
Fair Treatment: The Foundation 

of Effective Employee Relations  

 



Employee Discipline 

Rules and  

regulations  

 

 

Fairness in Discipline – Three Foundations 

System of  

progressive  

penalties 

 

An appeals  

process 

 

 



1.  Verbal Warning 

2.  Written Warning 

3. Suspension 

4.  Dismissal 

Progressive Discipline 

 



Positive Discipline 

1.  Counseling Session 

2.  Written Warning 

3. Final Warning 

4.  Dismissal 



Fairness in Disciplinary Discussions 

 take a counseling approach 

 exhibit positive non-verbal demeanour 

 provide employee some process/outcome control  

 provide a clear explanation of the problem 

 ensure discussion is held in private 

 ensure that discipline is non-arbitrary/consistent 



7.  Reasonable Penalty 

6.  Absence of Discrimination 

5.  Proof of Guilt 

4.  Fair Investigation 

3.  Investigation Prior to Discipline 

2.  Reasonable Rule 

1.  Notification 

Administering and Managing 

Discipline 

The Just Cause of Standard Discipline 



Voluntary 

Separations 

Involuntary 

Separations 

• Quits 

• Retirements 

• Early retirement 

  programs 

• Dismissals 

• Layoffs  

• Rightsizing & 

  downsizing 

Types of Employee Separations 



Managing Dismissals:  
Grounds for Dismissal  

 Unsatisfactory performance  

 Misconduct 

 Lack of qualifications for the job  

 Changed requirements of/elimination of the job 



Managing Dismissals: 
Termination Interviews 

Step 6. Identify next step for employee 

Step 5. Review severance package         

Step 4. Listen                                   

Step 3. Describe the situation                  

Step 2. Get to the point                                  

   Step 1. Plan the interview carefully 



Managing Separations:  

 Alternatives to Layoffs 



Managing Layoffs 



Managing Retirement:  

Pre-retirement Counseling 

Lifestyle goals 

Financial planning 

Relationship issues 

Health issues 



System Fairness 

System 

Fairness 

Outcome 

Fairness 

Procedural 

Justice 

Interactional 

Justice 



Chapter 

6 
Training Employees 

1. Discuss how to link training programs to 

organizational needs.  

2.  Explain how to assess the need for training.         

3.  Explain how to assess employees’ readiness for 

training. 

4. Describe how to plan an effective training 

program. 

5. Compare widely used training methods. 

6. Summarize how to implement a successful 

training program. 

7. Evaluate the success of a training program.  

8.  Describe training methods for employee 

orientation and diversity management. 

What Do I Need to Know? 

Labour Relations 



Role of Unions & Labour Relations 

 Unions 

 Labour relations 

 Impact on Company Performance 

 Decrease productivity? 

 Increase productivity? 

Visit the Canadian Labour Congress 

http://www.clc-ctc.ca/


Types of Unions 

National/International Unions 

• Associations that seek to 
advance the shared interests 
of members e.g. CLC, AFL-
CIO 

Local Unions 
 

• Basic unit where most day-
to-day interaction between 
labour and management 
occurs 

 

Craft Unions 

• Members all have a 
particular skill or occupation 
e.g. electricians 

Industrial Unions 

• Members are linked by their 
work in a particular industry 



Main Features of Labour  

Legislation 

Labour 

Legislation 

Unfair labour 
practices 

Accept the 
union 

LRBs 

Strikes & 
lockouts 

Bargain in 
good faith 

Deduct 
union dues Length of 

agreement 

Methods to 
certify 



Unfair Labour Practices 

Management Unions 

 Interfering in the formation 

of a union or contributing 

financially 

 Discriminating based on 

union membership or 

because employee 

exercises rights 

 Intimidating or coercing an 

employee to join/not join 

 Trying to bargain when the 

union is not the certified 

agent  

 Persuading employees 

during working hours, or at 

the workplace 

 Illegal strikes 

 Failing to represent 

employees fairly 
 



Union Acceptance vs. Avoidance 

 A union acceptance strategy 

 A union avoidance strategy 

 Labour-Management Cooperation 



Preparation for Negotiations 

 gather economic data 

 analyze other collective agreements 

 audit/analysis of grievances 

 review existing contract/union promises 

 conduct wage/benefit surveys; prepare costing 

 contingency planning 

 Management only: obtain input from supervisors 

 Union only: obtain company financial information, input from union 
stewards and members; gather demographic data on members 



Cont… 

Typical Provisions of Collective Bargaining Agreements 



Resolving Conflicts 

Arbitration 

Conciliation 

Mediation 
• Least formal 

• Facilitate the negotiation 

• No formal authority for resolution 

• Report views of both sides 

• May recommend settlement but 

parties may decline 

• Determines a binding settlement 



Employee-Initiated Grievance 




