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Introduction

The main purpose of creating this body of work is evaluating power, workplace conflicts, and conflict resolution approaches. For that to be done, the portfolio will include three different parts, which will cover all the different aspects mentioned previously. 
The first part will include what power means, followed by a critical evaluation of how this can be manifested in an organisational context, taking in account the rule of culture. The ideas generated from this part will be supported by relevant in-text citations and references. 
The second part of the main body will include a reflection on a real workplace conflict chosen that has happened within the last twelve months. This will then include an identification of the cause of the chosen conflict, followed by a critical discussion towards a change management theory that can be associated to the same workplace conflict. Again, for this part to be successfully fulfilled, if will be supported by relevant in-text citations and references.
The third section of the portfolio will include a reflection on the Ting-Toomey (1999) conflict resolution model, which will then lead to applying it in order to find a resolution approach to the previously mentioned workplace conflict, followed by an identification of another conflict resolution model that might be used in order to solver workplace conflicts effectively. This section will be also supported by relevant evidence to support the generated ideas. 
After all the three parts of the main body will be successfully covered, the main ideas gathered from them will be transformed into short conclusions and recommendations, in order to assure that the purpose of creating the main body of work has been achieved.

Part 1: Critical evaluation of power

· What is Power?

According to (Cambridge Dictionary, 2023), the simplest definition of power is “ability to control people and events”.
Basically, power in general means the advantage of an individual of having influence to control things, events, or people naturally, without having to put any effort in doing so.

· What is Organisational Power?
According to (Management is a Journey, 2023), the definition of power in an organisational context would be “the ability that you have to influence the behavior of another stakeholder in your organization.”
When taking power in an organisational context, this will focus on any of the stakeholders of the organisation where it is applied. Some examples of stakeholders within any organisation would be customers, or employees.
Power is always important in organisations, and it can be applied through different implementation vehicles. 

Types of organisational power

There are two types of organisational power, which can be applied through different sources depending on how effective each one of them can be in an organisation and which one can be used depending on the type of stakeholder. The two types of organisational power are:

· Formal Power - comes straight from an individual’s position in an organisation where he/she activates.
· Informal Power – based on the special characteristics or knowledge of an individual from an organisation.



Sources of power

Organisational power can be used through different vehicles for the stakeholders, which will influence the behaviour of each one of them towards the organisation that is using those sources.

The most common sources of power that can be used through formal power are the following:

Reward power – the ability to offer things that people within an organisation want, either financial or non-financial. Some perfect examples for this could be wage raises, or bonus holiday hours.
Coercive power – the ability to deliver power to people through punishments, such as suspensions, disciplinary meetings, or even permanent exclusion in a limited number of occasions. 
Legitimate power – the ability to influence purely through the user’s position in the organisation, such as a supervisor, or manager. An example would be the ways in which a manager delivers daily tasks to employees. 

The sources of power that can be used through the second power type mentioned above, informal power, can be:

Referent power – based on the individual’s admiration received from personal characteristics. 
Expert power – comes from the experience and skillset that an individual owns in a certain area. An example in this case would be a manager who has been having the same position in an organisation for a long time and that knows exactly how to do everything as a manager.
Information power – this applies based on an individual’s amount of knowledge and information and can be very hard to be found normally. 
· 
What is culture?
According to (Merriam-Webster, 2023), the definition of culture is “the customary beliefs, social forms, and material traits of a racial, religious, or social group”. Different cultures are usually found in different places around the world, such as countries, or even some areas within some countries. 
· What is organisational culture?
According to Wong (2020), organisational culture is defined as “the collection of values, expectations, and practices that guide and inform the actions of all team members.”
In other words, organizational culture means the multitude of values transformed into rules and regulations for all the people in an organisation to follow.

· How does culture affect power? 
The ways in which power can be affected by culture can come from two different aspects, and those are: National Culture, and Organisational Culture.

National Culture
Every country worldwide contains a type of national culture. The two most known types of culture that every nation is adopting around the world are the Individualistic Culture and the Collectivist Culture. 
According to (MasterClass, 2022), “Individualism is a type of social behavior in psychological science that emphasizes the individual over the group.” In other words, countries that will use individualism in their culture will focus on each of the individuals within any group, an example being any of the individuals within a workplace, that have different needs and responsibilities. An example of a country that adopts in present this type of culture can be the United Kingdom. 

Cherry (2022), is mentioning that “Collectivism stresses the importance of the community.” Nations that are adopting the collectivist culture will try to focus always on entire communities’ standards and how their integrity should be kept in any environment. In case of this type of type of culture, an example of a nation that adopts it can be China. 

Each of the two mentioned above national cultures affect the idea of how power should be used at any level based on the rules and regulations of how power should be used and shared within each one of them, in order to influence individuals’ behaviour in any given environment. 

Organisational Culture
It is well known by now that each of all the organisations in the entire world is adopting different organisational cultures, based on how efficient they are in terms of influencing individuals within them. Organisational cultures can be defined by many things, a strong example being the cultures that every organisation is adopting in terms of management team structure type.
Two of the most adopted culture types in terms of management team structure by many organisations worldwide are the Hierarchical culture, and the Egalitarian culture. 

According to Decu (2022), “Hierarchy culture is a type of corporate culture where decisions are made from the top down and there is a strict structure in place.” Taking those mentioned in consideration, it can be easily understood that all the individuals within the organisations which are following this type of culture will feel the high-power distance. This means that, with the lower the position in the hierarchy that each one of the same individuals will have, the lower the power each one of them would feel in taking decisions for them and for others.

According to Kenton (2022), “Egalitarianism is a philosophical perspective that emphasizes equality”. The organisations that will adopt egalitarian culture, will give the opportunity to all the individuals from within them to feel the low-power distance, given the fact that they will have the power to take decisions for themselves when appropriate, and communicate with their leaders easier and more effectively. 

Although the outcomes of adopting any of the two mentioned above organisational cultures are different, that doesn’t change the fact that each one of those is affecting the ways in which power is being perceived or applied when being adopted. 









Part 2: Workplace Conflict Reflection 
As mentioned in the introduction, the second part of the portfolio will include a choice of a real workplace conflict that has happened within the last twelve months. After the choice has been made, a brief background towards the conflict will be given, after which an implementation of a change management theory will be conducted. All the aspects within this part of the portfolio will be also supported by in-text citations followed by references, wherever they might be found relevant to the context. 

Workplace Conflict Chosen
The workplace conflict chosen to be implemented within this part will be the Railway Strikes that have occurred within the last twelve months in the United Kingdom. The nature of this conflict has led to many train journeys being cancelled or being heavily affected by having delayed departure or arrival times, which affected the lives of many individuals across the country.  
Cause of Conflict
According to (BBC, 2023), “Unions say any pay offer should reflect the rising cost of living - with the inflation rate currently above 10%.”
The main cause that has led railway strikes to be happening in the first place is based on the poor satisfaction of railway workers that have been in demand of pay rates to increase, given the fact that the living costs in the United Kingdom have increased substantially in the recent years. Other causes might involve, in under special cases, working conditions or even benefits received for working on the railways. 
Key Players of The Conflict
It is easy understandable by now that the two main sides of the conflict are all the unsatisfied members within the RMT union (Rail, Maritime and Transport), and all the train industry companies that have declined the potential option of raising the salaries for the same workers. Some examples of companies involved in this conflict are East Midlands Railway, or CrossCountry. Another important character in towards this conflict can be also the government, as it is well known by the public that it has contributed with fundings to the country’s railway industry consistently within the last years.




Critical discussion of change management theory

The choice of the change management theory to be critically discussed within this portfolio, based on the association of it with the conflict previously mentioned, railway strikes, is going to be the Lewin’s Change Management Model. 
According to (Mindtools, 2023), “Lewin's Change Management Model is a simple and easy-to-understand framework for managing change.” The developer of this model, Kurt Lewin, was a German psychologist who is still considered nowadays as one of the pioneers in modern psychology. The change management model is proposing three different steps, designed in order to help individuals in understanding a way in which they can potentially manage organisational change. These three steps that the model is proposing are: unfreezing, changing, and refreezing. In relation to the conflict mentioned above, which is regarding the railway strikes, this model can be used in order to address all the factors that have led to the strikes. 
As a continuation to this part, each of the three steps that Lewin’s model supports will be described and emerged into the context of the already mentioned workplace conflict that has been happening within the last twelve months. 

Unfreezing
The first step of the change management model proposes that at this stage that the individuals within the organisation in question should literally unfreeze by realising that changes must be made in order to change. In case of the conflict chosen, this stage should be represented by the identification of all the issues which have led to the unwanted conflict, and to create a sense of priority to address those issues. As mentioned in the cause identification of the conflict, the main problem that has led to the conflict comes from the unsatisfactory level of pay offered to the workers, as well as other issues, such as working conditions or other benefits that workers think that they should be entitled to. In order to fully address those issues, discussions must be made within the key players of the conflict, which will finally lead in finding possible solutions that could be applied by each of the sides in order to implement change. 
Changing
The second step that Lewin’s model is proposing in order to effectively manage change within an organisational environment, changing, will come as a continuation of the first step, which will be represented by actions being taken by all the individuals involved in the conflict in order to address the issues that have contributed in reaching this type of situation. 

In the context of the conflict chosen, all the individuals involved should come together in order to negotiate possible things that could be implemented in order to achieve change, such as the introduction of new policies, or making adjustments to the working conditions. After those aspects have been discussed, immediate actions should be taken in order to ensure that all the agreed outcomes of the negotiations will have impact and that all the members involved will be satisfied of seeing those being put into action. 
Refreezing
The last step of the change management model chosen consists of making the previous step of this model a permanent part of the organisation, in order to assure that future conflicts coming from similar things would be avoided, and the need of change will not be felt as much as before by all the individuals involved in the organisation that uses this in managing change. In the context of the conflict chosen for this portfolio, applying the third step of Lewin’s model will ensure that the agreed solutions generated from the negotiations will become permanent part of the railway industry. In order to effectively approach this step, monitoring procedures should be followed at all levels in order to track the progress of adopting the approved changes. By doing so, the identification of necessary adjustments might be found in order to maintain the good outcomes of applying change. Also, communicating all the changes with all the stakeholders will be crucial, in order to assure that each one of them is aware of the new strategies adopted.

Strengths of the change management theory

It is well known that one of the key strengths which Lewin’s model owns is based on the relatively easy ways in which this can be understood and implemented. This can be translated from the clear framework that the model proposes in addressing organisational change. 
Another main strength of the same model comes from the fact that all the steps within its’ framework are promoting communication, and why this is important in order to achieve successful organisational change. 
Those two strengths are supporting this change management theory being used in conflicts such as the railway strikes, because of the easy ways in which it can be applied in order to find the main causes that have made the conflict appear, which then leads into applying effective communication in order to manage successful change. 



Limitations of the change management theory
One limitation that the chosen model comes with in its’ approach it’s because based on its’ structure, it seems like it does not take in account enough the level of complexity which some organisations might face during change. Taking this limitation in consideration, it can be said that this change management model might not be the most applicable in addressing complex organisational change. 
A second limitation that Lewin’s change management model comes with, based on its’ structure and the aspects that is supports, can come from the idea that it does not take in account enough the external factors that might play a very important role in the organisational change process. 
Those two limitations of the model are supporting that in the situation of the rail strikes, it might not be the most effective change management model that can be used in order to overcome the conflict with change, given the facts that the railway industry is very complex, and that external factors, such as government rules and regulations will play a very important role in the negotiation process in-between all the individuals involved in order to achieve change. 

Ultimately, based on everything identified about Lewin’s change management model in its approach to the railway strikes conflict, it can be said that this model can be effectively associated with the already mentioned conflict to address organisational change, as long as both the strengths and limitations of using this theory are being understood fully by the individual who will use it as a tool in applying organisational change. If the limitations of the model will not be taken in consideration enough, the outcome of applying this change management theory will be mostly expected to be negative, therefore, it is crucial that those have to be taken in consideration if deciding to apply it. 

Part 3: Conflict Resolution Model Reflection
The third part of the portfolio will include, as mentioned in the introduction, a reflection over the Ting-Toomey (1999) conflict resolution model. For this to be done, a discussion regarding details about the model will be done, followed by applying it afterwards in order to find the most appropriate approach in effectively resolving the already mentioned conflict that has been happening within the last twelve months, railway strikes across the United Kingdom. After that, a quick review of another conflict resolution model that might be effective in finding solutions to conflicts will be included.  The topics reviewed in this part will be supported by in-text citations, followed by references, wherever they might be found relevant in order to support the completion of this part. 

· What is Conflict Resolution?
According to Doyle (2022), “Conflict resolution is the process by which two or more parties reach a peaceful resolution to a dispute.” In order to resolve any conflict, different resolution approaches must be considered. Based on the nature of the conflict, the most appropriate resolution approach in terms of efficiency and applicability must be utilized in order to assure that the conflict will be resolved in the best terms possible for each of the parties involved. 

Discussion on The Conflict Resolution Model 
 Ting-Toomey (1999) is assuming that, a good strategy which can be applied in order to combat organisational conflict in any given situation or environment, would be in considering in choosing one of the five different conflict resolution approaches, each of them having to be applied differently, and each of them consisting of different outcomes. The five different conflict resolution approaches that can be used are: Ignorance, Confronting directly, Involving a third party, Involving the team, or Appealing to authority.
Each of the five mentioned approaches have to be applied differently, and each one of them has potential advantages and disadvantages whenever choosing to apply each one of them. Also, the rule of culture plays a very important part in choosing which approach to apply, given the fact that in some cultures, there might be only one or two conflict resolution approaches that would be effective in resolving conflicts. An example of a situation where one of the mentioned above approaches might not be accepted or might not serve as useful when applying them, would be when trying to adopt ignorance in order to solve a conflict in a country that is mainly based on Individualistic culture. 

Applying The Conflict Resolution Model
In order to be able to apply the conflict resolution model in the context of the chosen workplace conflict, each of the five different conflict approaches that the model is underlining will be critically discussed in order to assure that the most convenient approach will be then chosen as a suggestion for resolving the conflict. 

· Ignorance – This conflict resolution approach will consist in trying to act like the conflict doesn’t exist, and there’s nothing that can be done to a non-existent conflict. This approach will be used mostly in group-oriented cultures, where conflicts tend to resolve themselves given the fact that those happen very often, and in a lot of occasions, their nature is impartial. The advantages that come by using this approach in resolving conflicts can come from the non-existent level of implication in resolving the conflict, as well as giving the opportunity to let conflicts solve themselves between the parties involved, by giving enough time to each one on reflecting if the nature of the conflict is really existent. The main disadvantages that come while applying this approach in a potential conflict, can come from the fact that things might get worse, either because the level of conflict becomes higher in terms of parties involved, or because future conflicts might happen based on the same issues as the conflict where this type of approach has been used.
· Confronting Directly – By applying this approach, individuals involved in the conflict will confront the situation directly through finding out the exact nature of the causes that led to this situation, and by trying to establish what has to be done in order to overcome the issues that have led to the conflict in the first place. This approach is commonly used in environments which adopt individualistic culture, and where the power-distance in between each one of the involved parties will be low. The main advantages of applying this approach will be based on the opportunity of each one on the individuals involved in the conflict to get clarification of why everything happened, and how those issues could possibly be repaired in order to solve the conflict. On the other hand, the disadvantages that could appear when using this approach to solve conflicts, could come from unsuccessful completion of commitments to overcome the conflict by any of the parties involved, or from the inclusion of subjectivity and emotions throughout the process of solving the conflict.
· Involving a third party – This conflict resolution approach emphasises the opportunity of the parties involved within a conflict to include an individual who would be given the responsibility of resolving the conflict, based on all the information gathered from all those being involved and by taking actions that will focus on the best outcomes possible in terms of conflict resolution. This type of approach will be mostly used in environments that depend on group-orientated culture, some practical examples of this type of environments being the places where individuals are being prioritized more as being part of communities, and not as being individuals with different feelings and ideas. The main advantages of applying this approach in resolving a conflict, can come from the facts that in those situations, the opposing parties will no longer have to face each other in order to solve the conflict, and because generally, whenever including a third party that will be focusing only on the resolution of the conflict based on the given information, the situation will be always addressed, and potentially even solved. A quite significant disadvantage that this approach comes with, is that in some cases, the third party involved in resolving the conflict might not fully understand the context of the conflict, either because of the complexity of the conflict, or the opposing sides giving totally different information regarding any detail about the event.
· Involving the team – This approach is based on the empowerment of a leader to involve team members to support him/her with solving a conflict that normally should be solved on an individual basis. This approach can be appropriate of being used in environments that promote individualism, as well as low-context and small power distance within their culture. The advantages which this approach has to offer in resolving the conflict can be coming from the conclusion that every idea gathered from any of the team members can have a positive effect in reaching the final decision of how the conflict should be resolved, as well as from the fact that decisions being taken by more individuals are stronger, taking in consideration that everyone involved might think from different perspectives. 
· Appealing to authority – This approach of conflict resolution should be adopted in urgent cases, where the use of authority must come in-between the opposing sides, in order to solve conflicts rapidly and efficiently. This type of conflict resolution approach can only be used in places where large power distance culture is being present. The main advantage of using this, as mentioned above, comes straight from the fact that conflicts can be solved efficiently in urgent cases. The disadvantage, tough, will be that those type of conflicts lead to win-lose situations, where the loser might feel unvalued.
Conflict Resolution Approach Suggested
Based on the chosen conflict, the causes that have led to it, and based on how appropriate each one of conflict resolution approaches described above are suitable for this kind of workplace conflict, the most relevant approach that could have a significant effect over the rail strikes conflict, and might potentially even solve it, will have to be the option of confronting the conflict directly by each of the opposing parties in order to reach common sense and not having to plan any rail strike dates. 
This will enable all the individuals involved in this situation to come and get clarity about why exactly this happened, what things can be implemented in order to overcome this, which would then lead to all the parties in reaching mutual agreements that will ultimately resolve the conflict, and that, if unchanged after the situation has bee solved, will also avoid future workplace conflicts that might come from under the same issues. 
For this conflict resolution to be adopted, all the railway workers that are unsatisfied with anything from their pay rates, to working conditions, or even benefits that they feel like they should receive, should have open discussions with their management teams in order to make them aware of all those issues. From there, the management teams within all the companies from the railway industry should also expose their point of view regarding the concerns that the railway workers are raising, which eventually could lead to meetings where negotiations might be put in place in order to satisfy the rail worker’s needs, and that could finally be cancelling the need of planning rail strike dates having to be put in place due to the shortage of rail workers who feel unvalued at their work place. 
Other conflict resolution models
As useful as the Ting-Toomey (1999) conflict resolution model can be in finding out a suitable approach in resolving organisational conflicts, there is worth mentioning that other effective conflict resolution models can be used in order to reach the same purpose. A suitable example of another effective model which can be used in resolving conflicts can be the Thomas-Kilmann Conflict Model. 
According to Ian (2023), “In the 1970s Kenneth Thomas and Ralph Kilmann developed a model of conflict, describing conflict as the condition in which people’s concerns are incomparable.”
This model consists of five different conflict resolution approaches, and those are: avoiding, accommodating, compromising, competing, and collaborating. Just as with the Ting-Toomey (1999) conflict resolution model, this model assumes that each of the five mentioned above approaches should be used based on what everyone who uses them would like to get out of resolving a conflict. 
Conclusion
As a conclusion to this portfolio, it can be said that all the parts mentioned in the introduction have been fully incorporated within the contents of the work. 
For the first part, a description on the concept of power, followed by a critical discussion of how power can be manifested in an organisational context, by also taking in consideration the rule of culture has been successfully conducted. 
The second part of the work included, as mentioned in the introduction, a chosen workplace conflict that has been happening within the last twelve months. The chosen conflict, to which the cause has been also found, has been the railway strikes that have been occurring within the last twelve months in the United Kingdom. A critical discussion towards a change management theory that was associated with the conflict chosen has also been implemented within the contents of the second part.
In the third part of the work, a reflection based on the Ting-Toomey (1999) conflict resolution model has been conducted, which has helped in suggesting one of the approaches that could help in resolving the chosen conflict. Within the end on the third part, a brief comparison in between the mentioned above model and Thomas-Kilmann Conflict Model has been done, in order to outline the effectiveness of other theories in resolving organisational conflicts. 
Also, as mentioned in the introduction, all the main ideas generated within this body of work have been supported by in-text citations, followed by references, wherever found as applicable to the context. 
Ultimately, it can be said that based on the contents and findings included within this portfolio, that the main purpose of creating this work has been fully achieved, which was of evaluating power, workplace conflicts, and conflict resolution approaches.




Reference List

· Cambridge Dictionary (2023) POWER | English meaning - Cambridge Dictionary. Available at:
https://dictionary.cambridge.org/dictionary/english/power (Accessed: February 15, 2023). 
· BBC (2023) Train strikes: When are they and why are they taking place? Available at: https://www.bbc.co.uk/news/business-61634959 (Accessed: March 31, 2023). 
· Cherry, K. (2022) What Is a Collectivist Culture? Individualism vs. Collectivism. Available at:                                                                                           https://www.verywellmind.com/what-are-collectivistic-cultures-2794962 (Accessed: March 31, 2023).
· Decu, B. (2022) What Is Hierarchy Culture? A Guide, With Examples. Available at: https://www.picked.ai/magazine/what-is-hierarchy-culture/ (Accessed: March 31, 2023).
· Ian (2012) The Thomas Kilmann Model (TKI) - Conflict & Challenge. Available at: https://challengingcoaching.co.uk/conflict-and-challenge/ (Accessed: April 1, 2023).
· Kenton, W. (2022) Egalitarianism: Definition, Ideas, and Types - Investopedia. Available at:                                                           https://www.investopedia.com/terms/e/egalitarianism.asp (Accessed: March 31, 2023).
· Management is a Journey (2023) What's your power in your organization? don't give it up!, Management is a Journey® – Helping you with the people side of the business™.  Available at:
 https://managementisajourney.com/whats-your-power-in-your-organization-dont-give-it-up/. (Accessed: February 15, 2023). 
· MasterClass (2022) Individualistic culture explained: Pros and cons of individualism - 2023. Available at:                                                  https://www.masterclass.com/articles/individualistic-culture (Accessed: March 31, 2023).
· Merriam-Webster (2023) Culture definition & meaning, Merriam-Webster.
Available at: 
https://www.merriam-webster.com/dictionary/culture (Accessed: February 15, 2023). 
· MindTools (2023) Lewin's Change Management Model - Mind Tools. Available at: https://www.mindtools.com/ajm9l1e/lewins-change-management-model (Accessed: March 31, 2023).
· Ting-Toomey, S. (1999) Communicating Across Cultures. New York: Guilford Press. 
· Wong, K. (2020) Organizational culture: Definition, importance, and development, Achievers. Available at:
 https://www.achievers.com/blog/organizational-culture-definition/ (Accessed: February 15, 2023).


2

