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ABSTRACT Disciplinary proceedings in the manufacturing industries is initiated aiming to correct the erring employ-
ees whose behaviour is not aligning with the culture, code of conduct, standing orders and other terms 

and conditions of employment framed and implemented by the management from time to time. Needless to say, ini-
tiating the disciplinary proceedings is the prerogative of the employer but at the same he is expected to implement 
the said process within the framework of principles of natural justice. The rules of principles of natural justice is very 
exhaustive and subjective and hence a fair, reasonable and neutral approach to be adopted by the management in the 
course of disciplinary proceedings. However, in reality, the survey conducted among the workmen in the manufactur-
ing industries at SIPCOT reveals that the perception of the workmen are not positive towards at various steps of the 
disciplinary proceedings. In this context, this paper attempts to seek the views of various stake holders, who are expe-
rienced in disciplinary proceedings and managing the industrial relations for more than 2 decades, about the outcome 
of the survey.

INTRODUCTION 
The objective of disciplinary proceedings is to maintain 
discipline within the organization and prompt the employ-
ees to adhere to the policies, rules and regulations of the 
organization. The main philosophy ideally lying behind is 
to improve the job related behaviour and performance of 
the employee. Hence, any employee deviates from the val-
ues, polices, rules and regulations of the organization will 
be viewed adversely and such employee will be required 
to undergo the disciplinary proceedings initiated against 
him for the misconduct alleged against him. 

It is a general apprehension of the workmen at large and 
the trade unions is that the management uses disciplinary 
proceedings as a tool to victimize the workmen who are 
actively involved in the trade union activities. Further the 
workmen and the trade unions strongly apprehend that 
the management dilutes the solidarity of the unity of the 
workmen when they form the union and collectively bar-
gain for the wages and other service conditions. Due to 
this apprehension, most of the times the management 
finds very difficult even serving the charge sheet to the de-
linquent workman because the unions oppose such actions 
vehemently with a perception that initiation of disciplinary 
proceeding itself will certainly lead to dismissal of the 
said workman. During such situations, both management 
and union maintain their own stand without reaching any 
consensus resulting into dead lock. This will subsequently 
precipitate to strikes and lock outs affecting the industrial 
peace, harmony, productivity of the organization and ulti-
mately, needless to say, economy of the country. 

It is a well settled principle through the judgements of 
various High Courts and Supreme Court of India that the 
Disciplinary Proceedings to be conducted in accordance 
with the Principles of Natural Justice viz., No one shall be 
a judge in his own cause and hear the other side or no 
one shall be condemned unheard. Though the interests of 
the workmen are protected against arbitrary action or vic-
timization by the employer, the workmen at large and the 

trade unions are not having confidence in the process dis-
ciplinary proceedings and lack trust on the management, 
which is a critical element in the industrial relations sce-
nario.

In the above context, a study was conducted at SIPCOT, 
Cuddalore by providing questionnaire to the workmen 
employed in various manufacturing industries there and 
having analyzed the outcome of the study, it has been 
inferred that the perception of the workmen are not very 
positive towards most of the steps in the process of disci-
plinary proceedings.

REVIEW OF LITERATURE
Disciplinary Proceedings
Malhotra O.P., (2010) articulated that there is no proce-
dure prescribed for disciplinary action, either in the Indus-
trial Disputes Act, 1947 or in the rules made there under 
which should be complied with before inflicting disciplinary 
punishment upon an industrial employee. Perhaps, the 
only statutory provision relating to an enquiry is Item 3 
of Schedule 2 to the Industrial Disputes Act, which gives 
Labour Courts power to deal with “discharge or dismissal 
of workmen including reinstatement of, or grant of relief 
to, workmen wrongfully dismissed”. Apart from this, there 
seems to be no statutory provision, and this entire branch 
of labour laws is the creation of our socially conscious judi-
ciary, which has done pioneering work in this area of study.

Misconduct
The expression ‘misconduct’ has not been defined either 
in the Industrial Disputes Act, 1947 or in the Industrial Es-
tablishment (Standing Orders) Act, 1946. The dictionary 
meaning of the word ‘misconduct’ is ‘improper behaviour, 
intentional wrong doing or deliberate violation of a rule of 
standard of behaviour’.

Charge Sheet
In State Bank of Bikaner and Jaipur Vs Prabhu Dayal Grow-
er (1995), the court held that the charge sheet is the vital 
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and an important document seeks to fulfill one of the ba-
sic postulates of the rules of natural justice that a fair and 
reasonable opportunity of being heard should be given to 
the person assigned which obviously would not be possi-
ble unless he is specifically told of the accusations leveled 
against him.

Suspension Pending Enquiry
Where the charges are of serious nature, the employer 
may suspend the delinquent workman pending the en-
quiry. In this connection, a Division Bench of the Delhi 
High Court in Delhi Electric Supply Undertaking Vs GP Sat-
sangi (1984) has struck a note of caution in exercising the 
power of suspension that the power of suspension has to 
be exercised with circumspection, care and after applica-
tion of mind. The disciplinary authority must make a fair 
and proper assessment of the matter in the given circum-
stances which in the light of the material available and col-
lected during the primary investigation would lead to the 
likelihood of removal or dismissal of the employee from 
service. A proper judgment exercised would prevent un-
necessary harassment and humiliation of suspension.

Natural Justice
The barest requirement of a domestic enquiry is that the 
charged workman must be given a fair chance to hear the 
evidence in support of the charge and put such relevant 
questions by way of cross - examination as he desires and 
then he must be given a chance to rebut the evidence led 
against him. In Central Bank of India Vs Karunamoy Baner-
jee (1967), the Supreme Court observed that  if the allega-
tions in the charge sheet are denied by the workman, it is 
needless to state that the burden of proving the truth of 
allegations will be on the management, and the witnesses 
called by the management must be allowed to be cross 
examined by the delinquent workman and the latter must 
also be given an opportunity to examine himself and ad-
duce any other evidence that he might choose in support 
of his plea.

OBJECTIVES
· To seek the views of various stakeholders viz., human 

resources professionals, domestic enquiry officer, advo-
cate and the union leader about the perception of the 
workmen of manufacturing industries at SIPCOT, Cud-
dalore;

· To validate their views with the perception of the work-
men

· To offer suggestions for the manufacturing organiza-
tions at SIPCOT, Cuddalore to improve their approach 
in disciplinary proceedings.  

 
METHODOLOGY
The views of the stake holders sought through direct in-
terview and telephonic interview. Various questions, based 
the on the perception of the workmen employed in the 
manufacturing industries at SIPCOT, Cuddalore and par-
ticipated in the survey, were placed before the stake hold-
ers. The replies and views of the stake holders have been 
restated in writing and sent by email to them and sought 
their concurrence. Post obtainment of their concurrence, 
the excerpts of their views have been used in this article 
for discussion.

The first segment of stakeholders is the human resources 
professionals who are working in the manufacturing indus-
tries and having exposure on disciplinary proceedings and 
managing the industrial relations for more than two dec-
ades. The second segment of stake holders is the advo-

cates cum advisor in industrial relations and labour laws 
having more than 25 years of experience in the industrial 
domestic enquiry and industrial adjudication before the La-
bour Courts. The third segment of stakeholders is the un-
ion leader of CITU who are playing vital role in determin-
ing industrial relations in the manufacturing industries at 
SIPCOT, Cuddalore.

The details of the first segment stakeholders are: (1) Mr. 
Fredrick Castro, Head – Employee Relations, Prolec GE, 
Chennai, (2) Mr. Suresh V.G., Head – HR, Seshasayee Pa-
per & Boards Limited, Erode, Tamil Nadu, (3) Mr. Narasi-
man K.P., Head – HR, Magick Woods Exports Pvt Limited, 
Maraimalai Nagar, Chennai and (4) Mr. Ranganathan, R.S., 
Senior Manager – Employee Relations, Hyundai Motor In-
dia Limited, Chennai.

The details of the second segment of stake holders are: (1) 
Mr. Babu K., Advocate cum Advisor- Industrial Relations & 
Labour Laws, Pondicherry and (2) Mr. Vedanayagam P.J.X., 
Advocate and Labour Law Practitioner, Cuddalore, Tamil 
Nadu.

The third segment of stake holder is Mr. Karuppaiyan P., 
District Secretary, Centre of Indian Trade Unions (CITU), 
Cuddalore District, Tamil Nadu. 

DISCUSSION
1.  The survey data reveals that 77.7 % of the respond-

ents say that the copy of the standing orders is not 
provided to the workmen. Fredrick Castro viewed that 
on demand by the workmen a copy of the standing or-
ders to be provided to them. Similarly, the display of 
the standing orders in the conspicuous places of the 
industrial establishment is not implemented though 
it is a statutory requirement under the Act. Vedanay-
agam P.J.X admitted that the copy of the standing or-
ders is not displayed in most of the organizations. He 
added that it is advisable to translate the standing or-
der in the vernacular language known to the workmen 
and displayed in the factory. Fredrick Castro specifi-
cally emphasized that display means neatly displayed 
and should be in a readable condition.  Adding to this 
statement, Babu K viewed that some of the human re-
sources professional themselves are not aware of this 
requirement and also the enforcement authorities un-
der the Act is not effective. From this, it is inferred that 
the perception of the workmen pertaining to providing 
copy of the standing orders and displaying  the same 
in the factory is validated and found to be correct.

2.   The respondents to the tune of 63.6 % had expressed 
that they are not aware of the gravity of the miscon-
duct. While speaking to Babu K, he confirmed that 
since the implementation of standing orders is not ef-
fective as stated above, there is reason to believe that 
the workmen lack awareness about the gravity of the 
misconduct. Vedanayagam P.J.X told the author that 
the management should take effort to train the work-
men and make them to understand the list of com-
missions and omissions constitute misconduct under 
the Act. Adding to the above statement, Karuppaiyan 
P admitted that the union has got the responsibility of 
educating the members of the trade union pertaining 
to misconduct. He also added that the management 
has the primary responsibility in this regard.

3.  Regarding the complaint, 78.7% of respondents ex-
pressed that normally copy of the complaint is not pro-
vided to the delinquent workman. Though Suresh V.G. 
is in favour giving copy of the complaint to the delin-
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quent workman, Ranganathan R.S had a distinct view 
in this regard. He admitted that ideally copy of the 
complaint to be given to the delinquent workman. But 
normally the management will have the apprehension 
that the complainant will be influenced by the union 
and the delinquent workman by threatening or by oth-
er means to dilute the severity of the charges. Hence, 
the management will not give copy of the complaint. 
However, the management can hold the complaint 
document till enquiry only and during the enquiry it 
has to be marked as management document and the 
delinquent workman will have access to the document 
during that time. Vedanayagam P.J.X affirmed the said 
view and he stated that it is enough that the copy of 
the complaint may be given at the time of enquiry. 
Babu K also emphasized that copy of the complaint 
has to be given at least at the time of enquiry. Also, 
both the advocates have categorically told that copy of 
the complaint to be provided to the delinquent work-
man in the vernacular language. However, concreting 
the perception of the respondents, Karuppaiyan P ne-
gated the apprehension of the management that the 
complainant would be threatened. According to him, 
if copy of the complaint is not given along with the 
charge sheet, it has to be given at the time of enquiry. 
Once the delinquent workman receives copy of the 
complaint he would pray time to study the complaint 
and prepare his defence. The enquiry officer might 
give a minimum of week’s time and that duration is 
enough for the delinquent workman and the union to 
threaten the complainant, if they really wanted to do 
so. In this context, he criticized that the apprehension 
of management is concocted and imaginary. He reit-
erated that copy of the complaint must invariably ac-
company the charge sheet enabling the delinquent 
workman to prepare his defence and non adherence to 
this requirement would amount to denial of reasonable 
opportunity to the delinquent workman. Moreover, he 
added, the objective of insisting copy of the complaint 
is to ascertain whether the charge sheet is prepared 
based on the complaint since most of the times the 
charge sheet is issued without the complaint and the 
complaint is prepared with back dated. 

4.  While discussing about the preliminary enquiry, Babu K 
and Karuppaiyan P told that the objective of the pre-
liminary enquiry itself to ascertain whether there is any 
prima facie case against the workman concerned. In 
this context, it is desirable that an opportunity may be 
given to the said workman and seek his views. This will 
help the management to avoid taking hasty decision 
and issuing the charge sheet unnecessarily. Affirming 
the above statement, Vedanayagam P.J.X reiterated 
that if preliminary enquiry is initiated, it is mandatory 
that an opportunity to be given to the said workman 
and seek his views.

 5.  About 65.8 % of the respondents have indicated that 
the charge sheet is not clear and specific. Supporting 
to this perception of the respondents, Babu K while 
sharing his experience has confirmed that approxi-
mately in 40% of the cases, the charge sheet is not 
clear and it does not contain all the details like date, 
time, place of occurrence of the incident etc.,  It is also 
not specific about the alleged charges. To illustrate, if 
the charges are pertaining to using abusive language 
by the delinquent workman against the co-workman or 
the superiors, the verbatim words of the abusive lan-
guage are not stated in the charge sheet. According to 
Vedanayagam P.J.X, the charge sheet to be clear and 
specific and mere technical flaws like not mentioning 

the exact provisions of the misconduct in the charge 
sheet is condoned by the courts in most of the cases. 
According to the court, the content of the charges as 
mentioned in the standing orders is more important.

6.  The respondents to the tune of 75 % expressed that 
the management suspend the delinquent workman 
pending enquiry, in order to paralyze the union ac-
tivities. Also, 71.4% of the respondents expressed that 
the suspension pending enquiry is not implemented 
considering the gravity of the misconduct. On citing 
this outcome to the interviewers and asked the reason, 
Ranganathan R.S viewed that it is part of the manage-
ment strategy because at times management is com-
pelled to take such action against some of the work-
men who work against the organization affecting the 
interest the organization and the employees at large. 
Also, he added that the management never charges 
any workman on false or fake grounds. The action will 
be taken against the alleged misconduct and based 
on the complaint only. However, in some companies, 
as a part of industrial relations strategy, it has been a 
practice to put an employee on suspension pending 
enquiry even on a flimsy ground in order to put some 
sort of pressure on union or a group. Babu K told that 
it is true to the extent of 10 % to 20% of the cases. 
This is due to the organization culture and attitude 
and approach of the disciplinary authority and human 
resource professionals. Vedanayagam P.J.X while react-
ing to this question categorically replied that when the 
situation warrants, the management is at liberty to sus-
pend the delinquent workman pending enquiry. Man-
agement is the best judge to decide the circumstances 
and invoke the suspension. The delinquent workman, 
if aggrieved, may approach the appropriate forum and 
establish that the suspension is malafide. In this re-
gard, Karuppaiyan P has strongly viewed that the man-
agement suspending the workman pending enquiry to 
psychologically destabilize the said workman and other 
workmen who are active trade unionists. The approach 
of the management in this regard is to discourage the 
right to form association and collective bargaining. 

7.  Regarding the appointment of enquiry officers and 
representation of parties, Babu K and Vedanayagam 
P.J.X are in the opinion that it is a normal practice by 
the management to appoint advocate as an enquiry 
officer. The advocate will be presumed as neutral per-
son and expected to conduct the enquiry as per the 
principles of natural justice. There is lot of pronounce-
ments by Supreme Court in this regard. Both of them 
have further viewed that the management normally will 
not concede to the request of the delinquent workman 
to change the enquiry officer when he has an appre-
hension that the enquiry officer will not conduct the 
enquiry in fair and reasonable manner and he will not 
get justice in the enquiry. Vedanayagam P.J.X added 
that such apprehension is inevitable. The delinquent 
workman, if aggrieved by the outcome of the enquiry, 
he can very well seek remedy under Section 11A of 
the Industrial Disputes Act, 1947. In this regard, Nar-
asiman K.P added a different dimension that the de-
linquent workmen and the unions, as a part of their 
strategy, invariably question the validity of the appoint-
ment of enquiry officer. Almost in every enquiry it is an 
issue faced by the management. Due to this approach 
of the union, the management is unable to distinguish 
between genuine request and fake request of the un-
ion and the delinquent workman in this regard. Hence, 
such request is not normally considered. While discuss-
ing about the representation by the legally trained 
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person on behalf of the delinquent workman, Babu K 
told that in case the management representative is a 
legally trained person, the delinquent workman to be 
permitted to be represented by an advocate or legally 
trained person. Ranganathan R.S while expressing a 
distinct view he told that the representation for the de-
linquent workman to be governed by the provisions of 
standing orders. He stated that in Hyundai Motor India 
Limited, as per the provisions of the Certified Standing 
Orders, the delinquent workman is permitted to have 
a co-workman belong to the same shop floor where 
the delinquent workman is also working. Alterna-
tively, he will be permitted to be assisted by an office 
bearer of the trade union recognized by the manage-
ment. In view of Karuppaiyan P, most of the workmen 
are not aware of the domestic enquiry processes and 
not competent enough to understand the manage-
ment documents and lack ability to cross examine the 
management witnesses. This will hold good for the 
co-workman also who participate in the enquiry along 
with the delinquent workman. Hence, he urged to 
amend the Standing Orders Act incorporating a provi-
sion enabling the delinquent workman to bring an ad-
vocate or the office bearer of the trade union including 
the outside office bearer to assist him in the enquiry.

8.  Among the total population of the respondents, 82.6 
% of them have the perception that the punishment 
does not commensurate to the gravity of the miscon-
duct and it is shockingly disproportionate. Also, about 
74.7% of the respondents viewed that the manage-
ment never concede to the request of the delinquent 
workman to alter, reduce or cancel the proposed pun-
ishment. Strengthening the perception of the work-
men, Narasiman K.P viewed that it is true that the pro-
posed punishment may not at times commensurate to 
the misconduct. Moreover the proposed punishment 
is pre determined at the beginning of the disciplinary 
proceedings. This is being done to weed out the trou-
ble makers who are detrimental to the interest of the 
organization and spoiling the smooth industrial envi-
ronment. In his view of Ranganathan R.S, generally in 
most of the situations, the quantum of punishment is 
being decided based on the gravity of the misconduct 
by the Management. However, this also depends upon 
the  industrial relations climate of the specific company. 
Sometimes, due to certain unavoidable circumstances, 
the management will be forced to view simple mis-
conduct very seriously and award serious punishment 
which might be, from the eye of law, shockingly dis-
proportionate to the gravity of the misconduct. Re-
garding the request of the delinquent workman to 
reduce, alter or cancel the punishment, Narasiman 
K.P confirmed that sometimes the management may 
consider such request and nothing wrong in consider-
ing such request provided if the delinquent workmen 
realizes his misconduct , tenders unconditional apol-
ogy, assures to co-operate with the management and 
perform his job effectively and this has been endorsed 
by Vedanayagam P.J.X also. On the other hand, Ran-
ganathan R.S has given a distinct view that in general, 
in most of the cases, the management do not intend 
to cancel or reduce the punishment. However, as an 
exception, in certain cases, to maintain cordial relation-
ship and for smooth industrial relations, the manage-
ment may concede to the request of the union and 
reduces the punishment imposed on the delinquent 
workman. Karuppaiyan P categorically told that all the 
proposed punishments are shockingly disproportionate 
irrespective of the gravity and nature of the miscon-

duct. He added that all the enquiries are concluded 
with dismissal only which reveals that the management 
initiates the disciplinary proceedings with an ulterior 
motive of dismissing the delinquent workman from the 
services. Also, he told that the management is “not 
at all” conceding to the request made by the delin-
quent workman and the union to reduce or alter the 
punishment. He agreed that there is no second opin-
ion about inflicting punishment to the delinquent work-
man if the misconduct is proved against him. He urged 
the management to evaluate the feasibility of  inflicting  
various punishments provided in the standing orders 
commensurate to the gravity of misconduct  rather dis-
missing the delinquent workman. 

9.  The respondents to the tune of 71.6 % state that the 
management initiates disciplinary proceedings against 
a workman who is a active trade unionist. Also, 82.0% 
of the respondents have the perception that the man-
agement uses the disciplinary proceedings as a tool to 
dilute the right to association and collective bargain-
ing. While replying to the above survey, Narasiman 
K.P stated that it is specific to the organization and 
industrial climate prevailing over there. If any of the 
unions is very unreasonable and non co-operative to 
the management resulting into affecting the organiza-
tion growth and the industrial peace, disciplinary pro-
ceedings is used as a tool to curb such unions and its 
members. Concreting to the above statement, Ranga-
nathan R.S added that it is organization specific and 
depends on the industrial climate of the organization. 
Sometimes, when the union is not co-operating even 
for the reasonable requirements of the management to 
change the work norms or to increase the productiv-
ity, the management may give counter pressure to the 
union by initiating disciplinary proceedings that too on 
the workmen who have really committed certain mis-
conducts. However, he added that initiating disciplinary 
proceedings on some workman on a false or frivolous 
charge is not at all accepted and that will ruin the trust 
that the union has on the management in the course 
of time.    Babu K and Vedanayagam P.J.X have also 
confirmed that the disciplinary proceedings is used 
as a tool to dilute the right to association and collec-
tive bargaining and Karuppaiyan P affirmed the above 
statement.

SUGGESTIONS AND RECOMMENDATIONS
1. The human resources professionals of manufacturing 

industries at SIPCOT, Cuddalore, as a part of best HR 
practices, should translate the copy of the certified 
standing orders in vernacular language and provide to 
all the workmen, as practiced in Hyundai Motor India 
Limited, Chennai.

2.  The copy of the certified standing orders should be 
displayed in English and in the vernacular language 
known to majority of the workmen and displayed in a 
neat and readable condition at the conspicuous places 
and in the shop floors of the factory. Since it is a statu-
tory requirement, the management has to comply with 
this requirement and in the event of non adherence, 
the union shall intervene and ensure compliance.

3.  As suggested by Vedanayagam P.J.X, the management 
should take effort to train the workmen and make 
them to understand the list of commissions and omis-
sions constitute misconduct under the Act. Also, as re-
iterated by Fredrick Castro and agreed by Karuppaiyan 
P, the union also has to play a major role in educating 
the workmen about the standing orders, nature and 
severity of misconduct and the Industrial Disputes Act.
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4.  The union has to play a vital role in co-operating with 
the management to conduct the domestic enquiry 
smoothly. It has got high responsibility of removing the 
apprehension of the management that the union and 
the delinquent workman influence the complainant and 
the management witnesses.  Unless the union to do 
so, it is not reasonable on the part of the delinquent 
workman and the union to expect copy of the com-
plaint and the list of management witnesses. On the 
other hand, the management also cannot take shelter 
always under this apprehension and deny copy of the 
charge sheet. When the management initiates the do-
mestic enquiry against a workman, the burden of proof 
lies on the management only to prove the charges and 
hence the management should take all precautions to 
prove the charges rather merely raising an apprehen-
sion and shifting the blame on the delinquent work-
man or group of workmen or trade union.

5.  The management shall ensure that the copy of the 
complaint, charge sheet, notice of enquiry, manage-
ment documents filed in the enquiry, enquiry proceed-
ings, enquiry report, standing order and all the day to 
day communications are provided to the workmen in 
the vernacular language.

6.  As suggested by Babu K,  it is desirable that an oppor-
tunity may be given to the workman in the preliminary 
enquiry and seek his views. This will help the manage-
ment to avoid taking hasty decision and issuing the 
charge sheet unnecessarily.

7.  The management shall ensure that the charge sheet is 
very specific and clear having all relevant details and 
very importantly the nature of misconduct to be very 
specifically mentioned, as stated in the certified stand-
ing orders.

8.  The management shall ensure the adherence of princi-
ples of natural justice by providing reasonable oppor-
tunity to the delinquent workman at every stage of the 
disciplinary proceedings. 

9.  Considering the competitiveness prevailing in the 
global market,  the union, its office bearers and the 
members have got high responsibility in co-operat-
ing with the management to increase the productiv-
ity norms, producing the goods at the affordable cost 
without compromising on quality standards. They 
should also actively get involved in all the initiatives 
taken by management pertaining to 5S, First Aid, Safe-
ty, Environment, Quality Circles, Kaizens and obtaining 
of various ISO Certifications.  By showing such posi-
tive gesture by the workmen and the trade union,  the 
management will also change its perception  and have 
very constructive and positive approach in dealing the 
disciplinary proceedings.

10.  The workmen shall realize the necessity of forming new 
or additional unions, when already couple of unions is 
recognized by the management. Multiplicity of unions 
is not a healthier sign for the flourishing organization 
and it will add unnecessary administrative burden to 
the management also. The unions should be formed 
for the interest of the workmen at large rather to cater 
the vested interests or to satisfy the self ego of certain 
workmen. Management also should recognize the un-
ions who are really, genuine,  neutral and reasonable 
to both the management and the workmen.  

 
CONCLUSIONS
To conclude, as told by Pope Leo XIII , “each needs the 
other; Capital cannot do without Labour. Nor Labour with-
out Capital” should be borne in the minds of both the 
management and the union. In the contemporary business, 
the union should understand the crisis being encountered 
by the management in terms of hectic competition due to 
globalization and come forward to extend whole hearted 
co-operation to improve the business of the organization. 
By doing so, the union is not only securing the interests of 
the organization but it secures the interest of the workmen 
at large. The management also should come forward to 
deal with the grievances of the union and the workmen in 
a proactive and reasonable manner and deal the discipli-
nary proceedings constructively to avoid undue industrial 
unrest.
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