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This list is meant to help organizational ombuds (OOs) who mediate frequently to create
metrics for quantifying different sources of the value of mediation—both for participants
and for their organization. Protracted and complex mediations may illuminate any of the
ideas below.

1. Early Warning and Risk Detection

Issue radar: Spotting emerging concerns, hotspots, and patterns before they cause
damage, and lead to grievances, lawsuits, lowered productivity, or exits.

Good ideas radar: Spotting good ideas that have not gotten traction, thus helping the
visitors who bring good ideas, and reducing “the risk of missing out” for the
organization.

Theme identification: Aggregating recurring topics (e.g., workload, specific leadership
patterns, unclear roles, identity-based tensions).

Escalation triggers: Noticing when individual conflicts signal deeper risks (safety,
ethics, discrimination, retaliation).

2. Organizational Learning and Feedback

Upward feedback to leadership: Providing de-identified insights on how policies,
practices, and behaviors are affecting morale and productivity.

Policy gap detection: Highlighting where policies are needed, missing, unclear,
contradictory, or routinely ignored.

Practice/process improvement: Noting where formal procedures (performance
management, investigations, restructures) inadvertently create needless concerns.
Culture diagnostics: Informal but rich sensing of trust, psychological safety, and
respect in different areas.

3. Conflict System Design and Improvement

Mapping conflict pathways: Identifying how constituents currently raise and handle
concerns (formal and informal routes).

Design advice: Recommending review of complaint processes, or ethics mechanisms.
Alignment of channels: Supporting HR, Legal, Compliance, and line managers to
communicate with each other.

Developing/improving internal standards: Contributing to guidelines about topics like
research integrity, safety and lighting in buildings, conflicts of interest.



4. Capacity-Building and Mediation Skill Development

Training and workshops: Teaching basic conflict-management, feedback, and
difficult-conversation skills.

Coaching leaders: One-on-one coaching for leaders on handling conflict
constructively, avoiding escalation, and using mediation wisely.

Modeling behavior: Demonstrating listening, reframing, and interest-based problem
solving in meetings and informal interactions.

Tool creation: Developing operationally useful scripts, checklists, and guides for
managers and employees to handle everyday conflicts without formal processes.

5. Supporting Other Functions (HR, Legal, Compliance, Ethics, Safety)

Consultation: Informal, confidential suggestions to HR, Legal, and leaders about
conflict-sensitive approaches to planned actions (reorgs, investigations, restructures).
Adjunct to formal processes: Offering mediation/conciliation/facilitation as a
(voluntary) complement to investigations, grievances, or performance processes if
appropriate.

Reducing formal caseload: Resolving or deescalating matters before they require
compliance office/HR/legal resources.

Complex case support: Helping design safe processes around high-stakes or
multi-party conflicts that touch several units with multiple rules and norms.

6. Morale, Retention, and Engagement Support

Retention of key talent: Providing constructive options for people in conflict to stay
and repair relationships rather than grieve, resign, or disengage.

Restoring working relationships: Enabling teams to function again after conflict,
reducing ongoing productivity and morale costs.

Signal of fairness: Demonstrating that the organization is willing to invest in fair,
voluntary processes rather than purely top-down decisions.

Reducing gossip and factionalism: Offering structured spaces for discussion, so
disputes and rumors don’t fester in informal networks.

7. Post-Event Repair and Reintegration

After-action conflict reviews: Helping units understand what led to a serious event
and what can be changed to reduce recurrences.

Reintegration support: Assisting in bringing people back together after investigations,
illness, complaints, outside attack, or long absences.

Team healing: Facilitating group dialogues after particularly disruptive events (e.g.,
leadership failures, restructures, public blow-ups).

8. Ethical and Values Alignment

Surfacing values tensions: Showing where day-to-day practices are at odds with
stated values (respect, belonging, safety, integrity).

Supporting ethical culture: Providing a confidential, non-retaliatory place to mediate
concerns that might not yet meet formal “misconduct” thresholds.



e Guardrail role: Discouraging the use of informal processes and mediation where it
would be unethical (e.g., to bury serious misconduct or silence complainants).

9. Strategic Advice and Scenario Planning

¢ Change-management input: Advising on likely conflict flashpoints during mergers,
restructures, new systems, external pressures or policy shifts.

e Scenario testing: Helping leaders think through “If we do X, what conflicts are likely?
How could we mitigate them?” and... “If we do X, how can that good idea flourish?”

¢ Governance input: Feedback to boards or senior leadership (via anonymized reports)
about conflict trends, good ideas, and organizational health.

Note: Al may display incomplete, inaccurate or offensive information.

This article draft is part of a Resource Repository designed to support identifying—and
helping to quantify—the value of an Organizational Ombuds (OO). This Resource
Repository is a work in progress. It is open to improvements, additions, deletions, critique,
revision and random commentary. If any page in the repository is helpful, or needs revision, please
let us know. Please contact Mary Rowe or other co-authors, if you can help to improve these
pages or have another page to offer.
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