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Questions
Question 1
Arguably, most of the collective bargaining agreement in the United States of America contains a grievance procedure (Doellgast & Benassi, 2020).  Therefore, a grievance is described as formal notice or complaint of the worker’s frustration related to working conditions, job qualifications, reasonable pay, other factors in the workplace, or even a violation of the collective bargaining agreement. However, despite getting on a mutual agreement during dialogues, disagreements are inevitable between workers, union groups, and employers during the implementation of collective bargaining agreements. Therefore, to ensure that all parties are satisfied, they must come to a table to resolve the underlying issues; hence grievances procedures are included in the collective bargaining agreement, and they are enforced through mediation or arbitration (Doellgast & Benassi, 2020). 
Hence, to resolve the issues, a mediator or arbitrator can follow the five principles that govern the resolution of grievances under the collective bargaining agreement between employers and employees. The first principle states that what matters in arbitration is a contract; therefore, sides in dispute are not needed to arbitrate problem that they have not concurred to submit to arbitration (Doellgast & Benassi, 2020). Hence, an examination of whether there is a duty to arbitrate a dispute is determined by the courts. Second, in establishing whether there is a duty to arbitrate a dispute, the courts cannot examine the merits of the underlying grievances even if it appears to be minor issues. Third, in labor contracts containing an arbitration clause, it gives audacity of arbitrabilbity unless a positive assurance that the arbitration does not allow an interpretation that may cover the dispute. Fourth, provided that an arbitration award is based on the collective barraging agreement, the courts should enforce it without questioning its verity. Lastly, in labor agreement interpretations, the arbitrator is not bounded to the words of the contract. Arbitrators are allowed to consider aspects such as past practices, parol evidence, and the shop's common law (Doellgast & Benassi, 2020). 
However, for a non-union environment, grievances and arbitration processes should be utilized to ensure the unhappy party has a privilege to be heard and have their grievances resolved. In most cases, non-union members rely on the human resource department for assistance (Doellgast & Benassi, 2020). 
Question 2
Arbitration is described as a dispute settlement between parties where they agree on a contract with the help of a third party who is the arbitrator, without opting to court action. Notably, arbitration, in most cases, is voluntary; however, it is a requirement by the laws in some cases. Therefore, if two parties agree to abide by the arbitrator's decision, it is termed a binding arbitration. There are two major types of arbitration when it comes to labor union disputes. These include interest arbitration, which involves how sides present their grievances to a neutral third party to give a binding arbitration. The second type is the right arbitration, where the rights of the sides involved in a contract are applied during arbitration by the arbitrator (Hickox, 2018).
Disciplinary actions seem like regular issue brought by the employees to the arbitrator. The collective bargaining agreement usually caters to the employers' right to terminate or discipline their employees for a just cause. Just cause is described as a legally reasonable act or a sufficient reason to justify the course of action. The just cause provision in the contract has been the employees' shield when it comes to arbitrary and unpredictable discipline actions. Therefore, in deciding if the disciplinary actions were just, arbitrators use the seven steps provided under the just cause to evaluate if the disciplinary action was fair or unfair(Hickox, 2018). The test steps include, first, if the employee was provided with adequate warning, second, if they were an investigation prior to the determination, third, if there was adequate evidence to prove the employee guilty of the said violation. Fourth, if there was equal treatment during the disciplinary process, in that case, the fifth test is if the penalty is reasonable enough, sixth is the rule of reason by evaluating the employee's past actions, and lastly, is internal consistency (Hickox, 2018). Hence, if the arbitrator finds out that the employer disciplinary actions were not just, the employer is obligated to reinstate with or without back pay the terminated employee. The process is not expected to be different if one does not have a union representation.
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