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[bookmark: _Toc172949917]Introduction

Post Office workers had a crisis over payment disputes which led to them striking in 2022. Using the stakeholder analysis model, this report will address the issue by identifying which stakeholders research will be carried out to find which conflict resolution style will be best suited for this case. After analysing the evidence, it will then be necessary to find a method which will allow both the parties to feel happy with the outcome. I will then discuss how I have comprehended the meaning of conflict resolution through this module and how I will go forth with using it in the workplace.

[bookmark: _Toc172949918]Post Office Strike

Communication workers union members who are employed by the post office were actively engaged over their salaries in 2022. By December, all of the Post Office employees started actions short of a strike, also known as ASOS. The initial comprehension offered from the Post Office for 2022-2023 was 2%. The baseline proposal was enhanced by an upfront payment of £250 but over the next few months, the initial payment was increased to £500 while the salary proposal was increased to 3%. After further discussions with the Post Office, an additional wage solution of 5% was offered. The amount proved to be insufficient given the rate of increase of costs that had been escalating around the time, and no response was made about the remaining financial year of 2021-2022. Post Office gave executives rewards of around 2 million, and they generated gains of 35 million in 2020-2021 and 39 million in 2022-2023. For these reasons, the communication Workers Union had emphasised that Post Office have the funds required to offer an adequate salary agreement and the offers being provided were not befitting (CWU, n.d). 


[bookmark: _Toc172949919]Stakeholder Analysis

Through stakeholder analysis, one can determine which stakeholders are required to participate and the amount of commitment that will be necessary to keeping those stakeholders interested by conducting a stakeholder analysis (NHS England and NHS Improvement, 2023). According to Vavasovsky and Brugha (2000), the stakeholder analysis can be utilised in managing projects by providing guidance for the development of a project, from the planning, execution, and following the wrap up it can assist in increasing the likelihood of a successful endeavour. The duration of an analysis may vary based on its objective and the funds at hand. When just a handful of stakeholders are engaged, a quick evaluation is adequate for examining their demands. The analysis project’s potential is often determined by the variables such as budget restrictions and schedules. A longer period may be required to do an extensive examination involving stakeholder goals, authority, and the connections. The quantity of the individuals and their concerns regarding the matter may often be larger, their viewpoints and connections will need further review and a deeper dive is required for the endeavour to be successful, particularly if it entails significant expenses and regulations (Brugha & Varvasovszky, 2000). There are three types of stakeholders which include primary, secondary, and tertiary. The primary stakeholders are those whose participation in required for sustaining the activities. According to (Clarkson,1995), “The primary stakeholder’s group is the one without whose continuing participation the corporation cannot survive as a going concern”. Without the support of these stakeholder group, it is impossible for an organisation to exist.  The secondary stakeholders are those whose acceptance or compliance is required for sustaining activities. (Clarkson,1995), describes this stakeholder group as “Secondary stakeholder group defined as those who influence or affect, or are influenced or affectedly, the corporation, but they are not engaged in transactions with the corporation and are not essential for its survival”.  Lastly, the tertiary stakeholder group is known as the one which uses the output of the activity (McGrath & Whitty, 2017).

[bookmark: _Toc172949920]Stakeholder Analysis Models

[bookmark: _Toc172949921]The Power Interest Matrix:

According to the Project Management Institute (2017), power-influenced grid, the power interest grid or the impact-influenced grid technique supports the grouping stakeholders based on their levels of power, different levels of concern for the outcome of project, ability to control the outcomes of project or cause any changes in projects. This classification is very useful on projects which have simple or small relationships between the stakeholders. The power interest grid classifies the stakeholder’s group in to four groups based on their interests and power which include players or the stakeholders who are more involved in the implementation of policy. These stakeholders have more influence and interest on the development of policy programs. Secondly, are the subjects, who have higher interest but low power. They highly support the activity but their capacity to impact is low. Then comes crowds, who have lower importance as well as power in case of policy implementation. However, these stakeholders hold the power to influence desired results and hence they are included in the decision making process. Their influence and interest both changes with time so they are to be taken in to consideration for implementation of policies. Lastly, context setters or the stakeholders who have higher influence on the implementation of policy but hold little interest and thus, it is important to monitor them closely throughout the implementation of policy process (Syaifullah et al., 2024).[image: Figure: The power interest grid (Ackermann & Eden, 2011).]
Figure: The Power Interest Grid (Ackermann & Eden, 2011).

The stakeholders in the top two grids represent the individuals with the greatest stake within the organisation but they possess various levels of influence. The individuals in the right side possess a greater ability to influence the approaches of the company. Those in the top right section are the stakeholders that are intrigued and possess a significant amount of authority to either back or disrupt the tactics of the companies, while individuals in the top left are interested but have little power. Whereas, the bottom two groups are possible stakeholders, as they are yet to demonstrate a significant amount of influence in the company’s long-term prospects. On the other hand, the bottom left in the last section presently does not demonstrate any interest or ability to influence the plan results (Ackermann & Eden, 2011). 

[bookmark: _Toc172949922]Analysis of Stakeholders for the Case Study by Power/Interest Model:

The Key Players Group:
1. Communication Workers Union: This is the governing body of the unions of workers who represent their interests. Their negotiation power is crucial to mobilise the industrial actions. Their advocacy for inflation and living costs and for fair compensations are necessary for preserving the human rights of workers.
2. The Management Group of Post Office: They possess the complete authority in case of any changes or negotiations in the company. They have the capacity to change working conditions or pay through active participation, communication, and transparency for exploring suitable solutions. 
The Keep Satisfied Group:
1. The Business Clients: This group is the source of profit for the company. The large businesses who use the logistics and services provided by the Post Office and are significant contributors of the profit are in this group. They have the power to cause disruptions in the company operations which can negatively impact the reputation and result in financial losses for Post Office. 
2. Government: The governing bodies for postal services influence the working conditions and regulations which affect the pay of the workers. They are the middlemen who ensure that the company remains operational during a dispute.
The Keep Informed Group:
1. Public: The general users or public rely on the Post Office for different postal service needs. Their participation or boycotting can lead the management to resolve any dispute in case of management and union.
2. Non-Union Members: They are essential for keeping informed because they help maintain the productivity and hold company morale in times of crisis.
The Minimal Effort Group: 
1. Advertisement and Media:  They hold exceptional power to change an outcome and can shape the perception of public and raise awareness of the dispute. They do not possess direct power; however, the negative coverage can put pressure on key stakeholders to come to terms with the union workers. 

[bookmark: _Toc172949923]Stakeholder Salience Framework:

This framework was developed by Agle, Wood and Mitchell in the year 1997 and since then it has become one of the most commonly accepted stakeholder models. The Stakeholder Salience is defined as “the extent to which the managers give priority and attention to the competing claims of stakeholders”. While the power concept denotes the ability of the stakeholder group for imposing its will on the decision of the firm and on the other hand, legitimacy helps determine if the action and claims of the stakeholder are proper, desirable, or appropriate within the socially constructed system of values, beliefs, and norms. Lastly, the attribute of urgency is concerned with the degree to which the claims of the stakeholders are called for immediate attention given the time sensitivity and criticality. Based on this model, Mitchell classified the stakeholders in to 8 groups which include three attributes such as legitimacy, urgency, and power (McGrath & Whitty, 2017).
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Figure: Stakeholder Groups from Stakeholder Salience Model (McGrath & Whitty, 2017).

[bookmark: _Toc172949924]Analysis of Stakeholders for the Case Study by Stakeholder Salience Model

The Classification of the Stakeholders Based on Salience Model:

1. The General Workers of the Post Office: Their power in the company is very high and they have the potential to significantly impact the functional ability of the company. Their claims to legitimacy for the company is also higher. This stakeholder group is the primary workforce for the organisation. The urgency for them is also high and any impact on their wage can easily dissatisfy or satisfy them. The category for this stakeholder group is definitive. As, they are the driving force for the company, their needs must be met and prioritised.
2. The Post Office Management: Their power and legitimacy in the company are also very high. They are the decision-making body of the company and have authority over strikes and responses. However, their urgency would vary from minimum to higher based on the fact that they possess different priorities for management as well as financial constraints. The category for this stakeholder group is definitive. 
3. Communication Workers Union (CWU): Their power and legitimacy is also high. This stakeholder group organises strikes and has the capability to negotiate on behalf of the employees. They are official bodies for the workers who proceed with legitimate claims. Their urgency is also higher due to the fact that they represent unmined issues regarding employees such as wages, inflation, and demand prompt responses to the issues. The category for this group is also definitive under the Salience Model.
4. Regulatory Bodies and Government: Their power to intervene in case of any labour dispute is higher and this may impact the postal services across the country. Hence, their power and legacy are high. They introduce fair practices for the labour laws and if any situation arises, they perceive and take necessary steps in order to deescalate the situation. This category remains in the expectant or dormant group for stakeholder category because their power and legitimacy maybe stronger, but they may prioritise other state matters unless there is a necessity for intervention.
5. Customers of Post Office and General Public: The customers possess moderate power, but their legitimacy is higher. They have expectations for better services and their dissatisfaction in the available services may impact the financials and brand image of Post Office. This stakeholder group has high urgency because due to disruptions, the customers would not be able to rely on postal services. This stakeholder group is expectant (dependent). Despite having the legitimacy and urgency claims, the power for this stakeholder group is lower and their dependency on the services of the Post Office make their claims more critical.

[bookmark: _Toc172949925]Critiques for Power Interest Model and Stakeholder Salience Model:

There are many aspects of Stakeholder Salience Model which need consideration. Firstly, the theory pays homage to all discussed work, however, none of them had given moral legitimacy the rightful place in case of Stakeholder Salience scheme. Secondly, the Salience model’s features and typology were provided by scholars who emphasised diverse cultures and strategies. Then, the entity “agency” of the stakeholder was acknowledged but it was not accepted as a distinct character in the salience typology method (Ali, 2017). In case of power interest model, “power” is brought to explaining why some of the interests come in the top and others lose. The power analysis depends on taking a certain distribution of “interests” for starting an analysis. On the other hand, “interests” are something which the agents could prevent by the recognition of power by the operations of power itself in the hands of opposing interest. However, there is little to offer for analysing serious conditions and using the model, how the situation could be changed. Hence, the important conception of “power” and “interests” operate to foreclose serious analysis of the constitution of arenas of struggle and the forces active by means of indefensible and gross simplifications of the conditions in which the struggle takes place (Barry Hindess, 2016). The usefulness of the tool along with other non-linear approaches of policy is that stakeholder analysis highlights the importance of the interests and actors’ groups in the process of policy making. The particular strength and the principal limitation of this model lies in the dimensions where it can be used for predicting and providing information for influencing the future. The observations are made over a limited period of time but the other components such as positions, stakeholder interest, influences and alliances are subjected to change and the perception of the stakeholder of the past also do change (Brugha & Varvasovszky, 2000). The model has a view that the positions of the stakeholder are static, but it has the potential to change over the course of time (Eskerod et al., 2016). The fact that stakeholder cannot be managed as a homogenous group due to their responsibilities and roles should also be taken into account in case of stakeholder management for the sake of value creation. The stakeholders present in the same system do not necessarily possess the same priorities and expectations and concerns. The simultaneous interactions with different identified groups and the attempts of evenly meeting their interests are ineffective and a costly method. In situations like this, prioritisation of the stakeholder concerns helps in dealing with issues such as limited resources in strategic decisions for managing the stakeholder groups (Mints & Kamyshnykova, 2021).


[bookmark: _Toc172949926]Conflict Resolution Styles

According to Schelling, Mullins and Thomas, “conflict is seen as the danger with its destructive capabilities and conflict is seen as a phenomenon which can have constructive or destructive effects depending on how it is managed” (Cholisi, 2013). Conflict is generally known as disagreement of ideas or interest. It is also known as the discord in which interest, goals and values of different individuals or groups get incompatible with those groups or individuals by blocking and frustrating each other to make an attempt to achieve their objectives. The goals of the different stakeholders such as staff and managers are different and hence conflict becomes inevitable part of the organisational life (Ongori, 2009). According to Robbins (1974), conflict is known as a process which is made by an individual purposefully to block another which result in frustrating the goal attainment of other individuals and furthering their goals and interest. According to Thomas 1976, the process of conflict begins when one party senses that they are about to frustrate or has frustrated the concerns of his. However, Kahn and Katz (1978) opined that two systems (includes groups, persons, individuals, organisations or nations) are in conflict when they interact directly in such a way that the actions of the individuals tend to compel or prevent some of the outcome against the resistance of the other (Patra et al., 2016). Conflict is seen as the productive force which stimulates the members of the any firm or organisations to increase their skills and knowledge and help them contribute to organisational innovation and productivity.  Conflicts should be resolved or curbed at infancy stage with different strategies and such strategies cam help reducing the disagreement between oneself and other individuals (Knippen & Green, 1999). According to Robinson (1999), managing conflict towards the constructive action is the best approach for conflict resolution. When conflict is managed properly, it becomes a positive force and if left unresolved, it becomes negative force which has capacity to threaten the individuals of groups. If conflicts are not manged well, they lead to delays of work, lead to breakdown of groups and lack of actions in groups. It may also result in withdrawal of individuals and unwillingness in their part for participating in other groups or assisting in different group action programs in their actions (Parker, 2005).

[bookmark: _Toc172949927]Conflict Resolution, Change Management and Addressing Conflicts Through Different Resolution Styles:

There are several types of conflict in an organisation. These include Interpersonal conflict, intragroup conflict, intergroup conflict, and intragroup conflict. In case of interpersonal conflict, the conflict arises between the individual members of the organisation, the intra-group and inter-group conflicts are those groups, team members and departments within and between the groups respectively. Lastly, the inter organisational group conflicts arises across different organisations (Meyer et al, 2007). There is interpersonal conflict in the case study of Post Office where the staff members are not happy with 2% increase plus 250-pound one-off payment deal which is insufficient to address the 9% inflation and does not meet their financial need. There is intergroup conflict as well where there is clash between Communication Workers Union (CWU) and management team. The management team believes the wage decision was fair, but the Communication Workers Union deems it unfit and exceptionally poor considering the economic situation for inflation. 

[bookmark: _Toc172949928]Change Management and Conflict:

Change management is known as “the process of continually reviewing an organisation’s direction, capabilities, and structure in order to serve the ever-changing needs of the internal and external customers”. The need for bringing change in an organisation is unpredictable and it often tends to be reactive and discontinuous in nature with ad hoc and triggered by different situations and organisational crisis. The management of change is necessary in order to necessitate the survival of the organisation in highly competitive and evolving business environment (By, 2005). There are a variety of forces for conflict resolution in an organisation which include external and internal factors. The external factors include managers, employees, atmosphere of work, internal relationships, governance, and policies as well as technologies. The external forces include environmental factors, increasing cost of labour, services, redundancies, inflation and interest rates, regulatory compliance requirement and marketplace adjustments etc (Kiitam et al., 2016). There are different change models for management of change such as Lewin’s three step model and Kotter’s eight step to change model. For this assessment for analysing the case study, Kotter’s eight step change model would be used. Kotter’s eight step change model as described in Leading change in 1996 includes major steps for bringing changes in an organisation to resolve conflicts. These steps included (Pollack & Pollack, 2015):

1. Establishing sense of urgency
2. Creation of guiding coalition
3. Developing a vison and strategy
4. Communication of the change measure
5. Empowering the broad-based change
6. Generating short term wins
7. Consolidation of gains and production of more change
8. Anchoring newer approaches in the culture

[bookmark: _Toc172949929]Applying the Need for Change in the Kotter’s 8 Step Model
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Figure: Kotter’s 8 step change model (Laig & Abocejo, 2021)

1. Establishing sense of urgency: It is important to highlight the dissatisfaction of the employees for preventing performance blockages due to strikes. It is important to address the need of the employees as it could impact the purchasing power and any unresolved conflicts may lead to reduced morale in the employees as well as boycotting a higher turnover rate of employment in the company.
2. Guiding coalition: A team of influential leaders such as Communication workers union, senior management staff and leaders from the labour representatives and most importantly, the staff members could sit together and build a coalition team in order to resolve the conflict.
3. Developing a vision and strategy: The Post Office company can clear their vision to make a balance between the demands of the employee and hold on to financial capabilities to deal with the issues in the company. The company could introduce additional benefits, rewards and performance benefits as well as phased wage increase and be transparent about their current financial standing in the market in order to make the employees understand their financial capacities.
4. Communicating the vision:  Post office can use different measures such as meetings, emails and other measures to address all the concerns of the employees and update them regularly for making them understand that they are working on the addressed issues.
5. Empowering broad-based actions:  The managers could handle concerns more actively in order to support the employees and in order to remove conflicts, the employees must be empowered to positively contribute to the change process.
6. Generating short term wins: This can be achieved by addressing progressive performance of the overall company at all levels. Different measures such as negotiation, creating agreement and response measure such as increase in payment at one time or slightly increasing the payment in order to consolidate the situation can be done in order to make response to the conflict.
7. Consolidation of gains and production of more change: After negotiations or making agreement, continuing to work on the issues or implementation of additional benefits, wage increase over a long term can be done in order monitor the situation and address the ongoing concerns of the employees for both present and future.
8. Incorporating change in the culture:  The integration of the change in the company culture is necessary and this can be done by reinforcing the value of fair compensation and can be mediated through communication transparency and revealing market standing of the company. The management team can recognise the behaviours which welcomes the new vision and deal with change in this way in order to ensure ongoing alignment with the goals of the organisation.

[bookmark: _Toc172949930]Critiques for the Change Model:

There are several reasons why Kotter’s change management model may fail. These include (Kotter, 2012):

1. Complacency: Sometimes the individuals do not see the opportunities or threats ahead and would be change makers fail to recognise their own actions and it can help reinforcing the status quo. The also underestimate the need to motivate or use different resources and this leads to risk which may arise due to reduction of complacency.
2. Failure to create coalition: The line managers often fail to create guiding coalition with the key players and stakeholders for manging the transitions.
3. Choosing sensible vision: The vision which can be direct, inspiring and aligns with the large-scale action are often misunderstood by the implementers of the visons.
4. Under communicating the vision towards the employees will also lead to failure to bringing change.
5. Permitting obstacles to block the new vision: The process of rewarding the behaviour can lead to anathema to the new direction but the managers can often demand more from line workers, and this may prevent them from working towards new goal.
6. Failure to create short term wins:  The senior management should always address short term wins which are unambiguous. 
7. Declaration of early victory: If the change makers fail to prove their progress, the employees will get dissatisfied. Premature celebration of the victory to achieve vision can also kill the momentum.
8. Neglecting the ned for anchoring changes in organisational culture: the culture of the company would not change unless next group of managers exemplifies the innovative approaches. This can be achieved by incorporating new changes such as promotion, increasing wage and changing hiring criteria.


[bookmark: _Toc172949931]Kilmann and Thomas Model for Conflict Resolution

The Kilmann and Thomas model for conflict resolution styles includes five modes of conflict resolution type such as collaborating, avoiding, competing, accommodating, and compromising. In case of cooperativeness, it attempts to satisfy the needs of other person while assertiveness focuses on satisfying one’s own need. The uncooperativeness and assertion are known for the high concern for self-based competing style and in case of collaboration, it is both assertive and cooperative which seeks to construct different solutions which meets the need of all the parties involved in conflict. The mode of accommodation includes cooperative and unassertive and the sacrifices the self-interest for meeting the needs of other and finally, compromising which is known as the midpoint between assertiveness and cooperativeness and involves in the making of concessions for arriving at a resolution (Gbadamosi et al., 2014).
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Figure: Thomas and Kilmann Model of Conflict Resolution (Gbadamosi et al., 2014).

For the case study, compromising mode can be applied for the management and the employees. If it is applied for the management, the management could settle for a slightly higher wage increase (3.5% increase) but lower than what the employees are expecting. The one-off payment rate could be 400 and this would imply their willingness to meet the needs of the employees halfway for addressing the employee issues. For employees, they could accept 3.5 % increase with 400 one off payment rate and in turn make commitment to increase productivity and help the company with cost-saving measures. This compromise will ensure that both employees and managers to show their willingness for working toward the greater benefit of the Post Office company.


[bookmark: _Toc172949932]Creating a Win-Win Situation for the Stakeholders

According to the Kilmann and Thomas mode, the collaboration mode or win-win situation includes all the parties in a dispute who seek to satisfy the interest of them and for the sake of this, they engage in different fruitful discussions and have joint problem-solving behaviours. This includes different strategies which feature candid Nand open discussions among the conflicting parties and carefully hearing the point of differences. In case of the relaxed time pressures, both the parties may look for win-win situation on the issue and often tend to compromise in different matters for the significance of adopting new strategy. This in turn results in developing team building and creating trusting relationships. The parties to the disputes often feel important and recognised when they are given opportunities present themselves and feel they are heard (Qadir, 2020). For the case study, the communication workers Union (CWU) could propose to negotiate for making a revision of the wage increase scheme and make it slightly higher to meet the demand of the employees keeping the inflation rate in mind with one-off payment measure. This would emphasise on fair compensation for employees. For example, agreeing on 3.5% increase along with 400-pound one off payment could be a reasonable ground where the management team and employees will meet for the expectations and could compromise in order to deal with the conflicts as win-win situations. While this will ensure that both parties are not majorly winning in this situation, but this will ensure that the staff will get fair compensation for dealing inflation rates and Post office management team can overcome their financial constraints with making many differences for the already proposed wage compensation deal. For creating win-win situation, co-operation measure can also be used. According to (Comfort & Franklin, 2014), co-operation can be integrated in the organisation by three steps. This includes:

1. Making Pre-Contract or Contact: Individuals should not make immediate judgements regarding other when coming in contact with them in teams on the basis of their own cultural framework.
2. Relations: It is important to build relations after making contact. Building trusting relationships can be done by making judgement on reciprocity, openness with information, competency, integrity, consistency, hospitality. Among all of the elements, the reciprocity and hospitality come first in case of group-oriented relationship. 
3. Structural: The last step is to create a legal contract and trust with the stakeholders.

The senior managers in the Post Office can make pre-contract without making immediate judgement on the necessities of the employees and can create trusting relationship with the employees through reciprocity and hospitality and lastly, after analysing the demands and need for address the wage issue, they can be legal contract and create trust with employees by providing necessary solution such as 3.5% increase rate with 400 pound pay off measure.  This drastically improve communication and co-operation among with stakeholders and create a win-win situation.


[bookmark: _Toc172949933]How this Module has Improved my Understanding of Conflict Resolution and Stakeholder Theory and Prepared me for the Workplace

The module “Leading and Implementing Workplace Change” has helped me in many aspects with the core concepts of conflict management and stakeholder theory. In this module, many core definitions such as organisation, management of organisation design, factors which has influence on the behaviours of the organisation such as culture, motivation, management styles, organisational structure and process, organisational climate etc were taught. I personally enjoyed the “organisational culture” part where we were taught how to deal with individuals with diverse cultural backgrounds and especially in case of working in an international organisation. The conflict management studies have broadened my knowledge regarding different conflicts and how they can be resolved in an organisation. They are helpful for understanding the interest of different parties and different stakeholder groups. I believe conflict resolution is a core problem solving skills which has helped me in making more informed decisions for the organisation in which I work for. Conflict resolution also helps in employee’s engagement and improve the communication. When you include different stakeholders in your decision, it helps to create trust and strong relationships among them. I personally use this measure in order to resolve management conflicts where possible. It has in turn improved my leadership skills as well. On the other hand, the stakeholder theories have helped identify the types of stakeholders, their interest and their management styles which can be applied in different situations. The stakeholder management strategies are helpful for addressing different stakeholder groups and addressing their concerns in case of strategic decision making. While the conflict resolution helped in understanding the negative impact of conflict and how to focus on fostering collaborative environment to avoid conflicts in my current organisation. The stakeholders remain at the heart of the operations of the company. Using the stakeholder theory, I have identified sustainable practices to manage different stakeholders. The class activities have helped me improve these skills by identifying key stakeholders and their issues through different case studies. In case of conflict resolution, we were also given different conflict resolution strategies, identified different types of conflicts and through case studies, understood how to approach conflict resolution measures in order to resolve disputes. This module has hence created a positive experience for me and improved my stakeholder management and conflict resolution-based knowledge which I intend to apply towards my current and future workplace. The stakeholder models such as power/interest matrix, stakeholder salience model and organisation stakeholder communication models have been useful in understanding how the communication and engagement of the stakeholders were important. In case of conflict management, the Thomas Kilmann model and its five different modes such as compromising, collaborating, avoiding, accommodating, and competing has helped me address how to manage different conflicts through different scenarios which can benefit both or individual interest groups of the stakeholders.


[bookmark: _Toc172949934]Conclusion

In this report, the stakeholder analysis has been performed using the stakeholder analysis model and stakeholder salience model. It has helped in the identification of different stakeholder groups in the case study of Post Office. The issues of the different stakeholders have also been addressed. For conflicts resolution, the eight-step model of Kotter has been used. To create a collaborative or win-win situation for the management team, Communication Union Workers and employees, a suitable solution of 3.5% increase in wage have been proposed with 400 pound immediate pay off measure keeping the inflation in mind. If Post Office follows these measures, the company would surely be able to successfully manage different stakeholder groups, try their best to serve all levels of employees and also focus on fostering improved organisational culture for integrating change management through the suggested change model of Kotter.
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