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Time: 02:30 PM TO 05:30 PM Total Marks: 70
Instructions:

1. Attempt all questions.
2. Make suitable assumptions wherever necessary.
3. Figures to the right indicate full marks.

Q:-1 Terms 14
(a) Labour Law
(b) Extra Mural
(©) Standing Orders
(d) Principal employer
(e) Adjudication
® WPM
(2) Discipline

Q:-2(A) Explain Objectives and Prineiples of Labour Laws in Detail. 07
Q:-2(B) Explain Statuary & Non-Statuary Labour welfare provisions. 07
OR

Q:-2(B) Explain the term Standing Orders. Mention some major items converted 07
in the Standing Order as per Industrial Employment (Standing Order) Act,
1946.

Q:-3(A) Describe the provisions of Health under Factories Act, 19487 07
Q:-3(B) Explain objectives and important provisions of Child Labour (Prohibition 07
& Regulation) ‘Act, 1986 with suitable examples.
OR

Q:-3(A) Discuss.the obligation of the employer, contractor and employee under the 07
Contract Labour (Regulation &Abolition) Act, 1970?
Q:-3(B) _Explammdifferent Causes of Industrial Dispute. 07

Q:-4(A) " Explain Supreme courts guidelines for sexual harassment of women in 07

workplace.
Q:-4(B) Explain WPM. What are necessary conditions for effective working of 07
WPM?
OR
Q:-4(A) Explain Apprentice Act, 1961. What is essential ingredient of contract of 07
apprenticeship?

Q:-4(B) Define ‘Disputes’ as per Industrial Disputes Act, 1947.Explain various 07
machineries/methods for resolution of industrial disputes as per the Act.



CASE STUDY: The Incident

On Monday afternoon, a member of the organization’s newly established
Incident Response Team was visited by a supervisor who wanted to
discuss a situation in his section. The Friday before he had been walking
to his car after work and noticed a group of employees congregating under
a tree on the premises. They were obviously enjoying a few beers and were
grilling meat on a small charcoal barbecue. They called him over and he
accepted one of the offered beers and took a seat in the shade. About an
hour later, two of the workers began to horse around and show. off their
boxing skills. One employee misjudged his aim and, instead. of merely
coming close, actually made contact and bloodied the other worker’s nose.
The injured worker swore and started throwing blowssas 1fiuntending to
cause harm. The two were pulled apart and everyone told!them to cool
down. The gathering continued and during the banter back and forth the
bloodied employee had commented, “You’re lucky theyspulled me off, or
I’d have kicked your butt.” Everyone laughed. This'morning at work, the
supervisor had heard the workers teasing that employee about being
“beaten up.” This seemed to be taken in good humor at first, but one of the
men kept laughing about it and telling all the employees who had missed
the fun about what had happened. Over a few hours a number of the other
employees had told him to “drop it already,”but he seemed unwilling to
do so. The supervisor noticed the butt of the jokes seeming to get more
and more sullen about the ribbing. One.of the other employees came up to
the supervisor and warned him thataf he didn’t do something there might
be trouble. The supervisor talked to/the harasser and told him to knock it
off, which ended the teasing. The other employees seemed to appreciate
the intervention. The supervisor mentioned the situation while having
lunch with the Human Resources/Manager. He was surprised when the
Human Resources Manager,said that the “I’d have kicked your butt”
comment on the prior Friday was a violation of the company policy against
verbal threats and that he wanted the employee fired under the “Zero
Tolerance” clause of the'workplace violence policy. The supervisor felt
that this was ridiculous.and wanted the Incident Response Team to decide
what should be done.

Incident Response

The Incident Response Team met and considered the situation. Some
members argued that “Zero Tolerance” required firing of both the
employees whose horseplay had gone too far. Others argued that the
situation simply had been a brief spate of alcohol-fueled temper that had
resolved itself before the gathering had broken up. There was also a lot of
debate over the supervisor allowing the employees to drink on the
premises after work, as well as his own participation in the drinking. The
legal advisor to the team said that any threat, no matter how unlikely to be
carriedrout, should result in firing. Otherwise, the managers involved
might be personally liable if the situation ever developed into violence.
The discussion also involved the conduct of the worker who could not let
up teasing on Monday. The team also considered that the “boxing” itself
possibly violated the company’s rule against horseplay. The Industrial
Relations member of the Incident Response Team said that, due to the
after-hours nature of the activity, and the fact that a supervisor had failed
to prevent the horseplay, there would be no way any discipline would go
uncontested by the union. After listening to all views, the organization’s
senior executive separately called in the two employees from the Friday
incident. They were both surprised that anyone would think that the words



Q:5(A)
Q:5(B)

Q:5(A)
Q:5(B)

spoken could have been mistaken for anything but good-natured ribbing.
Both said that they continued to have a good relationship and thought the
whole matter overblown. They also agreed that the employee who kept
bringing up the incident on Monday was a loudmouth whom no one took
seriously, and that the supervisor’s verbal correction had been all that was
necessary.

Resolution

It was decided that the entire section would be retrained on the company
house rules relating to remaining after hours on premises, and the alcohol
and horseplay prohibitions. The supervisor met with seniormanagers who
pointed out how his lack of proper supervision had set the stage for what
could have become a major liability for the company, either through
fistfights or vehicle accidents arising from employees being allowed to
drink on premises before driving home. He acknowledgedhis failures and
accepted the written reprimand without dispute. The employee who had
made the “kicked your butt” comments was verbally counselled that such
comments, even in jest to friends, could be misconstrued by others and
cause concern. The employee who had taunted his co-worker on Monday,
was counselled to consider how his words.could have been irritating to
everyone he worked with. He apologized and'said he would not do it again.

QUESTIONS:

Will “Zero Tolerance” in your organization require firing of all violators
of your workplace violence or safesworkplaee policy?

Are your supervisors properly enforcing work rules in order to prevent
situations conducive to potential violence or other injury?

OR

Does your Incident Response Team consist of diverse disciplines and
perspectives to allow for all aspects of situations to be addressed?

Does your team have a single leader who can listen to conflicting views of
members and make deeisions as to what course of action to take in the
absence of consensus?
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