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[bookmark: _Toc128678526]Introduction 
Change management refers to the systematic approach to dealing with the transformation or transition of the process and goals of the company. The major aim of change management is to execute approaches for efficient change, controlling change and assisting individuals to adapt to the change (Cameron and Green, 2020).  This report is divided into three main parts; the first part of this report critically assesses how power is manifested in a company considering culture role. In this section power and its types are discussed briefly along with the culture and its impact on power. In the second section, a case scenario is introduced on workplace conflict, the cause of conflict is identified and two theories of change management are also discussed critically. Scientific management theory is considered to analyse its effect on the manager and Lewin's change management model is considered to analyse its effect on employees. In addition, a conflict resolution model of Ting and Toomey is reflected and different other approaches to conflict resolution are also discussed to resolve conflict. In last, the conclusion and some recommendations are provided on the basis of the overall discussion.
[bookmark: _Toc128678527]Power 
Power is the ability to influence others’ behaviour in order to get what a powerful person wants. It is usually visible to all people in the company (Williams, Lopiano and Heller, 2022). There are multiple ways in which conformity manifests itself and studies show that people will put off the group when they might know what they are doing is unethical or inaccurate (Mullins and McLean, 2019). However, only one individual dissent supports buffering this effect.
[bookmark: _Toc128678528]Types of power
There are different types of powers; such as Reward, Legitimate, Expert, Coercive and Referent which organisations must consider for smooth operations. Two of them are critically analysed in this section. Legitimate power is associated directly with position; for example, the CEO or director holds legitimate power because they are in a senior position (Ahmed and Shafiq, 2022). The benefit of this power is that a clear command chain is established grounded on the position as well as subordinates will implement the orders. On the other hand, in companies when there is not a defined structure this power is usually diminished and does not exist (Sandven and Scherz, 2022). In addition, reward power is held by those people who motivate individuals to respond to win promotions, awards and raises. Such as managers hold a specific amount of power of reward if they run the performance reviews which determine bonuses and raises for their employees. This reward power promotes strong competition and triggers a desire to be praised or recognised publicly for outstanding performance (Bobu et al., 2022). In contrast, it is quite likely to run out of accessible resources from which manager’s reward high-performance people.
[bookmark: _Toc128678529]Culture and its Effect on Power
Culture is the knowledge and characteristics of a specific group of individuals, surrounding religion, language, social habits, cuisine, and arts. Organisational culture is understood generally as all of the values, attitudes, and beliefs of the company and how such influences the employee’s behaviour (Grover, Tseng and Pu, 2022). According to CIPD, culture is the set of values and beliefs shared by the staff of the same company which influences their behaviour.  The strength and size of cultural groups influence their power over the area, region or some groups. The power of culture lends itself to the social power which influences the lives of people by controlling prevailing rules or norms and making people adhere to the dominant culture involuntarily or voluntarily (Adamovic, 2022). 
A cultural orientation of a specific group of persons automatically affects how they see the power and their reaction to those in the authority in oppression cases and any negative treatment (Lowes, 2022). It is observed that people with intellectual power usually tend to form some groups with the purpose to develop counterculture. 
[bookmark: _Toc128678530]Hofstede Model of National Culture 
This model comprises six dimensions. Each cultural dimension signifies independent preferences for one state of the affairs over other which differentiates countries from each other instead of people. The following are six cultural dimensions:
· Power Distance Index 
· Masculinity Vs Femininity
· Individualism Vs Collectivism
· Indulgence Vs Restraint
· Long- Vs Short-Term Orientation
· Uncertainty Avoidance Index (Muttakin, Rana and Mihret, 2022).
Considering one of its dimensions that is power distance (PD). It articulates the extent to which less powerful society members expect and accept that power is unequally distributed. The major problem here is in what way society handles the inequalities among individuals Index (Muttakin, Rana and Mihret, 2022). Individuals in society showing a huge extent of Power Distance accept the hierarchical order in which everyone has a place and that requires no justification further. On the other hand, in societies or countries with low power distance, individuals strive to equalise the power distribution and also demand an explanation for power inequalities. In addition, countries with high PD comprise Malaysia, Mexico, China and the Philippines, while low PD countries are New Zealand, Denmark, Israel, and Austria (Samitas, Kampouris and Polyzos, 2022). For example, in Malaysia, team members will not start or take charge of any tasks until they are directed and guided to complete the task. If the manager does not guide team members and take the charge, employees will think that is not much important.
[bookmark: _Toc128678531]Organisational Culture
The culture of an organisation defines an adequate way to behave in the company. Power distance affects leadership which in turn affects the different aspects of organisational culture; for instance, information sharing, employee satisfaction in their jobs and working environment and making decisions that have extensive outcomes (Muttakin, Rana and Mihret, 2022). Two types of structure; tall and flat are considered to analyse the power and culture of the company. The tall structure of companies is vertical which means the top-down style of management in which the company leader or CEO establishes the culture of work, strategies and goals, and communicates such notions to supervisors and middle management which are accountable for executing such methods through employees of the lower level (Taylor, 2022).  
On the other hand, the flat culture of the company comprises a lower number of managers because of the lower amount of level of management making the control span broader. It might decrease the interest of managers at the top level and feel that they can lose out authority or control. The flat organisation has a high ability for innovation as levels of function are provided with authority from the top level (Phaladi, 2022). Organisations must consider flatter structures as these help company to adapt to changes in a better way. In addition, in flat organisations employees worry that some people manipulate the system by reporting to the boss and it means more workers distrust higher authority levels. In contrast, the benefit of tall structures lies in managerial control and clarity; however, the challenge starts when the structure gets tall. Communication starts to take quite a long to travel through different levels. Such communication issues hinder progress and hamper decision-making (Taylor, 2022).  
[bookmark: _Toc128678532]Reflecting on any workplace conflict over the last 12 months, identify the cause of conflict and critically discuss a change management theory.

A case study of Thyssenkrupp elevator (TKE) is considered to reflect the workplace conflict that occurs in this company; however, this company operates as an elevator company. This company installs, manufactures, modernizes, and maintains escalators, airport solutions, moving walk, stair lifts, etc (TKE, 2020). This company serves customers globally. Considering the case of sexual harassment in the company two key players engage in this incident one is the appellant who is the operations manager’s name Mark Render (male) and the other one is his co-worker Linda Vieira (female; an accounts manager). It was a case of the operations manager mistakenly or by chance touching the private part of the operations manager; however, it is a serious case of conduct. A trial judge also considers the seriousness of the misconduct as the manager was in the authority position in the company.
While investigating the case of Linda Vieira, it is assessed that the manager always discriminates against her due to her gender and harasses her. Linda also complains about this behaviour of the manager with her colleague who is facing an issue with the operations manager. She was in constant conflict with his manager and was being threaded off her job position by the operation manager. Therefore, this case is of huge importance to reflect on as it shows the negative use of power by the manager and poor organisational culture. Management has to consider that numerous types of conduct which are of sexual nature might be sexual harassment if the behaviour is undesirable and if it is pervasive and severe (Şahin Yabag, 2015). On the other hand, courts have resisted adopting what they consider a "code of conduct" of the workplace and the nature of behaviour which is considered automatically to be sexual harassment. However, in chosen case the cause of conflict occur in TKE as according to the account manager there is no appropriate code of conduct in the company; but according to management, they had executed zero-tolerance Anti-Discrimination and Anti-Harassment policies.
[bookmark: _Toc128678533]Change Management Theories 
Considering the aforementioned case a change is required in the company to improve culture and ensure fair use of power. Two theories are considered to critically discuss them in the context of manager and employee. Scientific management theory is considered to analyse its effect on the manager and Lewin's change management model is considered to analyse its effect on employees.
[bookmark: _Toc128678534]Scientific Management Theory
In 1909, Frederick Winslow Taylor introduced Scientific Management Theory.  This theory supposes that it is important to discover the most efficient means to complete all the tasks; either they are large or small (Merkle, 2022).  Managers in the early 1900s, provide tasks to their subordinates without any guidance or supervision to accomplish them.  Both employees and manager rarely interact with each other; therefore, Frederick supposed that this was the incompetent means to operate the business and suggested key changes in the way the organisation operate (Turan, 2015).
Frederick argued that each project should be completed as soon as possible. Horeover, each individual ought to be given a specific job based on their abilities and skills and must be evaluated grounded on their work’s quantity and quality. Taylor believed that paying each employee the same amount, regardless of their output, was neither equitable nor cost-effective. Another important aspect of scientific management theory is the idea of training and development. He argued that it is essential to supervise workers and instruct them on their responsibilities. If management ensures that their employees perform their jobs effectively, then their output will be larger and also of higher quality (Turan, 2015).
One aspect of this theory which is not common or in practice today is the notion that managers should strictly manage and employees only work. In this modern era, most firms offer great room for advancement and growth for their employees in place of keeping a distinct barrier among employees and management. This Scientific Management Theory had a great impact on the way firms operated and was capable to make a balanced pay system, more efficient employees and better training (Merkle, 2022).  Managers can use this theory to observe their organisation, analyse change's effect and   also test diverse approaches to completing the task. When executed properly, this theory improves productivity and it is an evidence-based method that prioritizes reliability and efficiency.
[bookmark: _Toc128678535]Limitation of Theory 
The main criticism of Scientific Management Theory is that it decreases the creativity of employees as it needs management to monitor different aspects of the employee behaviour; as well as it is intolerant to employees who fail to meet the standards of the company. This theory misses the major component i.e., human relations as it only focuses on productivity. When this theory is applied, workers emphasised how well they carry out their job as well as their results and statistics are produced in conjunction with a time frame (Merkle, 2022).  
In addition, this theory does not work productively for groups and teams as they have the capability to exploit and abuse human beings which might lead to conflicts. This theory also causes stress among employees, as there is strictness in managerial decisions and they require taking accountability for having control over the organisation (Parker and Jeacle, 2019). This way, pressure is influenced in the company for employees too. On the other hand, profitability and productivity provide significance that leads to the exploitation of workers, and they are linked to trade unions. However, this led to mistrust amongst management and employees (Turan, 2015).
[bookmark: _Toc128678536]Lewin's Change Management Model

In the 1940s, Lewin’s introduced the model of change that is referred to as the keystone for understanding change in the company. According to Lewin, change is the three-stage process that he associated with melting the block of ice and refreezing it in diverse shapes. These three stages are Unfreeze, Change and Refreeze. Fundamentally, the success of change depends on how well individuals in the company comprehend: the rationale for change, the process of its execution and what is expected of them once change is made (Cummings, Bridgman and Brown, 2015). Lewin recommended that it is important to balance such forces through efficient change communication and involvement of employees, by delivering training to employees o bridge the skill gap. Change agents should execute techniques of stress management, make sure compliance is met, and also use some persuasive change reasoning (Hussain et al., 2018).
[bookmark: _Toc128678537]Unfreeze
Considering the change which is to comply with the anti-discrimination policies and change the organisational culture to welcome diverse staff, it is the first and most important stage in the whole process of change. It includes improving the willingness and readiness of the individual to change by fostering realisation for moving from the current situation to transform. It includes making all people in TKE aware of the cause of conflict and its importance for change to that they become motivated and accept the change in an effective way to get good results (Hussain et al., 2018). In this stage effective communication plays the most important role to get the desired involvement and support of people in process of change; the rationale behind this is to improve work relationships.
[bookmark: _Toc128678538]Change 
This phase of change is regarded as the transition phase and phase of actual execution of change. It includes acceptance of new means of working or doing things. For change to happen, TKE implemented strict policies and punishment for any discrimination and harassment activities such as fines and permanent termination. In this change, management has to consider effective communication and also encouraging people’s involvement in endorsing change is important (Burnes, 2020). It is supposed that this transition phase is not that simple because of uncertainties and individuals are afraid of the outcomes of adopting the process of change. In addition, the type of leadership is also important in the change process. Therefore, transactional leadership is considered as it includes punishments and rewards for employees to encourage their involvement.
[bookmark: _Toc128678539]Refreeze
During this phase, individuals move from the transition stage to a stable state of equilibrium. This phase of Refreezing is the final stage in which individuals internalise or accept the new means of change or working, accept it as a core part of their life and institute new relationships (Hossan, 2015). TKE for reinforcing and strengthening new behaviour in a working way ensured that workers must be recognised, rewarded and delivered optimistic reinforcements and supporting structures and policies.
[bookmark: _Toc128678540]Limitation of Theory 
Some individuals in the company might be e put at the disadvantage by change, particularly if they benefitted originally from the status quo. It is likely to be harder in order to get such people to accept change, and completely buy into it. The freezing stage of this model comes under scrutiny sometimes by those who say it is quite rigid because it “freezes” behaviours that will require to be unfrozen again in future because of how fast technology progress (Esa et al., 2017). It causes the organisation to change constantly in order to keep up. According to them, the final stage ought to be more adaptable. Some claim that the Kurt Lewin change theory is somewhat out of date.
[bookmark: _Toc128678541]Reflecting on Ting-Toomey's (1999) conflict resolution model, critically evaluate the different conflict resolution approaches and suggest the appropriate approach for resolving the conflict 
[bookmark: _Toc128678542]Conflict resolution model
Intercultural conflict usually includes diverse face-losing as well as face-saving behaviours. Face refers to the asserted sense of required social self-image in an international or relational setting. The conflict-face-negotiation theory of Ting-Toomey believes the following facts: 
· Individuals in diverse cultures try to maintain and also negotiate faces in different communication states.
· The notion of face is particularly problematic in an emotionally threatening situation and recognises vulnerable circumstances when positioned communication identities are known into questions.
· This theory states that the spectrum of the cultural value of individualism-collectivism and large/small power distance shape the style and concerns
· The dimension of value, in association with situational, relational, and individual factors impacts the use of specific facework behaviours in a specific culture. 
· Intercultural facework competence refers to the optimal incorporation of mindfulness, knowledge, as well as skills of and communication skills in managing vulnerable identity-based conflict situations appropriately, effectively, and adaptively (Dai and Chen, 2022).
As per this theory, three diverse concepts of the face are self-face; which is related to the concern for the image of someone at the level to which a person feels respected and valued, second is another face; it includes concern for the self-image of another, the level to which people are concerned with the feeling of others and mutual face; concern for the face of both parties and optimistic association rising out of interaction (Rahim and Katz, 2019). Ting-Toomey reported that self-face is positively linked with dominating styles of conflict whereas other faces and mutual are linked positively with avoiding, compromising, integrating and obliging styles of conflict. On the other hand, according to the study of Coleman, Deutsch and Marcus (2014) emotional expression, passive and dominating aggression clustered together whereas the help of third parties clustered with the style of avoiding.
Face negotiation theory holds that maintaining and negotiating face-to-face relationships are essential for all cultures. In some cultures, and individuals, self-image, which is frequently associated with it, tends to be more significant. Some cultures or groups may prefer not to address a conflict directly. Conflict resolution may turn confrontational in this situation, possibly costing the other party face. Collectivist cultures or individuals may prefer to avoid, withdraw from, or compromise in order to avoid challenging the other person's face. They may also be more concerned with the other person's face (Coleman, Deutsch and Marcus, 2014)
[bookmark: _Toc128678543]Limitation of Theory 
Western countries have an individualistic culture (which promotes responsibility, achievement and individual autonomy) that is observed and followed in a great way.  On the other hand, group culture or collective culture has found in Eastern countries, and they honour the community (Dai and Chen, 2022). However, there are some  societies in such countries that follow other cultures like collective culture and individualistic culture. 
[bookmark: _Toc128678544]Application of Model
Considering the case of discrimination and harassment; face negotiation theory and its style are applied to resolve the conflict within TSE. Fiver styles of conflict management are considered such as collaborating, competing, accommodating, compromising and avoiding (Saeed et al., 2014)   In this case, the accommodating style is used as management terminates the operations manager for six months and considers the views of Linda Vieira to ensure fair treatment and punish the person. This style sacrifices self-interests to satisfy others’ needs. Compromising is linked with an intermediate concern level for self and others. It typically includes “give and take” where both involved parties surrender some aspects to arrive at a mutual decision (Coleman, Deutsch and Marcus, 2014). This style is used in TKE as both parties Render and Linda were somewhat equally powerful but Render use his power negatively. 
In addition, compromise is seen as a good thing. It shows concern for others and it is the approach that gets to the resolution of the conflict more immediately than any other style. On the other hand, compromising limit the other possible effective solutions such as in the case (Saeed et al., 2014). Some strict parameters and practices can also be introduced and implemented so that this thing never happens again. However, management by giving the benefit of the doubt and trying to be equitable and fair unintentionally compromises the result. In addition, a range of cross-cultural studies reported that strategies of people usually defer depending on the culture. As per Ting-Toomey, in low-context cultures, people tend to be “outcome-oriented,” while in collectivistic high-context cultures, people are more probable to be “process-oriented” (Dai and Chen, 2022). 
On the other, the model of “outcome-oriented” emphasises the outcomes and goals of conflict parties of individual and honest and open communication in the process of conflict, tangible outcomes, assertive confrontation, objective criteria, objective criteria, situational context and timing, the model of “process-oriented” emphasis weight on the mutual face, out-group or in-group relationships, win-win results and substantive discussion of issue after adequate management (Dai and Chen, 2022). In the “outcome-oriented” model, conflict is seemed as essentially functional, individually liberating and the open sphere for “struggling with” and “struggling against” one another to manage conflict issues while in the “process-oriented” model of conflict is seen as mostly dysfunctional, distressing, interpersonally embarrassing and sphere for the group associated face humiliation and face loss (Rahim and Katz, 2019). Considering the case, this organization and people might belong to the high-context collectivistic cultures as they prefer covert, indirect, non-confrontational, passive, compromising, non-confrontational integrating or collaborative styles to manage the conflict.  On the other hand, individuals who belong to low-context cultures prefer controlling, active, assertive, confrontational and direct styles; for instance, competitive and dominating styles (Vollmer and Wolf, 2015).
Referring to the case again, this case becomes high profile as the appellant appeals to the court to uphold his termination or dismissal. The judge found that a cause-based dismissal was justified because the incident resulted in a breakdown in the employment relationship. In addition, the trial judge was not ready to see the office culture as a positive thing because it included unsuitable personal "jokes" like Linda’s comment about the appellant's height and men slapping each other on the buttocks. In rejecting the office culture as a limiting factor, the trial judge arrived at the following conclusion:


“Despite the fact that Linda may have participated in the jokes, this does not imply that she consented to have her sexual parts touched. Additionally, she did not want to be mistreated in front of her co-workers. Even in a joking setting, physical touching of the private parts of someone's body without their consent crosses a line that cannot be crossed. There is no place for any behaviour that could make someone feels disrespected or demeaning” (Cannily, 2022). However, a woman should never be required to maintain her dignity or to reject or resist inappropriate comments or approaches based on her sexual orientation or gender. An abuse of authority or power occurs when a supervisor participates in or accepts such behaviour. There was not any wrongful dismissal, and the operational manager was found to be guilty as he harassed her colleague and discriminate against her. 
In order to explain the face-threatening response messages and conflict styles found in a variety of cultures, Bobu and others (2022) have combined the individualism-collectivism value dimension with the small/large power distance value dimension. She discovered that high-status individuals from large power distance cultures typically employ both direct and indirect face work strategies to deal with face-threatening situations, depending on whether they were delivering negative or positive messages. “Low concern for others/ high concern for self” was found to be positively associated with both vertical individualism and vertical collectivism, according to Vollmer and Wolf (2015). However, depending on whether the dominating style is viewed as a constructive motivational strategy or an oppressive de-motivational tactic, the interpretation of "positive or negative messages" or the "dominating" conflict style as "high concern for self/low concern for others" carries strong cultural shadings.
Ting-Toomey also reported that the two main dimensions of managing face, other-face concerns and self-face concerns were impacted by the variability of cultures of collectivism and individualism and as compared to conflict styles to face dimensions, dimensions of face maintenance worked quite better for the conflict styles (Dai and Chen, 2022). This case happened in Canada and it is characterised by the individualistic culture. Thus, considering theory, workers are expected to be self-dependent  which might be the case that both the appellant and defendant raised their issue without any fear and openly. In addition, the decision of termination and promotion is also based on merit and actions or evidence of what an individual can do or has done (Coleman, Deutsch and Marcus, 2014). As reported earlier, face work varies from one culture to other and also influences the style of conflict. 
[bookmark: _Toc128678545]Alternative Models
Another model is the Thomas-Kilmann model which can be used to resolve conflict as it is easy to understand and use. This model is based on the two dimensions of conflict management, such as empathy and assertiveness.
An avoiding strategy can be used when someone tries to sidestep the conflict with the hope that it will be resolved. Accommodating is an approach of "accommodating" to resolving the conflict fundamentally by taking crucial steps to satisfy the demands and concerns of their party at the cost of desires and needs of their own (G.B.J. Bomers and Peterson, 2013). In addition "compromising" strategy includes finding an acceptable resolution which will partly; however, completely, satisfy the needs of all involved parties (Muhammad, Nirwana and Marjohan, 2019). On the other hand, the competing approach is used when someone only tries to satisfy their needs at the cost of other involved parties.. A brief discussion is provided of one of the styles to manage conflict:
[bookmark: _Toc128678546]Collaborative Style
This style sees conflict as an issue to be solved by creative means. A collaborating style intends for a resolution to address the concern of all. This style is more appropriate to use to resolve conflict within TKE as it helps to build trust, relationships and respect. On the other hand, the drawback of this approach is that it is quite time-consuming. It takes extra time when team members are not involved directly (Balakrishnan and Gan, 2016). However, in the case there is the issue of the use of power, this approach helps to balance the power among both conflicting parties and a common basis is found to work together to attain the organisational goals. 
[bookmark: _Toc128678547]Conclusion 
This assignment critically evaluated how power is manifested in the context of a company considering the cultural role. To analyse the relationship between culture and power a Hofstede model is used. Considering the power distance of this model it is assessed that in societies or countries with low power distance, individuals strive to equalise the power distribution and also demand an explanation for power inequalities. Power distance affects leadership which in turn affects the different aspects of organisational culture; for instance, information sharing, employee satisfaction in their jobs and working environment and making decisions that have extensive outcomes.
Additionally  a recent case is investigated to reflect; this case is based on workplace conflict as an incident of harassment and discrimination is noticed due to non-compliance with standards and policies.  A change is required in the company to improve culture and ensure fair use of power. Two theories are considered for this such as Lewin's change management and scientific management theory in the context of manager and employee. Other than this, the conflict resolution model of Ting-Toomey is used as well as its limitation is reported. Another model suggested as an alternative is the Thomas-Kilmann model used to resolve conflict as it is easy to understand and use..
Based on the overall discussion, it is recommended that no one has a single style to deal with conflict. It is likely to use different styles and all styles at one time to deal with the situation effectively. In addition, in the company, there must be a balanced use of power so that no one can feel neglected and superior. In addition, some measures have to be put in place to make sure maximum use of the available skills, creativity and skills strengthen the involvement of employees and increase the employee’s productivity; hence establishing a strong culture within the workplace. 
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