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I. INTRODUCTION 

 

 Improving the performance of an organization greatly 

depends on industrial relations, which includes the dynamic 

interactions between employers, employees, and their 

representatives. Effective industrial relations strategies 

increase employee engagement, motivation, and satisfaction—

all important factors that drive productivity—by promoting a 

transparent and cooperative work environment. Employees are 

empowered by open lines of communication and participative 

management techniques, which give them a sense of value and 

inclusion in decision-making. This boosts morale and lowers 

turnover, especially when combined with equitable pay, 

recognition programs, and career development opportunities. 

By addressing issues promptly and fairly, the implementation 

of strong conflict resolution mechanisms, such as mediation 

processes and grievance redressal systems, guarantees a 

harmonious workplace. Furthermore, funding ongoing 

education and training gives staff members the know-how 

they need to succeed, and stress is reduced by encouraging 

work-life balance and wellness programs. 

 

1.2 Review of Literature 

 

Johnson A (2023),The literature review analyzes collective 

bargaining trends over the past decade, focusing on key 

challenges and emerging patterns. It examines factors like 

globalization, technological change, and labor market changes, 

their impact on bargaining processes. The review also 

discusses the role of government policies, trade unions, and 

employer strategies in shaping bargaining dynamics, offering 

insights into future research and practice directions. 

 

Garcia, A (2021), The literature review examines worker 

representation in the digital economy, focusing on the 

challenges and strategies posed by platform work and digital 

labor platforms. It discusses how digital technologies shape 

labor relations, worker mobilization, and collective bargaining 

efforts. The review also analyzes regulatory challenges posed 

by the gig economy and platform work, offering insights into 

potential policy responses and grassroots strategies for 

enhancing worker representation. 

 

1.3 Research Gap 

 

The study on industrial relations' potential to enhance 

organizational performance is limited due to its lack of direct 

links to performance metrics, modern practices, and mediating 

factors. 

 

1.4 Objectives of the study 

 

▪ To study the difficulties associated with industrial 

relations and industrial conflicts. 

▪ To learn the various strategies to facilitate the 

enhancement and improvement of employee productivity. 

▪ To understand the relationship between employers and 

employees. 

 

1.5 Research Methodology 

 

Research methodology refers to the systematic 

approach or framework used by researchers to conduct a study 

or investigation 

 

Data Collection Method 

 

Data collection methods refer to the techniques or 

procedures used to gather information for research purposes. 
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There are two sources of data namely Primary and Secondary 

data. 

 

Research Design 

 

A descriptive research design is used in the study. 

 

Sample Size 

 

Among the total 525 employees, the sample size taken for the 

study is 150 respondents.  

 

Analysis and interpretations 

 

Received formal training or workshops aimed at 

improving productivity  

 

Table No.1.1 Received formal training or workshops 

aimed at improving productivity 

Particulars Frequency Percent 

Yes 98 65.3 

No 52 34.7 

Total 150 100 

 

 

Fig No.1.1 Received formal training or workshops aimed 

at improving productivity 

 

Inference  

 

From the above table, it is referred that 65.3% of 

respondents are given yes to the formal training or workshops 

aimed at improving productivity and 34.7% are given no 

 

Receive feedback on your performance from your 

supervisor or manager. 

 

Table No.1.2 Receive feedback on your performance from 

your supervisor or manager 

Particulars Frequency Percent 

Yes 107 71.3 

No 43 28.7 

Total 150 100 

 

 
Fig No.1.2 Receive feedback on your performance from 

your supervisor or manager 

 

Inference 

 

From the above table, it is referred that 71.3% of 

respondents are given yes to the receive feedback on your 

performance from your supervisor or manager and 28.7% are 

given no. 

 

Participate in team-building activities or initiatives  

 

Table No.1.3 Participate in team-building activities or 

initiatives 

Particulars Frequency Percent 

Yes 101 67.3 

No 49 32.7 

Total 150 100 

 

 
Fig No.1.3 Participate in team-building activities or 

initiatives 

 

Inference  

 

From the above table, it is referred that 67.3% of 

respondents are given yes to the participate in team-building 

activities or initiatives and 32.7% are given no. 

 

Lack of trust between management and employees 

 

Table No.1.4 Lack of trust between management and 

employees 

Particulars Frequency Percent 

Yes 91 60.7 

No 59 39.3 

Total 150 100 
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Fig No.1.4 Lack of trust between management and 

employees 

 

Inference  

 

From the above table, it is referred that 60.7% of 

respondents are given yes to the there is a lack of trust 

between management and employees and 39.3% are given no. 

 

Chi-square Tests 

 

Null hypothesis 

 

H0: There is no significant between the resolve conflicts and 

policies or procedures that may impact employees, effectively. 

 

Alternative hypothesis 

 

H1: There is significant between the resolve conflicts and 

policies or procedures that may impact employees, effectively. 

Summary of the Chi-square 

 

Table.no.1.5 - Summary of the Chi-Square 

 Case 

Valid Missing Total 

N Perc

ent 

N Perc

ent 

N Perc

ent 

Resolve 

conflicts and 

X policies 

and 

procedures 

that may 

impact 

employees, ef

fectively 

 

150 

 

100 

 

0 

 

0 

 

150 

 

100 

 

 

 

 

 

 

 

Table.no.1.6 - Test Statistics 

 Value DF Asymptotic. 

Sig. (2-

tailed) 

Pearson Chi-Square 7.085 1 .008 

Likelihood Ratio 7.090 1 .008 

No of Valid Cases 150   

 

Inference 

 

From the above table 4.37, the significant value is 

p=.008 which is less than 0.05. So, alternative hypothesis is 

accepted, it reveals that there is significant association 

between resolve conflicts and policies or procedures that may 

impact employees, effectively. 

 

Correlation 

 

Null hypothesis 

 

H0: There is no relationship between receive feedback on your 

performance from your supervisor and level of communication 

from your employer regarding company updates. 

 

Alternative hypothesis 

 

H0: There is relationship between receive feedback on your 

performance from your supervisor and level of communication 

from your employer regarding company updates. 

 

Correlation 

 

Table.no.1.7 - Test Statistics 

 Receive 

feedback on 

your 

performance 

from your 

supervisor 

Level of 

communication 

from your 

employer 

regarding 

company 

updates 

 

Receive 

feedback on 

your 

performance 

from your 

supervisor 

Pearson 

Correlatio

n 

1 .162 

Sig.(2-

tailed) 

 .048 

N 150 150 

 

Level of 

communicatio

Pearson 

Correlatio

n 

.162 1 
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n from your 

employer 

regarding 

company 

updates 

Sig. (2-

tailed) 

.048  

N 150 150 

 

Inference 

 

From the above table, it is inferred that, r=.162 (r 

value lies between -1 to =1), hence it is clear positive 

correlation relationship between receive feedback on your 

performance from your supervisor and level of communication 

from your employer regarding company updates. 

 

1.6 Suggestions 

 

• The company must implement the employee 

engagement and recognition programs to boost their 

morale and helps to increase their productivity 

system. 

• The company must encourage a culture of creativity 

and experimentation within the organization. 

• Create clear career paths and opportunities for 

advancement within the organization.  

• Offer access to counseling services, stress 

management programs, and mental health days.  

• Implement recognition and reward programs to 

acknowledge outstanding performance 

anddedication. 

 

1.7 Limitations of the study 

 

▪ Many of the respondents are not willing to fill the 

questionnaires. 

▪ Some of the information are kept confidential. 

▪ Insufficient time leads to inadequate focus in all sections. 

 

1.8 Conclusion 

 

This study is carried out in MEDLEARN VISION 

HEALTHCARE SOLUTIONS PRIVATE LIMITED 

successfully by achieving the specific objectives. Industrial 

relations which are fundamental to the health and stability of 

workplaces and the broader economy. They involve the 

intricate interactions between employers, employees, trade 

unions, and government entities. The Effective industrial 

relations foster a harmonious work environment, boost 

productivity, and ensure the fair treatment of workers. 
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