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Milestone 3: Weave Tech 

1.    What type of employee relations issues might Weave Tech anticipate during a workforce 

reduction? 

Despite the obvious positive performance in terms of profits after the reduction in the 

number of employees and managers, Weave Tech is likely to encounter lots of reaction among 

the affected personnel as well as other parties who are not conversant with the relevance of the 

exercise (Beer and swiercz, 2015). The most probable reactions include legal action against the 

organization, reduced employee morale, low productivity and increased staff turnover.  

2.    How might downsizing affect employee engagement and retention? 

Downsizing has negative effects on employee appointment and retention. However how 

much necessary it can be, the process may be considered as a threat by the remaining workforce. 

In this view, downsizing might cause a reduction in the value of an organization’s human capital. 

As an average organization, Weave Tech, in the process of restructuring, is 50 percent more 

likely to experience low workforce engagement. It is expected that the organization will focus on 

eliminating poor performers while retaining the good employees. It may cause negligible impact 

on engagement or retention levels of the top executives because they are the key decision makers 

(Beer and swiercz, 2015). As a result, close to half of the remaining top performers are less likely 

to feel important, thus increasing the likelihood of decreased engagement. In other words, due to 

the low morale and uncertainty of the future, the top performers are more likely to leave the firm 

voluntarily in search of better jobs elsewhere (Frank et.al., 2004). 

3.    What method would you use to implement an immediate downsizing? 

As the human resource manager at Weave-tech, the downsizing method I would prefer is 

the early retirement buyout. The strategy would help as a way of encouraging more elderly 



MILESTONE 3                                                                                                                                3 
   

 

employees to leave the organization earlier before they attain the actual age of retirement. In 

addition, it would be an incentive to entice more workers to voluntarily leave the firm. In the 

process, the employer would be forced to make timely payment to avoid too much economic 

penalty in terms of social security benefits during pension. The other reason why I would prefer 

this method is that the original purpose of reducing the workforce will seem hidden. The firm 

will also manage to eliminate the negative effects that come with layoffs, firing and 

retrenchments (Vance & McNulty, 2014). Despite the fact that this will come with other costs, 

the organization will ultimately save costs because there will be no further payroll budgets. The 

retirement buyouts are more humane ways of reducing staff as opposed to the usual method of 

terminating loyal and long serving employees. In addition, the exit will appear totally voluntary 

and this would assist in eliminating foreseeable lawsuits. In case of retrenchments, Weave Tech 

may end up retaining substandard workers who may not be comfortable working as per the 

organization’s expectation (Vance & McNulty, 2014). More importantly, allowing an 

opportunity for voluntary leave is the best way of eliminating undedicated workforce who may 

harm the future of the firm.  

4.    How does downsizing conflict with the psychological contract that previously existed at 

Weave Tech? 

During Jackson’s tenure, a memo that documented the organization would never be 

involved in layoffs existed in the Employee Handbook. However, following the purchase, the 

report was extracted, thereby allowing for dismissals whenever the management considered it 

necessary. In this perspective, the current need to downsize conflicts the content of the earlier 

memo. It is because the memorandum had always acted as an informal assurance for the 

employees about the security of their jobs. This meant that the employees had always 
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concentrated on quality production as required of them by the management (Vance & McNulty, 

2014). Therefore, the need to downsize will have negative effects on the productivity and morale 

levels of the workers. 

5.    Describe a complaint management procedure that ensures employee issues are heard by 

management 

In an organization, supervisors are charged with the responsibility of managing employee 

concerns, complaints, and problems. The personnel must ensure that timely resolutions are made 

both formally and informally. In order for the issue to be solved, the employee must meet the 

supervisor for their concerns to be heard. Sequentially, the supervisor investigates the issues and 

makes the final decision. It is the ultimate verdict that the supervisor discusses with the employee 

as the solution to the primary concern. Depending on whether the employee is satisfied or not 

with the resolution, they may require presenting their grievances to the next level supervisors 

until they reach a point when they are finally satisfied.   

An effective employee complaint procedure may assume the form of an open door policy 

or periodic staff meetings. The former makes it known to employees that they are free to 

approach the management whenever there are complaints. The latter is team-oriented because it 

involves allotting time for airing concerns during staff meetings.   

6.    Describe a supervisory training program on conflict resolution that would be applicable to 

Weave Tech 

A supervisory training program on conflict resolution focuses on the manner in which 

supervisors should work with their staff to resolve conflicts at work. The training must equip the 

bosses with the knowledge to easily recognize conflict. The practice evaluates the causes of the 

problem, ways of conflict resolution, as well as the management relationships following the 
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process. Training mainly revolves around interpersonal abilities which include listening skills, 

effective communication strategies, negotiation and conflict resolution proficiency. Nonetheless, 

the training for supervisors must involve imparting other skills for arbitration, informal 

mediation and professional conciliation. 

7.    What approach to employee discipline should be used at Weave Tech? 

Based on ethical procedures of imparting discipline, Weave Tech needs to deviate from 

progressive-disciple procedures to more positive-self-restraint measures. It involves avoiding the 

penal measures and embracing non-punitive methods and the strategy requires employees to take 

personal responsibility for their individual behavior (Beer and swiercz, 2015). Additionally, they 

should take oaths of commitment that can remind them to perform satisfactorily if they wish to 

continue being employed.  

However, there must be a benchmark against which performance and good behavior are 

measured. Weave Tech must come up with a code of ethics document that outlines the 

expectations of the organization for the employees (Vance & McNulty, 2014). A code of conduct 

document clarifies the standards of behavior expected of all the staff members and must be 

communicated to the workforce in time.  

 III. A. Complaint procedure 

1.    Discussion with supervisor: The employee must initially air their concerns with an 

immediate supervisor. However, if the complaint is against a superior, the employee may report 

the matter to the other top executives. Occasionally, they can speak to the specific supervisor if 

there is comfort doing so (Beer and swiercz, 2015). Moreover, a response must be made within 

five working days of the initial complaint. 
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2.  Written complaint and decision: Should the immediate supervisor fail to respond within the 

required time or if the proposal is not satisfactory to the complainant, there may be the need to 

involve the departmental head or the supervisor’s manager. At this juncture, the date of incident 

and a copy of the initial response from manager must be presented to the departmental head. 

Once the leader has received the grievance, they must respond by seeking audience from both the 

complainant’s and the supervisor’s side (Vance & McNulty, 2014). Consequently, a resolution 

needs to be submitted to the accuser and copied to the manager. 

3.    The appeal of decision: Further dissatisfaction by the employee requires an appeal at the HR 

manager’s office within a reasonable time. It must be done in writing which should enclose all 

earlier resolutions by immediate supervisor or departmental head. The HR department may 

request a meeting with the parties concerned to facilitate a resolution process (Beer and swiercz, 

2015). If need be, a review committee may be contacted especially if the issue concerns matters 

of policy. 

B. Discipline process 

1. Oral reprimand: Upon receipt of an employee’s performance problems, the supervisor issues 

an oral reprimand that involves finding out whether there are any concerns or deficiencies 

needing attention (Vance & McNulty, 2014). 

2. Written warning: Should the problem persist or more emerge, the employee is issued a written 

warning detailing the behavior in question and the outcomes (Vance & McNulty, 2014). 

3. Final written warning: If there is still no improvement, a last paper caution should be delivered 

and must be accompanied by copies of previous notices. It should indicate particular areas for 

improvement and specific time frames within which to change (Vance & McNulty, 2014). 
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4. Termination review: The persistent problem must be reported to HR at this juncture for 

evaluation and consideration of the discharge related issues (Vance & McNulty, 2014). 

5. Termination: The step should only be undertaken once the above steps have failed. The 

implication is that the employee has been granted every conceivable opportunity to amend their 

behavior to no avail (Vance & McNulty, 2014). 

C. Conflict resolution procedure  

1. Identification of the source of the conflict: The first step involves the collection of as much 

information as possible regarding the issue. It includes listening attentively and evaluating 

responses from all parties involved (Vaiman & Vance, 2015). 

2. Looking beyond the incident: There may be earlier incidences that happened and have only 

just been triggered by a minor incident. As a result, there is need to pay attention and evaluate 

responses from all parties (Beer and swiercz, 2015). 

3. Request solutions: After attending to each of the party’s point of view, it is crucial to ask them 

whether they have any solutions to the situation at hand. Therefore, one must listen attentively 

and evaluate both parties’ responses (Vaiman & Vance, 2015). 

4.  Identification of solutions and presenting them to the parties: It is vital to ask for their 

opinions on the same. The solutions must also be in favor of the organization and the 

management (Beer and swiercz, 2015). 

5. Agreement: The mediation skills of the supervisor come in handy at this point as he gets to 

make the two parties agree to the alternatives identified earlier. It is crucial to write down the 

agreements and also have the parties agree on actions to be taken in case they are faced with 

similar disputes in future (Beer and swiercz, 2015).   
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