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[bookmark: _Toc110198129]Introduction
In every context, there is an internal system that is influenced by factors such as power, politics, and religion. Individual characteristics of organisational behaviour have just as much influence on how well a group functions as do these factors. They often have the ability to alter the development of those constituents and have an impact on the environment as a whole (Sapapthai et al., 2020). Organisational dynamics can be shaped by their influence and that of the people who govern them more than any other force; as in the conventional political systems of government, power and politics in a business or organisation are distributed among the various sections of the system that wield it (McKibben, 2017).
This paper will discuss the case of a post office in the United Kingdom where employees have developed a conflict regarding their pay. The case study discusses the conflict in which 114 Crown Post Offices will be closed over a conflict between employees and the employer. The case will be crucial in the discussion of power and politics in business organisations. In addition, the case study will be discussed in terms of the analysis of the stakeholders. Different models of stakeholder’s analysis and different approaches to conflict resolution will be discussed in this paper in light of the given case study. 
[bookmark: _Toc110198130]Question 1: Power and Politics in Organisations
Organizational power and politics are unavoidable facts that cannot be disregarded. Power structures and financial interests remain a problem in even well-run enterprises, despite the general view that the rise of the governing class and the professionalisation of company operations have reduced the incidence of power politics in organisations (McKibben, 2017). As a result, the primal need to stand up to those in authority and impose one's will cannot be ignored or rejected. It's been around since the dawn of time, long before there was a written record of it. It is because of this that those in the middle and those who have been passed up for advancement to CEO or other C-level positions resist such power moves by the upper echelons of management (Buchanan & Badham, 2020).
One of the essential themes in organisational behaviour research is power and politics. Organisational dynamics determine the nature of both power and politics since they are shaped by the interactions of various constituent parts. A person’s power is described as “the capacity to affect and manipulate whatever that is valuable to others.” It is the capacity to influence the conduct of others in the organisation and persuade them to do things they would not have accomplished otherwise (Somoye, 2016). Despite the fact that the phrases “power,” “authority,” and “influence” are sometimes used interchangeably, there is a distinction to be made. To have power, one must be able to influence someone or something else in some manner. Power may be lawful, or it might be illegal. A person’s position in an organisation doesn’t always indicate their level of authority. Authority, on the other hand, is a lawful kind of power. As a general rule, the organisation’s sanctioned authority serves as the primary source of power. Unlike power and authority, influence is a far larger term than either one (Powell & Tilt, 2017).
As a result of organisational politics, many efforts are conducted informally or behind the scenes to promote ideas, influence an organisation, strengthen authority, or achieve other specified aims. Politics has always been a part of life for people, even if it hasn't always been pleasant. Disputes over competing interests, according to Aristotle, are at the root of politics, and must be resolved in some way. Strategic planning based only on "rationality" may fail when goals are fundamentally out of sync. Politicians use several tactics to influence public opinion. Employees in today's workplace must be able to cope with a wide range of agendas and shifting power structures in order to succeed (Somoye, 2016). Effective politics isn't all about winning at all costs, but rather about maintaining ties while still achieving your objectives. Despite their negative associations, organisational politics aren't always bad. Instead, it is vital to recognise the potentially destructive components of organisational politics in order to minimise their negative influence. Naturally, people in organizations may waste their time engaging in political behaviour that isn't useful. According to HR Magazine study, organizations are spending 20% of their time dealing with politics (Buchanan & Badham, 2020).
Using influence methods to further one’s own or the organisation’s own goals is referred to as “organisational politics.” Studies reveal that those with diplomatic acumen do better than their politically ignorant peers in terms of attaining power and influence and handling stress and work demands (Arora & Rao, 2018). They also have a bigger influence on the results of the company. In the workplace, unfavourable office politics may have a detrimental impact on a company’s success. A stressful and chaotic workplace environment may be caused by the politicking that separates co-workers, managers, and subordinates. It may also have a negative impact on staff performance and motivation. Unresolved office politics may lead to higher staff turnover and a tarnished business image. Depending on the seriousness of the political engagement, there may also be legal and financial consequences (Powell & Tilt, 2017).
For this reason, it is critical to swiftly recognise political conduct and equitably impose disciplinary punishment when necessary. Positive political activity by the staff has the opposite impact on a company. Workplace politics may be beneficial if workers do good things and have a positive impact on others. Building interpersonal employee ties, improving efficiency and behaviour and eliciting change may all be achieved via the usage of this tool. In the long run, positive political conduct may increase corporate morale and employee satisfaction (Arora & Rao, 2018).
The case study shows that the members of the communication workers union are angry about the compensation policy of the post office. The union has announced a strike and claimed that 114 crown post offices would be closed for a day. The call of the strike shows that more than 11000 sub-post offices around the United Kingdom will also be closed. The case study shows a strong example of the use of power and politics in an organisation. In the past, unions have been founded to guarantee that their members get a fair salary, benefits, and working conditions. They represent workers in a certain industry or kind of employment when negotiating with firms and governments (Powell & Tilt, 2017). As described earlier, power and influence are used by employees to accomplish their interests in organisations. Consequently, the dispute in the case study is regarding the salary increment that may be the personal objective of employees (Sapapthai et al., 2020). 
According to the union of workers, they are raising the voice of their workers who work hard for the success of their organisation, and the government does not focus on enhancing their pay. The current situation has become worse since sub-post offices will not be able to operate due to the influence of crown post office workers. Consequently, the business will not be able to function due to the unavailability of workers (Arora & Rao, 2018). The case study is a good example of where the adverse influences of power and politics in businesses can be witnessed. It can be assumed from the case study that the communication workers union has played a vital role in the development of this dispute. A union represents a tiny proportion of employees working in an organisation, suggesting the use of power and politics has developed this situation that will restrict other workers from accomplishing their duties in the organisation (Somoye, 2016).
[bookmark: _Toc110198131]Question 2: Stakeholders Analysis
[bookmark: _Toc110198132]Salience Model
Stakeholder management is one of the essential aspects of project management and, more generally speaking, of any kind of job that requires interacting with other people. The attribute of being extremely obvious, significant, or conspicuous is referred to as salience (Geppert et al., 2016). Stakeholder salience thus is the relevance businesses assign to their stakeholders and the precedence they assign to stakeholder assertions while making choices and performing activities. It employs three criteria to classify stakeholders:
· The capacity of a project stakeholder to force their will on the result of an organisation, deliverable, or project is known as “power” in the project management business (Selmier, 2017).
· Legitimacy: the competence and amount of involved engagement parties have in development and if their involvement is suitable and to what level.
· Urgency: the time anticipated by stakeholder groups for replies to their aspirations and hence the necessity for rapid action (Nurhayati et al., 2018).
Latent stakeholders have a common characteristic. The other characteristics, with the exception of “power,” are not relevant; as a result, very little attention is paid to them. According to the case study, sub-postmasters and communities can be categorised as latent stakeholders. The power and legitimacy of expectant stakeholders are strong, but so is their sense of urgency (Selmier, 2017). Managing these stakeholders is critical since they have a genuine interest in the outcome. Their rating is lower than that of the core group because of the lack of urgency. Workers, operators, and service partners can be categorised as expectant stakeholders according to the case study (Nurhayati et al., 2018). 
Stakeholders with strong power and urgency are defined as definitive stakeholders under the salience model. The post office will exercise careful management over them. Definitive stakeholders will include top leadership, government, union workers, and consumer groups, according to the case study (Geppert et al., 2016). 
[bookmark: _Toc110198133]Power Interest Matrix
Team members may feel apprehensive about doing stakeholder analysis based on the culture of the organisation. Team members must be able to put their faith in one another. A facilitator or consultant from outside the organisation might be quite beneficial in this situation. Because they are outside the organisation’s internal politics, they are able to maintain their analysis objective (Nesmith et al., 2021). It is possible to assess who has the most or least influence on a project by plotting stakeholders on a power/interest grid. People with a lot of power and a lot of interest have to be kept happy and informed. When a stakeholder has both of these things, it is imperative that businesses manage their expectations extremely carefully (Newman & Clarke, 2018).
[image: ]
The community can be categorised as the stakeholders who have low interest and low power since it is not directly involved in the operations of the post office. On the other hand, workers and consumer groups can be categorised as stakeholders who have low power and high interest in the case since, they cannot influence the decision of strike but can be substantially influenced by the strike (Newman & Clarke, 2018). Communication workers union has high power and low interest in the case since it may not take direct advantage of the situation but has a substantial influence on the situation. Government, management of the post office, and the members of the union are components in the matrix that have high power and strong influence in the situation given in the case study. 
[bookmark: _Toc110198134]Analysis of the Stakeholders in the Case
In a commercial setting, it may be difficult to give equal weight to the needs of stakeholders and competing interests. When everyone is on the same page, the process advances swiftly. It's not always the case that they're working for the same aim. As a result of shareholder pressure, some organisations may have to lay off employees or reduce their salary in order to save money. Workers at the post office have called for a strike in order to demand higher wages, according to the case study (Newman & Clarke, 2018). For the government and the organization's senior officials, this may be a dangerous condition since it is simple to declare a pay hike policy for employees without considering the effect on other post office stakeholder groups. The government of the United Kingdom, for example, will be negatively impacted if wages are increased, as the government's costs would likewise rise. Customers will be forced to pay extra if the post office's senior leadership chooses to raise employee wages. As a result of this tactic, the organization's future negative politics will be bolstered (Nesmith et al., 2021).
In today's business environment, there are many different sorts of stakeholders, and each of them has a stake in the success or failure of a firm or organisation. Stakeholders include consumers, investors, suppliers, municipalities, and the government. In order to satisfy a wide range of stakeholders, companies often have to make concessions. According to popular belief, firms exist in order to offer a product or service for their customers (Ramkumar, 2020). Those who are happy with the business's goods and services become shareholders in the company. Customers will be unable to receive messages if there is a strike, according to the case study. Delivering packages, money, and mail to customers is a basic responsibility for postal workers. As a result, Britain's government has expressed worry for consumer groups, who would be negatively impacted by the strike (Ortega et al., 2019).
Employees have a vested interest in the company since they are able to make a decent income while also receiving a variety of benefits. Depending on the nature of the firm, employees may also have an interest in health and wellbeing (Ortega et al., 2019). Workers' demands for a salary increase are at the heart of the walkout, according to the case study. Taking control of the problem requires that the government raise their wages. Developing a fair remuneration system for postal employees is the responsibility of the organization's senior management. In addition, the workers' union has claimed to be fighting for employees' basic rights (Ramkumar, 2020).
A person's culture may have an impact on how they think and act. Researchers in the field of cross-cultural psychology often examine the contrasts and similarities between cultures that value individualism and those that value collective good. If you're a member of a group, you're more likely to be part of an individualistic society (Wood et al., 2021). People are considered as self-sufficient and self-reliant in such a society. It is common for social conduct to be influenced by the preferences and attitudes of people. People who are self-reliant, assertive, and independent are seen as "good" in individualistic cultures. Collectivist societies, on the other hand, emphasise qualities such as self-sacrifice and a willingness to give back (Wood et al., 2021). 
[bookmark: _Toc110198135]Limitations of the Models
[bookmark: _Toc110198136]Limitations of the Salience Model
The classification of stakeholders is an inherently subjective procedure. A stakeholder may be deemed “hazardous” by one project manager, but the same stakeholder may be deemed “demanding” by another. How a project manager interacts with stakeholders may be influenced by their cultural and personal beliefs. According to the model, each of the three characteristics is either "present" or "absent" (Raha et al., 2021). These features may be present in varied degrees in reality, although (operate on a continuum). When it comes to stakeholders, this paradigm treats them as either powerful or powerless. However, stakeholders may really wield varying degrees of authority. The project manager can’t use this model to compare one stakeholder to another based on a certain property. As an illustration, is one stakeholder more influential than the other? This is something that is not taken into consideration by the Salience Model. Power, legitimacy, and urgency are the three pillars of the model. Stakeholder connections, however, may be affected by other factors (Wallace & Michopoulou, 2019).
[bookmark: _Toc110198137]Limitations of Power-Interest Grid
This analytical approach will assist businesses in determining the most effective use of various resources, including time and energy. In order to maintain the interest of all major stakeholders, it is critical that managers and the top leadership of an organisation put in a significant strategic effort to determine where their true power lies. In order to keep people interested, they must use the appropriate channels and methods for communication. This tool’s drawback is that if businesses don’t know their stakeholders well enough, they could put them in the wrong spot on the grid (Wallace & Michopoulou, 2019). A typical blunder is to place a stakeholder in a position where they should not be. As a result, it’s critical that they get to know them, visit them, examine them, and get an understanding of their values and ideas in order to put them in the right location on the grid. In addition, the most prominent limitation of using the power-interest grid is that it can place a stakeholder in the wrong place, which can adversely influence the outcome of a project. It is essential to put the right stakeholder in the right place to accomplish an effective outcome through this model. Otherwise, a manager or the top leadership of an organisation may not take the desired outcome of using this model for the analysis of their stakeholders (Raha et al., 2021). 
[bookmark: _Toc110198138]Appropriate Model for Shareholder Analysis
In order to successfully manage stakeholders in a change project, the power/interest grid is utilised to categorise them. Those who have a significant stake in the project are mapped on a grid-based on their level of power and interest. It is possible to build strategies for efficiently managing all stakeholders by categorising the various stakeholders (Slabá, 2016). The post office management team can use categorisation to establish a communication strategy for stakeholders. Those stakeholders who have a high level of power, as well as a high level of interest, will be more interested in having frequent interactions with the organisation, while those stakeholders who have a low level of power, as well as a low level of interest, do not need regular and thorough communication. Nevertheless, this does not always imply that one should disregard their concerns (Vogler et al., 2017).
Stakeholder prioritising is made easier with a power interest grid, which lets businesses better allocate their time and resources. For both the project team and the larger business team, it’s a great communication tool since it clearly identifies which stakeholders fall into which categories and how a particular business is managing them (Slabá, 2016). With this information in mind, it may also assist the post office’s leadership in better understanding the business’s stakeholders and predicting conflicts of interest. Consequently, the most appropriate approach for the analysis of the stakeholders in the light of the given case study is the power-interest grid. The rationale for selecting this model as an appropriate approach for the analysis of stakeholders is its simplicity and comprehensive use, according to the case (Wallace & Michopoulou, 2019). 
[bookmark: _Toc110198139]Question 3. Dispute Resolution Approaches
Employees despise confrontation at work. If it isn’t dealt with in a timely manner, it may have a negative impact on morale, interpersonal interactions, and job productivity. There has been a great deal of work done to discover strategies for conflict resolution that are both time-efficient and effective. A model for conflict resolution was established in the 1970s by scholars Kenneth Thomas and Ralph Kilmann. After them, the Thomas-Kilmann model got its name (Vogler et al., 2017). In this viewpoint, 'conflict' refers to a scenario where no one's interests can be compared to the concerns of others. There is conflict when more than one individual or group has an interest in something that is at odds with the others. When two or more individuals disagree, conflict is inevitable. It’s possible that their views, beliefs, ideas, motives, or goals are at the root of the conflict. Assertiveness and empathy are the foundations of this conflict management strategy (Hastings et al., 2019). There are five ways to resolve disagreement based on these two aspects: competing, avoiding, accommodating, collaborating, and compromising, all of which are listed below.
Assertiveness is the first thing to master when it comes to resolving conflicts. To be assertive is to be able to speak out for what someone believes in and stick to it. According to the context, it may have either a favourable or bad impact (Kolesnichenko et al., 2019). Assertiveness may seem to be hostile, yet it is simply a means to communicate clearly. The second aspect of conflict management is empathic communication. To be empathic is to be able to comprehend and share the emotions and thoughts of another person. A person may put himself in another person’s shoes when he sympathises with them. As a consequence, he will be able to locate solutions to the problem more quickly (Cioarță, 2020).
[bookmark: _Toc110198140]Competing
In Thomas-Kilmann conflict theory, the first conflict mode that is aggressive and non-cooperative is known as competing. An example of this would be to focus on one’s own worries at the expense of others (Kolesnichenko et al., 2019). When one is in a power-orientated state, one exploits whatever power dynamics are suitable to achieve the desired objective. Whether or not a person can argue, their place in the hierarchy or their financial status is the most important factor in their success. Competition is defensive in nature; it is just a matter of defending one’s principles and attempting to win (Hastings et al., 2019).
Competing is a common approach to resolving differences of opinion. For those in commanding positions and with little time and resources to end the issue, this technique works effectively. Competition isn’t necessarily a negative thing. The act of competition really aids us in achieving our objectives (Koley & Rao, 2018). However, there are significant downsides to this approach. First and foremost, competition often results in unpleasant feelings like rage, frustration, resentment, and a general feeling of antagonism toward the other party. As a result, a business won’t be able to create strong connections with people since the top leadership won’t listen to what they have to say. Even more worrying is that the other party may no longer be interested in working with the organisation (Cioarță, 2020).
[bookmark: _Toc110198141]Avoiding
The Thomas-Kilmann paradigm says that avoidance is both uncommunicative and confrontational. When it comes to their own problems or those of others, the individual isn't bothered. Their lack of enthusiasm in participating is obvious. Avoidance may be seen as a political strategy to avoid or overlook an issue. In other words, it may mean delaying action until a better moment comes around, or it could mean just removing oneself from an unpleasant or dangerous circumstance (Delic et al., 2017).
Avoiding confrontation is the second way to cope with it. When a person knows that they have no control over the other person, they utilise this conflict management method. Alternatively, they avoid conflict by disregarding or avoiding the dispute altogether. Additionally, they opt not to address the problem at all. Passiveness and weakness are typically associated with avoiding. The only exception to this rule is when someone really needs to avoid confrontation. An individual will avoid having to deal with the issue, which will allow him to relax (Thompson, 2019).
[bookmark: _Toc110198142]Accommodating
The third method of resolving disagreement is to accommodate. This strategy is based on a willingness to make compromises (Koley & Rao, 2018). For example, if a person asks the other to do something, the other person agrees to do it rather than arguing about it. It’s a good method to deal with disputes when businesses don’t have a lot of sways. However, it is essential for businesses to recognise that they cede control of their own agenda by making compromises. So how can a business know whether it’s worth it to give in? Before making a decision, carefully examine the advantages and disadvantages (Cioarță, 2020).
This mode is described by Thomas-Kilmann as accepting and cooperative at the same time. It’s the polar opposite of competition. In order to be accommodating, the person concerned disregards their own difficulties or viewpoints in order to focus on the needs of the other. Self-sacrifice is emphasised in this style of writing. Consistently demonstrating consideration for the viewpoints of others is an important part of being tolerant. Accommodating requires, even if a side does not want to, that the other person's opinions or choices be conceded by one party in a conflict (Delic et al., 2017).
[bookmark: _Toc110198143]Collaborating
The most advantageous outcome of the Thomas-Kilmann conflict paradigm is cooperation, which is aggressive and cooperative at the same time. It's the absolute reverse of avoidance, to put it another way: Collaboration necessitates a desire to engage with the opponent in order to produce a win-win solution (Delic et al., 2017). In order to collaborate effectively, it is necessary to delve into a problem and identify the most pressing needs of the parties involved. Two or more individuals coming together in an effort to figure out “why” they disagree may be a type of collaboration. It entails attempting to find novel solutions to interpersonal problems while also learning from the experiences of others (Koley & Rao, 2018).
A reasonable approach is used to issue solutions while working with others. Businesses try to find a middle ground between the two parties involved in the dispute. Additionally, businesses look for areas of agreement and collaborate with others in order to achieve common objectives. If all sides are serious about finding a solution, then this is the best option (Thompson, 2019). In this situation, the purpose is to come to an agreement with one another. However, it’s important to keep in mind that working together isn’t always simple. It necessitates openly discussing one’s thoughts and emotions. Dispute resolutions need two individuals who can put their faith in one another and appreciate the benefits of teamwork (Nguyen et al., 2019).
[bookmark: _Toc110198144]Compromising
Both aggressive and cooperative behaviour is considered to be, on average, in the Thomas-Kilmann conflict model’s final conclusion. All stakeholders must be satisfied with the final outcome and it must be successful in the long run (Nguyen et al., 2019). Compared to other sports, it's about average in terms of rivalry. Collaborative efforts are better at solving problems, but they don't have the same level of depth. Compromises must be made or a quick remedy must be found to assist break the impasse in reaching an agreement. This is what we mean when we say "compromise" (Fotohabadi & Kelly, 2018).
In order to compromise, an organisation must find a middle ground between two conflicting perspectives. When an organisation does this, it is consenting to certain conditions but also letting go of others. Moreover, because the organisation is attempting to mediate a dispute, it’s imperative that the management of the organisation is flexible (Fotohabadi & Kelly, 2018). As a result of this method, both sides are likely to feel as though they have gained something from the disagreement. However, compromising can enhance power and politics in an organisation since the competing party may assume that its power played a crucial role in terms of resolving the conflict. On the other hand, a business may need to compromise on important things to resolve conflicts by using this approach (Thompson, 2019).
[bookmark: _Toc110198145]Recommended Approach
Thomas-Kilmann’s model proposes certain approaches for resolving conflicts in organisations. The model suggests that an organisation can compete, compromise, collaborate, accommodate, and avoid a particular conflict in the organisation (Nguyen et al., 2019). According to the case study, the management of the post office needs to employ an appropriate approach to settle the conflict to call the strike off. In case of employing the competing approach to settle the dispute, the management will not listen to the concerns of employees and will focus on terminating employees who will be joining the movement for their pay raise. This approach will not be appropriate since recruiting is not an easy task to do. On the other hand, the organisation will lose a number of experienced and skilled employees. Consequently, competing cannot resolve the issue but can enhance the challenges for the management (Fotohabadi & Kelly, 2018). 
On the other hand, compromise is another approach that the management can pursue to resolve the conflict. Compromising suggests that the management of the post office will need to compromise on the interests of other stakeholders and will need to enhance the salaries of its workers (Chang et al., 2021). However, employing this approach will further enhance the power of union workers in the organisation. They may call for frequent strikes in future to accomplish their interests, and the organisation will need to accomplish further demands of union workers by overlooking the interests of other stakeholders. Consequently, compromising is also an approach that is inappropriate for the management of the post office (Delic & Neidhardt, 2017). 
Avoiding the issue is one of the approaches proposed in the model that are most unfavourable. In the modern business world, an organisation cannot avoid a dispute since workers have to work collaboratively to accomplish the goals of their businesses. In addition, organisations have to work with other stakeholders in society which enhances the likelihood of conflicts in businesses (Thompson, 2019). Avoiding a particular conflict is not the appropriate approach for the management of the post office. Post office management cannot delay the resolution of this conflict since workers have already called for a strike that will have a negative impact on several stakeholders of the business. The organisation cannot delay the resolution and need to resolve the dispute as soon as possible to positively influence its stakeholders (Delic et al., 2017).
Accommodating employees is another approach that the management of the post office can employ to resolve the conflict. Employing this approach is a bit like compromising on the interests of the organisation and other stakeholders involved in the dispute. Accommodating suggests that the management of the post office will need to make the decision to raise the salaries of workers without evaluating the impact of the decision on other stakeholders (Koley & Rao, 2018). Accommodating employees in the given case may enhance their power in the organisation, which may adversely influence the organisational goals and objectives. Consequently, accommodating employees is also an inappropriate approach in the given case. The management of the organisation will not be in an appropriate position if it accommodates employees, and employees will dominate the position (Delic & Neidhardt, 2017). 
On the other hand, the organisation will need to employ an approach through which it can address the root causes of such conflicts in future. The model of dispute resolution suggests that collaborating is one of the most favourable approaches that organisations can employ to settle their disputes. Collaboration suggests that the management of the post office will need to collaborate with employees to find the most appropriate solution to the issue. The management of the organisation may need to meet the union workers so that it can listen to the concerns of employees. In addition, union workers may also determine the intentions of the management of the post office by using this approach (Chang et al., 2021). Through this approach, the management of the post office will be in a better position to inform union employees about the decisions that the organisation is making to resolve their concerns. Collaborating is considered the most favourable approach to conflict resolution since each party may gain something through collaboration. In addition, it is one of the approaches proposed by Thomas and Killmann that focuses on the development of relationships between all parties involved in the dispute. The analysis of all approaches proposed in the model suggests that the most appropriate approach for resolving the conflict between the management and employees in the given case will be collaboration (Delic & Neidhardt, 2017).     
[bookmark: _Toc110198146]Conclusion 
When it comes to politics, it is the capacity to exert influence via the use of power that is the most important aspect of it. Whether or not power has a positive or negative effect on the workplace today is dependent on how employees use it to exert influence on one another. Because political behaviour penetrates organisational life and often lends power to persons who do not have it through their organisational position, there is a focus on how to develop and use power inside an organisation.
Resolving a conflict is a complicated process in business since it involves an analysis of stakeholders, suggesting the impact of the dispute on each stakeholder. Business organisations can select from a wide range of approaches to resolving their disputes according to Thomas Kilmann’s model of dispute resolution. In addition, organisations can use the power-interest matrix for analysing their stakeholders. The case study analysis suggests that collaboration is the most appropriate approach that can be employed by the management of the post office. 
[bookmark: _Toc110198147]Recommendations
Conflicts and disputes are inevitable in the modern business world, where people from different backgrounds may work together to accomplish their organisation’s goals. Based on the analysis of the given case study, the following recommendations are proposed for the management of the post office to resolve the dispute with employees:
· The management needs to respond to the concerns of employees to avoid more adverse circumstances of the current situation. 
· The organisation needs to conduct a stakeholder analysis to evaluate the impact of its decisions on the relevant stakeholders for making the most appropriate decision to resolve the conflict. 
· According to the Thomas Kilmann model of dispute resolution, the organisation should employ the collaborative approach to resolve the conflict. 
· The organisation needs to establish a committee involving members from the management and worker communication union so that members can collaborate with one another to find the most appropriate solution to the current situation.
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