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The forces of globalization and
mar ketization of the economy
have shifted the scale in favor
of employers. The changing pat-
terns of work and nature of em-
ployment coupled with not so
employee friendly judgments
have an abiding impact on the
psychological contract at work-
place. The issues which are most
pertinent in employment relations
raise certain questions which
needed to be probed and ana-
lyzed. Is recognition of union a
factor that affects the employ-
ment relations? Is compliance of
statutory requirements not given
the required thrust? In search of
answers to these questions, in-
cidents happened in five indus-
tries were investigated. The out-
come illustrates declining com-
pliance to statutes and unfair
practices.
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Introduction

The scope of employment relations
has witnessed many changesincluding pro
labor judgments, pro management judg-
ments, recognition of unions, alignment
and realignment of unions, cause of con-
tract labor etc. These changes have taken
place because of avariety of reasonsin-
cluding HR practices, political factorsand
economic realities and constraints.

Barring Minimum Wages Act, 1948
and Unorganized Workers Social Secu-
rity Act 2008, existing labor laws are not
providing required relief to employees
representing unorganized sector. The
employees representing unorganized sec-
tor are in large numbers. However, we
are witnessing more problems from the
organized sector. Thisismainly because
two sets of employees doing same job
with different sets of employment condi-
tions at the same place which is not only

‘ Two sets of employees doing same
job with different sets of employ-
ment conditions at the same place

which isnot only discriminatory but
also crude oversight.
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discriminatory but also crude oversight
of the conscientious approach.

Building sensitivity to people issues
within organizations requires aconcerted
effort. Very often with the emotions run-
ning high among fellow managers, the
task of an HR Manager to re-build sen-
sitivity and relationsisnext to impossible
if the top management does not effec-
tively championit. While dealing with the
union which takes up the grievances of
employees, management normally look
for thefactor of recognition, though there
is no provision under the Industrial Dis-
putes Act or Trade Union Act, prohibit-
ing the management from negotiating,
discussing or entering into settlement with
the unrecognized union. The Trade Union
Act confers certain rights on the regis-
tered unionsto ventilate the grievance of
the membersof itsunion. Inawell settled
case, it was held that the management is
obliged to hear the union and resolve its
disputesasfar as possible without resort-
ing to the conciliation and adjudicatory
process. Though the management is not
obliged to recognize the union, it cannot
refuse to hear the grievances voiced by
it in respect to service conditions of its
members.

M ethodol ogy

Our analysisis based on the second-
ary sources though we discussed the
perspective of employment relationswith
various stakeholders. We concentrated
on the chronol ogy of events happened in
the recent past involving five automotive
industriesin pan Indialocations. Thein-
formation was collected through interac-

tion with union leaders and union mem-
bers, public utterances, newspaper re-
ports and reports in the media. Recogni-
tion of union, unfair practices, non-com-
pliance of statutory requirements, and
violence were mentioned as common fac-
torsin theseindustries. Out of thesefive
cases, three of the industries have been
cited as best employers by various inde-
pendent surveys.

The objectives of the study are:

a. To understand the issues pertaining to
employment relationsin Indian auto-
motive industries.

b. To analyze the reasons for workplace
aggression witnessed in recent times.

c. Todraw lessons and implications from
the cases cited.

Graziano, Greater Noida, 2008

Oerlikon Graziano India, a100% sub-
sidiary of Graziano Italy, specializesin
making gears and transmission systems
for vehicles. It was set up in 1998 and
commenced commercial production in
2000. The plant is located in Greater
Noida on 15 acres of land (60,000 sgm)
having 26,700 sgm covered area with
fully capitalized power (6875 KVA PLC
controlled generators).

The company employed 650 workers
out of which 150 were contract workers.
Graziano employed workers mostly from
the eastern parts of Uttar Pradesh,
Uttarakhand and Bihar. It was alleged that
local peoplewere employed mainly to con-
front and hold back the workers from put-
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ting up resistance. The conflict at Graziano
had been going on since December 2007,
when the workers first came up with the
demand for higher wages. It was alleged
that CCTV cameras were installed at the
workplace preventing workers from tak-
ing even a moment of rest and fans were
switched off which led to terrible heat in
the hall. Long working hoursto the tune of
twelve hours aday and seven days aweek
were made compulsory. The second ma-
jor issue was the unionization of the plant
which theregistrar of unionsrefused them
thrice. During May 2008, the management
started to lock out workers from the fac-
tory after they tried to defend their rights
by the means of strike action. The work-
ersinitiated “go slow’ tacticsinMay sim-
ply because the management had decided
at the end of a six-month training program
that five out of as many as 70 trainees did
not deserve to be offered regular employ-
ment. The rejection rate worked out to be
less than 10% of the trainees, a fair pro-
portion by any standards. However, it was
alleged that the managexment tried to re-
place thefive trainees with contract work-
ers. There was also a complaint to the po-
lice against the workers for disturbances
caused by thelocal muscleman of the con-
tractor. The efforts of DLC (Deputy La-
bor Commissioner) to convince one exter-
nal union leader inexplaining that they could
not resort to strike for the confirmation of
trainees became futile. Since the strike
continued despite the intervention of the
Labor Department, the management sus-
pended 27 workers a week later on May
19 on the charge of “ serious misconduct”
and asked them to participate in a domes-
tic inquiry in keeping with the prescribed
procedure. The workers, however boy-

cotted the inquiry, which was therefore
conducted ex parte as provided in law. It
was as a result of thisinquiry against the
27 suspended employeesthat, two months
later on July 15, the management termi-
nated the services of 15 of them while re-
instating therest. Whilethereinstated mem-
bers resumed duty the next day, the strik-
ing workers demanded that the terminated
ones should also be taken back. The fight
for the terminated employees in turn af-
fected a settlement concerning 250 other
workers who had meanwhile been sub-
jectedtoa“lockout” . Under the settlement
brokered by the Labor Department on July
8, the locked out workers were then being
re-inducted in three phases. Though the
lockout was due to be lifted in the second
phase for a batch of 55 workers on 21%
July, none of them reported for duty on that
day as an expression of solidarity with the
15 terminated employees. In the subse-
guent talkson 6" August, it wasthe turn of
the management to walk out as the termi-
nated employees insisted that they would
continue to represent the workers. Three
dayslater, the government representatives
submitted areport to the district magistrate
of Noida recommending that a reference
be made to the Labor Court to decide the
legality of the strike aswell asthelockout.

As the stalemate dragged on for an-
other month, the management returned
to negotiations on 16" September. CEO
(Chief Executive Officer) in the presence
of DLC (Deputy Labor Commissioner)
and the union leader informed that, other
than the 15 terminated employees (ex-
cept for those 15 who had played a key
rolein the struggle), he would take back
all those locked out workersif they gave
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individual undertakingsto maintain disci-
pline and productivity i.e. not to resort to
any strikes. Sinceit did not yield on the
issue of terminated employees, the re-
sponse of the striking workersto the 16™
September settlement was poor. By the
last day, the management received only
eight applicationsand DL C had received
another seven, out of some 250 locked
out workers. The deadline to sign or to
accept dismissal was the fateful day of
22nd September. It was alleged that
some goons were hired by the manage-
ment to repress the workers by violent
means on the same day who were not
willingto sign.

‘ It was alleged that some goons
were hired by the management to

repress the workers by violent
means on the same day who were
not willing to sign. \

According to Graziano employees,
the sacked workers rushed into the pre-
mises around 12.20pm when the gates
were opened to let in a car. “They
smashed each one of the approximately
20 carsinside the compound. Hearing the
commotion, CEO came out to the build-
ing entrance. He was abused while try-
ing to reason with the protesters. When
he objected, they beat him to death with
ahammer. He was rushed to nearby hos-
pital, where doctors declared him brought
dead. The violence left at least 50 ex-
ecutives and workers of the unit injured.
Of the 44 staffers taken to hospital, 34
of them were discharged at night. Of
these, 10 executives of the company re-
mained in the intensive care unit. (TOI,

2008). Some other senior executives had
also sustained serious head injuries. Their
skulls had fractured and they had to be
operated upon. Huge damage was caused
to the unit by therioters, who used heavy
steel rodsto attack personnel and destroy
property. Five Italian technical consult-
ants, who were visiting the unit, barely
managed to escape injuries. Some of
them had to plead with the raiders to
spare them.(TOI, 2008)

About 150-odd permanent workers
who were suspended by the company were
accused of taking part in the attack that
killed the former managing director. While
over 100 wereinjudicial custody, therest
have gone underground. After a week of
the incident, Italian company Graziano
Transmission reopened its Greater Noida
facility amidtight security. Employeessaid
about 100 workers, mostly hired on con-
tract, arrived in the vehicles of their con-
tractors in the morning and left by 6 pm.
Work was confined to asingle shift unlike
earlier when it used to go on till night.
Apart from these workers, about 200 of -
fice staffers also worked (Outl ook, 2008).
The Uttar Pradesh police was posted in
the premises and outside (Business Stan-
dard, 2008).

Pricol, Coimbattore,2009

Pricol wasdoing extremely well vir-
tually in all the auto instrumentsinclud-
ing two wheelers. Pricol had facilitiesin
the Western as well as Northern regions.
Besides having a plant in Pune, the firm
had also set up another unit at
Uttarakhand and Manesar in Gurgaon.
The company’s three plants in
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Coimbatore contributed in excess of 50
percent of its revenues.

The Company had 1,500 permanent
employees and an equal humber of tem-
porary workers in Kuniamuthur,
Coimbatore. About 1,000 permanent
workers were associated with the union.
Asmany as six workers who formed the
Kovai Mavatta Pricol Labor Trade Union
and Kovai Mavatta Pricol Employees
Trade Union were transferred and the
workers protested against it a couple of
years ago. Though the workers were
ready for talks, the management said they
should not be part of the particular trade
union. About 1,500 workers who were
not made permanent for the last 20 years
lost their jobsfor forming the union, two
unions affiliated to the All-India Council
of Trade Unions went on strike in 2007
demanding recognition and withdrawal of
transfer orders. The new product de-
velopment had to be stalled resulting in
the increasing rate of rejection, thus af-
fecting the production and further stunt-
ing its growth. Pricol transferred some
workersto its Uttarakhand plant and dis-
missed 42 workers at its Kuniamuthur
unit for “indiscipline”. While the company
said the need for experienced hands at
the new unit had prompted the move,
workers alleged that a few were being
targeted asthey had tried to form aunion.
Thelabor strife had continued ever since,
the capacity utilization at the Coimbatore
plantsdropped to 33% while unitsin north
had been operating at more than 70% of
their capacities. Among other basic
things, a key demand of Pricol workers
had been for the recognition of their
unions which enjoyed the support of the

overwhelming majority of workerswhile
the management had been constantly
pressurizing workers to withdraw from
the road of struggle and severe ties with
the Marxist-Leninist |eadership. Labor
unrest at Coimbatore-based auto instru-
ment maker, Pricol, took an ugly turn on
Tuesday 22" September 2009 with the
company’s vice-president (human re-
sources) Roy J George succumbing to
injuries he sustained after he was alleg-
edly assaulted by a section of the agitat-
ing workers by using iron rods and
wooden sticks. Roy had suffered multiple
head injuries due to the attack. He died
at aprivate hospital. Four staff members
were also injured. Twelve members of
the All-India Central Council of Trade
Unions (AICCTU) were arrested in con-
nection with the murder of Roy George,
vice-president (Human Resources) of
Pricol Limited.

The Government of Tamil Nadu had
repeatedly censured the Pricol manage-
ment. Violation of labor laws, court ver-
dicts and government orders had been
alleged on the Pricol management. Re-
fusal to engage in collective bargaining
in good faith with majority union, illegal
partial lockouts, illegal deduction of
wages and incentives, stoppages of in-
crements, break in service orders, em-
ployment of apprentices and contract la-
bor contrary to certified standing orders
and the CLRA 1970, dismissal of 44
workers without any domestic enquiry
are some highlights of Pricol’s track
record as alleged in the arena of indus-
trial relations. It was also alleged that the
management declared a differential bo-
nus formula for different groups. While
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It was also alleged that the man-
agement declared a differential bo-
nus formula for different groups.

the majority workers in the union were
unilaterally offered the statutory mini-
mum bonus of 8.33%, the minority loyal
workmen represented were offered 20%
bonus and gifts. In aimost all these is-
sues the State Government had inter-
vened under sections 10 (1),10 (3) and
10 B of the ID Act 1947. The State Gov-
ernment had issued three advices, passed
one government order (GO) prohibiting
the continuance of lockout, passed three
GOs ordering references, passed two
orders under section 10B of the ID Act
1947.

RICO, Gurgaon, 2009

Rico auto incorporated in 1984-85
started its commercial operation from
1986.Aluminium HPDC plant was set up
in Daruhera 40 km from Delhi. In 1992
Ferrous casting and machining plant
was set up. Second aluminum HPDC
plant and machining was also set up in
Gurgaon in 1998.Rico has the largest
high pressure die casting capacity in
India

In the disputed plant in Gurgaon, Rico
had 3,600 permanent workersand around
1,500 casual workers. There were 500
workers as management staff. Around
76 workers were women. The salary
structure of the employeeswasrelatively
low. Permanent employees with 2-6
years' experience are paid Rs 4,500 a

month, whereas the casual workerswith
same experience are paid Rs 3,800- 4,000
per month. The permanent workers with
6 - 9 years' experience get Rs 6,500
monthly, and those with 9-10 years get
Rs 8,000- 10,000. The conflict involved
demands for higher wages etc., but by
end of September 2009 the official point
of tension was the demand for registra-
tion of atrade union affiliated to the All
India Trade Union Congress (AITUC).
Production since September 2009 had
dropped 40-50 per cent in Rico. Rico re-
acted by suspending sixteen workers as
they were going slow. In order to control
the situation, management was forced to
look for ahead-on collision. The suspen-
sion of sixteen union representatives was
a means to provoke reaction and to get
the ‘trouble-maker’ out of the plant.

Workers at Rico went on strike on
21 September 2009 after 16 of their col-
leagues were expelled on disciplinary
grounds. They alleged that their expelled
colleagues had been victimized for help-
ing to form atrade union. Around 5,000
employees had to sit outside the company
gate, since the company said it was on
lockout from 21 September 2009 as al-
leged by Rico employees. The employ-
ees came to know about this undeclared
lockout only on the same date, when the
first batch of around 1,500 workers had
gone to work at 6 am. The security
guards at the gate did not allow the work-
ers to go inside. When they refused to
listen, the police lathi-charged the work-
ers. The Haryana Government termed
the strikeillegal on 1% October 2009 af-
ter conciliation efforts between the work-
ersand the company management failed.
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The state government referred the mat-
ter to the labor court. Agitating workers
were attacked by ‘bouncers’ employed
by the factory management and a young
worker succumbed to injuries sustained
in the attack” ( Sehgal, 2012). Subse-
guently, nearly alakh workersin the en-
tire Gurgaoin-Manesar belt observed a
general strike in response to the strike
called by the AITUC workers. The work-
ers' strike was called for delay of the
Policeto arrest the goons responsible for
the death of the worker.

MRF, Arakonam, 2009

Tyre major MRF as an organisation
had crossed Rs 5000 cr in the Year 2007.
Arakonam Plant isone among the seven
plants of the company having workforce
strength of more than 2000 (1500 regu-
lar and 500 contract workers). MRF had
helped inimproving life style of the local
community by not only providing well
meaning jobs but also medical facilities,
education etc.

UWU (MRF United Workers Union),
one of the unions which was formed in
2003 which was said to have the major-
ity of membership. The UWU had ap-
proached the management many timesto
make it the sole bargainer of the work-
ershy recognizing it. However, the man-
agement was alleged to be least bothered
about finding the majority union and rec-
ognizing. The UWU had also accused the
company of taking anti-union actions
against its members. They alleged that
the union members were unjustly re-
moved from work and there were many
disciplinary proceedings on false

grounds. On May 5th 2009, M RF signed
a wage agreement with the MRF
Arakonam Workers Welfare Union
(AWWU), its recognized union. The
settlement envisaged substantial benefits
to theworkmen, including raisein house
rent, washing, attendance, shift and con-
veyance allowance. With the settlement,
some of the employeeswould receive up
to Rs. 5,000 as increase in their total
monthly pay packet. Many of the long-
pending issues were also sorted out.
Each workman also received an ad-hoc
payment of Rs. 15,000 as agreement ben-
efit. The retirement age, which was ear-
lier 55, had been increased to 58 years.

MRF United Workers Union
(UWU) accused the company of
underpaying the employees and
lacking transparency.

The other union, MRF United Work-
ers Union (UWU) accused the company
of underpaying the employees and lack-
ing transparency. From May 9th 2009
onwards, the UWU went on a strike,
demanding reinstatement of 250 workers.
Most of them were dismissed for union-
ization, activities related to recognition
and discussion of the salary revision. The
strike was supported by the workers at
MRF Puducherry. On May 17th 2009,
M RF management announced alockout.
The union moved the High Court (HC)
seeking asolution. On May 19" 2009, the
HC directed the two unions UWU and
AWWU and the MRF management to
maintain the status quo subject to the
management taking a decision on a re-
cent wage settlement agreement. The
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lockout was lifted on May 28th 2009.
However, the workers did not return to
work and remained stern on their de-
mands. UWU soon filed a petition in Su-
preme Court (SC) stating that the HC
should have given an injunction along
with status quo. The union also wanted
the court to direct MRF and
Labor Department to implement Interna-
tional Labor Organisation’s (ILO) direc-
tions about recognition of the majority
union. On June 8th 2009, the bench at
SC refused to intervene in view of
the petition coming up for hearing in the
HC on June 9th 2009. The counsel said
in the court that there were no laws re-
garding the recognition of trade unions
in Tamil Nadu and the court also ex-
pressed its concern.

The strike continued throughout July
and August, reducing the production at
MRF considerably. MRF blamed the
strike at Arakonam on militant unionism.
The management of MRF was of the
opinion that the misled workmen, the gen-
eral public and the government agencies
should not be influenced by vilification
campaigns.” The company also said the
strike had cost it more than Rs 1,000
crore.

On September 9th 2009, the HC di-
rected the State Labor Commissioner to
verify the membership of the unions. The
court also asked the MRF management
to approve whichever union proves the
claim. Eventually, the union won as the
management had to recognize it. After
an ordeal of 125 days, neither the com-
pany would get itslost business, nor would
it be easy to gain back the workerstrust.

It was observed that MRF workers
had tried to establish the legitimacy of
their chosen union through a secret ballot
in 2006, but the representatives thus cho-
sen were asked to resign by the manage-
ment, and a pro-management union was
then “given the facility of deduction of
membership fees from the wages of the
workmen.” On September 8, 2009, the
First Bench of the Madras High Court
passed ordersin thewrit petition. Itisheld
that “....the desirability to haveatruly in-
dependent and representative union of
workmen to represent their cause cannot
belost sight of. A management may think
that the leadership of a particular trade
union is militant, yet even such a union
when it obtains arecognized status, it has
to act within the four corners of law and
discipline. ... thequestion asto who should
be the representative of the workmen is
an aspect which has to be decided by the
workmen themselves. It cannot be |eft to
the management that it will recognize a
particular union which it considers to be
representative of theworkmen. The Trade
UnionsAct, 1926, whichisanAct to pro-
vide for the registration of Trade Union,
is there on the statute book for the last
over 80 years. It isno longer permissible
nor possible for any management to dis-
regard a trade union registered under the
Act, and having alargefollowing. If it does
so, it would be at its own peril.”

‘ It isno longer permissible nor pos-
sible for any management to dis-
regard a trade union registered
under the Act, and having a large

following. If it does so, it would be
at its own peril.
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M ar uti-Suzuki, M anesar, 2012

Maruti Suzuki was earlier launched
in 1981 as a joint venture between the
government of Indiaand Suzuki Motors
of Japan to produce people's car. After
2000, Suzuki took 51% share and is
having full control on the Company.
Maruti Suzuki Workers Union registered
in 2011 for the strong unity of permanent
and contract workers submitted their
charter of demands to the management
of Maruti Suzuki in April 2012 and the
process of negotiation for wages and
other demands was underway. However
the management questioned the legiti-
macy of the union. “On 4™ June around
2000 workers of Maruti’s Manesar based
Plant went on tool down strike and left
the shop floor. The workers alleged that
they were harassed after they moved the
Labor Department to form a separate
union for the workers of Manesar Plant.
The workers felt that the existing union
for both Gurgaon and Mansar Plants
were hand in glove with the management
and was not working for the welfare of
the Manesar colleagues. There had been
no production in the plant with a capac-
ity of 1200 since 4" June. On 6™ June
Maruti terminated the services of 11
striking workers. Agitating workers got
the support from AITUC aswell as other
unions from automobile companies such
as Hero Honda, Honda Motorcycle,
RICO, Lumax etc. Mediation of Labour
Department failed as the workers stuck
to the demand of a separate union. The
police were deployed and the State Gov-
ernment referred the dispute to the La-
bor Court which termed the strike ille-
gal. The management al so said that there

was no question of recognizing another
union” (Hindustan Times, 11.06.2012)

It was reported that on the after-
noon of 18 th July, a supervisor in the
shop floor abused and made casteist
comments against a dalit worker of the
permanent category, which was pro-
tested by the worker. Instead of taking
action against the said supervisor, the
management immediately suspended the
worker concerned without any investi-
gation as was demanded by the work-
ers(TOI dtd 20.07.2012). The workers'
union was demanding reinstatement of
a worker. While negotiations were on
with the senior management, the first
act of violence by the mob was to forc-
ibly shut the main gate and prevented
managers from leaving the premises
after working hours. The union side ob-
served that the management called in the
entry of hundreds of bouncers on its
payroll to attack the workers. The work-
ers also added that it was completely
an illegal vindictive action in the spirit
of conspiracy to corner workers into
submission even as their demands and
methods were |egitimate. In the process
Awanish Kumar Dev, General Manager
(HR) at Manesar Plant was burnt to
death by the mob. The mob also ran-
sacked offices, broke glass panes and
indulged in wanton damage of property.
Finally the mob set the office on fire.

Anger at the plant had been building
up for months over the management’s
refusal to recognize are elected union;
workers were increasingly frustrated
over their inability to exercise their con-
stitutional rights and the demand of equal
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pay for equal work was falling on deaf
ears (Sehgal, 2012)

‘ Anger at the plant had been build-
ing up for months over the

management’s refusal to recognize
the elected union. \

Did Maruti’s Manesar plant go out
of control because of a lack of timely
intervention by seasoned IR hands? The
HR policy followed from the overall
company strategy, focusing on recruit-
ment, talent acquisition and personal de-
velopment within the organization. In-
dustrial relations, on the other hand, is
about collective bargaining, fairnessin
treatment, including in salaries and perks
and labor laws relating to freedom of
association (unions, in other words).
After all, the inherent nature of indus-
trial relations is pluralistic. Apart from
employee-employer relationships, the IR
manager also had to look at relation-
ships between the company manage-
ment and union representatives, inter-
act with government bodies and so on.(
Business World, 2012)

Maruti COO(Chief Operating Of-
ficer) wasemphatic “there was no scope
to retain workers who were involved in
the assault and violence at the Manesar
Plant to ensure that morale stays high
withinthefactory once production starts”
(TOI 24.07.2012)

Various events would seem to indi-
catethat Maruti Suzuki IndiaLimited was
unableto handleits human resources and
unionsin the context of change manage-

ment. Starting from 2000 right up to 2011,
the company has faced labor trouble,
strikes, work stoppages and disruptions
from time to time (Sen, 2011)

Analysis & Discussion

Saini (2006) had noted that manage-
ments were violating labor laws at a
large scaleintheindustrial belt of Panipat
another industrial town in Haryana,
where even medium firmswith nearly 500
workers have been violating most |abor
laws with impunity; nor are union lead-
ersoperatinginthat region ableto unionize
the workers in the Panipat handlooms
exports sector.

We could understand the following
trend from the employment relations of
the above said industries:

e Theindustrial unrest (strike/l ock-out)
have mainly took placein fast grow-
ing automobileand auto ancillary units
located away from Bengal and
Kerala.

e All these events have happened
within a period of five years

e Many of the issues were related to
union recognition or management
shying away from the unions.

e Inappropriate handling of ‘ collective
relations' by the management

e The problems generally emanated
from management insistence on writ-
ten undertakings of good conduct and
not adhering to the understanding
reached
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e Theentiredevelopmentsin the above
said industries depict workers re-
sorted to or instigated violence. At
some places instigated employees
indulged in violence either knowingly
or unknowingly

e \Workers were not treating the HR
man as messenger of the manage-
ment

e Proactive HR policies were not in
place

e Similarly management’s cold reaction
to workmen’s emotions led to crisis
as mentioned in these cases. The
workers who demand their rights
were brutalized either by police or
directly by people hired by the com-
panies

e Settlements reached through under-
standing were being reopened before
the time period

e Not adhering to the settlements
reached

e |nterest of the contract and casual
labor had not been paid required at-
tention

e The Haryana Government’s ap-
proach provoked unions to enlarge
company disputesinto industry wide
movements (Sen, 2011)

Unfair labor practices perpetuated
either by employer or by trade union are
not awelcome sign. Both the parties are
expected to follow “the law of theland”.
Both the parties should strive to reach
settlement through discussions across the
table, instead of resorting to un-ethical
tactics. The ordeal of lock-out or strike

benefits neither the company nor the
workers. The company would not get its
lost business, nor would it be easy to
gain back the workers trust. Similarly
workmen in either case |ose earnings and
income.

‘ The ordeal of lock-out or strike
benefits neither the compan

y nor
the workers. \

The chronology of events as shown
in these cases mostly relied on secondary
sourcesin general and newspaper reports
in particulars. The cases were limited to
automotiveindustry only. The authors ad-
mit that neither they havevisited the places
where incidents took place nor obtained
any firsthand experience from the people
affected. Though the issues were dis-
cussed with some of the union leaders, the
descriptions are mostly journalistic inter-
pretations. The uses of certain superla-
tiveswere meticulously avoided thoughin
certain cases it may look biased towards
workers. Thereportsavailablein the cases
seem to have overlooked the
management’s point of view. The authors
tried to enlist the reports which were com-
monly used or agreed upon in available
reports. The authors have tried to over-
comethelimitationsin the analysisthough
thereliability and validity of referencesand
interpretations need to be tested.

Limitations

Conclusion

Employersand workers need to rec-
ognize and respect each other’srightsand
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obligations. In the post-July 25 , 2005
scenario, the management of HMSI
started sending managersto attend man-
agement development programs (MDPs)
in areas such as inter-personal skills;
team-building, negotiation, and conflict
management. It decided to appoint a Se-
nior Manager-IR. Union office-bearers
were given training by the HR depart-
ment on building cooperative IR(Saini,
2007). The organization cannot operate
in isolation. Each institution is having a
key role. If every institution functions
effectively, efficiency of organizationis
bound to go up. The above cases sug-
gest that any representative structures
within firms should not be seen as im-
posed by the management rather need
to be natural having full support of the
majority of employees. It should not be
top driven which may be losing its re-
spect and shy away from developing
meaningful dialogue and trust between
the management and the unions. For
unions functioning with majority support
with uncertainty on registration/recogni-
tion create an environment of strong
union organization and representation at
workplace level. Similarly unions also
need to change their outlook and should
be relevant to the changes. Indeed work
stoppages by unions will force the em-
ployer to shut the business or shift the
operation from that place. The organiza-
tion should strivefor transparent HR poli-
ciesand practicesfor all type of employ-
ees. Even after Industrial Disputes Act
1947 made it compulsory for the estab-
lishments employing more than 20 em-
ployeesto set up the grievance redressal
machinery, many of theindustries are not
giving enough attention to this aspect.

Organizations should avoid employing two
sets of employees for the same job. Fur-
ther decent work conditions and decent
pay hasto be provided to all sets of em-
ployees.

‘ Organizations should avoid em-
ploying two sets of employees for
the same job. \

In one of the settled cases Madras
HC has cited that under Section 25-U of
the Industrial DisputesAct 1947 (ascited
by Madras HC verdict of 8 September
2009) provides that “any person who
commits any unfair labor practice shall
be punishable with imprisonment for a
term which may extend to six months or
with fine which may extend to one thou-
sand rupees or with both.” Unfair labor
practices as defined by this Act include
“threatening workmen with discharge or
dismissal, if they join a trade union,”
“threatening a lock-out or closure, if a
trade unionisorganized,” other forms of
coercion or intimidation of workers for
forming aunion, and “refusal to bargain
collectively, in good faith with the recog-
nized trade union.” Unions should up-
gradethe quality of participation of rank
and filein union activitiesto regain their
influence (Srivastava, 2001),

The management needs to look at
employee empowerment, through getting
the workers to take responsibility for
shop-floor decisions over quality, safety,
productivity and material use as a stra-
tegic option to develop strong industrial
relations (Ramaswamy & Schiphorst,
2000). Both employers and unions need
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to secure settlement of disputes through
negotiations conducted with integrative
strategies and maintain business disci-
pline.
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