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Unit-1
Training and Development
Q-1 Give definition of training. Discuss importance of training. 
Introduction :-
Training constitutes a basic concept in human resource development. It is concerned with developing a particular skill to a desired standard by instruction and practice. Training is a highly useful tool that can bring an employee into a position where they can do their job correctly, effectively, and conscientiously. Training is the act of increasing the knowledge and skill of an employee for doing a particular job. 
Definition of training:
Dale S. Beach defines training as ‘the organized procedure by which people learn knowledge and/or skill for a definite purpose’. Training refers to the teaching and learning activities carried on for the primary purpose of helping members of an organization acquire and apply the knowledge, skills, abilities, and attitudes needed by a particular job and organization. 

Importance of training:
Training is an integral part of human resource development programme in almost all organizations. Training, in fact, is the cornerstone of effective management because it makes employees more efficient and productive

The importance of training can be discussed under the following heads:

(i) Advantages of standardization:

The methods of production are standardised through training. All trained employees follow same methods and techniques of production and hence there can be little variation in output and standards produced by different employees. By using standardised methods, the quality of output would be increased.

(ii) Increasing organisational stability and flexibility:

Training provides opportunities for the employees to learn an acquire skills to work in several departments in an organisation. Training also results in low rate of labour turnover which means high consistency in organisations in retaining people for long period of time.

Low labour turnover means high organisational stability. Flexibility is ensured because employees may be placed in several departments over a period of time as they acquire multiplicity of skills through adequate training. 

(iii) Heightened morale: 

Training results in increased morale of employees because of reduction in dissatisfaction at work, reduced complaints, and reduced absenteeism, and increased interest in work during the post-training period. Heightened morale results in increased loyalty to the organisation.

(iv) Reduced supervision and direction:

A trained employee knows what job he has to do and how to do that job and requires no guidance and supervision. Supervisors can devote their time to solve more important problems rather than concentrating on constant and regular supervision.

(v) Economical use of resources:

A well-trained employee makes better and economical use of available resources (materials, machines, and equipment). Optimum utilisation of resources results in reduced cost on production and higher profits.

(vi) Increase in productivity: 

Training brings about increase in quantity and quality of goods produced resulting in high productivity.

(vii) Future manpower needs:

Through proper training employees become eligible for promotion handling more responsibility. An expanding and growing organisation wishes to train the existing employees so as to place them in higher positions in future.

(viii) Better industrial relations:

Training provides a platform for maintaining smooth industrial relations. Employees develop a feeling that organisation is taking care and interest in them through training programmes.

(ix) Reduced accidents at workplace:

Untrained people are bound to commit errors while handling machinery and equipment resulting in incidents at workplace. Training eliminates (reduces) the possibility of incident due to mishandling of equipment, machinery, and other resources of the organisation.

Proper training and development programmes ensure safety in handling the organization’s resources which results in reduction in the accident rates.

(x) Reduced learning time:
An untrained worker consumes a lot of time to learn the methods, technique of doing the work. Skilled and trained employees reach the acceptable level of performance within no time. Therefore, training results in reduced learning time.

Q-2 Explain various types of training. 
· Types of training from view of objective :

[1] Introductory training : 
To make aware the newly recruited employee about the organization of  the unit, the training is provided, which is the introductory, primary or initial training. Obviously, is to make the employee aware about his function and details about the unit.
[2]Job Training :
 The training is provided to the employees according to the tasks entrusted to them. The employee gets important details regarding raw material, other materials and proper use of mechanical instruments in the form of training.

[3] Promotion-oriented Training : 
When employee are to be promoted , they are imparted necessary training in order to see that they are able to do tasks efficiently in the higher position.
[4] Refresher Training : 
Rapid changes task place related to new scientific research and discoveries  in the management and industrial sectors. If pace is not maintained, then one would be reduced to zero. Hence, such type of training is imported in order to see to it that old knowledge is not forgotten, as well as new techniques and methods are made known to them.

· Types of training from point of individual :

[1] Training to Employees :  
It is essential to impart training to employees for obtaining efficiency and achieving pre-determined targets. Particularly, when there is large scale ignorance, illiteracy, it becomes essential to train employees .The different methods of training we will discuss under the head of Training  methods later on.
[2] Training to supervisors : 
Supervisors have to get work done from their  subordinates. For that, it is not sufficient to have them technical knowledge only. For the lively human beings, he is taking work, he has to have the psychological study . He must have the ability to get the work done. For this it is essential to import training to the supervisors we will discuss the different training methods later on.

[3] Training to top management officials: 
Top managers have to take important decisions regarding all the important  matter of the organization. So the importance to import training to them has arisen so that they can solve problem from any serious situation.
Q-3 Describe different methods of training to be imparted to employees and supervisors. 

· Different method to import training to employees;

[1]On the job Training : The actual training provided to the employee where he works is called on the job training. Under this method, where the machine is to be handled by the new employee, the actual training is imparted by the experienced employees. He gives training regarding working system as well as technical matters and practically shows how the machine is to be used.
[2]Vestibule Training Method : Vestibule means the   front portion  of a building or a room. As the person wishing to enter the house has to pass thought that front portion, similarly, the newly recruited employee has to undergo such training before joining his regular duties. A separate section is created for such training.
[3]Apprentice Training Method :In this method of training ,the training is placed under the direct                           supervision of an experienced and expert employee. The trainee gets training in this manner for a specific period of time.

[4] Internship Training Method : In order to provide theoretical and practical knowledge to a training, some institutions plan out such type of training method for imparting technical and professional knowledge.
[5] Other Training Methods ; In reality, it is difficult to plan out a special training method for each industry. Requirement and capacity and accordingly chalk out their training programmes.

· Different method of  training to supervisors :

[1]  Conference Method : keeping in view the functions of the supervisors, the management plans the conference method for training. In the case method, the conference method, lecture, lectures of expert are arranged initially and at the end of the lecture, question-answer session is held.

[2] Case method : In the case method, the supervisors are given description of working condition and the supervisor are is asked to solve the problems emerging out of it . This helps develop their analyzing  capacity, independent thinking power and wisdom, which will prepare them to face any critical and practical problem.
[3] Role Playing Method :In this training method the emerging questions of supervisors and their solutions are found out with the help of role playing. The trainers in the dress of supervisors, come on the stage and play role of a supervisor by solving their potential problems.
[4] Business Game Method : In the training method to be imparted to supervisors, the trainees are divided into different contesting groups. Every groups  become a business takes the shape of imagination and assumptions. The contesting groups have to take decisions regarding it.
[5] Training Within Industry Method :  In this  type of training method, no training is imparted to the supervisors before entrusting them any task. The employees ample opportunities to learn from their experience. Wherever necessary, the management is always ready to provide advise and guidelines.

[6] Other training Methods: Besides the above method for  importing training which were discussed, certain other methods are also applied, in which job safety training method, project method, business game, incident process etc. can also be included. 

Q-4 Describe different methods of training and development for managers. 

· On the job methods: 

[1]Experience Method : By getting the experience, one can become  efficient managers, but by he might have reached the retirement age.
[2] Educational Training Method : Under the supervision of high officials educational training  is  provided to the employee doing their duty. 

[3]Project method : In the project method, an effort is undertaken to remove the individual weaknesses of management officials by analyzing them. Under this method, management officials or their groups are asked to study  any problem of  the business unit and find out its solution and prepare and submit its  report . this provides knowledge about the solution of the problem by understanding each other’s point of view.
[4] Committee Assignment method :  Under this method, different types of committees are formed. Every committee is entrusted with different  tasks of the organization. As  one is required to work  together in a committee mutual thoughts, approaches and trends are known by each other.
[5] Transfer of post : Under this  method ,top management officials are transferred to different departments for a specific period of time.

[6]Educational and professional reading method : By reading  different books and  magazines like knowledge enhancing books, booklets , different periodicals like “BUSINESS REVIEW” “COMMARCE” , “CAPITAL”,  “TREAD”’ the officer dose not remain aloof from the trade world.

· Off the job method :
[1]Method of special Training classes : Under this method , the unit itself plans out special training classes. The expert officers of the company themselves impart training. 
[2]Training on the real arising situation :Under  this method , when the real situation arises, accordingly that type of training is provided. Like, Role play method, Case study, Business game method etc. 
[3] Laboratory Training Method : Under this method different groups or the company themselves become the laboratory on which experiments are conducted, which meets constantly in a specific time period , due to which training regarding group behavior,, sensibility , mutual respect and trust can be imparted.

[4]Structured Insight  Method : Under  this method mainly regarding capacities and  approaches of the subordinates and trainer officials’ tendencies and approaches, details are collected and difference between one’s own real behavior and expectations are found out and efforts are made to meet them.

[5] Multiple Component related  management method : Under  this method two or more management board are created for managing the company. They are like board of Directors are entrusted the responsibilities like the senior board members and junior board gets training regarding taking decisions and senior board gets an idea regarding the thinking trends, decisions power of the junior board and they come to know about the appropriateness and maturity of their decisions. 
[6] Special Meeting Method: In this method similar to special training classes,  and makes efforts towards development . university, college training institute can  also arrange such meetings.

[7] Conference Method : This is a conventional method for the development of top officials. This method has already been discussed in this supervisor training method

Q-5 Discuss advantages of training in brief. 
 [1] To bring out latent talent : The contribution of training is no increase in bringing out the latent talent of employees. 

 [2] To increase quality – productivity :  By  importing training , there is increase in the quality and productivity of the product 
[3] To reduce unit wise cost : The  unit-wise cost of production reduces , so that there is  increase in the income of industrial unite, the employee and the nation.

[4] To prevent haphazard wastage : Training employees prevent the haphazard misuse of machinery. So the wastage of goods is  prevented .
[5] To reduce the risk of accident : With the careful use of machinery misuse of machinery the risk of accident can be reduced.

[6] To bring self-confident: the trained employee functions with self –confidence and gets the grip on his task

[7]To reduce  the effect of fatigue :. Trained employees carries out his duty with lively interest. Consequently ,there is less effect fatigue.

[8]    To maintain enthusiasm and moral : Trained employee carries out his duty with lively interest. Considerable role in maintaining enthusiasm and morale.

[9]To reduce the turnover rate : Satisfactory training reduces turn over rate in employees.
[10] To create favourable attitude  : 
Through training  creates favourable attitude towards work and the industrial unit.

[11] To prevent the wastage of time and energy : If wrong type of idleness loving employees is selected during the recruitment by mistake , he can be caught during the training, so that by removing, so that by removing him, wastage of time, money and energy can be prevented. 

[12] To get work efficiently done : Training has become inevitable in the world of science and technology for efficiently working on the latest machines.
Q-6 Write a note on potential evaluation. 
The potential appraisal is a future-oriented appraisal to measure the potentiality of an employee for future higher positions. The potential appraisal refers to the identification of hidden talents and skills of a person. The person might or might not be aware of them. To express it in simple words, performance appraisal is an estimation of how an employee did while potential appraisal is an estimation of how well he might do. 
Indicators of Potential: 
There exist some indicators of potential which managers meticulously observe and consider while mak​ing decisions about their potential. Some of the indicators are a sense of reality, imagination, power of analysis, breadth of vision, and persuasiveness. 
i. Sense of reality – People usually act based on their thought process. A sense of reality refers to the extent to which a person thinks and acts objectively, controls his emotional pressure, and continues to pursue realistic projects with enthusiasm and achieves business goals. 
ii. Imagination – Imagination is the mind’s eye. A man dreams by virtue of his imaginative power. It is the ability to let the mind range over a wide variety of possible causes of actions to achieve specific results. Imagination goes beyond conventional approaches to situations and does not remain confined to, ‘this work is done in only one way’. 
iii. Power of analysis – Power of analysis refers to the capacity to reformulate, innovate, break down, and transform an apparently complicated situation into manageable terms. People with power of analysis believe in, ‘innovate or evaporate’. 
iv. Breadth of vision – People need visionary skills and their breadth of vision should be wider. Breadth of vision means the ability to examine a problem in the context of a much broader framework of reference. People with breadth of vision can detect relationships with those aspects within a specific situation which could impact the situation. 
v. Persuasiveness – Persuasiveness helps one trying as long as it takes to produce results. It is the ability to sell ideas to others and gain a continuing commitment. Using managerial authority may not always produce results. Persuasion refers to using personal influence by way of negotiation. 

Importance of Potential Evaluation:
1. Evaluation of Capabilities:
With the help of the potential appraisal form, the employees are judged on various performance and behavioural parameters. Appraising employee’s potential helps to evaluate his capability to take greater challenges, responsibilities and positions in the organisational hierarchy. It helps organization to identify the employees who are capable of taking more challenging roles & responsibilities in future. 
2. Succession Planning:
Succession planning is a process for identifying and developing new leaders, who can replace old leaders when they leave, retire or die. Such planning increases the availability of experienced and capable employees that are prepared to assume these roles as they become available. Most organisations incorporate potential appraisal in their appraisal processes for identifying and developing suitable employee base for succession planning. 
3. Career Development:
The potential appraisal results in identification of hidden talents and skills of an employee. The employee himself might not be aware of his certain competencies. The potential appraisal aids in career development of an employee by giving him opportunity to work on his potential capabilities. 
4. Motivate Employees:
It leads to identification of hidden talents & thereby motivates the employees to further develop their skills and competencies. It also benefits the organization as it results in versatile workforce who can assume greater roles & responsibilities in future. 
5. Identify Training Needs:
The potential appraisal helps the organization to identify the training needs. Such appraisal throws light on the hidden competencies of employees which could be developed further with the help of appropriate training programmes. 
6. Organizational Goals:
The potential appraisal concentrates on the future. It helps to create a pool of experienced and capable employees by giving them opportunity to discover their hidden talent. It also helps employees to develop their personal interests in alignment with the organisational goals. 
Unit-2
Managing employee benefits and welfare services
Q.1   Give definition of labor welfare. State the objectives of labor welfare activities. 
Introduction: 
Labour welfare means the voluntary efforts made by the employer to provide better conditions of employment in their own industries. Its main object is to secure an improved standard of living for the workers, which effects on the worker’s psychology and results in an increase in their productive efficiencies.

Labour welfare improves physical, mental and moral conditions of worker. Labour welfare includes housing, medical, educational, rest rooms, recreation, canteen, games and sports club facilities, adequate wages, reasonable working hours, insurance etc.

Definition:

“Besides paying the wages to labor, the activity, not inevitable for proprietor, but very essential for the mental and social development of labor, carried out is called the labor welfare activity.”
Objectives:
[1] Human Objectives: An employee is not a material or non-living thing , but an alive human being. As a human being , he has the right to obtain happiness and facilities like any other  human being to do so , is the duty of the employers and the society . To carry out labour  welfare  activity is the duty of an employer and it is the right of  the employees to enjoy them.
[2] Economic objective : Behind the labour welfare activities , there are economic causes also. The unit, where high extent of welfare activities are carried out, there would be very little industrial disputes, employee 
grievances and their dissatisfaction. In such a unit employee morale and discipline would reach its zenith.
[3]Social objectives :The dissatisfaction of employees is a very dangerous situation for the society. If we keep them dissatisfied as a part of the society,  then criminals anf anti-social elements will emerge from themselves, which will harm the society. So, one of the objectives of labour  welfare activities is to make better, honest citizen.

Q.2 Discuss necessity and importance of labour welfare activities :

[1] For developing standard of living responsibility : Due to labour welfare activities, their  standard of living is raised. A sense of  responsibility is developed in them, and the employee-employer relations are improved. Due to activities are essential.

[2]To satisfy united labour class :  Labour is now united and trade unions have become stronger. They now compel employers to carry out labour welfare activities . for satisfying the united labour class also required to be carried out.
[3] To satisfy  legal requirement : The present government also, through laws,  compel employees to carry out labour welfare activities  compulsory. For fulfilling the legal has made certain welfare activities are required to be carried out.
[4] For social development : In under-development and backward countries labour welfare activities become essential for the social development.

[5] As per the recommendation of international labour organisation : International labour organisation also insists on recommending the  labour welfare activities. So ,its member-coutries will have to carry out such activities. 

Due to following reasons, labour welfare activities are essential in India:
1. To  create stable and permanent labour class : Indian labour resides in dirty and unhygienic residences. They do not get proper balanced food or medical treatment. Due to such condition, stable and permanent labour  class is not created, which is the important requirement of any industry ,in order to reduce labour turnover rate and create stable labour class, they  should be provided clean and beautiful residences, proper food and other facilities . For above all welfare activities are required to be carried out.
2.For improving working Condition : The working condition of an employee in a factory is not much satisfactory. They neither get the proper cross-ventilation nor sufficient protection against   cold or heat. All these affect  their health and consequently on productivity.
3.To free them from bed habits : Insufficient wages, dirty residences and food without , nourishment entraps an  employee into many bed habits. He tries to obtain joy from drinking , gambling or womanising. If the employee is required to be freed from such bad habit, then it can be possible through welfare activities only.
4.To impart proper  education : For providing nourishing food to employee, preganancy benefits to female labour and imparting proper education to children of them also welfare activities are essential.
5. To create psychological sense : Labour is an important part of  production and the society. To create such a sense in him, create enthusiasm in him and remove his sadness also welfare activities  should be carried out .
6. To keep pace with developed countries of the world : Majority of the countries have started showing interest in the labour welfare activities.  keep pace with them also , we should carry out labour welfare activities 



Q.3 Discus scope of labour welfare activities. 
Labour welfare implies the setting up of minimum desirable standards of the provision of facilities like health, food, clothing, housing, medical assistance, education, insurance, job security, recreation etc. Such facilities enable the worker and his family to lead a good working life, family life and social life.
[A] Welfare activities carried out inside the factory :  

[1] Working condition –Environment : An employee should be provided such type of working condition, so that he can work easily and efficiently. The arranged in such a manner that the employee can get sufficient clean air and light. He should be protected against heat and cold. By keeping fencing around machines, he is protected. For removing his boredom and fatigue, arrangement of light music can be done. the employees should be provided protective gears like goggles, gloves and socks, gowns etc.
[2] Industrial  Education and training : Necessary industrial education and training are imparted training to the employees, so that they are able to carry  out their work with more understanding .due to education and training ,the quality of production improves and the extent of accident is reduced. Consequently ,the employees’ income  also gets increased.
[3] Health service : If an employee is healthy ,then he may do his  work more efficiently .so primary health centre or hospital are  opened in the factory for the safely of the employee.

[4] crèche : If there are female employees in the factory ,then the facility of crèche will be a blessing for them. Female employees’ efficiency increases as taking care of their children is not required. Growth of children crèche is beneficial from the larger interest of society.
[5] Arrangement of canteen and meals :  Generally ,an employees,  spends 8 hours in a factory. During this period his necessity of tea and snacks or meals is obvious. So, the factory should provide neat, clean and fair priced canteen facility to them. If employer himself runs the canteen, then it is the best way. if it is not possible , then it can be  handled by a contractor or co-operative basis. 
[6]Bathing facility: If an employee is bored by heat and dust or if his work is of such that he gets dirty and needs to take bath, such bathing facility can be provided. Tata has provided such facility in the coal mines.   
(B)Welfare activities done outside the factory:
Following are the welfare activities carried out outside factories:

(1)Educational Facilities: Providing educational facility to employees and their children is a part of such welfare activity. Scientific management believes in removing illiteracy of its employees. Generally, they provide education to their employees in night schools or in adult education centres. Their children should be provided fees for school and college education.
(2)Entertainment Facility: Entertainment is also essential in an employee's life to remove fatigue and boredom, so that his life becomes joyful. The owner himself makes arrangement for employee club or pays subscription to the club on behalf of employees. By purchasing projectors and showing films to the employees and their family members. Recreation all should contain newspapers, magazines, radio, T.V., V.C.R., indoor games.

(3)Residential Facility: Dirty industrial chawls are a shame on Indian industries. They lead their lives even worse than animals. To save them from such a condition, it is the primary duty of the employer to provide residences to his employee free of cost.
(4)Cost of Medical Treatment: Prestigious industrial houses run no treatment centres or dispensaries for their employees. Those who cannot afford to run such dispensaries, give freedom to their employees to get treatment

from recognised hospitals and pay the bills of their employees.
(5)Transport and Tourist facility: Some employers make arrangement of transport to bring their employees to their work place and then back home. 

(6)Fair price shop: Some of the proprietors run fair price shops so that their employees can get essential goods at fair price. 

(7) Provident fund, pension, gratuity schemes: Provident fund is a scheme of compulsory savings for the employees. The employer also contributes equivalent share. The amount so saved is paid after certain years or when employee retires. 
(8)Other facilities: Besides above financial help, a provision should be made to provide free legal advice to the employees. The employee should be provided leave encashment facility. 

(9)Social security: Due to atomisation, the problem of employee safety is becoming more and more complex. In case of accident, an employee is given compensation to the extent of loss of his earning capacity. Moreover, for pregnancy, sickness and other such situations, compensation is provided. 
Q-4 Write a note on Employee Safety.
It is an employer's duty to protect the health, safety and welfare of their employees and other people who might be affected by their business. Employers must do whatever is reasonably practicable to achieve this. This means making sure that worker and others are protected from anything that may cause harm, effectively controlling any risks to injury or health that could arise in the workplace.

1. Fencing of machinery. All dangerous machinery must be securely fenced e.g., moving .parts- of prime movers and flywheels connected to every prime mover. electric generators etc.
 2. Work on or near machinery in motion. Work on or near machinery in motion must be carried out only by specially trained adult male workers wearing tightly fitting c1othes.
3. Employment of young persons on dangerous machines. No young person shall work at any dangerous machine' unless he has been specially instructed as to the dangers and the precautions to be observed, has received sufficient training about the work, and is under the supervision of some person having thorough knowledge and experience of the machine.
4.  Striking gear and devices for cutting off power. In every factory suitable devices for cutting off power in emergencies from running machinery shall be provided and maintained in every workroom.
5.  Self-acting machines. Moving parts of a self-acting machine must not be allowed to come within 45 cms. of any fixed structure which is not part of the machine.
6. Casing of new machinery. In all machinery installed after the commencement of the Act. certain parts must be sunk, encased or otherwise effectively guarded e.g.. set screw. bolt. toothed gearing etc.
7. Women and children near cotton Openers. Women and children must not be allowed to work near cot/On openers, except in certain cases.
8.     Hoists, lifts, chains etc, Every hoist and lift must be so constructed as to be safe. There are detailed rules as to how such safety is to be secured. There are similar provisions regarding lifting machines, chains, ropes and lifting tackle . 
9. .Revolving machinery. Where grinding is carried on the maximum safe working speed of every revolving machinery connected therewith must be notified. Steps must be taken to see that the safe speed is not exceeded.
10. Pressure plant. Where any operation is carried on at a pressure higher than the atmospheric pressure, steps must be taken to ensure that the safe working pressure is not exceed
11. Floors, stairs and means of access. All floors, steps, stairs, passage and gangways shall be of sound construction and properly maintained. Handrails shall be provided where necessary. Safe means of access shall be provided to the place where the worker will carry on any work.
12. Pits, sumps. openings in floors etc. Pits, sumps, openings in floors etc. must be securely covered or fenced.

13. Excessive weights. No worker shall be made to carry a load so heavy as to cause him injury.
14. Protection of eyes. Effective screen or suitable goggles shall be provided to protect the eyes of the worker from fragments thrown off in course of any manufacturing process and from excessive light if any.
16.  Explosive or inflammable gas etc. where a manufacturing process produces inflammable gas. dust. fume. etc. steps must be taken to enclose the machine concerned, prevent the accumulation of substances and exclude all possible sources of ignition.
17. Precaution in case of fire. Fire escapes shall be provided. Windows and doors shall be constructed to open outwards. The means of exit in case of the fire shall be clearly marked in red letters. Arrangements must be made to give warning in case or fire
18. Specifications of defectives etc. and safety of buildings and machinery. If any building or machine is in a defective or dangerous condition, the inspector of factories can ask for the holding of tests to determine how they can be made safe. He can also direct the adoption of the measure necessary to make them safe.
19. Maintenance of Buildings. If the Inspector of Factories thinks that any building in a factory, or any part of it is in such a state of disrepair that it is likely to affect the health and welfare of the workers. He may serve on the occupier or manager or both in writing specifying the measures to be done before the specified date.
Q-5 State different provisions related to employee health. 
Health and safety of the employees is an important aspect of a company’s smooth and successful functioning. It is a decisive factor in organizational effectiveness. It ensures an accident-free industrial environment.
1. Cleanliness of the factory premises:
 Every factory shall be kept clean and free from effluvia arising from any drain, privy or other nuisance. It is specifically provided that in a factory accumulations of dirt and refuse shall be removed daily, by sweeping or any other method, from the floors and benches of work rooms and from stair cases and passages, and disposed off in a suitable manner, the floor of every room shall be cleaned. This shall be done at least once every week by washing, using disinfectant or by some other effective method. Where a floor is liable to become wet in the course of any manufacturing process to such an extent as is capable of being drained, effective means of drainage shall be provided.
2. Disposal of Wastes and Effluents
Effective arrangement shall be made for the disposal of wastes and effluents arising out of manufacturing process in the factories.
3. Ventilation and Temperature
Provision to be made for ventilation and regulation of temperature in the factories. Effective and suitable measures shall be adopted for securing and maintaining in every room. Adequate ventilation by the circulation of fresh air, and—such a temperature as will secure to workers reasonable conditions of comfort, and prevent injury to health, and in particular the walls and roofs shall be of such material and so designed that such temperature shall not exceed but kept within reasonable limits. The state government shall prescribe the standards of adequate ventilation and reasonable temperature for any factory or part thereof.
4. Dust and Fume 

In every factory, where due to manufacturing process, dust or fume or other impurity arise which is likely to be injurious to the health of workers employed, effective measures shall be taken to prevent its inhalation, and accumulation in any workroom. If it is necessary to install exhaust appliances, it would be installed near the point of origin of the dust, fumes, or other impurity. Measures shall be taken to enclose such points. 

5. Artificial humidification
Maintaining proper extent of humidity in different departments of the unit is directly related with physical and mental health of employees. Every organization should follow government rules and maintain artificial humidification. 

6. Over crowding
No room in any factory shall be overcrowded to such an extent which becomes injurious to the health of the workers employed therein. The Chief Inspector of factories by order in writing shall fix the maximum member of workers to be employed in each room in the factory.
7. Lighting
The Factories Act provides for sufficient and suitable lighting, natural or artificial where workers are working or passing through. Provision of cleaning of inner and outer surface is provided for all glazed windows and skylights used for the lighting of the workrooms. 
8. Drinking Water
In every factory, effective arrangement shall be made at suitable places for sufficient supply of wholesome drinking water. Such places shall be legibly marked ‘Drinking Water’ in a language understood by a majority of the workers employed in the factory.
Unit-3
Industrial Psychology and Industrial Relations

Q-1 What is industrial psychology? Explain concepts/ specialities of Industrial psychology.
Industrial Psychology is the study of people at work in industry and business. The two words "industry” simply pertains to activities relating to manufacturing, trade or business. The word ‘psychology’ denotes the science of the nature, functions and phenomena of the mind or mental activities of a human being or simply put psychology of human behavior.
Industrial Psychology is the study of people at work, the study of their aptitudes, and their qualifications for jobs. It includes the principles and practices of training in the skills and attitudes for Industrial work. Industrial Psychology is a complete study of many things but primarily, it is the study of people as individuals or in groups –at-work situation.
Learn to handle people
Avoid Criticizing People

Don’t Condemn People(Don’t Complain Against People

Give Your Sincere and Honest Appreciation to People

Arouse in Other Person an Eager Want

Be Genuinely Interested in Other People

To Make a Good First Impression...........Smile

Call the People by Their First name

Be a Good Listener
Keep Other Person’s Interest in Mind While Talking

Make the Other Person Feel Important

Don’t Attempt to win on Argument(Never say to Other Person “You are Wrong”

If you are Wrong Admit it

Begin Your Talk in Friendly Way

Ask Gentle Question to Get “Yes, Yes” Response

Let the Other Person Do a Great Deal of the Talking

Give the Other Person Feeling that the Idea is His

Try to See Things from other Person’s Point of View
Basic concepts and technique of industrial psychology are based on the following key principles:

1.Individual differences:
A basic assumption on which psychology is based that every person is different from others in intelligence, aptitudes, attitudes, personality, skills etc.

2.Causation of Human Behavior: 
IP assumes that human behavior is caused. Therefore it is necessary to understand the causes of behavior. 

3. Whole person:
A person is a complete system in himself. It is not possible to separate mind & skills of a person. 

4. Human dignity: 
A person has a mind to think and a heart to feel. He has emotions, sentiments and aspirations which have to be respect by organization.  

Q-2 Discuss scope of Industrial Psychology.
Since Industrial Psychology is the study of people at work and is concerned with the entire spectrum of human. Its scope is the entire process of management dealing with people at work. There is hardly a field in industry where human understanding is not required; there is hardly a problem in industry and business where human aspect is not involved and hence there is hardly an area in which industrial psychology cannot play its role. Industrial psychology is a useful aid to the efficient management of people at work. The principles and techniques of industrial psychology may be applied to the following areas of management:


(1) Recruitment

Appropriate matching of job requirement with the employee's abilities lead to reduction in the cost of hiring, supervision and production. Accurate job analysis, standardised application forms, scientific screening of applications, use of psychological tests for vocational fitness, final overall rating and continuous review and check-up of the entire programme are some of the spheres where the psychologist can make an important contribution several psychological tests may be developed for the proper screening of the people. In this way, psychology may help in recruiting the right man to the right job.


(2) Selection and Placement

Right man should be selected for the right job and industrial psychology helps in this effort also. It develops various devices such as interviews and psychological tests in order to achieve the objective of the selection. It also helps the placement of workers at different jobs scientific assignment of job is possible only with the help of industrial psychology.


(3) Executive Development and Training

A psychologist by studying and investigating managerial problems like delegation, communication and supervision vitalises the already practiced managerial psychology. Individual differences can well be measured by psychological study of the people for training purposes. Continuous and effective use of the capabilities of workers necessitates training of the workers and supervisors. Psychology determines what type of training should be given to the workers.


(4) Promotional Schemes

Why should a man be promoted or transferred or demoted or discharged. These employment situations should be based on abilities, usefulness and seniority. Performance appraisal is one of the psychological techniques to recognise the peoples' ability mere seniority should not be the guiding principle for promotions.


(5) Motivation

The psychologists assume that the causes of different types of human behaviour in industry and business are the needs or the motives that drive an individual to behave in a particular way. Industrial psychology problems into behaviour of people at work to determine the conditions in which an individual or people at work to determine the conditions in which an individual feels motivated and is willing to work whole-heartedly to maximise the productivity. Industrial psychology has identified the financial and non-financial incentives which are used by the management to motivate the personnel.


(6) Attitude and morale

The psychologists have established the relationship between the attitudes of the employees and their performance. Psychological studies outline the major factors favourable or detrimental to good morale and give some class as to the steps which can be taken to give further understanding of needs, perceptions, satisfaction and motivation of people in relation to their working situations.


(7) Wages and salary administration

The wage rates in the industry should be fixed on some suitable and scientific formula. The psychologists have developed the techniques of job evaluation, merit-rating and job analysis as basis for rational wage and salary structure. Job evaluation and merit-rating are the techniques which evaluate the worth of the job and of the man respectively. Merit-ratings technique evaluates the men while the job analysis determines the job description and worth of the job.


(8) Human relations

Human relations may briefly be described as the relations or contacts among individuals in an organisation and the group behaviour that emerges from these relations. The modern industrial psychologists treated people in industry as human being and have made significant contribution to industrial management by developing concepts and techniques of effective leadership. They suggest the possible ways and means to solve the industrial strife.


(9) Human engineering

It is designing and laying out equipment in order to get the greatest efficiency of man-machine system. The industrial psychologists working in human engineering provides data on which management can decide to improve the design and the product for the comfort and to increase the sale to the satisfaction of customers. It also helps in reducing machine breakdowns, wastage of raw materials and training time to workers, to minimise accidents and introduce better performance and job satisfaction. Industrial psychology has humanised the management and opened the way to a much fuller utilisation of the human factor in industry.


(10) Accident prevention

The psychological studies show that 98% of the accidents in industry are preventable. It means personal or psychological factors play an important role in any programme of accident prevention. Monotony and fatigue studies help in minimising the accidents. Psychologists have made the contribution of signals to the development of safety programme and the preservation of human factor in industry.
Q-3 What is Industrial Relations? Discuss importance of industrial relations.

Industrial relation is the relationship between the employer and the individual worker and group of workers within the industry. Industrial relation aims at building a strong relation between the employees and the employer as well as among the employees themselves. A strong industrial relation ensures protection of employee’s interest and successful attainment of organisational objectives in smooth and efficient manner.

According to Dale Yoder “industrial relations is the process of management dealing with one or more unions with a view to negotiate and subsequently administer collective bargaining agreement or labour contract”.
Importance of Industrial Relations

1. Increased Productivity: With amicable industrial relations both the workers and managers continue to work on their respective position and contribute towards the overall productivity of the firm. Thus, IR ensures the continuity of production.

2. Reduced Industrial Disputes: An effective IR helps in the reduction of industrial disputes as both the management and the workers maintain harmonious relations with each other and work in unison towards the accomplishment of production objective.

3. Increased Morale: The peaceful industrial relations boost the morale level of the employees as they feel that their interest coincides with that of the employer’s, and their efforts will result in the overall profitability of the firm.

4. Minimization of Wastage: A good IR ensures reduced wastage as the resources – Man, Machinery, Material are fully utilized and are effectively contributing towards the overall productivity of the firm.

Thus, an effective IR is required to ensure higher production at less cost and increased profits. It covers the system, rules, and procedures to protect the interest of the workmen and the employers.

Q-4 Discuss various objectives of Industrial relations. 
The main objectives of industrial relations system are:-
  To safeguard the interest of labor and management by securing the highest level of mutual understanding and good-will among all those sections in the industry which participate in the process of production. 

  To avoid industrial conflict or strife and develop harmonious relations, which are an essential factor in the productivity of workers and the industrial progress of a country. 

  To raise productivity to a higher level in an era of full employment by lessening the tendency to high turnover and frequency absenteeism. 

  To establish and promote the growth of an industrial democracy based on labor partnership in the sharing of profits and of managerial decisions, so that ban individuals personality may grow its full stature for the benefit of the industry and of the country as well. 

  To eliminate or minimize the number of strikes, lockouts and gheraos by providing reasonable wages, improved living and working conditions, said fringe benefits. 

  To improve the economic conditions of workers in the existing state of industrial managements and political government. 

  Socialization of industries by making the state itself a major employer 

  Vesting of a proprietary interest of the workers in the industries in which they are employed.

Q-5 Discuss scope of Industrial Relations. 
Industrial Relations is a broad term. Different scholars have expressed their views on its scope. According to Dale Yoder, “Industrial relations include policies regarding recruitment, selection, training of workers, personnel management, and collective bargaining.” According to International Labour Organisation (ILO), industrial relations include relations between state and employers and relations between trade unions and employers associations. 

Besides, these also include – freedom of co-operation among the workers and protection of the right to co-operate, enforcement of rules of the organisation, right of collective bargaining, collective settlement, mediation, arbitration and co-operation between officers and employers’ associations. 
Scope of Industrial Relations are as under: 

(i) Administration of policies and programmes of industrial relations, 
(ii) Public Relations, 
(iii) Labour Relations, 
(iv) Recruitment, selection and placement of labourers, 
(v) Formulation of rules relating to law and order situation within the organisation and their explanation, 
(vi) Provision of recruitment test, intelligence test, ability test, skill test, etc. 
(vii) Provision of training and education programme, 
(viii) Preparing report on performance evaluation and ability evaluation, 
(ix) To provide medical and health services, 
(x) To advise in the solution of problems relating to education, trade, health and conduct of the employees, 
(xi) To conduct survey on the attitude of the employees, 
(xii) To complete record of employment of the employees, 
(xiii) To conduct research on employees, 
(xiv) To enforce labour legislations, 
(xv) To provide for redressal of employees grievances, 
(xvi) To provide for collective bargaining and dialogue to minimize labour disputes, 
(xvii) To provide for retirement and pension programme, 
(xviii) To prepare and enforce plan regarding compensation and evaluation of individual work performance,  etc
In a modern organisation, the function of industrial relations is performed by Industrial Relations Department. This function is performed under the supervision of Director, Industrial Relations. In the performance of this function assistance is rendered by different managers and assistants.
Unit-4
Industrial Disputes and Trade unions

Q-1 What is industrial disputes? Explain forms of industrial disputes. 
In common parlance, dispute means difference or disagreement of strife over some issues be​tween the parties. As regards industrial dispute, since its settlement proceeds as per the legal provi​sions contained in the ‘Industrial Disputes’ Act, 1947, hence it seems pertinent to study the concept of industrial disputes from a legalistic angle. 

According to Section 2 (k) of the Industrial Disputes Act, 1947, the term ‘industrial dispute’ means “any dispute or difference between employers and employers or between employers and workmen, or between workmen and workmen, which is connected with the employment or non- employment or the terms of employment and conditions of employment of any person”. 

Forms of industrial disputes :

Strikes: 
A strike is a spontaneous and concerted withdrawal of labour from production. According to Patterson “Strikes constitute militant and organised protest against existing industrial relations. They are symptoms of industrial unrest in the same way that boils symptoms of disordered system”.

Lock-Outs: 
Lock-out is the counter-part of strikes. While a ‘strike’ is an organised or concerted withdrawal of the supply of labour, ‘lock-out’ is withholding demand for it. Lock-out is the weapon available to the employer to shut-down the place of work till the workers agree to resume work on the conditions laid down by the employer. The Industrial Disputes Act, 1947 defined lock-out as “the temporary shutting down or closing of a place of business by the employer”. 

Gherao: 
Gherao means to surround. It is a physical blockade of managers by encirclement aimed at preventing the egress and ingress from and to a particular office or place. This can happen outside the organisational premises too. The managers / persons who are gheraoed are not allowed to move for a long time. 

Non-co-operation and Boycott: 

Boycott aims at disrupting the normal functioning of the organisation. The striking workers appeal to others for voluntary withdrawal of co-operation with the employer. In​stances of boycotting classes and examinations are seen in the Universities also.

Q-2 Discuss various causes of industrial disputes. 
Although there is multitude of cause’s blended together, result in industrial disputes, it is not easy to ascertain the particular cause or causes involved. It has been observed by the experts of industrial relations that the cause of conflict between the two parties is the same in all capitalistic economy. There are a number of causes for industrial disputes as follows: 
(1) Economic Causes: 

(a) Wages: 
The demand for wage increase is the prime-most cause of the industrial disputes. A large number of strikes are being organised to raise a voice against the rise in prices and cost of living. The real wages of the workers decline faster with the increase in price level and they feel dissatisfied with their present emoluments and struggle for the improvement in wages.The Indian employer has no clear-cut and enlightened wage policy.

(b) Dearness Allowance and Bonus: 
Increase in cost of living was the main cause of the demand of dearness allowance by the workers to equate their wages with the rise in prices. Bonus also plays an important role as a cause of industrial dispute. It is interesting to note that in 1966, 49 percent of the disputes were related to wages and bonus. 

(c) Working Condition and Working Hours: 
The working conditions in Indian industries are not hygienic. There is not ample provision of water, heating, lighting, safety etc. Working hours are also greater. The demand of palatable working conditions and shorter hours of work are also responsible for labour disputes. 

(d) Modernisation and Automation of Plant and Machinery: 
The attempt at modernisation and introduction of automatic machinery to replace labour has been the major cause of disputes in India. Workers go on strike, off and on, to resist rationalisation and automation. A strike in cotton textile industry in Kanpur in 1955 is an example of such disputes. Workers in Life Insurance. 

(e) High Industrial Profits: 
During and after the world wars, prices of the commodities went up and the industrialists earned huge profits. In order to get share in the prosperity of the industry, it naturally led to the resentment on their part. The increased profits also led to the demands of higher wages and bonus. Now in the changing world, concept of labour has changed considerably. They think themselves as a partner of the industry and demand their share in the profits. 

(f) Demand for Other Facilities: 
Demand for other facilities for meeting out their basic needs such as medical, education, housing, etc., encourage the workers to resort to direct action because such facilities were denied by the employers. 

(2) Managerial Causes of Industrial Disputes: 

These causes include autocratic managerial attitude and defective labour policies etc. 

(a) Denial of Recognition to Trade Unions: 
Failure on the part of the employer to recognise the trade unions or to recognise the rival union for representation, insult of trade union leaders by the employers are some of the examples of autocratic managerial attitude worth mentioning as the causes of industrial disputes. The attitude of employers towards the labour associations had never been sympathetic. They want to divide them and rule. 

(b) Defective Recruitment Policies: 
The recruitment practices in Indian industries are defective. Recruitment is generally made by the contractors who exploit the workers and suppress their individuality. The defective promotion, demotion, transfer and placement policies encourage dissatisfaction among workers. 

(c) Irregular Lay-Off and Retrenchment: 
Lay-off and retrenchment are reasons to be mentioned for encouraging industrial disputes. Indian employers follow the policy of ‘Hire and Fire’. As a matter of practice, workers are not made permanent for a pretty long time to deprive them of their legitimate rights. 

(d) Defiance of Agreements and Codes: 
The employers regularly defy the provisions of collective bargaining agreements and code of conduct and code of discipline with a view to harass or exploit the employees and just encourage strike. 

(e) Defective Leadership: 
Inefficient leadership is also one of the causes of disputes. Leadership from the management and from the workers is quite incompetent to induce the workers to get them worked. The employers’ representatives are not delegated sufficient authority to negotiate with the workers. 

Q-3 Discuss effects of Industrial Disputes.
Industrial disputes generally arise due to tensions between labour and management, and gives rise to more issues. Following are the consequences of industrial disputes. 
1. Unrest and unnecessary tensions surround the hearts and minds of all the people involved - labourers and senior management. 

2. There is economic loss due to conflicts because conflicts may result in strikes and lock-outs. This causes low or no production resulting in industrial loss. 

3. Industrial losses may cause economic depression because many industries are interlinked. A problem in one industry may drastically affect another industry. 

4. The lives of low-level labourers become worse when they are out of work. They may be the only working members of the family, and their joblessness may lead everyone in the family to poverty. 

5. When industrial conflicts get out of hand, they become a threat to peace and security. Workers may resort to violence and indulge in sabotage. 

Q-4 Discuss solutions of industrial disputes. 
Whatever may be the cause of industrial disputes, the consequences are harmful to all stakeholders-management, employees, economy, and the society. For management, disputes result in loss of production, revenue, profit and even sickness of the plant. A dispute, therefore, needs to be settled as early as possible. Various methods are available for resolving disputes. More important of them are:
Methods of Settlement of Disputes:
1: Collective bargaining

2: Code of discipline

3: Grievance procedure

4: Arbitration

5: Conciliation

6: Adjudication
1. Collective Bargaining

Collective bargaining is probably the most effective method of resolving industrial disputes. It occurs when representatives of a labour union meet management representatives to determine employees’ wages and benefits, to create or revise work rules, and to resolve disputes or violations of the labour contract.

The bargaining is collective in the sense that the chosen representative of the employees (i.e. the union) acts as a bargaining agent for all the employees in carrying out negotiations and dealings with the management. The process may also be considered collective in the case of the corporation in which the paid professional managers represent the interests of the stockholders and the board of directors in bargaining with the union leaders. On the employer side, it is also collective in those common situations in which the companies have joined together in an employer association for purposes of bargaining with a union.

Main Features of Collective Bargaining: 

Some of the salient features of collective bargaining are: 
1. It is a Group Action: 
Collective bargaining is a group action as opposed to individual action. Both the parties of settlement are represented by their groups. Employer is represented by its delegates and, on the other side; employees are represented by their trade union.

2. It is a Continuous Process: 
Collective bargaining is a continuous process and does not end with one agreement. It provides a mechanism for continuing and organised relationship between management and trade union. It is a process that goes on for 365 days of the year.

3. It is a Bipartite Process: 
Collective bargaining is a two party process. Both the parties—employers and employees— collectively take some action. There is no intervention of any third party. It is mutual given-and-take rather than take-it-or-leave-it method of arriving at the settlement of a dispute.

4. It is a Process: 
Collective bargaining is a process in the sense that it consists of a number of steps. The starting point is the presentation of charter of demands by the workers and the last step is the reaching of an agreement, or a contract which would serve as the basic law governing labour-management relations over a period of time in an enterprise.

5. It is Flexible and Mobile and not Fixed or Static: 
It has fluidity. There is no hard and fast rule for reaching an agreement. There is ample scope for compromise. A spirit of give-and-take works unless final agreement acceptable to both the parties is reached.

6. It is Industrial Democracy at Work: 
Collective bargaining is based on the principle of industrial democracy where the labour union represents the workers in negotiations with the employer or employers. Industrial democracy is the government of labour with the consent of the governed—the workers. The principle of arbitrary unilateralism has given way to that of self-government in industry. Actually, collective bargaining is not a mere signing of an agreement granting seniority, vacations and wage increase, by sitting around a table.

7. It is Dynamic: 
It is relatively a new concept, and is growing, expanding and changing. In the past, it used to be emotional, turbulent and sentimental, but now it is scientific, factual and systematic.

8. It is a Complementary and not a Competitive Process: 
Collective bargaining is not a competitive process i.e., labour and management do not coopt while negotiating for the same object. It is essentially a complementary process i.e., each party needs something which the other party has, namely, labour can put greater productive effort and management has the capacity to pay for that effort and to organise and guide it for achieving the enterprise’s objectives.

9. It is an Art: 
Collective bargaining is an art, an advanced form of human relations.

2. Code of Discipline

The code of discipline defines duties and responsibilities of employers and workers. The objectives of the code are:

1. To ensure that employers and employees recognize each others rights and obligations
2. To promote constructive co-operation between the parties concerned at all levels;
3. To secure settlement of disputes and grievances by negotiation, conciliation and voluntary arbitration
4. To eliminate all forms of coercion, intimidation, and violence in industrial relations;
5. To avoid work stoppages;
6. To facilitate the free growth of trade unions; and
7. To maintain discipline in industry

3. Grievance handling 

Grievance procedure is another method of resolving disputes. All labour agreements contain some form of grievance procedure. And if the procedure is followed strictly, any dispute can easily be resolved.

In the meanwhile, a grievance may be understood as an employee’s dissatisfaction or feeling of personal injustice relating to his or her employment relationship. A grievance is generally well-defined in a collective-bargaining agreement. It is usually restricted to violations of the terms and conditions of employment. Other conditions which may give rise to a grievance are:

l. A violation of law,
2. A violation of the intent of the parties as stipulated during contract negotiations,
3. A violation of company rules,
4. A change in working conditions or past company practices, and
5. A violation of health and/or safety standards.

When an employee believes that the labour agreement has been violated, he or she files a grievance. The grievance needs to be ‘resolved according to a set procedure.

Grievance procedures generally establish the following:

l. How the grievance will be initiated?
2. The number of steps in the process.
3. Who will represent each party?
4. The specified number of working days within which the grievance must be taken to the next step in the hearing.

There may be variations in the procedures followed for resolving employee grievances. Variations may result from such factors as organizational or decision-making structures or size of the plant or the company. Larger organizations do tend to have more formal procedures involving a succession of steps. Some general principles which should guide any procedure are:

l. Grievance must be addressed promptly.
2. Procedures and forms airing grievances must be easy to utilize and well-understood by employees and their supervisors.
3. Ego clashes should not be allowed to impede the resolution of disputes.
4. Occurrence of similar grievances must be avoided.

4. Arbitration

Arbitration is a procedure in which a neutral third party studies the bargaining situation, listens to both the parties and gathers information, an then makes recommendations that are binding on the parties. Arbitration is effective as a means of resolving disputes because it is:

I. Established by the parties themselves and the decision is acceptable to them, and
2. Relatively expeditious when compared to courts or tribunals. Delays are cut down and settlements are speed up.

5. Conciliation

Conciliation is a process by which representatives of workers and employers are brought together before a third party with a view to persuade them to arrive at an agreement by mutual discussion between them. The third party may be one individual or a group of people. The alternative name for third party is mediators.

It may be stated that the conciliator has no power to force a settlement, but can work with the parties separately to determine their respective positions, explains a position more fully to the opposition, points out bases for agreement that may not have been apparent previously, helps in the search for solutions, and generally facilitates the reach of an agreement.

In effect, mediators act as communications catalyst, and their effectiveness depends on their impartiality and on their capacity to win the trust of both parties

6. Adjudication

Adjudication means a mandatory settlement of an industrial dispute by a labour court or a tribunal. Generally, the government refers a dispute or adjudication depending on the failure of conciliation proceedings. Section 10 of the Industrial Disputes Act, 1947, provides for reference of a dispute to labour court or tribunal. The Act also lays down rules regarding the composition and powers of labour courts and tribunals.

Disputes are generally referred to adjudication on the recommendation of the conciliation officer who had dealt with them earlier. However, the government has discretionary powers to accept or reject recommendations of the conciliation officer. It is obvious that once a dispute is referred for adjudication, the verdict of a labour court or tribunal is binding on both the parties.

The system of adjudication is the most significant instrument of resolving disputes. But, it has been criticized because of the delay involved in resolving conflicts. Continued dependence on adjudication deprives the trade unions of their right to recognize and consolidate their strength.

Q-5What is trade union? Discuss functions of trade union in India. 
Labour unions or trade unions are organizations formed by workers from related fields that work for the common interest of its members. They help workers in issues like fairness of pay, good working environment, hours of work and benefits. They represent a cluster of workers and provide a link between the management and workers.

Definition
Trade union is a “continuous association of wage earners for the purpose of maintaining and improving the conditions of their working lives.”
“A trade union is an association of employees designed primarily to maintain or improve the conditions of employment of its members.”
Functions of Trade union:

i. Increasing Co-operation and Well-being among Workers: 

The modern indus​try is complex and demands specialization in jobs. This results in extreme division of labor, which leads to the growth of individualism and development of imper​sonal and formal relationships. There is no common unifying bond among the workers. 

It is in this context that the trade unions come into the picture and they promote friendliness and unity among the workers. Besides this, the trade unions also discuss the problems, which are common to all the workers. It is a platform where workers come together and know each other. The trade unions also provide some kind of entertainment and relaxation to the workers. 

ii. Securing Facilities for Workers: 

Most of the industrialists are not very keen on providing the facilities and proper working conditions to the workers. They are more interested in getting their work done to the maximum extent. In such con​ditions, trade unions fight on behalf of the workers and see that the facilities have been provided by the management.

iii. Establishing Contacts between the Workers and the Employers: 

In present days, there are many industries, which have grown into giants. A single unit in a particular industry may employ hundreds of employees. Many times a worker or employee may not have a chance to see their managers. In this situation, the workers are not able to express their grievances before their employers, and even the management does not know the difficulties faced by the workers. 

The trade unions play an important role in bringing to the notice of the employers the diffi​culties and grievances of the employees. They try to arrange face-to-face meetings and thus try to establish contacts between the employees and the employers. 

iv. Trade Unions working for the Progress of the Employees: 

The trade unions try to improve the economic conditions of the workers by representing their cases to the employers and try to get adequate bonus to the workers. 

v. Safeguarding the Interests of the Workers: 

Most of the industries try to exploit the workers to the maximum. They do not provide any benefits such as increas​ing their wages, granting sick leaves, giving compensation in case of accidents, etc. The workers are not made permanent even after many years of service and in some cases they are removed from service summarily. The trade unions provide security to the employees in such situations. 

vi. Provision of Labor Welfare: 

The economic conditions of the industrial workers in India are very poor. The standard of living is very low. A majority of industrial workers in India are illiterate or semi-literate. It is the responsibility of the trade unions to get them proper housing facilities and promote the socio-economic welfare of the laborers. The trade unions also try to arrange educational facilities for the children of the workers.

Q-6 Which are the weakness of trade union in India?
The instability of the trade union movement in India can be traced to a number of causes given below:
Limited Membership: 

Many workers do not enroll themselves as members of any trade union. Membership is mostly confined to urban areas and there also it does not cover all the workers of the organization. Even in the organized sector, membership is not satisfactory to the desirable ex​tent. Trade unionism, it is rightly said, has only touched a fringe of the working class in India. 

 Domination of Political Parties: 

Political parties today dominate the trade unions in India. To achieve their narrow and selfish political motives, the real character of trade unions cannot be adhered to. Political rivalry strikes the true spirit of trade unionism and, unfortunately, the workers suffer. 

Small Size of Trade Unions: The size of trade unions in India is not satisfactory, it is rather small and thus it does not possess, in many organizations, the strength necessary to bargain with the employers. With limited membership and small size, they do not have the required man-power and financial strength to continue their struggle against the oppression of the em​ployer. 

Lack of Unity: 

The trade unions not only have limited membership and small size but also there is multiplicity of unions working in a particular indus​trial undertaking. This leads to division among workers; unity — which is the core of trade unionism — suffers seriously. 

Attitude of Employers: 

Taking advantage of the political rivalries, small size and lack of unity of the trade unions existing is an organization; the employers take apathetic and unbecoming attitude towards workers. They regard establishment of trade unions as “an act of treachery, disloyalty and in​gratitude.” Taking advantage of the ignorance, poverty, illiteracy and ^weakness of the workers, the employers try to disrupt the unity among them. 

 Outside Leadership: 

Leadership of trade unions rests not with the workers but with the outside leaders for whom it is very difficult to feel the pangs of suffer​ings of the workers. Most of these leaders are professional persons like lawyers and social and political leaders who do not really feel for the workers, nor do they actually understand their problems. 

Faulty Method of Labour Recruitment: 

The method of labour recruitment that is usually followed in India weakens trade unions. Majority of the workers are recruited through intermediaries and they remain at the mercy of these intermediaries. The intermediaries themselves bargain with the employers to the detri​ment of the interest of the workers. 

The workers mostly come from villages and, being unable to adjust themselves with the new environ​ment of the urban areas, many of them leave. So, this type of recruit​ment stands in the way of the growth of strong and continuous labour organisations. 

Lack of Interest on the Part of the Workers: 

Workers themselves do not take active interest in the activities of trade unions. This phenomenon is attributable to the migratory charac​ter of the workers, their illiteracy, poverty etc. Their standard of living is too low. They do not think about ‘higher level’ living. All these peculiar characteristics of Indian workers are obstacles to the growth of healthy unions. 

Inadequacy of Finances: 

Another weakness of the trade unions in India is the inadequacy of finances. Funds are limited because of low membership fee, many are defaulters; so, when needs arise, unions cannot fight for want of funds. A continuous fight against management to bargain something needs funds since the workers may have to go on strike during which period they will have to be maintained out of the funds of the trade unions. 

Lack of a Common Goal: 

Trade unions in India today suffer from the lack of a common goal. Since the workers are controlled by the labour wings of different po​litical parties, oneness of mind among the workers cannot be expected. Workers are themselves divided; the rivalry among the trade unions is more severe than their hatred and opposition against the employer. 

Absence of Craft Unions: 

This is a unique feature of the trade unions in India. There is no craft-wise trade union. All workers of different crafts belong to the same trade union and this naturally stands in the way of their coming close to one another. There always remains a distance between work​ers specialized in different crafts. Thus, the trade unions with such members become weak. 
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