Project Report On

Impact of Grievance Management on Employees Job Satisfaction

Submitted to the
JAMIA MILLIA ISLAMIA
In partial fulfillment of the requirements for the award of the
Degree of
MASTER OF ARTS (HUMAN RESOURCE MANAGEMENT)

Submitted by

SATYAM RANJAN
Roll No: D22HRM135

Under the supervison and guidance of
Dr. Mohd Afzal Saifi

CENTRE FOR DISTANCE AND ONLINE EDUCATION
JAMIA MILLIA ISLAMIA
NEW DELHI
2025




Declaration

It is hereby declare that the project report, titled “Impact of Grievance Management on
Employees Job Satisfaction” submitted by me in partial fulfillment for the award of the Degree
of Master of Arts (Human Resource Management) of this University has not been previously

submitted for any other degree/diploma of this or any other University and is my original work.

Satyam Ranjan




CERTIFICATE

On the basis of the declaration submitted by Mr Satyam Ranjan_student of Master of Arts (Human
Resource Management), I hereby certify that the dissertation “Impact of Grievance Management
on Employees Job Satisfaction” which is being submitted to the Centre for distance and online
education, Jamia Milllia Islamia, New Delhi in partial fulfillment of the requirement for the award
of the degree of Master of Arts (Human Resource Management), is an original contribution to
existing knowledge and faithful record of research carried out by him under my guidance and
supervision. To the best of my knowledge this work has not been submitted in part or full for any
Degree or Diploma to this University or elsewhere. I consider this dissertation fit for submission

and evaluation.

Dr. Mohd Afzal Saifi




ACKNOWLEDGMENT

I would like to express my sincere gratitude to the people who have directly or indirectly helped
me throughout in the successful completion of my project report on Impact of Grievance
Management on Employees Job Satisfaction.

I take this opportunity to thank my project guide Dr. Mohd Afzal Saifi who has seen me through
all the stages of the project. I would like to express my gratitude to her for his timely advice and
Guided as per requirement Above all I thank GOD, Almighty for the immense wishes and blessings

that gave me motivation and confidence to complete this project on time

Satyam Ranjan




TABLE OF CONTENTS

Chapter No | Title Page No

Declaration
Certificate
Acknowledgment
List of Tables
List of Figures
1.Introduction 1
1.2 Grievance Management 1-3
1.3 Job Satisfaction: 3-4
1.4 The Link Between Grievance Management and
Job Satisfaction 4-5
1.5 Challenges in Grievance Management and Its
Effect on Job Satisfaction 5
1.6 Best Practices for Strengthening the Link Between
Grievance Management and Job Satisfaction 6
1.7 Scope of the study 6
Reference 7-8
Review of Literature 9-19
2.1 Introduction 9

! 2.2 Review 9-17
Reference 18-19
Research Methodology 20-25
3.1 Introduction 20
3.2 Statement of the problem 21

" 3.3 Need for the study 21
3.4 Objectives of the study 22
3.5 Hypotheses 22




3.6 Research Design 23-23
3.7 Source of data 23
3.8 Sampling technique 23
3.9 Period of Study 23
3.10 Analytical tools 24
Reference 25
Data analysis and Interpretation 26-57
4.1 Introduction 26

v
4.2 Profile of the respondents 27-56
Reference 56-57
Finding and Conclusion 58-63
5.1 Introduction 58
5.2 Findings 58
5.3 Suggestions 59

Vv 5.4 Limitations of the Study 59-60
5.5 Conclusion 60-61
5.6. Future Scope and Extension of the Study 62-63
Appendix (Questionnaire) 64-69
Bibilography 69-73s




List of Tables

Table Page
No Particulars No
4.1.1 Gender of the respondent 27
4.1.2 Age of the respondent 28
413 Education of the respondent 29
4.1.4 Occupation of the respondent 30
4.1.5 Income of the respondent 31
4.1.6 Marital status of the respondent 32
4.1.7 Present role in your organization 33
4.1.8 Years of experience do you have in your field 34
4.1.9 How satisfied are you with your current job overall? 35
4.1.10 Do you feel motivated to do your job every day? .36
How would you rate the physical working conditions at your
4.1.11 workplace? 37
4.1.12 Do you feel safe and comfortable in your work environment? 38
4.1.13 Are you satisfied with your current salary and benefits package? 39
4.1.14 Do you believe your compensation reflects the work you contribute? | 40
Do you feel you can balance your work responsibilities with your
4.1.15 personal life? 41
Do you receive timely and constructive feedback from your
4.1.16 manager? 42
4.1.17 Is the work culture supportive in your organization? 43
4.1.18 How often do you face grievances in your organization? 44
4.1.19 Most of your grievances are related to. 45
4.1.20 To whom you share if you have any grievances. 46
4.1.21 How frequently are your grievances and complaints resolved? 47




What is the length of time it takes for your superior to handle a

4.1.22 complaint? 48
4.1.23 How proficient is management at resolving grievances? 49
Does the primary cause of the grievance stems, from pressure by
4.1.24 senior management? 51
Have you ever faced a grievance related to performance in the
4.1.25 appraisal process? 52
Does the senior management's decision on your grievance meet
4.1.26 your needs? 53
Are you happy with your company's current grievance settlement
4.1.27 process? 55




List of Figures

Table Page
No Particulars No
4.1.1 Gender of the respondent 27
4.1.2 Age of the respondent 28
413 Education of the respondent 29
4.1.4 Occupation of the respondent 30
4.1.5 Income of the respondent 31
4.1.6 Marital status of the respondent 32
4.1.7 Present role in your organization 33
4.1.8 Years of experience do you have in your field 34
4.1.9 How satisfied are you with your current job overall? 35
4.1.10 Do you feel motivated to do your job every day? .36
How would you rate the physical working conditions at your
4.1.11 workplace? 37
4.1.12 Do you feel safe and comfortable in your work environment? 38
4.1.13 Are you satisfied with your current salary and benefits package? 39
4.1.14 Do you believe your compensation reflects the work you contribute? | 40
Do you feel you can balance your work responsibilities with your
4.1.15 personal life? 41
Do you receive timely and constructive feedback from your
4.1.16 manager? 42
4.1.17 Is the work culture supportive in your organization? 43
4.1.18 How often do you face grievances in your organization? 44
4.1.19 Most of your grievances are related to. 45
4.1.20 To whom you share if you have any grievances. 46
4.1.21 How frequently are your grievances and complaints resolved? 47
4.1.22 What is the length of time it takes for your superior to handle a | 48




complaint?

4.1.23 How proficient is management at resolving grievances? 49
Does the primary cause of the grievance stems, from pressure by
4.1.24 senior management? 51
Have you ever faced a grievance related to performance in the
4.1.25 appraisal process? 52
Does the senior management's decision on your grievance meet
4.1.26 your needs? 53
Are you happy with your company's current grievance settlement
4.1.27 process? 55




CHAPTER-I INTRODUCTION

1. INTRODUCTION

Employee satisfaction is an important variable in organizational success, productivity, and overall
harmony in the workplace. One of the major determinants of job satisfaction is the manner in
which grievances are managed within organizations. Grievance management is a systematic
process aimed at the redressal of grievances of employees concerning their grievances, concerns,
or disputes within an organization. The effective management of grievances helps in the resolution
of workplace conflicts but also results in a good working environment with improved morale,

commitment, and productivity among employees.

In contrast, a poor grievance management system may lead to dissatisfaction, workplace stress,
high turnover rates, and decreased employee engagement. Employees who feel unheard or unfairly
treated may experience a decline in motivation, which negatively impacts their job performance
and overall organizational climate. Therefore, understanding the impact of grievance management
on employee job satisfaction is essential for both HR professionals and business leaders aiming to

create a supportive and productive workplace.

This study explores the relationship between grievance management and employee job satisfaction
based on fair policies, open communication, and responsiveness of management to tackle
workplace issues. Best practices in grievance handling strategies and their impact have been
examined with regard to enhancing the welfare of employees and organizational effectiveness in

the research.




1.2 Grievance Management:

The organized procedure that businesses adopt to handle employee grievances, issues, or
conflicts is known as grievance management. It is an essential component of human resource
management (HRM) that guarantees equity, openness, and a safe workplace. Effective
grievance management improves employee satisfaction, keeps disputes from getting worse,
and fosters a positive work environment (Armstrong, 2021).

1. Definition of Grievance:-

A grievance is any dissatisfaction or feeling of injustice that an employee experiences in
relation to their work, management, policies, or colleagues. It can arise from various workplace
issues, including unfair treatment, discrimination, wage concerns, unsafe working conditions,
or violation of employee rights (Dessler, 2020). Grievances can be formal or informal, and

organizations must have a structured system to address them effectively.

II. Importance of Grievance Management:

« Effective grievance management plays a vital role in maintaining industrial

harmony and organizational efficiency. Some key benefits include:

« Enhancing Employee Morale: Employees feel valued and respected when their

concerns are addressed.

« Reducing Workplace Conflicts: Prompt resolution prevents escalation into serious

disputes.
« Improving Productivity: A satisfied workforce is more motivated and engaged.

« Ensuring Legal Compliance: Proper grievance handling ensures adherence to labor

laws and organizational policies (Mondy & Martocchio, 2019).
III. Grievance Handling Procedure:
A well-structured grievance handling process typically involves the following steps:
« Acknowledgment: Employees formally or informally raise their grievance.

« Investigation: The HR or grievance committee gathers facts and evaluates the issue.

2




« Discussion & Resolution: The management and the concerned parties discuss

possible solutions.

« Follow-up: Ensuring the resolution is effective and no further dissatisfaction

remains (Werner & DeSimone, 2020).

IV. Best Practices in Grievance Management:

For grievance management to be effective, organizations should:

e Establish clear grievance policies and procedures.

e Open communication between employees and management.
e Ensure confidentiality and impartiality in grievance handling.
¢ Provide training for HR and managers on conflict resolution.

e Regularly review and improve grievance policies based on employee

1.3 Job Satisfaction:

Job satisfaction is a crucial factor influencing employee performance, organizational
commitment, and overall workplace well-being. It refers to the level of contentment employees
feel about their jobs, which affects their motivation, engagement, and productivity (Robbins
& Judge, 2021). Organizations that prioritize job satisfaction tend to experience lower turnover

rates, higher employee morale, and increased efficiency.

Definition of Job Satisfaction:

Job satisfaction is commonly defined as an individual's positive emotional response to their
job, arising from the alignment of their expectations, needs, and experiences at work
(Locke, 1976). It encompasses multiple aspects, including job roles, workplace
relationships, compensation, growth opportunities, and work-life balance (Spector, 2022).
According to Herzberg's Two-Factor Theory, job satisfaction is influenced by two sets of
factors: motivators (e.g., achievement, recognition, responsibility) and hygiene factors
(e.g., salary, working conditions, company policies). While motivators enhance

satisfaction, the absence of hygiene factors leads to dissatisfaction (Herzberg, 1959).

II.  Significance of Job Satisfaction




Employee Performance and Productivity:- Job satisfaction plays a direct role in enhancing
employee performance and productivity. Satisfied employees tend to be more engaged,
proactive, and committed to their tasks, leading to better organizational outcomes (Judge

etal., 2017).

Employee Retention and Reduced Turnover:- High job satisfaction reduces employee
turnover and absenteeism. Organizations with satisfied employees experience lower
recruitment and training costs while maintaining a stable and experienced workforce

(Meyer & Allen, 1991).

Workplace Morale and Organizational Culture:- A positive work environment fosters
collaboration, teamwork, and innovation. Employees who feel valued contribute to a
healthy organizational culture, leading to greater job satisfaction among colleagues

(Luthans, 2021).

Employee Well-Being and Work-Life Balance:- Job satisfaction is closely linked to mental
and physical well-being. Employees who enjoy their work experience lower stress levels,

improved work-life balance, and overall job happiness (Spector, 2022).

Organizational Success and Customer Satisfaction:-Satisfied employees often provide
better customer service, leading to improved customer satisfaction and business success. 0
Organizations that focus on employee well-being create a positive brand reputation and

attract top talent (Harter et al., 2002).

1.4. The Link Between Grievance Management and Job Satisfaction

Grievance management and job satisfaction are closely interconnected in shaping
workplace dynamics. An effective grievance handling system ensures that employees feel
heard, valued, and treated fairly, which in turn enhances job satisfaction (Armstrong,
2021). Conversely, poor grievance management can lead to frustration, disengagement,

and high turnover rates, negatively impacting organizational performance (Dessler, 2020).

I. Understanding the Relationship

The Role of Fair Treatment:- Employees expect fairness in how their complaints and

concerns are addressed. When grievances are resolved in a just and transparent manner, it
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fosters trust and improves job satisfaction (Robbins & Judge, 2021). On the other hand,
unresolved or poorly handled grievances lead to dissatisfaction, resentment, and a decline

in morale (Spector, 2022).

Workplace Conflict Resolution and Employee Engagement:- Workplace conflicts are
inevitable, but their resolution determines employee satisfaction. A well-structured
grievance management system helps mitigate conflicts, ensuring a harmonious work

environment that promotes engagement and productivity (Werner & DeSimone, 2020).

Psychological Impact on Employees:- Grievance management affects employees’
emotional well-being. When employees feel that their concerns are addressed effectively,
they experience lower stress levels and higher motivation, leading to job satisfaction
(Luthans, 2021). Conversely, unresolved grievances can cause anxiety, frustration, and

detachment from work (Greenberg, 2020).

I1. Impact of Good Grievance Management on Job Satisfaction:

Increased Employee Trust and Commitment:- A transparent grievance handling process
builds employee trust in the organization. Trust fosters a sense of security and commitment,

which are key drivers of job satisfaction (Meyer & Allen, 1991).

Reduced Turnover and Absenteeism:- When employees’ concerns are addressed, they are
more likely to stay with the organization. This reduces turnover and absenteeism, leading

to a more stable and satisfied workforce (Mondy & Martocchio, 2019).

Enhanced Organizational Culture and Productivity:- A workplace that prioritizes grievance
management creates a culture of respect and fairness. This positive environment enhances
employee motivation and productivity, contributing to overall job satisfaction (Judge et al.,

2017).
1.5.  Challenges in Grievance Management and Its Effect on Job Satisfaction:

Lack of Clear Policies: Unclear procedures lead to inconsistent handling of grievances.
Management Bias: Perceived favoritism or bias in grievance resolution reduces employee

trust.




e Delayed Resolution: Prolonged grievance handling increases frustration and
dissatisfaction.

e Fear of Retaliation: Employees may hesitate to report grievances due to fear of negative
consequences (Dessler, 2020).
1.6.  Best Practices for Strengthening the Link Between Grievance Management and

Job Satisfaction

To enhance job satisfaction through effective grievance management, organizations should:

« Establish clear and accessible grievance policies.

« Train managers and HR professionals in conflict resolution.

« Ensure impartial and timely resolution of complaints.

« Encourage open communication and feedback.

« Foster a supportive and non-retaliatory workplace culture (Robbins & Judge, 2021).

1.7.  Scope of the study:-

. This study looks into the grievance management practices and their effects on the
job satisfaction of employees in different organizational settings. The study focuses on
employees in manufacturing, IT, and services industries to give a holistic view of the topic.

Key aspects include:

. Analyzing existing grievance management systems to identify their strengths and
weaknesses.
. Assessing employees' perceptions of grievance handling processes and their

influence on job satisfaction.

. Examining the function of HR persons and managers within the grievance redress
mechanism and its association with employee retention and loyalty

. Identifying potential problems that occur for organizations in general while

handling the grievance, and its reflection on employee attitude.

This research has been geographically limited to only a few locations to make the study

manageable within this time frame. The findings suggest actionable recommendations




about improving grievance management processes with a view towards enhancing

employee satisfaction and organizational effectiveness.
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CHAPTER-II REVIEW OF LITERATURE

2.1. Introduction:

The Review of Literature provides a comprehensive analysis of existing research relevant to the
study on the Impact of Leadership Styles on Employee Productivity. This section explores
theoretical frameworks, empirical studies, and key findings from scholarly sources to establish a
foundation for understanding the relationship between leadership approaches and workplace

efficiency.

Leadership has long been recognized as a critical factor in shaping organizational performance and
employee outcomes. Various leadership theories, including transformational, transactional, and
laissez-faire leadership, have been extensively studied for their influence on motivation, job
satisfaction, and overall productivity. By reviewing prior research, this section aims to identify

gaps in the literature, highlight key trends, and provide a basis for the study’s research objectives.

Furthermore, the literature review will assess different perspectives on leadership effectiveness
across industries, organizational structures, and cultural contexts. It will also consider how
leadership styles interact with other workplace variables such as employee engagement,
organizational commitment, and job performance. Through this review, the study aims to
synthesize existing knowledge and contribute to the ongoing discourse on leadership and

productivity.

2.2. Review:

Esther Eberechukwu Nwaka and Prof. C U. Onyeizugbe, 2024 :- The study examined the
relationship between grievance management and employee performance in selected public
universities in Anambra State. The study was anchored on the Stakeholder Engagement
Theory. The research was a survey that used a sample of non-academic staff from State and
Federal universities in Anambra State. A structured questionnaire was used to gather data, and
Pearson's Product Moment Correlation Coefficient was adopted for analysis. The results

indicated a strong positive relationship between collective bargaining and employee morale,




and open door policy and employee commitment. The study concluded that grievance
management significantly impacts employee performance in Anambra State universities. The
study recommends that school authorities and the Federal Government (FG) learn to obey

collective bargaining agreements and encourage more of them to improve employee morale.

Justus Nyongesa Wesonga and Johan Van Der Westhuizen, 2024 :- This study investigates
the impact of grievance processing on staff performance at Kenyan public hospitals,
specifically Longisa referral hospital in Bonet County. The research used a case study design
and gathered primary data from 307 professionals. The study found a positive and statistically
significant correlation between grievance handling procedures and staff performance. The
three null hypotheses were rejected due to their Chi-square values. Respondents generally
believed that grievance processing affected employee performance. The study concluded that
businesses should establish wise and sound grievance resolution processes to improve
employee performance. Efficient grievance-handling strategies are essential for enhancing

workplace productivity and employee.

Vivek Singh and Pundir , 2023:- This study explores the relationship between job satisfaction
and job involvement in library professionals. Job satisfaction refers to how well a job fulfills
aneed or functions as a source of happiness. Employment for a job involves the extent to which
an employee engages in their profession or the responsibility assigned on a mental and
psychological level. Top performers are more involved in their jobs and are preoccupied with
them. Greater job involvement leads to greater job satisfaction, which in turn leads to beneficial

improvements in an organization.

Libraries are essential for the development and prosperity of each nation and play a key role
in society/community development. Job involvement is influenced by satisfaction, personal
development, productivity, and motivation at work. It increases workers' engagement in their
work and turns it into a meaningful and rewarding experience, which is vital for organizational
strength, efficiency, and morale The analysis reveals a significant relationship between job
involvement and job satisfaction among male and female library professionals in the selected
university libraries of Uttar Pradesh and Uttarakhand. However, the nature or strength of this
relationship might vary for different genders Managerial implications of this study include

focusing on positive correlations between job satisfaction factors, addressing attitude,

10




recognizing organizational commitment and job performance, and examining job content and

working conditions.

NIVEDITA SONI , 2023:-India's cement industry, the second-largest producer of cement
globally, is expected to grow significantly due to its high limestone deposits. The industry is
expected to add 80 million tons of capacity by the end of 2024, a significant increase since the
last decade. To achieve this, cement companies must focus on their workforce, which is a
critical resource for any organization. Grievance handling is essential for maintaining a
productive work environment and minimizing dissatisfaction. This study aimed to understand
the perception of employees towards grievance handling procedures in the cement industry of
Madhya Pradesh. The study found that four dimensions of grievance handling procedure -
accessibility, understandability, objectivity, and transparency - significantly predict
employees' perception of the procedure. The most common factors for grievances in the
workplace include workgroup relationships, perceived injustice, unfair treatment, and
disciplinary action. The study concluded that the effectiveness of the grievance handling
system in the cement industry of Madhya Pradesh is satisfactory and positive, with employees

valuing the transparency and accessibility of the procedure.

Dr. M. Dhanabhakyam & Monish P, 2022:- Employee grievance management is considered
as the most significant human resource strategy for improving organizational effectiveness and
commitment. Dissatisfied employees are critical for every organizations. This dissatisfaction
would leads to employee employer conflicts, job burnout and employee turnover. Hence it is
essential to design effective grievance management strategies in companies. Information
technology Employees have been facing many challenges and problems in their workplace.
Such challenges lead to reporting of employee grievances. Management should take care of
those grievances and redress it within a short time span. This paper made an attempt to measure
the perception of information technology employees on grievance management strategies and
analyzed the role of grievance management on job commitment and organizational justice.
Results revealed that employee grievance management has had a substantial effect on job

commitment and organizational justice.

BENJAMIN KOFI ESSIAW , 2022:-This study seeks to investigate the causes of employee
grievances in the hospitality industry in Ghana, specifically for the Central Region. The
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research used a cross-sectional research design and a survey questionnaire to collect data from
344 employees in the study. The findings revealed that low wages, poor working conditions,
lack of protective equipment, and poor working relationships were the main causes of
grievances. The study found that handling grievance strategies such as dominating, integrating,
obliging, avoiding, and compromising have no impact on job satisfaction. The findings were
that the industry should make work environments improve, increase employee productivity,
and practice open communication to foster a positive work environment. Mastering different

handling strategies is very important to achieving employee job satisfaction.

M. PATCHIAPPANE , 2022:- Job satisfaction is a positive mental state resulting from job
evaluations or work-related experiences. It can include emotional components like frustration,
fear, or enthusiasm. Research suggests methods for businesses to recruit seafarers, such as
branding tactics and high salaries. Retaining seafarers can lead to competitive advantage,
increased cost benefits, and valuable knowledge transfer. This research aims to study job
satisfaction among Indian seafarers working on Indian and Foreign Going ships. Factors
influencing job satisfaction include employee engagement, demographics, and the
development of suitable models. The study found that strong work demands lead to many
seafarers leaving their jobs, suggesting that improving occupational engagement can decrease
turnover intention. Therefore, businesses should provide seafarers with an enjoyable work

atmosphere.

EJBMR , Rafia Hasan Taheri, Md. Shipon Miah and Md. Kamaruzzaman , 2020:- The
working environment is a critical factor for organizations and institutions to maintain a steady
workforce and achieve growth. Employers must prioritize efficiency, effectiveness, and
productivity to maintain a positive working environment. This study aimed to understand the
impact of the working environment on job satisfaction using quantitative and qualitative
analysis. Data was collected from two organizations, the Department of Agricultural Extension
and Bangladesh Rural Electrification Board, in a specific district in Bangladesh. The study
found significant impacts of the working environment on job satisfaction, emphasizing the

importance of providing better facilities for proper organization and employee satisfaction.

Tharuka W.M.V and Sajeevanie T.L.This , 2020:- study tries to find whether grievances

handling procedure has any impact on job satisfaction of lower level managers in a selected
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private bank, Sri Lanka. According to the studies on banking industry, it was found that the
majority of employees are highly dissatisfied about working environments, existing workload
and tough work schedule in their banks. As a result of this, maintaining and retention of the
best performers within the biggest challenge for an organization in the industry is to become a
significant one. This study is focused on investigating the impact of handling grievances
procedure on job satisfaction of lower level managers in a selected private bank, Sri Lanka.
Data were collected from 105 lower level managers in the selected private bank, by
administering a structured questionnaire, which consisted of 55 questions/statements with 5
points Likert scale: The data analysis included the univariate and bivariate analyses. The
findings of the research depicted that grievances handling procedure has a positive and
significant impact on the job satisfaction of lower level managers in the selected private bank.
The study indicated that timeliness, structure of the procedure, justice ensured by the
procedure, and participation of managers and trade have been considered as the dimensions of
grievances handling procedure. union also have a positive and significant impact on the job
satisfaction of lower level managers. An indicated by the empirical data, job satisfaction of
lower level managers in the bank depends on grievances handling procedure in the company.
According to the behavior of the dependent and independent variables, dimensions of
grievances handling procedure like timeliness, structure, justice and participation enhance the
job satisfaction of the lower level managers. To conclude, it may be said that though this
research is based on the study of a particular employee category, the findings may be followed

to improve the effectiveness of the procedure across organizations.

Obiekwe and Onyebuchi , 2019:- The paper analyzes the effect of employee grievance
management on organizational performance. It points out that effective grievance management
is indispensable for a harmonious workplace, increased employee loyalty, and productivity.
Poor grievance management can lead to adverse outcome such as poor productivity,
absenteeism, disobedience, and low work quality. The study recommends grievances to be
handled promptly, clear grievance management procedure, and training of people responsible
for handling grievances. It also suggests training of employees in basic grievance procedures
and necessity for following them. The study concludes that effective grievance management

is a need to realize better organizational performance.
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Dr.M.Dhanabhakyam and Monish P, 2019:-Employee grievances are a significant issue in
the workplace, affecting job performance, commitment, and morale. They can be related to
salary, performance appraisal, job stress, and health and safety. A fair grievance management
system is crucial for organizations to resolve these issues and attract and retain talent.
Companies use techniques like step ladder policies, open-door policies, gripe boxes, and
opinion surveys to identify grievances. This study examines employees' perceptions of
grievance management and its impact on job commitment levels, specifically for IT employees

in Kozhikode Cyber Park.

G.JAYANTHI , 2016:- Job satisfaction is an essential success factor in an organization that
will make an employee satisfied and motivated. Since State Bank of India is a public sector
bank, privatization creates pressure among its employees. For assessing job satisfaction, a
research was conducted with 369 employees of 25 SBI branches located in the Kanchipuram
district, Tamil Nadu, India. The results indicate that job sa sfac on varies by age, educa on
level, cadre, length of experience, and salary. High level motivation factors, such as
recognition and achievement, contribute to job satisfaction in the officer category, while
hygiene factors like job security, working conditions, post-retirement benefits, interpersonal
relationships, suggestion systems, and grievance systems contribute to less satisfaction. The
study suggests that SBI Kanchipuram district should conduct periodic job satisfaction surveys
to ensure job satisfaction is secured and maintain its top position in the competitive banking

market.

Abdul Raziqa and Raheela Maulabakhsha , 2015:-This paper evaluates the impact of a
working environment on employee job satisfaction in Quetta, Pakistan. A quantitative study
using questionnaires from 210 employees from educational institutes, banking, and
telecommunication sectors found a positive relationship between the environment and job
satisfaction. The study suggests that businesses should recognize the importance of a good
working environment for maximizing job satisfaction and encourage employees to contribute

more to their jobs for personal growth and development.

JBRMR , Louise van Scheers and Johan BothaCustomer , 2014:- service is crucial for
businesses, and providers must understand industry trends and develop fundamental skills. A

study in Pretoria, South Africa, analyzed job satisfaction levels in grocery retailers and found
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a positive correlation between job satisfaction and motivation. The majority of respondents
disagreed with the statement that employee attitude is commendable, and customers perceived
little empowerment for frontline staff. Management believed they were doing enough to

address customer satisfaction issues.

Journal of Indian Research , Jitendra Kumar Singh and Dr. Mini Jain , 2013:- Happy
workers are productive workers and productive workers are likely to be happy. Employee job
satisfaction is essential to face the dynamic and ever-increasing challenges of maintaining
productivity of the organization by keeping their workforce constantly engaged and motivated.
Furthermore, environmental pressures, rising health costs and various needs of the workforce
also pose a challenge for the management. This could be overcome by creating a
workenvironment that maintains employee job satisfaction as well as motivates people towards
exceptional performance at the workplace achieving work-life balance. This paper outlines the
broad contours of various variables responsible for employee satisfaction and various ways by

which one can maximize employee satisfaction.

Karim Babayi Nadinloyi , Hasan Sadeghib and Nader Hajlooc, 2013:- This study was
aimed to explore the relationship between job satisfaction and mental health. The statistics
comprise all the employees of two industrial companies in the city of Ardabil. A sample of 90
people was randomly selected for this study They were asked to fill out the Birfield job
satisfaction and Ruth questionnaire and scale. Data was analyzed using multiple regressions
and t-test. Findings of the study revealed that there is a positive correlation between job
unsatisfaction employees and global index of mental health, social action and depression. It
has been discovered that working women compared to working men are more job satisfied.
Additionally, employees with a longer working experience in their workplace have much job
Satisfaction. The findings of this study are supported by earlier research findings regarding the
role of job satisfaction in mental health workers, particularly in enhancing social relationships

and depression.

Samina Qasim , Farooq-E-Azam Cheema and Nadeem A. Syed , 2012:- This study aims to
identify factors contributing to the highest level of job satisfaction among Pakistani
multinational company employees. A descriptive analytical approach was used, with 40 out of

100 employees stratified random. Data was collected through a questionnaire and Likert scale.
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Results showed that work environment had the highest magnitude in affecting job satisfaction.
The study suggests that increasing employee satisfaction is crucial for gaining a competitive

advantage and adapting to changing environments.

European Journal of Business and Management , Neeraj Kumari 2011:- The study
explores different aspects of job satisfaction such as culture, communication between the
leaders, commitment, job content, training, reward and recognition, teamwork, relationships
with superior, and delegation at Badarpur Thermal Power Station, NTPC Ltd. This is
descriptive research in which there were surveys and inquiries by questionnaires, interviews,
and observations. A sample of 125 employees was randomly selected from a population of
248. Secondary data was collected from company manuals, the employee handbook, and the
BTPS intranet and website. The study was conducted over two months, and the data analysis
was done using SPSS, which reflected the satisfaction levels across various parameters.
Employees are satisfied with their current jobs, but further measures are required to enhance

job satisfaction.

Brikend AZIRI , 2011 :- Job satisfaction is a complex challenge for today's managers.
Numerous studies show that job satisfaction significantly influences employee motivation,
which in turn affects productivity and overall business performance. Unfortunately, in our
region, job satisfaction has not received adequate attention from scholars or managers in

various organizations.

MICHAEL NGIGI NDUNG’U . 2008:- This study examined the effect of grievance
management on employee satisfaction in private secondary schools in Thika West District,
Kenya. The participants included class teachers, heads of departments, deputy principals, and
principals from seventeen schools. Compromising and Integrating styles were preferred most,
where 89.6% and 81.2% respondents favored them respectively. Dominating, Avoiding, and
Obliging styles had 24.9%, 29.1%, and 20.87% preferences, respectively. Respondents
reported the highest satisfaction when using Compromising and Integrating styles, with
89.05% and 84.8% of respondents reporting satisfaction. The study concluded that
Compromising and Integrating styles lead to high job satisfaction due to high concerns for both
parties involved in a conflict, while Dominating, Avoiding, and Obliging styles lead to low job

satisfaction.
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Ali Mohammad Mosadegh Rad , Mohammad Hossein Yarmohammadian , 2006 :- This
study examined the relationship between leadership styles of managers and job satisfaction
among employees in Isfahan University Hospitals, Iran. The study collected data from 814
employees, of which most of the managers were participative. Findings: It was observed that
the employees showed moderate satisfaction level about their job; however, salary, benefits,
work conditions, promotion, and communication have much less satisfaction from the
employees' side. Also, there exists a high degree of association between leadership behaviors
and job satisfaction. The findings suggest that the best leadership style should be chosen based
on organizational culture and employees' maturity. The findings may be helpful for developing

new models of leadership in different contexts.

Lawrence Nurse and Dwayne Devonish, 2006:- This paper examines the effect of workers'
demographic attributes on their procedural justice perceptions in grievance management. A
survey of 660 employees in public and private sectors was done, employing a dichotomous
scale and logistic regression analysis. Findings indicated that demographic attributes, with
the exception of education, did not have a significant effect on workers' procedural justice
perceptions. Perceptions of procedural justice, however, affected perceived distributive
justice. The study calls for further research to determine why education is more powerful
than other demographic attributes in affecting procedural justice perceptions and to separate
the effects of justice perceptions on satisfaction with trade union and organizational

citizenship behaviors.
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CHAPTER-III RESEARCH METHODLOGY

3.1. Introduction

The Research Methodology section outlines the systematic approach used to investigate the Impact
of Leadership Styles on Employee Productivity. This chapter details the research design, data
collection methods, sampling techniques, and analytical tools employed to ensure the study's

reliability and validity.

To explore the relationship between leadership styles and employee productivity, the study adopts
a quantitative/qualitative/mixed-method approach (choose based on your study). The
methodology is designed to collect empirical data from employees and managers across various
industries to understand how different leadership styles—such as transformational, transactional,

and laissez-faire—affect workplace efficiency and employee motivation.

The research employs a descriptive/correlational/experimental (select one) research design to
analyze the extent of influence leadership styles have on key performance indicators such as job
satisfaction, motivation, and overall productivity. Data collection is conducted through surveys,
interviews, or case studies (mention your method), ensuring a comprehensive understanding of

the subject matter.

This chapter also discusses the sampling technique (random, stratified, purposive, etc.), the
rationale for selecting the sample size, and the statistical or thematic analysis methods used to
interpret the data. Ethical considerations, such as informed consent and data confidentiality, are

also addressed to ensure compliance with research standards.

By establishing a clear methodological framework, this chapter ensures that the findings are
credible, replicable, and contribute meaningfully to the academic and practical discourse on

leadership and employee productivity.
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3.2 Statement of the problem:-

Effective grievance management is important for a positive work environment and, therefore,
for increased employee satisfaction. Unfortunately, grievance handling mechanisms in most
organizations are regarded as nonproductive, time-consuming, or biased. This could bring the
dissatisfaction of employees against management, its affairs, and decreased morale. The lack
of trust towards management and the higher rates of turnover by employees can also result
from such an attitude. Inefficient grievance dealing by the organization leads to creating a
culture of discontent; they negatively affect productivity, engagement, and the overall

organizational performance.

Despite the significance of grievance management, there is a lack of empirical studies
examining its direct impact on employee job satisfaction. Understanding this relationship
would better equip HR professionals and organizational leaders. Fairness, responsiveness, and

transparency in grievance resolution greatly affect workplace experience and commitment.

This paper addresses the gap by examining grievance management and its connection to job

satisfaction.

It identifies, assesses, and analyzes current practices to evaluate their influence on employee
satisfaction. The findings will inform improvements in grievance management, fostering a
supportive and engaging work environment. Addressing this issue is crucial for organizations

aiming to retain talent, enhance employee well-being, and achieve long-term success.

3.3 Need for the study:-

Employee satisfaction is a key determinant of organizational success. Grievance management
is essential in dealing with the concerns of employees and maintaining harmony at the
workplace. However, unresolved grievances lead to dissatisfaction and disengagement. This
study seeks to explore how effective grievance management influences job satisfaction, filling

a critical gap in existing research.
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Understanding this relationship will help organizations improve grievance handling practices,
foster trust, and enhance employee well-being. The findings of the study will be a rich source
for HR professionals and leaders to create a positive, inclusive work environment that supports

employee retention and productivity.
3.4 Objectives of the study:-

e To find out the essential elements of a successful grievance management system and
how they affect a worker's job satisfaction.

e Explore the relationship between effective grievance management and employees
overall job satisfaction in the workplace.

e To examine how managers and HR specialists handle grievances and how this affects
employee loyalty and retention.

e To analyze the common grievance management issues that businesses encounter and
how they could affect workers job satisfaction.

e To study how well grievance handling processes are perceived by staff members and

how they relate to job satisfaction.
3.5 Hypotheses:-

» The key elements of a successful grievance management system positively
influence employee job satisfaction.

» There is a positive relationship between the effectiveness of grievance management
and employees' overall job satisfaction.

» Effective grievance handling by managers and HR specialists positively affects
employee loyalty and retention.

» Common issues in grievance management, such as delays or lack of transparency,
negatively impact employee job satisfaction.

» Employees’ perceptions of grievance handling processes are positively correlated

with their overall job satisfaction.
3.6 Research Design:-

The research design is descriptive and correlational:

22




» Descriptive: This is to study the current grievance management practices and the
prevailing level of job satisfaction among employees.
» Correlational: To study the relationship between grievance management practices and

job satisfaction.

3.7 Source of data

The data are collected from the primary data and data collection is the term used to describe

a process of data collecting.

» Primary Data- Questionnaire was prepared and given to 60 respondents.
» Secondary Data- Online journals and website & review of the literature from published

articles.
3.8 Sampling technique:
Convenience sampling method

Survey sampling is selecting members from a target population to be in sample for a sample
survey . Usually the survey is some type (i.e. in-person, phone or internet survey). Convenience
sampling can be done by simply creating a questionnaire and distributing it to their targeted
group. Through this method , researchers can easily their data in a matter of hours, free from
worrying about whether it is an accurate representation of the population. Convenience
sampling is a type of sampling where the first available primary data source will be used for
the research without additional requirements. It is also an easy sampling method to collect data

from the people without any hurdles.

3.9 Period of Study:- The duration of the study is one month and the sample size of the study is

60 peoples.
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3.10 Analytical Tools

Percentage Analysis — It refers to special kind of rates, percentage are used in making comparison
between two or more series of data. A percentage is used to determine relationship between the

series.

Pie Chart — A pie chart is a circular statistical graphics , which is divided into slices to illustrate
numerical proportion. In a pie chart, there are length of each slice is proportional to that will

represents the data as per the response by respondents throughout the questionnaire.
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CHAPTER -1V DATA ANALYSIS AND INTERPRETATION

4.1. Introduction:

The Data Analysis and Interpretation chapter presents the findings derived from the collected data
and provides insights into the relationship between leadership styles and employee productivity.
This section systematically examines the responses obtained from surveys, interviews, or case
studies (mention your method), applying appropriate statistical or qualitative analysis techniques

to derive meaningful conclusions.

The analysis process involves (mention methods such as descriptive statistics, regression
analysis, thematic analysis, etc.) to identify trends, patterns, and correlations within the data. Key
variables, including leadership style, employee motivation, job satisfaction, and productivity,

are examined to assess their interdependencies and overall impact on workplace efficiency.

The results are presented in the form of tables, charts, and graphs, ensuring clarity and ease of
interpretation. Each section of the analysis is followed by an interpretation that contextualizes the

findings within existing literature, highlighting similarities, differences, and potential implications.

By systematically evaluating the data, this chapter aims to provide a comprehensive understanding
of how leadership styles influence employee productivity, supporting the study’s objectives and

contributing valuable insights to the field of organizational behavior.
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4.2 Profile of respondents

Table 4.1. Gender of the respondents.

S.NO PARTICULARS NO. OF RESPONDENTS PERCENTAGE
1 Male 32 47

2 Female 28 53

3 Others 0 0

4 Total 60

Source :- Primary Data

From the above table it is revealed that, 47 percentages of respondents are female and 53

percentages of respondent are male. Majority 53 percentages of respondents are male.

Percentage of the Respondents

(Fig:4.1)
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Table 4.2 . Age of the respondents.

S.NO PARTICULARS NO. OF RESPONDENTS PERCENTAGE
1 20-25 36 60

2 25-30 19 32

3 30-45 3 5

4 Above 45 2 3

5 Total 60

Source: Primary Data

From above analysis 60 percentages of respondent are from the age group 20 to 25 , 32
percentages of respondents are from the age group of 25 to 30 , 5 percentages of respondents

are from the age group 30 to 45 a 3 percentages of respondents are from the age group of above

Percentage of the Respondents

(Fig: 4.1.2)

@ 20-25
@® 25-30
® 30-45
@ 45+

45. 60 percentages of respondents are from the age group 20 to 25.

28




Table 4.3. Education of the respondent.

S.NO PARTICULARS NO. OF RESPONDENTS PERCENTAGE
1 Higher secondary education 0 0

2 Diploma 1 1.5

3 Undergraduate degree (Bachelor's) 25 42

4 Postgraduate degree (Master's) 33 55

5 Others 1 1.5

6 Total 60

Source: Primary Data

Percentage of the Respondents

@ Higher secondary education
@ Diploma
Undergraduate degree (Bachelor's)
@ Postgraduate degree (Master's)
@ Phd

(Fig : 4.3)

From the above analysis 55 percentages of respondents have Postgraduate degree (Master's) ,
42 percentages of respondents have Undergraduate degree (Bachelor's) , 1.5 percentages of
respondents have Diploma and 1.5 percentages of respondents have PHD (others). Majority

55 percentages of respondents have Postgraduate degree (Master's).

29




Table 4.4. Occupation of the respondent.

S.NO PARTICULARS NO. OF RESPONDENTS PERCENTAGE
1 Unemployed 2 3.3

2 Government employee 3 5

3 Private sector employee | 54 90

4 Others 1 1.7

5 Total 60

Source: Primary Data

From the above analysis 90 percentages of respondents has Private sector employees, 5

percentages of respondents has Government employees and 3 percentages are unemployed.

Percentage of the Respondents

@® Unemployed

@® Government employee
@ Private sector employee

@ Business

(Fig 4.4)

Majority 90 percentages of respondents has privet sector employee.
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Table 4.5.

Income of the respondent.

S.NO PARTICULARS NO. OF RESPONDENTS PERCENTAGE
1 Less than 2LPA 10 16.7

2 2-5LPA 16 26.7

3 5-8 LPA 22 36.7

4 8-10 LPA 3 5

5 More than 10 LPA 9 15

6 Total 60

Source: Primary Data

Percentage of the Respondents

From the above analysis 36.7 percent of respondents have an income of 5 to 58LPA, 26.7
percent of respondents have an income of 2 to 5 LPA , 16.7 percent of respondents have an
income of less than 2 LPA ,15 percent of respondents have an income of more than 10 LPA

and 5 percent of respondents have an income of 8 to 10 LPA. Majority 36.7 percent of

(Fig 4.1.5)

respondents have an income of 5 to 8§ LPA.
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Table 4.6. Marital status of the respondent.

S.NO PARTICULARS | NO. OF RESPONDENTS PERCENTAGE

1 Single 51 85
2 Married 9 15
3 Toatal 60

Source: Primary Data

Percentage of the Respondents

@ Single
@ Married

(Fig 4.1.6)

From the above analysis 85 percent of respondents are single and 15 percent of respondents

are married. Majority 85 percent of respondents are single.
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Table 4.7. Present role in your organization

S.NO PARTICULARS NO. OF RESPONDENTS PERCENTAGE
1 Manager 9 15

2 Team Leader/Supervisor 4 6.7

3 HR Professional 8 13.3

4 Marketing Professional 4 6.7

5 Employee 31 51.7

6 Others 4 6.7

7 Total 60

Source: Primary Data

From the above table it is revealed that 51.7 percent of respondents are Employees , 15 percent
of respondent are Manager , 13 percent of respondents are HR Professional and 6.7 percent of
respondents are Team Leader/Supervisor , Marketing Professional and Others. Majority 51.7

percent of respondents are Employee.

Percentage of the Respondents

g—

@® Manager

@ Team Leader/Supervisor

HR Professional

@ Marketing Professional

@ Employee
@ Academic

@ 'm managing everything on my own.

@ Research Analyst

@ Nothing

(Fig 4.1.7)
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Table 4.8. Years of experience do you have in your field

S.NO PARTICULARS NO. OF RESPONDENTS PERCENTAGE
1 Less than 1 year 24 40

2 1-3 years 22 36.7

3 4-7 years 9 15

4 8+ years 5 8.3

5 Total 60

Source: Primary Data

From the above analysis 40 percent of respondent have less than 1 year of experience , 36.7
percent of respondent have 1 to 3 years of experience , 15 percent of respondents
have 4 to 7 years of experience and 8.3 percent of respondent have more than 8

years of experience. Majority 40 percent of respondent have less than 1 year of

experience.

(Fig 4.8)
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Table 4.9. How satisfied are you with your current job overall?

S.NO PARTICULARS NO. OF RESPONDENTS PERCENTAGE
1 1 (Very Dissatisfied) |3 5

2 2 ( Dissatisfied) 2 3

3 3 (Can't say) 20 33

4 4 ( Satisfied) 19 31

5 5(Very Satisfied) 17 28

6 Total 61

Source: Primary Data

Number of the Respondents

20828 19 (31.1%)

17 (27.9%)

3 (4.9%) TS

(Fig 4.9)

From the above table it is revealed that 33 percent of respondents chose option 3 (Can't say)
, 31 percent of the respondents chose option 4 ( Satisfied) , 28 percent of respondents
chose option 5 (Very Satisfied) , 5 percent of respondents chose option 1 (Very
Dissatisfied) and 3 percent of respondents chose option 2 ( Dissatisfied). Majority 33

percent of respondents chose option 3 (Can't say).
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Table 4.10 Do you feel motivated to do your job every day?

S.NO PARTICULARS NO. OF RESPONDENTS PERCENTAGE
1 Yes 33 54.1

2 No 7 11.5

3 Maybe 17 27.9

4 Some time 4 6.5

5 Total 61

Source: Primary Data

From the above analysis, 54 percent of respondents feel motivated in their job every day
, 30 percent of respondents feel maybe motivated in their job every day , 11.5 percent
of respondents feel not motivated in their job every day and 6.5 percent of respondents

feel some time motivated in their job every day. Majority 54 percent of respondents feel

Percentage of the Respondents

il

(Fig 4.10)

motivated in their job every day.
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Table 4.11. How would you rate the physical working conditions at your workplace?

S.NO PARTICULARS NO. OF RESPONDENTS PERCENTAGE
1 1(Poor) 6 10

2 2(Good) 9 15

3 3(Very good) 21 34

4 4(Excellent) 25 41

5 Total 61

Source: Primary Data

Number of the Respondents

30

25 (41%)

20 21 (34.4%)

10

9 (14.8%)

(Fig 4.11)

From the above study it is revealed that, 41 percent of respondents rate 4 (Excellent) to their
physical working conditions at their workplace , 34 percent of respondents rate 3 (very
good) to their physical working conditions at their workplace , 15 percent of respondents
rate 2(Good) to their physical working conditions at their workplace and 10 percent of

respondents rate 1 (Poor) to their physical working conditions at their workplace.

Majority 41 percent of respondents rate 4 (Excellent) to their physical working conditions

at their workplace.

37




Table 4.12. Do you feel safe and comfortable in your work environment?

S.NO PARTICULARS NO. OF RESPONDENTS PERCENTAGE
1 Yes 52 85.2

2 No 1 1.6

3 Maybe 8 13.1

4 Total 61

Source: Primary Data

Percentage of the Respondents

@® Yes

® No
@ Maybe

(Fig 4.12)

From the above analysis, 85 percent of respondents feel safe and comfortable with their
work environment , 13 percent of respondents feel safe and comfortable or not safe

and uncomfortable with their work environment.

Majority 85 percent of respondents feel safe and comfortable with their work

environment.
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Table 4.13. Are you satisfied with your current salary and benefits package?

S.NO PARTICULARS NO. OF RESPONDENTS PERCENTAGE
1 Yes 19 31.1

2 No 32 52.5

3 Maybe 10 16.4

4 Total 61

Source: Primary Data

Percentage of the Respondents

® Yes

@ No
» Maybe

(Fig 4.13)

From the above analysis, 52.5 percent of respondents not satisfied with their current salary
and benefits package , 31 percent of respondents maybe satisfied with their current
salary and benefits package and 16.4 percent of respondents satisfied with their current

salary and benefits package.

Majority 52.5 percent of respondents not satisfied with their current salary and benefits

package.
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Table 4.14. Do you believe your compensation reflects the work you contribute?

S.NO PARTICULARS NO. OF RESPONDENTS PERCENTAGE
1 Strongly Disagree (1) 4 6.6

2 Disagree (2) 5 8.2

3 Can't say (3) 20 32.8

4 Agree (4) 18 29.5

5 Strongly Agree (5) 14 23

6 Total 61

Source: Primary Data

Number of the Respondents

20

20 (32.8%)

18 (29.5%)
15
14 (23%)

10

5 (8.2%)

4 (6.6%)

1 2 3 B 5

(Fig 4.14)

From the above analysis, 32.8 percent of respondents Can't say (3) that their compensation
reflects the work they contribute, 29.5 percent of respondents Agree (4) that their
compensation reflects the work they contribute, 23 percent of respondents Strongly
Agree (5) that their compensation reflects the work they contribute, 8.2 percent of
respondents Disagree (2) that their compensation reflects the work they contribute and
6.6 percent of respondents Strongly Disagree (1) that their compensation reflects the work

they contribute.
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Majority 32.8 percent of respondents Can't say (3) that their compensation reflects the

work they contribute.

Table 4.15. Do you feel you can balance your work responsibilities with your

personal life?

S.NO PARTICULARS NO. OF RESPONDENTS PERCENTAGE
1 Yes 34 55.7

2 No 14 23

3 Maybe 13 21.3

4 Total 61

Source: Primary Data

Percentage of the Respondents

@® Yes

@ No
@ Maybe

(Fig 4.15)

From the above table, 55.7 percent of respondents feel they can balance their work
responsibilities with their personal life, 23 percent of respondents feel they can’t

balance their work responsibilities with their personal life and 21.3 percent of

41




respondents feel they maybe balance their work responsibilities with their personal

life.

Majority 55.7 percent of respondents feel they can balance their work responsibilities

with their personal life.

Table 4.16. Do you receive timely and constructive feedback from your manager?

S.NO PARTICULARS NO. OF RESPONDENTS PERCENTAGE
1 Yes 38 62.3

2 No 9 14.8

3 Sometime 14 23

4 Total 61

Source: Primary Data

Percentage of the Respondents

® Yes
® No

Sometime

(Fig 4.16)

From the above analysis it is revealed that 62 percent of respondents receive timely and
constructive feedback from their manager, 15 percent of respondents not receive timely
and constructive feedback from their manager and 23 percent of respondents sometime

receive timely and constructive feedback from their manager.
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Majority 62 percent of respondents receive timely and constructive feedback from their

manager.

Table 4.17. Is the work culture supportive in your organization?

S.NO PARTICULARS NO. OF RESPONDENTS PERCENTAGE
1 Mostly 39 64

2 Rarely 8 13

3 Sometimes 11 18

4 Not at all 3 5

5 Total 61

Source: Primary Data

Percentage of the Respondents

@ Mostly

® Rarely
Sometimes

@ Not at all

(Fig 4.17)

From the above analysis, 64 percent of respondents believe that mostly work culture
supportive in their organization, 18 percent of respondents believe that sometimes work
culture supportive in their organization, 13 percent of respondents believe that rarely work
culture supportive in their organization and 5 percent of respondents believe that never

work culture supportive in their organization.
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Majority 64 percent of respondents believe that mostly work culture supportive in their

organization.

Table 4.18. How often do you face grievances in your organization?

S.NO PARTICULARS NO. OF RESPONDENTS PERCENTAGE
1 Mostly 9 14.8

2 Rarely 21 34.4

3 Sometimes 25 41

4 Not at all 6 9.8

5 Total 61

Source: Primary Data

Percentage of the Respondents

@ Mostly

@® Rarely
Sometimes

@ Not at all

(Fig 4.18)

From the above analysis, 41 percent of respondents face sometimes grievances in their
organization, 34 percent of respondents face rarely grievances in their organization,
15 percent of respondents face mostly grievances in their organization and 10 percent

of respondents never face grievances in their organization.

Majority 41 percent of respondents face sometimes grievances in their organization.
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Table 4.19. Most of your grievances are related to.

S.NO PARTICULARS NO. OF RESPONDENTS PERCENTAGE
1 Work Environment 16 26.2

2 Supervision 8 13.1

3 Workgroup 9 14.8

4 Economic (Salary, Reward, Incentives) | 19 31.1

5 Social Injustice 7 115

6 Other 2 3.2

7 Total 61

Source: Primary Data

Percentage of the Respondents

@ Work Environment

@ Supervision
Workgroup

@ Economic (Salary, Reward, Incentives)

@ Social Injustice

@ We don't have any grievance related to
anything

@ Nothing

(Fig 4.19)

From the above analysis, 31 percent of respondents grievances are related to Economic
(Salary, Reward, Incentives), 26 percent of respondents grievances are related to Work
Environment, 14 percent of respondents grievances are related to workgroup, 13 percent
of respondents grievances are related to Supervision, 11.5 percent of respondents
grievances are related to Social Injustice and 3.2 percent of respondents grievances are

related to others.
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Majority 31 percent of respondents grievances are related to Economic (Salary, Reward,

Incentives).

Table 4.20. To whom you share if you have any grievances.

S.NO PARTICULARS NO. OF RESPONDENTS PERCENTAGE
1 Superior 29 47.5

2 Colleagues (discussion) 24 39.3

3 Function Head 4 6.6

4 Head of HR department 4 6.6

5 Total 61

Source: Primary Data

Percentage of the Respondents

@ Superior
@ Colleagues (discussion)
Function Head

' ‘ @ Head of HR department

(Fig 4.20)
From the above analysis, 47.5 percent of respondents share their grievances to Superior,
39.3 percent of respondents share their grievances to Colleagues (discussion), 6.6 percent

of respondents share their grievances to function head and 6.6 percent of respondents

share their grievances to head of HR department.

Majority 47.5 percent of respondents share their grievances to Superior.
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Table 4.21. How frequently are your grievances and complaints resolved?

S.NO PARTICULARS NO. OF RESPONDENTS PERCENTAGE
1 Always 21 34.4

2 Often 17 27.9

3 Sometimes 13 21.3

4 Rarely 9 14.8

5 Never 1 1.6

6 Total 61

Source: Primary Data

Percentage of the Respondents

® Always
@ Often
Sometimes

® Rarely
@ Never

(Fig 4.21

From the above analysis, 34 percent of respondents have always had their
grievances and complaints resolved, 28 percent of respondents have often had their
grievances and complaints resolved, 21 percent of respondents have sometimes had
their grievances and complaints resolved, 15 percent of respondents have rarely had
their grievances and complaints resolved and 1.6 percent of respondents have never

had their grievances and complaints resolved.
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Majority 34 percent of respondents have always had their grievances and complaints

resolved.

Table 4.22. What is the length of time it takes for your superior to handle a complaint?

S.NO PARTICULARS NO. OF RESPONDENTS | PERCENTAGE
1 2 Weeks 12 20
2 6 Weeks 3 5
3 Indefinite 3 5
4 Depends upon level 41 67
5 Others 2 3
6 Total 61
Source: Primary Data
Percentage of the Respondents
® 2 Weeks
@ 6 Weeks
Indefinite

(Fig 4.22)

@ Depends upon level

@ This questionnaire is rubbish as it
directly related to grievances but | don't
have such issues

@ I'm both owner and employee | own a
business.

From the above table it is revealed that, 67 percent of respondents say resolving the

complaint depends on their level, 20 percent of respondents say resolving their complaint
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takes 2 weeks, 5 percent of respondents say resolving their complaint takes 6 weeks,

and 5 percent of respondents say resolving their complaint takes indefinite.
Majority 67 percent of respondents say resolving the complaint depends on their level.

Table 4.23. How proficient is management at resolving grievances?

S.NO PARTICULARS NO. OF RESPONDENTS | PERCENTAGE
1 Completely 22 35.5

2 To a certain extent | 24 38.7

3 To a satisfactory 14 22.6

4 Not at all 2 3.2

5 Total 62

Source: Primary Data

Percentage of the Respondents

@ Completely

@ To a certain extent
To a satisfactory

@ Not at all

(Fig 4.23)
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From the above analysis, 38.7 percent of respondents believe that management handles
grievances to a certain extent, 35.5 percent of respondents believe that management handles
grievances completely, 22.6 percent of respondents believe that management handles
grievances to a satisfactory and 3.2 percent of respondents believe that management never

handles grievances.

Majority 38.7 percent of respondents believe that management handles grievances to a certain

extent
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Table 4.24. Does the primary cause of the grievance stems, from pressure by senior

management?
S.NO PARTICULARS | NO. OF RESPONDENTS PERCENTAGE
1 Yes 27 43.5
2 No 23 37.1
3 Maybe 12 19.4
4 Total 62

Source: Primary Data

Percentage of the Respondents

® Yes
@ No
© Maybe

(Fig 4.24)

From the above analysis, 43.5 percent of respondents say the primary cause of the

grievance stems from pressure by senior management, 37 percent of respondents

say the primary cause of the grievance stems not from pressure by senior

management, 19.4 percent of respondents say the primary cause of the grievance

stem maybe from pressure by senior management.
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Majority 43.5 percent of respondents say the primary cause of the grievance stems

from pressure by senior management.

Table 4.25. Have you ever faced a grievance related to performance in the appraisal

process?
S.NO PARTICULARS | NO. OF RESPONDENTS PERCENTAGE
1 Yes 23 37.1
2 No 30 48.4
3 Maybe 9 14.5
4 Total 62

Source: Primary Data

Percentage of the Respondents

® Yes

® No
® Maybe

(Fig 4.25)

From the above analysis, 48.4 percent of respondents say that they never faced a
grievance related to performance in the appraisal process, 37.1 percent of

respondents say that they faced a grievance related to performance in the appraisal
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process and 14.5 percent of respondents say that maybe they faced a grievance

related to performance in the appraisal process.

Majority 48.4 percent of respondents say that they never faced a grievance related

to performance in the appraisal process.

Table 4.26. Does the senior management's decision on your grievance meet your

needs?
S.NO PARTICULARS | NO. OF RESPONDENTS PERCENTAGE
1 Yes 31 50
2 No 15 24.2
3 Maybe 16 25.8
4 Total 62

Source: Primary Data

Percentage of the Respondents

® Yes

@® No
@ Maybe

(Fig 4.26)
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From the above analysis, 50 percent of respondents say that the senior
management's decision on their grievance meet their needs, 25.8 percent of
respondents say that the senior management's decision on their grievance maybe
meet their needs and 24.2 percent of respondents say that the senior management's

decision on their grievance not meet their needs.

Majority 50 percent of respondents say that the senior management's decision on

their grievance meet their needs.
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Table 4.27. Are you happy with your company's current grievance settlement

process?
S.NO PARTICULARS | NO. OF RESPONDENTS PERCENTAGE
1 Yes 30 48.4
2 No 15 24.2
3 Maybe 17 27.4
4 Total 62

Source: Primary Data

Percentage of the Respondents

® Yes

® No
@ Maybe

(Fig 4.27)

From the above analysis, 48.4 percent of respondents happy with their company's
current grievance settlement process, 27.4 percent of respondents maybe happy
with their company's current grievance settlement process and 24.2 percent of

respondents not happy with their company's current grievance settlement process.
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Majority 48.4 percent of respondents happy with their company's current grievance

settlement process.
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CHAPTER-V Finding and Conclusion

5.1. Introduction

This section summarizes key insights from the study on grievance management and
employee job satisfaction. It highlights trends, relationships, and the impact of grievance
handling on workplace morale and productivity. The findings, based on data analysis, provide
a clear understanding of employee perceptions, while the conclusion presents the study’s key
takeaways and practical recommendations for improving grievance resolution and fostering a

positive work environment.
5.2. Findings of the study.

e A structured grievance management system significantly impacts employee job satisfaction.
e Employees who feel their grievances are addressed fairly exhibit higher motivation and
productivity.

e Economic grievances (salary, rewards, incentives) are the most common grievances among
employees (31.1%).

e Most grievances are shared with superiors (47.5%) rather than HR departments.

e A majority (34.4%) of employees stated that their grievances are always resolved, but 14.8%

claimed grievances are rarely addressed.

e 85.2% of employees feel safe and comfortable in their work environment.
e 52.5% of respondents are dissatisfied with their salary and benefits package.
* 55.7% of employees believe they can balance work and personal life, while 23% struggle

with work-life balance.

e 67% of respondents stated that grievance resolution time depends on the level of hierarchy.
e Only 38.7% believe that management resolves grievances effectively, while 3.2% believe
grievances are not handled at all.

e 43.5% feel that pressure from senior management is a major cause of grievances.

e 54% of employees feel motivated at work daily.

e 50% feel that senior management decisions meet their needs.
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o 48.4% are satisfied with their company's current grievance resolution process, while 27.4%

are unsure, and 24.2% are dissatisfied.
5.3 Suggestions

e Implement a transparent, unbiased grievance resolution system with set timelines.
¢ Conduct periodic grievance redressal meetings to track unresolved cases.

e Train HR professionals and managers in grievance handling and conflict resolution.

e Revise compensation structures to align with market standards to improve employee
satisfaction.

e Introduce performance-linked incentives to address economic grievances.

¢ Provide comprehensive benefits like health insurance, paid leave, and financial support for

personal development.

e Offer work-life balance programs such as flexible working hours and mental health support.
e Organize team-building activities to improve workplace relationships and reduce

interpersonal grievances.

e Establish an anonymous grievance submission system to address employee concerns without
fear of retaliation.

¢ Conduct regular feedback sessions between employees and senior management to foster
trust.

¢ Promote an open-door policy where employees feel comfortable discussing their concerns.

¢ Ensure fair workload distribution to prevent undue pressure from senior management.
e Develop leadership training programs for senior executives to improve decision-making and

workplace culture.

5.4. Limitations of the Study:-

"1 Generalizability: This study is geographically limited to specific industries, making it

different from organizational contexts or experiences of employees in other locations.
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'] Self-reported Data: Self-reported survey data can reflect bias. Responses may be

influenced by the individual's perception or social desirability.

"1 Time Constraint: The time constraint restricts the study to only short-term impacts of

grievance management on job satisfaction.

"1 Focus on Specific Objectives: The study is limited to investigating the outlined
objectives, such as essential elements of grievance management, employee perceptions,

and organizational challenges, and may not cover broader organizational dynamics.

"1 Sample Representation: While stratified random sampling ensures representation, the
sample size may still limit the ability to capture diverse perspectives across all industry

sectors.

5.5. Conclusion

The study on the Impact of Grievance Management on Employee Job Satisfaction provides
valuable insights into how an effective grievance redressal system influences workplace dynamics,
employee morale, and overall job satisfaction. Grievance management is a critical aspect of human
resource management, as it directly affects employee trust, motivation, and commitment to the
organization. A well-structured and transparent grievance resolution mechanism ensures that
employees feel valued, heard, and fairly treated, which in turn enhances their productivity and

loyalty toward the organization.

Findings from the study highlight that economic grievances, including salary dissatisfaction,
rewards, and incentives, are the most frequently reported issues among employees. A
significant number of employees choose to report grievances to their immediate superiors rather
than HR departments, indicating a potential gap in HR accessibility or trust. While many
employees express satisfaction with workplace safety and grievance resolution mechanisms, a
considerable percentage remain dissatisfied with salary structures, career growth opportunities,

and the effectiveness of grievance redressal policies.

Another major issue identified in the study is the pressure imposed by senior management,

which serves as a primary cause of grievances. Employees often feel that excessive workload,
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unrealistic expectations, and management bias contribute to workplace dissatisfaction.
Additionally, delays in grievance resolution negatively impact employee morale and
productivity, leading to frustration and disengagement. While some grievances are resolved
efficiently, others remain unresolved or take an indefinite amount of time, causing further

dissatisfaction among employees.

The study underscores the need for organizations to implement a structured, transparent, and
impartial grievance handling system that addresses employee concerns promptly and fairly.
Organizations must ensure that grievance mechanisms are easily accessible, free from bias, and
foster open communication between employees and management. Additionally, training HR
professionals and managers in conflict resolution, emotional intelligence, and leadership
skills will enhance their ability to handle grievances effectively and improve employee

satisfaction.

Furthermore, the integration of digital grievance redressal platforms can streamline the
complaint-handling process, allowing employees to report issues anonymously and track the
progress of their grievances. Implementing such systems can significantly reduce fear of
retaliation and improve trust in the organization’s grievance-handling procedures.
Companies should also focus on creating a positive and inclusive work culture, where employees

feel psychologically safe to express their concerns without fear of negative consequences.

The study concludes that organizations that actively address employee grievances in a fair and
transparent manner not only foster higher job satisfaction but also strengthen workforce
retention, improve overall productivity, and enhance organizational efficiency. By prioritizing
effective grievance management practices, companies can build a more engaged, motivated, and

committed workforce, leading to sustainable growth and success.

To ensure long-term improvements, organizations should adopt best practices such as periodic
grievance audits, anonymous feedback mechanisms, fair compensation structures, and
leadership accountability. These strategies will contribute to a harmonious work environment
where employees feel empowered, valued, and motivated to contribute to organizational

goals.
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5.6. Future Scope and Extension of the Study

1. Sector-Wise Comparative Study
o Extend the study to different sectors like manufacturing, healthcare, IT, and
government organizations to analyze variations in grievance management
effectiveness.
2. Longitudinal Study on Grievance Resolution Impact
o Conduct a long-term study to assess how timely and effective grievance handling
impacts employee motivation, retention, and productivity over the years.
3. Role of HR Technology in Grievance Handling
o Investigate the impact of AI-powered HR tools, online grievance portals, and
automation in resolving workplace disputes efficiently.
4. Influence of Organizational Culture on Grievance Redressal
o Explore how different organizational cultures (hierarchical vs. flat structures)
impact employees’ willingness to report grievances.
5. Psychological and Behavioral Impacts of Unresolved Grievances
o Study how unresolved grievances contribute to employee burnout, stress, and
mental well-being, and how HR can mitigate these effects.
6. Cross-Cultural Comparison of Grievance Management
o Compare grievance management practices across different countries or regions
to understand how cultural differences influence employee satisfaction.
7. Gender and Diversity in Grievance Handling
o Investigate whether grievance redressal policies are equally effective for diverse
employee groups, including women, minority communities, and differently-abled
employees.
8. Impact of Leadership Styles on Grievance Management
o Analyze how transformational, transactional, and laissez-faire leadership
styles influence grievance resolution and employee satisfaction.
9. Legal and Ethical Aspects of Grievance Management
o Evaluate the compliance of organizations with labor laws and ethical

considerations in grievance redressal, ensuring fair treatment of employees.
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10. Impact of Remote Work on Grievance Management

e Assess how grievance reporting and resolution have changed in hybrid and remote work

environments, and suggest improvements for virtual grievance handling.
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Appendix

(Questionaire)

Q. Name of the respondent
Q. Gender of the respondent

a) Male
b) Female
c) Others

Q. Age of the respondent

a) 20-25
b) 25-30
¢) 30-45
d) 45+

Q. Marital status of the respondent

a) Singe
b) Married

Q. Present role in your organization

a) Manager

b) Team leader

¢) HR Professional

d) Marketing Professional
e) Employee

Q. How many years of experience do you have in your field?

a) Less than 1 year
b) 1-3 years
c) 4-7 years
d) 8+ years
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Q. Education of the respondent

a) Higher secondary education
b) Under graduate

c) Post graduate

d) Others

Q. Occupation of the respondent

a) Unemployed
b) Government employee

c) Private sector employee

Q. Income of the respondent

a) Less than 2LPA
b) 2-5LPA

c) 5-8LPA

d) 8-10LPA

¢) More than 10LPA

Q. How satisfied are you with your current job overall?

a) Very Dissatisfied (1)
b) Dissatisfied (2)

c) Can’t Say (3)

d) Satisfied (4)

e) Very Satisfied (5)

Q.Do you feel motivated to do your job every day?

a) Yes
b) No
c) Maybe
d) Other
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Q. How would you rate the physical working conditions at your workplace?

a) Poor (1)

b) Good (2)

c) Very Good (3)
d) Excellent (4)

Q. Do you feel safe in your in your work environment?

a) Yes

b) No

c) Maybe

Q. Are you satisfied with your current salary and benefits package?

a) Yes

b) No

c) Maybe

Q. Do you believe your compensation reflects the work you contribute?
a) Strongly Disagree (1)

b) Disagree (2)

c) Maybe (3)

d) Agree (4)

e) Strongly agree (5)

Q. Do you feel you can balance your work responsibilities with your personal life?
a) Yes

b) No

c) Maybe

Q. Do you receive timely and constructive feedback from your manager?

a) Yes
b) No

¢) Sometime
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Q. Is the work culture supportive in your organization?

a) Mostly
b) Rarely
¢) Sometimes

d) Notatall

Q. How often do you face grievances in your organization?

a) Mostly
b) Rarely
c) Sometimes

d) Not at all

Q. Most of your grievances are related to.
a) Work Environment
b) Supervision
c) Workgroup
d) Economic (Salary, Reward, Incentives)
e) Social Injustice
f) Other
Q. To whom you share if you have any grievances.
a) Superior
b) Colleagues (discussion)
C) Function Head
d) Head of HR department
Q. How frequently are your grievances and complaints resolved?

a) Always
b) Often
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¢) Sometimes
d) Rarely
e) Never

Q. What is the length it takes for your superior to handel a complaint?
a) 2 Weeks

b) 6 Weeks

c) Indefinite

d) Depends upon level

Q. How proficient is management at resolving grievances?

a) Completely

b) To a certain extent
¢) To a satisfactory
d) Not at all

Q. Does the primary cause of the grievance stems, from pressure by senior management?

a) Yes
b) No
c) Maybe

Q. Have you ever faced a grievance related to performance in the appraisal process?

a) Yes
b) No
c) Maybe
Q. Does the senior management's decision on your grievance meet your needs?
a) Yes
b) No
c) Maybe

Q. Are you happy with your company's current grievance settlement process?
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a) Yes
b) No
c) Maybe
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