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Punitive Vs. Non-punitive Disciplinary procedures 
The efforts employed by an organization in promoting and maintaining positive employee relationships are part of employee relations. Positive relationships and constructive relationships maintained between the employees are aimed at influencing loyalty among the employees while keeping them engage in their tasks. Disciplining the employees is also a critical part of promoting and improving performance within the organizations.  Punitive and non-punitive disciplinary approaches are usually employed within different organizations as part of passing the disciplinary action to the employees.
[bookmark: _GoBack] A non-punitive disciplinary program is a type of employee in which an employee is issued with a letter of discipline instead of an unpaid suspension with the letter equaling a suspension (Toner, 2016). The letter can be used as a reference in case the employee engages in any more misconduct. There are positive aspects of employing this type of disciplinary approach. After the issuance of the letter, the employee is not expected to leave the workplace due to the misconduct. The management can use this type of disciplinary approach when the employee suspension from the workplace can influence workflow disruption within the organization. The approach also helps the organization to avoid any possible costs associated with replacing the suspended or sacked employees. Organizations can use the non-punitive disciplinary approach as a way of both saving money as well as employee rehabilitation when their suspension or termination is not required (Toner, 2016).
 A punitive disciplinary approach includes a program that is aimed at punishing the employee for misconduct. The program focuses on the individual involved in the misconduct as well as the ways of improving their performance. The individual can face various disciplinary actions such as suspension from the job or denying them various privileges. Unlike the non-punitive disciplinary program, using the punitive disciplinary approach does not help in effectively disciplining the employees. The employees can be alienated from various privileges or giving them extra work due to the misconduct. The non-punitive disciplinary approaches are preferred because they can also help in improving the employee other than punishing them directly for the misconduct (Toner, 2016).
Effective performance management system 
There various elements vital in the efficiency of performance management systems. The performance reviews are always focused on past performance in attempts to identify whether the employee performance aligns with the goals and objectives of the organization. there are various elements that are key to an efficient performance system. A set of expectations is one of the most vital elements in management systems. Expectations help the employee understand what is required of them. Expectations explain the goals an organization wants the employee to achieve. An effective performance management system clearly indicates what those organizational expectations are, the various steps of achieving them as well as the time required for the achievement of the goals (Pratt, 2019).
A performance elevation is also a key element in an effective performance management system. Performance elevation includes methods in which the employees can be helped to achieve their performance potentials such as assigning the employees to tasks which they can perform best. An efficient performance management system should also guide the organization or employee compensation. The performance management system is implemented in organizations to help in evaluating employee performance which can help in making decisions on ways on whether an employee needs a reward or a punishment. Multiple sources of data should also be incorporated into an efficient performance management system. Using multiple data sources ensures that the human resources manager is not based on their review of the individual employee (Pratt, 2019). Multiple data sources such as peers, other managers, or subordinates can help in creating a true perception about an employee. This can help in ensuring that every individual employee receives a fair review. 
Union Grievance Procedure Vs. Nonunion complaint process 
There are various differences between the Union grievance procedures and nonunion complaint processes in the workplace. There well-established channels by the unionized workforce which are followed during complaints (Lewin, 2020). The non-unionized unionized workforce does not have its own complaint procedures but follows the ones laid down by the organization. A labor representative is also involved in the union grievance procedures when filing the complaints. The nonunion complaint process only involves the employee and the employer organization when filing the complaint. The union grievance procedures also work differently from the nonunion complaint process. In seeking the best and fair outcome for the employee during a complaint, the union grievance procedures also provide suggestions on the possible alternatives of solving the disputes. In cases where the dispute or disagreement continues. The nonunion procedures do not provide this alternative on the other hand. It only includes formal procedures which eventually lead to lawsuits or litigations between the employee and the employer (Lewin, 2020).
Nonunion complaint grievance procedures can be improved through the incorporation of various steps within the organization. Updating the grievance policy of the organization is essential in improving the nonunion complaint procedures. The updates help in ensuring that the policies align with the possible changes in leadership, laws of employment, or composition of the organizational workforce. Evaluation of the grievance procedures can also help in improving it. Evaluation of the policy helps in assessing its efficiency in providing solutions to various conflicts (Lewin, 2020). This way, the organization can easily identify the areas which require more action. A performance appraisal system in the organization can help in minimizing the possible cases of employee complaints. 
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