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INTRODUCTION
This portfolio is on the case study of the post office about the strike action of its employees represented by the communication workers union taking on the government, management of the post office for farer rights in pay and pay rise inflation. The fact that the post office is delaying using their power and taking advantage of the government politics, in public sector pays showing government politics in the management behavior to be a factor playing in the organization. Politics in organizations and its impact on organizations with the ability for organizations to perform under their own rules and regulations without the input from government policy, politics. This portfolio will look at how employees use power and politics in an organization, and does it influence the organization in its outcome when employees and unions decide to go on strike and the effects of these events for the organization, employees. The moral of the employee about the organization after such events occurring. The portfolio will analysis a salience model, power-interest matrix where stakeholders fit into an organization based on the two models. Discussion on Thomas-Kilmann’s conflict Instrument Model for recommendations for the Post Office management conflict with its key worker employee overpay, discussion on conflict resolution on how to overcome such situations in organizations, arguing the points based in this portfolio. The portfolio with finish with reference, conclusions, and recommendations.











POWER IN ORGANZATIONS 
There are few business exercises more inclined to a validity hole than how leaders approach hierarchical life. A feeling of doubt happens when directors imply to pursue choices in rationalistic terms while most onlookers and participants know characters and governmental issues play a huge role in the event if not an overriding role (Zaleznik, 1970).
According to (Panebianco et al, 1988) the person who controls a company has the power that goes a long way past that of those that have no such control within an organization.
Power is an inborn part of organizations and is in cases the hidden reality behind the dynamic cycle. It is key to the structure of request and arrangement of order through which the work and exercises of the organization completed (Mullins, 2006). 
Power in an organization can come in different forms from the leader who possesses the power how that leader wants to show this power in its different forms. 
Power in management literature has been founded on the fundamental idea that power is the capacity to get others to accomplish something that they would not in any case do (Dahl, 1957).
Organizations work by disseminating authority and setting a phase for the activity of force (Zaleznik, 1970). Associations give a power base to people (Zaleznik, 1970). Power expects that it be founded on a bunch of legitimating rules that are intended for the association (Weber, 1968).
Power in view of the control of assets that are viewed as key inside the association.
· Formal power come from the status positions the individual holds in an organization (University of Wales Trinity Saint David, 2022).
· Reward power one who can circulate rewards that others need, either monetary or non-monetary (University of Wales Trinity Saint David, 2022).
· Coercive power in view of the capacity to rebuff (University of Wales Trinity Saint David, 2022). 
· Legitimate power comes from one's situation in the pecking order, for example, from a manager (University of Wales Trinity Saint David, 2022).



POLITICS IN ORGANIZATIONS
[bookmark: _Int_8hm4JunF]According to (March, 1962) organizations are appropriately seen as a political framework and that viewing the organization as such a framework both clarifies conventional economic of the organization and recommends diverse ways of managing the classic problems of politics systems Politics issues in organization outgrows the presence of electorates (Zaleznik, 1970).
Organizations, especially huge ones, resemble government in that they are political elements. To comprehend them, one needs to grasp organizational politics issues (Pfeffer, 1992). Organizations are political designs which open doors for individuals to foster vocations and in this manner give stages to the declaration of individual interests and thought processes (Zaleznik, 1970). 
[bookmark: _Int_56geSHmO]During the previous year’s business firms have begun to participate in exercises that have been viewed as government politics (Margolis and Walsh, 2003), (Matten and Crane, 2005), (Scherer and Palazzo, 2008). What makes business more political and less philosophical and rationalistic is the abrogating significance of irreconcilable circumstances (Zaleznik, 1970). According to (March 1962) the political hypothesis in organization manages the contention framework that can arise in any organization (March, 1962). Organizational life inside a political framework is a progression of logical inconsistencies (Zaleznik, 1970).
POWER/POLITICS IN ORGANIZATIONS.
Political systems exist when individuals battle for power in an economy of shortage. At the end of the day, individuals cannot get the power they need just by asking for it  (Zaleznik, 1970). With the key worker, employees of the post office want a pay rise with the cost of living going up at a high rate each year by 7% and the post office making huge profits in COVID-19 era. Management having frozen the pay rise in 2021/22 is showing its power to its employee’s management has the power to facilitate this pay rise to their key worker employees but are simply hiding behind government policy (Timmins, 2022). The Post Office is using all its power and politics to ensure no pay rise is given. Hereby the employees are using the power they have though communications workers union by showing they have to a degree power over the organization. 
POWER/POLITICS MANIFESTED Politics are playing apart in the Post Office, management are trying to divert by claiming to be using government policy to try and keep in line with government public sector pay by only offering “2% pay rise to its key workers” (Timmins, 2022). When Post Office management is insisting
on a “pay freeze and one-off government payment £250” (Timmins, 2022). Power is manifested in the form of the management not willing to pay their key workers over the average of 2% a year pay rise for its key workers (Timmins, 2022).
POWER OR POLITICS BEING USED BY EMPLOYEES
Post Office employee key workers are using their power to fight against the management of the post office in unfair pay when the Post Office has made huge profits by the efforts of its key workers. The key workers are also showing politics in the form of strike action by being represented by the communication workers union who deal with organizations and government issues affecting employees in certain job sectors within the UK.
STIKRE ACTION EFFECTS 
[bookmark: _Int_WOCmC8Yq]The key worker employees are going on strike again having had a strike previously for the freeze in pay also a 2% wage rise for the next budget years. Post Office branches are closing on high street, city Centre with no cash delivers or collections impacting the larger communities’ they serve making the local customers of that community having to travel further afield for Post Office Services (Timmins, 2022). Having no cash deliveries would have significate impacts on the Post Office, no collections of public mail would also be impacted by the action from the strike totaling an overall backlog for the Post Office and its employees. The strike has impacted 114 branches with no outcome on the situation and more planned strike action in the next coming weeks, months until the communication workers union, the Post Office management, and government politics can produce a solution for its key worker employees and their pay (Timmins, 2022).
IMPACTS TO CAUSE THE EMPLOYEES TO STRIKE? 
The cause of the post office strike was the low pay for key workers knowing they had worked hard in COVID-19, management, government refusing to give them a pay rise resulting in strike action from members of the communication workers unions at 97% to 70% walk out overpay (Timmins, 2022).


DOES IT AFFECT THE EMPLOYEE’S MORAL?
Key workers' morale would be at a low point with the outcome of the management decision and the government politics stopping the progression of a decent pay rise for the Post Office employees. The moral of key workers with the unethical action from post office management will have adverse effects on the employees making the employees feel disengaged by the actions of the organization (Martin, et al 2014). 
LEWIN’S CHANGE THEORY
[bookmark: _Int_tAM8kCby]Kurt Lewin developed the three-step model in 1947, Kurt of his life, his main preoccupation was the resolution of social conflict, minority disadvantage groups, individual and group behavior, and the role these play in organizations and society. When Kurt Lewin moved to America, he embarked on an ambitious program of research covering topics such as child-parent relations, conflict in marriage, styles of leadership, worker motivation and performance, conflict in industry groups, problem-solving, communication and attitude change, racism, anti-racism, discrimination, and prejudice, integration segregation, peace, war, poverty. With America at such a prevalence of racism and anti Semitism. Lewin's work on public advocacy in support of disadvantaged groups put Lewin on the political left (Burns, 2004). The three-step model consists of unfreezing, change, refreezing. Lewin’s change theory in its unfreezing stage where management should destroy existing attitude and be essential for getting by and guard systems should be passed for the second stage to succeed unfreezing stage should be intelligent, straightforward, and comprehensive at this stage change can be started and conducted (University of Wales Trinity Saint David, 2022). Unfreezing makes inspiration to advance however does not guarantee control or foresee the course any endeavors to anticipate or recognize a particular result from the arranged change is extremely challenging a direct result of the intricacy of the powers concerned the last step of refreezing looks to settle the group at another request to guarantee that new ways of behaving are generally protected from relapse the point about refreezing is new way of behaving should be somewhat consistent for change to find success (Burns, 2014).




Below is a diagram of Lewin Change Theory.
2. Change process
1. Unfreezing
3. Refreezing

Lewin’s model of change in organization is still relevant to today in organization in how they operate and in need of fundamental change. Change can only come from a change of management. For the successful administration of change managers, leaders need to have the ability to manage paradoxes for example managers, leaders should have the option to fabricate a close relationship with representatives and maintain a reasonable separation. Leaders ought to have the option to trust workers, to watch out for what is going on, to remember objectives of the division, and simultaneously to be faithful to the entire organization. Leaders and managers ought to be great at arranging their time, and to be adaptable with their schedule (Cameron and Green, 2012).
SALIENCE MODEL
The salience Model Theory was designed in (1997) by Ronald Mitchell, Bradley Agle, and Donna Wood, it is used to show how stakeholders can affect the organization by the power, legitimacy, urgency, that stakeholders hold or have an interest in the organization. The salience model is addressed in a Venn graph, which has eight districts each related to a particular partner type to the organization (University of Wales Trinity Saint David, 2022). 
The power on the salience model has dormant stakeholders in the power Venn, legitimacy Venn holds discretionary stakeholders, and the urgency Venn stakeholders are demanding in salience model. The salience model has dominant, definitive, dependent, and dangerous stakeholders what overlap in the Venn the dangerous stakeholders overlap into power and urgency, dependent overlaps with urgency, legitimacy. While definitive stakeholders overlap with all three Venn, power, legitimacy, and urgency making definitive stakeholder the most powerful over the organization. Dominant stakeholders overlap in power and legitimacy.
The dormant stakeholders: they have power yet not criticalness or authenticity. As a manager you ought to know about them, however there is no requirement for significant correspondence and contribution (Stareva, 2019).
The discretionary stakeholder: they are authentic yet have no power or earnestness. Their correspondence needs might be as really looking for certain subtleties however may not require consideration other than normal undertaking refreshes (Stareva, 2019).
The demanding stakeholder: they are individuals that tend to assume that their work needs your prompt consideration. Assuming you invest energy and exertion in these partners, you will not acquire undertaking mileage. There are other more notable individuals to work with, however you ought to keep them informed (Stareva, 2019).
The dangerous stakeholder: These partners have the hazardous blend of force and criticalness. This blend of force and desperation makes them essential for the progress of the undertaking even though they are not straightforwardly engaged with your venture so as a task supervisor you should address their issues and keep them drew in and fulfilled (Stareva, 2019).
The dependent stakeholder they are genuine and have the criticalness however do not have equivalent power. Keep them educated as they could be of help when you want to use their assets in exploring hierarchical or project intricacies (Stareva, 2019).
The dominant stakeholder power and legitimacy cross-over for this situation. Prevailing partners have authenticity and authority. Their correspondence and association needs should be considered consistently (Stareva, 2019).
The definitive stakeholder: the main region in this model - where power, earnestness and authenticity meet. This is the most basic classification of partners which is dependably to be kept educated, fulfilled, and involved and as an undertaking director, you really want to give centered consideration regarding these partners (Stareva, 2019). 
Below is a diagram of Salience Model.
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THE POWER-INTEREST MATRIX MODEL (PIM)
The power-interest matrix model. was initially distributed by Colin Eden and Fran Ackermann in their book Making Strategy (1998). The goal is to arrange stakeholders based on the power they have and the degree to which they are going to have or show an interest in the organization exercises (University of Wales Trinity Saint David, 2022). The power-interest matrix is good for analyzing organization for a fast straightforward way of prioritizing the stakeholders in the matrix. The power-interest matrix has power, influence, and interest to show how stakeholders are viewed to the organization. The enlarging of interest from investors to partners networks addresses a developing acknowledgment that individuals finish undertakings, for individuals and that their execution affects individuals holding onto a perplexing blend of worries, inclination, and issues. However, the two groups of knowledge expect that stakeholders can be managed (Dalcher, 2017). The power of the matrix is how stakeholders can be shown to a degree of the influence they have over the task/thought. Can they assist to push it ahead or might they at a point leave it in its tracks. (University of Wales Trinity Saint David, 2022). With Freeman’s 1984 meaning of a stake which has stayed unaltered for 30+ years, Freeman’s definition does not specify anything about what stake an organization hold in an organization or why that organization ought to be engaged in, what is it that the organization expect from them and when (Horton and Pilkington, 2017). Interest in the power-interest matrix is how interested are stakeholders in the organization task/thought? Will it be advantageous to the stakeholder for instance? (University of Wales Trinity Saint David, 2022). The power-interest matrix is made up of four quadrants to place stakeholders in each quadrant to show the position of stakeholders in organizations.
In the high power, low interest quadrant the Communication Workers Union (CWU) was placed there because they are the ones to cause the Post Office and the Government the most noise by fighting for the rights of the employees of the Post Office by demanding from the government, Post Office Management, a rise in pay for employees and government to rise the public sector pay to its workers.
High power, high interest to the case study of the Post Office strike over pay rise, placed the government and the management of the Post Office direct into this quadrant of high power, high interest in managing closely how they have power over the employees, organization.
The suppliers, customers were placed in the low power, low interest quadrant of the Matrix based on customers and suppliers need minimum effort and rarely effect the organization like how the other stakeholders can have negative effects for the organization by the power, influence, interest in what they possess about the organization.
The employees placed within the low power, high interest power-interest matrix by way of fact they hold no power in the organization, yet the employees have high interest in the organization for job security and fair wages. No power of unfair wages what the Post Office, Government wants to enforce on the employees, public sector,
Within the Power-Interest Matrix of the model you have informational strategy is a technique of illuminating somebody about something through public statements, pamphlets, and reports (University of Wales Trinity Saint David, 2022).
Persuasive strategy technique is where the specialist attempts to change and tune the information, demeanor and conduct of partners in a way that is great for the organization (University of Wales Trinity Saint David, 2022). Dialogue Strategy is where the two players commonly participate in a trade of thoughts and assessments. This includes dynamic meeting of partners pursuing a course of common comprehension and shared choices as opposed to key personal circumstance with respect to the association (University of Wales Trinity Saint David, 2022).
Below is a Power-Interest Matrix Model.
HIGH
Interest 
Power influence

LOW
                  LOW                                                                       HIGH
POWER-INTEREST MATRIX LIMITATIONS
The capacity of the venture director to correctly identify and oversee these partners in a fitting way to distinguish between victory and failure (Chung, 2016). The drawback of the power interest matrix is that except if you truly realize your partners well you can put them inaccurately on your matrix. A typical mix-up is by putting a partner where you maintain that they should be not where they truly ought to be. The matrix structure has limitations in managing complexity in primary, secondary sources, communication effectiveness internally, output quality, (Gos, 2015). Limitations of the matrix life inside the framework stays distressing and brimming with struggle which focuses to the degree of contention while attempting to carry out a matrix structure a significant limitation of this idea the matrix has numerous muddled and covering the subsequent uncertainty encompasses the designation of assets, specialized issues, pay rates, individual tasks, advancements and undertakings obligations this frequently brings about a condition of long-lasting organization struggle as each side battle to explain its extent of obligation and assets (Gos, 2015).
SALIANCE MODEL LIMITATIONS 
The salience model has certain limitations when compared to other stakeholder models for organization on how they can manage the stakeholder the salience model limitation. Contrasted with different models, this model demands greater investment and exertion. This is an emotional system, and predisposition in assessment can impact its viability. Observing three credits ceaselessly takes assets and time. This model expects credits to be available or missing, however, they might change between these two (Usmani, 2022). Albeit this model is additional tedious than others, it furnishes you with a superior investigation and comprehension of your partners (Usmani, 2022). The salience model limitations are huge in how it may be unaffected in its use to organizations. Characterizing a partner is an emotional interaction. one venture director might see a partner as hazardous while another may see a similar partner as requesting. The undertaking directors’ disposition towards the partner might contrast in view of his/her way of life and values (Singh, 2022). The salience model considers the three credits as one or the other present or missing. Regardless of these qualities might be to various levels (work on a continuum). For instance, in this model, the partners are treated as either having power or not having power. In any case, in all actuality, the partners might have different degrees of power. This model does not assist the project manager with doing examination of one partner with one more in view of a specific credit for instance, would one say one partner more remarkable than another? The salience model does not address this. The salience model depends on three credits, power, authenticity, and urgency. Nonetheless, there might be different qualities too that impact partners connections (Singh, 2022).
	Stakeholder
	Power/Interest
	Key Interest/Issues
	Communication Channel
	Frequency
	Comments

	

Government


	

High power, high interest
	
That organizations keep In line with government policy, rules, regulations
	
Reports, Meetings, Discussion, Debate.
	

Often
	
To stay within all policies, regulations, up-to date with what is happening in the government.

	



(CWU) Communication Workers Union
	



High power, low Interest
	Employee rights in organization on fair pay, pensions, term and conditions, equal opportunities, health and safety, politics communication workers union, (2022).
	



Newsletters, consultations, campaigns,
	



When unfair issues arise
	
Employees staying in membership, with the (CWU) for the rights of employees to assist whenever the occasion may arise

	

Management
	

High power, high interest
	Employee retention, employee commitment, employee satisfaction.
	
Newsletter, memos, report, meeting, debate
	
Weekly, monthly, quarterly, annual
.
	
Management to keep employees informed about policy and regulations

	
Employee
	
Low power, high interest
	Job security, fair pay, job satisfaction, job security.
	Newsletter, meeting, memos
	
Monthly, quarterly, annual
	Equal rights, opportunities growth, progression

	

Customers
	

Low power, low interest
	To have satisfaction, value, in the products, services what they are receiving
	
Newsletters, reports
	

Monthly
	
Customer service 1st, build relationships

	

Suppliers
	

Low power, low interest
	To receive payments on time and to build good relationship with the organization
	Reports, memos, meetings, consultations.
	

Weekly
	
Build relationships, keep happy, business happy


	STAKEHOLDER COMMUNICATION PLAN






Thomas-Kilmann Conflict Instrument Model.[image: Application
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LOW                      COOPERATIVE              HIGH



[bookmark: _Int_Y2PNqGZC]A worry of Kenneth Thomas and Ralph Kilmann in fostering the TKI (Thomas Kilmann Instrument) was "social allure predisposition", a peculiarity in testing wherein assess takers answer questions untrustworthily. As opposed to really portraying their own way of behaving, they reply in manners they believe are socially alluring (Sample, 2008). The Thomas-Kilmann conflict instrument model (TKI) sorts out five refereeing styles in view of two aspects assertive, cooperative (University of Wales Trinity Saint David, 2022). The risk in any style is that you might utilize your favored mode without much forethought — in any event when it is not the most suitable mode (Sample, 2008). The Thomas-Kilmann Instrument (TKI) with component’s competing (win-lose), collaborating (win-win), avoidance, (lose), accommodating (lose-win) and compromising (lose-lose) having assertive on left side, cooperative running along the bottom of the conflict instrument model. 
Another significant issue while utilizing the TKI or comparative evaluations in business settings is whether they are substantial for use with various population, like those from different ethnic backgrounds (Schaubhut, 2007).
AVOIDENCE (TKI)
Avoiding this is the point at which you keep away from the issue. You are not assisting the other party with arriving at their objectives, and you are not decisively chasing after your own (University of Wales Trinity Saint David, 2022). Avoiding can be in the form of letting individuals clam down to avoid any tension that may arise from that situation. Avoidance can be when individuals avoid certain situations if other individuals can deal with it more effectively (Sample, 2008). Avoiding seems to be running away when you should just process the problem straight away with a solution at the end of the avoidance of the situation. Avoiding can come when individuals see no way of fulfilling their interests — for instance, when you have low power, or you are disappointed by something that would be truly challenging to change (Sample, 2008). Avoiding can cause problems for individuals who overuse avoidance like making people feel like they are walking on eggshells while critical issues can be made to left to fester.
COLLABORATING (TKI)
Collaborating in the conflict model is where you accomplice or match up with the other party to accomplish both of your objectives. This is the way you break free of the "win-lose" worldview and look for the "mutual benefit." (University of Wales Trinity Saint David, 2022). Collaborating according to (Sample, 2008) writes at the point when you really want to find an integrative arrangement and the worries of the two players are excessively critical to split their differences. The danger with collaborating style that individuals can spend too much time on discussing issues that do not seem to execute the situation which in turn is energy and time wasting for that individual, collaborating with others makes it easy to for others to take advantage of the individual trust and openness. Collaborating according to (Sample, 2008) “Having difficulty seeing differences as opportunities for joint gain, learning, or problem solving”.
ACCOMMODATING (TKI)
 Accommodating this is the point at which individuals participate to a serious level, and it could be one individual, and really neutralize their objectives, goals, and wanted results (University of Wales Trinity Saint David, 2022). Accommodating can be at the point when the issue is more critical to the next individual than it is to you — to fulfill the requirements of others and as a generosity signal to assist with keeping a helpful relationship (Sample, 2008). According to (Sample, 2008) accommodating can, writes at the point when you need to assist your representatives with creating by permitting them to gain from their mix-ups. Conceding a lot to the worries of individuals can deny individuals of impact, regard, and acknowledgment. It can likewise deny the organization, individual commitments (Sample, 2008). With accommodating individuals can sometimes see individuals with accommodating style as unreasonable and having problems admitting when they are in the wrong.
COMPETING (TKI)
Competing with this is the "win-lose" approach. At the point when speedy, definitive activity is crucial — for instance, in a crisis (Sample, 2008). individuals act in an especially certain way to achieve their goals, without attempting to assist the other party, and it very well may be to the weakness of the other party (University of Wales Trinity Saint David, 2022). With competing individuals can be surrounded by “yes” individuals. Assuming this is the case, this is on the grounds that they have discovered that it is incautious to contradict individuals or have quit any pretense of attempting to impact individuals. This shuts individuals off from receiving information (Sample, 2008). With competing comes competition, in a serious environment, one should battle for impact and regard, acting more certain and surer than the individual feels. According to (Sample, 2008). individuals might know nothing about the power they have, untalented in its utilization, or awkward with utilizing it. This might impede your adequacy by confining your impact (Sample, 2008). The downside to competing in organizations that individuals can now and again worry for others' sentiments or tensions about the utilization of force make individuals sway, which might bring about delaying the choice and adding to the anguish and additionally hatred of others.
COMPROMISING (TKI)
Compromise (lose-lose) when individuals take time and energy to listen to the willingness to work on any given situation that may arise in an organization. At the point when two adversaries with equivalent power are emphatically dedicated to fundamentally unrelated objectives — as in organizational management (Sample, 2008). Compromising comes at the point when you need to accomplish an impermanent settlement of a perplexing issue (Sample, 2008).
The chosen approach for managing the conflict within the post office is accommodating in the conflict issue between the Post Office management, government politics and the communications workers union on behalf of its members the key workers of the post office and to get the best outcome in the way of the conflict on pay freeze and pay rise. Accommodating the Post Office management, government while representing the key workers to try and win the best outcome for the key works from the management, government politics. With having a lose-win effect for the outcome with the employee winning a better decision what is being proposed now to the post office employees. 
Thomas Kilmann Conflict Instrument Limitations
The Thomas Kilmann conflict instrument TKI has limitation on the question it asks that do not really fit in with most individuals, the Thomas Kilmann conflict instrument is culturally unaware on issues outside mainstream white culture. Another significant issue involving the Thomas Kilmann conflict instrument TKI or comparative appraisals in business settings is whether they are substantial for use with various population groups, like those from diverse ethnic backgrounds (Schaubhut, 2007).
The Employment Act 2002 (Dispute Resolution) Regulations (the Dispute Resolution Regulations) came into force on 1 October 2004 and require all employers to follow minimum statutory procedures in dealing with dismissal, disciplinary action, and grievances in the workplace (Gibbons, 2007).
DISPUTE RESOLUTION 
On how business questions not tackled in the working environment ought to be settled from here on out. The vision is of an extraordinarily expanded job for intercession; the demeanor is based on the insight into the utilization of intervention in settling troublesome family debates, and furthermore with some contribution in elective question goal through the common courts. Empowered by indications of outcome with regards to business questions somewhere else on the planet, this praise expanded utilization of intercession to managers, workers, and specialists in Great Britain. The dispute resolution cost the UK government £120 million per year in trying to resolve organization disputes (Gibbons, 2007). Business councils process a wide assortment of cases, from basic compensation claims worth under £100 to exceptionally complex separation cases with limitless harms. However, all cases that do not settle and are not settled go to a legal hearing. The expenses to parties and the state can be profoundly unbalanced to the worth of the case (Gibbons, 2007).
CONCLUSION 
The conclusion on this portfolio with the many different conflict models, the post office, and the conflict within the post office from the post office key employees is the need for management to establish an effective outcome to make the employees not walk out of the job again through the actions of strikes having adverse effects for the post office and its customers. An effective change of management would have better results for employees. Management needs to be more compromising. 


RECOMMENDATION
Managers need to look at the retentive limits of the social and actual designs related with their association and effects of such designs on association adequacy (Stein, 1995). 
Figuring out the circumstance. barely any circumstances are precisely as they appear or as introduced to you by others Try not to utilize pressure and terrorizing close to home eruption or forcing individuals might stop the issue (Stein, 1995). 
The post office would also benefit from the following recommendations for the post office and its employees to have an accommodating conflict style enabling employees to get what they want from the management, government with the accommodating conflict the employees are accommodating management, government and not losing to the management, government for how accommodating works in favor or the employees for them to have a better result. 
Produce clear, straightforward, non-prescriptive rules on complaints, discipline, and excusal in the working environment, for bosses and representatives (Gibbons, 2007).
Acquaint another basic cycle with resolve monetary debates without the requirement for court hearings (Gibbons, 2007).
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