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[bookmark: _Toc607814217][bookmark: _Toc109607925]Introduction
Using the Case Study of the 114 Crown Post Office workers dispute over pay. This portfolio will  look at how power and politics has manifested  in the case. It will look at stakeholders using the salience model and the power-interest matrix to analysis who the internal and external stakeholders while considering their influence and power within the decision making process. Also the limitations stakeholders have by categorising them into primary and secondary stakeholders groups. This will show who the high-powered high-interest decision makers and the influence they have over the decisions made in regarding the Crown Post Offices. Finally using Thomas Kilman’s Conflict resolution model the portfolio will suggest a resolution to resolve the Crown Post Office dispute.
[bookmark: _Toc109607926]Case Study; Crown Post Office workers dispute.
Post Office workers from 114 Crown Post Offices around the UK planned to stage a one-day walk out because of disputes over pay. During the 24 hour strike there would be no cash deliveries or collections from or to the 11,500 sub-post offices around the UK. Union members have become increasingly angry over the 2% pay rise received by Post Office workers over the past couple of years. The Communication Workers Union (CWU) claimed the Post Office generated a large profit in 2021/22 through-out the pandemic and the profit was largely due to the efforts of key worker employees. They also claimed the Post Office offer to worker was not in line with Government legislation regarding the rise in the cost of living which is 7%. The Union believed Post Office management adhered to Public Sector Pay polices while not following correct Government policies in regard to a significant sector of the workforce. CWU felt the Post Office Management were using power plays by way of antagonising their key employees (Race., 2022) and (Timmins., 2022).
[bookmark: _Toc109607927]Power, politics and conflict 
Power, politics and conflict makeup  the foundation of any organizations activities as well as playing an important part in deciding the structure of the environment of an organization. While power, politics and conflict are vital pillars of an organization because they closely relate to each other and differ with each other in terms of how they manifest within organizational activities. 
[bookmark: _Toc109607928]Power
Power could be defined as the ability or capacity despite resistance, opposition, or obstacles to direct and influence a course of events, resources or others behaviour for a specific outcome (Green., 2008). Power can be taken positively or negatively, words such as manipulation and domination are words associated with power and so perceive it to be negative. When power is used to establish democracy to help individual, stop a disaster or crisis then it is perceived as positive (Knights, and Willmott., 1999). Power in an organization can refer to the possession and influence held over others. Power is required by management within an organisational setting, as well as providing direction for others to follow. It assists employees in conducting task and performing efficiently. Power gives structure to an organization and assists management processes such as decision making and organising. 
[bookmark: _Toc109607929]Case study: Manifestation of Power and Politics 
Post Office are showing their manifestation of power through managers decision making with attempts at power plays to fulfil their own agenda. If at this stage Post Office had systems in place to promote open communication where grievances could be aired the outcome could have been empowering for the employees. By refusing to change their decisions on a pay freeze also of following Government legislation and policy in regard to pay as well as only a 2% pay rise in the past few years.
CWU workers are angry over a pay freeze and a 2% rise since 2021 they believe because the standard of living has risen to 7% then wages should rise at the same rate for the hard working Post Office employees. Especially after the dedication of the Post Office staff members who provided unprecedented service during the pandemic lock downs. The CWU also claim the Post Office is not following the correct policies concerning pay sector the employees fall in. It was also claimed management were trying to intimidate employees. 
In turn the employees are using the power held within the union to fight their corner. The Communication Workers Union (CWU) have used their power to strike, showing management they are ready to fight for their beliefs and values. This manifestation has arisen through employees feeling powerless as individuals but through collaboration and influence of the union strengthened by the employees potential proposal.
[bookmark: _Toc428085252][bookmark: _Toc109607930]Sources of Power
Within an organization there are six sources of power with formal and informal components. These six sources of power can be used to exercise force over the employees in an organisation setting. The holder of the power in organizations tend to have certain skills, authority, and influence over others, (Lusch., 1996), (Özdemir, and Özdemir., 2022) and (Ulziisukh, and Mei., 2022). There are various sources of power within an organisation, for example, management use power to analysis then implement change whereas the executive has the power to do things or change things to benefit the company. All decisions are for the benefit of the organization whether this be financially, productiveness or the organizations reputation, (Dosi., Marengo, and Virgillito., 2021).
[bookmark: _Toc547576479][bookmark: _Toc109607931]Formal Power
[bookmark: _Toc1500238016][bookmark: _Toc109607932]Reward power 
Can come in many forms such as praise, salary increments, promotion, certificates, gifts, positive feedback, more responsibility, or a bonus. Hartner-Tiefenthaler., (2021) believe managers use reward power tactics to influence and motivate subordinates into being more productive. Whereas if subordinates’ do not correctly perceive these tangible or intangible benefits, (Ziemianski., 2021), performance can be affected as well as feeling demoralised.
[bookmark: _Toc476667522][bookmark: _Toc109607933]Coercive power 
When emotional, physical, or psychological force is used to bend the will of another. Coercive power is based on the ability to punish. According to Sturm., Herz, and Antonakis., (2021) in organizations managers show coercive behaviour by disciplinary actions, verbal or written reprimands or termination of employment to name a few. If an employee refuses to work weekends or holidays manager could threaten with a reprimand or job termination. This power is also used to ensure employees follow the policies and procedures of the organization. Whereas subordinate response could be of resistance to coercive power.
[bookmark: _Toc1748994530][bookmark: _Toc109607934]Legitimate power 
This is given through position employee holds within an organization. Such as a manager who assigns tasks to subordinates, (Wellman, N., Mayer, D.M., Ong, M. and DeRue., 2016), though unwillingness of subordinates to do as they are told would risk being reprimanded or termination of employment. As well as managers, directors, chief executives (CEO) who all have legitimate power. But this power can also allow employees to withhold extra effort when completing tasks.
[bookmark: _Toc1791501784][bookmark: _Toc109607935]Informal or Personal Power
[bookmark: _Toc1254631903][bookmark: _Toc109607936]Referent power 
People with this power are admired by many and highly respected. These people are also influential and respected for their opinions. Although referent power is abstract it can arise from connections and the interpersonal relationship with peers and other influential people. Referent power is crucial when aligning hierarchy of the organization's stakeholders to look at the power structure and the main influencers (Creed., Zutshi, and Johnson., 2021). Examples of referent power include celebrities, patriotism, or mass leaders.
[bookmark: _Toc492184458][bookmark: _Toc109607937]Expert power 
Derives from knowledge an individual holds on a particular topic or in a field. These people are valued for their expertise, opinions, ideas and decisions are highly considered. Managers with expertise of problem solving for example or managers with exceptional interpersonal skills . This person's commitment to the organization is relied upon because of their knowledge (Isaacs, Bednall., Baral., Magliocca, and Dhir., 2022)  and (Lines., 2007) to satisfy leaders and achieve the organizations objectives more efficiently. 
[bookmark: _Toc1074600500][bookmark: _Toc109607938]Information power 
[bookmark: _Toc2108731940][bookmark: _Toc107316219][bookmark: _Toc108200765][bookmark: _Toc109577619][bookmark: _Toc109607939]This gives the holder of the information the ability to influence the dissemination of the information systems relevant to subordinate's situation within the organization, (Piercy., 1983) and (Jarrahi., Newland., Lee., Wolf., Kinder, and Sutherland., 2021).

[bookmark: _Toc109607940]Power Plays
Subordinates' response to power can be different depending on understanding of what is said and what is meant when it has been received (Kim., Lee., Kang., and Yang., 2022). Positive effects of power inspire commitment, creativity, organization, and personal goals. On the negative side subordinates could deal with management that bully, manipulate and even sexual harassment.
[bookmark: _Toc874350253][bookmark: _Toc109607941]Politics
Are the agreements made between individuals or groups to carry through definite objectives within an organisation, (Ferris, and Treadway., 2012). Politics in an organization represents the effectiveness of the management's ability to achieve objectives with little resources while maintaining efficient and productive, silent and obedient employees, (De Spiegelaere, and Vitols., 2020) and (Khalid, and Ahmed., 2016).
[bookmark: _Toc109607942]Organizational Politics
[bookmark: _Int_JnKoMinN]Organizational politics uses several tactics to achieve certain outcomes and get the job done. These include pressure through attack or blame for mistakes. Creating a false image of a situation or self so person in power would make decision in their favour (Lassl., 2019). Management could be affected by tactic to, if an employee is not happy and takes their problem to the executives to act, this could have a detrimental effect on all the management team. Politic is required in organization for social networking to achieve changes that benefit the organization or the individuals within it. To limit the effects political behaviours’ have on employees' job satisfaction or retention, (Albloush., Al-Zu'bi., Abuhussien., Almuala., Al-Utaibi., Taha, and Ahmad., 2021), organisations need to take measures to minimise or reduce organization politics. This could be done by introducing and implementing clear policies, providing opportunities for clear dialogue, transparency, and open communication to name a few.
[bookmark: _Toc109607943]Organizational Political Play- Case Study
In the case study through exerting their power as managers want to impose a pay freeze and all Crown Post Office employees have only received a 2% rise since 2021. Post Office Management have manifested power though their influence over  resources and decision making despite the huge turn over they have had over the past few years Management refuse to give employees a rise that matches the cost of living. Management have shown legitimate power as well as coercive power with using under-handed tactics to achieve the Crown Post Office objectives. Within the context of an organization, power plays are an important part in influencing activities when used correctly to reward employees with a bonus of going above and beyond the call of duty. In such ways as a pay rise or more responsibilities. In the terms of application in organizational activities this is attained through misuse of power and various political approaches. The effects of politics have been negative on the Crown Post Office they were accused of using hierarchical authority and resource control (which are two sources of politics) to attain control and influence employees (Smith., and Grenier., 1982).
[bookmark: _Toc109607944]Power and Politics
Power and politics are needed within an organisation to run smoothly. There are multiple methods and tactic used in politics to gain power (Wendorff., 2022), within an organization such as identifying with higher authority to gain special privileges, social exchange where two people feel obligated to repay social debt. The ‘power play’ this is when aggression is used to take power from other or the selective service who bend rule for personal gain and conflict (Davies., and Wyatt., 2021) and (Simpson., and Hond,. 2022). As well as alliances or networks which could be groups in the organisation with common objectives, these operate on friendships and contacts. Power and politics play a part for employees to whereas recognising and playing the game in their organization can advance career prospects.
[bookmark: _Toc109607945]Power and Politics: Case study
In the case study of the Management is driving cultural change with legitimate power. This formal element of leadership has been used by management to try to influence employees in the context of the organization, into completing the Post Office objective and accepting the 2%  wage increase also a pay freeze. Management have shown no sympathy to Crown Post Office workers or prioritised effects on employees morale. The effect of politics are negative for the Post Office and could decrease the employees commitment. While this may be the case it could be perceived by employees management are not taking this grievance seriously with their relaxed approach to a resolution. Management have made it clear there are still over 10,000 branches available to the public and open as usual, this could be seen as downplaying the dispute.
114 Crown Post Office the Communications Worker Union members (CWU) are also using power and politics to manage their grievances with the Post Office. The CWU felt management has no empathy for the loyal hard working employee especially after the employees of Post Office provided an unprecedented service during the pandemic. Due to feeling let down and betrayed the CWU voted to dispute the managements decision with two past strikes and plans for more. Workers has decided to exercise their rights to resist the use of coercive and legitimate power used by management by withholding their efforts. CMU have used referent power to influence the following of the Post Office employees.
With politics that consists of unstable power plays is an attempt by management to gain the advantage by showing that they are more powerful than the CWU.
[bookmark: _Toc109607946]Organizations Culture
As the workplace continues to evolve the culture of an organization uncovers the power and politics being played (Gandhi, and Sahai., 2022) and (Wendorff., 2022). According to Steinberg, and Zafar., (2017), the culture also determines how an employee understands the business or describes where they work and how they see themselves in relation to being part of the organization. Culture plays a part in how power is perceived in an organization. An organizations culture is made up of beliefs, attributes behaviours and values all employees use and share daily in the workplace (Mullins., and McLean., 2019). The culture in the workplace determines how an employee understands the business and how the employee describes where they work (Hussein., Ibrahim., and Ismael., 2022). Conflict can be triggered where there are cultural differences between different individuals or general interaction with one another within an organization (Teylon., 2021). In the context of individuals not willing to understand others diverse cultures can lead to cross-culture conflict (Vveinhardt,. 2018). Culture differences can be divisive and lead to a significant drop in productivity and affect individuals' morale and psyche (Salas., Salazar., Kramer., and Feitosa., 2014) and (Bhattacharyya., 2019) any type of conflict in an organization should be managed to make a multicultural work environment a more harmonious workplace environment. It is the managers duty to ensure that the organization can keep up with the changes driving the cultural transformation processes. This is best done by having good knowledge and awareness of strong leadership and how the style of leadership affects employees while empowering employees across the organization. 
[bookmark: _Toc109607947]Perspectives of Organizational Conflict        
[bookmark: _Toc109607948][bookmark: _Toc275013356][bookmark: _Toc107316227]Unitarist perspective- 
Organizations should be healthy and structured harmoniously while viewing conflict as unhealthy and bad for the company.
[bookmark: _Toc109607949][bookmark: _Toc1595596168][bookmark: _Toc107316229]Pluralist perspective- 
Believed conflict was inevitable within an organization because people seen things differently, have different goals and work towards their own interests and objectives.
[bookmark: _Toc109607950][bookmark: _Toc664751368][bookmark: _Toc107316231]Interactionist perspective- 
Believed conflict to be a positive force witch organization should embrace even encourage it as it was seen to be a sign of a healthy organization.
[bookmark: _Toc109607951][bookmark: _Toc119588988][bookmark: _Toc107316233]Radical perspective- 
Views it as necessary because an organization has a bureaucracy structure where control and order is given from top down. Conflict is an inevitable of the unequal nature of life within an organization.
[bookmark: _Toc109607952]Types Of Organizational Conflicts
· Interpersonal conflict this is between individual members.
· Intra-group conflict arises within a group, team, or department.
· Inter-group conflict occurs between a groups, teams, or departments.
· Inter-organizational conflict arises across organizations.
[bookmark: _Toc109607953]Causes of Conflicts	
An organization is responsible for work environments subordinates are enabled to thrive in. Within the workplace conflict can arise through difference of opinions whereas management may need to intervene (Black, and Falk., 1971) and (Starks., 2007). Conflict can be positive or negative towards an organization's reputation. Here are some causes to conflict in organization.
1, Poor Communication subordinates are caught off guard as they are not informed or involved in the decision making. Poor communication cause misunderstandings, barriers, and cause conflict which could hurt an employee's performance and morale (Jean., 2022).
2, Leadership problems this includes uniformed leadership, unavailable, inconsistent or to authoritative to name a few. Leadership problems can cause subordinates to lose trust, productivity and motivation in their jobs and the organization.
3, Personal chemistry, humans tend to not like in others what they see in themselves. Subordinates with conflicting cultures, personal values and beliefs that do not match the status quo (Lumantik, A. and Mahmud., 2022).
4, Lack of resources such as tools, support, equipment, or finances can demoralize an employee making them prone to negativity. Also causing stress as well as disagreements escalating into conflict over inadequate resources and bad management (Obholzer., and Roberts., 2019). 
Other sources of conflict which could arise in an organisation are time constraints, competition, organization change, task interdependence, cultural differences, team dynamics, or lack of common performance standards. Conflict resolution is a necessary part of an organization (Brubaker., Noble., Fincher., Park, and Press., 2014), to maintain the productivity and efficiency of the business. Conflict in the workplace setting can be functional or dysfunctional for a quick resolution it is necessary to understand the type of conflict (Lu., and Wang., 2017). Functional conflict is usually in-line with workplace polices and goals, it motivates and increases productivity of employees (Hyde., Jappinen., Theorell, and Oxenstierna., 2006). While dysfunctional conflict can arise from non-work-related conflict such as beliefs systems or cultural attitudes and can interfere with ability to focus on task at hand (Druckman, D., Broome, B. J., and Korper 1988).
[bookmark: _Toc109607954]Organization Conflicts- Case Study
The 114 Crown Post Office Workers conflict is caused by misunderstandings and disagreements between management and the CWU. This lnter-organizational conflict resulted in the CWUs voting for a strike. Members perceived the view,  management were not being transparent, they have centralized control and power. CWU are fighting for perceived and actual opposition of values, culture, needs, beliefs and interests causing discord between workers and management (Krajcsak., 2021), (Siregar,. 2022) and (Langerud., Jordan., Xerri, and Biggs., 2022).
In the case of the Crown Post Office conflict rose over disagreements escalated into conflict. Employees believe Post Office have made huge profits throughout the pandemic and are not passing this on to employees in line with living wage. This has given CWU the legitimate right to rise a dispute against Crown Post Office. Coming from a radical perspective (Staller., Zaiser., and Koerner., 2022), management engage in political manoeuvring (Posthuma., 2012) having decided to refuse to negotiate, impose a pay freeze and claims to be following government guidelines.
[bookmark: _Toc109607955]Stakeholder of Crown Post Office
Stakeholders are groups of people who have some form of interest in an organization, they can be seen as internal or external to the organization (Clarkson., 1998). While that maybe  depending on where they rank with in the organizations hierarchy gives them priority in the decision making processes (Yi., Li., Wang., Ge,. and Zhang., 2022) and (Korherr., Kanbach., Kraus. and Jones., 2022). Stakeholders in an organizational context can be Internal or external to the organization (Kamali., 2016). Post Office stakeholder groups list below:
[bookmark: _Toc109607956]Fig1. Crown Post Office Stakeholders
	Internal to Post Office
	External to Post Office

	Owners of Post Office
	Government
-Regulators
-Legislators

	Employees at Post Office
	Investors 

	Communications members Union (CMU)
	Media
-Radio
-News papers
-Internet
-Television

	Shareholders
	Community

	Management
	Suppliers

	Employees
	Customers

	Sub-Post Offices
	Consumers

	
	Competitors



Anyone involved with the Post Office is classified as a stakeholder. All stakeholders can have demands, whether just or not and can also directly be affected or potentially affected by changes within the organization (Orudzheva., 2022). 
[bookmark: _Toc109607957]Stakeholders Analysis
The stakeholder salience model helps an organization recognise what and who matters (Wei., Horns., Sears., Huang., Smith,. and Wei., 2022) and (Rassiah., Nasir., and Khan., 2022) this provides managers with a systematic approach to manage stakeholder relationships. The salience model uses three parameters, 
Power is the ability stakeholder has to influence outcomes.
Urgency of a stakeholders claim on the organisation. 
Legitimacy of the stakeholders relationship with the organization.
When analysing areas of an organization the salience model is used to manage stakeholders more efficiently. Each stakeholder is classified into one of seven classifications which are, Dormant, dominant, dependent, dangerous, demanding, discretionary and Definitive.
The Venn diagram below (taken from google images) shows the salience model with the three attributes power, legitimacy and urgency represented by the circles. These three variable overlaps  while power and legitimacy are interrelated. Giving seven different classes of stakeholders.
[bookmark: _Toc109607958]Fig 2. Salience model
[image: ]
Dormant stakeholders these stakeholders have no interaction or involvement with an organization while lacking urgency and legitimacy. This group of stakeholders impose their power through utilitarian, coerciveness or symbolic means. These stakeholders could be the Government.
Dominant stakeholders seen by a number of theorists as the only stakeholders (Vargo., 2011) due to their acknowledged relationship with an organization. Dominant stakeholders have power and legitimacy. This could include the employees and CWU.
Discretionary stakeholders are likely to be recipients of corporate generosity there is no pressure on managers to engage with this group but they may choose to do so. This group could include beneficiary of a charity, media and competitors.
Definitive stakeholders these stakeholders possess all three variables which make them high priority to management on the basis of power they possess. This group of stakeholders have high power and high interest in the activities of an organization dependent on the context. Definitive stakeholders include the Owners, and Shareholders.
Dangerous stakeholders this stakeholder could use under handed tactics including violence to claim urgency and power. This could include Management.
Dependent stakeholders lack the power to enforce their stake so depend on others to conduct their will. An advocate of the dependent stakeholder interests ( a dominant stakeholder) can make them a definitive stakeholder. This could include the employees.
Demanding stakeholders with urgent claims but no legitimacy or power these stakeholders are an annoyance for organizations management. Management need not consider this groups unjustified complaining and grudges. This group could include a union.
[bookmark: _Toc109607959]Limitation of the salience model
Shareholders classification is a subjective process, whereas on manager may insist a shareholder is dominant and another manager deems the same stakeholder as demanding. The salience model considers three attributes being present or absent in the stakeholder (Mitchell., Lee., and Agle., 2017) but in reality this may not be true for example a stakeholder either processes power or does not but the model does not show a stakeholder could process various levels of power. They is no way to compare based on the three attributes whereas there could be more attribute that influence a stakeholders relationship.
Power Interest Matrix
The power interest matrix is used with a stakeholders analysis to further show who the critical stakeholders. According to Scholes., (2001) stakeholder mapping the power interest matrix helps management to categorise stakeholders depending on two characteristics, interest and power (Slaba., 2014). Stakeholders are put into four groups which determine the key player stakeholders. Although many may fall  into the same grouping the amount of power one holds and the interest in the business may vairy.
[bookmark: _Toc109607960]Fig 3. Power Interest Matrix
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I
Customers
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OMedia
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[bookmark: _Toc109607961]Power Interest Matrix limitations
This model can cause confusion unless you know your shareholders well they can be put into the wrong grid. All stakeholders interests cannot be met at the same time because the focus is on the most important stakeholders.
Stakeholders analysis: Case Study
Both above Models have been used for mapping stakeholder  understand who the main player in the case of the Post Office.
	Stakeholder
	Salience model
	Power Interest Matrix

	Owners Internal
	Definitive 
	High power- high Interest

	Management Internal
	Definitive
	High power- high Interest

	Employees Internal
	Dominant
	Low power- high Interest

	CWU Internal/external
	Dependent
	Low power-high Interest

	Government External
	Dormant
	High power- low Interest



The above diagram shows who the main stakeholders are and how much power they have over the Post Office decision making. Positions have been given to the main stakeholders involved in the case study but could also change for some during the dispute. 
For example, the Governments position can move from dormant to dominant or from High power-low interest to high power-high interest with a change in economic policies or legislation. As well as the Government the CWU’s position of being demanding with low power-high interest the CWU have the urgency in their claims of management not following the correct policies in regard to employees pay but they have got the power needed to change the situation. The dependents which are the employees at Post Office and some also are members of the union. With not being happy with the decision by management decided all members were to vote to decide their direction the vote ended in a majority of employees voting for the dispute. Leading on from this the CWU moved status to dominant gaining power and legitimacy. This helps the CWU strategy by gaining more leverage to fight for what the employees want. Whereas the Owners and Management status remain the same (high power-high interest on the power interest matrix and definitive position on the salience model) controlling the highest power and the direction of decision making next to the Government.
[bookmark: _Toc109607962]Thomas-Kilmann’s Conflict Mode Instrument 
Known as the Thomas-Kilmann's conflict resolution model is based on two dimensions of conflict management these are empathy and assertiveness (Jordan., and Troth., 2002) from the two dimensions emerge five conflict resolution strategies. Competing (win-lose), accommodating (lose-win), collaborating (win-win), compromising (lose-lose), and avoiding. This model is for resolving conflict and was developed by researchers Kenneth Thomas and Ralph Kilmann. Although conflict has a negative connotation and is something to be avoided at all cost, conflict can be positive depending on our choice of approach. Using the five conflict resolution strategies from the Thomas-Kilmann’s resolution model we will look at different strategies to help resolve the conflict between Post Office Management and the CWU. 
[bookmark: _Toc109607963]Resolution Approach: Case Study
In an organization when working with others it is inevitable dependent on the context, situation of the environment you are working or developing in sooner or later there will be a call for a conflict resolution. Conflict has arisen over task related leadership as well as company policies which is not desirable for the Post Office. This conflict has affected both the company performance and employees wellbeing. Now more than ever it is important for the Post Office to identify the correct strategy to better manage the conflict in the work environment.
Management are avoiding the issues by trying to sidestep the concerns of the CWU creating a workplace atmosphere where employees feel antagonised. Crown Post Office Management are showing themselves to be uncooperative and unassertive by not addressing the conflict with employees. Alienating employees  with power plays to push the agender of Post Office as the high Interest/high power stakeholders.
According to the case study neither management nor CWU are accommodating to each other. Neither side is listening to each other to find a solution. If management were to accommodate and settle the grievances showing good-will to the CWU and give them what they want could help maintain a cooperative relationship with the workforce. 
Collaborating can be useful and effective putting aside assumptions to understand others point of view merging insight from people with different perspectives of a problem into a consensual decision. Post Office Management could use collaboration to resolve the dispute  with the CWU by bringing all parties together, identifying the underline issues and gain insight then find a creative solution to an interpersonal problem.
The middle ground between competing and accommodating is to compromise, compromising could work well for both the Post Office Management and the CWU but could cause problems later. Compromise puts all parties in the position of partially getting what you want. Although it addresses the issues, to compromise does not go into as much dept as collaborating.
Both CWU members and Post Office management are competing as above in the case study. The CWU are striking for the rights of the worker using the powers they have to persuade others to defend their positions. Management of Post Office are competing to win and are showing this with a power oriented moves management have been uncooperative and simply trying to win.
To change the existing issues of the Post office Management is facing a process of change is needed. Using a series of events non static or time bound events to oversee to change process (Bhakuni., 2022). Using Thomas-Kilmann’s Conflict Mode Instrument has identified the best strategy for the Crown Post Office Management and the CWU to resolve their conflict. The suggested action is to collaborate, collaborating calls for open-mindedness, consensus, learning, sharing information and emotional intelligence (Aaltonen., and Turkulainen., 2022) . Collaborating is a problem waiting to be solved with Intensive listening, compromise, collaboration and consultation applied strategically in steps towards resolution (Li., 2022).
[bookmark: _Toc907700148][bookmark: _Toc109607964]Conclusion
To conclude power and politics, dependent on the context, are part of every large organization and plays an important roll in innovation, creativity, economic growth, success, create a coalition, improve and impower a workforce. While on the other side of the coin it can and does cause conflict. In the case of the Crown Post Office the conflict was caused by centralization of power and control. Power and politics have been misused to attain political goal with variables including resources control and hierarchical authority. Affecting both Post Office performance and employees wellbeing. With the focus being on a long term solution for the conflict and begin to improve the contentious dynamic Post Office need to skill fully apply conflict management techniques. Thomas Willman’s conflict resolution examined strategies to choose the most appropriate according to context and found the best approach to conflict resolution was to collaborate.
[bookmark: _Toc969100604][bookmark: _Toc109607965]Recommendations 
Crown Post Office Owners and management need to resolve this dispute by identifying conflict resolution strategies to better manage conflict resolution in the workplace. Conflict can be resolved in a variety of ways including mediation, negotiation, accommodating, arbitration and litigation.
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