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Grievance Procedure, Discipline and Dismissal

1. Give short answers to the following questions:                                                                (16)
i. Discuss the causes and effects of grievances. 
A grievance is any unhappiness or feeling of discrimination having connection with one’s employment situation which needs to be brought to the attention of management. Broadly speaking, a grievance is any dissatisfaction that adversely affects organizational relations and productivity. To understand what a grievance is, it is necessary to distinguish between dissatisfaction, a complaint, and a grievance.
1. Dissatisfaction is anything that disturbs an employee, whether or not the unrest is expressed in words.
2. Complaint is a spoken or written dissatisfaction brought to the attention of the supervisor or the shop steward.
3. Grievance is a complaint that has been formally presented to a management representative or to a union official. A grievance is any discontent or dissatisfaction whether expressed or not, whether valid or not, arising out of anything connected with the company which an employee thinks, believes or even feels to be unfair, unjust or inequitable’.
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Grievances may occur due to a number of reasons: 
1. Economic - Employees may request for individual wage adjustments (in most cases they may feel that they are paid less others undertaking similar activities). 
2. Work environment - It may be unattractive or poor conditions of work. For example, light, space, heat, or poor physical conditions of workplace, defective tools and equipment, poor quality of material, unfair rules, and lack of recognition.
3. Supervision – There may be objections to the general methods of supervision related to the attitudes of the supervisor towards the employee (such as perceived notions of bias, background affiliations and regional feelings).
4. Organizational change - Any change in the organizational policies can result in grievances. For example, the implementation of revised company policies or new working practices.
5. Employee relations - Employees are unable to adjust with their colleagues, suffer from feelings of neglect and victimization and become an object of ridicule and humiliation, or other inter- employee disputes.
6. Miscellaneous - These may be issues relating to certain violations in respect of promotions, transfer, disciplinary rules, fines, granting leaves, safety, medical facilities, etc.
Grievances, if not identified and redressed, may adversely affect workers, managers, and the organization.
The effects are the following: 
1. On the production:
· Low quality of production and productivity
· Increase in the wastage of material, spoilage/leakage of machinery
· Increase in the cost of production per unit
2. On the employees:
· Increase in the rate of nonattendance and turnover of staff
· Reduction in the level of commitment, sincerity and punctuality
· Increase in the incidence of accidents
· Reduction in the level of employee morale.
3. On the managers:
· Strained superior-subordinate relationships.
· Increase in indiscipline cases
· Increase in the degree of supervision and loss of control.
· Increase in unrest and thereby machinery to maintain industrial peace

ii. Why should organizations have a formal grievance procedure? 
The existence of an effective grievance procedure reduces the need of illogical action by supervisors because supervisors know that the employees are able to protect such behavior and make protests to be heard by management. The very fact that employees have a right to be heard and are actually heard helps to improve morale. In view of all these, every organization should have a clear-cut procedure for grievance handling.
[image: Related image]Grievance procedures are a means of dispute resolution that can be used by a company to address complaints by employees, suppliers, customers, and even competitors. A grievance procedure provides a hierarchical structure for presenting and resolving workplace disputes. These procedures typically define the type of grievance it covers, the stages through which the parties proceed in attempting to resolve matters, individuals accountable at each stage, the documents required, and the time limits by which the grievance must be presented and dealt with during each stage.
Complaint procedures do not essentially have to be so formal and elaborate, and in fact, overly formal grievance procedures often discourage the airing of disputes in a timely manner. For small businesses, the processes may consist of a few lines in an employee manual or the designation of a single regulator to deal with problems as they develop. Peer review of employee concerns is another popular way to address grievances. On the other hand, some larger companies may create an entire department dedicated to fielding complaints from employees or customers and other affected parties.
Whatever form they may take, grievance procedures are generally intended to allow companies to hear and resolve complaints in a timely and cost-effective manner, before they result in legal action. Knowing that formal procedures are available often encourages employees to raise concerns or question company policies before major problems develop. It also makes managers less likely to ignore problems, because they know that upper management may become involved through the grievance process.
iii. Explain the meaning and concept of discipline with examples.
The origins of this word offer great clues about its current meanings. The Old French descepline referred to punishment and suffering. The Latin disciplina meant "teaching, learning." The Old English version referred to a branch of knowledge or field of study. Developing discipline as a form of training is a military concept that's more than 500 years old.
Verbal Warnings
Verbal warnings is usually an informal method that puts an employees on notice that they have engaged in behavior or actions that can lead to more serious consequences if not immediately corrected. This is also the first step in many progressive discipline policies, which means a supervisor or manager talks to the employee and advises him of the action or behavior that conflicts with the company’s expected performance and conduct standards. Poor turnout is a prime example of an employee action that may be considered a valid reason for verbal warning. Until the employee’s absenteeism disrupts the workforce, results in missed deadlines and results in additional work for co-workers, a verbal warning may be all that’s necessary to encourage the employee to focus on improving his attendance and therefore performance.
Performance Improvement Plans
Some companies have a vested interest in helping employees improve and develop and this is what is commonly referred to as a performance improvement plan, or PIP. PIPs are detailed plans that identify areas for improvement and a series of steps the employee must complete to receive an acceptable performance rating. Some employers require a PIP when the manager gives the employee a performance appraisal rating that falls well below the acceptable level. In most cases, the employee and line manager will work together to construct a PIP that contains check-in points for managers to monitor progress and completion. Until the PIP goals are achieved, the employee is in a holding pattern until her performance is re-evaluated and considered acceptable by the employer’s performance standards.
Suspensions
Suspension without pay is a form of workplace discipline employers typically use before deciding whether to terminate the employee, a halfway house option, and it may be the last step before employee discharge. Non acceptable behavior or employee behavior patterns that threatens the safety and well-being of the company’s workforce is generally a valid reason for suspension. Suspension is one of the purest forms of discipline and punishment because it has an immediate and dramatic impact on the employee’s lifestyle. Living without a paycheck (or a significantly reduced one) gives the employee time to reflect on the seriousness of his actions and focus on what he would have done differently to avoid suspension. 
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Reassignments and Loss of Privileges
Within some companies/organizations, performance-based alternative work assignments include opportunities for telecommuting, teleworking or flexible work schedules are sometimes adopted. Before the telecommuting arrangement begins, for instance, the employer and employee must agree on the terms and conditions of the arrangement. The employee's ability to sustain an acceptable performance level is almost always included in the alternative work arrangement. In the event the employee is unable to maintain her performance levels, an appropriate form of discipline is to revoke the agreement and require the employee to work from the office where his/her manager can routinely observe and monitor their work habits. The purpose of this type of discipline is to restore structure and accountability and improve the employee's performance to previously acceptable levels.

iv. Describe briefly the stages of disciplinary action procedure.
Procedures covering disciplinary issues have three main aims insofar as to advise the affected employee of their errors, performance or attendance issues (to name but a few), ensure that the employees understand their shortcomings and ultimately accept such shortfalls based on the evidence available.
There are numerous stages to be followed and a typical standard listing is as follows which, at present by law, must be included in a disciplinary procedure - these are known as the 'statutory minimum procedures'. Employer’s disciplinary procedure should include the following steps:
· a letter setting out the reasons or reasons why they are considering disciplinary action
· investigation 
· suspension
· a meeting to discuss the issue
· a disciplinary decision
· warnings
· a chance to appeal this decision
Letter and Investigation
Employers will need to investigate if there's a complaint against someone and may ask the person for a statement. The investigation should be unbiased, fair and reasonable. It should also seek to establish the facts and not just collect evidence against the person involved. The person affected should be given copies of any information that comes out of the investigation.
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Suspension
Employers can suspend someone while the issue is looked into and if they are, the affected persons should be told why they are being suspended. To make it clear that this isn't a punishment, the suspension should be on full pay. When this happens the affected persons should keep their employment rights and if they don't get the right pay it can be claimed the money is an 'unlawful deduction from wages'.
Disciplinary meetings
When giving the affected person the initial statement, or very soon after, employers must invite them to a meeting to discuss the issues. The meeting is the second step in the statutory procedure.
The meeting which is also known as a 'hearing' must happen before any disciplinary action is taken. If the employer hasn't explained in the statement the reasons why they have reason to discipline the person involved, they have to explain this before the meeting. The meeting itself should;
· be arranged at a reasonable time for the affected person and anyone else involved
· be in a private place, so there are no interruptions
· be at a time that has given the affected person enough time to prepare
Before the meeting, the employer should provide copies of any written evidence. The concerned persons should normally be allowed to question any witnesses during the meeting but employers can choose to make statements from colleagues who don't want to be identified and this obviously will prevent them from being questioned.
Disciplinary decisions
Either at the disciplinary meeting or shortly after, the employer should advise affected persons of their decision. This may be done face to face, but they should also confirm what they have advised in writing. Depending on the reason for the disciplinary action, the decision might be:
· no action
· a verbal warning
· a written warning
· a final warning
· demotion
· dismissal
Warnings
Companies disciplinary procedure should include how many verbal or written warnings are needed before a final warning or dismissal. It should clearly state and explain how someone can be given a written warning, or if the warning was verbal a written confirmation of it, saying what it was for and how long it will remain in force.
Employers are allowed to give any type of warning that they think is appropriate. For example, in a case of theft or violence they might decide to go straight to a final warning - or even dismissal. It is important however that Employers should always try to act consistently, so if they would give others a verbal warning in a particular situation they shouldn't give the next person a final warning unless there are good reasons for doing so.
Disciplinary appeals
During a disciplinary procedure, if the employer does anything that seems unreasonable the affected person should tell them (in writing) and suggest ways to solve the problem. They may decide to carry on the procedure anyway, in which case there may be justification to use the issue as grounds for an appeal.
Employers must notify those concerned of their right to appeal the decision arrived at concerning your grievance. An appeal is the third step of the statutory grievance procedure and if the affected person wants to take their case to an Industrial Tribunal they first must have appealed against the decision before making an IT claim. If they do not, any compensation won may be reduced.
A decision can be appealed against if it is believed;
· the decision was wrong
· unfair procedures were used
· the punishment is too harsh
· new evidence has come to light
Grounds for appeal should be reasonable. Minor breaches of procedures, or the affected person’s personal feelings, won't usually change the decision that has been reached. The appeals process is similar to the disciplinary procedure;
· write a letter giving reasons for appealing
· there's another meeting (usually with a more senior manager than was at the first meeting)
· a final decision is made
1. 
2. Briefly outline the features of a grievance procedure and the steps involved in it.    (8)
Grievances are a natural occurrence in most organizations nowadays. However like disciplinary problems, grievances also benefit no one. Hence, there is a need for handling or redressing grievances. Most large organizations therefore have developed formal grievance procedures which enables them to handle grievances suitably.
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As a matter of fact, there are several practical reasons for having a formal grievance procedure in an organization. The most important steps are listed as follows; 
1. It provides an established and known method of processing grievances and keeps this process transparent.
2. It brings grievance issues to the knowledge of management so that they can recognize and understand them to take necessary action for their settlement.
3. It gives an assurance to the employee that there is a mechanism available to consider their grievance in a dispassionate and standing apart manner.
4. Venting grievances and being heard gives the employee a feeling of being cared for. This not only gets it off their “chest”, but it also helps improve morale and productivity.
5. Involving several levels of organization in the grievance procedure provides help on two dimensions. Firstly, the immediate supervisor who is the first level in the grievance process cannot be by-passed by the worker. Secondly, involvement of several hierarchical levels in the grievance process releases exclusive dependence on the supervisor who can’t jeopardize the interest of the employee. 
6. Involvement of various levels makes them all aware of the kinds of issues that concern workers and managers.
7. Finally, it stops the managers from taking arbitrary and biased actions against the workers as they know that their actions are subject to challenge and trial.
Grievance which indicates discontent and dissatisfaction among employees adversely affects their morale and productivity. In other words, by not initiating timely action to deal with grievance, the organization tends to lose the productive efforts of the discontented employee. It is indeed unrealistic to assume that an aggrieved or dissatisfied employee will put their best efforts on the job. The redressal of the employees’ grievances, therefore, assumes significant importance.
All the above indicates why it is good to have a procedure in place to deal with grievances however there are also steps in the process that must be followed by employees who have a grievance and they include; 
· The employee should raise his or her grievance with the immediate supervisor.
· If the decision taken by the supervisor is not acceptable to the aggrieved employee, he or she should be made known to whom next in the rank of management, they should refer the grievance.
· The grievance, at any level, should be handled promptly and dispassionately.
· Only the grievance raised by the employee having understood the instructions issued to him or her employer will register the protest and set the grievance handling procedure in motion.
· If the aggrieved employee still remains dissatisfied, there will be no direct action by the either party which might prejudice the case or raise doubts while the grievance is being investigated.
The procedure the management applies to deal with the employees grievances should include and can be quantified as follows; 
1. Timely Action; 
The first and foremost requisite in grievance handling is to settle them immediately as and when they arise. The sooner the grievance is settled, lesser will be its effects on employees’ performance. This requires the first line supervisors to be suitably trained in recognizing and handling a grievance properly and promptly.
2. Accepting the Grievance 
Supervisors should always try to recognize and accept the employee grievance as and when it is voiced. It must be noted that recognition does not necessarily mean agreeing with the grievance, it simply shows the willingness of the supervisor to look into the complaint objectively and dispassionately to deal with the grievance. Statistics suggest that more the supervisor shows his/ her concern for the employees, less significant is the number of grievances raised by the employees.
3. Identifying the Problem: 
The grievance communicated by the employee maybe at times simply sensitively, over-toned, imaginary or ambiguous. The supervisor, therefore, needs to identify and establish the problem stated by the employee.
4. Collecting the Facts: 
Once the issue is identified as a real problem, the supervisor should collect all the relevant facts and verifications relating to the grievance. The facts so collected need to be separated from the opinions and feelings to avoid distortions of the facts. It is useful to maintain records of these facts for future uses as and when these are required.
5. Analyzing the cause of the Grievance: 
Having collected all the facts, the next step involved in the grievance procedure is to establish and analyses the cause that led to grievance. The analysis of the cause will involve studying various aspects of the grievance such as the employees past history, frequency of the occurrence, management practices, union practices, etc. Identification of the cause of the grievance helps the management take corrective measures to settle the grievance amicably and also to prevent its recurrence i.e. Lessons learnt.
6. Taking Decision: 
In order to take the best decision to handle the grievance, alternative courses of actions are established. These are then evaluated in view of their consequences on the aggrieved employee, the union (if applicable) and the management. Finally, a decision is taken which is best suited to the given situation in the organization. Importantly such decisions should serve as a precedent both within the department and the organization.
7. Implementing the Decision: 
The decision must be immediately communicated to the employee and also implemented by the competent authority within the company. The decision once implemented should also be reviewed periodically to establish whether the grievance has been satisfactorily resolved or not. In case, it is not resolved, the supervisor once again needs to go back to the whole procedure step by step to find out an appropriate decision or solution to resolve the grievance.
Finally, if the grievance is not resolved at the internal level however, it must be then referred to an arbitrator who is acceptable to the employee as well as the management. The arbitrator follows a quasi-judicial process where both the parties present evidence. Based on the evidences so produced, the matter is cross-examined in thread-bare. The arbitrator then thinks, applies his mind and arrives at a decision. The decision taken by arbitrator is final and binding on both the parties.

Activity                                                                                                                                             (6)
Study the grievance procedures and practices in an organization to which you have access and produce a brief report. 
Note; the content below is private and confidential 

Below is an actual Grievance Procedure from a company I worked for over 20 years. As can be seen it is a standard format that captures the requirements of how to deal with employee grievances.

Following on from this is an actual occurrence that happened whilst we were on assignment in Thailand. The situation was not handled correctly from the outset and ended up going into a formal submission from the aggrieved parties.

In conclusion the situation was resolved to everyone’s satisfaction.

Grievance procedure Introduction

Grievances are concerns, problems or complaints that employees raise with the Company.   The Company will deal promptly and fairly with all employee complaints.

Every employee should follow this procedure if he or she has any grievances regarding, amongst other things, terms of employment, alleged unfair treatment, working conditions, procedures, health and safety, work relations.  The procedure is set out for the benefit of all employees to ensure that grievances are dealt with fairly, consistently and speedily.  Employees should be assured that the use of this procedure will not prejudice their future employment prospects with the Company.  

This procedure may be used by current employees; and by ex-employees within three months of their leaving the employment of the Company.  In the latter circumstance, a modified procedure will be followed as detailed below.


The procedure may not be used as a means of dealing with disciplinary matters or changes in working practices that relate to statutory requirements.  The procedure may not be used to challenge or appeal against any decision made under the Disciplinary Procedure or the Capability Procedure.

Where employees are concerned about matters which are identified in the Company’s Business Code of Conduct and Ethics then they may raise these through the Compliance Report line.

This is the procedure that the Company will normally follow although the Company reserves the right to vary, replace and/or terminate the Grievance Procedure at any time and/or omit any stages of it.  The Grievance Procedure is non-contractual.

Scope

This procedure applies to employees of Foster Wheeler Energy Ltd (FWEL), employees of companies purchasing HR services from FWEL and employees engaged to work on assignment from the UK Operation. References to the “Company” in this policy are references to the employee’s current employer.
[bookmark: _GoBack]cedure

In situations where employees are on assignment or working on a project, the home department must be informed of potential grievance issues to ensure the appropriate managers are involved.  The HR Consultant will advise managers on who is best placed to hear the grievance in this circumstance. 


The Informal Procedure

Employees should aim to resolve most grievances informally with their line manager. Managers should deal with all grievances raised, whether or not the grievance is presented in writing.  Managers should attempt to settle grievances within 10 working days, or agree a reasonable timescale with the employee. 

If the employee feels that they cannot discuss the matter with their manager directly the employee should raise the complaint with another manager or a member of HR, who may refer the matter to someone better placed to respond.


The Formal Procedure

In most cases, the formal process will follow if a grievance cannot be resolved informally or if an employee or his/her line manager feels that to deal with the issue informally may be inappropriate.   A statutory procedure applies where employees specifically raise grievances in writing. 


Step 1: Statement of Grievance

The employee must set out the grievance in writing.  A copy must be passed to his/her line manager (or if the grievance is in reference to their line manager, to their line manager’s line manager) and also to the appropriate HR Consultant.  The employee should include any documents upon which he/she wishes to rely.

 
Step 2: Formal Grievance Meeting

The employee will be asked to attend a formal grievance meeting.  He/she will be given at least two days written notice of the formal meeting.

Employees may be accompanied to the formal grievance meeting by a work colleague or appropriate trade union representative, although this does not extend to a legal representative.  The chosen companion has a statutory right to address the hearing, to ask questions and to confer with the employee, but no statutory right to answer questions on the employee’s behalf. 

The employee’s immediate manager, or another manager that the Company deems appropriate, will usually chair the formal grievance meeting and where possible, a member of HR will also attend to take notes.  Where it is not possible for HR to attend (for example, on overseas projects) the chair may appoint a manager to take notes.  

The aim of the formal grievance meeting is to: 

· Discuss the grievance and understand the full extent and nature of the complaint
· Give the employee an opportunity to raise any issues or make their own suggestions as to how the situation can be resolved.
· Agree requirements for further investigations to take place, for example, whether other individuals need to be interviewed, or where more information/ data is required to facilitate a decision.
· Agree timescales for any investigation if required and for the formal response.

A written record of the grievance meeting and any investigation interviews will be kept.

Employees must make all reasonable attempts to attend meetings and repeated failure to attend may result in the meeting being held in his/her absence.  

The manager should try to respond to a written grievance within ten working days, or as soon as reasonably practicable, and will try to agree a suitable timescale for the response with the employee.  After considering the details of the grievance and carrying out any relevant investigations, the chair will inform the employee of his/her response to the grievance in writing and inform the employee of his/her right of appeal against the decision if they are not satisfied with it. 


Step 3: Appeal

An appeal against the grievance response may be made in writing to the individual stated in the response letter within five working days of receipt of the written response.  The employee should clearly state the grounds of appeal.

The employee will be invited to an appeal hearing.  The appeal may take the form of a review of existing and/or new evidence, or a complete rehearing of all matters.  Arrangements will be made for the appeal to be heard by an appropriate level of management (as appointed by HR) as soon as reasonably practicable and ideally within 10 working days.  The employee will have the right to be accompanied at the meeting on the same basis as detailed above.  Ideally within five working days of the meeting, the manager chairing the appeal meeting will confirm the outcome in writing.  This decision is final.

Modified Grievance Procedure

The modified grievance procedure may apply with the agreement of the Company and the employee, where either the Company was not aware of the grievance before the employment ended, or if the employee leaves the Company before the grievance procedure had been started or had not been completed by the time the employment ended.  The modified procedure has two-steps:
 
Step 1: Statement of Grievance

The employee must set out the grievance and the basis for it in writing and send it to the Company and a copy to HR.

Step 2: Response

The Company will set out its response in writing and send it to the employee.

There is no right of appeal against the Company’s decision.

Version Control

	Version
	2.0

	Date
	August 2008  

	Next review date
	As required

	Doc owner
	HR



Due to the changing nature of employment legislation and for reasons of best practice, policies and procedures may change.  All policies and procedures are version controlled and the most up to date versions are all available on the intranet.  If you have any queries please contact HR.   
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Grievance raised by Khun Ongart K and Khun Prasit N on 5th February 2009 
Statement of Grievance
Formal submission of grievance submitted in writing 5th February 2009 as per attached “Inspection Report 2009/001” from Khun Ongart and Khun Prasit via TOPS office representative Anawat H. This was then forwarded to the TOC Pluto project Management for resolution.

No attempt to resolve this grievance informally took place resulting in the submission of above.  

Formal Grievance meeting

Khun Ongart and Khun Prasit were requested to attend formal meeting at Laem Chabang site offices by department manager Mr Colin Reaney on the 6th Feb ay 10.00 (Colin Reaney could not attend formal meeting due to previous commitments)

Mr Ritchie Davies who deputised for Colin Reaney and Mr Ray Wilson tasked by FWW Senior Manager to chair any required meetings, held the formal grievance hearing as detailed above. Prior to the meeting the employees were asked if they needed any additional representation to which they declined. During the meeting Khun Ongart and Khun Prasit reiterated the details of the grievance report and were clearly unhappy with the Khun Bob Lakey’s reactions that lead to the grievance complaint.

Following conclusion of the interviews, Mr Bob Lakey was requested to attend Laem Chabang at 13.00 of the same day where he presented his version of events. It became clear that pressures of meeting current tight schedule had resulted in some of Bob’s trade mark sayings detailed in the report, however Bob did not once single out Khun Ongart or Khun Prasit for personnel criticism and in fact pointed out he sometimes had similar “discussions” with other local FWW personnel over the duration of fabrication at the Rayong facility however on this occasion the persons involved had taken umbrage over Bob’s request/comments. Mr Bob Lakey did also point out that on this occasion as well as others the response of the local FWW personnel to his requests were not responsive enough in times of urgency as was the case this time. It was agreed to roll this out to the Rayong team in general  

Conclusion   

On the 11th February 2009 Khun Ongart, Khun Prasit and Mr Bob Lakey attended a debriefing of findings and it was agreed by all parties involved that in the heat of the moment Mr Lakey’s requests were on the “strong” side of normal requests, which was also agreed they need to be at times, but also taken out of context by Khun Ongart and Khun Prasit. It was agreed by all parties, that in future two way dialogue would take place so that no misunderstandings of any type would result in future between parties, and it was also agreed that understanding culture was a two way event.
 


All the Local staff assigned to the Rayong facilities where then requested to attend a debriefing so that a summary of events could be passed on. FWW’s Ray Wilson, Ritchie Davies, Bob Lakey and Bob Ellis were also in attendance.

As detailed above the Local employees were reminded that both Bob Lakey and Bob Ellis clearly understand Thai cultural issues but the Thai culture also needs to understand the Western approach to day to day events and at no time are any comments of a personnel 
nature.

Appeal

Following the conclusion meeting it was agreed by both Khun Ongart and Khun Prasit that the matter was now closed. However if not satisfied with the content of this report the employee has a right to appeal and should be done so within a 7 day period clearly stating the grounds for such an appeal.
 
Recommendation

Also attached are guidelines for a grievance procedure that should be adopted by the Pluto TOC and/or the TOP’s office. Clearly this situation could have been resolved before finding its way to formal written complaint.
   

 
Signed 

______________________
12TH February 2009

Ray Wilson FWW Turnover/NRU Manager
[image: https://encrypted-tbn0.gstatic.com/images?q=tbn:ANd9GcTeZVFMuZHSPsUDY0gfcGjLpJTj6Un8z174fQv7wdTitxtbOM9y]



Student Statement:

By submitting this assignment, I confirm that this is my own work.



	Student Signature
	Raymond Wilson
	Date
	8th June 2016




For Tutor / Assessor Use Only
	Total Marks
	

	Marks Obtained
	

	Percentage / Grade
	





image2.jpeg
%GRIEVANCH@%




image3.jpeg




image4.jpeg




image5.jpeg




image6.jpeg
EMPLOYEE GRIEVANCE AND
REDRESSAL





image7.jpeg




image8.jpeg




image1.png
ﬁ
o R




