Central Bank of Ireland
Mediation Policy

Applicable to: All Staff.
Policy Owner: Head of Employee Relations, Human Resource Division
__________________________________________________________

Document History

Document Location
The most current version of this policy is available on the HR Site on Plaza. Paper copies are valid
only on the day they are printed. Refer to the owner if you are in any doubt about the accuracy of
this document.

Revision History
This document will be reviewed from time to time to take into account changes in legislation,
organisational developments and experience of the policy in practice.

Date of this Revision: August 2017

Date of next Revision: August 2018

Revision Revision Date Summary of Changes
Number
0.1

November

Policy created

2012
0.2

August 2017

Policy reviewed

Approvals
This document requires the following approvals:

Title:

Human Resources Director

Distribution
This document has been distributed to the approvers listed above, plus:

Name:
Head of Employee Relations
Unite Union
T&G Unions

Mediation Policy

Contents

Page Number

1. Introduction

4

2. Scope

4

3. Objective

4

4. Mediation

4

5. Mediators

6

6. Representation

6

7. Supporting the Scheme

6

8. What Happens During Mediation

6

9. The Role of the Mediation Co-Ordinator

8

10. Confidentiality

9

11. Mediation Request Procedure

9

12. What Happens if Mediation does not resolve a Dispute

10

13. Associated Policies

10

3

Mediation Policy

1. Introduction
The Central Bank of Ireland endorses workplace Mediation as a voluntary process to be
used in appropriate circumstances to resolve individual work related disputes quickly,
amicably and informally.

Whilst resolving disputes in a harmonious and consensual way is always preferable,
participation in Mediation is a matter of individual choice and does not interfere with an
individual’s rights under any other Central Bank policy. It is hoped that staff would give
serious consideration, in conjunction with their advisor(s), line managers, or recognised
union/staff representative, to the use of Mediation in appropriate circumstances. Staff who
are considering the use of Mediation are also encouraged to discuss its potential use with
the Mediation Co-ordinator (see below).

2. Scope
This Policy will apply to all staff members.

3. Objectives
The purpose of a workplace Mediation scheme is to provide a mechanism to resolve
workplace disputes informally and as close to the source as possible, without recourse to
formal processes. These may be more time consuming and adversarial and therefore
difficult for the staff members concerned.

Mediation is designed to be a positive process, as it focuses on the future, rather than trying
to apportion blame for the past. Managers have a responsibility to try to resolve issues if
members of their team are in conflict with each other, but if they cannot do so a mediator
may be able to help. Where Mediation is deemed to be an appropriate course of action, the
decision to proceed with it will rest with the parties to the dispute.

4. Mediation
Mediation involves an impartial third party bringing two or more parties together with the
aim of reaching a mutually acceptable agreement. Mediation is a confidential and informal
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way to resolve disputes between people who work together with the assistance of trained
Mediators. The process is voluntary, is not legally binding and is without prejudice to a
staff member’s rights under other Central Bank policies or otherwise. However where any
staff member participates in mediation it is expected that they approach the process with an
open mind and a desire to find a solution. Mediation distinguishes itself from other forms
of conflict resolution in a number of ways.

Mediation is:


Informal – it does not form part of the Grievance Procedure or Disciplinary
Procedures;



Flexible;



Voluntary – the parties are assisted in working out their own solution rather than
having something imposed on them;



Faster than other dispute resolution procedures;

Mediation is impartial and confidential. It encourages individuals to take charge of their
own decisions and to accept responsibility for the consequences of their own decisions.
Mediation aims to resolve conflicts at an early stage and to reduce any tension, and anxiety.
Types of issues suitable for workplace Mediation could include those around work or
management styles, working arrangements and environmental conditions, for instance:


Interpersonal conflict/personality clashes;



Perceived discrimination, harassment and bullying (please also refer to the
Central Bank’s Dignity at Work: Appropriate Workplace Behaviour Policy);



Unreasonable work demands;



Inappropriate behaviour or treatment;



Differences of working style or approach;



Communication breakdown;



Inappropriate use of power, status or position.

The Central Bank reserves the right to address an issue through its formal processes in
certain cases, rather than through Mediation.
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5. Mediators
Mediators will typically be trained and qualified colleagues from within the Central Bank.
Mediators will be independent/neutral of the situation to ensure impartiality.
In general, Mediators will work alone, but this does not rule out Mediators working in pairs
in appropriate situations. Depending on the circumstances, the Central Bank may choose to
assign an external Mediator(s).

6. Representation
Representatives, whether a recognised union representative or staff representative, can have
an important role in the Mediation process.

While experience generally suggests that Mediation works best when involvement is
restricted to those who are directly involved in the dispute, it is recognised that in certain
circumstances the direct involvement of a staff/union representative may assist the process.

7. Supporting the scheme
The Central Bank will support the scheme by ensuring that Mediators have the necessary
time to undertake Mediation, subject to the balance with other work requirements.
Awareness of the Mediation scheme will be raised through appropriate channels to ensure
that staff are aware of its potential uses. The Central Bank will appoint an appropriate
member of staff to perform the role of ‘Mediation Co-ordinator’ (see below), who will act
as administrator and owner of the Mediation Policy.

8. What happens during Mediation?
Mediation is a flexible process and the structure of the Mediation will change depending
on the needs of the parties. Below is an outline of the way in which Mediation may be
structured:

a) Separate Meeting(s)
First contact with individuals
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The Mediator will meet individuals separately in order to explain the role of the
Mediator and the process of Mediation, including confidentiality, and to define the core
issues and the outcome each party hopes for. The primary aim of the first meeting is to
allow each individual to tell their story and find out what they want out of the process.

b) Joint Meeting(s)
Hearing the issues
The Mediator brings the participants together and invites them to give their side of the
story. At this stage the Mediator will begin to summarise the main areas of agreement
and disagreement and draw up an agenda with the parties for the rest of the Mediation
process.

Exploring the issues
Having identified the issues to explore, the Mediation is now about encouraging
communication between the individuals, promoting understanding and empathy and
changing perceptions. The aim of this part of the process is to begin to shift focus from
the past to the future and to begin to look for constructive solutions.

Building and writing an agreement
As the process develops the Mediator will encourage and support joint problem solving
by the individuals, ensure the solution and agreements are workable, and record any
agreement reached. The Mediator will also ensure that any solution(s) do not conflict
with, or compromise, Central Bank practices and policy and may need to appropriately
consult the Mediation Co-ordinator in that regard.

Closing the Mediation
Once an agreement has been reached, the Mediator will bring the process to a close,
provide a copy of the agreement to those involved, and explain any responsibilities of
the respective staff members that may be involved. This is in order to implement the
terms of that agreement, including appropriate review arrangements. It will be agreed
who will receive copies, for instance whether or not the relevant line manager(s) or HR
Business Partner would receive a copy.
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9. The Role of the Mediation Co-ordinator
The Mediation Co-ordinator is responsible for appointing a mediator in appropriate
situations. The Mediation Co-ordinator decides (if necessary, in consultation with relevant
line management and HR Business Partners) if Mediation is appropriate in the
circumstances of a request. There are situations where it may not be appropriate to use
Mediation, and it will be a matter for the Mediation Co-ordinator to make a decision on a
case-by-case basis. The decision of the Mediation Co-ordinator will be final in this regard.

In deciding whether or not Mediation is appropriate in a particular situation, the Mediation
Co-ordinator will have regard for the fact that Mediation should not be:


Used as a first resort – staff should, where possible, attempt to resolve matters between
themselves directly or speak with a manager before seeking a solution via Mediation;



Used by a manager to avoid managerial responsibilities;



Used where behaviour or performance is at issue and the matter is more appropriately
dealt with through other Central Bank policies/procedures;



Used where either party wants a formal investigation.

The Mediation Co-ordinator will not be privy to details of discussions during Mediation,
nor will they receive a copy of Mediation agreements. However, the Mediation Coordinator may be appropriately consulted by a Mediator to ensure any proposed solution(s)
aligns with Central Bank practice and policy. The Mediation Co-ordinator will, in any
event, be informed by the mediator in a particular case of whether or not the outcome was
successful.

The Mediation Co-ordinator will maintain a record of Mediation requests received. The Coordinator will record details of the mediator appointed, if any, and whether or not Mediation
was successful. When the Mediation process has concluded in a particular case, the
Mediation Co-ordinator will inform relevant line management and HR Business Partner’s
as to whether the process was successful or unsuccessful.
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10. Confidentiality
Unless otherwise agreed by the parties, the contents of any discussions during Mediation
are to be kept confidential to the parties involved and the Mediator. The exception to this
would be if a party raised issues of harm to self or others, issues of serious misconduct or
where a disclosure is required by law.

A record of the Mediation process is not to be kept on personal files. Any notes taken by
the mediator will be discarded once the Mediation process has been concluded. Agreement
reached at Mediation will be confirmed in writing by the Mediator. A written agreement
made as a result of Mediation will be kept only by the parties involved and not shared with
others unless agreed by the parties. Unless otherwise agreed by the parties to the Mediation,
copies of a Mediation agreement will not be retained by the Mediator, the Mediation Coordinator or any other party. Where it is agreed to share the Mediation agreement with
others then this will be specifically detailed by the Mediator in the agreement.

Similarly, unless otherwise agreed, line management or HR Business Partners do not
receive details of Mediation discussions other than that the process was successful or
unsuccessful.

11. Mediation Request Procedure
The procedure for making a Mediation request is as follows:


The parties to the dispute must complete the ‘Request for Mediation Form’ and submit
it to the Mediation Co-ordinator. The parties’ request forms will not be shared with each
other unless both parties request that they be shared.



The Mediation Co-ordinator will acknowledge receipt of the Forms. The Mediation Coordinator will, in consultation with line management and the HR Business Partner(s) as
appropriate, assess whether the case is suitable for Mediation and communicate a
decision to the parties, normally within three working days.



If the case is suitable for Mediation, the Mediation Co-ordinator allocates the case to
one of the Mediators, based both on the type of the case and on the availability of
mediators, and forward to them the completed request Forms.
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It is important for the effectiveness and credibility of Mediation that it takes place in a
timely fashion. Therefore the joint meeting between the two parties will normally take place
within two weeks from the time that the two parties have submitted the Forms to the
Mediation Co-ordinator. Where the Mediation Co-ordinator decides that mediation is not
appropriate to a particular situation, the parties to the request will be so informed and
advised of the rationale for the decision.

The Mediation Co-ordinator can, in consultation with the relevant HR Business Partner(s)
and line management, discuss other options for dispute resolution with the parties if
required.

12. What happens if Mediation does not resolve a dispute?
If the Mediation does not resolve the dispute, then the following will occur:


Relevant line managers and HR Business Partners will be informed that the Mediation
process was unsuccessful.



The Mediation Co-ordinator is available to discuss, in consultation with the relevant
HR Business Partner(s) and line management, options for dispute resolution with the
parties if required.



The parties may opt to progress the matter in accordance with another Central Bank
policy, such as the Grievance Procedure Policy or Dignity at Work Policy.

13. Associated Policies


Disciplinary Procedure



Grievance Procedure

 Dignity at Work Policy
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