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ARTICLE INFO

ABSTRACT

Alternative methods of industrial conflict resolution, such as collective bargaining
(CB), conciliation, mediation, arbitration, worker engagement in management, pay
forums, and so forth, are available to help escape the maze of litigation. Because both
sides themselves get down collectively and resolve their issues in a respectful and
friendly manner, collective bargaining is regarded as the most practical strategy out of
all of them. Job security, employee controls, overtime, poor pay, non-payment of
bonuses and incentive allowances, hours worked and overtime, and unfavourable
working conditions were the main causes of disagreements. Unexpected employer
actions have resulted from an obstacle to the managerial prerogative. As a deciding
factor for the selected employees/respondents, collective bargaining as an industrial
dispute resolution approach has been studied; the employees' responses reveal the
same fervour when compared to age, sex, education, and employment pay. The results
indicate that the collective bargaining approach has a high to very high influence on
settling labour disputes in all of the firms that were selected for the study. Variance
does occur, but it is negligible and micro marginal, indicating that it has a major
impact on all of the organisations selected to investigate the collective bargaining
process.

Keywords: Collective bargaining, International Labour Organisation, Mediation,
Employee, Dissatisfaction, Trade Union.

INTRODUCTION

One method of self-settlement through direct negotiations between employees and their employers is collective

bargaining. In order to

reach an agreement on terms of employment, including pay, working hours, working

conditions, bonuses, health and safety, and employee welfare, it is a process of discussions between union
representatives and corporations. The International Labour Organisation (ILO) defined collective bargaining
as "as negotiations on working conditions and employment terms between the employers, the employers' group

or, on the one hand,

one or more employers' organisations, and one or more representative workers'

organisations, on the other hand, with a view to reaching a contract." Principal reasons of industrial disputes:

Low salaries

Failure to pay overti

Workers' retrenchm
Favoritism
Exploitation

Political reasons
No — Completion of

Bonus and Dearness non-payment Allowance
Working and leaving hours

me

Conditions of adverse work

ent and victimization

Lack of pride in personal contact

complaints

Labor Union Non-recognition

INDUSTRIAL DISPUTE RESOLUTION
These are the primary categories for resolving labor-management issues in the workplace

1. Self-Settlement
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2. (External) Assisted Settlement
» Task Force Agreement

» Mediation

> Conciliation

> Arbitration

TRADE UNIONS

Trade unions are non-profit organisations for workers that were founded to protect and advance the welfare
and interests of its members. The manufacturing system gave rise to trade unions, which first appeared in India
about 1851. The working class is exploited as a result of the employer's increased profit drive. Due to their low
financial resources, individual workers were unable to bargain with their employers for better working
conditions, more pay, reasonable work schedules, secure workplaces, etc. Trade unions were established
because workers had to protect themselves from the exploitation of their bosses. As a result, workers thought
it was important to start their own voluntary organisations, raise the necessary funds through donations and
subscriptions, register these, and band together to defend and advance the interests and welfare of those they
represent through collective bargaining.

TRADE UNION MOVEMENT IN INDIA

In India, trade unions were established during World War I (1914-18). In 1918, Mr. B.F. Wadia founded
Madras's first trade union. The establishment of the ILO in 1919 and the 1917 Russian Revolution both
influenced the growth of trade unions in India. In order to choose representatives for the ILO's annual
conference as well as the central legislature and its members, the All-India Trade Union Congress (AITUC) was
founded in 1920. The 1926 Trade Union Act gave the unions respectability and legal standing, which aided in
the growth of trade unions across the country. During World War II, the number of labour unions increased
dramatically in 1940—41. The 1926 law was changed upon the country's independence in 1947. This provided
more chances for the growth of trade unions. In 1964, it underwent another modification that gave the
prosecution protection against criminal conspiracy for legitimate trade union activities. Only 29 syndicates
with a combined membership of 106,000 were registered in 1929. Following independence, the total number
of trade unions grew quickly, from 2766 in 1947—1948 to around 38935 in 1985-1986, in 1947. Major unions
nowadays, include:

Table 1: Trade Union Movement in India

Trade Unions Established Year
AITUC (All India Trade Union Congress) 1920

INTUC (Indian National Trade Union Congress) 1947

HMS (Hind Mazdoor Sabha) 1948

UTUC (United Trade Union Congress) 1949

BMS (Bharatiya Mazdoor Sangh) -

CITU (Centre of Indian Trade Union) -

METHODOLOGY

Maximum employees of private sector power generating businesses are covered by the influence of the
industrial dispute settlement technique on the Universe sample of workers as a collective bargaining. For the
current study, four private sector power producing companies—Jindal Power and DB Power Corp.—have been
chosen. Using the convenience sampling approach, a sample of 120 workers was chosen from the two private
power producing businesses. Based on the results of the literature study and other studies conducted in the
field, a structured questionnaire is created. Data was gathered via conducting a field survey among employees
and doing in-person interviews. The gathered data will be entered into SPSS 22.0 for additional analysis. Chi-
Square tests and the cumulative weighted average were used for analysis.
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DATA ANALYSIS AND DISCUSSION

Table 2: Impact of Industrial disputes settlement method as Collective Bargaining on
Employees- Age Wise

Collective Bargaining

Age Jindal Power DB Power
25-35 429 4.6

36-45 447 4.76

46-55 449 4.72

> 56 3.53 3.5

Total 4.35 4.62

Their ratings show the intensity of their employees, which is recorded in their age categorisation table.
Collective bargaining with the selected employees/respondents as a choice criteria have been explored. All of
the businesses included for the study document the high to extremely high impact that the collective bargaining
strategy has on employees inside the company. Even while there is some variation, it is tiny and unimportant,
demonstrating the powerful impact of the collective bargaining strategy on worker industrial disputes. For
every business selected for the study assessment. The significance of the same for both employees and
businesses to take seriously suggests that all of the firms developed in the research have high to very high levels
of collective bargaining tactics (industrial dispute settlement methods of employers and employees).

Table 3: Chi-Square Impact of Industrial disputes settlement method as Collective Bargaining
on Employees - Age Wise

Chi-Square computed P
Element - qa p Table Value Significance
Jindal Power DB Power Level
Collective
Bargaining 36.864 47.453 21.026 0.05

Chi-square tests are employed to support the meaningful interpretation of research data; the same is true for
the demographic component. Ho is rejected for the components shown since the computed value above, at 12
dof and 5 percent, is more than the table value. Thus, we may conclude that employees are impacted by the
collective bargaining method of resolving industrial conflicts.

Table 4: Impact of Industrial disputes settlement method as Collective Bargaining on
Employees- Gender Wise

Collective Bargaining

Gender Jindal Power DB Corp
Male 4.6 4.79
Female 3.53 4.35
Total 4.35 4.7

As a criterion for selection, the selected employees/respondents tested their collective bargaining; the ratings
given indicate the degree of the same employee who is included in the table in relation to their gender
classification. All of the businesses included for the study document the high to extremely high impact that the
collective bargaining strategy has on employees inside the company. Even while there is some variation, it is
tiny and unimportant, demonstrating the powerful impact of the collective bargaining strategy on worker
industrial disputes. For every business selected for the study. The significance of the same for both employees
and businesses to take seriously suggests that all of the firms developed in the research have high to very high
levels of collective bargaining tactics (industrial dispute settlement methods of employers and employees).

Table 5: Chi-Square Impact of Industrial disputes settlement method as Collective Bargaining
on Employees — Gender Wise

Chi-Square computed Significance
Element Jindal Power DB Power Table Value Level
Collective Bargaining | 55.87 22.032 9.488 5

Chi-square tests are employed to support the meaningful interpretation of research data; the same is true for
the demographic component. Ho has been dismissed for the depicted components as the value derived from
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the previous table is greater than the table value at 4 dof and 5% of significance. Thus, we may conclude that
employees are impacted by the collective bargaining process for settling conflicts.

Table 6: Impact of Industrial disputes settlement method as Collective Bargaining on
Employees- Education Wise

Collective Bargaining

Education Jindal Power DB Corp
SSC 4.56 4.8

UG 4.49 4.74

PG 3.83 3.6

ITI 4.78 4.83
Total 4.58 4.74

With the selected employees/respondents, collective bargaining was tested as a deciding factor; their ratings
indicate the strength of those ratings that were shown in the table against their educational classification. All
of the businesses included for the study document the high to extremely high impact that the collective
bargaining strategy has on employees inside the company. Even while there is some variation, it is tiny and
unimportant, demonstrating the powerful impact of the collective bargaining strategy on worker industrial
disputes. For every business selected for the study. The significance of the same for both employees and
businesses to take seriously suggests that all of the firms developed in the research have high to very high levels
of collective bargaining tactics (industrial dispute settlement methods of employers and employees).

Table 7: Chi-Square Impact of Industrial disputes settlement method as Collective Bargaining
on Employees - Education Wise

Chi-Square computed _—
Education Table Value ilgmlficance

Jindal Power DB Power eve
Collective Bargaining | 26.439 37.264 21.026 5

Chi-square tests are employed to support the meaningful interpretation of research data; the same is true for
the demographic component. As a result, Ho for the components shown is rejected. The computed value above
the table is 12 dof and 5%. Therefore, we may conclude that the method of resolving conflicts in the workplace
affects workers.

Table 8: Impact of Industrial disputes settlement method as Collective Bargaining on
Employees- Income Wise

Collective Bargaining

Income Jindal Power DB Corp
10-15K 4.52 4.44
16-18K 4.67 4.71
19-22K 4.83 4.81

> 22K 4.32 4.38
Total 4.61 4.62

The ratings given indicate the level of engagement of their employees/respondents, which is displayed in the
table against their income classes. Collective bargaining with the selected employees/respondents was used as
decision criteria. All of the businesses included for the study document the high to extremely high impact that
the collective bargaining strategy has on employees inside the company. Even while there is some variation, it
is tiny and unimportant, demonstrating the powerful impact of the collective bargaining strategy on worker
industrial disputes. For every business selected for the study. For every company established by the research,
the significance of High to Very High Collective Negotiations (Industrial Dispute Settlement Method for
Workers and Employers) for both employees and enterprises should be taken seriously.
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Table 9: Chi-Square Impact of Industrial disputes settlement method as Collective Bargaining
on Employees — Income Wise

Chi-Square computed . .
Income Table Value ile%’r:lﬁcance
Jindal Power DB Power
Collective Bargaining | 30.343 45.479 21.026 5

Chi-square tests are employed to support the meaningful interpretation of research data; the same is true for
the demographic component. As a result, Ho for the components shown is rejected. The computed value above
the table is 12 dof and 5%. Thus, we may conclude that employees are impacted by the collective bargaining
process for settling conflicts.

Table 10: Impact of Industrial disputes settlement method as Collective Bargaining on
Employees- Job Wise

Collective Bargaining

Job Jindal Power DB Corp
Supervisor 4.76 4.65
Manager 4.68 4.77
Clerk 4.76 4.71
Other 4.11 4.39
Total 4.68 4.68

The harshness of collective bargaining, which is not shown in the table as an employee, is demonstrated by the
evaluations given by selected workers or respondents who were used as a basis for decision-making. All of the
businesses included for the study document the high to extremely high impact that the collective bargaining
strategy has on employees inside the company. Even while there is some variation, it is tiny and unimportant,
demonstrating the powerful impact of the collective bargaining strategy on worker industrial disputes. For
every business selected for the study. For every company established by the research, the significance of High
to Very High Collective Negotiations (Industrial Dispute Settlement Method for Workers and Employers) for
both employees and enterprises should be taken seriously.

Table 11: Chi-Square Impact of Industrial disputes settlement method as Collective Bargaining
on Employees - Job Wise

Chi-Square computed _—

Job Table Value ilegvlel:lﬁcance
Jindal Power DB Power

Collective Bargaining | 47.316 29.605 21.026 5

Chi-square tests are employed to support the meaningful interpretation of research data; the same is true for
the demographic component. As a result, Ho for the components shown is rejected. The computed value above
the table is 12 dof and 5%. Therefore, we may conclude that the method of resolving conflicts in the workplace
affects workers.

CONCLUSIONS

A democratic approach to business is essentially reflected in collective bargaining, which is a process for
reaching decisions collectively. The sides must be willing to make concessions in order for collective bargaining
to be effective, and the process must begin with suggestions rather than demands. Otherwise, collective
bargaining would fail to achieve its aim. The problem in India is that there are no Central Level legal
requirements for an employer to recognise a representative trade union, which affects the trade union's
negotiating power. The unions are usually weak and act as a barrier to unorganised work. Rivalry based on
caste, creed, and religion is another characteristic of Indian trade unions that makes collective bargaining less
successful. Furthermore, political disagreements and weak financial status cause divides among labour unions,
which slows their growth. As the industrial dispute resolution method of all firms is established in all
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demographic factors of the research, the study shown that the collective bargaining approach has a high to very
high effect. The report concludes by urging that employee of DB Corp and Jindal Power use collective
bargaining processes as a method of managing workplace conflicts.
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