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[bookmark: _Toc172301052]Introduction
One should also be able to cope with customers, and be capable of adequately solving conflicts and disputes in today’s complex working environment. Regarding the theory of stakeholders, the report will highlight the power–interest matrix model. The report also explains how all of these concepts can be used to operate and manage a business in this manner. Compliance is the art of ensuring that disputes do not hinder the progress of an organization by training people how to resolve them constructively (Jordan and Troth, 2021). Analytically, according to the stakeholder theory, organisations should consider and attempt to satisfy the needs of all the diverse individuals whose welfare depends on the organisation’s decisions. The report uses these models and illustrates how they enable people to relate with each other in a positive manner, which is crucial in facilitating change Initiatives. Therefore, the main purpose of the study is to provide the readers with adequate information on these conflict resolution strategies towards improving the workplace and thus offering tangible returns.
[bookmark: _Toc172301053]Stakeholder Analysis
[bookmark: _Toc172301054]Stakeholder Salience Model
The Stakeholder Salience Model is a useful tool for strategy as it rates stakeholders based on three factors: which are credibility, urgency, and power. This model can assist managers in determining which of the parties are important when they are in the process of attempting to solve issues within the company (Wood et al., 2021). Stakeholder salience model is a realistic tool which can be useful in understanding who is important in terms of stakeholder management because of the categorization it offers. It can help the project managers make decisions in an efficient manner by pointing out the key stakeholders with decision-making authority, temporal urgency, and de jure authority who are formally mandated to make decisions on behalf of other stakeholders, while excluding the non-essential ones (Goel et al., 2020). It can also be applied when there is a need to harmonize the project goals and objectives with other stakeholders in order to prevent conflict and improve project results. It can help in strategic and communication planning and uncover the groups that can be excluded from consideration for one reason or another. It is also flexible in that it becomes easier to add, remove or transfer one or more stakeholders from one group to another throughout the duration of the project (Conaty and Robbins, 2021).

[bookmark: _Toc172301055]Power
The extent of the power of a client depends on the amount of influence that the client has in the project or the decisions of the business. For the business, this means that the decisions and actions of its partners can either vindicate or affect it (Chen et al., 2020). The strike of the post office workers comprises many groups, and each part has various power bases. Consequently, management faces significant challenges because the actions of all employees directly influence the smooth operation and profitability of the post office service. Another powerful group is the Communication Workers Union (CWU) that organizes workers and can demand actions such as protests or joint bargaining (Perez et al., 2020). The Post Office top managers are in the middle of the pay and working conditions debate. The customers themselves cannot be able to change much, the commodities they use and the extent of their loyalty are important to business. It is up to the government and regulatory groups to tell law-breakers that they must pay for breaking the law. They understand how to wield their authority in a manner that guarantees compliance with workplace regulations from all employees.
[bookmark: _Toc172301056]Legitimacy 
When discuss about an organization's credibility, it means how much stakeholders think their opinions matter in making decisions and running the business (Blanco‐Gonzalez et al., 2020). Based on generally accepted social rules and standards, it decides whether or not a stakeholder's actions are valid and appropriate. Because they are so important to the company, the post office workers on this fake strike have good legal reasons to want better pay and safer working conditions. The CWU works for and protects workers' rights because that is what its mission says. One thing that gives management credibility is the duty to make decisions that are good for both the workers and the company in the long run (Ciulla and Ciulla, 2020). Customers are real because they are the ones who are actually getting the service, and a business's success is closely related to how happy its customers are and how well it meets their needs. Regulatory and government groups gain respect when they set standards for hiring and make sure workers are treated fairly. They are allowed to participate, and it is necessary for the group to follow all laws and morals.
[bookmark: _Toc172301057]Urgency
The amount of urgency is based on how quickly the wishes of a party need to be met. It thinks about how important the stakeholder's issues are and how long it will take to answer them (Sulthani and Thoifah, 2022). The post office workers' demands is justified because the strike has had a terrible effect on their lives and on the business's ability to run. Also, they need to find an answer quickly because they do not want any more strikes or breaks that last a long time. There needs to be a quick reaction because of the strike, but management can also think about the long-term strategic effects, so the amount of urgency is medium. Consumers are on a medium level of urgency because they are afraid that a long break will make their service experience bad and can force them to look for other options (Giurge and Bohns, 2021). The government and governing groups are working slowly but surely to make sure that rules are followed and problems do not happen again. They can be slower to act, though, than internal stakeholders who are directly affected by the strike.
[bookmark: _Toc172301058]The Power-Interest Matrix Model
The Power-Interest Matrix sorts parties into groups based on how much power they have and how much money they are willing to spend on a project (Maqbool et al., 2022). One example of a stakeholder's power is the ability to change or manage how the project turns out. This power can come from their job, their wealth, or their control. A person who has a stake in a project is more interested in or worried about how it turns out if the project directly affects them or is related to their goals. The Power-Interest Matrix makes it clear that shareholder engagement is important, which is one of its main benefits (Malyeyeva et al., 2020). Some companies find that putting people into groups like “High Power, Low Interest, Low Power, High Interest, or Low Power, Low Interest” helps them decide how to use their resources and tailor their messages. High Power, Low Interest people should not need as many contacts because they should be content with the ones they have. Keep the Low Power, High Interest group up to date on what is going on in order to use their advice and support, which is plentiful even though they do not have much power (Chinyio and Opoku-Ohemeng, 2023). People who are in the Low Power, Low Interest area should not get too excited, but they should keep a close eye on their spot in case it changes.
There are some problems with the power-interest matrix, though. If oversimplify stakeholder dynamics by reducing complex connections to a grid, it is possible to miss out on the details of stakeholder relationships and how they change over time. One example is that partners' interest and power can change over time as the project's scale and other outside factors change. The matrix is always changing, so it cannot give a true picture of reality (Sapapthai et al., 2020). This can cause engagement attempts to be off-target. The method does not take into account that understanding the basic reasons behind stakeholders' power and interest is a key part of making involvement programs that work.
[bookmark: _Toc172301059]Application of the Power-Interest Matrix to the Post Office Strike
High Power, High Interest group of stakeholders is affected by the result in a big way, and they also have a lot of power over it. There is a lot that their thoughts and feelings can change about the job, so should always know what they are thinking and feeling (Bendtsen et al., 2021). High Power, Low Interest people have a lot of power but do not care about the details or outcome of the project. Even if they do not need much power, getting them involved is important to avoid problems. Low Power, High Interest people with little power but a strong desire to change the outcome of the project care a lot about it but cannot do much to make it happen. Staying in touch with them often is the best way to keep them updated and can be even win their support (Wojewnik-Filipkowska et al., 2021). Low Power, Low Interest type of stakeholders are people who do not have much power or a personal stake in the outcome. Even if they are simple, they should still keep an eye on them in case something goes wrong. 
[bookmark: _Toc172301060]Stakeholder Identification and Placement
	
	High Power
	Low Power

	High Interest
	· Employees 
· Communication Workers Union
	· Customers
· Local Communities

	Low Interest
	· Post Office Management
· Regulatory Bodies
	· Suppliers and Service Providers
· Media



With the reference of post office workers case, people will be affected by the planned pay rise and freeze. Their well-coordinated strike shows how serious they are about fixing the pay problem. They also have a lot of power because they can stop things in their tracks (Franco-Trigo et al., 2020). Because they play such an important role in the daily operations of the post office, any decision must have their approval. Managers should keep lines of communication open and be involved in the work process so that disagreements between employees can be solved in a way that works for everyone. This makes the Central Labour Union the most powerful and effective champion for workers, as it plans protests and speaks for them in negotiations. Because it wants its members to be happy, the union is an important part of the working team (Guðlaugsson et al., 2020). For problems to be solved, there needs to be an effective union management team, since the CWU's involvement has a direct effect on the workers' behaviour and attitude. 
The way funds are spent and the plans for pay are two places where management has a lot of power. But they cannot care as much about the day-to-day business of the company as workers and union reps. Instead of getting involved in talks about employee pay, they should be focusing on making sure the company is stable and running smoothly. Making sure this group is happy and communicating well is important for keeping things running smoothly and preventing problems that can impact the company's general performance (Kougias et al., 2020). A lot of the power to make sure people follow the rules at work lies with work boards and other government bodies that are in charge of hiring practices. They have the power to punish people or change things, but they do not get interested in the details of the argument. Instead of getting involved in the day-to-day conversations, their main goal is to make sure that fair and legal practices are followed. To stay out of trouble with the law, it is important to keep their pleasure by following all the rules (Bahadorestani et al., 2020). 
Clients are grateful for the post office service help, but they cannot have a say in internal choices or discussions. The end of the strike that will allow normal mail service would either help or impact them. Even when they cannot directly fix the problem, the post office cares about their customers' happiness and loyalty. Customers can be better able to manage their hopes and keep their trust if they are kept up to date and reassured on a regular basis during the payment process (Smits et al., 2020). People can get involved if the strike impact neighbourhood businesses and services. They cannot change the outcome, but how they feel about the post office and its services can affect how others see it and how much help it gets. It is easier to keep strong relationships with local communities and get their support during the settlement process in order to keep them aware and involved through regular contact and updates. In addition, suppliers and agents do not have much power when there are disagreements between management and workers (Carboni et al., 2023). For them, keeping good business relationships and getting paid on time are more important than the decision. They do not need to be micromanaged all the time, but keeping lines of contact open can help avoid problems that can come up because of how the strike is affecting business.  Media reporters care more about whether the event makes the news than about what the talks actually lead to. Controlling how the media covers the post office issue helps manage stories and keeps the agency from getting criticized by the public, even when there is not a need for a lot of contact. 
[bookmark: _Toc172301061]Conflict Resolution Styles
[bookmark: _Toc172301062]Conflict and Its Nature in Organizational Settings
When different teams or groups at work try to reach goals that do not seem to go together, it can lead to conflicts (Jordan and Troth, 2021). This disagreement can be caused by a number of things, such as different goals, beliefs, or changes within the company. There will always be disagreements at work, from small nitpicks to big fights that affect how the whole business runs. 
[bookmark: _Toc172301063]Positive Aspects of Conflict
An important thing that most people do not think about is that disagreements can actually lead to some good things. One of the best things about disagreement is that it leads to new ideas and ways of doing things. When team members have good differences, they are more likely to question accepted practices, think critically, and come up with new ways to solve problems. When this method is used, organisations can be able to improve their performance by finding better ways to solve problems and coming up with new ideas (Schneider, 2023). When it happens, confrontation can sometimes lead to change. If a business wants to move forward, it needs to fix the problems that disagreements show. For example, if there is a lot of conflict between workers over tasks that are not clear, it can be time to rewrite and explain job titles to make things run more smoothly and effectively. Organizations need to change and deal with the reasons of conflict if they want to work better generally. Conflict can be good for both the personal and professional growth of employees. Having good arguments can help to get better at things like listening, talking, and negotiating (Homan et al., 2020).  Employees can help create a culture that is flexible and strong by learning how to handle conflicts well.
[bookmark: _Toc172301064]Negative Aspects of Conflict
Even if both sides mean well, conflict can go wrong if companies are not careful. One of the worst things about conflict is that it can make things more difficult at work. Workers who fight all the time find it hard to concentrate on their work, which leads to less work getting done. When disagreements happen at work, confidence and happiness can drop sharply (Morrison-Smith and Ruiz, 2020). Problems at work that are not fixed in a timely manner can lead to an unpleasant environment where employees feel scared, ignored, and alone (Kilag et al., 2024). If the workplace is unpleasant, it can be challenging to hire and keep good employees because more people will miss work and leave. When there is conflict at work, it can affect relationships with other people. If team members do not talk about their differences in a constructive way, they can become angry, suspicious, and unable to work together (Zajac et al., 2021). Relationship problems make it challenging for people to work together and speak clearly. There can be major legal and moral effects for the company if disagreements at work get so bad that bullying and abuse happen.
[bookmark: _Toc172301065]Thomas-Kilmann Conflict Mode Instrument (TKI)
The Thomas-Kilmann Conflict Mode Instrument (TKI) can help people in a company better understand and deal with conflict (Qadir, 2020). Because people's aggressive and helpful styles are different, the TKI can help to figure out the best way to settle a disagreement. These methods can help management and staff end the mail workers' strike if they were know about them.
[bookmark: _Toc172301066]Conflict Resolution Styles 
Collaborative Style 
One example of a collaborative style is working together to find an answer that works for everyone. This method is both peaceful and firm in its search for truth; it listens to all sides' opinions and takes their points of view into account. In the view of Cioarță (2020), working together can help solve the post office problem is that it promotes open communication and teamwork, which are necessary to find a solution that works. There is a chance that managers and union reps will talk about the pay freeze and the 2% rise. After that, they can try to think of more ideas that everyone will like. Costs can go down if people work together to look at financial data, which can lead to raises in pay and other benefits. Working together makes it more likely to find long-lasting answers that get to the root of problems instead of just fixing their symptoms (Minov and Marič, 2023). This style can improve relationships and encourage mutual respect because everyone thinks their view counts. Collaboration can lead to higher happiness and more work getting done over time because it makes everyone feel valued and gives managers a more driven staff.
Accommodating Style 
Changing how act to meet the wants of someone else is one way to describe flexible behaviour. This style is neutral because it focuses on the process rather than the outcome, however, it does encourage teamwork. Post office workers are on strike right now, and they want things to calm down quickly, which can make top management give up (Adham, 2023). To help workers deal with the rising cost of living, management can give the CWU what they want, like a pay rise and a one-time payment. One benefit of housing is that it can help quickly fix problems with unhappy employees and get things back to normal, which can help bring peace and harmony back in the short term. One bad thing about this method is that it can bring back problems that were there before (Martin, 2020). If workers see the housing as a short-term fix instead of a long-term solution to their problems, they are more likely to keep having problems with it.
Competing Style
When people talk in a competitive way, they are hostile and do not want to work together. To stay in charge, top management can take a firm stance and stick to the decisions they made before, like the 2% pay rise and pay cut. This plan can work when management needs to make a quick choice or is afraid that giving in will set a bad example. The major benefit of the competitive method is that it gives clear and quick results. In an emergency, when every second counts, this can be very important (Anderson et al., 2020). The main problem with this idea is that it can make workers even more unfriendly and angry, which can lead to more strikes and worse ties between workers and management. 
Avoiding Style 
People with the avoidant style tend to put off or avoid making decisions when they know they can cause disagreement. This means that it is best to cool off when tempers are rising because acting too quickly can make things worse in the post office conflict. Management can decide to delay talks until things calm down, giving everyone a chance to think again and put aside their differences. Avoiding something is helpful because it gives time to think things through and come up with a good plan (To et al., 2020). What is really problematic is that issues that are not resolved lead to bigger disagreements. When employees think their managers does not care about or want to know about their problems, it can make relationships and trust even weaker.
Compromising Style 
Striking a compromise in this case means coming to an understanding where both sides are willing to give up some things. This style tries to meet some of the needs of everyone while also being very strict and helpful (Peng et al., 2021). Post office workers and managers can be able to settle their disagreements in a fair way if they can find a middle ground. For example, employees can be open to a pay rise that is given over time if management offers a slightly bigger rise than what was first offered and includes bonuses based on performance. People have different ideas about the pros and cons of giving up style. One benefit is that they generally lead to fair answers that are good for everyone (Upson and Green, 2020). The fact that the end results cannot be perfect, though, made one side angry. If compromising leads to less-than-ideal answers that do not solve the main problem, it can lead to more fights in the future.
[bookmark: _Toc172301067]Recommended Conflict Resolution Style for the Post Office Conflict
A Collaborative Style way of handling conflicts is best for the post office workers strike. Each person's wants are taken into account in this approach, which is marked by boldness and working together. There is tension between management and employees because of differing pay due to rising prices. Working together can help solve the problem and make things better between management and employees (Fleeson and Jayawickreme, 2021). Collaboration is important in this case because it lets a full examination into what caused the strike happen. Even though wages went up by 2%, employees are still worried about how inflation will affect their plans to spend money. Open and honest conversation between management and workers can help each other understand each other's money problems and help find better ways to pay each other. Management and employee officials can work together to come up with a pay plan that helps in the short term (like a pay rise) and benefits in the long term (like performance-based bonuses or extra funds) (Wikström et al., 2022). People are more likely to say what they think when they work together, which is important for making peace and getting along. When management involves workers in making decisions, it shows that they care about what they think and want to find a fair solution. When workers' opinions are taken into account during the decision-making process, they are more likely to be happy with their jobs and have fewer disagreements over time.
It is important to support working together because it can lead to a long-term answer that works for everyone. This method will help to figure out what the problem is and make it possible for management and staff to work together to fix it (Verbeek et al., 2020). To find an answer that works for everyone, it is important need to listen to the workers' issues and honestly address them. Also, managers and workers can find that working together makes their long-term relationships better. Employee happiness and yield can go up if show respect and listen to their thoughts. Negotiating will be better in the long run than in the short term because a good company needs a quiet and productive workplace.
[bookmark: _Toc172301068]Combination with Other Styles
The main idea is to work together, but it can be much more helpful to use parts of other conflict settlement methods as well. To ease the stress of negotiations and deal with pressing issues, management can take a flexible stance at first. While the communication go on, management can choose a short-term answer, like a pay rise, or a long-term one, like a lump sum payment (Kranefeld and Blickle, 2022). It can be a good way to show that people willing to work with others and set the stage for more in-depth talks. Getting rid of severe pain and setting a good mood for productive talks are both helped by this. In order for workers and managers to agree on what to do during the team building activities, they can need to take a position of balance. If management only gives a 2% raise instead of the 5% raise that workers want, they can be able to get a 3.5% raise in trade for other benefits, like more vacation days or a one-time bonus. Both sides have a better chance of finding an answer that works for everyone if they take a more reasonable stance. Even if it is usually not a good idea, it can be smart to avoid a fight because waiting too long can make things worse (Aririguzoh, 2022). For instance, if a fight gets worse, everyone cab feel better after a short break. To keep the situation from getting worse, be careful and only do this for a short time. 
[bookmark: _Toc172301069]Critical Discussion of Ways to Reach a ‘Win-Win’ Solution among the Stakeholders
It takes careful planning that takes into account everyone's wants and needs in order to find an answer that works for everyone. The Stakeholder Salience Model can help to learn more about how stakeholders engage with each other. In this method, stakeholders are ranked by how credible, important, and time-sensitive they are. When there are problems, like post office workers strikes, it is important to work with strong groups like unions and workers. These groups are important to the negotiation process because they can stop progress (Chirumalla et al., 2022). For example, if workers and management work together to talk about job stability and a fair pay rise, the workplace can become friendlier. But it is also essential to not ignore the stakeholders' true points and the need to act quickly. Customers or government leaders have every right to be worried, but workers have the right to fair pay and safe working circumstances. A fair answer must take into account the needs of both workers and customers whose services are being stopped by the strike. Just to make things worse, breaking the law is necessary to avoid trouble and keep good name. 
The power-interest matrix is a useful tool for figuring out how to deal with different parties. When working with interested and important groups, like labor unions, it is important to keep the lines of communication open and push them to get involved. By letting them help to find answers, it is possible to meet their most pressing needs, which can mean fewer interruptions overall (Sang and Han, 2023). Also, it is important to let top management and regulatory bodies know about progress while reassuring them that their strategy and safety problems will be taken care of. By taking this method, management can keep their support and make sure that the settlement process helps the group's main goals. Customers and communities are examples of stakeholders who care about the outcome but do not have a lot of power to change it. It is important to keep them informed and reassured. Being open and honest about what is being done to end the strike and cut down on service delays is important to keep customers' trust and protect the company's image (Omann et al., 2020).
An ongoing method to fixing the problem should be based on what both models show. To stay in touch with partners' changing needs and interests, it is important to keep looking at their answers and changing the plan as needed. Not only does this forward-thinking approach fix things, but it also gets people to work together by making sure everyone has a chance to speak. To find a strategy that works for everyone, it is essential to know a lot about how stakeholders interact and how to handle their interests (Hegwood et al., 2022). Use of models like the power-interest matrix and the stakeholder salience model can help organisations handle difficult arguments more effectively. They also need to be able to change their minds and make sure everyone understands. 
[bookmark: _Toc172301070]Understanding of Conflict Resolution and Stakeholder Theory for the Workplace
I learned a lot about stakeholder theory and how to solve conflicts in the “Leading and Implementing Workplace Change” module. I now feel better prepared to deal with problems at work when they come up. Being ready shows up in many important areas, like dealing with disagreements, handling relationships with stakeholders, and putting change plans into action. Stakeholder theory has been helpful for me on the job when it comes to handling relationships with stakeholders. Stakeholder theory is based on taking everyone's needs into account and meeting them. I can do this by first sorting stakeholders into groups based on their interests, power, and impact, and then coming up with ways to involve them that meet their unique needs. If I follow these steps, I will be able to find important people, rank them by how important they are, and deal with their problems in a way that helps the company reach its goals. Managing other people's demands and getting their help is important for any job that requires working with others. Because I have learned more about conflict resolution, especially the Thomas-Kilmann Conflict Mode Instrument (TKI), I am better prepared to deal with and solve problems at work. According to the TKI framework, there are five ways to settle a dispute partnership, agreement, competition, delay, and compromise. Knowing the positive and negative points of each method lets me pick the one that will work best for a certain group of people and situations. When I respect everyone's opinion, I can make a space where people feel free to speak their minds, which leads to answers that work for everyone. I can take a more aggressive stance, though, to make sure a quick answer when events call for it. Because I am flexible in how I settle disagreements, I can deal with tough situations and keep the workplace nice.
Another important thing is that this training has helped me fully understand how to put a change plan into action. It should not be a surprise that disagreements and pushback happen at the same time during the change process. Because I have studied conflict resolution theory, I can see where disagreements can arise and try to calm them down before they get worse. Through stakeholder analysis, I can be able to find people who are against a change or new project for the whole organisation and then write words just for them. I can deal with investor resistance better when I know about the different ways to settle disagreements and can pick the one that works best for each group. Companies need to learn how to negotiate change and handle conflicts if they want to use new strategies and reach their goals. I am good at improving how teams work together, and I also know a lot about stakeholder theory and how to solve conflicts. The key to resolving disagreements is making sure that everyone on the team wants to work together and support each other. My goal is to improve teamwork and output by putting in place ways to settle disagreements in a way that benefits everyone, encourages open communication, and shows respect for each other. I can talk to both internal and external stakeholders in a way that makes everyone on the team feel like they mean more now that I understand stakeholder theory. A helpful and nice workplace is important for teamwork, and this strategy can help make that happen.
[bookmark: _Toc172301071]Conclusion and Recommendations
It has been concluded that it is important to follow the rules of dispute resolution and involving stakeholders every day in order to make workplace helpful and productive. To make sure that everyone's needs are met, stakeholder theory is used. Also, good conflict resolution keeps disagreements from getting out of hand and ruining the company. Through better communication, stronger links, and better general performance, these strategies can help companies get more out of their change projects. According to the report, these ideas are helpful for both people and organisations when they are facing tough situations at work. People who can involve partners and solve problems in a positive way are the ones who make a business and its culture work well. These skills are necessary to do well in today's fast-paced workplace and deal with problems that come up out of the blue.
Based on the above report, it has been recommended that companies should give top priority to training programmes that teach employees how to deal with conflicts and involve stakeholders. People who take these classes will learn what they need to know to coordinate the needs of many people and settle disagreements in a constructive and positive way. The training can make the workplace a better place to work in general by improving teamwork and communication. Also, organisations should set up and use feedback systems on a regular basis to make sure that the ways they involve partners and settle disagreements are always getting better. Setting up feedback meetings and polls is one way to get the inside scoop from workers and peers. Conflict management tools can be made better by using this information to find trouble spots. Not limited to this, it is important for everyone to be able to talk to each other so that everyone is on the same page. This will make it much easier to deal with partners and solve problems. For businesses to support honest and open conversation, management need to make and keep lines of communication open. That way, they can quickly deal with issues and problems and go above and beyond what everyone expects.
[bookmark: _Toc172301072]
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