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Part A - Answer Any Two Full Questions (2 * 20 = 40 
marks) 
Question 1 

1 (a) What is industrial relations? [03 Marks] 
Industrial Relations (IR) refers to the complex web of relationships and interactions between 
employers, employees (and their representatives/unions), and the government within an 
industrial setting. It encompasses the study of rules, regulations, and mechanisms used to 
manage these relationships, aiming to maintain industrial harmony and resolve conflicts. 
Key Elements: Employer-Employee relations, Role of Trade Unions, Government 
intervention/Legislation. 
1 (b) Explain on the importance of industrial relations. [07 Marks] 
Good industrial relations are the backbone of modern industrial society. Its importance can 
be summarized as follows: 
1. Uninterrupted Production: Harmonious relations ensure continuous production flows 

by minimizing strikes, lockouts, and go-slows, which is vital for the economic health of 
the organization and the nation. 

2. Reduction in Industrial Disputes: A proactive IR system provides machinery for the 
prevention and settlement of disputes (like conciliation and arbitration), reducing friction 
between management and labor. 

3. High Morale and Motivation: When workers feel heard and respected, their morale 
improves. This leads to higher engagement and willingness to cooperate with 
management. 

4. Mental Revolution: It fosters a shift from conflict to cooperation. Workers and 
management start viewing each other as partners rather than adversaries. 



5. Reduced Wastage: Good relations reduce wastage of men, material, and machines. 
Workers are more careful with equipment and resources when they feel a sense of 
ownership. 

6. Facilitates Change: Organizations often face technological or structural changes. A 
strong IR foundation makes it easier to implement these changes with the consent and 
cooperation of the workforce. 

7. Economic Growth: Ultimately, industrial peace attracts investment, stabilizes the 
economy, and improves the standard of living for workers through fair wages. 

1 (c) Evaluate the different stages of collective bargaining process. [10 Marks] 
Collective bargaining is a process of negotiation between employers and a group of 
employees aimed at agreements to regulate working salaries, working conditions, benefits, 
and other aspects of workers' compensation and rights. The process generally moves 
through the following stages: 
1. Preparation (Pre-negotiation): 

○ This is the most crucial phase. Both management and the union gather data on 
wages, cost of living, industry standards, and the company’s financial health. 

○ The bargaining team is selected, and specific proposals or demands are formulated. 
○ Strategy formulation occurs here: defining the "ideal" outcome, the "target" 

outcome, and the "walk-away" point. 
2. Discussion and Ground Rules: 

○ Parties meet to establish the rules of engagement (time, place, frequency of 
meetings). 

○ An environment of mutual trust is attempted. 
○ Initial statements are made to outline the general stance of each party. 

3. Proposal and Counter-Proposal: 
○ The union presents its charter of demands. Management presents its counter-

proposals. 
○ Arguments are presented to support claims. This stage involves improved 

communication to understand the rationale behind the other party's demands. 
4. Bargaining (The Hard Negotiation): 

○ This is the core "give and take" phase. 
○ Negotiators use tactics to persuade the other side. Trade-offs are made (e.g., 

trading a lower wage increase for better job security). 
○ Drafting of tentative agreements on specific clauses occurs here. 

5. Settlement (Agreement): 
○ Once a consensus is reached on all issues, a formal agreement (Collective 

Bargaining Agreement - CBA) is drafted. 
○ Both parties sign the document. It usually covers a specific duration (e.g., 3 to 5 

years). 
6. Ratification (Approval): 



○ The negotiated agreement often needs to be ratified by the union membership (via 
vote) and the company's board of directors. 

○ If rejected, the parties return to the bargaining table. 
7. Administration/Implementation: 

○ The final stage is the day-to-day enforcement of the agreement. 
○ Grievance procedures are used to resolve disputes arising from the interpretation of 

the new contract. 

Question 2 

2 (a) What is collective bargaining? [03 Marks] 
Collective bargaining is a voluntary process through which representatives of workers 
(usually trade unions) and representatives of employers meet and negotiate to determine the 
terms and conditions of employment. The objective is to reach a written agreement 
(collective agreement) regarding wages, hours of work, and other working conditions. It is 
"collective" because workers bargain as a group, enhancing their power compared to 
individual bargaining. 
2 (b) Analyse the essential conditions required for the success of collective bargaining? [07 
Marks] 
For collective bargaining to be effective and successful, the following prerequisites are 
essential: 
1. Recognition of the Union: Management must recognize the trade union as the sole 

bargaining agent. Without this legitimacy, negotiations cannot proceed effectively. 
2. Positive Attitude (Good Faith): Both parties must approach the table with an open 

mind and a genuine intention to reach an agreement (bargaining in good faith). Hostility 
or rigidity destroys the process. 

3. Strong and Democratic Trade Unions: The union must represent the majority of 
workers and have a unified internal structure. A weak or fragmented union cannot 
enforce the agreement it signs. 

4. Mutuality: There must be a willingness to "give and take." If one party insists on having 
its way 100% of the time, bargaining fails. 

5. Unfair Labor Practices: Both sides should avoid unfair practices (e.g., management 
victimizing union leaders or unions indulging in violence). 

6. Reliance on Facts and Data: Negotiations should be based on economic facts 
(productivity data, inflation rates, profit margins) rather than emotions or aggressive 
rhetoric. 

7. Proper Grievance Mechanism: An established procedure for settling day-to-day 
disputes ensures that minor issues don't escalate and derail the main bargaining 
process. 

2 (c) Explain the problems faced by the trade unions in the present situation. [10 Marks] 
Trade unions in India and globally are facing a crisis of relevance and power. The major 



problems include: 
1. Multiplicity of Unions: The existence of multiple unions within a single establishment 

(often due to political affiliations) splits the worker base. This fragmentation weakens 
their bargaining power as management can play one union against another. 

2. Inter-Union Rivalry: Instead of fighting management for worker rights, unions often 
fight amongst themselves for membership and dominance, leading to violence and a loss 
of focus on worker welfare. 

3. Political Affiliation: Most major unions in India are affiliated with political parties. This 
often results in union decisions being driven by political agendas rather than the genuine 
economic needs of the workers. 

4. Financial Weakness: Low membership fees and poor collection mechanisms leave 
unions with insufficient funds to sustain long strikes, organize welfare activities, or hire 
legal experts. 

5. Small Size of Unions: A vast number of unions are very small and lack the critical mass 
required to influence management or policy effectively. 

6. Outside Leadership: Historically, unions have been led by outside politicians or social 
workers rather than employees. While this provided protection initially, it now prevents 
the development of internal leadership and often leads to a disconnect with ground-
level issues. 

7. Changing Nature of Work (Gig Economy): The rise of the gig economy, contract labor, 
and remote work makes it difficult to organize workers. Traditional unions struggle to 
recruit IT professionals or freelancers who do not see themselves as "labor." 

8. Management Strategies: Modern HR practices (Employee Engagement, Direct 
Communication) have made unions seem redundant in some sectors by addressing 
worker grievances directly. 

Question 3 

3 (a) What is workers participation in Management? [03 Marks] 
Workers' Participation in Management (WPM) involves sharing decision-making power with 
the lower ranks of the organization in an appropriate manner. It is a system where workers 
are involved in the management functions—such as planning, decision-making, and policy 
formulation—rather than just following orders. It promotes industrial democracy. 
3 (b) Illustrate the different approaches to grievance machinery? [07 Marks] 
Grievance machinery refers to the formal process of addressing worker complaints. The main 
approaches include: 
1. The "Open Door" Policy: 

○ An informal approach where the manager's door is "always open" for employees to 
walk in and discuss their problems. 

○ Pros: Simple and quick. Cons: Workers may hesitate to bypass immediate 
supervisors; suitable only for small organizations. 

2. The Step-Ladder Method (Formal Procedure): 



○ This is the standard, structured approach where a grievance moves up the hierarchy 
if not resolved. 

○ Step 1: Employee meets the immediate supervisor. 
○ Step 2: If unresolved, appeals to the Department Head. 
○ Step 3: Appeals to the Grievance Committee (Joint representation). 
○ Step 4: Appeals to Top Management/CEO. 
○ Step 5: Voluntary Arbitration (Third party). 

3. Legislative Approach: 
○ In India, the Industrial Disputes Act, 1947 (Section 9C) mandates a Grievance 

Settlement Authority for establishments with 50 or more workers. 
4. The Exit Interview Method: 

○ While not a resolution method, analyzing grievances during exit interviews helps 
management identify systemic issues to prevent future grievances. 

3 (c) Explain the Pre and Post Independence development of Industrial relations in India. [10 
Marks] 

I. Pre-Independence Era (Before 1947): 

● Laissez-Faire & Exploitation: In the early stages of industrialization (mid-19th century), 
the British government followed a policy of non-intervention. Workers faced long hours, 
low wages, and poor conditions. 

● Early Legislation: The Factories Act (1881) was one of the first attempts to regulate 
working hours, primarily due to pressure from Lancashire textile interests in the UK, not 
for worker welfare. 

● Rise of Unions: The movement gained momentum post-WWI (1914-1918) due to 
economic distress. The All India Trade Union Congress (AITUC) was formed in 1920. 

● Trade Unions Act, 1926: This was a landmark event that gave legal status to trade 
unions and immunity from civil/criminal prosecution for union activities. 

● Royal Commission on Labour (1929-31): Its recommendations laid the groundwork for 
future labor policies, emphasizing dialogue between employers and workers. 

II. Post-Independence Era (After 1947): 

● Role of the State: The government shifted from a passive observer to an active 
interventionist. The goal was to maintain industrial peace to support the newly planned 
economy. 

● Constitutional Provisions: The Constitution (Articles 39, 41, 42, 43) enshrined directives 
for humane conditions of work, living wages, and worker participation. 

● Industrial Disputes Act, 1947: The cornerstone of Indian IR. It provided machinery for 
investigation and settlement of disputes (Conciliation, Arbitration, Adjudication) and 
regulated strikes and lockouts. 

● Tripartism: The government established tripartite bodies (Indian Labour Conference) 



involving Government, Employers, and Unions to shape labor policy. 
● The Code of Discipline (1958): A voluntary code adopted to maintain discipline and 

avoid litigation. 
● Liberalization (1991 onwards): 

○ The focus shifted towards productivity and competitiveness. 
○ Rise of Voluntary Retirement Schemes (VRS). 
○ Decline in militant unionism and rise of "Business Unionism." 

○ Recent consolidation of labor laws into 4 Labour Codes (Wages, IR, Social Security, 
OSH) signifies the modern shift towards ease of doing business while balancing 
worker rights. 

Part B - Compulsory (01 * 10 = 10 marks) CASE STUDY 
Question 4 

Case Summary: 
An MNC exporting to USA/Europe and selling domestically faces a crisis. Exports (50% of 
business) dropped by 40% due to a global financial crisis. Management proposes two 
conditions to the Union: Reduce manpower by 20% OR Reduce wages. 
4 (a) How can the union respond in this case? [5 Marks] 
The union is in a difficult position but should respond with a strategy that protects jobs while 
acknowledging the company's crisis. Their response could include: 
1. Verify the Data: First, demand transparency. Ask to see the financial records to verify 

the extent of the 40% drop in exports and the overall impact on profitability. 
2. Reject Layoffs (Retrenchment): The union should firmly oppose the 20% manpower 

reduction, arguing that experienced workers are an asset for when the market recovers. 
3. Propose Alternatives to Wage Cuts: Instead of a permanent wage cut, the union can 

suggest: 
○ Deferment of Increments: Freeze bonuses or increments for a year instead of 

cutting base pay. 
○ Variable Pay: Link a portion of the salary to productivity or profit recovery. 

4. Work Sharing: Propose a reduced work-week (e.g., 4 days a week) for all employees 
with a proportionate temporary reduction in pay, ensuring no one loses their job entirely. 

4 (b) How do you solve this problem, give fruitful suggestions? [5 Marks] 
Solving this requires a collaborative "survival strategy" rather than a confrontation. 
Suggestions: 
1. Temporary "Furlough" Scheme: Instead of firing 20% of staff, implement a rotating 

furlough system where workers take turns taking unpaid leave. This retains the 
workforce for the future bounce-back. 

2. VRS with "Right of First Refusal": Offer a Voluntary Retirement Scheme (VRS) to older 
employees who wish to exit, reducing the headcount voluntarily. Include a clause that if 



the company hires again, these workers get priority. 
3. Reskilling/Redeployment: If the domestic market (50%) is still stable, retrain export-

division workers to support domestic sales or operations, potentially aggressively 
expanding the domestic market share to offset export losses. 

4. Cost Cutting Elsewhere: Establish a joint worker-management committee to identify 
non-labor cost savings (energy, waste, supply chain efficiency) to bridge the financial 
gap without solely penalizing workers. 

5. Government Support: The management should approach the government for export 
subsidies or relief packages available for industries hit by the 


