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Workplace Mediation Protocol 
 
What is mediation? 
Mediation is a process for resolving disputes and differences that is speedy, 
efficient and practical.  It allows relationships to be repaired or ended with 
dignity, and it offers participants an informal and private process where, with 
the assistance of a mediator, they devise a mutually acceptable outcome to 
resolve the situation.  
 
The Workplace Mediation Protocol offers your business an opportunity to 
demonstrate that you are committed: 
 

• To the resolution of disputes in a cost effective, efficient, ethical, 
responsible, creative and business-like way 

 
• To choosing a process which is appropriate in style and proportionate in 

costs to the issues that need to be resolved 
 
• To making an informed choice by considering the benefits of all 

available processes 
 

• To pursuing a preventative and remedial strategy to building better 
relationships in the workplace 

 
Who should sign this protocol? 
A senior business leader such as chief executive officer, finance director, 
managing director, human resources director or company secretary.  The 
protocol is likely to carry more influence if it is also co-signed by the recognised 
trade union/s where applicable.  
 
Is there a cost? 
There is no charge for signing, adopting or incorporating a working with 
mediation strategy into your procedures, contracts or agreements. 
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The mediation process: 
 
• Is a future focused process.  It is less concerned about who is right or 

wrong, and more concerned with solving problems so they don’t occur 
again 

 
• Can take place at any stage of a dispute 
 
• Is one negotiated by the parties via a neutral person and agreed between 

them 
 
• Is voluntary  -  any party, including the mediator, may withdraw at any 

time 
 
• Is confidential - the terms and confidentiality of the exchange of 

information during the mediation, both in writing and verbal, are 
described in the Mediation Agreement 

 
The benefits of mediation 
 
• Agreements arrived at by the parties are more likely to be implemented 

as intended, and more quickly than those imposed by a third party 
decision maker 

 
• Mediation is able to stop unwanted behaviour, encourage colleagues to 

listen to each other, facilitate informal problem solving and collaborative 
working, settle the issues in any dispute and encourage complete 
reconciliation 

 
• It creates an expectation of resolution 
 
• It improves staff morale in the knowledge that a process exists to deal 

with issues of conflict appropriately 
 
• It helps line managers feel supported 
 
• It saves money 
 
• It improves productivity 
  
• It decreases absenteeism 
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• It helps ensure that project deadlines are met 
 
• It helps improve customer relationships  
 
• It helps improve the organisation culture and reputation, by helping to 

reduce labour turnover and improve employee engagement and the 
attraction and retention of new employees 

 
Workplace and employment mediation - the difference 
There are two terms used associated with mediation in an organisation; 
workplace and employment.  When at the commencement of mediation 
there is an ongoing working relationship between the parties in the dispute, it 
is known as workplace mediation.  In a dispute where the employee has left 
the employer and perhaps a tribunal date is looming, it is referred to as 
employment mediation. 
 
 
The mediator’s role is: 
 
• To guide the parties towards a negotiated settlement by promoting 

understanding through improved communication between the parties 
 
• To create and maintain a context in which the parties can see the benefits 

of sharing information with the mediator and negotiating with their 
counterparts 

 
• To check understanding and challenge assumptions in the interests of 

finding a solution 
 
• To create opportunities for agreement on all or some of the issues which 

are the subject of the mediation 
 

What are the normal steps in mediation? 
Taking a dispute to mediation involves:  
 
• The mediation agreement - an agreement by both parties to submit their 

dispute to mediation 
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• The mediation meeting - a meeting that is usually planned to last one day, 
but can last longer, either on a planned basis or because the parties 
decide that one day has not been enough 

 
• The settlement - a written agreement concluded before the end of the 

mediation meeting disposing of the dispute and any litigation that has 
been started    OR 

 
• Continuing efforts to settle the dispute - if at the end of the mediation 

meeting the parties have not settled the dispute, the mediator remains 
available to help 

 

What matters are covered by a mediation agreement? 
 
• The mediation agreement provides for the confidentiality and for the 

without-prejudice nature of the process - employment rights are not 
affected by mediation 

 
• The mediator’s duties are defined 
 
• A timetable for the exchange of information is laid down 
 
• No settlement reached in the mediation will be binding until it has been 

reduced to writing and signed by all the parties 
 
• Provision is made for the circumstances in which the mediation can 

terminate 
 
• The company agrees as to the manner in which the fees, expenses and 

costs of the mediation will be dealt with 
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Mediation FAQ 

How important is workplace mediation? 
An increasing number of workplace disputes are being referred to mediation. 
The business case for workplace mediation is persuasive. Mediation has been 
proven to save organisations time and money.  Organisations can 
demonstrate that by using mediation they are pursuing cost effective dispute 
resolution methods that underpin corporate and social responsibilities. 
Mediation is an alternative to the grievance and disciplinary procedures. 

How successful is workplace mediation? 
Workplace mediation has a current success rate of around 90.7%. 

Is mediation only suitable for certain disputes? 
No. Mediation invariably proves a useful way to get dialogue going. We would 
recommend that mediation principles be engaged at the earliest opportunity, 
whatever the dispute. 

What happens if parties do not wish to settle? 
No party is compelled to settle in the course of the mediation.  Indeed the 
mediation agreement will expressly provide that until an agreement is signed 
by all parties, no binding settlement has been achieved. 
 
Can parties be accompanied during the mediation process? 
Yes. 
 
Is mediation suitable for team disputes? 
Yes – mediation is a very effective tool for resolving team disputes. 

Can the principles of workplace mediation be used in any other way? 
Mediation principles can be used to support organisational processes such as:  
 

• Managing change 
• Increasing effective working at senior levels 
• Working with trade unions 
• The merger and acquisition process 
• Managing customer relationships 
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What to do now? 
We hope that this protocol will help prompt your organisation to begin 
working with the principles of mediation.  The protocol will be most effective 
when buy-in is achieved at a senior level.  
 
Please feel free to begin the process of consultation and make the signed 
commitment charter available for public use and viewing to stakeholders.  An 
example might be that the protocol forms part of the recruitment, induction 
process and/or grievance process.  
 
We are willing to answer any further questions you might have about working 
with mediation.     
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Workplace Mediation Protocol 
 
My/Our commitment: 
 
In signing this Workplace Mediation Protocol we are making a commitment 
to consider a mediation process as our preferred choice for dispute resolution 
before adopting other processes such as the grievance procedure or going to 
an employment tribunal. 
 
By signing and adopting this protocol we are making a clear statement to all 
employees, customers and other stakeholders that in any dispute we will: 
 
• Routinely consider and offer mediation as a process for preventative and 

remedial dispute resolution 
 
• Respond promptly to any invitation to use mediation, and provide reasons 

where we make an informed choice not to accept an invitation to mediate 
 
• Incorporate this protocol in our policies, procedures and contracts as a 

way of communicating our commitment to the protocol and to this way 
of approaching workplace disputes and differences  

 
 
 
Signed………………………………………         Date    …………………………….. 
 
 
Co-signed by   ……………………………………………  (Recognised trade union)  
 
 
On behalf of  …………………………………………………………………………… 
 
 

 
 
  


