 25 9 1956, providing for occupational nomenclature'
dut1689 workloads» gradations, basic WageSs
differentials in Wages, and produCtion bonuSo ‘The
settlement was a iandmark in more than one sense-'
Besides determining various issues for future
guidance‘of the parties and motivating some employers
in the engineering and cement products industries to
negotiate on simllar 1mes, :Lt-.marked the begi»nningf- of
coalition bargalning not. - only in ‘the textile and. other
‘1ndustr1es in Counbatore region, but 1n thec:ountry

as a whole- It would not be wrong to state‘that this
was a unique international development in the field

of collective bargaining and industrial relations;

for the pattern emerged in U.SeA. only tGWards the

end of 19503 and early in’ 19603, of course, in a-

more systematic ‘and effective manner’ (ILO: 1973) .

Encouraged by the successful efforts to negotiate
jointly ‘the- trade unions developed the practice of
coming together whenever they had to negotiate W.‘Lth
the SIMA-. 'Phe“following dre the milestgn‘e-s” in

coaliticn bargaining in the teXt’ile:l industry ;.
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at Coﬁnbetore:,the settlement of 30.6.1960 based on

the recommendations of the first wage Board for‘textile
industryykthe settlement of‘5.9;1969 based oﬁ the
report of the second wage board the eettlement of
23.7.1970 linking workload and Wages; the eeﬁtiement

of 9.3.72 on wages; dearneesvallowance; preference in
empl oyinent to helrs of WOrkers» the settlement of

28 2.1974 on revision of wages, dearness allowance

etc; But more-lmportantly,the bonus agreement of

1966 which laid down a new formula of bonus evolved

by the partles and util ised over a period of one
decade frqn 1963~73 and the deviations made in the years
1969, 1§70, 1971 and 1972, by the parties ﬁhemselves;
and in 1973 on the advice of the then Chief Minister

of Tamil Nadu Mr. M. Karunanidhi, the'1977 bonds"ﬂ
formula, and £inally the 1979 formula evolved by the
parties indicate the deéree of iﬁstitutiohaiisatioh

of coalition bafgeihing (for detaile’oh'these "

agreements please refer Chapter 3).

Of course, these agreements and settlements
are only a record of success of coalition bargaining-'
There were quite a large number of occassions when

the trade unions pressurise the government to take
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note of the‘plight'of labour} ' In 1967, when the number
of sick mills 1n Comnbato_e lncreased cons1derahﬁy

the Joint Actlon Councll of trade unions in the
extlle 1ndustry called :or a general strlke demandlng
the recgonlmg of closed mllls-vathas a total strike
organlsed Jomntlyiby’éll the uniohs,'but WithOut
success. In 1968, the Joint ACthﬂ CounCLl took up
the same Jssue and called for plCKetingp Though all
the workers in the reglon partLClpated in thls_
plCKetlng7 the trade uniong affiliated to the Labour
Progressive Front and INTUC did not JOin the,agltetlon,
for they”were not willihg.to{injure the feelings of
the éo&ernments'offtheir respeCtiVeﬁpartles.in the
stete and at the centre - When the goverhheht did

~ot také any actlon on thebiSSue; the Joint>Action
CounCLl of trade unlons~organlsed a march of workers
to Madras ln 1969 under the leadership of Unlted
TextllebLabour Association « These‘efforts of the
trade unions bore fruit only inul972;

On certain,oocaseiohss though.the trade unions

in the.industry negotiated withlthe empioyers bY'
setting up the Jo;nt Actlon Counc;l the negotlatlons
were not smooth,yielding qu1ck resultse prlmarlly
because of the better strength of the employers and

a

the igsues 1nvolvedo On such occassions either the
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strikes were declared or the parties agreed to refer
the dispute'for arbitration\hy top govefnmeet.officete
or the Ministers and Chief Minister of the State. When
certain lssues were referred for adjudlcatlon by
Special Industrial Tribunals, the J01nt ACthﬂ Camnlttee
and SIMA renegotiated the isSues.and obtalned consent
awards. The examples have been the Bhakuwﬁiéélék
award Of'20-12:19639 Mr . M.Vkarunenidhi's

mediatian on bonus for 1972, and the wage dispute of
1979, which. was referred to spec1al 1ndustrlal TrlbUndl
Furthermores the Joint Actlon Counc1l had successfully
negotieted -with the SIMA to settle certain 1ssges
pending in Coutts/Tribunals leading to‘withdfawai of
the disputes or gett;hglconsent awa:ds3, The‘topué
disputes for 1972 and 1973 ére the best‘examples;in
this regardf' The issue was pendlng Wlth the Tribunal
from‘1976—80v> But follow1ng the 1979 bonus agreement
under a new formula; the Joint Action COJnCll negotlateo
with the SIMA to treat the bonus payments already made
for 1972 and 1973 as bonus paid in full and final
settlement of the demands. This agfeement’ﬁelped

the parties to withdraw the disputes~pending with

the Tribunal .
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In 1979 when the unionecmubmitted a 16-point
charter and thé negotiations|with SIMA- failed
primarily because of the rigid stEnd taken by ‘the
latter, the Chief Minister of Tamil-Nadu»Mrv MuG .Rama~-
chandran mediated in the dispute Withcut success, the
‘trade unions had a slightly different approach-. Though
there was'a common front of the Unions right from
the beginnings a 13 member Action Commlttee wasg
constituted in an all party (all trade unions)
textiie conference held in Coimbatore on _April 22,
1979, under the Chairmanship of the- General Secretary
of ‘the Textlle Workers unlon-- This conference"
authorlsed the Actlon Commlttee to serve the strike
not ice’ on’ all the mllls and to ‘make necessary
preparatlons~ A Joint Actlon programme to
pressurise the SIMA and the state government was’
also’ chalked out . But the action committee had |
direct talks with the SIMA tlll the strike ‘deadl irie
was reachedﬂ Eveniwhen the'etate-wide strike was
in progress and the gowernment'offices in different
plaCeS'were being'picketgﬁﬁtneVnegotiationSawere
cont inued by the Actionféommittee'ultimatély

leading to an agreement on 17.7.1979.
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When we trace the gcowth of this institution (JaC)
of c0alition bargainings we find that differen£ un;ons
‘had joined the JAC as members at different dates m
the cne hand; ¢nd sane unions had either reméined
neutral or withdrawn  from the Council at critical
stag659.ohhthe'other- The dates of . joining the JAC,
however, has been a matter of when the unions were
establ ished and when they had enrolled encugh members -
Thu39ias wé& have already notedp in;1956 only_S,unions
had'negotiatéd with the SIMA. But in 1960xvfog:‘gqions
affiliated to H§M-$sv AL T U Ce sy I?N:T;Ugc-'and the
" Labour Progresgive ﬁront, were the mémbers of the
action committee. The Colimbatore District Mill Workers
Union and the National Textile Employees Union have
been the members sincé‘197?, the Uni?ed Textile
Labour Association since 1974, the_N;tional‘Téxtilg
Workers Union since. 1971, the Panchalai Anna Thozhir
Sanghqm éinée 1975r~and_£he-Bharath Nat ional Tgxtile
ngkéfs union since its formation in 1979. At
present ﬁowevgry all the nine major‘distript-leyel_
trade unicns are the members of Jea € . in the

textile industry at the association level-

Further, some of these unions stated that they
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have not JOlned the J-A-C- at tlmes and had w;thdrawn
at other times from the proceedings between the JAC
and SIMA. vThus, the Panchalai AnnarThozhlr $angham
admlts to have been a member of J'A-C- only in
negotlatlons for bonus and general wage increase .
The Natlonel Textlle Employees Unlon ‘has been a .
regular member only 51nce 1972 ire .. after the DMK
party formulated the government 'in the state defeatlng
Congress party in the 1972‘generalgelect;onso Before
thetﬂtheANational Textile5Employees’Union Was'not.a
bmember because congress party: Whlch is the oarent
organlsatlon of INTUC, wag in pOWer "in the state- It
dld not want to oppose consciously or unccnscxously,
the policies and‘programmes of the Congressﬁ
government- The United Textile Labour Assocratlon*w;
also was not a regular member though it was formed

in 1957, but it used to be a party to 1nfonna1
consnltations. lhe U+T LA+, the tWo commun ist
unions the Panchalal Anna Thozhlr Sanghamy the

Koval Perlyar Mgvatta Parichalai Thozhllar Munnetra
Sangham and the National Textile Employees Unlon

had acted sgainst the majority views/interests on

a number of occassions .
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It is“g'auiefed that ia 1974 when the CITU had
dlfferences of opinion on wage lssue under negotlatlonSs
it -was expelleo fraom J-A-L- it 1s also gathered that
due to these experlences whenever the traoe unions have
to negotlate with ShvaA the =] days hold thelr flrst
meetlng in whlch the J-A-C- is constltuted and make
lt very clear to all the mem&ers that all of them have
to adopt a comnon stand s and that if any union. cannot
'or is not willing to adopt a comaon stand it could
withdraw from the J-A.C- at that stage i£selfu The
J.a«C+ also resolves that the decisiens taken and the
agreements signed by ‘it w1th SIMA would be blndlng
on all the unions and workerslthus ensurlng a unlted
front . Further, as our data reveals, in 1972 the'United
Textile Labour Associations the M1l Wéfkeks‘UhiOd and
the Mill Labour Union had formed a coalltlon (JAC) ‘and
successfully got revised the bonus agreement of 1971:
enabl ing the workers to get a higher,bonus- It was
only subsequent to this settlement that the Uhiteé
Textile Labour association startedAgettlng inv itation
to be a member of the J«a«C- at the Asspciation’ievel

and that its views were. accepted by other unions -
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It Waé,pointed outlthat{th§>unions%like Nat;dnal
Textile”Employéss Uﬁiong thé KéVaifPeriyar Ma?atta
Panghalai Thozhilalar,Muqﬁet:a‘Sanghamy the‘Panchalai-
AnnagThOZhir Sangham,.had;alpolicy of playing lukewarm
and trqant.to,?ollective negotiat ions whenever the
issues:énd;the poursevof'nggotigtions werenbéligyed to
bé,ggains; the officially:declafed poligiesrof their
parent organisdtions and the pafty government in'pffiCe-
For example, éVen today the I-N.T.U.C. strongly
bel ieves #n the constitutional methods and relies
heavily on the state industrial relations,machinéry
'than on the agitational and_gpnflict approach.. It
does not antagonise the,govergmgnt" This approach and
attitude of I «N-T.U.C- 15 §§tributéd tp its growth

and development under thec state patronage -

The membership of Joint-action Councll‘dep?nds
upon: (i) the 'issues for negotiations, {(ii) theylevelv~
at which the negotiations are to take slaces. and-
(iiiﬁ*the“attitUééS~of‘différent-unions-toftheaissues«
uﬁdéf”hé&btiaﬁionso.'When“thé'issdes are"lééaliséa-and
con%ihed‘to one‘éi few unitss ‘only those tréde unions
operating in such plants would join the Joint Action

Council - But when the lssues involved are general
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and of all India importance; e .g-. ﬁhe cOmpulsory D.a-
dep051ta Industrlal Relations Bills the price rlse, etc .
every trade union organlsatlon 301ns the J-A-C-. In
such matters the major pOlle decision is taken- by the
all-India trade unions' federations'WhiCh’are.ﬂnplemented
by the regieﬁal and local level organieetions- It iss
'howevers pOlnted out “that ordinarlly trade unlon ¥
organlsatlons do not have the same approach to every
issue - Hence, morevoften than not only the members of
those federations which are favourable ofﬁthe Joint d
ACthH Council - So alsos if the negotlatlons are with
the industry-wice employers' organlsatlon ordinarlly
,all trade unions parthlpate.lﬂ the u'A-C- bargaining
unless they are forced to adopt a lukewarm‘attitude
keeping in view their cordial relations with thé
rul ing party as well as the-emploYers- . Often they
try'ko pol iticize the entire issue a terx withdraﬁing‘
themselves from the negotiation at crucial stages
and to defend the;r,action~ Contrary to this,'it is |
claimed that, in the local ised issues, there is more
unity among the trade unions since the occaeeionev |
weuld also determine the survival of the un ion in

the -plant concerned -
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| since _ 19605 the course of coalition bargaining
has not heen smooth due to 1ncrease in the number of
-trade unions- While in early 1950s there were only three
unions, the late 19SOs saw 5 unions in operation-',Quring
the next decade only the CITU was added.’ But during
1970s at least half a dozen new unions came 1nto
eXistence either because of the vertical split in the
already existing unions or due to formation of new
partiés-/ A few independent trade unions also were.
formed during this period Thus’ during the 1970s
there were 14 unions in the textile industry at
Coimbatore. ‘With such a large number of unlons‘the
task of J-A-C was becoming dlfflCultc Hence, of
lategs only the ma_]or unions have been coming together
to constitute a common aCLlOD front to av01d prolonged
negotiationSg to prevent a probable deviant stand 3
minority uni:on might _adopt, and some unions._playing»

truant to collective negotiations-

It is however, claimed that since 1974 J.AC.
is becoming more organised . It has been successfully.
adopting a common approach to the probiems with

mutualuand proper understanding-and a common

bargaining strategy. But structurallyttheiJ?AFC-,is



still a lose’ccalitioh of the unions. Each time a
different‘union takes lead in'conyehing the committee
and in‘the'first’meétihg of the coimittee’a convener -
is elected. It is £he'responsibility of the convenor
to arrangé for the meetings of J.a-C. at appropriate
times. However, in 1972 the J i -C - had elected a
Chairman. In 1979 textile wage dispute no convener
was electéd on a formal basis, But when thé’
negotiations failed and a direct action had to be
resorted ﬁo,vthe general secretary of ﬁﬁe>Textiié
Workers Union took the lead in renegotiat'ing the
issue’i hences he was informally accepted as the
convener . In tﬁe‘same year, for bonus negOtiationé
there was a coanittee and a cg?uon‘approachs»buﬁ ho
convener - ‘Furﬁhermoré,‘Whenever, the J+4.C+ has
had a cdnvener/chairmah the exrenses’ of the Council
were équally éhared by the members of J.a.Cs It~
was also stated that the J.A«L - i35 not formally".
dissolved after the agreements are sigﬁed% there
will be a change of convener when new occassion
arises.-

Though the recommendations of the Tripartite
Textile Fnquiry Committee were the initial driving

force for coalition bargaining in the textile industry

211
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at Coimbatore subsequently different factors have
contributed to its reguiarieatiCRWend syetematisatien-
These* are° the multlpl icity of unions, absence of a
statutory bargalnlng agent of the workmen, absence of a
legal status for the bllateral agreements p_e_;___s_ » the
pOSSlblllty of a rival unlon rqlslng an identmcal |
dlspute‘subeequent to s;gnlng an agreement, deslrevof
the‘t;ede unions-to carry with them tﬂe‘nonéuniohieed
workers who constitute about 4O%Ief the teXéiie'worKEISs
the presence of‘a stroly association ef the millowners,

and lastlys the ineffective conciliation.machineryé

Coalition bargaining has also been in practice in
the mllls of the Netlonal Text;le Corporatlon.‘ Ih
facty .in 1974 the N.T < » had partlcloated 1n tﬁe
negotlatlons between the Joint ACthn CounCLl of
textile labour unions and the S I-M-A- as a party-

But subsequently the National Textlle Corporatlon has
‘been negotiating w1th the labour unlons on its own

fM'mchdnm‘mulﬂws:me asammmaw The

settlements signed by the NTaC- management and,&ie‘

labour unions are, however identical to a great .

extent:

The Joint Action Council of central trade unions



213

in the textile industry also negotiate"ﬁith the
individﬁal ﬁillé or managements having two or more
mills. Thus in 1982 they had negotiatéd and settled
£he bdnus issué with the manageﬁent of the K.a- mills‘
on 16-11-1982'subséquent to the‘failuré of association
level bargaining’ and on 11.12.1982 with the mahagement
of thé K&K,miils- In both'tﬁe'cases ﬁﬁe agreéments'
wére»based on the 1979.formula of bonus; Ehé parties
also agreed to make the hecessary adjuéﬁments whén
the tribunal issues its award . 'The six‘trade uﬁions
which signed the Eonﬁs agfeemeht with the méhagement
of K&K mills appeéled to other mill mahagements. to
follow the example of the K&K mills through a
resolution adopted by theh after signing the agreement
on 11.12.1982.

The method of coalition bargaining‘is'adopﬁédzh
not only to negotiate the commoin issues,Abut also the
unic level-issues- From 1962 itself the Joint action
Committeeé haye come into vogue . A leading trade
unionist staﬁéé.tﬁaﬁbthé J-A-Cé‘at the mills level
have been 1in exXistence right from the keginning-‘

The central unions themselves have encouraged the

Mill Branch Comnittees to form the Joint action



214

Commlttees and negotlate w.xth the managements the local
issues includ.tng the workload and wages-' They _are always
guided and asslsted by the‘ dentral _leader‘s‘-m But only

in fe;? mi_‘l_l‘s they_ are set‘ up on a regul ar basis. The
data reveals th‘aft the trade unions 'i'n four't (4) mills,
viz. the Gotaris, the L-T<C+, the P+N. Mills and the

PRy Mills, constﬁitute_the“ Joint Action Committee to

A

negotiate the issues raised by them every time.

There is one .difference between the coalition
bargaining at the association level and the mills lev'e‘l}-
At the association leve‘J. more numbker of.tﬁade.ﬁ_ﬁions _
are involved while at_‘ the individual mills level only
those unione which have their_ membership-in the sections
or departments. for which the negotiat ions are taken up
are invited_ l.f'or the negotiations. At the mills ie\}els
the Joint Aetion. Comnittees are con,_s'tituted drawing
two repres.en‘t“atives from each union. operating in the’
mill . L:Lke the Joint ActJ.on Counca.l set up at the
assocmtlon level the Jomt Act ion Committee mll also

have a convener -

Normally the Joint Acticn Committee bargains
with the Mill management on 'rev ision of workload and

a corresponding wage increases besides other locallsed
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issuest_vThe Central Executive Counittees have given
freedom to;the Mill Branch Connittees to follow thé
practice prevailing at thé assoclation levéi-t It.i37
héwevery‘Ep;ntedngut that thézcentral.1éédéfs"usuélly
ask the Mill Branch Cémnittees tpx¢pd§tituté the Joint.
action Committees when the bonus issue.is tékeﬁ“up
with the‘ﬁillowhers“"association; with‘é Qiew-ta
présSQriSing the‘managementé; This WaSQforﬁélly“
done in 1982 éiﬁce'the bonus négoﬁiatibhé witﬁ;thé‘
S.I.4-a- had failed. PFurthers, at the mills levél the
Joint Action Connittees are set up'after thé issue
is raised . At times» however, the Joint aAction:
Committee is set up before taking up an issue - For -
instéhcey prouotion issue“f the Joint Aéticn»COmMitteé\
is usually formed after the iéSue is raised by:one
or two uniong. Whereas if'thé issue is of common
interests e«g. festival advance;kthe canmitteé:is
formed firSt\and the action depends on the prografiie
decided by the Cominittee .

Since a fommal or informal concurrence ard
apprdval is‘grantéd‘to‘the Mill Branch Committees‘to.
set up the Jbint Action Coamittees whenever the
occéssion demands the Joint Action Committees ét‘

the mill level have beccme common. Now they have
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reached a stage wherein of:en they take their decisions
without consulting the office¢ bearers of the central
unionSi  Ordiné:iLy,such decisidns have lead to snap .
strikes by the.wo:kerS«in differéﬁt ﬁillsf .Between
June—Septembern1982‘alone-there were ab¢ut a dgzen
strikes in various mills. The strike by the‘workers
of T-T. Mills at the instanquof.théﬂUoihilwction
Committee trigged off ih the meeting;oﬁ_the Standing
Negotiation‘Committeef The matter was dispuésed by
the‘Standing_Negotiation‘Cdmnittee_and the reality
was admlttea by both the parties as is recordcied  in
the minutes of the Caonmittee. These mlnutes read as
félloﬁs:

"It '1s a common feature in mills among workers
to form themselves into Joint Action Comnittee
and to resort to strikes.on their own without

- even referring the 1ssues to the central unions"

"The trade union members in the Comnittee. should
advise thelr representat ives not- to join the

- Joint Action Cqmnittees without obtaining prior
permlss;on“ .

In the dlSCUSSlODS that fc&lowed, the trade union
representatlves desmred that it was for both the sides
to dlscourage the,const;tut;gn of_unlt %evel Jo;nt
Action Commit;eew‘.Thgreforew'tﬁe Chairman of the

S.I.M«A. agssured the unions that the managements'
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would be advised and the unions could also send circulars
to their constituéntsA It was a geheral:dpﬁnion,
expresséd in this-meetinéi.thet"ﬁhe,eentrel.leadership
of the unions should be respeeted} In the £hitd meeting
of the'Standing Negotiation-Committee‘oﬁbe‘again,this
issue_figufed and the following“amendment Qes madevto‘
the resolhtionfpassed in the first meeting7
"It was decided that on day~to-day matters the
management be . advised not to negotigte with
local unit level Commnittees on issues like .

workl oad s wagess etecss but negotiate only with
the central leaders"

These deliberations by the Standing Negot iation
Committee reveal an important develepment in'ccileetive
bargainihg and trade unionism, viz. the locgl ca&hitteee
and local leaders are hecoming more independent of the
central uniopsvtheugh it js.the;:entreleleaders.Who
formally sign the'agreements/eettlemen;s with the mill
managements - Perheps there is~aﬁ ;ﬁcreasingveresion
of powei and COntfol of the central leaders overlthe
mill level leaders- The central leaders are afraid of
thié-groWing bhenomenon; It is ﬁhie fear of the central
leaders which was instrumental in amending the ‘
resolutlon of the Standlng Negotlatlon Ccmmlttee by

adding the clause that ‘the central leadeEShip‘should
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be reppected'. It méy Ee-nged'that a senior.labour -
leader felt that the ydUngéfﬁéeneratibn4of wérkers do
not bother about the leaders of the central unions
and:do’hot respect thems they try to be on their oﬁn
in~manygre5pects.; It is this<gr§up‘6f‘workers'who
are gaining control over the mill committees and
issues( Yet it is a fact that .there dre no inétances
of revolt agalnst the central leadership and no
efforts by the mlll committees of breaking away from.
the central-unlon~and forming a new union pr joining
a rival union. It may.bé noted that so long as the
negotlations on workrload and wages are taken up at
the unit level the J01nt Actlon Camnittees would
continue to function - Thereforeo the best remedy is

to restrain them from resorting to snap strikes-.
COALITION‘BARGAINING.IN OTHER'INDUSTRIES

Collectlve bargalnlng in englneering, cement and
transport industries is also between the managenent
and akl the major trade unions operating‘in the
individual ﬁnits;- in ail the-indﬁstrial units where
larée_nuﬁber of workers are employed ‘and two or more
uniohs are:operaﬁing, each one of them is'invited for

negotiat ions. Thus in L+E+W. 14 unionss in G-I -P+S.I,
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9, in' T-T-.C+ 7 unions of the workers and 7 unions of
the staff, in C.T.C. 6 unions of the workers and 2 of
the staffs, dnd in the A.CW. 6 unions together.take

up the negotiations with the concerned managements;

As in the textile industrys the.unidns in the
engineering industry also form'the Joint Action Committee
and new unions join the J.A«C. as ahd Wheh they have
come into existence. Again as in téxtilé industrys
_two representatlves from each of the unions constlUJte
the Joint Action Commlttee- These unions also have

the practice of having a convener of the Committee..
Usuallys this person.is a man of éxpefiénéelin
negotiations. In these indugtries aféo‘often the trade
unions prepare their .own charters of dehands when no-
proposal s are received from the managements. ~Fur£hermore;'
the bargaining by a Joint Action‘Committee of trade
unions has been more than a decade old. Thus in L-E W
the negotiations are taken up by the management w ith
the.unioﬁs since‘last 10 to 15 years. In T-T-.C+ it.
has been in practicebsihcévlast 20 yearss  so also

in G.I-P-S-1. But,inJAFC-W- and the C+T.C. only—from
the last 10 to 15 yeérs- 7Ih‘other‘wordé, there is a
total influence ofc:oalltlon bargalnlng prevalent in
the textile 1ndustry on other industries in the

region .
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SECTIONALISED BARGAINING

Collective bargaining generally covers the entire
workforce employed in an.brganisation or a number of
units .in the industry . in a given region on the one
haﬁdy and an employer or a group of emploYers“or the
employers' association on the other. ' It usually
inﬁolves'a single or multiple iésues cominonly -affecting
all’ the workers - Furthermore , Fhe terms of agreement
arrived at'by the’parties'are appl icable uniformally ,
This is true of whether it is the conventiOnél}or
traditional type of bargaininga‘or_productivity
bargaining or any other form of bargaining that has

beeri in vogue .

establ ished fact that the methods of
production andvﬁhe technoiogy-gets obsolete over a
peribd bf time necessiﬁating its replacement at the
appropriété time . Often tﬁe feplacement of the entire
machinér& in an organisatioh -is not possible both from
the view ébintlof ﬁhelmanagemeni,énd"the labour force

employedQ ' The management may not be in a position to
spend huge sums of money for introducing the available
new machinery and the latest technology - Even if a

management is in a position to do sos it may result
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in mass retrenchment of workers causing lot‘of hardships
to their families. Therefore oftén the inanagements
modernise their plant section by section or department
by department . When new machinery isvintroduoed“in\i

a seotioh the method of productions the workload and
the skills involved change ordioarily fram low workload
to highéf wor Kl ocad and,higher skills-. It forces_the
workers to learn new skills in minding. the new .
machineries and achieving hiohe; targets of production
and often requiring retraining of the WOanen. As a
matter of fyct, the employers would be interestedp

more often than nots in f£ixing new.norms_of,wo;king
only for the section wherein new technology and.
méohiner§ are introduced. This is what is exactly
happening in the textile industry in Cdimbatore

region over the las£ 20 years. Many leading millowners
have been introducing new machinery andvtéohnology

in their wnills oection by section . Consequeﬁtlyy

they have been‘inviting»the representativeo of,

workers for negotiating new norms of work;Oad]and

an appiropriate increase .in wages evety time>there

is a change . This method of negotiations covering

one section or department at a time necess;tated

by the ratlonallsatlon and modernlsatlon of the
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section or department may'be‘described as SECTIONALISED

BARGAINING or piecemeal bargaining .

Sectionalised bargaining is not confined to the
séctions otpdepartments wheré‘&orkérs aré'airectly‘
pconnectéd with production, e;gz bl ow room;‘mixingi,

spinhingéireeling; cone windihé, wéévings‘etci bu£
also to the trédes and occupat ions which éré
compiementafy and Supplementary to the main activit ies
including lower levei supérvisor and other categories
of employeesy suoh ASQ‘the jobers maist:ieé}'fitters,
'electricians,-watch and wafd'staffy clefical sﬁaff,
etc. In case of these jobs and employees also the
'édbject matters of'negotiaﬁions reméin the same, i.e.
-WEgesy‘dutiesfond rééponsipiiitiésy £he workload,'eﬁc.
‘Sectlonallsed kargaining is adopted hy about 7 5%
of the mills Ln the prlvate sector- But the credlt
of ploneerlng the practice goes to the Coxmbatore
Splnnlng and Weaving Mills which is now in the
public seotora It was one of the 12 sick mllls
token oVér by the National Textile Corporation in
1972-73. This mill 1nit1ated the practice of
bargoining for different sectlons and occupatlonal
categoriesvas early as 1960.wiyh<a view to tackllng'

the problems confihed to the sections and occupational
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categories instead of deterwining the workload and

wages or other issues for the entire mills.

The C+S-&W .Mills entéfed into an agreement in-

1960 on workload in weaving shed and the placement

of weekly workers in reeling and cotton press
departmenns- In &961 a blpa;tlce agreement was
signed covering the secutiry staff-‘;lh 1964 two
agreement.s were‘éigned - one concerﬁing the

workers handling automatic looms and acting wages

for the jobbers: while the other confirming the
temporary workers in service and providing paywent
of bonus to them. The égreement negotiated in 1965
.determined_the_workload in blow. rocn besides revising
the wages of the;gardec,coolies and.provid;ng for
provident fund. In November 1967 December 1969 and
June 1970 the negotlatlons were buccessfully held

for the spinning departments- While in 1967 the
change of CQUHCS? allotment of workers and the
vacancies to be filled were agréedy in‘l969

cont inuous ruoning of spinning frames was negotiateds
since there was 1ow‘production- oLayjoff_compensation
for the workers af +he spinning department was

“hegotiated in- 1970.. Between 1970 and 1973 a
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large number of agreements covering different
departments were Signed by the management and three
trade unions - 5 agreements in 1970; 51x in 1972’
and 5 in 1973-_ The latest departmentwise agreement
was Signed on. A2 1983 provrding £or transfer of
workers of the pinning department neceSSitated by

the shifting of the spinning machines to a new

building within the premises’-

The salientlfeature of the‘agreements'signed by
the management-of-Coimbatoreﬁsninning ard ﬁeavingl
Mills With the labourunions since 1960 has been that
all the agreements have been purely bilateral and
outside ‘the ‘legal frameworkob None of the agreements
'haS’been registered with the labour department even
for . the purpose of Sec. 18(1) of the Industrial
Disputes Acty 1947- The parties have not felt the
‘need £for such registration- Both the management and
labour unions have mutual trust and confidence in
their dealings. It was gathered that the Mill
Labour Union has a c:ommanding support of the
workers . Hence, the words of the leaders of that
union carry weight W1th both the management and
workers including other unions-iuonce a matter is

discussed, negotiated and the terms of ‘agreement
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are written down the same would & enforced by both
the parties in right earnest and right spirit. - The
management has been'maintaining a Book in which the
agreements are recorded . Every new agreement is

circul ated among the employeces and trade unions.

Sectionalised bargaining mainly due to
nodernisation of different sections of the mill was
started in 1968 by the Vasantha Miils- »This agfeement
covered the Spinning‘and weaving<shédsﬂ',But between
-;968w82 thers were no negotiatiéns ngrevisévtheA
Qérkload and wages in this mill primarily'ﬁécéuSe
the management changed hands twice during this‘
period. But in 1982 a seriés of agreéﬁenté - both
departmentwise and occupationwise - were signed by the
management and the labour unions covering 4 to 35 .
workers énd 1 to 3‘unions-6peratlng in the'séction
or for the employeestih a trade or occupation;

vThe RsL . Miiis has a loﬁg”liét—of secinné#
agreemnents starting from 1969.. The Mill- had introduced
the rationalisationiécheme>ih 1968 itself"as a result
of which revisi;g'of workload and duties was felt

necessary - An agreement covering a large number of
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roaon » (3) cardlng, (4). preparetorys (5) splnnlng,
(6) « cone windlng, (7) reellngy (8) buﬂdling and
baillng, and (9) cleanlng gangy was signed on l 1 1969

for a perlod of Syears This agreement was revxsed in

1974 and 1981%

The management of R-L% Mills entered 1nto another
ectlonal ~agreement in March—April 1974 coverlng the

fltters, turners, blacksmiths, carpentérss tlnkerSa
palnters and others ;n the Mechanic Shop represented
by the Natlonal Textile Employees Union. The union
had raised'the demand oointing.OUt that‘afﬁer 1959 the
wages of these oategories’of employees ~ which were
£ixed bj the industriai'tribunal —-Were not'revised
and that the plant machlnery had teen replaced due to
technologLCal and other lmprovements- Thls,agreement
redefined the workload and enhanced the WageSo The .
nextaagreement covering.these employees wasnsigned
in 1981.

Dnring 1974 itself two more agreements were.
signéd by the;management}ghdvthedlabonr;nnions- While
the first'agreement was Signed With the Coimbatore

‘Dlstrlct Textlle Workers Unlon coverlng the electrlcal

-

workers of the mllly the other agreement covered ‘the -

Power House é‘mployees represented by the- Nata.onal
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Textile Workers Union and the Coinbatore District

Textile Workers Union ..

In 1975 the management and supervisory staff
signed an agreement on workload, special duties, basic
wagess etc . This.agreement remained in force for a
period of 6 years instead7of five és-was stipulated by

the Memorandum of Settlement .

In 1909 agreement covering a large_number of
.departments had outlived its period. Hence, both the
barties were.iﬁterested in negotiating fresh agreeménts'
But in 1977 the management negotiated an agreement
only for the Car&ing Departinent tQ;bg,effective ﬁof a

period of 5 yvears.

Ih'19819 the management signed a ‘series of

agreements . These agreements covered the workunen in

)

power house, generating room, machine shop, @arding .

R

' departments supervisory staff, mixing blow roans
preparatorys spinning, winding and reeling departments
sweepers arnd watch and ward- staffy-et€s - . . L

&

on the explry of 1974 settlement both the unions
viz. National Textile Workers Unicn and the Coimbatore
District Textile Workers Union = representing the

workmen in power house demanded wage revision. The



negotlatlons were neid cwtween the management and the
two: labour unlons resultlng ln an agreement provﬂding
for 'No f ixed workload for any worker. 1n the power N
houqe, an extra payment of ‘Reé . 1/- pe; worklng day,‘

LLXatlon of baslc wages s annual and addltlonal

incraments, etc .

To meet. the increasing need for power'as a
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conseqﬁence of replacemeht of captive diesel generating

machlnes a separate generatlng room Was constructed
Herlcep it was Lound necessary to form a sevarate
sect ion/department for the opération and maintenance

of generators. This category of employees wére'-'

represented by the Coimbatore District Textile Workers.

Udion . 'Both the parties negotidted an agreement
covering the employees of “the Generator Room and

signed. the same on 20.11.1981 for a period of 5 years -

Subsequeﬁt to"1.1.1§69 agreementfcovering‘the'
employees in Carding Department defining the workloéd
:aﬁd fixation of wagess the mahegement;of the mills had
1ntroduoéd‘new:mechihery leading to new changes in
workload and work assignment.. So alsoAa number of
_changee'had'taken plaoe»after the 1977 agreement

for the same section. -The management proposed to
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modernise further the Carding Department - Therefores
the management held negotiations with five labour
unionss namelys the Coimbatbre'DiStrict Textile
Workers Uniona the National Textilé Workers Undion
theiNational Textile Employeés Union, ﬁﬁé Unitéd 
Textile Labour Association, and the Anna Panchalai
Thozhilalar Sangham. The agreement washaiéned by the
manégement.with these five unions in 1981 for - a
period of five years fixing the workload, the duties,
and requnsibilities of the workers afresh and

granting a wage increase.

Furthermores in anticipation of future
develdpment59 i.e. modernisations the management of
this mill negotiated with four unions ~ the Coimbatore
District Textile Workers Union, the National fextile
Workers Unions and the United Textile Labour
Association - higher workload, duties énd
fesponsibilities of different categéries of
workers while determining new wage rates for the.
wor kmen - in mixinga'blow room s preparatOry> spinning s
winding and reeling departmentsland the sWeépers.énd_
watch and ward staff. ‘Tﬁis agreement was signed
on 24.3.1981 for five yéars as in.case of other

departments .
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The canteen workers were nob covered by any of
the agreements- ALl of them ‘were members of the
'National Textile Employees Union- The Union raised
.demands for wagerreV1Sion, number of workers required
in canteen, their duties and responsibilities,(workload,
etc-‘ It was agreed by the parties across the tah&e
.that individual workload cannot be fixed because
‘canteen is’ a catering department serving all the
employees rqund the clock{” Hences_ccilective
iresponsibility_wastassignedrto all the Workers to ‘see
that‘tne,canteen functioned Smoothlya‘ The management
.agreed*to'employ'iz worknenafor the canteen - The |
settlémentfwas,signed onflOyll-1982'for3afperiod of

TN

5'yearS'from.the:date'of”signinol

The 1975 agreement covering the‘SuperViSory
staff ‘had outlived the period for which it was
'Signed- Therefores the supervisory staff - the -
‘jonbers,‘maistries and oilers:s eto.-ndemandedvhigher
'Wages} So the management‘negotiated with their
representatives’a'fresh agreement ori workload,'
SpeClal responSibilitie59 baSic wages, annual |
.increment, speed wages, deSignation, ete - and signed

the agreement on 29.6.1981‘for_a\periodvof‘5‘year5c
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~ Since the manageient signed settlemehps‘for_
6ther_departﬁents in 1981-82, there arose a need te
coyer-the workers in'the Mechanic Shop arose - These
workérs were wholly represénted_by the.National
Textile Employees Union - The Union and tpe
Management agreed through bilateral talkqun
designationé éf-workers’ their basic wages,ané_wagg
rates> the annual rate of inérementykduties and
responsibil itiess and also‘an ex—g:gtia payment cf
8.5 per cent of basic wages earned during 1-4.1979
to 31.3.1980 for extending co-operation to the
management in reaching the settlement. The agreement

was signed in 1981 for five years as -usual -

In 1969 two more mills = S+G+K+ Mjills and SR K-
Mibls - also started the practice of ﬁegOtiéting ,
agréemehts for different departmeﬁtsfsectipnééfolfbwing
the example of Coimbatore Spinhing‘and‘ﬁeaving Mills
and the “Vasanth;:l Mill$. While S+G-K. Mills negot iated
an.agréeﬁént'fof the Carding deparﬁmght the S+ReK-
Mills signed an agreemgnt for b&hdliﬁg-départment.

Both the mills signed these agreements for a period

of 5 yeérs-
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The L+T. Mills which s considered to ke the
largest and leading textilelmill»iﬁ'Coimbatore'region
sedmsv Ed have folibweé‘thé practieé of Qéctioﬁalised
bargainingicnly in 1970z in él; its units 1n‘Coﬂﬂbétore-
'Seétibna; 4gfeenients were sidnéd'iﬁ'1§78,21980 and
1981s'¢0ve£ihg“wéaV1ng:-Spinﬁihg andlwiﬁdihg depértmenté
in“the main unit. Of thése, the 1978 éé&eemént“‘.
covering the weav irigi department prov ided qu ‘a ‘higher
wofkl¢§d- ‘Each worker was required to mind 16
automatic lodms as againét,é traditionéllﬁfpé ofﬁiooms.
Thé 1980 agfeement-cdvered”thé.sbinning department .

The workload7was¢increased to 6 sides as agaihs£ 5
prevailing‘in'the region but'providingfor a‘wage
increase- Of .40/ = per .worker per month- Similarly s
the 1981 agreement covering the winding department
1ncreased the workload by 20 per cent prOV1dlng a
wage increase of_m.so/e'per month'per worker » . In ltS
tWO“Otheriﬁnité the agreements were sigﬁed in 1979
and 1982. On 17.1.1979 the managpmeht signed'an»
agreement with three unlons namelya the Coxmbutore
Dlstrict Textlle WorKers Unlon, the Anna PanChalai
'I‘hozhilalar Sangham, and the Nat.lonal 'I‘extile
Workers Unlon9 coverlng the Power House workers

i

numberlng 25 for a perlod of 5 years s Slmilarlyy
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on 22.9.1982 a f.ive year agreement was signed with five
unions, viz-}the United Textile Laboux Associationp4
the Dravida Panchalai Thozhilalar Munnetra_Sangham,

the National Textile Workers Union, the Anna

Panchalai Thozhilalar Sangﬁamy-andqthé Coimbatore
Disﬁricﬁ Textile‘Workers;Union tor 185»Workm§n-of the
mixing blow room carding;»combingg sp;nningymachine
shop and;waﬁch and ward section. On 30.9.1982 still
anothef agrecment was signed with-éhe same uniQné for

the workmen in weaving section numbering 95.

..The PN Mills had signed similar agreements . in
1980 and 1981 for carding and reel ing departments-
The Gotaris started ‘the practice in 1968 subsequent -
tb méde;nising the mills. But ;t was cniy in 1970s-
that the agreementsxwere frequently negotiated for
diffefént'departments - in 1975 for spinning department
in 1977 for weaving department, in 1978 for reeiingy-'
bﬁndling ané engineeriﬁg departhehts;.ahd in 19827 once
again for weaving department .

ﬁkTo siaﬁé'it différentlj; seétionalised bgrgaiﬁing
became more COmmoﬁ during_the 1970s . Not oniy more
and mecre mills aéép£ed.thé préctice but the pioneerihg
millsﬁhegotiaﬁed fresh agreements< In 1980s this

kind of agreements are beconing very commnon especially
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in larger mills. At the_t;mé.of_this,Study (May=June
1983). negotiations covering di_ffe.ten_t .deipa‘r}:ments or:‘
occupational ocatégories in _'d:if_ferent mills '-were in -
progress- For eXample; S.G K- MillJ;.'s ‘was_ negoti.‘ating=
an agreement for. the winding department whereih enlyv
3 workers are employeds the LT Mills for :u:s weav:.'nggw
department of the main unit, and for Jobbers and
malstrles in its subs;diary units at Singanallur,

the Gotharls. for further rationallsation of the
mills wherever it was feasiblev the V-T M.Llls for

weav J.ng prepar at ory » weav ing and warehou se sectlons

on workload and wages .

Sectlonalised bargaining has been in vogue anly
in one unlt :Ln the engmeering J.ndustry- Two reasons
may. be ‘a.dvanced for this. situation- ‘Firstlys the
size of the establ:.shments in the non-textlle mdustries
is -small; - There are hard_,’l.yl a dozen u,nlts empl oy.mg
200 'or,. more werkers and one "Qr two empi oying a few
thougand . The small ~_organ:l,_“sat.iLens do not find it
necessary to adopt this practice. Eithér _they’
negot,z.ate for all the workers or leave the matters
to be decided by the third party.‘ Secondly, the B
engineermg un.Lt which has the practice of

sectionalised bargaining is not only b;g in size
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with large number of séctions and departments, it is
managed by a caﬁéanvahiCh owns a number of mills in
which the practice has been in vegue-” The experience
gained by the management in the téxéile'mills is
utilised to determine the matters in its engineering

un it .

The above analysis reveals that the sectionalised
bargaining is a pattern that approx1mates prcduct101ty
bargalnlng- As in product1v1ty bargalnlngy the emphasis
is on higher production s;multaneously concedlng a wage
increase . But 1f we take into account the fact that
thls kind of bargalnlng does not seek to prevent the
wasteful practices on the part of the labour and to
motivéﬁe the employees to go beyond the defined
workload it is'certainly different ffom preductivity'
bargaining. During the course of negot iat fons ‘the ' -
labour unions endéavour to see that the inereaseein
werkl oad is as less as possible - often not more than
20 per cent of the existing worklead._ Similarlys
the managements do not agree to¢ réward the workers - -
beyond 10 per cent of the wages being paid at thé -

time of'negetiations< In other words; both the

L}

parties try to concede as little as possible while



trying to get ‘the maximum. -More ‘importantlys some
unions do nothant to be a'partyito'these agreements
perhaps because they rlghtly believe that is is more

advantageous to the mlllowners/employers-

Sectlonalised bargainlng is a pattern that keeps
both the parties always engaged in negotlating the |
identical issues for different seotlons of workerss
which means that the number of “ ag_reexhe‘nts to be
negotiated-and enforced isﬁmores The manageinent and
labour unions are always turdened with the task of
‘negotiating for different sections. No sooher one
agreement is signed than the parties have to initiate

negotiat ions for another section or department or a

category of employees. Often the managements have to’

negotlate for two.or more sectlons srmultaneously
with different sets of unions. and labour leaders
causihg lot of strain and lack of time to attend to

other problems of the organisation-.

'Different types of views were expressed-by:

different respondents ;n ‘the textile and non—textlle

industries on this pattern of hargalnlng- These
views are both for “and against the practioe-‘ One of

the oonsultantS'in'labour’relationsﬁandmemployee

236
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training in the textile industry held the view that
the agreements covering different sectionss departments
.otﬂcategories of workers is quite in tune with'the‘
general method of col;ec;ive‘bargaining; The method

[t

of sectionalised bargaining is a necessity arising
out Qf the.moderniséﬁion 6f the milléxuﬁigﬁ ié3p§ssib1e
only in stages-’.Moreovér; negotiating fof all'the‘
workers on workload and wages‘may take a véryvléngv‘.

time due to multiplicity of unions and varying nature

of work involved in different departments .

The general manager of a leading mill stated that
the pilecemeal bargaining is resorted to because
negotiating conincn agreements takes a very long time -
It he;ps to keep evéryvcategory of employées actively
involved in negotiaﬁions and\makés them responsiblé
in enforcing the agreemeht- It also helps'in
effectively dealigg with'the,unionsvsinge they are:
fewer in sectionalised bargaining than when .
negotiations are held for the entire mil;-,.But he
felt that the sectional agreements have lead to
nariowing down the wage q;fferentials between
different categorieé of workers becausg while, a
settlement is in force for one category or when

the period of agreement is getting expireds a new



238

agreement for other categorles of employees is being
negotlated or enforced. Thls means the employees
covered by an old agreement and the employees gowerned
by the new- agreementvvould be gettlng more or less |
the same wagess which would not happen when £y conmonE
agreement is negotiated for all the emoloyeeSo Due

¢

to narrow wage dlfferentials the workers are often

dissatlsfledi

The Personnel Manager of another leading mill,’
where the management is profess;onalised)felt that the
condltlons of the machinery and the changlng worklng
condltlons forcevthe management to adopt sectionallsed-
bargalnlng and sign sectlonaleagreementSo Such |
negotlatlons are usually undertaken when new and
modern machlnery is instailed. According to another
personnel executlve these negotlatlons help to
maxXimise the workload in thehglven departmentf
section - the possibilities of increasing the ‘workload
are always-higher and'in favour of the management}

on the'other hand s thermanagements which have
not adopted“the practice of.sectionallsedJbargaining
stated that they do not_want.to encourage B

departmental ised agreements even if the unions are -
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interested . -They feel that such bargaining would lead
to intense inter-union rivalry because in'different.
departments differentaunions are in majorityé‘Whereas
in £he'entire unit cnly one or two unions WOuldlhe iﬁl
maJorlty and it would be: easier to deal»wlth one or
twe major unions. Secondlys- the sectional agreements_
may lead to highe;_wage dlspa:;ty between occupetlons‘
and depeffments- Thirdly s tﬁey feel £hat such ‘ |
bargalnlng does not help production planning in a
oroper manner covering the entire mlll/unlt- Flnallys
it-was felt that the sectionalised bargaining'cauées

imbalance between different departments with regard

to workload and related issues-

A third group of respondeﬁts advocated that
the SIMAsshould take up the issues‘ef worKloed'reVision
for q;l Lhe member mills 51multaneously and negotlate
a common.egreemen; N]lch w0uld help all the menb@r«
mille to have uﬁiform standardso_ Accordlng to them
.such an agreement helps to av01d the lncrease in
wages from one mlll to dnother, for now ‘it is a |
lstrategy of the unions to demand wages hlgher than
‘the prevail ing rates whenever they_negeﬁiate an
'agreement on workload and wages- Often they have'

succeeded in malntalnlng dlfferentlals at least
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neminally... In support of thelr v1ew they quoted the -
example. of 1956 settlement Wthh remamed in force
for 10 to 15 years w1thout hny change. But it may be
noted that not all the mllls modernise their methods
ofUproductionfsimultaneously enablingathe.SIMA'to.take
up the issue £or all the mills.

on the other hand, the trade ‘unionists (other
than the Mérxiets) expreesed»a;ﬁavourabae v iew Cn_
seetionalisedbbargaining. Accordingftdgthem the -
‘workers are beneflted by the anrease in wagess hence,
the WOrKers do not mlnd tb glve a little Higher |
production if their earnlngs are also higher. Whereas
the Marxist unions have been oppos;nglthe 1ncrease
ip,workload for tney feeinﬁhaﬁ it would lead to
unempl oyment of‘lérée number'ef workers s

Thereforey ne ma} stetefthat'eectionalised
bargaining has beenrbronght' mto vogue by the
employers to help themselves to rationallse the
methods of productlon, to redeflne the work norms in
different sect,:.ons/departments or for different
'categories of the employees who are indirectly '
connected with the production process s and also to

deal with the rival.unions in realising the objective
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of maximising the production. It is a method that
helps the employers to phase the introductiqn«cfrnew
machinery and technology. Furthers in this pattern,
‘while the employer bargains for-higher workloads the
employees or thelr unions bargain for higher wages
without retrenchment of the workers except under a
voluntary scheme . But comparatively it is the
employers who are more benefitted.by»thisbpactern of

bargaining.

CONVERTIVE BARGAINING

While coalinion bargaining is dnéittémpt on the
part cf the labour unions to resolve the broblem of the
organisa;ional weakness arising out ef'mﬁltiple
unionisn and the absence of a stat‘toﬁyﬁprocedure for‘
recognising a representatlve unicn and the sectlonallsed
barga;nlng igs en effort of the employers to resc&ve
the probiems<:onnected w1th ratlonallsation of the
methods of productlon laylng down new wor K rorms
leading to hlgher productlonklnd to deal Wlth the
problem of rivalry of unions; thevconVertiVe
bargalnlng is an attempt on the‘part of'bothlthe:»

ldes to glve a legal status to the agreements

negot iated bilaterally . The ex;stlng Jndustrial
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relatlons laws do not prOV1de for a legal status to a
bllateral agreement Qper._se - In the absence of a legal
status the_collective agreementoms.nouhlng:more than

a private_agreementudfSuch:angagreementﬂvmhonghgsettlesi
the digpute j. -"is notv considered: as-a‘ ‘J;«ég-alr settlement
of the dlspute ‘as was held by a Dlvisien ‘Bench qf the
Bonbay'ngh Court in 1956 in. Poona Mazdoor Sabha Vs
G-K-IUhqlia- The;Industrial-Disputes Act wass
therefore;"amended in 1956 and 1965 to give ,a kind of
legal status‘to the agreementSo. These amgndments,_
were to Sec -2(p) and. Secul8 of the Act- While the
amendment to Sec-2(p) aimed atxﬂldening the scope

of the term settlement, the other amendment sought

to make the registered agreement bindlng on the
partles signing it{m But ?oec 2(p) makes a distinction
between a settlement arrlved'at in the course of the
conc1llatlon proceedlngs and a settlement regastered
w1th the conc111atlon offlcers in the prescribed
'manner. This dlstinctlon is stlll sharper when

sec «2(p) is read with Sec . 18(1) and (3) of the Act.
The settlement arr.wed at in the course of concil iation
proceedings is binding on all the workmen employed

on the date of settlement as well as on all those

who might be employed durlng the period of settlement’
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on the one hends and,; on the otherbhand) on the
em@loyer(s)p his heirs; successors and eseigheee.'
Whe;ees a settlement registered with the concil iat ion
‘officer in the oreecribed mannef isjbindihg onlybon
the parﬁies s;gnlng the agreement- Any section of
the werkers not a party tQ the reglstered agreement
may'raise>a dispute on the subjects already covered
urnder the agreeméntf As a matter of fact, the
eﬁ@leyecs ahd traQe unions have developed a ﬁreferenée
fovatho satt lﬁmentSPSLgned in the preeenee”of thef
ooneiriahion officer - But the CoﬂéilQEEiOnvaf}Cer
hove fdiled to enthuse and motivate the parties to
seek their services. Both_the labour and manadgement
¢o not have confidence in the concilietien offécefsf“
More iﬂpoztantlyQ the eméioyers and -the labour uhiohs-

do not want to refer the issues of workload, wagess

Ce

Qliovanses prod.cticn Linked bonuss etc. to a third
party s esgaciaily the government conciliation officers

The textile mills in Cobnbatore have been

¢
8

modernLSLng tHOLr mllls and nogotldtlng Wlth thc
uni one For hﬂgner workload ﬂnd wages every 3 to 5
vears. They do not want to ancave the con01llatlon

officers or any other third party in these negot Lations -
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But at the same time they want to have a total blnding
effect of the agreements on all the wbrkers employed
“in the mills ln\zlew of the multipllcity of unlens-
s:nmilarlys the trade un:.ons negotieting with the
employers do not want the rival hnion(s) to raise the
.same issues and negotiate with the management for a
‘better settlement or.ralse a’dispute and get better
benefits through the conciliation and ad_]udication

machmery- ’I'herefore: both the employers and the

. P
Fe

trade unlons negotiatlng an agreement bllaterally |
prefer to s:.gn theJ.r agreement before*a conc:.llation
offlcer as if 1t was reached J.n the course of the
conc:.llat:.on proceedlngs conducted by that offJ.cer-
:In otherwords; the parties to an agreement seek to
convert the blpart:l.te agreement .mto a tripartlte :

settl ement .

Similarly, when certain 185ues, when nct settled
either at the bargaining table or :Ln conciliat.l.on, are

referred for ad;udicat:.on by the government- But

such a,':refe‘r,;eﬁt'xce» dogs not prevent the -"empl_”oyers. and
the _t'rad,_e »un(ions from negotiating the issues perxiing
in ad J?hd'ica‘?iﬁ??,‘ with a £resh approach. When the

parties succeed‘in arriving at an agreement on the
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issues referred for ad jud_.cations they approach the
ad jud icating authority with a request to give them an
award_}ncorpo;at;ng the terms of the:agreemént they
have arrived dt In such situations the & jud fcating”
authority usually' issues an award as requested by ﬁhef'

/

parties . These awards are -known as the consent awards

éll over India.

Various reasons were advanced by the personnel
and other executives=for convertingithemagreemenes',
intorehe eettlements. These reasensy though;lieted.
cin Chaéter 55 are .repeated beleQ foi feady"referencegv
(1) To see thet every term of agreement is in deteil
and pérfect order to avoid problemaﬂin'its hnﬁieﬁenﬁationy
(2) a settlement is legally binding on all.the ﬁorkeis
Vahd trade unions,; (3) to vrevent rival unions“cfha'new
uniCh ihat_might come ups from creaﬁing pnableme(aftek
the -agreement is signed - a’eeetioh“of the werkéfsvis
not organised and who could be oIganiéed ahy”ﬁﬁﬁe by
an outsiﬁefsi(4) for proper implementatiOn'df;Ehe'“'
agreement s (5)-the chances for' varied interpretation:
of the settlements as liked by the parties,:are -
remotes (6) long term agreements should be:in the

form of a settlement in the interest of the management,

because the unions play games causing problems in
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labour~management relatlons, ‘and (7) to prevent the
unionSy espec;ally the communist unlonsJ who do not

K}

7believe in rationallsation Schémes and often withdraw
‘from the‘negotiations,~from’vetoing~thelégreementSVOn
workload and wageés’ negotiated after’ modernlsatlon of

a section or the mJ.ll .

'on the other hand, a few managements do not conéert
theix bilateral agreements into settlements for two
'reasons° (1) they do not v1suallse any problem in
1mplement1ng ‘the terms of agreement, for all the unions
are a party to the agretment and often the unions
themselves take 1n1tlat1;e in negotlatlng the agreement’
and (ii) the tradltion in these organisations is to
have only the blpartlte agreements-',But the latter type
of organlsatlons are few~ ‘The southerh India Mills'
‘A53001ation ‘has also occasionally ‘signed the bllateral
agreements which have been implemented by the member \

_ mills 1n rlght spirit. Hence: the necessity to convert
the bipartlte agreements lnto tripartite settlements
arlses malnly out of the ‘desiré -6f the empIOyers to
avoid the,industrialrrelationslproblems5'for if a
settlement is"notkhonOured byuthe5trade unions‘the
matter can be taken up’ with the Evaluation and

Implementation Machlnery of the Government Slmilarly;



the unions can take up an issue of non-impleémentation
to this machinery or raise a dispute on non-implementation

and- get the things settled.

PATTERN BARGAINING

When any practice and procedures.yield good results
cohsistently;over a period of time and also hélp to
overcome.the inherent weaknesses énd,érawbacks of a
systew; such practices and procesures would be adopted

by others with a desire to obtain the same results.
vThis - exactly happens in industriéi—relatipns
matters. The fact that the SIMA succeséfuiiy

negot iated,; with 3 wn ions operating ;g}ﬁﬂe @angéxl
milis'in 1956, a véry.comprehensive agreemenﬁﬁgn
Clgssificéﬁibn Cfvworkers; théir‘dutiesband ;fﬁ
r§3pon§ibilitiesy”thé wage rates and:allowances,
the production bonus: etc . pronpted the employers:
in the engineering and other industriés to adopt
.ﬁhé s ame procédures- They too granted a dezfacto.
recogaltion, without any discriminat-ions.to the
trade unions claiming manberéhip in their'
organisations and negotiated sinilar agreements-
They have made it a regul ar practice t¢.enter into

negotiations with the labour unions at regulag
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intervals of time-every 5 years.

similarly s within the textile' ':Lnd‘ustry 'a nmﬁber"
of mills adopted the practice of negotzat.mg separate
agreements for dlfferent sectlons/shops following the
= practlce that was in- vogue in the C*S -&W- Mi.lls~ The
leading and prosperous mills in tha.s u'aa found ‘the
practloe' very advantageous part.téularly in the event
of phased rationallsation and modernisation of the R
methods of productlon. The negotiation to refix the
WOrknorms and wages for the workers in a sect:l.on/ shop
was found to be easier than negotlating the same or
sim:.lar issues for all the workers of the mill.
‘Hence the practlce came into vogue in larger number
of units not only in the textlle industry but al so

in the biggest engineering unit in the region-

‘This practice of adopt_j.ng the successful‘
practices and 'procedures of baro;aining by other
employers who ordinarily wait for the results of
the exper:lmentatlon by the pioneers may be |
descriped as 'Battern Bargaining. This form of
bargainﬁi.ng‘ reflects the desi.reof few employers,
to e_x_periment with new procedures on the one hand

and the desire ©f larger number of employers to
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follow in the footsteps of successful e‘mployeré

on the other. Lt mays ‘howevery be_ noted tha£ it is
not unigue to the textile industry in Coimbatores
the 'Pattern Bargaining'_ is also in existence in

otiier countries.
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Chapter 7.

o R ]

_COLLECTIVE BARGAINING & TRIPARTITE METHODS

The data analysed so far reveal that collective
bargainiﬁé;ﬁaé been in existence in the:pextile’and
en@inééfing induépries éince 1956. Dﬁring this period
of 25 to 30 years it has grown‘fromuétrength to -
strength and has been institutionalised. 1In almost
all the industries, in geheral s and; in the textile
industry in particula:; éll the issues affecting the
collective interests of the wgrkefs; on the one.héndA
and the millowners either individually or collectively
on the others are negotiated and settled across the
tahle « The employers) the millowners' associatién'
and the labour unions have been able to develop
certain healthy practices andAestablish good
tracitions - New patterns of bargaining like the
coalition bargainings sectional:ised bargaining and

convertive bargaining have emerced and taken'deep roots-.

Yet it is a fact that in a number of engineering
units the negotiations are not  successful every time .

Siuilarlys in other industries, including textiles,
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the negotiations fail occassionally - The negotlations
in individual issues 1rrespect1ve of the 1ndustry are
also not" successful at the: blpartlte level-_“In other
wordsQ‘on several occaeions the dlrect negotlatlons
fail and an lmpasse 1s reached neces51tat1ng the
1nterventlon of a thlrd party- wThus: in about 30

to 40 per cent of the. cases the negotlatlons are

extended,beyond the'blpartlte,levelgA

} Since the fndustrial Dlsputes Act; 1947
prescrlbes that in all dlfferences between the labour
and management the services of the conc;llatlon‘
machinery should be sought, the partles are compelled
to seek the 1nterventlon of the concil iation offmcers-
Ordinarily'in‘individual disputes and minor»issues
affectiné,the aommanfiﬁtereéts of the workerss, or
when ‘the barties;themselvee‘agree”at the Eergaining
table to réfer their dispute to a higher level
concil iatidn officers such aé;'the'Deputy Commiesicner
of Labour of the regidh; theé Special Deputy
Commiésicnef'of'Labouf"and thehbommissioner of Labour
the interVenticn of the’thiid'partyhtakee place-

When the matter is taken up by the conClliation

offlcer; notlfled for the 1ndustry and the region

‘more often than .nots the conciliation officer
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advises the parties to renegot iate the 1ssues
bilaterally - . inis adV1ce of the COHClllathﬂ officer
is ordinarily accepted by the parties not’only

because the adviee has come from a‘senio:vgoverﬁment
officer in the Labour Depertmeng}‘but,also because
the heat has cobled down and the parties are waiting
for an opportunity to renegotiate-. ‘Thehquice,of

the conciliation officer acts as an excﬁee_to return
to the bargaining table to negotiate the issues afresh
and reach a settlement - Normally s such.negotiations

help the parties to arrive at amicable settlements -

In other wozds: there are two bargalning
situatiohs» hemelyy bargaining before a bottleneck
in negotiations is reached i.e. purely biparﬂite;
and (2) barcalnlng taken up on the advice of the
thlrd party - the cbnc1llatlon.off1eers or the
adjudlcatOLs- The attitude and approach of the
partles differ in both the SLtuatlons-. As many of
the respondents put. it s the negotlatlons 1n the
former sltuatlon are more rigids each party tr;ee
to gauge the other_and %ould ve bent upon getting
the maximum from £he'other party - ‘Though the

labour unions want to have a guick settlemeht in
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favour of themselves; they are ore demanding and-
pressurLSLng. ‘They_dolnot;see~reasoninamanagement s
views at thls stage . = Further, these respondents
felt that the policies of  the manaéements and 'the’
1 abour unicn s on is sues like h'igher wages and” workload
prevent them to reach an?agreementtat*the bipartite '
level hefore.they assess-all’the pros and cons. Quite
often the 1nter~unlon rivalry also prevents the
:amlcable settlement of the . issues-' For: instance; it
was stated that the communist unions do not. come

wr e
forward to negotiate an agreement on hlgher workload
except when they are the lone unlon or majority union

in the partlcular establishment/mllls- When cross

checkeds it was found that the communlst unions are

i,
. PiatA

ba31cally opposed to 1ncreas1ng the workload leading’
to retrenchment and unemployment of large number of.
workers-' Bnt where the agreement does not lead to
loss‘of empfoymentvbnt provides'for a snbstantiaI‘
increase in the wages, they do negotlate and agree on
hlgher work-load-' It was also pointed outs oy some
of the«employers haV1ng a tradltlonal approach to
1ndustrial relatlons, that the-ugive andytake'_
‘approach in bargainind a settlement‘is miSSing at

this stage- Considering the fact that collective
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bargaining in this regiocnh has been widely preval nt

it is difficult to accept such a view-.

On the other hanay ma jor ity ofAtHe:réspondents'
stated that at the hﬂpartite_leje}!ﬁhé‘oppbrtunities
to talk freely wiﬁh the unioﬁs afé véf§ high- It'is
under this free atmosphere that thelﬁrade‘ﬁhions are
individually invited by the empléyeré andrthe
managementls'views and opihiohs are comnunicated
before the unions crystal ise their stahds on the one’
hahd, and, on the other: the trade ﬁhiqns ask for
better concessionsbanﬁ favours which Ehey cannot do
in the presence of all other unions. Even Qhen there
- is a strike situationy.the partics areféhie'to
negotiate and>settle the issues if the négbtiations
are held at the unit level or in a'neutfal premisés-'
At the bipartite lével, as the;t;sﬁondehts pﬁf ity
there.is a wide scope for.'givé‘and‘take"oﬁ;bbth'
the Sld&s helping themselves to reach an agreement
Very often the employers are prupared to ccncede
the demands ither out of the Wdy or sllghtly beyond
ﬁheir capacity to LAy » for they know that the cther
party‘will’also‘have‘the samé apprqachvﬁo'the'

issucs uhder negotiation. It is also true that at
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this level a package deal between the parties is more
pOSSlble- But 1t was polnted]out that the negotiations
‘are slow and tardy s prnnarlly because both the parties
want to con31der every aspect of the mattexrs involved

before commlttlng to the other party~

Whereas when the parties come back to the
bargainingrtable on the advice of the concil iation
officer the course of negotiations is said to be
time bound andhdirectedetowards a settlement- But
according to others even at this stage the negotiations
could‘be‘draggéd on for a long time. Majority of the.
'reepondents felt that at thie_level the parties do not
come out fully andﬂfreely while taking a very rigid
legai position- The parties adopt such a stand when
the ‘conciliat»ion off ijcers clarify the legal issues
involved; They'fail to appreciate the views and
feelings of each other preventing them to adopt the
same give and take approach- in many_caees,‘the

‘give and take approach is totally absent- It is
also true that the parties change thelr p031tlons
Af the conciliation officers do not show an
1ncllnation to help themo Furthermore, it was
p01nted out that the unions could be under pressure

fran,the_conCLI;atlon off;cere, s;ncelhe would{be
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taking a via media approach to the problem after leérhing
the positibns already adopted by the managements‘and the
lebour unions. This also enables some parties to have

a more practical view of the issueé enabl ing themsélves
to arrive at the settlements. On the other‘ﬁand, it»
was argued that in this bargaining situation the parties
are mére'rigid because the union wants to settle the"
disputes in favour of itself, often treating the matter
as a prestige issue- This kind of an attitude and
approach is also true of the other'party- vHence, it was
said that once the issue fails at the bilateral level

- it fails at all the subsequent levels. Some maﬁagements
‘stated that £hey do not offer anything at the conciliation
level or when they come back to the bargéihihg table -
Often they simply refuse to negotiate at this stage and
sometimes do not. own the offers made earliér; 'This will
force the trade unions to lower'the demands and adopﬁr

a more conpromising attitude and'approééh‘facilitaﬁing
the settlement of the issues in favour of the

managements .

In other words; contradictory views were expressed
by the respondents on the effectiveness of negotiations
before or after an impasse in collective negotiations

is reached . These views are certainly based on the
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basic pollCles of the labour -unions and. the. managements
on different methods ofldechLOn-making ln labour- .
management relatlons- In persuance of such polic;es
'certain employers and trade unlons are in a position,
to settle every lssue at the blpartlte level and seek
the serrlces of the conciliation offlcers only for
'signing the settlement as if it were arrlved at 1n
course of" the conc;liatlon proceedings; whlle other
?parties either settle the issues at the bargalnlng
table . and allow the 1ssues affecting the 1nd1vidual

workers to fall at the negotlation table so that

they could be taken up in adjudlcatlon

When the negotlatlons -fail at the blpartlte
level scme employers and labour unions 1n general and
the mlll-owners assoc;atlon and the textlle labour
unlons prefer to have medlatlon by the Commls51oner
of Labour, the %ecretary to the Depertment of Labour,
the Labour Mlnlster or the Chlef Mlnister of the State.
‘The hlstory of collectlve bargalnlng, particularly
in the textile 1ndustry, reveals that mediation by
these influential outsiders has often resulted in
settlementsa' However; in 1979, the mediation by

all “these functioharies including. the Chief Minister
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of the state were not successful because of the
‘extremely rigid stand adopted- by both the parties.
Hence s the Government of Tamil Nadu appointed a
Special Industrial Tribunal and the dispute was
referred for adediCatiOn by that_t{iéuhalfn But the
labour unions bycotted the proceedings of the
tribunal and continued'thgir agitation to pressurise
\the_SIMA to»agree for negotiations. They were able
torsettle tﬁe issues and get a consent award . If
1972-735 in a bonus dispute, the then Chief Minister
Mr. M. Karunanidﬁi; mediéted to have an interim
settlement of the dispute . The final determination
of the»dispﬁté was left to be arbitrated by the
Chief Minister and the Labour Ministerm, But in. 1975 .
the Government'of India'iﬁposed the Pr@siden:'s.Rule
on the state, because of which the‘dispute,pouldunot
'Be“éettiéd:ty the Chief Minister and the Labour
Minisﬁer- In”the_absence,of the pqpular government s
theFSIMA was able to influence,thé.governmept machinery
to refer the issue for adjudication. This clearly
ré&ealéd'the management 's intentions to recover the.
excess amount paid to the workers pending;thevfiﬁal

settlement of bonus. The labour unions therefores
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went in petition to the High Court of Madras aga;nst
the reference of the dlspute for adJud1Cat10n~ But
the cOurt did not J.ntervene .m the ad Judn.catlon of
the dispute ‘by the Trlbunals :mstead the H'ble ngh
Court advlsed the 1abour unions to afgue out thelr
casge before theATribunala Hence, the issue remalned
pendingwin~adjﬁdicationrfor a‘few yearsf The issue
-was'ultimately setiled‘at'the bargainingftable in'
1980 following the successful negotlations in 1979
under a new formla appllcable for a perlod of three
‘years;'- 1978-81«_‘ S.Lm:_l-arly; the C‘ommissioner of
Labour has medlated in a few dlsputes 1nclud1ng the’
bonus 'dal,spute varv 19‘73-74 which was al so _settled in

1980.

Elght reasons were advanced by the respondents
for comlng back to the negotlatlon table pend;ng
'conciliatlon or adjudlcatlon- These~are. (1)v;o
buy tlme to-solve the issues amicably.end'“ )
'efféetivelyyi(ﬁﬁgio.avoid the intervention of the
nn%ented enqunscfﬁpuloﬁs elements or trade unions
from: gettlng an upper hands (3) to prevent the
prec1pltation of the dispute and to facn_lltate a
settlementy (4) to have a. better and un.ck ‘'settlement

based on the balanced adv_Lce and recm‘rmend"atlons
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of the conciliation officers orx adjudicators, (5) to
‘have only a bipartite settlement, (6) to avoid. an
adverse award of the adjudicator - neither party isv
sufe of’the'gains at the adjudication level as agaiﬁst
the calcul ated gains'and loéé at the bargaiﬁing table
since it'élwéjé'inbolVes a 'gi&e and'take"approachf
When the tef%s éf award are not faVoﬁréh&e toeaither‘
. party there aré possiﬁilities of indulging in time
conéﬁming litigétion, which could be avoided,if the
péfties come back to Fhe negotiatidn table. (7) To‘
cultivates develop and maintain cordial relations

with each other iﬁstead of creating hostilit?lgné

bad blood, and lastly, (8) due to the financial

compl ications invélved.when the issues are not

settled immediately = the management has financial
deaiihgs With the extérhal agencies such as’baﬁkSa'”m
the eleétriqity board » thé}sﬁppliers of raw materials’s
and the distributors of ﬁhe finished products. If the
issues are not settled immediaﬁely there would be'

multiple effects dn tﬁé‘brganisationl

Furthermore; due to the time «onsuming proceSé
of adjudication and the possibilities of litigation,
the employers and the labour unions, especially in

the¢teXtile industry do‘not prefer adjudication upon
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the failure of direct negotiaticns and mediation -
‘The partiss rather prefer to refer the matter for
arbitration by a third party.. Ordinarily the .
,raréit._ratiqn ‘has been the voluntary or informal
_§rpitration-,,The arbitratorsbgggeraga%pﬂbave been .
the top level officers in the Labour Departmenty the
,Ministerskgp;case_pf_}ndustry—wide‘1ssUes or the
officers of SIMA in case of individual mills, and the
District Collector- The District Collector has
.arbltrated only in .one or tWO cases related to
englneerlng and other 1ndustr1es- Arbitratlon by an
individual or a panel of arbitrators is becomlng ‘
CQmmon;}q_the cement 1ndustry,“but~at the}nathqal
level . The arbitration awardsgdeterm;ning'the wage
and gther.issués at the»industr;al level are.‘ﬁ
implemepted at_the ;oqal lg?el;with veryfminorv
mod;ficationsnby the management of the ACC unity

In case. of ‘some of ‘the 1nd1v;dual mllls and
factorles 1t is the voluntary arbltratlon which is
soughtbhy bogh the parties. . For instanceq in RN
Mills in 1980~the‘Workers.resorted to a’ prolonged
strike - more than 2 month§.~,ih protest: of

deduction of eight (8) days!' wages for allegedly



giving low production and registering low efficiency -
ZThe strike resulted in termination of a few workers.
UltimatélyQ £hé management and. labour unions égreed to
refer tﬁeir d ispute ﬁo: voldntary arbitratiQn by the .
Assistant CoMmissidner of Labéu:l Similarly s ip",._
1980-81; the management of the RL Mills,éﬁd the'lakmur
unions referred a dispute on tréihing and service.
~conditions of the workmen for informal arbitration by
the Assistant Commissioner of Labour- So also the.
management of Gotharis and the labour unions referred
the issue of promotion in the carding departmenﬁ‘apdp‘f
the efficienéy?qf Dobbers in the weaving department}
for arbitration by the Law-Officer of SIMA and the ‘
Deputy Commissioner of Labour respectivély, on
different dates; The  promot ion of»aﬂworkmah"in“the
doubling~sectiqn of VI'Mills was referred in 1981

- for arbitration by the Assistant Commissioner of
Labour, while in 1980 the issue of festival bonus
was referred  to arbitration by the ex~Chairman of the
SIMA. But the latter issue was ultimately ‘settled -in
conciiiation;under séction*12(3)~of the:Indusﬁfial

Disputes Act, 1947
In the engineering industry also we find that

voluntary arbitration is resorted to mostly in
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individual cases as in the textile rin‘dustry» " For
mstanc:ea in 1979 the management of GIPSI and the
labour unions operatmg J.n that organisat:l.on agreed to
refer the dlsmissal of a wo_,rkman ‘f‘or arbitration by

the 'Depi.i’ty Commissioner of '\‘Labou‘zv:"‘o'~

‘Though: there have been suc‘h'r‘cases of voluntary
arbitration; it was n'ointed‘ out by the "p‘ersonnel
execut ive of an engineering unit with long étanding
experience that in Co:mbatore the employers and the
trade unions do not prefer voluntary arbltratlon due
to lack -of ‘faith in .the ‘arbitrators. According to himo
the trade uniohs and the workers feel that the
manage’ments are,always in a position tO‘mfluenc'e the
arbitrator for an award in their favour_-_ Similarly -
_the managements feel that the trade unions would be
dble to influence the arbitrators .th_roug‘h the government .
He further said that d‘espite these .res‘ervations‘_both |
the partiee"ha"\)e the practice of influencing the
arbltrators as well as the PreSJ.ding Officers of the
Labour Courts and 1ndt1strial TrJ.bunals . Accordmg to:
another Personnel Manager, w:.th lot of eXper:Lence in -
differerrt in‘dustries» borth the managements and labour
unions do not prefer to seek arbitrat.xon-, He

strongly - felt that the disputes _mvolv ing wages and
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related matters should never be referred‘to,arbipration-
H;;nce, .most -of the mahagements in Codimbatore do not
allow the negotiations.to fail . Even when the
negotiations reach a deadlock they keép on negotiat ing
with the'ﬁnions“~ individually or in group-ﬁltihately
succeéding in having an amicable settlément acrdss

“the table-

Finailys it:may be-noted that even the management
of*thewNTCfmiIls prefer collective bargaining to.
priparﬁite,methods¢ When the -issues are not settled
at the mill level the negotiatiohs‘are.taken'up at
the Corporate level sirlce “the ¢ orporate foicg. is at ‘
Coimbatore itself . The Mahaging.Director and Chairman
and the advisor (Personnel) negotiate with the. cental
leaders of all thoée unions operating in the LN,TC gnill‘s_b
ultimately reaching an agreement. Considering the.
stéte of textile mills :manellged ‘byA the» N”.”I"C:;i the
managemeﬁt.does not w ant to drag dnLthevsetﬁiémgnt
of the issués eithér.at the Mdl} level or at the
éor@ora;g level . This approach of the N?C;was
clearly revealed during 1979 when there was a
statewide strike . Whilewﬁhé SIMA was Veryﬁfirm'on
its offers despite the medliation by the Labour

Minister and the Chief Minister, the NIV came
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forward to offer better terms to strJ.ke an agreement -
B, 60/- as aga:mst 5, 45/-” ‘, offered by SIMA-_ ’I‘his J.s
revealed .Ln a letter wrltten by the General Secretary

X

of the Unlted ’I‘extlle Labour Assoc:Lation to fellow

1“

un:.ons: whlle enclosmg the terms and conditlons
offered by the N'I‘C Cha:.rman-' The text of the letter
wra.tten by the Uru.ted Textlle Labour Assoc1ation in

'June 19‘29 is as below:

“On much__lobbylng' A and___‘,per_su_‘_aeion. by us the text ile
'managements have agreed to meet and try to settle _
the issue WJ.th the unlons on 16th‘ However; we how
rellably learn that the State Government is
pressurls:mg the managements not to settle the
d:lspute o--o(thls) Wlll go to show the attJ.tude of
‘the State Government. In the meanwhile the N’I‘C
Chairman sShri Duralswamy sent in a proposal for
settlement uanficlally . We w;Lll try our best to
persuade the brother un:.ons to agree to the |
necessity of g:Lving preferentlal treatment to NTC

and settle W.].th NTC if the 1bth talks fa:l.l "

The -terms .and; condit iong offered by the NIC

Chairman to settle the dispute were as follows:

“aAn increase in wages of %.60/~ per month per
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worker would be given; subject to:

a. all the unions égree ts’the coﬂstitution of &

Committee cbnsisting of two representatives of the

union59.two repréééntatives of the managément and a

rep%ééentatiﬁe of SITRA who would be the Chairman of

the Cdr%nittee}

b. The above Committee will go into the rationalisation

of'workioads andvfelatéd'wageé in the various miils

for workers}énd_jbbbers with referent norms of eff icient

awquingbin the>indus£ry éhd give'its fihdings wi;h

the view to assure’£he long tefm{viability?of'éhe'mills

under the subsidy. The unions shall nominate their

repfésentatives on or before lst Julys 1979 and the

Committee will compiéteiits'wdrk by lst octobers 1979

and its findings shall be‘final'and‘binding'on‘both

the‘parties and shall be implemented“forthwithh

c. The _-'mcrekase of 5,60/~ offered will only be
prospect ive .

d.» chef industrial demands will not be gone into

nows However, if necessarys distributing the

amount of $;60/— as basic wage and other benef its

couid be revieWed‘in the light‘of any such

settlement with thHe case of private mills-.
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e. The above offer is final and not open for bargaining.
The offer automatically standSWithdrawn if the
constitutlon of the Commlttee, etc- as Jndlcated above s

is not agreed to or acceptable to all unions-

It may be noted that when the um.ons were able to
settle the d;Lspute Wlth the SIMA and aconsent award
was obtalned the same was extended to the N’IC millse.
Howevers the approach of the NIC clearly J.nd J.cates

the preference to collective bargaJ.n:Lng-

The attltudes of the respondents on the role of
the conca_llatlon and ad Judlcatlon machinery in promoting
cord:Lal relatlons reveal that maJorJ.ty of the respondents
in both the categorles agreed with the statement = 2/3rd
of_the unlt leve:lz leaders, 63. 63% central leaders and
6956% of the management eXxecyt ives - :_Accord.m.g ko’
themm the conclliation 'and adjudication machinery plays
onlir a marg:.nal role J.n promoting labour-management

relatlons‘ While others felt that these Offlcc r'S do

part.l.c.l.pate actlvely in reach.mg an agreement»*

To state J.t dlfferently, collectlve barga:.m.ng
in textile and non-text:Lle mdustrles in Comeatore
is prevalent at all levels and in all d:Lsputes-
When the partn.es do not agree on. an issue leadmg to

an agreement» they agree to refer ‘the matter(s)
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to concil iation or voluncary arbitration - When the
dnterventdion ¢ the conciliation officers is”éoughtr
more often than not» the parties cane back to the
negotiation takle ultimately succeeding in reaching
an agreement - Sos we may conclude thatvcollective
bargaining is a dominant method of resolwing various
issues andthat the tripartité methods have only a

marginal place. in the industrial relations in this

region .
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Chapter 8.

SIMa AND COLLECTIVE BARGAINING

The textile industry in Coimbatore has been
predominantly in the private sector - When a good
number of mllls came into existence by the 1930s the,
millowners began to than of organising themselves
into an organisation-. It was in 1933 that'Shri R oK »
Shanmugam Chettiar was able to bringvthe likefminded
millowners and form the South India Mill Owners'
Association to prorect; safeguard and ‘promote the
interests of the mlllowners in various areas
including the relations between the millowners and
thelr workers- Over the last 50 years the SIMA has
added a number of obJectives and act1v1t1es to the _‘
original 1ist in‘its desire to be an ;nstltut;on of
social impo;tance-‘ Yet'the majof activitiee,ofathe.
Association,ereﬂin the area of industrial telations;

he Associatioﬁ has been cenceﬁtréting:ts-efferts
to promote industriel peacevanéfharmdny in the
member mlllo so as to realise its obJectlves- More
than 50 mer cent of its officers spend their entire

time to carry on the following activitiesz to hold
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negotiations with the recognised unions to deeide
the'iSSues~felating-tb wageé; work essighmenty bonus:
etc.s to assist the member mllls 1n re301v1ng the
dlsputes relatlng to employees in the millss to advise

the members:on wages and. agreements to 1nform the member

m17ls 1n3the c*so laws~» to represcnt tho member mllls

hefore tbe indushdal ‘re lwthﬂS MJCthQIY7;‘nG tQ collect

prﬂpur Qﬁﬁu.pn wages, and . allowances: strikes and lockouts

The #&ndustrial  relations activities of the SIMA
were taken up on a regular and systematiczﬁaeiS“only
from 1956 onwards. -Durihg 1933-55"only Gasual “at-’te'mpt s
‘were made by the Association;to?hegb@iéﬁe“With"the
.labou:'ﬁnions and to arrivé'a£ amicable agreements .
The agreeménts signed by the Aesociatibn with: the
labour'union‘werevnOtvimplemented by the member miils
in fighﬁ Spifit;bdihe member mills were more guided
by the individual interests, their own policies end T
appfeeches,ythe~gOVerhmeﬁt ;egulatidns,“and*their
whimeieél atﬁitudesftowards‘iabouf; They ignored‘
‘the reeommeﬁaatipna and findings of.the Court of
Enquiry}‘the?induetrial tribuhale‘énq,the tripartite
committees- During this period“the relétions _

'between the mlllowners and mlll workers were not
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only cordial but,were hostile. Strikes were organised
on several occassions by the workers to press for their
demands . But the millowners were successful in
breaking these etrikes by employing_ogtsiders and
arranging physical aesaults an the activiste~ We have
already noted that several times Mr .NG Ramaswamy was a
target of such physical assaults. It is alleged that
the millowners had encouraged the rivalry between the
Textile Workers Union and the Mill Workers Uhion
durlng the period 1945-50 resultlng in violence and
murder of a large number ' of - ‘the members of both the
unions. Mass retrenchment Of workers follow1ng the
strikes were ll’lvarlably regorted to- by the mlllowners
with a view to weakening the labour movement .
Thieﬁgituation uﬁderwgnt a tetal ﬁfensfermaﬁien
from 1956 ohwards'when the SIMA and theAthree ﬁfade
unions, viz « the Codmbatore Dlstrlct Textlle Worxers
Union s the Coimbatore Dlstrlct Mlll Workers " Unlon
and the Natloml TextJ.le workers Unlom successfully
negotlated an agreement based on the report of the
Tripartite Tethle Enqulry Commlttee (1953) | |
determining the cccug;tlonal nomencluturess dutles
and respon81b111tles, workloads s grddation of

workers, basic wagess wage differentialss and production
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bonus for the workers in 41 mllls in the region-‘
Slnce then a large number of collectiVe agreements
have . been negotlated by the SIMA and the labourl
unlons- The agreements on wages and aIIOWances have
ensured a kind of unlform personnel and 1ndustr1al
re1ations practlces in the member mills irrespectlve

of their size, paying capa01ty and the locatlon»

‘ The 1956 agreement has served as a break-off
po;nt and a basis for all subsequent negotlatlons in.
the textile industry in the region seeking to.
determine the categories of workers» lelng thelr.
durites and responsibllities, Wages and allowances’ .
and production bonus-l Thls agreement remalned 1n
force for 10 to 15 years 1n the member mills in
'Co:lmbatore District without any mod1ficat3.ons: except
.for the varlable dearness allOWanceo During the‘_
period of this agreement many member mills’were”in
a position to mod’ernise. their-m/ills- " The
»modernlsatlon of the mllls naturally resulted in
hlgher WOrkload learning of new. skills, and
acquirlng new level of efficiency and productivity
by the workers Hence; the workers also demanded
the revision of wages and allOWances-_'Srnce only

few millsghad the problem‘of negotlatlng with the
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labour unions, the issues df:fiXing,ngwiwork nqrmé

and wages: the SIHA- encouraged the concerned mill
manageinents to euncer into negotiations with the trade
wnions on their own. In response to éhis encouragement
the membér mills and the lakour unions have been .
negotiating the collective agreements at regular
intervals. They have consciously or unconsciously
given rise to a new pattern of éollectivé hargainingf

viz - the Sectionalised rargaining-.

The agreement s igned by‘thé SIMA and the three
trade-unions in 1956 also inflﬁenced a few managements
in’ the engineering. and cement products indﬁstr;es-
Three managements. in the engineering industrys namely

the Textool Com?any;vthe»Rhlgvand the GIPSI, and the

managgement of the Asbestos Cements Company hegqpiated,
vthéitpagreemgnps,@asedaoq_;he textile agreémehfiﬁéfk;ng

“he. baginninag of collective b@rgaining_relationships-,

It wmay .be  noted that . these four-units negotiated- the

Y

aareements with allothe trade unicns claiming memnbership

in thndrl respective orgeniscrions.. Aut the managaments of
g

throo units’ negotiated jointly widh the dapour.wnions

Foldoing the example of 3Lus. .But after 1956,

PRy

they have. never repeated that exercise of bargaining

jointly .
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The SIMA has also been, negotzeting with the
1abour unions the payment of bonus on ‘behalf ‘of  the-
member mills right frdn 19505-» Initiallyy the bonus
issue'used to be settled ‘across the tah&e following
the formula evolved by the Labour Appellate TribunaI‘
jn'a‘diééﬁté"letwééﬁ'the Bambay Mill Oowners' Association
and the Rashtriya ‘Mill Mazdoor Sangh. But in, 1966, AQ
the SIMA and the labour unions could negotiate their
own formula to determine the available surnlus and the
qnantum of bonus- Thls formula deviated substantially
from the statutory'formula 1aid;down;under‘the Payment
of Bonus Atts 1965.

t Tne’totmulaneVOIVed by the millowners' associat ion
and”the labour unions came to be known ‘as the SIMA
\Forngla-.‘Undef this formula the millowners' association
.agreeddto'chafge'one:oercent less towards the return
on capital, two percent less on ‘reserves, not to claim
development rebate, to deduct only netional -income tax,
‘and not to claim the benefits of 'set-on' and ‘set-
off'éi This formula was negotiated under Sec.34(3)
.offthe“Payment of BonuS“Act-"Hence;,the parties had -
»agreed not to spell out it dn any of the settlements"

The . SIMA formula was, modified by ‘the partles twice



or thrice at the bargaining table taking into account
the changing socio-economic conditiODSy‘the prospenity
of the mills; the rising prices of consumer goods,

the eXpectatlens of the laboura etc .

During the last fifteen years the SIMA has been
negotiating with the labour unions only those issues
that are of comnon interest to all the member mills
and the workers - the issues such as general revision
of wages, allowances and other persoinel mattersf,ﬁAsv
for the bonus issue is concerned; -it is the SIMA
which ordinarily negot iates with the labour unions.
operating at the district level on behalf of the
member millsQ Of late the SIMA has been negot iat ing
the bonus issue only with written authorlsatlon fromﬂ
the member mllls and an undertaking that they WOuld
accept ‘the terms of the agreement arrlved at by the
SIMA, for in 1979.sane mills put the SIMA in an
embarassing position by paying ponus over and ebove
the agreed quantum. The SLiA, thérefore, had te
-ammend the by-~laws to prQVide for the removel of a:‘

member contravening the SIMA aqgreement on bonus-

Collective bargaining between SIMA and labour

unicns resulted in the establishment of good
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traditions in industrial relations and the emergence of
new patterns of“ooilectiveFbérgaimingww The important.
patte:nﬁoﬁfco;leotivefbargain%ng that has eémerged dfter
1956 is the,coalition bargaining. Coalition bargaining
is an ettempt by a group of unions to'bargain'with the
multi—onjon‘emploxersfand/or the employers' association
by(:oming.togethef in the form of a loose organisation}
i-e. a coalition. The initiative to bring together the
trade unions operating in the industry was taken by -
the SIMA itself- When the government of Madras advised
the textile induetry in the state tonegotiate bhe work-
norms- and wages etc based on the recommendations of
the Trlpartite Textlle Enqulry Commltteey the SIMA
recognised all the unlons existing at that time,
namely, the Coimbatore District Textile Workers Unions
the Mlll Workers Unlon, and the National Textile Workers
Unions and invited them for negotiatlons-~ Taking clue
from the successful negotiations of 1956, the labour
unions.started~comin§ together'formiqg a Joint‘Action,
Council of unions s toAnegotiate not only with SIMA on
general issues but also with the individual mills

in the region‘thét hadvmodernised and wanted to

le new norms ofvvork-load dutles and responSlbllitles,

and prOdUCthlty of ﬁhe workers-



Since the trade unionismn in other industries in the
region broadly conforme to the trade unionism:inweﬁe
textile industry and the_central leadenship of the
unions in textile and other industries is the same’s
coalition bargaining has been adopted by the labour
unions. operating in different orgdnlsatlons ln
englneerlngy cementytransport and other 1ndustr1es;
whenever an issue_;s;to>be\negotiated an@ settled in
those. crganisations . As e ma;terfofbfaqtgicoalipien’
bargaining has been institutionalised in this regionw
This is certainly a contrlbutlon of SDMA 1n
.strengthenlng and Jnstltutlonallslng collectlve
bargaining in the industry and pycmotlng curdlal_

relations between the labour and managemen t .

SIMA has alsc contributed.a good deal .in
reéolvihg‘the prob&em:of.recogn;sing the - bargaining
agent..of the workmeny;and“tackl;ng the  problems
arising out of the multiple unionism. and inte;funion»
riValry-"it=waS»alve;y pragmatic move on the part of
the then-Honorary  Secretary oﬁ{SIMA to«recognise end
invite all the three .tradelinions for coilectiﬁe
negotiations. .in 1956._3qusequentlyl31509.the;SIMA

has recognised all theatradelunions of.workers and
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staff that have come into existence at different
pomts of time and have clainied membership in the
member mills :m the region. Followmg thJ,.S example ,}
not oniy the_fj; rqerp}per :-mill.s_;of -SIMA but a],i\:pther ﬂ
employers m the reg:i.or'x‘h,h.ave g;_ranted thé g"e facto
recoghi'tjon~ to all the union_s' operatihg”_:iﬁ‘ their
reop cttive organisations-‘ The einployer_s in general,
therefore,,_‘hg_ve ‘been involving. the iaboor vunion's in :
the’ negetiations . It is only recently,_th_at the‘SIMA
has started invit;‘in‘g ’ohlj the ma jor‘ unions ,i_n't‘_he
industry for collective negotiations with ~aview to .
avoiding 'thé"_‘prqa,g:tical“;prchlems connected with the
minority uniohs..-

TheSIMA's role in prcrnoting ‘collective
barga:ming at the unit- level . is- al SO noteworthy . -,It
has encouraged the member mills to. negotiate the k
localised issues - both ma_]or and minor ~ and has baen
extending all the necessary profess:.onal help wheriever
required by the member mills- The member mJ.lls have
also been invn.ting all the unions claiming menbership
either in the entire mill or - in a sectior/department
for the negotiations on. wcrkload andL wages- --These
negotiations have given rJ.se to another pattern of

bargaining, v J.Z . the Sectional J.sed Bargainmg which
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we have already discussed.

The‘constructive role p&ayed by the SIMA is
acknowledged hy all the member millss the trade unions
and all those concerned with the textile industry
at Cormbatore and who have had - an opportunity to be
associated with one or the other mill ln‘the‘region- _
Thus,; while all the respondents representing the |
employers in, the textile industry strongly agreed with
the statement thatv'SIMA has the credit of initiating
and institut ionalising collective bargaining ‘in the
textile industry in Coimbatore region'.. Similarly:

60 per cent of the respondents £rom the engineering,
industry s and 50 per cent from transport industry
strongly agreed with the statement; while 60 per cent
of the reSpondents from all the non—textile industries
agreed that the SIMA has been playino a major role in

prcmoting collective bargaining in the region-‘

'Furthers all the respondents from the‘textile
(indastry admitted that the SIMa has’ helped to ensure
uniform personnel practices in the member mills
irrespective of their srze, the paying capacity and
the geographical iocation of the mills by way,of

negotiating agreements commonly appl icable -
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to the'member“mills- And slnce‘l974 the agreements .
signed by the SIMA and the Jolnt Actlon Council of the
utrade unlons have been the basisfor negotlating
agreements (lncluding the bonus issue) ln the mllls
managed by the Natlonal Textlle Corporatron (Tamll

Naday and 'ondlcherry) ’ as well ‘as the co—-operatlve

and handloom sectors mn.lls-‘ Resultantly, the
unlformlty m mdustrial relat:.ons matters is prevailmg
in the mdustry in the region in both the prlavte and
public sectors; except for the locallsem .j_gsﬁes b- These
respondents also agreed w::.th the view that over years
the: prosperity of the mJ.lls in the region has been
J.ncrea31ng mamly because of the healthy collect ive
bargainlng pract:z.ces evolved and developed by the SIMA

‘and. the trade unions-

On the other hand, only about 65 per cent of the.
trade unlonlsts agreed WJ.th the v:.ew that ‘the SIMA has‘
strlved to J.nstitutlonalrse collectlve bargainmg in
-the reg:Lon-' But nearly 85 per cent of them agreed
with the VJ.ew that 'both the SIM& and the Jo.mt Action
Counc:.l of trade um.ons have strlved to promote
unlform practlces m :mdustrlal relatlons in the

member mllls . .



281

I'hough a certain amount of unlf'ormlty J.n mdustrlal

relatlons lb deslrable, lt lS not 6851rahﬂe from the'

v:.ew Qomt of the oJ,gger and 1e ading ml.lls The” General

.

Lthe agreements WJ.th the’ ”SIMA the t:adle unlone |
invariably. afpproac;j; the mana.gementsv Qﬁ ]g;g mlyll-s;with

a demand for 'P;igher wagess better, beriefiﬁs. enﬂ hiéher
bonus f\ixrh‘icha if not conceded s results in work
stoppages . He cited the 1979 bonus agreement s:Lgned

by the SIMA an;d the‘-trade unlons in eupport of h:Ls

viewlf Thealabo.ur ﬁnions after. signihg ithie‘ agreement
Wlth the SIMA were able to get hlg‘her bonus Erom 8. muls
-causing embarassment to the SIMA._; This was substaﬂtldted

by 64 3 per cent of the personnel execut;wes from the

‘textlle :mdus‘tryw‘ ’I'hey felt that the SILLA»agreeﬂ'tents

are: ~always: based on. W’hat ‘the. average m’ ls could afford“

‘1""- o .‘ «,ﬂ.. {‘

r;f.) r;,cher m.:,lls »

to ,pay often. ca\; velel problems

'Similaxly: 55 55 PRI cem; o§ the, persennel executlves
':"'from other mdustrles and 03463 per. cent o} ,;.the tracie
un:Lon:Lsts also agreed that the SIMA takes i.nto

~accourtt the capac¢ity: of’the uVerage nills whlle
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negotlatlng any agreement-_ Such dlfferences of oplnlons are

bound to be there when the pa\kng capacity of the mllls

highly varies and the‘prlvate employers are 1nterested in

uninterrupted!production-

There was an, 1mpression that the SIMA hasubeen buying
peace hy way oE conceding the demands cf the unions~,lIn
support nezthis: a few lnstances of the agreements were
quoted» promlnent among them being the bonus settlements
s;nce 1972 (exbept for the perlod of national emergency)
and espeoially the 1979 bonus agreement provﬁding for
%6 per cent of the allocable surplus as- bonus, and. the -
agreementn31gnedflm‘1980»agreeing¢to wrlte off the
paYments“made.during,1972-74,towards bonus forpthat period .
‘When this was put to the respondents 1n the form of a
statement 57 15 per cent of the respondents from the
management category disagreed whiLe 15 per cent strongly
dlsagreed-‘ It mays howevers be noted that 28 15 per cent
of the respondents in thls category agree. that SIMA has

“been buying peace-«TAs for the reepondentS‘from other

1ndustr1es are ccncerned; it may be»noted vhat%thxee

types of v1ews were expressed on-th's Assug :and, that

the percentage Of respondents\expressing these views
were unlform-& Thus, 1/3 of the respondents strongly
dlsagreed ‘that the SIMA has not been buying peace~;

According to- them, SIMA has been stubborn on "

many*occasionSa/they'c1ted the example_of~the'wage
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negotiations of 1979 in sﬁpport_of.their views. While
another. 1/3rd of the respondents exoreéeed”their lack
of - knowledge aoout the . SubJeCt9 the remalnlng 1/3rd

agreed that. the SIMA has been buylng peace-

After 1979 statewide téxtile strike add the
56535169feement%signed'inibctober:1§7©;fa”%ew member
millsysﬁé%ted eitherh<hegotiatihg‘theirféwh_eéreemehts
or paid'ﬁenus over and above the,bonuSg;iability'
wor ked out by'the SIMA'ahd‘ﬁhe TAC efhpxade'unions?
'Different\reasohs were advanced by the mahagement
exeeetiVesewhen a questionh was put‘tefthem--'These
include: (1) ‘the desire of the millewnerskto¢captgref
‘the market for their'prcﬂu0t39“(23 to~facilitate fester

ratlonallsatlon of the mlllSy (3) to av01d strlhes Yoy

the workers, (4) to aVOld a legdllstlc approach to

ey L Lo do@ el

lndustrlal relatlons matters whlch 15 commenly found

1n STA - agreenents»-(S) to Qevelop better relatlons
Wlth the~workersaand;the1r un;éﬁs; (b) to resolve the
financial problems -(when huge sums" ofr»money are-»»borxowe?d
from the banks)s (7) to avoid'deléys*in;erriviﬂé'ahm
agreementsw« SIMA»;akes‘aﬂveryxlongwtime in.
negotiating'anfagreements~(8)nfailu#eﬁof,siméh.u
agreenments to satisfy the needs’offthe:individuél_

mill s since the SIMaA agreements take a genperal
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afford to pay: (9) the desire to pay more. wages and
bonus 8o as to-keepmthe=workers~contented, (10) the
varying practlces: tradltlons and employment and
working Cqﬂdit10n89 and (11) to gain better co—opetatlon
of “he wovxers and unions partlcularly to modernise the
mlt_s. Begides,thosefgenerqlwreasons: a.fow
indiVidualised,feasono wore also given-, These are:
(1) anall conpl;ment Of, workers,>l-e- small _wage ball
and huge profltsa (11) inablllty of the small mllls

to Wlthstand the preSSure tactlcs of the unlons:
andj(l;l)vtpe deslre vathefﬁmall.ml%;s"tQ.%éﬁn more

by adjusting to the market situations -

‘It was pointed ‘out-that when the 1979 bonus
agreement»was*signédrsome,member mills-feltuthatsthe_
SIMA negotlatlon committee ‘had stepped out of -its
11m1tatlons in o signlng the agreementv it - failed to;
take.: 1nto acccunt(the prevailing practioe of
negotiating bonus liablllty on a year—to—year
bagis.  Hences. at least 8 mllls in 1979-80 agreed -
to, . pay -more bonus and the issue was raised by some
mem-b'e.r;s_% in the General:-Body ‘Meeting of ‘the SIMA:

held on’ 30+11 +1979%;. The sé-‘ mills were 'é’s{}ced to



clarify theemétter’w: end all Qﬁ;whomidenied;ﬁo have
"paid '%.;.bowsf‘in vexce_e‘s,:-ogvthe agreement - 'I*he si;_vig
Comnmittee was able to pe:ceiVe a»déngé?OPS tfend
deyelepihgslperhepse%t_fe;t that there;wesfe?thfeah
to the integrity &nd" unity Qf éhe‘Assqgiet}th
Hence, with a view to prévent. the 'disease! fram
spreading’to other memper mills the rules of
membership were emen@edv(ﬁgle)l?);prongihg}fq§€,'
canﬂcel_laitiien- of membership of those -f’nill*s’ p‘é‘ying’
a bonus over and above the SumS~deterMined“Ey'the
Association .. (This proVisiohfie”élreedy'mentioned‘

in Chapter 2 which may be referred) -

Therefore, a questieh was ﬁﬁé-ﬁe the respondents
to know their reactions to the stsibIe.threat to
the association, viz. 'If Ehisﬁfien& eohﬁihuessJWhét
would be the future of collectlve Dargalnlng at the
assoc1atlon level?‘-"The ‘data reveals dlvergent
Views of the respondentso' ohefgfod§5fei£"the£hthis»
trend will weaken “the Assoc1atlon Wthh 1n Eufn will'
‘also affect the bargalnlng Capa”lty “of the 1ndlvidual
mlllsal On the other hand, it was held by others that
the development is not dlsturblng sxnce only a few

mills (5% or less) have ‘been 1hdulging in the practice

285



286

‘of exceeding the bOundaries“;fk collectlve' agreements-

SiMAw« It as~onlythrougn unwritten/ag emen s that

a strlct warnmg ”f'rom the‘ concerned mlllowners that

T

the workers and unlons should keep the matter

confn.dentlal- It was further polnted out that even
though the member ma.lls v:.olate s<:me settlements

they eohtlnue to avail the Servlces pf the SIMA on‘

b 21}:

all other matters.f‘As a matter offhct, no danger‘”
is there to the unlty “and J.ntegrity of the '

As SOC‘iatlon 'y

Assoc1ation in 1979 and wh;.ch view wasg accepted by..
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the members.

‘The above analysis of the role of SIMA in
promoting collective bargaining and cordial
relations in the industry helpé'us to conclﬁde that
tﬁe Southern India Mills Association has pléyéd
a major role in institutionalising collecﬁive
bargaining both at themregional anc miil léVels
during the last twehty five years-. This is highly )
canmendable when we takeiinté account the‘situatiohs
prevailing in otﬁer:centfes where the prob&eﬁé of |
recognitijion of tho'bargaining agent of ﬁhe @orkﬁén are
statutorily resolved and the number of trade uqidhs

is less.
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Chapter 9.

CONCLUS TONS

Collective bargaining is é‘bipartite democratic
method of decision making in industry; In most of the
democratic industrial economies it-has beeﬁva strong
institution in the industrial relations system .
Succeéessful - collective bargaining presupposess inter
alias the existence of a legal frameﬁork.ﬁhat
encourages the collective negotiations by p;ovhjing
fdr the creation of a bargéining agentIOf the worinen s
a compuision‘on the employers to bargain in good

faith, ahd a legal status to the collective agreements-

ggg;éé- 4@ nositive labour policy of the dovernment
and strong trade unions are eqﬁally impértantv In
the absence of these3p%e6fequisites, as thé history
re&eals, it would be a long struggle b{ the workmen
té_veStabl ish xcolleczt.lv.e.. kargaining rel.atriorQShips ‘with
the employers. We know that the'situation.inulndiahf
indﬁstries reflecté;all these\draWbécks~- The

‘industrial relations laws in our country -give -a

preferential tredtment: to the tripartite method.”
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P

The labour unions and’ théiempidyers are ‘Sften

o Jubtltution oﬁ 1mmence 1mpo ance 1n 1n,us;

LSOO ey ""; SRy

relatxons. We have the best example fnom thh“

_:‘mf z_f'

BT Ty ¢

textlle industry at Ahmedabadehere the traditionS”

are. establehed 31nce 19205 under fhe guldéhcerendj

blessings .of Mahatma Gandhl.:

In other centres also we find that collective
i LA :

bargainlng is accepted as the predominent method of

determlnlng the issues of interest to both the 1abour

bargalningwand lndustrlal relatiohs have-posed

problems-_ DeSpite the exlstence of meny unlons and

TR

the domlnance of the private sector in the textile'“;

and englneerlng 1ndustr1es andwthe lack of statutory

pre—requleltes collective bargalnlng ln Counbatore -'

RIS

the. Manchesfgor -of south Indla - has developed

during the last.,25 to 30 years . It has been a.
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strong‘institutibn in the‘industrial,rel@t;ons_system
and tﬁe'parties have beeﬁ»ableltolestablish gp@é
pran;ces‘andttraditionsjgiving riée%éo new;paéﬁerns
Q£ bé;g§1n;ng in:their guest for indﬁétriéi peace

and prosperity.

The collective bargaining practices in the
textile industry in Coimbatore region date back to -
mid 1940%£¢naut on & systematic. and: regular bﬁsig;m;.
cOli@étiVQmbargainingfrerations qameipghbeFespablisbgd
only"ﬁfdh 1956... The ﬂnpetu§ tofnegotiate3 however .
caﬁe*from out. side the 'industry and the trade. union
mdQémentp'vIt was the Government of Madras who. advised
the South = India Mill Owneré; Association to
negotiate and*settle the issués‘suCh és . wages, WOrkK .
\hérm89 eLc-a Sed ‘on the rgcomm@ndatlons of the
'Trlpartite Textlle nqulry Commlttea (1953). .51nce
then there has’ been no Loog;ng vack . The collédﬁiﬁe,
Bafgaining ?nadticeéiin'the textile'igdust;y'hQVe}
ibeeh'a'pacé”éeﬁﬁeriand”a-ﬁodel for-other'induﬁtfies 
in the region.

= Over a perlod of ‘three decades cpllectibe
oaréélnlng in this 1ndustr1al centre has become ‘the

predoainant method'OE”determining almost every .
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issue. m mdustrlal relata.ons f':"I‘he "procedures, the

tactlos and strategles adopted, the numbe; of J.abour

unlonsvanolved, the subJect matters Gcwered and the
types of settleﬁents 51gned together reveal the p051t1ve
approaohfand'attitude;of the parties.to collective
-bargaiﬁitgs

collective bargaining “in' the teéxtile ihdﬁstty" in.
'Coimbatore'ie at’tﬁéee ie%eisﬂ"ﬁémeIYG the a55001ation
'or reglonal leVel, the lndlvidual mmll level and the

sect ,ion/j s}gep?%eivel o ’I‘he SOuth Ind J.a M.ill s Associat ion

'(SIMA) negotiates on behalf of the member mills ‘J.r_ "the
reglon W1th the labour unions<:la1m1ng a- slzeable“mbv
4 membersha.p 'in the member mllls ‘of ‘the SIMA. ‘At the

m.Lll and sectlon/shOp levels, it is the management ‘of

the concerned mills ano the labour unions claimmg

membershlp either Jn the entlre mlll or .m the shop

that are involved i "Athe negot .1at3_ons w1th or without

Y

'»the help from the SIMA offioers-‘ Whereas in the
: englneermg mdustry collect.we ba;_galnmg, ag a
general rule, J.s only at the plant level . ’I‘he only
exception to this general ‘rule hés ‘been the LEWg
‘wh:.ch has the practJ.ce of colleetlve bargalning at

two levels - at the plant 1evel ‘and- ‘the’ seotion/shop
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level » mainly because the management has rich eXperience
in the textlle 1ndustry- In tranSport and cement
industries col%ectlve.bargaining.iS"at thefglant ana
conpany/indnstry levele. 'in theee‘inddstries‘the

major issues are decided,at the odnpany/industry

ievel anc only the‘anlementation part ie.left to the'
plants besides loca;ised and minor issues-

One,common feature of 6011ective bargaining at the
reglonal, companya plant or shop levcls lrrespect1VL of
the 1ndustry in the area has been that the negotlatlons
are by a group of unlons ;n general-' Whenever'an lssue
is to be negotiated with the‘eﬁployere or:the'
management or the associatlon of employers, all the
un:.ons come together formmg a Jomt ACthI'l CounCJ_I/
FCommittee of the unlons- ThlS practlce agaln dates
back to 1956- “We have descrlbed thlS procedure and
bpractlce a5 the coalltlon bargalnlng “because ‘the =
‘J01nt Actlon Councml of the labour unlons ‘is a 1ose
and ad hoc body that comes 1nto existence whenever
the workers have demands or the employers have
‘proposals for hlgher workload and new work nonns-
Coalition bargalnlng represents “the efferts of the
trade unions tovovercome thelr organlsational

weakneSS‘ln“relatlon‘to the strength:oﬁuthevenployers
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~or their association' = the organisational weakness:

caused by the mult101101ty‘of unions 1n a Shop’

B

»plant and the lndustry in'the reglon- Coalitlon

bargalning from the workers‘ p01nt of v1ew,‘helps

the trade unlons to forget thelr rank difFerences at
least temrorarllyh!g ﬁhe 1nterest oE the worklnq class.
Rnsulf-utly; over the years Coalition bargalning has'
helped the unions to have a co~opefat1ve relatlonShlp
among themselves-ﬂ The inter—unlon rlvalry: conflict
.and v1olence that‘nere characterlstlg of.the trade
lunlonism of the 19405 and early 19SOs are almost'

extlnct- Thlb 13 -ar positlve contrlbutlon of collective

bargalning in the text-Le industry-

When we view coal ition. bargaining from the -
employers‘ pOlnt of view We flnd that the meﬁhod
helps to‘solve the problem,of-recogniSLng awe o
rvpresentatlve union as the kargainlng agent, of  the
iworkmenw ,In the absence Of a. Statutory formula and
multiple unlonlsm the ‘past Course adopted by the
f managements and the Mi¢lowners A55001ation Was to
accord the de gacto recognitlon to all the unions a
'having membershlp in the mJ.lls ‘in-.the region and get rid of

problem of the smul‘t-ip.uc;ty of unions and rivalry
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among them. Thus the employers in this region have
successfully tackled the problem anc avoided work-

stoppages on account of inhter-union rivalry.

The fact that the trade unions form the Joint
Cduﬁcil/Committee at all the 1eve1s~of'bafgéining
in all the indust¥ies in this region helps us to
- conclude that the"Joint,pction”QouQCils and goalition
bdrgalnlng are lnstltutionallsed- And tho fact that
coalltlon bargalnlng dakes Dack to 1956 and has been'
a characteristic feature ©of ccilectlve bargaining -
helps us to state that this pattern Of>CQllectlve
bargaining developed in the textile industry in
Coimbatore is a pioneering deveiopment not only in
Indian industries but in any industry at the global
level . This pattern of :par'@é{iniﬁ'g ‘eimerged in the
hlndustrles 1n the Unlted Sta es only towards "the end
oF 19505 and developed lﬂ the 16605 ThlS is
certainl y-a proud dist :an‘t‘ior—i»' of thé SIMA and ‘the
“ﬁeﬂtile"rabcuf“Unibng."

.Withiﬁftﬁe’éextiié iﬁdusﬁry énoﬁhefjnéﬁ‘ﬁéttern
dﬁiﬁéfgaiﬁiﬁg}'vié}*the @ectlonallsed bargalnlng,'
‘dherged during thé late 1960s and developed in 1¢70s .
1 Thlb form’ of bargalnlng WaS brought lntO vogue bY

the leadlng employers to efFectlvely mdnage the
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problems arlSlng out of ratlonallsatlon and modernlsatlon
of the methods of production 1n a’ phased manner as well
as to secure higher workload and productlon w1th no/
mlnlmum amount of retrenchment of workers-r Though

thls form of bargalnlng causes lot of straln on- the
management it has helped both the partles to prosper-
The f i~ that thls pattern also orlglnated in' the
\textlle 1ndustry'at Coimbatore and has no parallelei
national or 1nternatlonal - helps ua to conclude that
lthe textlle lndustry ln Counbatore has given,a new

’dlmen51on to cc&lectlve bargalnlng-

N A thlrd pattern that has emerged simultaneously
in the reglon is the pattern bargalnlng-j Hav;ng
apprecrated the posrtlve influenCe of 1956 agreement

between the SIMA and the textlle labour unlons three
unlts in the englneerlng 1ndustry and the asbestost
cement lactory started negotlatlng w1th all the“
‘unlons operatlng in thelr respectlve organlsatlons-
Fo the extent the three englneerlng unlts JOlntly
negotlated the agreement with the labour unlons

in 1956 provadlng for enhancedwwages workloads etc-

hey very closely followed the pattern set hy the

\mlllowners'vassoc1atlona‘ Unfortunately, they dia

,,,,,
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w1th the unlons over a long perlod of tlme- But

h w1th1nrthe textlle 1ndustry the example of c.so&w mills
was followed by a large number of mills. . to; determlne
new work norms and’ wages for the Workers in dlfferent
sectlone/shops in course of tlme giving rise €6 the

SeCtLOHallSéd bargainlnga

has caome. lnto vogue ln all the 1ndustrles lS the

»convertlve bargalnlnq under whlch the collectlve"
agreement 1s converted 1nto a trlpartlte settlement-
While coalition bargaining andasectlona;leed bergalnlng
represent the efforts of the trade unions and the
employets to overcome the organisational weaknesses
and’ the des11e to lmprove the productlv1ty of the
unlt, the convertlve bargalnlng is an attempt on the

part ‘of both' thc partles to ‘overcane the. statutory

drawbacks w1th regard to collectlvo bar« in g~— theA“

-.i-mv'

”drawbacks such as<the absence onthé statutory

'prOVLSlons accordlng to a legalfetatus to collectlve-

‘..-)

vagreements.‘ At present the trlpart;te settlements

. fs/

and adJudlcat;on awards have a batter status eompared
]to an agreement registered~w1th the conelllation
"offlcer-' Coﬂvertive bergalnlng also reflects the

v

'de31re of the partles to have a- bllateral agreement
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1n preference te a settlement oI an award - This pattern
of bargalnlng isy however, found widely all over the

countrys and it has a parallel practice in Australian

induétries-

The feur patterns of collective bargaining that
have emerged ‘and developed in the textile and ether
industries in Coimbatore region reveal ene impertant
fact that when the parties to cellective negotiatiens
are cenfronted with the probleme and challenges in
their quest fer determining and directing their mutual
relations, f;r a better industrial gevernance and fer
industrial peace they evolve new ways and methods te
real ise those geals. When these new ways and hethods
are repeatedly adopted and their results are highly
encouraging not enly new trends cene into existence
but also give rise to new patterns ef relatienships

and procedures which go a leng way in strengthening

the institution-

Collective bargaining in the textile and other
industries in Ceimbatore region is what it is today
‘mainly because of the constructive rele played bj
the SIMA and a preper response from the trade uniens.

The SIMA not only took the initiative in negotiating
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\varlous issues with the labour unions at regular
intervals but also developed the tradition of
bargaining and settling the issues only bilateraliy-
The ggreements negotiated by the SIMA have slways

been over and above the statutory minimum and the
worxers have often bee1 gettlng h;ghest wages 1n the
1ndustry besides a good many other benefits 1nclud1ng
preference 1n employment for thelr helrs and dlrect
relatives-' Among all*theunegotlat;ons‘thesbonust
negotiations between the :SIva anthrade'nnions oocupy
abunique placé. They ‘have: all alonq been dlfferent
£xrom the national pattern. In 1971, the bonus
agreement smgned by the SIMa and the trade unions
forced other employers all over the country to pay the.m
mxnmmum-bonus of  '8.33 pér centan Both:before.and aftex
the enactment of: Paymént ‘of Bonus Act the SIMA and the
trade 'uniong had® thelr own formula evdlved to determlne'
the guantum:of- bonus-!‘Whlle before 1965 they had.}
adopted the LAT Formula with"sane. modlflcations N
after 1965 they ‘evolved their own' formula that
substantially deviated from the‘statutory*formnle§f7“
This formula has.beenjknown as the SIMA FORMULA-~

-The eoriginal formula evolved inL1966 wasﬂcﬁangéd

twice but always deviating from the statutory “formula
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8¢ as to ensure higher bpnpgf to the workers. .

The maturity of collect.We bargainmg relationships

between ‘che SIMA and the labour unidns is. also*

reflected “in the setting up of the biparta.te Standj.ng

'Negotiating Committee consa.sting of equal number of
represen tatives of both the partles -in 1982, and a
similar attempt made earl:t.er ‘also- 'I’he Standing
Negotlat’ing‘CommJ.ttee Was set up‘”'to helpl- the .individ-ual
mills to resolve the local problems and also o avoid
the work-stoppages lJ.kel ¥y to be caused by the :mept
handling of the rissues. 'I'hough the Standing
Negot“"iat"i‘ng' Co&'{iﬁiittee ‘had problemsfin. its-. .Eunctiening-
rlght fxom the begs.nning. J.t 1s “ah commendable endeavcmr
on the part of both the SIMA and the" non«-conmunist

trade un:.ons to have or.lginated th:u.s instituczion. -

’I‘rade unionism in the text.lle and non—~-extile
"'industrz.es in this centre has also been di;:ferent B
from the natlona}. :pattern. The trade uniors have
‘better inter—unlon co—operat::.on and have learnt to
__co-exist in their endeavour te safeguard and promote
the 1nterestsvof the worklng :cl»asqg The trade unions
in the textile and engmeermg :mdustrles have a

decentral 3.sed democratic structure - a- two or three



blaia)

tier structure. The mill/branch cbr;nmi't.tées have been
given a considerable amount of autonomy din negotiating
various issues including the workload and wages with
the managements- This has helped to develop leadership

among the workers .

That collective bargaining in this centre has
taken deep’roots and has been .a strong~institut10n‘
in the industrial relations system is reflected”in thé
fact that botﬂ tﬂe*enplo?ers ~!individually‘as well as-
the association of millowners - and the labour unions’
have a‘strong FOﬂVlCtlon in the method:« "~ Even wheh
the negotlatlons have failed and the government has "~
rgferred.the matter for conciliation and/or
adju?iéation,the paftieS‘HaQe come back. to the- négotiation
tabWe and settled the issues bilatérally-“ Some
managements do not seek the intervention of the thifé
_party even when an Iimpasse in negotlatlons is reached.
They allow a coollng of £ perlod and resume the
negotiations ultimately reaching. agreements.. It -is‘ ..
also—aﬁfact'that some managements do not allow the
negotiations on wages..and workload £oyfail”at.the_

bipartite level.

The strong collective bargaining relationships

have helped to promote cordial industrial relations
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‘ihcall»the'industr;esdin.this centre. Of courses .
there haVefbeen'strikes'both at the regional and unit
sleveIngor four to eight weeks at:the association level
and upto three months in somekmills and fagtories .
But” these strikes are not cnly occasslonal gt eften
are resorted to only as a- part of the nagotiatlng SRR
strateﬂy-‘ In fact, the trade unions do not kel ieve

in direct actlon and confrontatlon w1th the employers -
Major strlkes were in 1972; 1974 and 1979 cau51ng
cons;derable loss of mandays prlmarily because on all
these occa531ons the strikes were statewxde- Further,
it is lmportant to note that the strlkes in the
textlle 1ndustry are decreas1ng whlle the staylng
capacity of the workers has continuously been

lncreaSLng-' Thls 1s again a positlve contrlbution

of collectlve bargalnlng-

The'collective bargainindnpractipes in the teXtile‘
indugtry in this reglon have posit;vely lnfluenced
thewpracticeSLn othet ihdustrles-. ThlS ls'ueff{clearwf
from a number of facts.‘ FlIStlYa when the SIMA and g
labour un;ons signed an agreement in 1956 other

employers in engineerlng and other 1ndustrles

negotlated,a,similar agreementg Subsequently also o



the employers: and: the: labour unlons dn other 1n0ustrles
have neg0j13§é~ th@ agreCmchts as.énc when the SIMA and
the textilé:labourvUHionsuhave signedpagreeMéntsv»'
p:évjdihngor'Wégésy"élldyapées’and'éthef benefits’s
‘The ‘Borus negotiations in the £éx€iiefihduétrj;h§Véﬁ
2lgo influanesd the ﬁayment’df’bonusfin other

industries though hot ‘the SIMA formula is, adopted

A numbér of factors have contrlbuted to the
irsctic utjonallsatlon of collectlv bargdlnlng and
ﬁmeJopnert of corolal industrial re]atloms An ooth
che textlLe'anu‘non—textllo 1ndugfilgs ln tnls
ceritre . These étes‘(l) Realisation thrcuqn expefieﬁce
by bcﬁh tﬁé*millowners'and the labour uhlons thc |
thtJlltj of corfrontatlon meth@ lﬂ 1@0ustrlal

“elatlon (2) Lhe w11llngne«s of th cmployers mn

the num~thuile Sector to l@drn Lrom ;he cxperlence

B
-

ofl *the tCthle lndustIYy (3) thmblnC‘eaSLEQ ;leﬂg
,aCLcy of the &mplOYurS and w;lllngness of the

worﬁe&s_to~extend~necessary comoperatlon, (4) a

oenu ine. ‘give and‘take{ aoproach an both thé sicﬁes’~

(3, the'désire of. Lhe emplOyexs to have unlnterrupted

oroduat ion (whichvhasfdnfortufateIY”Eé*some extent

~6d otherwise mature callective’ bargalnlng

(\
"’i
~

relationss (6) the process of modernisation of the
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mills phase by phases (7)«-emmon leadership of trade
unions in the. textile and non-—textile industries,

(8). the positive and construotive approach of the

| trade_ un.ions ’ ;.( 9) the presence of a strong assoc iation
of .empl.oi'?e:rs, in the“ ‘textiie ‘-‘induStry,: v:ﬂz- the’ SOuthern
India. Mills AsaQCLation: that negotiates on behalf of
its me'“.bers and propenﬁmplementation of the agreements

by, the member mills..

Though in other centres of" the textile J.ndustry

the assoc iation s of empl oyer s negot ia“t:e col 1 ect ive

,,,,,

adopted, the nature of trade unionism and the .
,approach of both ‘the parties are quite different

- making it difficult to reach maturity in collective
bargaining and industrial relations-l‘ In Bombay»' |
‘for example: the Bombay M:Lll 0wners' VAssoc.iation
,.has recognised the Rashtriya Mlll Mazdoor Suangh |
aff iliated to the Indg_an National Trade Union :
Congress and negotiates the issues of common

in(teres_t,- f ’I‘hough other um.ons have been claiming

ma jority statu(s the ‘A-ssocmtion r'efus,es; to deal.‘ |
with any union other:- than “the. RMMS . -The ‘net

result has been the longest ‘aver strike “in the
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history of industrial relations in India threwing
cut of gear the lives of thousands ef workers and

their famil ies-.

Therefore, we may cenclude that the cellective:
bargaining in the textile industry in Coﬁnbatire
region has cone ef age éiving rise to gexd many
healthy practices netwithstanding tthe statutery
limitationsy lacuena and drawbacks. The traditions
estahl ished in the textile industry are keing
adopted and folloWed‘hy the employers in stﬁérﬁ
induétries in thé région-‘ The fac£ £ha£ tﬁéée T
émployers have been able to achieve géddvresultév
comparable to those achieved‘by thevmillowné;s R
vshouid motivaté the milloWhers énd empioyé:s in
other centres and induétries te léérﬁ'fraﬁ {ﬁe
rich experience.of‘ﬁhe‘textile induétry»in

Coimbatere region-
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the organlzatlon are anlonlzed 2.

INTSRVIBN . SCHEDUL:E: Noi g,

Organizational Profiles: i

Name of the organization:

Designation of the
interviewee:

Anployed Sincg yhen.?

When the organizatioﬁ was
established 2

Nature of Business:

No. of Workers employed:
&) Blue collar: - .
b) Administrative staff“
c) Managerial.staff:

No. of Trade'Unidﬁs oﬁéféﬁiné?#”’

orkers.”_A;m

f%ﬁgi" ﬁadminzstratlve-staff

c) Managerlal staff:

.-.,‘,,.‘1 "

Whethereall the employee° of

a) If not, what is the extent

rof ‘unionization:

‘Whiech lof the uniom (s ) is-

(are) recognised ?

10. Nature of Recugnition:.

.. YE8/NO.
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11, Wit vere. the_ cpnsiderations:

12,

in grenting recogmition ?

What are the previleges""

SR

%o the recogniséd union(s) 2

II. ON COLLECTIVE BARGAINING, PRACTICHS.

1.

Sa

uou;d you please tell me’whe :
she" first agreement wag negctlétéd
by your management.with ‘the unions

Wla t were. the isgues;negobimted: ¢

and settled ?.

Since signing tha‘firstiﬁgreeméhﬁﬁ
how many more agreements are,

;“negotlated ti11°34t8" (please llst;

4y

5e

. eny egreement, ?, YES/NO..

the years' axgq}?

Could you pleasf;tell e the.
subjects, negot;atedeon¢aaph<;
occassion 2

At present are you negotiating .

a) If: yes ,wiat gre.the:issues: 90

b) How many unions are invelved .
in the present. negatiamiona.z

30

~
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Do you bhave the practice of-
sending proposals to the
union(s) for negotiations ? YES/NO

a) If yes, on what matters ?

7. When a Charter of Demands is

submitted to you, how much time
do you take to reply and to invite the
invite the union(s) for the
negotiations ?

“a) To send a reply:

‘1) To invite for talks:

8. Who constitute the negotiating

"~ committee in your organization ?

9. To what extent this committee is

empowered to take decisions so
as to thrash out an agreement ?
a) Fully empowered:
‘b) Empowered to declde
~ minor issues:
c) Is requirud to refer

:>back the matter to
top management :

10, What kind of preparstions-do

11

-you make: before commencing the

negotiations 7.

. Who does this job ? 'L Personnel Department/

Other departments.
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12. What problems do you face in
negotiating with multiple unions:?

13. What strategles and’ tactics

do you. employ'ln negoﬁiatlng
with multiple unlons.?

14, Do yru hold meetings with’ the .
1nd1V1dual unlonﬂ before hav1ng .
the joint meetlngs ? 7 YES/NO

meetings ?

15. When the agreement is reached N
,x;husually what kind of a document
do you prepaxe to 81gn 92““ o
a) Memprandum of Agreement
under Sec. 168(1). of the
- Z.Ds Act, 19T
) Memorandum of Semtlementrf“f
under Sec. AofRy

16. Why do. you 31gn the’ latter ;
type. of documents Pk

17. When the negotlatlons fall
what course of action do you
follow 2

a) De’cl.are; a ‘vLock-wout: e
b) Prepare for & s‘trike°

c ) SeeK the lnterventlon ;
of the State machlnery'

d) Others (Speolfy). o



18,

19.

20.

21.

Do you mave the practice of
negotiating with the unlons

- pending coneiliation and/QrA

adjudication ? o }YES/ﬁbf”

W t differences do you find
in negotiations before and
after the intervention of the
Govermment machinery % -

Wha't foctors compel the management -
~and the trade unions to acgotlate :
an agreement’ pending conomllatlon

and/or adaudlcatlon ?

Whe ther any unsettled issues- were

referred to voluntary arbitration 27 YES/NO

‘a) If yeo, when gt

: -b)TWhax‘Weré'thefissues referred 2

Lfc) Who was the arbltrator ?

|d) Nho nomlnated thb ar bltrator 2

III.  SIMA-AWD COLLECTIVE BARGAINING.

1. 1f you are a momber of the SIMA

~when aid youw ‘become. a member ?

2. How the member-mills arc invilved

in the negotiations by the SIMA.?

3.-Do you £ind &y problem in -

implementing the agreements
signed by the SIMA ? = .E L T YES/NO



a. IT yes, what kinds g
problems do-you faee

4, During the et 2 orVB yaars,?
a Tew member 43 Ja
negotiaﬁlng tha i : Jtils;
What are the reasons: f@r th@s
trend accordlng to.:yea . ?»

5., I yhis trend: cnntinues, what“yu;
would be the futare of Collecilve

bargaining at the asséc1ation
1evel ?

6. Do you think that the prosperlty
of the mills in the reglon has'Af
been increasing’ malnly because of

healthy collective barga;n:ng
practlces evolved by SIMA 2+

" a) If no, please eiplain your
view point.

the honour of 1n1tiat1ng'£
‘and 1nst1tut10na11zing  £
‘collective bargalnlng 3¢
the textlle 1ndustry*1n”
Colmbatore reglon,:;;aj,é

2. Collective b&rgainlng e bhe

textile industry has- greatlyfa
influenced. the. collectlve .
bargaining in other 1ndustrles
in the region.
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“yES/NO

Strongly agree/
Agree/Dlsagree/
Strongly dlS“gTOCA

&trbngly ‘agres,

zAgree/Blsagree/

sﬁrongly d;sagrecc
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Collective bargaining in

the region has strengthened '

both the employers and the
trade unions.

Collective bargaining has

- been possible since all

the unions are recognised'
by the employeds.

Maltiple unionism is not

- a problem in negotiating

collective ggrecments.

It is said that SIMA has
been buying peace b& way
of conceding the demands
of the tiade unions.

Colleét;ve vargaining by
SIMA and JAC of Prade

unione has promoted uniform

practices in industrial
relations in the members
mill irrespective of their
size, capacity to pay, and
location. |

, The agreements signed Yy
9IMA are always based on
what the average unit could

afford to pay.

Gollective bargaining practices

and agreements in other

industries in the region broadly
conform to the practices prevai-
ling in the textile industry.

511

Strongly Agree/
Agree/Digagree/
Strongly disagree.

Strongly agree/
Agree/Disagree/
Strongly disagree.

Strongly Agree/
Agree/Digagree/

Strongly disagree.

Stringly agree/
Agrec/Disagree/
Stringly disagree.

‘Strongly;Agree/
Agree/Disagrec/

Strongly Disagres.

Strongly agree/

"Agfee/Disagree/
. Strongly Disagree.

Strongly Agree/
Agree/Disagree/
Strongly Disagree,



10. 1t is the absence of an

11,

REN:

Ve

jemp10yers"a33001atlon in
L*ot‘ner iodustries that | B
accounts TLor the dlfferences
in ocllectlve bargalnlng
practices in particular and.
win\inaugtrial relations, in **°
_genexals

The"industrial relations
,*unery s only a marglnal
role to play in promoting ‘
cordial “industrial relatiohs
in Coimbatore region. -

“wdll Ctive bargaining practices’
in Qofmhatore vegion axe watues - -

and stand apart when compared
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3trongly agree/
Agree/Dlsagree/
Strangly Disagree.

Strongly agree/
-Agree/Dlsagree/
Strongly- Disagree.

O
. ¥

.Sffbhgly'agfeé/
Agree/Disagree/

Strongly dlsagree.

~to the practices in other industrial’

cgntrqs in Indie.

v. Additionsl Information.

If you mve any thing glse to

zay ‘on the coilective bargaining

practices in the textlle/other
1ndustrjesg please express your

“. views, "opinions andfcomments‘

7. 40ditionel Findings:of ‘the Investigator.



INTERVIEBY SCHEDULE No.: 2

PROFMILE DATA:

Neame of the Union:

Year of Registration:

EName’of the“Réspondent:
Position Held in the Union: .

Wre ther Professional

\1eader/worker leader:

10.

11,

Since‘when connedted with

~the ‘Union ? .

Wie tt type of Union is -
Yours ? '

In how many mills/factories -

your members are employed ?

What was the membership of

the Union when registared 2

Wit is the present
membe rship ?

What\is the affiliation

. status of your Union ?

a) Affiliated to which

12

federation ¢

Is your Union recognised
by the employers ?

Plant Union/industry-wide
c2ft/general.

Affiliated/Not-affiliated.

YES/NO



iI.

aJ I yes, how many employers
have recognised %

b) Wit is the nature of this
recognition ?

¢) What are the preivileges
provided by the employers

because. of this recognltloh

d) Which are the other unions -

récognised ?

ON COLLECTIVE BARGAINING:

Since when do you have the

negotiating relationships

' _with thé management ?.

When your union signed the

first agreement with the:
management/SIMA ?

3, Wit were the demands/lssues

4.

negotlated ?

Till;date, how many more
agreements are signed by -

'ybﬁrfuhioh“?.(pleaseigive
the dates)

314

'Sincé the inception .
of the union/since
lasgt
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5 What were the issues and -
demands each time ?

6. Are you negetiating any | o
issues at present ? YES/NO -

a) If yes, what are the
issues under negotiation ?

b) How many unions are
involved in these
negotiations ?

7. How do ymu formulate your
demands/prepare the Charter
- of demands Imr negotiations ?

" 8. Whether your demands are ~ Singel issue/
single issue/multiple issues = multiple issues,
demands ? '

9. What are the usual issues
you take up with the m
"managements ? )

Single issue:

Multiple Issues:

10. Do you also have the practice
of receiving the proposals from
the management far negntiations ? YES/NO


Y.ES/NO

11

a) If yes, on what subjects ?

b) How frequnetly %

Wke t is the usual time gap -

_between the subm1s31on offig

charter’ of demands and the

joint meeting of both the
parties ?

12, Wh, constitutes the

13,

14.

negotiation Committee
on your side ?

a) Are they empowered tto .
take the final decisiond

and sign the agreement 2 'EES/NQ

b) If not, to whom do uhey
‘Fefer “the matter for
‘Finalisation of mgreément 7

What klnd of preparatlons do -

you make before the negotlatlone
commence ?

15, Wl t type of settlements”

do you-sign with the
managements % o
i) Sec. 18(1) settlements.

i1) Sec. 12(3) ‘Settlements,

16. When ‘de you sign the-Sées

18(1) settlements ?
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17. Why do you sign 12(3)
 gettlements when the
mtiters are concluded
at the bipartite level ?

18, Por what duration the:
agreements/settlements
are signed ?

19¢ What should be ideal
duratiBn of an agree-
ment/settlement ?

a) Why do you think that
this is an ideal period ?

20. What method(s) do you
adopt to get the agree-
ment/settlement ratified
by the Genersl Body of
‘your union ? ‘

21. When the. negntiations fail,
‘what method(g) do you prefer
to adopt to settle the issues ?

i)Conciliation,
ii) Compulsory adjudidation.
iii) Voluntary_arbifrationl
iv) Direct Aétion.
22. Which method have you been
employing to settle the

" issues when the negotiations'
have failed ? '



23,

24.

Could you please tell me

whether the Jomt Action Coun01l

Council  is constituted f'
both at the industry level
and the individual units
level ?

Hgve you been a member of
the Joint Action Council
wheaever it is set up ?

a) If yes, how often the
J«A.C is set up ?

b) When it is set up at the
unit level, is it done
with the approval of the
central leadership ?

¢) Is it an ad hoc oxr.
‘permanent institution ?

d) Could you please tell
me how it functions ?

¢) Since when the practice
- of setting up,the JACs
was started 2

318

Only at the industry
level/at ‘both the

. levels.

T YES/NO.

YES/NO

A3 hoe/'

Permanent .

i) At the infustry level:

11) At the Unit level.

£) Could you please tell me;{a

whether the JAC prepares .
the Charter of Demands to'
be negotlated with the
employers ?

~ Yes it prepares/
It:does not prepare.



25.

26 .
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g) If not, on what basis
the negotiations by the
Jd.A.C is taken up ?

h) Whether the JAC is sot up Before/After/
before commencing the Both.,
negotiations or aftzar the
failure of negotiations ?

Do you join bands with other YES/NO
unions in each and every issue?

2) If not, what are the situas
tions when you act all alane ?

b) For what reasons you do not
seek the co-operation of
other unions ?

AN - N . ‘
¢) In such situations how often
hove been successful ?

»

Have you ever gone on.strike

to press the demands of your YES/N0

Union ? ERRA R

a) If yes, did you strike all  All alone/
alone or along with other ~ with other
uninns ? unions.

b) Wkat was the situation ?

¢) If you struck all alone,
what was the stand taken
by other unions ?



27«

28,

29.

30.

d) How long the strlke
was prolonged ?

\
e) Ultimately how the, issue(s)

was Dettled ?

Do you have the pract;ce of YES/NO-
taking up the termination :
disputes for negotiations

before secking conciliation 2

a) If not what are the feasomsﬂ?i

Do you have the pracﬁidé of . 'YES/NO

renegotiating with the mnage- .
ments ponding conciliabion/.
adjudication ?

a) If yés, what differences do
~you find in the negotiatidﬁﬁﬁ
before and after the inter—
vention of the conciliation
officers ?

o) What factors compel the parties
' to comé back to the negotlatlon
table 7’ Sl '

{

Could you tell me whd‘ordinafily"
arbitrates or mediates in the
disputes not settled bilaterally ?

In which industry(ies) the "
negotiations by the J.A.C is.

‘very common ?

320
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31. When you negotiate with the YES/NO

32

33.

344

individual employers in an
industry, do you try to have
uniform terms of agreement ?

a) If no, please explain your
answer.

Please explain to me the
inpact of negotiations by
the Joint Action Council ?

Could you explain the impact
of collective bhargaining on
the industrial relaticns in
the textile industry in

coimbatore eregion ?

TOUWhat extenfﬁthe”collective:;
bargaining in textile industry.
has.influenced pther industries

s in the region ?

55,

36 .

What differences do you Pind

in the collective bargaining
practices in textile and other

industpies ?

What factors have contributed,
acoording to you, To these
differences 7



327. What are the differences in

collective bargaining at the
association (SIMA) level. and :
" at the unit level ? | :

38. What trends do you find in the

39. Do wou think that the industrial
relations in the region have been
cordial due to healthy collective.

collective bargaining in the
textile industry at Coimbatore ?

bargaining practices ?

III. ATTITUDES AND CPINIONS.

,1 \.

2.

The SIMA is credlted w1th the"

honour of initiating and instit~<»
utionalising collective bargalnlng
in the textlle industry in- 001mbatore. -

Collective bargainlng in the
textile industry has greatly

-~ influenced “the collective -
‘bargaining in other industries
- in the region.

Collective bargaining in the
region has strengthened both, ..
the employers and trade unions.

“Collective bargaiaihg has been

possible since all the unlons
are recognised by employers.
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YBS/NO |

Strongly Agree/
Agree/Diaagree/
Strongly Disagree.

Strongly~agrée/

Agree/Disagree/

Strongly disagree.

Strongly égree/
Agree/Dlsagree/
Strongly dlsagree.

'Strongly agree/
.Agree/Disagree/
Strongly disagree.



5. It is said that the SIMA has Strongly agree/

been buylng puac» by way of ;Agree/Dlsagree/
 conc»d1ng the demands of the . ,Strongly‘dlsagree.
unions. B “

6. Collective bargaining by SIMA Strongly7agree/A

. and JAC of trade unions has Agroe/Disagree/
promoted uniform practices in Strongly disagree.

industrial relations in the
member mills irré8pective of
their size, capacity to pay and
the location. | .

7. Collective bargalnlng pT“CthuS ‘ Strongly agree/
in Coimbetore reglon are mature Agfee/Diéégree/“

enough and stand apart when Strorgly disagree.
compared to the practices in othes I
+industrial centres in India.

8. The agrecments signed by SIMA Strongly agree/
arc always based on what the Agree/Disagree/
average units could afford te pay. Strongly disagres.

9. Conciliation and adjudication = Strongly agree/
mch-nery bas only a marginal - " Agree/Disagree/
role to play in promoting the Strongly disagree.

cordial industrial relations
in the region.

10, It is the absence of an employers'
association in other industries

Strongly agree/
in Coinbatore. that accounts - '

Agree/Disagrec/

for the differences in collective Strongly disagree.

Yargaining practices in particular
and industrial relations in general
when compared to pextile industry. .
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11, Collective bargaining practices Strongly agree/
am agreements in other industries Agree/Disagree/
in the region broadly conform to - Strongly disagree.

~ the: practices prevalllng in the:
textile_;ndustry,“u

IV. ADDITIONAL DATA,.

1. If you have any thing else to say
on coullective bargaining and the*“f
industrial relations in the reglon,
please express your views, opinions
and comments.

2. Investigators Findings.
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