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Abstract: In the modern dynamic work environment, employee satisfaction is an important factor in maintaining
organizational stability and productivity. One of the most important determinants of such satisfaction is the manner in
which grievances are handled within the workplace. This research seeks to investigate levels of employee satisfaction
regarding existing grievance handling procedures in different sectors. With a designed survey taken amongst
professionals, the study analyzes perceived fairness, transparency, responsiveness, and efficacy of grievance redressal.
The evidence supports that those workers who have seen the grievance procedure as responsive and fair will likely score
high on job satisfaction, organizational commitment, and managerial trust, compared to others whose grievances have
not been given the required importance. Inadequate or prejudiced grievance management, on the other hand, generates
discontentment, poor morale, and increased turnover intention. The research points to the critical need for establishing
strong and people-focused grievance management systems as a central pillar of human resource strategy. What this
research learns can inform HR practitioners and policy makers in their design of grievance systems to not only contain
conflicts effectively, but also encourage employee engagement and organizational harmony.
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Workplace fairness.

l. INTRODUCTION

Organizations now understand that employee satisfaction is one of the pillars of sustainable performance and
organizational wellness. One such primary, though underrated, factor that leads to satisfaction is the efficiency of
grievance redressal mechanisms. Grievances, if mishandled, can snowball into full-blown disputes, leading to decreased
morale, erosion of trust, and higher turnover. On the other hand, an equal and responsive mechanism of grievance
redressal positively affects worker satisfaction, organizes trust for the organization, and promotes culture of openness
and accountability.

Although significant research has been conducted regarding job satisfaction in more general determinants—Ilike pay,
leadership, and work-life balance—fewer studies have extensively investigated the function of grievance process
handling as a determinant. In this research, an effort is made to fill that space by looking at how the experience and
perception of resolving grievances affect overall employee satisfaction across industries.

A good grievance procedure is not just an HR process but a strategic device that enhances employee commitment,
encourages loyalty, and reduces workplace tension. The purpose of this study is to evaluate how characteristics like
fairness, promptness, openness, and accessibility in grievance processes impact satisfaction levels.

The findings produced are not only pertinent to scholarly debate but also function as a practical handbook for HR
practitioners and organizational leaders seeking to develop a more responsive and inclusive workplace.

© IARJSET This work is licensed under a Creative Commons Attribution 4.0 International License 185


https://iarjset.com/

IARJSET ISSN (O) 2393-8021, ISSN (P) 2394-1588

L@E} International Advanced Research Journal in Science, Engineering and Technology
Impact Factor 8.066 :: Peer-reviewed & Refereed journal :: Vol. 12, Issue 5, May 2025

DOI: 10.17148/IARJSET.2025.12529

1. LITERATURE REVIEW

Spector (2012)

Spector's work, specifically through the highly acclaimed Job Satisfaction Survey (JSS), emphasizes the importance of
autonomy, communication, and support from the supervisor in shaping job satisfaction. He posits that when workers are
allowed to make decisions within their job, they are more appreciated and trusted by the organization. Open channels of
communication with management and supportive leadership also play a part in feeling a sense of belonging. These factors
create a work climate where employees are heard and respected. In grievance management, such communication and
autonomy can lower perceived helplessness under conflict. Workers are more likely to voice their grievances if they
believe in their leaders. So, Spector's results emphasize the significance of managerial support in grievance redressal in
affecting overall satisfaction.

Cammannetal (2011)

Cammann et al. examined the relationship between organizational commitment and job satisfaction, underscoring that
those strongly identifying with organizational purposes and values have higher levels of satisfaction. Such identification
gives a sense of purpose and identity at the workplace, promoting positive outlooks. Where grievance processes capture
organizational values like fairness and integrity, they enhance employee trust. Employees who perceive that their
company is dedicated to their well-being are likely to embrace grievance mechanisms. It is proposed by the study that
internalization of organizational objectives can act as a buffer during conflict resolution against dissatisfaction. Hence,
grievance handling should be aligned with the firm's mission for ensuring satisfaction and loyalty.Blau (2013)

Tett & Meyer (2013)

In their job satisfaction and turnover research, Tett and Meyer determined that satisfaction had a robust inverse
relationship with intent to leave the organization. Tett and Meyer discovered that content employees are not likely to
leave their posts since they love working and also value being acknowledged for their inputs. Notably, their study showed
that people's satisfaction in terms of interrelationships with coworkers, supervisors, or others impacts how satisfied
individuals feel. Grievance processes typically encompass these relationships, and therefore their success is paramount.
Poorly managed grievances erode trust and relationships, contributing to dissatisfaction and greater turnover. Therefore,
the research suggests that effective grievance processes can act as a retention tool through the promotion of job
satisfaction.

Schneider (2014)

Schneider's study centered on organizational climate's influence on employee satisfaction. He pointed out that an
atmosphere of respect, fairness, and positivity in the workplace translates to greater satisfaction levels. Handling
grievances, if it is seen as respectful and fair, is an extension of that climate. Staff members in a climate where they feel
that their concerns are heard without the fear of retribution feel more safe and engaged. On the other hand, a toxic or
disdainful climate for grievance redressal can result in alienation. Schneider's research substantiates that grievance
resolution is not merely procedural—it demonstrates the general work culture and has a direct impact on employee morale
and satisfaction.

Salanova et al (2015)

Salanova and her team emphasized the correlation between job engagement and job satisfaction, claiming that workers
who are emotionally and cognitively engaged in their work report improved satisfaction and performance. Grievance
redressal is an understated but critical element in this interaction. When workers feel that they are being heard and their
complaints taken seriously, they become more committed to the company. Engagement increases as the company shows
a sincere interest in the well-being of the workers, even in conflicts. Salanova's research indicates grievance redressal
systems are not merely reactive measures but also proactive forces in employee engagement and satisfaction.

Robinson et al (2020)

Robinson and his colleagues drew attention to the importance of communication in ensuring employee satisfaction,
particularly about transparency in decision-making and feedback. It was discovered that two-way, transparent
communication establishes trust and an inclusive culture. In grievance processes, the transparency with which the
procedures are explained and how open the organization is to feedback can influence perceptions of fairness. Workers
are more content when they are kept apprised of how their grievances are being managed and believe their feedback has
a bearing on what happens. Robinson's study reinforces the notion that good communication is not a choice—it is vital
to grievance systems that must maintain employee satisfaction.
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Luthans (2020)

Luthans implemented the concepts of positive psychology in workplace interactions, believing that prioritizing strengths
and building optimism could greatly enhance job satisfaction. His studies revealed that companies that espouse a culture
of appreciation, resilience, and support have more satisfied and motivated workers. Grievance resolution that takes a
positive and solutions-focused approach, as opposed to a punitive one, is in line with this philosophy. If employees
perceive that grievances are handled constructively, with a focus on growth and learning, satisfaction rises. Luthans' work
empowers organizations to incorporate positivity into their conflict resolution strategies, making grievance handling a
source of development and bonding.

1. SCOPE OF THE STUDY

This research proposes to investigate factors that affect the performance and job satisfaction of employees, in general,
and that of the IT sector, specifically, with focus. It is going to review three main fields: organizational culture and
leadership approaches' effects on employee motivation and performance,

the impact of digital tools and remote work routines on employee engagement and job satisfaction, and the relationship
between initiatives for employee well-being—work-life balance schemes and mental health support—and general job
performance. The study will investigate how leadership practices and organizational culture at drive employee attitudes
and productivity, particularly in hybrid and remote work contexts. Moreover, it will analyze the contribution of employee
wellness programs to employee motivation and satisfaction. Both intrinsic and extrinsic factors, such as recognition and
personal development, and rewards and promotions, respectively, will be taken into account.

Through a mix of surveys, employee interviews, analysis of performance measures, and case studies, this study will
concentrate on data from employees at, delivering concrete insights into how these elements influence satisfaction and
performance. Whereas the research is not going to address general human resource practices, it will render actionable
suggestions as per needs, adding to the general realm of organizational behavior by investigating the ways in which
contemporary factors contribute to employee satisfaction in the highly dynamic work environment of the modern era. A
combination of quantitative and qualitative methodology, such as surveys, in-depth interviews of employees,
performance metrics analysis, and case studies in this vein, will be used in this research.

V. NEED OF THE STUDY

The necessity for the current study stems from the changing concept of employee satisfaction and the increasing
complexity of the factors affecting it in modern-day workplaces. The conventional models of employee satisfaction
tended to emphasis on fundamental job factors such as compensation, job security, and working conditions. Still, in
today's workplace, satisfaction among employees is influenced by a more diverse array of factors such as work-life
balance, career opportunities, electronic aids, and leadership. The complexity is particularly true in changing industries
like the information technology industry, where workers' expectations continuously evolve and corporate cultures are
shifting toward flexibility and technology.

Most organizations, including IT companies like, are confronting new challenges in addressing the varying needs of their
employees. With workplaces evolving toward hybrid and remote work arrangements, the old ways of gauging and
enhancing employee satisfaction might no longer be effective. Autonomy, flexibility, recognition, job engagement, and
workplace culture are now more and more at the core of how employees feel about their jobs and overall satisfaction.
Furthermore, increasing attention to mental wellbeing and employee well-being requires that organizations rethink the
way they care for and involve their employees

V. OBJECTIVES OF THE STUDY
*To research the extent to which employees are satisfied with current grievance handling procedures within organizations.

*To research the impact of fairness, transparency, and promptness in grievance redressal on employee attitudes and
satisfaction.

*To research the connection between effective grievance handling and employee trust, morale, and organizational
commitment.
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VI. RESEARCH METHODOLOGY

This study applies a descriptive research design to comprehensively examine the relationship between grievance handling
processes and worker satisfaction. Descriptive research aims at obtaining an actual, real representation of prevailing
practice, perceptions, and results without changing any of the variables. The study obtains primary data from structured
questionnaires administered to workers in various organizational departments. Structured questionnaires are applied in
recording respondents’ experiences with grievance mechanisms covering aspects of fairness, responsiveness,
transparency, and communication effectiveness.

Quantitative measures are used in analyzing patterns of correlation and relationships between satisfaction with grievances
and significant outcomes like morale, trust, and retention. Through this approach, the research is able to investigate the
effects of grievance procedures under real-life organizational settings. Without testing employees by intervening,
naturalistic observation along with authentic employees' feedback is ensured by the approach. The descriptive design
enhances the validity and generalizability of findings, yielding practical usefulness for HR practitioners, organizational
managers, and policymakers seeking to improve employee relations and satisfaction. Thus, the selected methodology
provides an open, replicable framework for understanding the critical role of grievance handling in shaping job
satisfaction.

VII. FINDINGS

Based on the Table of 4.1.1, 72 numbers of respondents are male and the most of 93.5 percentage of 77 sample size and
5 numbers of respondents are Female with 6.5 percentages of the 77 respondents.

From table 4.1.2 The respondents of age group of 20-25 are 36.4 percentage and 26-30 are 20.8 percentage and 29.9
percentage of age group of 31-35 and 5.2 percentage of age group of 36-40 and 7.8 percentage of age group of above 40.

From the table of 4.1.3, 9.1 percent of the 77 peoples had belongs to Sales, 24.7 percent had belongs to Marketing, 27.3
percent had belongs to Human Resource, 27.3 percent had belongs to Finance, 7.8 percent had belongs to Operation
Management, 1.3 percent had belongs to Software developer, 1.3 percent had belongs to Video Analyst, 1.3 percent had
belongs to International Logistics.

From table 4.1.4, 1.6 percent of the 77 peoples had 16.9 belongs to entry-level,
41.6 percent had belongs to Mid -level, 27.3 percent had belongs to senior-level, 13 percent had belongs to management,
1.3 percent had belongs to executive 1.

From the table of 4.1.5 31.2 percent of the 77 individuals interviewed had experienced of less than one year, 26 percent
had completed 1-3 years of experience,29.9 percent had completed 3-5 years of experience,13 percent had completed 5-
10 years of experienced in their work.

From 4.1.6 table, 54.5 percent of full-time belongs to 77 people, part-time belongs to 19.5, contract belongs to 15.6,
temporary belongs to 10.4

From the Table 4.1.7 of, there were 47 numbers of respondents who were aware of grievance procedure with 61
percentage, and 20.8 percentage of 77 sample size were partly aware of grievance procedure with 16 number of
respondents and 14 numbers of respondents are not satisfied with the aware of grievance procedure with 18.2 percentage.

From the table of 4.1.8 of the 77 individuals of employee handbook falls under 14.3, orientation /training falls under
29.9, supervisor / manager falls under 24.7, HR department falls under 22.1, colleagues falls under 6.5, company intranet
falls under 2.

According to table of 4.1.17 Respondents who were very satisfied with resolution of your grievance are 11.7 percentage
and 45.5 percentage of respondent were satisfied with resolution of your grievance and respondents who were neutral
with resolution of your grievance are 31.2 percentage, 10.4 percentage were dissatisfied with resolution of your grievance,
1.3 percentage were very dissatisfied with resolution of your grievance.

From table of 4.1.18 percent of the 77 individuals of very fair is in 6.5, fair is in 40.3, neutral is in 39, unfair is in 10.4,
very unfair isiin 3.9.

From table of 4.1.19 percent of the 77 individuals of very effective is in 10.4, effective is in 45.5, natural is in 28.6,
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ineffective is in 13, very ineffective is in 2.6From the Table of 4.1.20, 51 numbers of respondents were felt comfortable
with positive change in your work environment with 66.2 percentage and 11.7 percentage of 77 sample size were felt
partly comfortable with positive change in your work environment and 17 numbers of respondents are not satisfied with
the felt comfortable positive change in your work environment with 22.1 percentage.

VIIl.  SUGGESSION

» Emphasize enhancing levels of satisfaction with present salary and health benefits since a high percentage of
respondents are not satisfied.

* Enhance training and development opportunities to address the needs of employees who appreciate this benefit.
 Adopt more flexible working arrangements since a considerable percentage of respondents feel it matters.

* Consider providing more frequent raise performance enhance satisfaction

IX. CONCLUSION

The research on employee satisfaction with grievance procedure processes showed a number of findings. To start, it was
clear that employees appreciate having transparent and understandable grievance procedure processes. This gives them
a sense of being heard and cared for when they have problems or issues in the workplace. In addition, the research
revealed that employees are happier with grievance handling procedures if they can readily access them and comprehend
the procedure. This stresses the significance of good communication and training on these procedures.
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