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1. Introduction 

 

Industrial relations refer to the complex interplay between employers, employees, and the 

government within the framework of the workplace. The field of industrial relations examines 

various aspects such as employment contracts, collective bargaining, workplace policies, labor 

laws, and dispute resolution mechanisms. One of the primary focuses of industrial relations is 

ABSTRACT:  
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ensuring a harmonious and productive relationship between employers and employees. This 

involves establishing fair and equitable working conditions, wages, benefits, and opportunities 

for professional development. Collective bargaining is a fundamental aspect of industrial 

relations, whereby representatives of employees negotiate with employers or employer 

associations to determine the terms and conditions of employment. These negotiations often 

involve issues such as wages, working hours, health and safety standards, and grievance 

procedures. Labor laws and regulations set forth rights and obligations for both employees and 

employers, covering areas such as minimum wage, overtime pay, discrimination, and worker 

safety. The role of the government in industrial relations is significant. The government enacts 

and enforces labor laws, establishes regulatory agencies, and provides mechanisms for 

resolving disputes. 

 

Need of the Study: 

• The role of HRM practices in industrial relations issues can provide organizations with 

valuable strategies for improving productivity, employee morale, and overall performance. 

• By understanding the relationship between HRM practices and industrial relations, 

organizations can identify practices that enhance employee relations, mitigate conflicts, and 

promote a positive work culture. 

• Studying the role of HRM practices in managing industrial relations issues can help 

organizations adapt to these challenges and develop proactive strategies to address the 

emerging issues effectively. 

• Through studying the organization, we can identify strategies to promote fairness, equity, 

and diversity in the workplace, thereby fostering positive employee relations and 

organizational reputation. 

 

Objective of the Study: 

Primary Objective: 

• The primary objective of the study is to identify the role of human resource 

management practices in managing industrial relations issues within organizations.  

 

Secondary Objective: 

• Assess the impact of HRM practices on employee satisfaction and engagement. This 

objective involves examining how practices such as communication strategies, performance 

management systems, and employee involvement programs, which in turn affect industrial 

relations outcomes, 

• To know the influence of HRM practices that help manage industrial relations issues such 

as employee and employer relationships within the organization 

• To study the industrial relations issues that affect the development of the organization and 

how they are managed in the organization 

• To identify the employee-employer relationship in the organization and also ensure that 

HRM practices align with the relevant labor laws, regulations, and ethical standards 

governing industrial relations. 

 

Statement of the Problem: 

While HRM practices such as performance management, employee engagement, and conflict 

resolution are essential for managing industrial relations, they are often implemented in 

isolation from broader industrial relations frameworks. This lack of integration can result in 

ineffective management of industrial relations issues and missed opportunities for synergy 

between HRM and industrial relations strategies. Effective communication is critical for 

managing industrial relations issues, yet many organizations struggle to establish clear 
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channels of communication between management, employees, and relevant stakeholders. 

Additionally, ineffective communication can erode trust and confidence in HRM practices, 

further complicating efforts to manage industrial relations effectively. By identifying and 

addressing these challenges, organizations can enhance their capacity to effectively manage 

industrial relations, promote positive employee relations, and achieve organizational success. 

 

2. Review of Literature: 

 

De Prins, P., Stuer, D., & Gielens, T. (2020) states that the connections between current forms 

of workplace communication (social dialogue), labor relations climate, human resource 

management (HRM), and employee harm. The researchers examined a model that outlined the 

relationships between indicators of improved social dialogue, perceptions of cooperation in 

labor relations, perceptions of sustainability in HR practices, and management perceptions of 

employee harm. More specifically, effective social dialogue completely mediated the 

relationship between a cooperative labor relations climate and employee harm. In turn, labor 

relations climate partially mediated the relationship between sustainable HR practices and 

employee harm. The findings support the idea that a cooperative labor relations climate and 

sustainable HR practices can reduce employee harm. 

Salas‐Vallina, A., Alegre, J., & López‐Cabrales, Á. (2021) studies the Despite the ongoing 

interest in the well-being of employees, significant gaps remain in our understanding of how 

this concept mediates the relationship between human resource management (HRM) and 

performance. Furthermore, there is a need for deeper insights into how HRM is implemented 

by leaders, as existing studies tend to focus either on leadership or HRM, without adequately 

addressing how both factors jointly influence employees' well-being and performance. This 

study aims to investigate the connection between well-being-oriented human resource 

management (WBHRM) and performance within very large organizations, drawing on the job 

demands–resource model and social exchange theory. Additionally, we seek to explore the 

moderating role of middle managers' leadership in the relationship between WBHRM and 

employees' well-being. Our findings indicate that engaging leadership behavior promotes the 

genuine implementation of WBHRM practices and directly influences employees' 

performance. 

 

The Role of Hrm Practices in Managing the Industrial Relations Issues: 

 HRM practices provide mechanisms for identifying, addressing, and resolving conflicts that 

arise within the workplace. This includes establishing clear grievance procedures, 

implementing mediation and arbitration processes, and fostering a culture of open dialogue and 

collaboration. They play a key role in managing organizational change, which can significantly 

impact industrial relations. This includes implementing change management processes, 

providing support and resources for employees during transitions, and addressing concerns and 

resistance to change. By prioritizing effective HRM practices, organizations can create a 

positive work environment conducive to collaboration, innovation, and long-term success. 

 

Hypothesis of The Study: 

H0: There is no significant relationship between HRM practices and the management industrial 

issues within the organization  

H1: There is some significant relationship between HRM practices and the management 

industrial issues within the organization 
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3. Research Methodology: 

 

Primary Data: 

The primary data is collected in the form of questionnaire  

 

Secondary Data: 

The secondary data is collected in the form of the published data available in the company and 

also through journals.  

 

Sampling Technique: 

A sample of 120 employees from the various organizations was selected for this study. These 

studies focused on the role of HRM practices in managing industrial issues. 

 

4. Results and Discussion: 

 

This analysis revealed that practices such as effective communication strategies, conflict 

resolution mechanisms, and employee engagement initiatives were found to be positively 

associated with reduced conflicts, improved employee morale, and enhanced organizational 

effectiveness. This study found that organizations implementing well-designed HRM practices 

experienced better organizational performance outcomes. These included a higher level of 

productivity, employee satisfaction, and overall organizational effectiveness. The findings 

underscore the importance of integrating HRM practices into organizational strategies to 

achieve sustainable performance outcomes. This research could investigate the effectiveness 

of specific HRM interventions in different organizational settings and industries. 

 

Data Analysis: 

 

TABLE 1: HOW YOU RATE THE LEVEL OF INDUSTRIAL RELATIONS WITHIN THE 

ORGANISATION 

PARTICULAR NO.OF EMPLOYEES PERCENTAGE 

EXCELLENT 48 40% 

GOOD 37 30.83% 

FAIR 29 24.16% 

POOR 6 5% 

TOTAL 120 100 

(SOURCE: PRIMARY DATA) 

 

CHART 1 

 
 

40%
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HOW YOU RATE THE LEVEL OF INDUSTRIAL 
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TABLE 2: HOW SATISFIED ARE YOU WITH THE CURRENT INDUSTRIAL 

REALTIONS POLICES AND PRACTICES IN YOUR ORGANIZATION? 

PARTICULAR NO OF EMPLOYEES PERCENTAGE 

HIGHLY SATISFIED 39 32.50% 

SATISFIED 30 25.00% 

NETURAL 26 21.67% 

DISSATISFIED 25 21% 

HIGHLY DISSATISFIED 0 0% 

TOTAL 120 100 

(SOURCE: PRIMARY DATA) 

 

CHART 2 

 
 

TABLE 3: HOW DOES YOUR ORGANISATION COMMUNICATE THE INDUSTRIAL 

RELATIONS POLICIES AND PROCEDURES TO EMPLOYEES? 

PARTICULAR 
NO OF EMPLOYEES 

PERCENTAGE  

REGULAR MEETINGS  27 22.50% 

EMAIL COMMNUICATION 30 25.00% 

INTRANET OR INTERNET PORTAL 45 37.50% 

TRAINING SESSIONS  10 8% 

OTHER 8 7% 

TOTAL  120 100 

(SOURCE: PRIMARY DATA)  

 

TABLE 4: TO WHAT EXTENT DO YOU THINK HRM PRACTICES INFLUENCE 

EMPLOYEE MORALE AND JOB SATISFICATION IN YOUR ORGANISATION  

CHART 4 

32%

25%
22%

21%

HOW SATISFIED ARE YOU WITH THE CURRENT 

INDUSTRIAL REALTIONS POLICES AND 

PRACTICES IN YOUR ORGANIZATION?

HIGHLY SATISFIED SATISFIED NETURAL DISSATISFIED HIGHLY DISSATISFIED
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TABLE 5: HOW SATISFIED ARE YOU WITH THE RESPONSIVINESS OF 

MANAGEMENT TO THE EMPLOYEE CONCERNS AND FEEDBACK RELATED TO 

THE INDUSTRIAL RELATIONS ISSUES? 

PARTICULAR NO OF EMPLOYEES PERCENTAGE 

HIGHLY SATISFIED 49 40.83% 

SATISFIED 35 29.17% 

NETURAL 30 25.00% 

DISSATISFIED 6 5% 

HIGHLY DISSATISFIED 0 0% 

TOTAL 120 100 

(SOURCE: PRIMARY DATA) 

 

CHART 5 

 
 

TABLE 6: WHICH HRM PRACTICES DO YOU BELIEVE ARE THE MOST EFFECTIVE 

IN MANAGING THE INDUSTRIAL REALTION ISSUES 

PARTICULAR NO OF EMPLOYEES PERCENTAGE 

EMPLOYEE INVOLVEMENT AND 

PARTICIPATION 
47 33.33% 

33%

32%

28%
4%

3%

TO WHAT EXTENT DO YOU THINK HRM PRACTICES 

INFLUENCE EMPLOYEE MORALE AND JOB 

SATISFICATION IN YOUR ORGANISATION 

STRONGLY AGREE AGREE NETURAL DISAGREE STRONGLY DISAGREE

41%

29%

25%
5%

HOW SATISFIED ARE YOU WITH THE 

RESPONSIVINESS OF MANAGEMENT TO THE 

EMPLOYEE CONCERNS AND FEEDBACK 

RELATED TO THE INDUSTRIAL RELATIONS 

ISSUES? 

HIGHLY SATISFIED SATISFIED NETURAL DISSATISFIED HIGHLY DISSATISFIED
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GREIVANCE HANDLING 

PROCEDURES 
40 31.67% 

TRAINING AND DEVELOPMENT 

PROGRAMS 
38 28.33% 

COMMUNICATION STRATEGIES 30 4% 

CONFLICT RESLOUTION 

MECHANISM 
30 3% 

OTHERS 20 17% 

(SOURCE: PRIMARY DATA) 

 

TABLE 7: IN YOUR OPINION WHAT ARE THE PRIMARY FACTORS INFLUENCING 

INDUSTRIAL RELATIONS ISSUES 

PARTICULAR 
NO OF 

EMPLOYEES 

PERCENTAG

E 

MANAGEMENT POLICIES AND 

PRACTICES 
29 24.17% 

EMPLOYEES ATTITUDE AND 

BEHAVIOURS 
50 41.67% 

EXTERNAL FACTORS (ECONOMIC 

CONDITIONS,INDUSTRY TRENDS etc.) 
37 30.83% 

GOVERNMENT REGULATIONS 2 1.67% 

OTHERS 2 1.67% 

TOTAL 120 100% 

(SOURCE: PRIMARY DATA) 

 

CHART 7 

 
  

T TEST: PARIED TWO SAMPLE FOR MEANS: 

H0: There is no significant relationship between HRM practices and the management industrial 

issues within the organization  

H1: There is a significant relationship between HRM practices and the management industrial 

issues within the organization 
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 Variable 1 Variable 2 

Mean 64 36.1 

Variance 609.7777778 231.4333333 

Observations 120 120 

Pearson Correlation 0.629701025  

Hypothesized Mean Difference 2  

df 9  

t Stat 4.26890859  

P(T<=t) one-tail 0.001041827  

t Critical one-tail 1.833112933  

P(T<=t) two-tail 0.002083654  

t Critical two-tail 2.262157163  

 

Interpertation; 

 

Since the p value is greater than the significance level (p<0.05), we fail to reject the null 

hypothesis. Therefore, the null hypothesis (H0) is rejected and the alternative hypothesis is 

accepted. 

Hence, there is a significant relationship between HRM practices and industrial management 

issues within the organization. So to suggest that HRM practices have a significant impact on 

management industrial issues within the organization. 

HRM practices will have a great impact on changing the management industrial issues, and 

these will help the organization improve the overall conflicts and grievances of the organization 

and also help to create positive industrial relations among the organization. 

 

Findings: 

• Around 40% of the employees said that the level of industrial relations was excellent, and 

most of the employees view industrial relations within the organization in a positive way. 

• The survey results show most of the employees (57.5%) have a positive opinion on the 

industrial relations policies and practices in their organization. 

• Through the internet or intranet portal, the organization communicates industrial relations 

policies and procedures to employees. 

• The majority of the employees (33.33%) think that HRM practices influence employee 

morale and job satisfaction in their organization. 

• Around 40% of the employees are satisfied with the responsiveness of management to 

employee concerns and feedback related to industrial relations issues. 

• Employees in the organization think that employee involvement and participation and 

grievance handling procedures are the most effective HRM practices for managing 

industrial issues. 

• Around 41.67% of the employees said that the employee’s attitude and behaviors are the 

primary factors that influence industrial relations issues. 

• Most of the employees (44.67%) are highly satisfied with the level of collaboration between 

different departments or teams in managing industrial relations issues within their 

organization. 

• Mostly, the organization provides regular feedback sessions with the employees to voice 

their opinions and suggestions regarding industrial relations matters. 

• 50% of the employees are satisfied with the training and development opportunities 

provided to them to enhance their understanding of industrial relations issues within your 

organization. 
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• There is a significant relationship between HRM practices and management industrial 

issues within the organization.  

 

Suggestions: 

Based on the responses given by the employees in the organization, the following suggestions 

and recommendations can be made: 

• Effective communication can foster transparency and trust, reducing the likelihood of 

misunderstandings and conflicts. 

• Provide opportunities for skill development and career advancement through training 

programs, workshops, and mentorship initiatives. 

• Establish clear channels of communication between management and employees to address 

concerns, share information, and foster understanding. 

• Stay updated on the changes in legislation and proactively address any compliance issues 

to mitigate legal risks. 

• Prioritize employee health and safety by implementing robust health and safety policies, 

procedures, and training programs. 

• Promote some collaborative relationships with stakeholders, such as labor unions, 

government agencies, and industry associations, to address shared challenges and promote 

mutual interest. 

• Conduct regular risk assessments and implement measures to prevent or minimize 

disruptions to operations. 

• Recognize the evolving nature of industrial issues and be prepared to adapt and adjust 

strategies. 

• Establish mechanisms to collect feedback from employees on industrial issues, 

organizational policies, and management practices. 

  

5. Conclusion: 

 

In conclusion, the findings of this study highlight the critical role of HRM practices in 

managing industrial relations issues within organizations. By implementing effective HRM 

strategies such as enhancing communication channels, investing in employee training and 

development, strengthening conflict resolution mechanisms, promoting employee engagement, 

and ensuring compliance with legal and regulatory requirements, organizations can foster 

positive workplace relations and achieve better industrial relations outcomes. A proactive and 

strategic approach to HRM can contribute to improved employee satisfaction, increased 

productivity, and enhanced organizational performance. By prioritizing the development and 

implementation of HRM practices tailored to their unique context and needs, organizations can 

build stronger relationships with employees, mitigate conflicts, and create a conducive work 

environment conducive to mutual success and growth. 
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