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INTRODUCTION
The effective management of person- job fit begins with the employment relationship itself. Work should provide a mutual and positive exchange of value between people and organizations. This sense of mutual benefit is reflected in the set of expectations held by the individual about what will be given and received in the employment relationship. The ideal work situation is one in which the exchange of values is considered fair. When the relationship is broken or unbalanced, however, morale problems easily develop. Today, perhaps more than ever before, the pressures of global competition and social change are influencing not just the organizations in which people work, but the very nature of employment itself. Those pressures, however, result either in strong foundation of human capital or grievances derived from irrelevant job abilities, knowledge, experience, etc. 
Understanding the array of occupational rights that give meaning to the emerging demands, expectations, and role responsibilities in the modern workplace is of critical importance. Equally important is achieving an understanding of the evolving workplace practices these rights create. Employer and employee understanding of these considerations offers enormous potential for avoiding situations that provoke conflicts in the contemporary workplace. At the heart of all of this is the need for clear, consistent, and effective communication in the modern organization.
Einstein once said: “Anyone who has never made a mistake has never tried anything new”

 
But, how can managers effectively deal with difficult and troublesome employee behaviors in order to enhance productivity and employee morale? This is usually achieved by avoiding and neutralizing disruptive behaviors. Some of those include insubordination, theft, substance abuse, absenteeism, interpersonal conduct, assault, fighting, smoking, gambling, sleeping, and appearance problems. Managers need to follow some rules when taking disciplinary action. Proper information will allow managers in a variety of work settings to solve behavioral problems and avoid the pitfalls often associated with taking disciplinary actions.

Actually, difficult employees can make chiefs question why they have become managers on the first place. Unproductive, confrontational, negative or undermining, they can drag everyone else down and stop a team achieving its goals. When an employee is good at its job, they can still behave in such a way that means an employer cannot work with them. If they are intimidating to other employees then the problem becomes a clear conduct.


When workers are difficult in a way that does not clearly constitute conduct, or another fair reason for dismissal, then it’s not that easy. For example, when someone’s performance is good but it is part of his/her nature to complain constantly and undermine the employer in a way that slows down the business, it is first necessary to evaluate whether he/she has a point.


If the grievance is not reasonable, managers should stress that grievant’s attitude is unacceptable. In case there is no improvement it may be necessary to go down performance or even disciplinary channels, although it is of course imperative that a clear and fair procedure is followed. 

Overall, the rule that , I think, should be followed by employers in dealing with grievances is the importance of transparent, fair procedures. There needs to be clear evidence of instances of the problems caused by the employee’s difficult personality and grievance. This comes down to good knowledge of management, knowing how to recognize when there is persistent problem and recognizing that, even if it seems trivial, a problem can become more serious. 

The importance of grievance procedures

When the performance of employees, does not meet minimum expectations, and a few words by the supervisor have not achieved their objective, a disciplinary procedures may be considered. But why some employees fail to achieve desired standards? In a well – planned and functioning workplace, most workers meet  minimally acceptable standards most of the time. But what for those who not? It is useless for managers to go into disciplinary procedure before considering the reasons for poor performance. In fact many reasons exist for why subordinates do not perform at a satisfactory level, thus giving reason for grievance.


Consequently, it is important for a company to have established grieavance system, because employee grievance programs provide public employees with an internal mechanism to resolve work related disputes or complaints. Their success heavily relies on the degree to which management accepts and administers them professionally. It also depends on workplace justice, as informed by the themes of  justice. Therefore, a discussion of employee grievance programs in the public employment context appropriately begins with a brief overview of employee grievance procedures designed to ensure that employees receive procedural due process, equitable treatment and fairness in the resolution of their job-related grievances.
From management's perspective, the grievance procedure is an upward channel of communication that effectively identifies problem areas in the organization. Even the managements of organizations seeking workable alternatives to collective bargaining recognize the advantages of providing employees with feedback mechanisms that facilitate the voicing of complaints. Grievance systems possess advantages shared by both parties. The grievance procedure decreases dysfunctional behavior (e.g., work stoppages, sabotage, slowdowns) by providing means of change. The grievance procedure also provides a forum for addressing broader issues by establishing a problem-solving climate an atmosphere which appears "to be of value to organizational health". 


A problem in studying grievances is defining the grievance itself. Written grievances, the most widely used source of data in this research area, are prepared at different steps in the process in different companies and industries. Grievances occasionally serve as criterion measures in behavioral research. Because grievances are used as criteria of individual and group behavior, it is necessary to consider evidence of reliability at both levels of analysis.


Viewed from another perspective, managers can also be subject to grievance. In these challenging economic times there is nothing rare or even unusual about a manager being fired or terminated for poor performance. Under increasing competitive pressure from home and abroad, organizations require better performance on the part of all their members. As such, greater pressure is put on managers at all levels to be more effective and efficient in leading their operations. Modern managers must show a strong bottom line, enhance product quality, increase employee involvement, foster innovation, and satisfy their customers' ever-increasing demands. 

As the nature of managerial work becomes more complex and demanding, many would argue that the probability of a manager failing increases significantly. When a manager fails to obtain results or perform duties in a manner complying with the firm's current needs, employers frequently exercise their right to terminate the manager for cause. 
The wrongful discharge problem and solutions to it

The last ten years have brought increased judicial activism in the area of wrong employee discharge. No longer may a human resource manager assume that the employment – at – will allows termination of an employee for any reason or for no reason. In addition to prohibitions against discharges based upon race, age, sex, color, national origin, etc., the human resource manager now also must consider the prohibition against discharging an employee for reasons that may violate public policy. Moreover, the discharge that violates public policy may be more difficult to recognize. Failure to recognize and avoid the wrongful employee discharge can cost the employer thousands of euros in damages, as well as attorney's fees. The most used theory of judicial intervention in the area of wrongful discharge is based on public policy: what is best for society as a whole. Other theories used by discharged employees include arguments that they were not treated fairly by the employer or that they had some right to continue employment. In my view, typical discharge guidelines may include the following suggestions:

 (1) To adopt clear policies and procedures for discharge, and follow them consciously

 (2) To evaluate employees regularly and advise them of the results, including constructive criticism when necessary, so that they have an opportunity to improve. 
(3) To document all discipline given, including date, reason, disciplinary action, employee explanation, and management response. 
(4) To avoid language in employment manuals and elsewhere that implies any right to continue employment unless there is just or good cause for dismissal. 


CONCLUSION
The satisfactory processing of grievances is one of the most vital problems which confronts management. To understand this management must constantly bear in mind that this group relationship is subject to uncertainties and frustrations of the individual member, intensified by the fears that each one may feel being a part of the mass and hence not able to solve his own individual problems. The employees must not forget that the employer is subject to the fears for the successful operation of the business upon which their jobs depend and for which jobs there may not be a ready substitute. Consequently, in processing grievances each side should seek to handle the question or dispute in such a manner that the fears of the other side are not aroused largely either in appearance or in fact.

