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1. What can be classified as a grievance?
On general terms, a grievance can be stated as an act against a norms, an agreement or a truth. In other words, it means a complaint. Grievances occur when people are treated with animosity against their expectations or what had been agreed on. In most cases, grievances occur between two people or two groups of people. They take either of the following forms (Costa et al, 2015):
a) Imaginary grievance- when people are dissatisfied as a result of their wrong thinking but not a valid reason.
b) Factual- grievances that arise as a result of legitimate reasons not adhered to as agreed.
c) Disguised- grievances that are as a result of conflicting issues or reasons. The specific issue towards the grievance is hardly known. 
Examples of grievances
A wrong can be classified as grievance- when you agree on specific things as a people having some sort of commonness and then one party goes against that agreement, then the party betrayed will raise a grievance. For example, when an employer fails to pay his/her employees.
Abuse/injustice is also a form of a grievance- for instance citizens expect that the state will take a lead in the maintenance of peace and order. If the citizens face the risk of security in their country, they will raise that as a grievance to the state.
Distress is a form of grievance. It can be a form of torture, cause of pain and or sorrow. For instance, the seizure of property belonging to a citizen by the state without compensating him or her. The citizen is said to have a grievance against the state (CORDES et al, 2017). 
Affront- this can as well be classified as a grievance. It happens when for instance, a person offends other people deliberately by words or acts- disrespect (CORDES et al, 2017).  This is simply insult. For example, there has been complaints from the Blacks and the Arabs that the U.S president’s recent speech was an insult. They are trying to raise their grievance for the matter. 

2. Contracts will have specific steps for a grievance procedure; however the basic framework includes a verbal discussion, a written discussion, a formal meeting, and arbitration. Discuss the importance of each step in the grievance procedure along with why steps cannot be skipped
Importance of the different stages of the grievance procedure:
When a contract is made, agreement form the basis of the contract. In an employment contract for instance, among other agreements is the employee salary which should never be compromised unless it is because of unavoidable circumstances (Geeteka et al, 2014).  
Verbal discussion
This is the initial step in a grievance procedure. In this stage, the affected (employee) raises the issue verbally in the midst of the union’s principle and other union stakeholders. The importance of this step is to reduce processes while solving the grievance and thus save on time and money, it is also a formal protocol of doing things, since insisting on resolving a serious matter can appear informal, which would be insulting the employer. Remember at this stage, a grievance can be resolved. So it is always good to discuss it before proceeding to the next stage (Geeteka et al, 2014).  
Written discussion 
Here employees are required to write down their complaints. Employers are bound to support their employees, in that effect, managers who don’t encourage grievances in the firm are seen as dictators lacking emotional intellect. The importance of this stage is that it shows that protocol is observed and followed, it ascertains that the written issues are indeed true as agreed on, even by the employer, and it paves way for the next step in the grievance procedure. Remember, if this step is held, then a solution can never be devised (Geeteka et al, 2014).  
Formal meeting
A formal meeting is held to assemble both the complainant and offender. The importance of this stage is that both parties are allowed to explain their story concerning the issue at hand. It also helps the arbitration process, since the parties can relate the grievance to the provisions of their company grievance policy, thus helping in the discernment of a resolution that will be fair for both situations (Geeteka et al, 2014).   At this point, it is the company policy that decides whether the grievance will proceed to the next step. It can also be solved at this stage.
Arbitration
This is the final stage of the grievance procedure. Here, an arbitrator listens at the issue from both parties and makes a resolution. Arbitrators have been given power in the Arbitration Act section 12. The importance of this step is; a resolution is reached to end the grievance – the resolution is based on the existing provisions of the contract, the step will also help determine whether the grievance at hand is arbitral or it requires a court procedure, it evidences what has been agreed unto and therefore there is a prove incase the same is repeated (Curran, B. J. 2017). 
Just like any other procedures, the grievance procedure need to follow step after the other as required by protocol. This is to avoid wastage of time, energy and resources while going back to accomplish things required to be done (Curran, B. J. 2017). Also avoids the duplication of processes, since when you get back a step, you are required to start a fresh.

3. The Bureau of National Affairs has sanctioned a test to determine if just cause is satisfied. What are the questions that must be answered for justification?
Just cause simply implies that an employer is bound to impose discipline in the workforce (employees) in a fair or just way. The BNA tries to determine is “just cause” is satisfied. Below are some of the question that need to be answered as a way of justification (St Antoine, T. J. (2017);
a) Did the boss take an initiative to warn the employee in advance as a result of his bad behavior? Was he/she cautioned? If yes, then ‘just cause’ is observed. 
b) Was the employer’s rule against the specific case in line with organizational settings, or was is just imposed? It can be personal and as a way of instilling superiority, the boss fires the specific employee, it is not fair. 
c) Before measures of discipline were taken, did the management investigate on the issue? May be the boss was just told on the ill behavior of an employee from a fellow, there is therefore the need for investigation to ascertain the truth. 
d) Was investigation process objective or purposeful, and if it was, was is it fair enough?
e) After the investigation, were there evidences to proof the claimed behavior?
f) Were the rules that judged the case fair enough? Discrimination can be taken on the employee just to do away with him/her.
g) Was the course of action taken fair and in line with the general rules and procedures? 
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