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Lecture - 23
Organization Model and Employer - Employee Relation

Hello we are into this talk about employees once more; we have started this topic as you
know this is our primary topic for this entire week. So, we are starting out, today’s
lecture is going to be on Organizational Models and how it colors the Employer and

Employee Relationship.
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Concepts Covered:
[ The Rational Model of organization
U The Political Model of organization
CONCEPTS COVERED 0 The Caring Model of organization

a }oncept of re-humanized workplaces

So, we will be talking about three models of organization, this is models here, it would
mean how the organization has been perceived by different theorists and we were going
to show how that changes the nature of the employer employee relationship. And, then I
am going to include also the concept of re humanized workplaces; so, that is on our

agenda for today.
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Employer-Employee relationship: The Two
Worlds

+A. How the employer sees the
organization and the employees in it

*B. How the employees see the
organization and themselves in it

+ Perspectives help to define duties
and the rights of the firm and the
employee to each other

+ Also create the organizational climate

You see some of you must have seen this picture, the one that I brought here today as if
you look at this picture some of you are going to see the face of a young woman turned
her face like this. This is her hair, this is the profile and this is she has turned her neck
like this. Can you see that? And, some of you will say no I see a face of a old woman;

here is the hook nose and here is the drawn lips and here is the chatting out of the chin.

So, what picture is this? Is it the picture of a young woman or old lady? The answer is
depends, depends on what? Depends on what we call perspective, perceptions do matter
and that is the point. So, perspectives decide how we look at something. Now, in case of
employer employee relationship also the same principle is going to apply, there is a
perspective from the employer. How the employer sees the organization and employees
in it and there is also the employee’s perspective how they see the organization, how they

see themselves in it.

These two perspectives may match may not match. So, accordingly the duties and rights
of both sides are going to vary and we are going to talk about that. And, remember the

this perceptions are important because that also determines the organizational climate.
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Corporation as an organization

+ Organization: A social unit of people, which is an actual purgﬁ{eful
structure. Formally strut'fureé an% managed towards: A common
purpose, or common objective, sh_aﬁd goal.

* A Corporation is an example of a highly structured, formal
organization of people, in pursuit of common corporate objectives.

+ There are different kinds of strquganizaﬁon
may exhibit:

1. Rational Model.”
2. Political Model .~
3. Caring Model .~

Accordingly, ~ employee-employer, or  employer-employee
relationship may be understood.

So, let us talk about organization, before we talk about the organizational models.
Organizations are you know collection of people, but they are not random collection of
people, they have two things. One they have a purpose a purpose that is shared, shared
by the people in it. So, there is a purpose or objective and that is shared by the people
who belong to the organization. Second it also has a formal structure which separates it

from any random collection of people. So, not all groups are organizations.

Now, corporation is a fine example of a highly structured formal organization of people
in pursuit of a common goal which is the corporate objective. If we keep this in mind,
this definition of organization then there are three kind of conceptualization of the
organizations. Rational model, political model and caring model; we are going to talk
about each of them and our focal point is going to be in each of them how does the

employer employee or employee employer relationship shows up.
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1. The “Rational” Model (RM)

+ "An organization is the ratioffal coordination of the activities of a number of
people for the achievement of some common explicit purpose, through

division of labor and function, an a hierarchy of authority and
responsibility."-Organizational Psychology, E.H. Schein (1965
+ A group of rational people who agree on the oomﬁl_n-n urpose, and follow a

formal structure to achieve the defined, common objectives.

* Goals are explicitly defined, clear and unambiguous. Common goals, shareg
objectives.

+ Each element in that organization has a defined role and duty: Empluveﬂ

employee. Both sides are rational. Relationship formed for achieving the
common goal ——

* Rational coordination: Being rational, both sides will understand the need
to do one’s defined job and to coordinate with the hierarchy to enable the
organization reach its goals with maximum efficiency. Otherwise, the goal
cannot be achieved. —_—

First the rational model, the rational model the definition is taken from Schein’s work; it
sees the organization as a rational coordination of the activities of number of people. So,
people are there, but they are rationally coordinated. Why rationally? Rational remember
is about being guided by reason. So, these are people who know what they are doing,
they also have founded their understanding in reasoning it out, thinking it through. Why
are they coordinating towards the achievement of some common explicit purpose. So,
explicit in the sense it is clear, there is no ambiguity about it and that is why because

there is a common goal so, there is a division of labor and function.

And, how does it all work? Through a hierarchy, structure of authority there are orders
which come and responsibilities, this is how Schein saw the rational organization. So,
from this our takeaway is that it is a group of rational people, people who are guided by
reason, who agree to coordinate with each other for the common purpose and follow a

certain formal structure of hierarchy to achieve that goal.

Now, these goals as I have said is clearly enunciated, articulated and unambiguously
communicated. So, everybody understands, this is our common goals shared objectives;
the point here is that the relationship between employer and employee first of all both

sides are rational, both sides understand what they have gotten into.



And, they have united cooperating with each other so, that the goal the shared goal can
be achieved with maximum efficiency because otherwise the goal cannot be achieved.

This is a picture of the rational organization.

(Refer Slide Time: 07:03)
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* A hierarchical organizational structure: Pyramidal structure, ﬂﬁ
broadbased. Leadership for the entire organiation comes from the
top.

Decision flows from top to bottom. Limited role of individual opinion z
from the bottom layers.

Information or feedback about the operations rises from the bottom to
the top.

Desired virtues among the subordinates is: Compliance, obedience.

I was talking about the formal structure in rational organization it is seen as a pyramidal
structure. You know pyramids you understand, the base is broad which means that the
bottom rung is the broadest, but as you go up on the top it becomes fewer and fewer
people are there. So, leadership is at the top and from the top the decisions, the order, the
instructions come from the top to the bottom. So, there is a little room for individual
opinions from the bottom rungs. What can happen from the bottom rung are feedbacks
which go to the top, but the instructions finally, the authoritarian instructions come from
the top. So, the desired virtues here for the employees would be compliance to the order,

obedience and so on.
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Employer-employee relation in the RM

+ Employment contract: In this model, this is the basis of obligation for the
employee loyalty to the organization. This is also the basis for obligations of the
Corporation towards its employees. Also for understanding the duties from both
sides.

+ If both sides do their agreed-upon d_utli:!ﬂar:hﬂly, respect each other's rights, and
stay within their agreed-upon rights, then there would be no problem in employer-
employee refation.

* However, that rarely is the case.

The employer employee relationship in this kind of rational organization is bound from
both sides by this employment contract, the terms and conditions that both sides agreed
upon and which is this which decides their duties as well as the rights. So, if both sides
do what they have agreed to do namely their duties perfectly and if they respect each
other’s rights which they know what are their rights? And, if they stay within that agreed
upon rights then there would be no problem at all right. This is how the rational
organization is supposed to work, but unfortunately all of you know that is rarely the

case.
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Limitations of Rational Model
* The assumptions of the Rational Model are not realistic:

1. How correct is the ‘Rational man’ model? People are not purely
rational. They are complex, often driven by emofions and

feelings. They try to achieve their goals, not necessarily by
reasoning, but by manipulation and control of the others.

2. Rational co-ordination may be an ideal; but more often than not
the interests of employees and employers often do not match.
For, a situation involving multiple agents may involve multiple
unshared and unstated goals. Also, human factors other than
reason play significant role: Personal value systems, perceptions,

] social and economic needs.

3. The situations show that though understood, duties are often
overlooked by both sides




So, we need to talk then about the objections against the rational model or what could be
the limitations in this perception of the organization. It is easy to understand that the
main contention here is that both sides are rational as in they are guided by reason and
reason alone to that it has been objected, but people are not like that at all, they are not
purely rational. They are driven by so, many other things specifically by impulses,
emotions and feelings. So, they try to achieve goals, but not necessarily through
reasoning only, they will try their power tricks, they will try their manipulation tricks and

SO on.

The second point is that rational coordination is one of the backbones of this conception
which may be an ideal to achieve. But, whenever there are multiple agents in a
relationship the interests start to play and the interests from both sides instead of
converging often may diverge, that is they might become different. Various factors play a
role in that, it could be you know the perceptions from both sides. This is this was the
point that we started out with that the perceptions may not match and there may be other

things the personal values may not match, the beliefs may not match and so on.

So, and the third point is that situations after situations show that though both sides may
be rational, both sides may know what are their duties and what are the rights on the
opposite side, but typically often the duties are often overlooked, rights are often
violated. So, this is the scenario, if this is the scenario then there is this second model

that we need to talk about which is the political model.
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2, Politic Model (PM)
The PM assumes that :

Power is the central concept. An organization is a network of dynamic
power structures. Different power groups with different leaders, and
their relations: Control systems and counter control systemswithin it.

+ Employer-employee relationship: Characterized by conflict. conflict lj

endemic to the organization, Duty of the management: To regulate the
political conflicts within the firm.

+ Organization’s policy and decisions emerge through a process ﬂ

negotiations anﬂ bargaining. Interest groups form alliance! mote
or to reject a policy. e

* The organization’s goal is not clear and single. Rather, its goals are
unstable, ambiguous, and contested, There are individuals, and interest
groups, and each has their independent objectives. Thus,

+ Personal influence and people skills matter more than formal ﬁoﬁitian
and dutles: Your position depends on who you know and which group
you belong to.

The political model goes to the heart of this relationship and say that this is a conflictual
relationship. We are talking about the employer employee relationship and PM or
Political Model clearly says that it is a relationship of conflict, characterized by conflict.
There according to them the power is the main concept here and an organization is not a
clearly defined rational coordinated group of people, it is a network, it is a complex
network of dynamic power structures. So, there is the organization, but within it there are
the small whirlpools of power, different power groups with different leaders and different

interests.

And, each group is trying to control the other groups and trying to wrest the control from
the other group. So, it is a very complicated kind of a network. In this if we want to place
the employer employee relationship then as I said the conflict is the character of that
relationship. The interests are often just the opposite or each side is trying to be better get

more control of the other side.

In fact, this model says that conflict is endemic to the nature of the organization and duty
of the management is to regulate those political conflicts within the organization. It also
views that the only way the organizations policies and decisions can take place would be

through a process of negotiations and bargains, you know across the table.

We are talking about the typical union talks with the management so, that each side

understands what kind of deals have to made. So, interest groups may lobby amongst



themselves to either accept the proposal or reject the proposal; not only that unlike the
rational model political model of organization says that it is not necessary that the
organizations goal is going to be one and clear. In fact, there may be many unstated
goals, sub-goals because there are sub-groups each have their own interest. So,
independent objectives, you know when he and it is a its a rather dynamic kind of a

situation. So, this is how the political model would look at the organization.
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2, Political Model (PM)

Power struggles: Employee rights Vs. employer rights

* E.g.: Employee's Right to Privacy & employer's Right to Surveillance:
India. Supremﬁcﬁﬁ,_lrﬂﬁ,' Aug 24, 2017: Right o privacy is a
fundamental right. Note: Constitution does not explicitly recognize

Right to Privacy. Article 21 of Constitution recognizes it implicitly. India's
labor laws do not address rights about employee privacy. 4 Kinds of

privacy:
* Physical privacy: Physical inaccessibility to others space, and Right to
one’s own space

* Social privacy: Freedom to socialize with anyone in social life. .~
} Informational privacy: Right over Private data about oneself.
* Psychological privacy: Right over private emotions, feelings, thought
‘_-—-"""._‘ i

In that therefore, if we talk about employer employee relationship as I said these are
going to be characterized by some sort of conflict. The first example that we can use is
that of right versus right namely employees right versus employers right. And, we will
take the example of employees right to privacy and employers right to surveillance. All
of you know that from time to time, the employer may feel that certain area or the office
area can be under surveillance; this is to monitor the performance of the employees.
Now, this is employers right, but on the other hand we are talking about employees right

to privacy.

Now, the position I have said this earlier and I am going to reiterate that, that the
situation regarding right to privacy in India is not very clear legally in terms of labor
rights. There is Article 21 which was evoked by supreme court also in 2017, when it was
said that right to privacy is a fundamental right of every citizen. But, as far as employee

privacy is concerned, we do not have a clear picture in labor laws. Privacy invasion can



happen in four ways: one is physical privacy. So, somebody is invading into your
physical space, you know you if you think that around you there is a space and

somebody is standing too close to you that is a privacy invasion of the physical type.

Social private you on the other hand is who do you mingle with, who do you make
friends with and if there is some interference who you can mix with who you cannot that
is a privacy invasion; in the social sphere it is not a physical space, but a new social
sphere. Information privacy is what you are quite aware about, data about yourself and

some of those data you might hold as private.

For example, what you are writing in your WhatsApp to your friends, you do not want
everybody to know about that and that is the informational privacy. There is another kind
of personal information for example, it is about your health confidential you. So,

everybody does not like to share that with everybody else.

So, gaining access to such personal data about a person is invasion of informational
privacy, then there is psychological privacy. This is invasion into your thoughts, into
your feelings, thoughts that you think are very private to yourself. These are privacy

various kinds.
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2, PM

records, tracking emails, etc in company’s interest. To monitor
performance, abuse of company time: “Justiflatiie monitoring”

* Employer's duty: Disclosure of surveillance, visible signage, and
extent, unless certain conditions hold, e.g. criminal mvastigation.
In common work areas, corridors. Surveillance in bathrooms,

changing rooms may tead totegatrepercussion.
+ Employee’s duty: To do the job honestly, and faithfully.

A similar power struggle: Health, alcohol and drug testing of
] employees: Justifiable under certain conditions. E.g. where they

* Employer’s right to put employee under surveillance: CCTV, phoneJ

have potential to do harm to many: E.g, Bus drivers. Benefit to

many =

Now, what happens in the workplace is that when employer exercises the right to put

employee under surveillance, you know we are talking about CCTV or tracking the



emails or even keeping a record of the phones made from the office. Typically the
grounds that are given is in the company’s interest, there have been some reasons. For
example: the emp either under performance or you know wasteful time usage, during
company time the employee might be doing something else. So, justifiable monitoring,
but while doing that this these every sensitive issues; employers duty is to first of all

disclose the intent to surveillance.

You must have seen that there are these visible signs which says that this area is under
CCTV surveillance, this is informing the people. And, then its living to the choice of the
person to enter that area, work in that area or not. Where can you put this kind of
surveillance? Typically these are common work areas and corridors, disclosure is
important common area; so, that unless you have some reason to target somebody.
Targeted surveillance also can happen with justifiable grounds for example, when there
is a particularly criminal investigation is going on and you cannot let the person know

because you want to get evidence and so on.

Server putting surveillance in more private areas like bathrooms for example, restrooms
or changing rooms may lead to legal wrangles unless you have absolutely overriding
reasons to do so, typically these are avoided. Now, against that the employees duty is to
work as honestly and faithfully as possible. The other area of similar rights conflict is
where the health or alcohol test or drug testing of the employees required. It might be
justifiable under certain circumstances, the health check or health screening is done at
the very beginning in many companies. But, the point is that by through that screening

the company gains access to certain information about the employee.

The question is what is the company going to do with that, if they keep it confidentially
only for their own purpose that is fine, but if it goes in the hand of the insurance and
through them to others which is not desirable. So, there are reasons, but alcohol and drug
testing some people think that that is their personal choices and there should not be such
tasting, but there are occasions which may compel the employer. For example, when
there are other people involved for example, in the case of bus drivers, you know alcohol

testing, drug testing would certainly justifiable.
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* Another conflict issue: Employee’s freedom of Choice and duty of
Loyalty to the Firm Vs Employer’s interest.

* Whistle blowing: The process by which insiders go public with their
claims of malpractices and unethical activities by, or within,
organization. First step is to complain internally. After failing to
remedy the matters frorm the inside,and offen at great personal risk
to themselves

* Whistle Blower protection in India:. The Whistleblower Protection
Act, 2011, 2014, lays down the rules that protect whistle blowers in
non-corporate cases.

—
* Corporate whistleblowers are, however, protected by the Companies
] Act and the Whistleblower policy laid out by the SEBI. Corporations

must have internal channels for complaints . They must provide
safeguards agairist victimization of persons using the mechanism

Another conflict area is what we would call the whistle blowing, you know we have
discussed this earlier in our nature, but whistle blowing as I have told you is the process
when an employee overrides the duty to be loyal to the firm to report against the
organization about some illegal or unethical practices which have not been addressed by
the organization. Because, typically the very first step is to complain internally and after

failing to remedy the matters then of course, there is you know one goes public.

We do have a law Whistleblower Protection Act 2011, 2014 which lays down the
protection for whistleblowers, but in the non-corporate cases, non-corporate cases. So, if
there are reasons to blow the whistle in corporate matters, please note that in our country
that is governed by Companies Act and the whistleblower policy of the SEBI, the
regulatory body. The mechanism for addressing such complaints is are internal channels
and they it is the duty of the corporations to provide protection to the whistleblowers

from any retaliation from the colleagues or from any other interest groups.
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Employee's right to participation: A right of workers to participate in
decisions on issues whﬂh concerned them; e.g. wages, working
conditions, safety and welfare. Govt of india created—consultative
forums: Works Committee (industial Disputes Act 1947, Section 3)

+ Superficial participation: Information-sharing, suggestion schemes.

+ Intermediate participation: Collective Mrulninmlon on
7 restricted issues

1 Real participation: (a] Financial participation: Allows the employee to

have a share in the ownership, or of the income of the Corporation with
share or stock options,

(b) Operational participation: ‘Job enrichment’ or employees taking control
of certain individual decisions related to their job.

Strongest form is co-determinism: To participate in major decisions in t
] company. ——

Employee's right to association: To join in collective bargaining through
Trade Union, or Works councils. Quite strong in Europe.

Here is another important area where we can see the political model kicking in, this is the
right to participate. You know the workers right to participate in the decisions corporate
decisions that affect them for example, wages or their working hours, working conditions
and so on. And, this right is acknowledged by various governments, Government of India
has created consultative forums called work committees. And, this is you will find in the

Industrial Disputes Act 1947 also.

Now, participation right can be dealt with in various ways, one can address it
superficially you know only for the sake of saying so, by sharing some information
which may not be very important or allowing some suggestion schemes which nobody

actually even take into great consideration.

It could be also intermediate kind of participate participation where we are talking about
allowing them to have collective bargaining and consultation on restricted issues. So, not
all issues are available for discussion or negotiation, but only on limited numbers. On the
other hand the real participation is something else one can be financial participation
where the organization allows the employee to have a share in the ownership that is stock
options. This is a practice often and then the second kind is operational participation,
where the employees are allowed to make their own individual decisions or the team

decisions related to their jobs, some freedom; this is known as job enrichment.



The strongest form of this kind of participation, acknowledgement of this participation is
co-determinism which we will talk about in greater details in other lectures. But, this is
about to allow the employees to participate in major decisions governing decisions of the
company. So, we are talking about representation in the board of directors, the other right
is employees right to association. You know this is nothing, but you know you having the
right to unionize, to join in the collective bargaining through trade union or works

councils. This is quite strong in Europe, France, Germany for example.
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3. Caring Organization Model

* Organizations can and should be a web of caring relationships among
people: Values are consistent to ethics of Care.

* In a caring organization, the focus is not on power, or on personal gain,
but on people, and on their well-being.
et oplflkdo

* Employer-employee relationship: Can be a caring relationship,
characterized by ethical responsibilities borne out of caring from both
sides. The commitments of that relationship need not be limited only
by the employment contract. ——

e —
* Duties based in care:
* Customer care.””
] * Employee car

* Helping to enable them to reach their fullest potential; care for the
firm and the employer

And, third and the last organization model is the caring organization, the organization
may also be seen as a network of caring relationships. This is a relationship which
focuses not on power, not on gaining power from each other or working because its
rationally demanded, but it is about a connection with the people and on their well being.
So, in that we can view the employer and employee relationship as a caring relationship
both ways nurturing; characterized by ethical responsibilities, but based on the value of

the relationship.

And, this is what you see now often being used in behind the concepts of customer care,
you know look at the term care, employee care, you know which is where you show your
commitment to the relationship by not staying necessarily within the limit of the

employment contract; that is the departure point from rational model, the employment



contract says this is minimum. So, if you really care you do not have to stop only with

what the employment contract says, you can do much more.
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Concept of re-humanized workplace
* The workplace : Machines, computers, digital technology. A mad rush for
relentless efficiency.

* Result: Stress, extreme connectedness of digital technology has created a
growing disconnect among the people. Surveys show upto 85% of the
employees are disengaged at work, they feel disconnected from the
mamagement team and the corporate vision. The initial enthusiasm fades after
six months,

Idea of re-humanization of workplace is to counter this undesirable situation:
ek S RO,

¥'To care for the person. To integrate work and life.

¥'To enrich the workplace experience

——— R e,

The concept of re-humanized workplace is connected to this kind of caring organization
idea. The workplace obviously, includes the machines, the computers, the digital
technology and there is a push for relentless efficiency and the results are not very good.
Psychologically people talk about technology induced stress, workplace stress you know
we are extremely connected thanks to the digital technology, but we are extremely away
from each other. There is a major growing disconnect among people and service showed

that about 85 percent of employees are disengaged at work.

So, their heart is not in the work, they feel disconnected from the management and from
the corporate vision which is not what is desirable. And, the initial enthusiasm goes away
after the initial 6 months. So, to counter this kind of disengagement, there are this
movement called re-humanization of workplace which includes three principles. To care
for the person, you know you need to see the employee as a person and to help the
person to integrate work and life and to enrich the workplace experience. We will talk

about how and to bring purpose into the work.
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— Work-life balance |
+ Growing pressure of demands of the job: Leading to increasing

invasion of working hours into private and social life of an ‘

employee. Particularly true about the doctors, but also true for A A
many corporate employees: Longer hours, work-related travel to

distant areas.

* Excessive working hours: Significant effect on employee’s physical
and mental health and well-being. Burnouts from overworking.

+ Presenteeism: Being at work when one should be at home, or at
rest—"

Work-life balance: To bring a healthy balance between work and
private life. A healthy division of time and focus between work,
and family, friends, and sacial life.

] French laws (2017) protect the employee’s right to disconnect:
\Em loyee has the legal right not to check work related emails.
mrk should not spill into offdays or into after work hours

So, one of the major contribution in this is the concept called work life balance, putting
work and life, life as in personal life in balance. If you put too many hours, if you put too
much of your energy in the work; obviously, the other side is going to suffer so, which is
not very desirable. So, there are two kinds of problems that are regularly seen as
excessive working hours. You know too long hours or too many work related travel, you
know living friends, family behind. This caused a significant effect on employees,
physical as well as mental well being and often there are complaints about burnouts from

overwork.

Presenteeism, you know presenteeism is the opposite of absenteeism; you are present at
work even when you are supposed to be at rest on vacation or away at home. So, in order
to counter all this, this concept is work life balance to put a balanced, to put a healthy
balance and this means time division, it this means a different way of doing work and so
on. In recognition of this concept, the French laws allowed in 2017 the employees right
to disconnect. This is this is to give them a legal right that they can they do not need to
accept, check their emails after a certain hours or during the off days or after work hours
this need not be connected to work anymore; they are not available for professional

work.
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A caring organization: Worklife balance

* The organization can enable the employees to achieve work-life
balance by instituting policies, procedures and options.

* Flexible working hours: Allows workers to change the start and
end working time from the standard 9-5 or 6 schedule, but with
certain measurable goals and clear expectations.

* E.g. Compressed work week: If the regular weekly hours are 40,
the option is to avail a 4 day 10-hours week.

4:\_——
+ Daily flexible schedule: Employees can arrive early and leave early,
or arrive late and stay back late. The employer may wish a certain
core business hours covered, e.g. 11 AM -3 PM.

] The Tech Sector is known to also allow ‘work from home'.
* Company sponsored family events

Now, work life balance exemplifies in various ways and we are talking about flexi
schedules, many of you heard about this, but this is flexible working hours. Your start
time and your end times are different, it is not exactly 9 to 5 or 9 to 6, but you are still
managing the work and you have certain targets to meet. It can be compressed work
week. So, instead of working 5 days for 8 hours, you can work 10 hours for 4 days, this

is also an option that is given to the employees sometimes and daily flexible schedule.

These are all bringing a little bit of flexibility in the routine so, that the employee can
manage the time for other things. The IT sector is very well known to do also to allow
this option of work from home. Many cooperates these days allow for companies
sponsored family events and the other thing is in order to ease the pressure to set

reasonable goals and deadlines.
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A caring workplace

* Managing people as well as results
+ Makes employees feel they are important
* Encourages work-life balance

* Creates a healthy workplace: Physically and mental well-being:
Creche, gym, health check up, living wage, hours, flexi-time,
meditation, healthfood cafe.

&
* Appreciates and recognizes the contributions of people.

So, this is caring workplace, you know it is about people, it is being people oriented to
make employees feel that they are important and to maintain how healthy workplace
healthy physically, healthy mentally. So, various facilities that looked into how to make
the well being of the employee paramount and also appreciative of the contribution made

by the people.
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Re-humanized workplace: Examples

New set of perks to the employees:

+ Google, Mountainview LA campus: Onsite fitness and wellness
center. Group classes on activities e.g. cooking, coffee-tasting.
“Taking care of Googlers is good for all of us”. Subsidized _~
Childcare on campus. Nap pods: To block noise and light. Healthy
food options with juicebar———

+ Apart from on-site childcare, many companies now have ‘pet-
friendly’ policies: ‘Take your dog to work' day. Pet health
insurance as a voluntary employee benefit.

+ Unilever: A silent zone where employees can rest, or meditate.
Nike: Fitness center, yoga room, weight room.

* Microsoft: Free health checkups, eyecare, and flu shots at on-
site facility.

Here is some examples that I brought in, that with my last point here is major companies

as you know Google for example, or Unilever for example: they have gone a little way



out in order to enrich the workplace experience for their employees you know. Google
for example, in one of their campuses they have the nap pods to block noise, light, sound
so, that the employee can go there to take some rest during work time, but take rest and

come back rejuvenated and more productive.

Some they have also some companies have allowed pet friendly policy, just like you can
bring your children to work from time they arrange for a take your dog to work. Unilever
has a place silent zone, where people can go to meditate; this is for spiritual well being,
psychological well being, but Nike also has fitness center, Microsoft has health checkups

and so on.

(Refer Slide Time: 32:01)
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So, this is something that is close to our idea about re-humanizing the workplaces.
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Conclusion:

Module 5 Lecture 23 explains three different models of
the organization to shed light on how the organizational
model, as a guiding vision, can affect and shape the

employer-employee relationship in a Corporation.
&

ao

So, with that I am going to end this lecture that we have seen three models of
organization and we have talked about how in these models the employer employee

relationship looks at.

Thank you, we will come back.



