Bharat International Journal of Humanities and Social Sciences | 2016 | Volume 05 | Issue 02 |
Pages 01-06
https://bijhss-university-journal.in/en

i, Bharat
;"‘*l‘f‘:a/ﬁzlnternational
z“-\wf-' .:Journal of
gy Humanities and

Social Sciences

Research Article

R 35N 7 HoreaTen® wEapfa 3R ieais waut #ir quraar: yaus sk FHamat & &=
HAG, FHAN FEHANAT TUT Hrsarcas A F gfa FARAT Hir arom $ir sy

Organizational Culture and the Quality of Industrial Relations in
Indian Industries: The Roles of Management—-Employee
Communication, Employee Participation, and Perceived
Organizational Justice

Prof. Sunil Singla?

! Prof, Faculty of Entrepreneurship and Business, Atal Bihari Vajpayee Hindi University, India. E-mail: sunil_singla@yahoo.com

*Correspondence: sunil_singla@yahoo.com

Submitted: 05 May 2016 | Revised: 18 May 2016 | Accepted: 10 Aug 2016 | Published: 18 Aug 2016

TR Ag eI Siaat § & deraaicas FEpfa & Ha-@ ARE dARAT e s doreadt # e daul & qa7a gas & 33 &1 ar
HarseAl & 73 FATMNRAT & JeeATell IR Iecd §UI T A & 38 3R HeloeT B & 35 FATRY AMMAT A GeeAraell F HloAlcAs FEHfd F 12
3 AR S Ut F o PR MAST Al el HETAS o Fgdae [AAW0T, JeneT Teh faewor 3R §g Ffdaer=r @1 g2
TgFd A & A i 3iffgEdr, Rera Faror 3R afFdae & Alsa & e s dou gas & 49.4% Beaar wose & (B2 =
494, A3, 69) = 22.423, p < .001)| TS A 3R IS B & Hiscll H Tg eI HaAA: 56.6% 3R 72.2% ATl Rievrgd faror axar
IS & JHAIT-39T Alsl H FhRIcAs R FfEaHh *0 & @i ur| Aes sfffr-3iffgaar dorea A & ards i, Safs afFdare Fae
TgFd Alse 7 @dw A7) ey Riprara Faror & $iffer o 3w ot # 3MUR & §1 & Hereal W 3MeRa FAaTOT § FROMHS T AT
R AR e e W oy ey Teila a€ e s e

TG 9Tse — HaTSHlcHS HEpid, JHiegifirh deer, Rishrad fFaror, it s{iehr-31ffeg@d, safadare, $Rdg 3|

Abstract: This study examines which dimensions of organizational culture are associated with an overall indicator of industrial relations within
Indian industrial organizations. Questionnaire responses were obtained from 73 employees across two organizations—38 from Organization A and
35 from Organization B. The questionnaire covered 12 dimensions of organizational culture and eight factors related to industrial relations. The
primary analysis employed correlation analysis, principal component analysis, and multiple regression. In the combined sample, a model
comprising gender role orientation, grievance redressal, and individualism explained 49.4% of the variance in the industrial relations indicator (R? =
1494, F(3, 69) = 22.423, p < .001). For Organizations A and B, the explained variance was 55.6% and 72.2%, respectively. Grievance redressal
was found to be positive and statistically significant in the models for both organizations. Gender role orientation was significant for Organization A,
while individualism was significant only in the combined model. These findings provide a basis for further research into the role of grievance
redressal. As this survey was limited to two organizations, it cannot establish causal effects, nor can the findings be generalized to the entire Indian
industrial sector.

Keywords: Organizational culture, industrial relations, grievance redressal, gender role-orientation, individualism, Indian industry.
1. TEATGAT 39T g Tl &1 RAarl F 7T W ggaee AR 3o AU &
T TR Ufhad S99 & TgAET Hr GHET Fedt ¢

e "oy Scuesr 3R Jarst f AR, FAaRar i -

Rufaat 3R deraar fr Avia-ufear &t genfaad axa &1 J&UsT 3cure,
T 3R A9 & 3egedl W e S 81 FHany 3R AfEe Iy
3Rd aae, et FE-fufael, wm & amhedr ik Rt &
AT W Jo ¢d gl AR 5F7 ool & [feads 3k s
AT T 3 R # (et e 81 3e7 vafl & srafRewarnt

Al 9@ o 2008-2012 F HRAT ez aReed a1 el geasiA
SATT| FHH GRAOT & A TUd AR oot &4 7 2011 &
gsdrer 3R et 2012 T AT &1 3oord g1 A "ea? o & e
faarel & Tesl & & F § a5 &1 gwa f[awer 3= yeAgen arer
TISA A T T B & &7 # Rfced 7g7
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TG F HFAT dF & R e fRaer & gase & v 39 s
T3 W eI A AT ik AeTH & FAAl R v vah-gEy
¥ SYAER I &1 FEAAR F dgod, TiAGT 4 &1 39T, FHogmor AR
GRET T egaedr aur Risrdl w gfafear @ gud § S gee
ARG & 3Hee1d T 95 Fhell §1 30T F T, ey FEAHR sget
R wEaREt @ AT & aqwr o a1 Riemd gof we #T 3EE
AT 81, ar AT FT TATYTT HideT g bl ¢l

2. o IR 3R e R
2.1 WIreAIHS HEFfa

IGHAICHS HEHId T 3R 3o A 3R 3eTeha U A,
Aol R caagR & AT @ § S fRdr Herod # w1 #e & Al
1 e g & s uaiie SNfaat & arr W v FEe s
anfder § ot FEaRT ST & arddid 3R gee & vt & dwa
g1 e F AT, FIS FaresT NAFRE & § eI & Agea &
HehdT &1 HFHIRT TGER H 3THT el 57 YR W FHLaT F 308
JEANT SFd e 3R WoTEt W gfafar & &1 frder e fHerar
gl

HIGATCHS HEPT W qdad Tfeca 7 AT A3, HRAFR Hael,
wiepfas fafauar, dqca 3R FereacAs aRadsd $ a=t a7 B
AT YA A H Aiged H @I daui & v faRIse geT &
SNST| SHHT 368 g Uedl=lall AT foh FERIA & HeaT-37elel 3TAH
e et & qoF § 9 ga a% o8 § IR w0 A I
At Fersst 7 aEE g

2.2 i@ waw

Jteafaer Teut F ysus, Faanl, 390 ARt 3R sf@e got &
S 1 @ 53 Gy A §1 Arefee e, Riehrrd fFaror, He
& orch, gRam IR fAare FAE gad HAgcaqer fawa & He e
A ST TEYUT P GATe, 3N, TEARE, doeldl, Jsteiiad,
ANdAIAS, TIeA-gael 3R dRGw FRAT & ATEIT T @

58 @ # e@fE Haw gEF yeAEen & FRA § AT aRome
FT AT &1 g5aral 1 wew, faare P # sad we ar aefies
FASET & uree S g IROTAT & Yegar Ae @ faeRer Her
IETTT FH Y AL ¢

3. LTI & 35T 3R IRFewd
TS & 360 A

1. I8 Sirdel & Hereatcas TEpid & wafald 3 e
el & THT Fuh H AT Y@l R § AT Q|

2. g 2@ b e e Horeal & Hla-q Fiepias A
e waut F gaw & F3 ¢

Tgell IRl & TR FEPId & THE IRAET AR heAfirs daer
¥aes & 9 FENcAS qAT WiiEIHT &9 & @dF FaY giEr qad
ARl & TR Sl FIToaAl 7 Ardieh qalefHlerehl T FHg el
gIeTT| 38 gl UReedsll % AU HoT AW & 3relar-31ereT UferAT Aisell
&1 Tl Y| el HaTSal o IUTIhT & AT T FcFaT FTEThrg TI&Tor
SRIRIT e fahar aram

4. e weufy

4.1 7 3R seaaet

Ao Ml o FIeAcHAs TRl AR e@fds deut & v s
TYFA ARl IR Y| SHHRT 3UANT @l HiloaAl H g | gt
ISl @ AT a@ H A 3R B Fer amw g

38

35

ecoioec il 73

S LN

A oG # HidRe Forfd & T AT & St Heda, Slard e
3R IY-FaeTTeiT [aRaaedr Y ST T Ioo@ &1 Taer duar 3R Jer
1 AT Y ST 1 8N el B G g7 GUETUN o TROMAT T 3ol
FATT ¢, et Reaweiadr & #E% qunie Jed Té HT|

4.2 FISATHF TEFfa & 12 A

AT I H IR

Clgpd Cmpasnneenid| HE A ASL R cgaER @ S
ol e 30Ed, SRy Tedl AT SWTe
HEed Sll| Tg HA HIGeA H AH g

(Masculinity
Femininity)

Eﬁﬂaﬁl CIRRCIR m.ﬂﬂaiaa cIdgR &
IR & S IR AT e fir
TISA T &I

safddard 3udfeyr 3R aefes e &
HIAT T GREPR el o o g

TeTesh, HUHR A rgaTar 3R fHo
A & SHATROT I TR el T TG |

T R AIA? S TE qT
H TeIdT HXdr & o GoreeT fohel &TAT
F HecaqUl AT &l

TISATCHS AT &l f&AToT 3R 39,
daRR & AU 3HET /T JAT FIST
& fagat ik Ao fAeurdr Hr aws
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FfARadar ¥ s=T dfAfRaa oRafawr & 2 &9Er,
gaieaEdr R efd gfhEmsi W)
TR ar s i s

e IHATIIRS FEE SHw SeaRy
FHSIT ¢ & PiF-91 sgggr T &

T FRETAA & a8 o TT sl B

FRITIA W FAlG, H HIGAT e el
N TP A 36 WAAT @A
39T

ol A F FA fATH @) Fe 3R
Ty aRfeufot & 3R Ao seoe
& o @

&l SafFaderd 3uafey & fAear § ar
Mg, Ieperd, TueT yar @Efo
Jes{fA Sl FAAWAT3T & Sfser gl

4.3 efis daut & e FnF

eI H e /AT

I

TIATSh Hed, Alefes, THaE AR AR asill

HIG T FATMACT, S SR, HH I 3TsYdl, ddel
7 3R 3R i Rl

#ffe da R ear d@ered|

SEATd & 3efhel glel T &THCT|

TSl &, AT, Aaeiiee Afaar 3N TWhR &F
Ceicll

RO, HF & Yid TfoehIul, Yoo & Wiad RO,
AN 3R 3rerEna|

INEIRENI

Adca A, TISHICHS aIdIERYT, IRAdT & Jid

c

Rl e

4.4 faedor & yfgsar

Uge HITSeAcHS HEPIA 3N Hie@faeh deet & gearael IR &
T HgHEY ¢W IT| SHG 916 Sl WG F AAAT W YU Tceh
faeawor (PCA) R aam| o o@s o ediffes daut & wafea
FRH H AR 3ad & Ao o nfa gae o= & aa w2
g A AR Al ool F AU Ao Aieplad IrE aren 9g
gfcerae Alser yega far aran 3 e dAfde apffer-3ifdear,
R fAaror 3R safFdar 3

AT e AR 3qHT PCA difereni3it # geeh w3l &1 fqaRor i e
Aol AT WAl 3eT6X0T & fU, Herest B i Fepfa arforsr & gger ar
HTH o IMGINAATT 1 & 318k §, STafeh 37h wlderstet # dieT dieepicrn
3T fAe §1 38 e e w Fae gk H JgFd FRA & aR
& 7l ure 3R arferiit F R g1 A PCA & yeprRIaq aRoma 3R
GfeTHa & FeRfId aRomE 3relr-3reT U a1v §| @@ aRomEt &
& ST qHAT &, gIelifh 3qeey AT & RA qad F Sh-Sh
geAfAHATOT HiS &

5. gfome

5.1 ggaey 3 g gew RAAvor

el oG Y Fedey A A HereAcHs FEpia iR Mefaew deul
& S I & & FRIHT T § GEE FEY o §| TS HAY

T g U1 gEfAT Tl AieFfoE I § 9 T SRl A
FT IR F@T fHerdr|

TeFfa # s itz
o

eyl & PCA geuf #F
# AT T
HUch

JHIOT FR=Y gHIoT

70.543%

66.145%

S 70.285% 2 63.037%

2 68.510% 1 65.889%

T — Hor d@ # dfawe 2, 3, 5, 6, 8 IR 9/ HEAW FHRIT
Jrfassi & f2are v Fere v ged a7 IR &1

YT A & WEHI [ARNOT 7 Tger T HeH F IS FHaA:
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6.111, 1.278 3R 1.077 &l s A & ¥ A 5.849, 1.498 3

1.087 ¥| TIST B # Ugel g A=A 6.931 3R 1.291 ¥ &
FT IMSIANAAT 942 UT| ek Haier faeawor & uget geah o HgeF
Hﬂf—T # 52.966%, TIST A H 47.136% 3iX Hrod B H 65.889%
JEIUT F9sT R

PCA # ¥ fohaT a1am SrAR0T GeaTdell & JRATAT T T ¥ Heftd
g1 3T AT I A Farar § T wfcerse Afse o siieiffen daer
qa& T el feetar Tase H| QA gfderd HesT gealt & 3 o
gl

5.2a'§q1%|7m=rﬁg$r

14.170 001
oo 35 850 722 695 A3, 31) = <
26.842 .001

T — Fel oG # dTfABIC 4(a-b), 7(a-b) 3R 10(a-b)! Fer aTferwr3
H.000 & &7 #F gefold &7 Tgip < .001 & &7 & v v &

det FHT Al @I ¥ F @dd I HeA B H AL T
it ar| sHer saTear 3 Hed F e 3R 3EF JeAfiw e
T & Heel H &N WUl IS Fuhk F MAT R AT 3ofoh AR
Haresl & o 3767 g, A A2 1 Hel o WA gr Sl gl

5.3 WitFHfas IAET F A0F

Lpcoi R 188 058 385 .002
CrC foaror

Spcoil Siddare 117 055 232 .037
ki gl

.248 .087 405 .007
181 .078 373 .027
.047 .078  .088 .546
.291 156 .200 .072
.601 .143 585 <
.001
.208 150  .196 A77

T — FoT FG F TR 4(c), 7(c) IR 10()/

WYFT AHAT| el ITAH 5% F &R W FRIHT &7 & @
It fAaRoT 7 Hiefehighel I[oTieh HSH T AT (B = .385)| @Y

Harsa Al Afaeh sfffeRT-3faEdr 3R R @arer S qifegha
T § qEF I| AFdarE & fov wdiea wea 787 Fem| R sifFer-
HFHGAT & T H G H WA F AT g SAAAT IATF &
& #or AT & S IR @ fhE wehR s fRar arar )

Hiredr Bl R Aaror @iftadr & & s o 3R g
AR Ao 585 UT| WAt s{ffepr-ifdag@ar &1 p = 072 3R
afFdarg &1 p = 177 &7 et AT 5% & AWGS ¥ FH gl

el Fareel ¥ Al HAH F FEET FO AT AT, S R
fAaRoT 2t # | U1l U Heroo A fRdr Ui 1 A g R
GEY H W o glell, Al AUTe & oA WA HA T TcTET
SHOT FTET B

6. ==T

RIId FaROT eI T FGH FHIT TRUMA g1 HGeFel A 3R
2t Ferea-fafise Atsat 7 ¥F JfieEfE U gue § TS &9
& 37 U1l R ufshar wAaREl B SrRIER, dd, el A1 e
SAER Sl AT O @ 1 JtoaRe Aems Y €1 Riwa
oot e @1 gfaw, gfkar & Geqerar, ok & wRoT adEr 3k
AT & oFT arel THT 0 R{RAVAT § STl 3remeT-3709T it fr
ST @edr gl
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A - # ey GgFa W AR WA A F R
2T 3@ A & A F WJFd Masculinity and Femininity e
FiEepicie GofierRor 1 eregraell §1 FeRRI IoTieh  Harariar & fofar
& IR W MeRF d@aeli & a) #F Tvwy e 3[a 78r geml
Igl favaiwor &1 fawy sfffAesil 3R cagR & I HeroHlcHS HUETT
gl

SAfFAdre H HGY FIFT Alsed H WH AT, Tl Qell HoaT-3e09T
Aisell # ga foaw wicd @ w7& A drea-fafse g e 9,
fSrad aqotient &1 FEF AW FST & FhaT g1 I & FAgeryor 7
AT AT 3R e Fo{e & AL g ST o Fehell ¢ [ A fFaared
3qAfey a1 WEfed YA W do &of arenl gUl faffes sriewet 7
e deet & H& oot gl

7. veud fafgart

YT o IR R RAepraa Faror fr gelter & e di s g9
350 &1 FIT PR T Hf5as F Rpad eof o) Tohd &2 FIT 3¢
g R ATy iR 30T FROT FaT AT 82 FA7 3 3R ERT
351 dTell fAPIIal T cHafedd fHOW IWT STdr 82 &7 UeaAl & 37
Foal 3Ha IR Hored F wemald Ao § rerEr-3reEr ured
T o Haa &

FEAR, FaT, A@fder s\ AR Feaor & g3 Aot #F gEue sk
FAARAT F gfafafeat & & darg off 3 F qediwd 1 fawT g
RAPrIal HT FH TEIT ST AT T THT Ig ST AT 5 1
faare areda & &7 § I RAFd &l A F ACIHA FH oA g
&Sl AF B HEdT B FAS FAG, N, IR-GR 354 aTel Heal
3R FaRY ufafkar & @1y Tea @ 3RF TUSe SFRRT AT Tehar
gl

8. AT 3R st enter

FeTFA @ WieAl AR 73 IRerdEi dw @fAd g1 wwpfa 3R
e dael & AT vF & geAEer ¥ T T | SH AIS Ae-
geufa 3R FaURon3i & RIS Ael N TG 95 TohdT &1 3ETRR0T H
foe, sfic@fae daul & Sega-dath HRE A FIocASs TEpid 3R
aTATERUT T 3ol &1 FE FTAST Al IMaddh § foh 3T s &
FT-¥ Ag 3R R aedd # sEAT U v 83U A aes
T AR GfAeTHeT Ut Hr R T FadT qive o A gl

HIET T H ET-3eleT e 3R HeredAr # enfAer fRar o
FHhaT &1 FAaRY R gagsT H ufafranst @ Reaa aur Qe gesdh
iffoEl & Ty FAae & 3eeT dd e & Ay f St gea
2| THT & TIYT ST T AT F Ig W o Tl & o yaerT
H gt H Searg & ag ePF U F Thddl H FAT SgoTd
3T

arY My ¥ AT grafaa =%

are Hedt R S wmst &
Fgorfd dwr  AFdea AR

~
e TISATcHS
SATEATHS HERTT

FRF AE A

Rpga  HarRoT
$I IoTaEr

R sl e &1 gefera,
A &7 A, el &T
giaer AR FaATeE & S
wqel

eIt 3R
HHAARAT & ST

AT & Fgsearn, gfdfswar #
fFafAddr 3R e Heal W
Hale T STl

T T U, FET IR FEHAR
o g3 ot & seramar ar
3o gfafafeat & smfier

faota ufsranst, qEpR faaRor
IR wewh  gagR @
fasgerar @ wARET v
3o |

$r IroTaEr

wedler, fa@El  #r 3mgh,
Rl & gAY F9T 3T
qrEfeh FASAT T e |

HaTg, TeATAar 3R HIrsaicHas #I1T Y Tel 3T ¥ A e Hrdr

59 URUMA & IMUR W 3P & S F Reead aimanit, saamr
Fare, 3R Aot & Tgenfiar #F TadT ®9 ¥ AAr 39t e 5w
g GHSA & FerIaT A R geaAtaeh # ot 3gHa aredfash R
AT, FEder 3R ERE fRFaet F dHde § G TR 3 8

Hest

A Fuiaer 7 wgEd iR v & @ defa det o e g1 ggee
&1 giaen & fav yeree s Ho s # @ aw g
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