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Abstract: When grievances, generally, minor one are not expressed by the employees they just accumulate and lead to major conflicts 

inside the organization such as lockouts, strikes or any other collective disputes.Grievance refers to any dissatisfaction or sense of 

injustice which is felt by an employee in relation to his pay, working conditions, leave, recoveries of dues or other aspects of employment. 

Broadly speaking, a grievance is any dissatisfaction that adversely affects organizational relations and productivity. Grievance may 

sometimes be expressed and sometimes not. Even sometimes, it may not be valid also. The grievance arises when the employee feels 

that something’s happening or going to happen unfair and unjust to him in the organization. 

_________________________________________________________________________________________________________

I. INTRODUCTION 

The grievance is regarded asfactual.The dissatisfaction among 

employees in such case may be due to the reasons that are not 

known to the employees themselves. This dissatisfaction may be 

due to the pressure from other directions like family, friends, 

neighbors etc.The grievances remain unidentified and thus 

undressed may have adverse effects such as It reduces the quality 

and quantity of production.It increases the wastage of material 

and thus the cost of production. It  increases the rate of 

absenteeism and rate of accidents at the workplace. It reduces 

the morale of employees and thus reduces the level of 

commitment and sincerity of work. Indiscipline cases increases 

which gives rise to increase in supervision. It increase in 

industrial conflicts. The causes of grievances are unsafe and 

unpleasant working conditions, in adequate toilet facilities, dirty 

toilets,etc.,non  availability of necessary raw material, tools 

andmachines, misfit between worker’s ability and 

job .Concerning violation of rules and regulations are 

organizational rules and regulations, civic laws, pastpractices, 

procedure of collective bargaining. Concerning personality traits 

are fault find in gattitude, over ambitious, mental 

tension ,negative approach to life, excessive ego feelings. 

II. GRIEVANCE HANDLING 

The sooner the problems are solved, lesser the impact they 

have. So it’s necessary to settle down the problem as soon as 

it arose. The first line manager must be trained to recognize 

and solve such problems promptly andproperly. The 

supervisor has to identify the problem first, as every time the 

grievance expressed must not be legitimate, it’s possible that 

the grievance expressed by the employees may be 

imaginary, emotional or vague.  

 

 

 

The problem once identified must be defined properly and 

accurately by the management. After collection of facts, the 

facts are analysed, to find out the real cause of grievance. 

Once the cause is identified, the alternative solutions to 

the problem are and the best one is selected, to settle the 

grievance and prevent its reoccurrence. The decision so 

selected is communicated to the employees and 

implemented immediately by the effective and efficient 

authority. After implementation the follow up must be done 

at every stage, to ensure effective and quickimplementation. 

In an organization, employees facing problems must be 
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listened carefully and provided with prompt responses. For 

this an effective grievance procedure must be followed by 

the institution. Grievance procedure helps employees to 

raise their concerns, if any, about their job with the 

management.  

Sale from 03/09/20 to 12/09/20 is 13802/- Cr. And expenses 

are 980/-. 

The concerns may be related to their working conditions, 

wages, leaves, promotions etc. There is a specific procedure 

adopted by every institution. This procedure is made well 

known to all the employees and they raise their grievances 

according to that procedure only. Employees can use the 

procedure freely without any fear. Grievance procedure 

helps an organization to identify and the grievance, its nature 

and itscauses. 

Sale from 01/10/20 to 23/10/20 is 39,230/- Cr. And expenses 

are 11,095/- . supervised at 4:49 P.M. 

It provides an organization with an established and well 

known method of processinggrievances.The procedure 

helps employees to show their feelings to the management. 

The problems which can’t be solved by the first line 

managers can be easily resolved byit.It helps the 

management to detect faults in working conditions and take 

corrective measures for their settlement. It helps in 

increasing employees’ morale and his productivity. It helps 

in keeping a check on the employers if being biased against 

the workers, as their actions can be challenged by the 

employees.It helps the management to know the feelings and 

opinions of their employees about the rules and regulation 

of the organization. It provides uniformity in the grievance 

handling .It helps in solving conflicts and disputes within an 

organization and thus strengthening good industrial 

relations. 

Sale from 01/11/20 to 04/11/20 is 16,117/- Cr. And expenses 

are 6615/-. 

  

 III.   INDUSTRIAL RELATIONS 

Industrial relations denote the relationships between 

management and the workers concerned with industrial 

organization. It includes the relationship between 

management and union, management and employees, 

employees and union etc. The parties involved in industrial 

relations had to work in cooperation and with accordance 

with each other. It covers the aspects related to trade 

unionism, collective bargaining, grievance and grievance 

handling, industrial disputesetc.Thus industrial relations may 

be referred to a dynamic and developing concept which is not 

limited to be general web of relationships normally obtaining 

between employers and employees- a web much more 

complex than the simple concept of labour capital conflict. 

There are mainly two sets of factors determining the state 

of industrial relations in any country. The first set of factors, 

described as institutional factors includes pattern and pace of 

labour legislation, policy of the state relating to labour and 

industry, extend and stage of development of  trade unions 

and employers organisations and the type of social 

institutions.The other set of factors determining industrial 

relations, described as ‘economic factors’ include “the nature 

of economic organisation,capital structure including 

technology, the sources of demand and supply.Effective 

industrial relations aim at maintaining harmonious relations 

between employees and management. It generates industrial 

peace within the organization, which is necessary for better 

and higher production.Good IR ensures continuity of 

production by making optimum utilization of available 

resources. It provides continuous employment opportunities 

for all from workers to managers. It also makes an 

uninterrupted flow of income forall. Sound IR helps in 

establishing and maintaining true industrial relations in an 

organization through mutual cooperation and mutual 

negotiation among the management and employees. Disputes 

lead to dissatisfaction among employee which reflects in the 

form of lockouts, strikes and other grievances. Good 

industrial relations help in reducing such unrest among 

workers and thus promoting cordial and peaceful relations 

inside the organization. IR helps in boosting up the morale of 

employees. Employees feel themselves as the owner of their 

company and coordinate their interest with 

companies’interest.Sound IR helps in creating a climate of 

cooperation, team work, and confidence among workers 

which helps them to make fullest use of modern innovations, 

inventions and other technological advancements. It helps the 
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employees to adapt themselves to the changes more rapidly 

and easily. 

Due to cordial relations between management and workers, 

unfair practices on part of both of them are discouraged. IR 

acts as a machinery to solve problems, if arise, within an 

organization through mutual understanding and 

negotiations. The main aim of industrial relations is to 

maintain cordial relations between employees and the 

management and to maintain good industrial relations 

certain conditions must be fulfilled. There should be a well 

organized and strong employee’s union present in an 

enterprise. A weak union can easily be ignored by 

theemployers. There should be an atmosphere of mutual 

cooperation within the organization, so that both the 

management and trade unions may willingly deal with their 

problems freely, confidently and with mutual respect. 

Personnel policies serve as a guide for personnel matters and 

for their effective implementation, they should be 

formulated in consultation with the employees and their 

representatives. Personnel policies must be uniform 

throughout the organization and must clear to everyone. 

Government should play an active role in formulation and 

implementation of policies related to economic and social 

measures affecting IR. If the management or trade unions are 

unable to solve their disputes, government should interfere 

to settle those disputes and to restore industrial harmony in 

the organization. Supervisors must be given proper training 

to ensure that the organizational policies are implemented 

properly within the organization. The mutual agreements 

between management and the worker’s must be executed 

sincerely. As if, the agreements are not executed then both 

the parties involved, stop trusting each other infuture. 

Employees work for earning compensation in the form of 

salary, wages, commission, or other benefits and if not 

provided with proper compensation may cause unhealthy 

relationships between workers and management. Even poor 

working conditions with inadequate infrastructure also serve 

as a source of industrial conflicts. A worker loves to work if 

it’s interesting and completes it with full devotion. This 

results in job satisfaction and creates a healthy relationship 

between labour and management. On the other hand an 

uninteresting nature of work gives birth to dissatisfaction 

and frustration and causes poor industrial relations within an 

organization. Non recognition of trade unions, improper 

communication system, unfair practices, faulty grievance 

handling procedures etc are some of the causes that result in 

poor industrial relation. 

Psychological reasons such as lack of job security, non fulfill 

ment of needs related to survival and maintenance of human 

life may worsen the industrial relations. The main aim of 

trade unions is to safeguard the employees’ interest but in 

case of multiple unions, politicisation and inter union rivalry 

makes these trade unions ineffective to perform their work. 

Unions are used by some of the leaders to serve their own 

purpose, which decreases the faith of employees on them 

and their functioning. Thus gives birth to unrest among 

workers and management. 

IV.   INDUSTRIALDISPUTES 

Good industrial relation is a key to success. The ultimate 

goal of an organization can be achieved successfully in a 

peaceful and cooperative atmosphere. But the relationship 

between labour and management are based on contrasting 

demands and divergent views. Management wants to achieve 

maximum productivity with minimum resources, while 

employees want to earn more and have fair share in net profit. 

These opposite views give rise to industrial disputes and 

conflicts. 

Poor industrial relations often end up with industrial 

disputes in the form of strikes, lockouts, gheraos etc. 

Industrial disputes always harm both employees and 

management and are always against their interest. Poor IR 

demotivates employees and thus results in decreased 

production. 

Hence, it may be concluded that, industrial disputes are 

symptoms of industrial unrest in the same way that boils are 

symptoms of a disordered body. Under picketing workers are 

prevented from entering their work places. Some workers 

who are on strike stand at the entrance of their work places 

along with the banner so rplay cards in connection with 

disputes, to drew attention of the general public and prevent 

their workers to work and persuade them to join the strike. 

The main aim of boycott is to disrupt the normal functioning 

of an organization. Workers are forcefully appealed by the 

strikers to withdraw their cooperation with the employer and 
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are prevented from entering the work place. The workers 

may also boycott their company products and may appeal 

the same to the general public. This forces management to 

accept the demands of striking workers as if affects the 

marketability of their products. 

The various causes of industrial disputes can be divided into 

two categories i.e. economic and non   economic cause. 

Economic cause includes causes related to increase in 

wages, allowances, bonus, gratuity, higher share in 

industrial profits etc. On the other hand non  economic 

causes include demand for proper working conditions, 

adequate working hours, advanced infrastructure etc. 

Industrial disputes have adverse effects on the organization 

as it creates unrest and unnecessary tension within an 

organization due to which employees may lose their faith on 

management and vice versa. Sometimes industrial disputes 

result in strikes, band, lockouts which decreases the rate of 

production and hence creates economic loss. These 

industrial disputes can be prevented through various 

measures like including worker’s participation in 

management by giving them right to have a say in the 

decision process of the organization. Some of such schemes 

are works committee, joint management councils, joint 

councils. A code of discipline can also be led down to assert 

cordial relation within the organization. Several tripartite 

bodies have been set up at central, state and national levels. 

These committees are composed of labour experts along 

with the representatives of employers and employee. The 

Indian labour conference and the standing loabour 

committees are the two important tripartite committees 

functioning in India. Grievances if arise within the 

organization shall be redressed as soon as possible. 

Collective bargaining can also act as a powerful measure to 

avoid industrial disputes. There are chances when employers 

and employees fail to sort out their differences themselves. 

Under such situation, the Industrial disputes Act, 1947 

provides a legalistic machinery to settle such dispute. 

Conciliation or mediation refers to the process under which 

the representatives of employers and the employees are 

brought together before the third party, which persuade them 

for voluntary settlement of the dispute. The main objective 

of conciliation is to settle conflicts promptly and effectively. 

On the failure of conciliation process, the disputants agree to 

refer their dispute to a neutral third party known as arbitrator, 

who is appointed by the parties themselves. Arbitration 

process is different from conciliation process as the 

judgement given on industrial dispute by conciliator only 

helps the disputing parties to reach at a decision while the 

arbitrator gives his judgement on a dispute to the parties. The 

arbitrator listens to both the disputing parties and then gives 

his judgement on it which is acceptable to all parties. 

However, he does not enjoy any judicial powers. He submits 

his judgement to the government within 30 days. Thereafter, 

the government publishes his judgement within 30 days of 

its submission and becomes enforceable after 30 days of the 

publication.Labour Courts have been empowered to decide 

disputes relating to matters specified in the Second 

Schedule. These matters are concerned with the rights of 

workers, such as propriety of legality of an order passed by 

an employer under the standing orders, application and 

interpretation of standing orders, discharge or dismissal of 

workman including reinstatement of grant of relief to 

workman wrongfully discharged or dismissed, withdrawal 

of any customary concession or privilege and illegality or 

otherwise of a strike or lockout. The Industrial Tribunal are 

empowered to adjudicate on matters specified in both the 

Second and Third Schedule i.e. both rights and interest 

disputes. The jurisdiction of the Industrial Tribunal is wider 

than the Labour Courts. In case of disputes which in the 

opinion of the Central Government involve  question  of  

national  importance  or  is  of  such  nature  that  workers  

more than one state are likely to be affected. The Act 

provides   for constitution of National tribunals. 

 

 V.  TRADE UNIONS 

Trade union may be regarded as a group of workers in a 

particular industry aiming to negotiate with their employers over 

issues related to over pay, working hours, job security, health 

facilities and other fringe benefits. They are the voluntary 

associations formed to protect the interest of their members and 

promote their welfare. The main objectives of forming trade 

unions by the employees are to ensure that fair wages and other 

benefits are being provided to each employee in accordance to 

the other employees in the same community. Trade unions 
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pressurize the management to provide basic facilities to the 

employees such as lightning, sanitation, ventilation, drinking 

water, safety equipments etc. They help employees to fight 

against the improper implementation of the personnel policies 

regarding promotions, transfers, recruitment, training, etc. 

Another objective of trade unions is to sort out the industrial 

dispute between employees and employer. Due to the 

involvement of trade unions, supervision procedure has become 

more democratic. Now the employees can file a grievance 

against their employer in case of any mistreatment. The 

grievance redressal procedures are also made in a prompt way 

through a proper channel now. 

Collective Bargaining helps both the employees and employers 

to reach an agreement to regulate the terms and conditions of 

employment. Both the representatives of employers and 

employees.;They make joint decisions regarding these terms and  

conditions. Similarly a tri annual agreement between Trade 

unions and Management on demand charter of trade unions is 

being made. Feedbacks of executives on Grievance are effective 

communication procedure, higher grievance frequency, Formal 

channel for grievance redressal. Causes of grievance are work 

group,work environment, salary, satisfaction with grievance 

redressal system. Once, the grievance reaches to the personnel 

department, both the representatives of the trade union and 

employers are called together to settle down the grievance. But 

if the grievance is not settled again, it is taken to the Deputy 

labour commissioner by the trade union. The commissioner 

takes written statement of both the parties and goes for domestic 

enquiry for taking certain legal actions. At last the counsellation 

officer takes the grievance to Labour Court for settlement, and 

the grievance changes into a dispute between employees and 

company. Executives when questioned on the topics related to 

grievance and grievance Handling procedures. When they were 

asked whether the communication process is effective or not 

10% were very true while 50% were true and 20% answered as 

not true. When they were asked how often they face grievance , 

80% gave answer as partly true. And when the reason for 

grievances was asked 40% said the cause was related to work 

group, 30% related to work environment, 10% salary and 20% 

supervision. Then executives were questioned that whether any 

formal channel is being set up in the organization or not along 

with the proper maintenance of the record of these grievances, 

50% executives said that it was true that formal grievance 

redressal channel is present while 20% were very true and 30% 

true for the proper maintenance of the grievance records. 

VI. FEEDBACK OF SKILLED EMPLOYEES ON 

GRIEVANCE 

The questions when asked on Grievance and Grievance 

Redressal to the skilled and unskilled workers the feedback were 

as: Workers when asked about their satisfaction with the recent 

appraisal, 14% of skilled workers gave answer as very true, 51% 

true, 33% partly true while 2% gave answer as not true. On the 

other hand only 6% of the unskilled workers gave answer as very 

true, 74% as true and 20% as partly true. Workers when enquired 

whether they were aware of the grievance redressal committee 

in 44% of skilled workers gave answer as very true while only 

25% of the unskilled workers gave answer as very true. Workers 

then were asked about the causes of their grievances 13% of the 

skilled workers gave the cause as work group, 17% as work 

environment, 56% as salary and 14% as supervision. While the 

causes for unskilled workers were as 11% work related to work 

group, 7% work environment, 58% as salary and 24% as 

supervision. Then the workers were asked whether they are 

satisfied with the grievance redressal system or not 28% of 

skilled workers gave answer as very true, 48% as true, 20% as 

partly true and 4% as not true. On the other hand unskilled 

workers gave answer as 12% very true, 53% true and 35% as 

partly true. Feedbacks of unskilled employees on grievance are 

satisfaction with recent appraisals, awareness of grievance 

redressal committee ,satisfaction with grievance redressal 

system, work group, work environment, salary, supervisor. 

 

VII. CONCLUSION 

Trade unions formed in organizations also play a vital 

role in promoting and protecting interests of workers and thus 

maintaining cordial relations between workers and 

management of that organization. If in case, industrial 

disputes are not settled easily then they are settled through 

various measures like conciliation, arbitration etc. So in 

simpler words we can conclude that grievance is such a 

situation which leads to dissatisfaction among the workers 

working in an organization which can be due to many reasons 

such as dissatisfaction related to working conditions, 

management policy, violation of rules and regulations etc. 
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And if these grievances are not heard and redressed properly 

can lead to various industrial disputes like lockouts, strikes, 

boycott, gherao etc. So in order to avoid such conditions 

every organization has its own grievance handling procedure 

and a proper grievance handling procedure helps in 

maintaining good industrial relations between management 

and workers. 
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