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Abstract

The paper analyses the role of collective bargaining in industrial disputes by comparing the
public and private sector organisations of Andhra Pradesh. The study is based on the industrial
relations theory, as it examines the relationship between differences in bargaining structures
and the rate, duration, and severity of industrial disputes. Using a mixed-method design, 300
respondents (including employees, human resource managers and trade union representatives
in the two sectors) were surveyed, and statistical methods (correlation, regression, t-tests, and
ANOVA) were used to analyse the data.

The results indicate that there is a strong negative correlation between collective bargaining
and industrial disputes, indicating that effective collective bargaining reduces workplace
conflict. The findings also show a significant sectoral variation, where public sector
organisations have stronger bargaining systems and fewer disputes, whereas the institutions of
the private sector have more frequent disputes because of their weak institutional frameworks.
Notably, sector type is identified as a moderating variable, which affects the degree to which
collective bargaining is related to industrial disputes.

The research adds to the theoretical knowledge of industrial relations as it combines the views
of pluralism and conflict without diminishing the importance of the institutional context. It
equally offers practical and policy suggestions to enhance the collective bargaining practice,
especially in the private sector, to ensure that industrial harmony and sustainable economic
development are achieved.
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INTRODUCTION

Industrial relations are a dynamic relationship between labour, management, and the state,
which has significantly influenced the socio-economic landscape of developing economies like
India. Collective bargaining has become one of the most critical institutional tools in regulating
employment conditions, enhancing worker participation and reducing industrial tensions
among the workers. Nevertheless, industrial disputes remain a reality, even after being
institutionalised, and raise critical questions regarding the effectiveness of bargaining systems
across sectors.

Trends in industrial disputes in the Indian context fluctuate over a decade, and they also
demonstrate changes in the structure of labour markets, the growing informalization, and the
changing employment practices (Labour Bureau, 2020). Colonial labour policies, post-
independence legislation, and trade union movements have played a central role in the
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development of collective bargaining. The introduction of the Industrial Disputes Act, 1947,
institutionalised the dispute resolution methods, but it failed to make collective bargaining in
all industries equally effective (Bhattacherjee, 2016).

The distinction between the public and the private sector organisations has widened even after
liberalisation, privatisation and globalisation (LPG reforms). Organisations in the public sector
are highly unionised, and their systems of bargaining, in contrast to those in the private sector,
are becoming more individualised and increasingly undermining collective representation
(Sengupta et al., 2017).

The state of Andhra Pradesh offers a special industrial environment because of its diversified
economy comprising pharmaceuticals, textiles, manufacturing and IT industries. Due to the
growth of industrial belts and special economic zones, labour market changes have been
accelerated, and this has affected the bargaining mechanisms and the pattern of disputes.
Research Problem

Regardless of institutional arrangements, industrial unrest is common, especially in those
sectors where collective bargaining systems are either weak or disjointed. This raises a critical
question of whether collective bargaining is really effective in minimising disputes and how
this relationship varies across sections.

Objectives of the Study

1. To investigate the influence of collective bargaining on industrial disputes.

2. To determine the effectiveness of collective bargaining in the public and private sectors.
3. To study the difference in industrial disputes across sectors.

4. To provide policy and managerial implications.

Review of Literature
Collective bargaining at the international level is generally accepted as one of the most
important institutional approaches to ensuring industrial peace and alleviating labour strife in
the workplace. The Organisation for Economic Co-operation and Development (2019)
emphasises that coordinated systems of bargaining will lead to a decrease in wage inequality
and the reduction of industrial disputes because they help build trust and organised negotiation.
Similarly, research by Alex Bryson, John Forth, et al. (2020) shows that employee
representation plays a vital role in minimising conflict in the workplace and increasing job
satisfaction. The International Labour Organisation (2020) also highlights that collective
bargaining is an important tool to ensure decent work and social dialogue, but its deterioration
is due to the declining union density in the world. Preceding works by Richard B. Freeman and
James Medoff (1984) conceptualise collective bargaining as a voice mechanism, which assists
in avoiding the escalation of conflict.
Collective bargaining in the Indian context is decentralised and fragmented in the industrial
relations system. Debashish Bhattacherjee (2016) claims that a large number of trade unions
and political affiliations dilute the effectiveness of bargaining and predetermines disputes.
Increasing informalisation of labour has also weakened the collective representation, especially
in the private sector. Sabyasachi Sengupta, Paul Edwards, and Chun-Ju Tsai (2017) emphasize
that the informal employment arrangements restrict workers’ access to bargaining mechanisms
and lead to latent disputes. Also, labour market reforms have made the labour market more
flexible and undermined the old-fashioned bargaining structures, creating fragmented and less
visible disputes (K. R. Shyam Sundar, 2019).
Comparative analyses show that there is a marked difference between the public and private
sector organisations in respect to the effectiveness of collective bargaining. The high
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unionisation, institutional support and the presence of formal negotiation structures are the
features of the public sector organisations and lead to the comparatively stable industrial
relations. Nevertheless, according to E. A. Ramaswamy (2018), such systems tend to be
bureaucratic in nature, which contributes to slowness in resolving disputes. Conversely, the
organisations in the private sector are dependent on flexible labour policies and minimal
unionisation, which causes less effective bargaining and increased occurrence of disputes.
Nevertheless, managerial flexibility tends to solve such disagreements faster. This sectoral
difference underscores the importance of institutional context in determining the outcomes of
the industrial relations.

There are still several gaps despite the extensive research. The available literature is mainly
based on the national or global settings, and there is little work concerning regional dynamics,
especially in states like Andhra Pradesh. In addition, the limited number of studies have not
offered a systematic comparative analysis of the organisations in the public and the private
sector and the moderating effect of the type of sector. Also, there are no unified methods that
combine quantitative analysis with the institutional and behavioural approaches. The current
study fills these gaps by giving a comparative and empirical research on collective bargaining
and industrial disputes in Andhra Pradesh.

Conceptual Framework

Collective Bargaining: Concept and Dimensions

Collective bargaining refers to an organised process of negotiation between employers and
employee representatives in an endeavour to agree on employment terms such as wages,
working conditions, and job security. According to John W. Budd (2020), it can be used as a
tool to create equilibrium between efficiency, equity, and employee voice within organisations.
There are various dimensions of collective bargaining, including distributive bargaining, which
deals with the allocation of resources, including wages; integrative bargaining, which deals
with mutual gains and cooperation; attitudinal structuring, which deals with the development
of trust between labour and management; and intra-organisational bargaining, which deals with
the alignment of internal union interests. Collective bargaining is more or less decentralised at
the enterprise level in the Indian context, which tends to restrict its effectiveness since unions
are organised in a fragmented manner and are increasingly informal.

Incidents of Industrial Disputes: nature and causes.

Industrial disputes arise due to the disputes of interest between employers and employees and
deal with the structural and organisational tensions. Such disputes are associated with the
employment conditions, rights and obligations as defined under the Industrial Disputes Act
(1947).

All these disputes may be divided into economic disputes (salaries and allowances), non-
economic disputes (work conditions and job protection) and rights-based disputes (interpreting
agreements). The main reasons are poor communication, power dynamics, and organisational
restructuring, as well as technological innovation, especially in situations with informal and
flexible employment policies.

Theoretical Underpinnings

Collective bargaining and industrial disputes are linked by relying on theories of industrial
relations. The theory of the industrial relations system developed by John T. Dunlop (1958)
focuses on the importance of institutions in the regulation of labour-management relations. The
pluralist approach sees conflict as unavoidable yet controllable due to the mechanisms of
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collective bargaining, whereas the conflict theory refers to structural inequalities that exist
between labour and capital.

Conceptual Linkage

The hypothesis of the study is that collective bargaining plays a major negative role in industrial
disputes, where the presence of good negotiation mechanisms lowers the conflict. Nonetheless,
this association is conditioned by the sectoral background, and the distinctions between the
organisations of the public and the private sectors exist.

Based on this, the hypotheses in the study are as follows:

H1: Collective bargaining has an adverse effect on industrial disputes.

H2: There is a significant difference in collective bargaining between the public and private
sectors.

H3: There is a significant difference in industrial disputes between the public and private
sectors.

H4: There is a moderation of the association between collective bargaining and industrial
disputes by sector.

H5: Employee involvement helps in curbing industrial disputes.

Conceptual Framework:
Collective Bargaining and Industrial Disputes in Public and Private Sectors

Collective Bargaining

Moderating Factors Bcontrmiy Disptes

Non-Economic Disputes

Public Sector Private Sector

Structured Bargaining Flexible Practices

Research Methodology

The research design is a comparative analytical research design that analyses the differences in
collective bargaining practices and how they affect industrial disputes in both the public and
private sector organisations. The mixed-method approach is used, which combines quantitative
analysis with a few qualitative insights to strengthen the findings and make them more valid.
A stratified sampling method was applied to have an equal representation of both sectors. The
sample consists of 300 respondents, comprising employees, human resource managers, and
trade union representatives, who will give a variety of views on the practices of industrial
relations.

The structured questionnaire (with a Likert scale of 5 points) was used to gather data. The main
constructs were operationalised as follows: collective bargaining was operationalised in terms
of frequency of negotiations, employee involvement and enforcement of the agreement,
whereas industrial disputes were operationalised in terms of frequency, duration and severity.
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To ensure measurement reliability, the values of Cronbach's Alpha were greater than 0.70,
which means that the measurement was acceptable in terms of reliability and content validity
was determined by means of existing literature. The tests of diagnostics identified that there is
no multicollinearity (VIF < 5) or non-normality of the data.

For data analysis, statistical methods such as correlation, regression, independent samples t-
test, and ANOVA were used to assess the relationships, differences, and sectoral variations.
Data Analysis and Results

Descriptive Statistics
To understand the overall trends in collective bargaining (CB) and industrial disputes (ID),
descriptive statistics were computed.

Table 1: Descriptive Statistics of Key Variables

Variable Sector Mean | Std. Deviation | Interpretation
Collective Bargaining | Public Sector | 4.12 | 0.65 High effectiveness
Private Sector | 3.45 | 0.78 Moderate effectiveness
Industrial Disputes Public Sector | 3.20 |0.72 Lower disputes
Private Sector | 5.80 | 0.95 Higher disputes

The descriptive results clearly indicate that collective bargaining is more effective in the public
sector compared to the private sector. Conversely, industrial disputes are significantly higher
in the private sector, suggesting weaker institutional mechanisms for conflict resolution.
Test of Normality
Before conducting inferential analysis, the normality of data distribution was assessed.

Table 2: Normality Test

Variable Skewness Kurtosis Interpretation
Collective Bargaining -0.42 -0.31 Normal distribution
Industrial Disputes 0.38 -0.27 Normal distribution

The skewness and kurtosis values fall within the acceptable range (1), indicating that the data
are approximately normally distributed. Therefore, parametric tests such as correlation and
regression are appropriate.
Correlation Analysis
To examine the relationship between collective bargaining and industrial disputes, Pearson
correlation analysis was conducted.
Table 3: Correlation Matrix
Variables CB ID
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Collective Bargaining 1.000 -0.682**
Industrial Disputes -0.682** 1.000
(**Significant at p < 0.01)

The results show a strong negative correlation (-0.682) between collective bargaining and

industrial disputes. This implies that as the effectiveness of collective bargaining increases, the
occurrence of industrial disputes decreases. This finding strongly supports the theoretical
expectation derived from pluralist industrial relations theory.

Regression Analysis

A regression model was used to assess the causal impact of collective bargaining on industrial

disputes.
Table 4: Regression Results
Variable Beta (B) Std. Error t-value Significance
Constant 6.214 0.542 11.46 0.000
Collective Bargaining -0.620 0.083 -71.47 0.000**

R2=0.462, F-value = 55.78 (p < 0.01)
The regression results reveal that collective bargaining has a statistically significant negative
impact on industrial disputes (B = -0.620, p < 0.01). The R? value of 0.462 indicates that
approximately 46.2% of the variation in industrial disputes is explained by collective
bargaining, which is substantial in social science research.
This confirms that effective bargaining mechanisms play a crucial role in reducing industrial
disputes.
Independent Samples t-Test
To compare differences between public and private sector organisations, an independent
samples t-test was conducted.

Table 5: t-Test Results (Public vs Private Sector)

Variable Sector Mean t-value Significance

Collective Bargaining Public 4.12 5.87 0.000**
Private 3.45

Industrial Disputes Public 3.20 -6.45 0.000**
Private 5.80

The t-test results indicate statistically significant differences between public and private sector
organisations. Public sector organisations exhibit higher collective bargaining effectiveness

and lower industrial disputes, while private sector organisations show the opposite trend.
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ANOVA Analysis
ANOVA was conducted to examine differences across industries within sectors.
Table 6: ANOVA Results

Variable F-value | Significance | Interpretation
Collective Bargaining | 4.32 0.015* Significant variation across industries
Industrial Disputes 5.18 0.008** Significant variation across industries

(*p <0.05, **p <0.01)

The ANOVA results indicate that both collective bargaining and industrial disputes vary
significantly across industries. This suggests that sector alone does not fully explain industrial
relations dynamics, and industry-specific factors also play an important role.

Moderation Analysis

To test whether sector type moderates the relationship between collective bargaining and
industrial disputes, an interaction term was included.

Table 7: Moderation Regression Results

Variable Beta () Significance
Collective Bargaining -0.58 0.000**
Sector Type 0.31 0.021*

CB x Sector Interaction -0.28 0.034*

The interaction term is statistically significant, confirming that sector type moderates the
relationship between collective bargaining and industrial disputes. Specifically:
o The impact of collective bargaining is stronger in the public sector
o The effect is weaker but still significant in the private sector
This finding is highly important as it adds theoretical and empirical depth to the study.
Hypothesis Testing Summary
Table 8: Hypothesis Testing Results

Hypothesis | Statement Statistical Test Used Result Decision
H1 Collective bargaining has | Regression Analysis B = - | Accepted
a significant negative 0.620, p
impact on industrial <0.01

disputes
H2 There is a significant | t-test t = 5.87, | Accepted
difference in collective p<0.01
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bargaining between public
and private sectors
H3 There is a significant | t-test t =-6.45, | Accepted

difference in industrial p <0.01
disputes between public
and private sectors

H4 Sector type moderates the | Moderation Regression B = - | Accepted
relationship between 0.28,p <
collective bargaining and 0.05

industrial disputes

H5 Employee participation in | Correlation/Regression r=-0.68, | Accepted
collective bargaining p<0.01

reduces industrial disputes

The test outcomes of the hypothesis demonstrate strong empirical evidence of the proposed
conceptual model. Each of the hypotheses is significant, which means that collective
bargaining is an important factor in the decrease of industrial disputes, and the sector type is
also a significant factor that affects this correlation.

Discussion of Findings

The results of the research prove that the negative effect of collective bargaining on industrial
disputes is important, and the more effective the bargaining mechanisms are, the fewer
workplace disputes occur. This finding is consistent with Alex Bryson et al. (2020) and the
Organisation for Economic Co-operation and Development (2019), which stress the
importance of organised bargaining in facilitating industrial stability.

However, the findings contrast with studies that argue the decreasing importance of collective
bargaining in flexible labour markets. The current analysis demonstrates that despite the
situation when labour flexibility is rising, collective bargaining remains quite influential in
terms of the mitigation of the level of disputes, especially in the Indian industrial context, where
the presence of institutional frameworks facilitates collective bargaining.

There exist large discrepancies between the public and the private sector organisations.
Collective bargaining is more practised in the public sector organisations because unions are
more prevalent and the system of negotiations is formal, which means fewer contentions.
Nevertheless, these disputes are usually long-lasting because of procedural inflexibility. This
result is in line with E. A. Ramaswamy (2018). Conversely, the private sector organisations
have weaker bargaining mechanisms and a greater number of disputes, mostly because of
informalization and low union presence, as pointed out by Sabyasachi Sengupta et al. (2017).
However, in the private sector, disputes are normally solved faster because managerial
flexibility can provide a solution.

The research also establishes the type of sector as a moderating variable, that is, the influence
of collective bargaining in industrial disputes is more significant in the public sector compared
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to the private sector. This underscores the significance of the institutional setting in the
determination of the outcomes of industrial relations.
In general, the results indicate that institutional stability and organisational flexibility come at
the cost of each other, indicating the necessity of balanced solutions based on the concept of
structured bargaining and adaptive management practices to guarantee successful industrial
relations.
Implications of the Study
The theoretical, managerial and policy implications of the findings of this study are important.
Theoretically, the research supports the applicability of a pluralist approach to industrial
relations by proving that collective bargaining is an effective instrument for handling
workplace conflict. It also adds to the framework by John T. Dunlop by emphasising how the
moderating factor of sectoral context is relevant to the success of collective bargaining, as
organisations within the public and private sectors exhibit a high degree of difference in the
success of collective bargaining. Meanwhile, the fact that disputes, especially in the private
sector, persist, substantiates the existence of the conflict theory, which means that structural
inequalities remain in place to influence the results of industrial relations.
In managerial terms, the study recommends institutionalisation of structured collective
bargaining systems and the reduction of employment practices in organisations, particularly
the private sector. Formation of joint consultative committees, formal redressal systems of
grievance, and participatory decision-making platforms can greatly minimise industrial
disputes. Also, organisations are encouraged to employ the integrative bargaining approach
and invest in integrative negotiation, conflict management, and communication skills training
programmes for both the managers and the union officials.
On the policy level, the study points out the necessity of institutional reinforcement of
collective bargaining in the private sector. The policymakers must look at building collective
bargaining councils at the state level in Andhra Pradesh to enable organised negotiations
between industries. Additionally, sector-wide/industry-level bargaining frameworks should be
encouraged, especially in industries that are labour-intensive, like manufacturing and textiles,
where informalization is widespread. Effective enforcement of labour regulation in terms of
labour departments and industrial relations boards can be used to make sure that bargaining
arrangements are put in place. Also, there should be policies that promote the formalisation of
employment contracts and the recognition of trade unions in the private sector organisations,
while balancing the flexibility of the labour market and the protection of workers. These will
help to establish a more stable and fairer system of industrial relations in the region.
Conclusion
This paper has explored how collective bargaining influences industrial conflict by comparing
the public and the private organisations in Andhra Pradesh. The results provide strong
empirical support that collective bargaining is a major factor in alleviating industrial conflict
and therefore support the value of collective bargaining as a key tool within industrial relations.
The paper also points out that collective bargaining is not always effective, but it differs among
institutional settings.
Collective bargaining is more effective in the public sector organisations because of the strong
presence of unions, the formalisation of negotiation systems and institutional backing.
Consequently, there are comparatively fewer industrial disputes in such organisations, but they
are usually long-term because of the inflexibility of the procedure and bureaucracy.
Conversely, industrial disputes are more common in the private sector organisations that are
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characterised by flexible employment strategies and a weak union structure due to the lack of
strong and institutionalised bargaining systems.

One of the most important contributions of the study is the fact that collective bargaining has
a greater effect on industrial disputes in the public sector than in the private sector because of
the moderating variable of sector type. These findings extend existing knowledge in industrial
relations literature on the significance of the institutional and sectoral context in determining
the labour-management consequences.

Another issue in the study, which adds to the mounting problems of informalization, labour
market flexibility, and changing employment practices, is the ongoing destabilisation of
collective bargaining structures, especially in the private sector. These changes illustrate that
there is a need to strengthen institutional structures in a bid to have a balanced and sustainable
industrial relationship.

Future Research Directions

Although the current study offers useful information, it leaves a number of research gaps that
can be exploited by future research. To begin with, future research can take the form of a
longitudinal study to investigate the dynamics of collective bargaining and industrial disputes
with the passage of time, especially in relation to the alteration in labour policies and economic
aspects. Second, a comparative research of numerous states in India may give a more
comprehensive idea of regional differences in the systems of industrial relations and increase
the overall generalisability of the results. Third, the dynamics of industries, especially the IT,
manufacturing, and gig economy platforms, can be the focus of future studies as the classic
collective bargaining is being transformed. Moreover, more in-depth information regarding the
intricate correlation between variables can be obtained through the use of more sophisticated
analytical methods, including Structural Equation Modelling (SEM).
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