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What Power Is
Power is the ability to influence or control the behaviour of others. In a business organisation power can manifest in many ways and at various levels of the organisation. According to Mullins (2006) power is an inherent feature of the work organisations and is often the underlying reality behind the decision-making process. It is the central to the framework of order and system of command through which the work and activities of the organisation are carried out.
One of the ways how power can be manifested in the business organisation is through formal positions of authority. For example, those in leadership roles such as managers and CEO have a formal power that allows them to make decisions and give orders to others in the business organisation. Robbins (1998) goes on to say that a person can have control over you only if he or she controls something you desire. This type of power is known as “legitimate power” and is derived from the position an individual holds within the business organisation.
Power can also be manifested through personal relationships and networks within the organisation. For example, individuals who have strong connections with others within the organisation may be able to influence others through their relationships whether that be through mentorships or friendships. Morgan (1986) says that power is the medium through which conflicts of interest are resolved. Power influences who get what, when and how.

Types of power 
[bookmark: _Int_qtH1kYIH]In 1959 two American sociologist Bertram Raven and John French conceptualised this idea and categorized the power into five sources. The five types of power are split into two categories, you have the formal power which is based on the individual's position in the organisation and that cover the reward power, coercive power, legitimate power. And then you have the informal or personal power which comes from the individual’s special characteristics or knowledge and that covers referent power, expert power, and information power. 
Legitimate power also known as the positional power comes from someone's position in the hierarchy such as CEO or a manager. A manager who leads a team has certain responsibilities and has the right to delegate tasks to his or her subordinates as well as giving feedback and reviewing their work. Managers should have the experience, expertise, and qualifications that the job requires for legitimate power to be respected in the organisation.
Reward power is about recognising and rewarding employees whether its financial or non-financial, there are several ways on how this can be done like salary hikes, bonuses, promotions, company sponsored holidays, paid leave and more. Organisations sometimes use the reward power to help motivate employees, these types of rewards can make employees work harder and smarter which allows them to contribute more effectively to the organisation. Employees who possess reward power can influence the performance of other employees, however, if used in an unfavourable manner or any kind of favouritism is displayed it then can harm the morale of employees and reduce their productivity, which can lead to the wastage of resources.
Coercive power is based on punishment, and it can enforce deadlines and punishable actions in the workplace to scare the employees. Some of the threats that bosses use to get their employees to work can be a salary cut, leave cut and even termination of their contract. This type of power can be used for positive or negative purposes within the organisation, if coercive power is used optimally, it can improve the performances of employees and help them to challenge themselves constantly. 
Referent Power is based on the characteristics of the individual and the admiration for that person. Referent power is a resultant of the personality of a person as well as building interpersonal relationships with others within the organisation. Referent power comes from the people who respects and likes them as it comes from the influence of their behaviour that they have demonstrated to others. Not only does this power influence others but builds relationships with the key people of the organisation like the managers or CEO.
Expert Power is having the expertise in a certain area, these people bring so much to the organisation and are valued as they have the ability and skills to solve problems. Knowledge is especially important and with the right knowledge comes power and this type of power can lead to promotions and make the employee an indispensable for the organisation.
Information Power is the most transitory type of power, it is also based on the knowledge and information that the individual has. Information power is different from the other forms of power because it is grounded in what you know about the content. 
What is culture? 
[bookmark: _Int_gDG6RwSt]Organisational culture according to (Needle, 2004) is based on shared values, attitudes, beliefs, customs, written and unwritten rules that have been developed over time and considered valid (The Business Dictionary). Culture also includes the organisation, vision, values, norms, system, symbols, language, assumptions, beliefs, and habits. However, even though Needle, 2004 and others may express how the construct plays out in the workplace, others have defined it as a set of shared assumptions that will guide business in the right direction by defying appropriate behaviour for different situations. Organisational culture affects the way people and groups interact with each other, stakeholders, and clients. Not only that but organisational culture can influence how much employees identify with them organisation. (Schrodt, 2002)
National Culture
Hofsted in sights, (2021) says national culture is the term we would use to describe a group of people who have been brought up within a given country. There are many different perceptions of national culture which leads to the creation of different national culture frameworks and dimensions for example, Hofsted dimensions and Halls dimensions both have these perceptions and both have at least two things in common 1- being that people are exposed to culture at an early age by learning rules, social behaviour and regulations and 2- culture has different layers starting from individual culture to the societal layer. For example, if we look at an English person you will see his or her individual qualities compared to a group of English friends who may share similar individual qualities however still differ from most of the nation.
 If we look at two countries like the UK (United Kingdom) and India, they are both completely different. India and many other Asian countries with the larger power do things differently to smaller countries like the UK, USA, and other European countries because the culture is different. Trompenaars & Hampden-Turner, (1997) looks at how culture differs and how they are assigned by power and status, for example, you have ascription-orientation which looks at the age, gender, connection, and education. This would fit countries like India who would only really hire male managers, and managers qualified by background regardless of how much they may know. And on the other hand, you have achievements-orientation which focuses on what people have achieved I.e., their performance and knowledge and that applies to all regardless of age, gender, and who they may know. Countries like the UK are not bias so males and females are allowed to become managers and managers are qualified by their performance and the knowledge they may have.
Organisational Culture
Organisational culture is usually defined by the leadership and imbibed by the employees it also has a set of practices, behaviours, and values that employees experience in a workplace and how members of the organisation relate to each other, to their work, and to the outside world. 
If we look at the tall structure of the hierarchy, they can be extremely complex because tall organisational structures have many hierarchical levels which involves a long chain of command. Which means that management is broken down into many layers for example with the executives at the top of the ladder and the normal people down at the bottom of the ladder. Hofstede, (2001) talks about the structure and says larger power distance cultures like south America and many Asian countries have the tall structure which means the steeper the hierarchy the more hierarchical layers they will have. And with this type of structure, an organisation will have several managers and each of them would be responsible for controlling a portion of the organisation. Having a tall structure organisation can result in slow decision-making because there are a lot of supervisors and managers which can cause communication problems and delays. However, a tall structure is more appropriate for companies that are highly regulated in nature and do not require a lot of innovations.
The flat structure also known as the orgiastic structure is an organizational structure with a limited number of levels of the hierarchy. With this type of structure organizations have a wider span of control as they only have a few supervisors etc. Cultures like the European, USA, and the UK have a flatter hierarchy which means they have fewer hierarchical layers this structure allows bosses and subordinates to depend on each other and share ideas as information is shared and decision-making is swift. However, as much as the flatter structures are more suitable to adopt one of the reasons, they are gaining fast popularity the workload for managers can be excessive due to the high number of employees. Quain, (2019) 
A flat structure organisation embraces the bottom-up concept of organisation they do not just hire someone or promote someone just of who they are or who they may know but because of the skills and the knowledge they have. Flat structure organisations have a bit more freedom and authority to do their jobs not like the tall structure who has more of a rigid chain of command.
Reflecting on a workplace conflict over the last 12 months 
Comfort & Franklin (2014) defines conflict as a breakdown in a working relationship which is caused by one or more people feeling strongly about an event or an ongoing situation. Conflict In an organisation can be constructive or destructive in any organisation, if you look at the filming industry there is a lot of conflict that goes on behind the scenes from the people at the top to the people at the bottom for example if we look at SAs (Supporting Artist) also known as extras they play a vital part for production as they help create a believable set. However, they get treated so badly and that leads to conflict between individual members of the organisation and between groups, teams, or departments. Some of the conflicts include racism, personality clashes, misunderstanding, miscommunication, interpersonal conflict, and conflicts caused by props. For example, let us look at the conflict that happened back in 2021 with Alec Baldwin a well-known American actor who accidently shot his cinematographer whilst on set for one of his films. According to the New York times Alec is facing involuntary manslaughter charges for failing to make sure the gun and ammunition were properly checked. The gun was being used as a prop on set when Mr Baldwin pulled the trigger, firing a live round that struck the cinematographer. What happened was Mr Baldwin was rehearsing a scene that involved “cross drawing” a revolver and was pointing it towards the camera lens, the gun discharged hitting 2 people but killing one of them. Even though it was a fatal accident there are still no set rules or regulations on the use of firearms in the filming industry when it comes to the use of guns. As production are the ones responsible it is their job to secure the weapons when there not being used and instruct the actors on how to use them properly. This incident has caused a lot of conflict between Alec and production and with the families of the two woman who were injured and killed. It is rare for this type of incident to happen on sets however, since then calls have grown for live firearms to be banned on film sets as 23,000 people has signed the petition form.
Management theories form the strategies used to reach organisational goals and methods of motivating their employees implemented by managers, management theories are a set of rules meant to manage an organisation, business, and other groups. Kurt Lewin says that there are 3 steps to change as you can see on the diagram below, we have the following Unfreeze, Change, and Refreeze. 
Unfreezing is the first part to Lewin's change management process and looking at the filming industry and the case with Alec Baldwin change is required because change encourages innovation it will help with developing new skills and develops staff to lead to better business opportunities which will help improve staff morale's. During this stage, it is important that those making the change must find a way to ensure that all employees from the directors to the supporting artist are able to let go of any old behaviours that were counterproductive. However, you would think that the filming industry would have changed certain things by now when it comes to using props like guns on set from when martial arts actor Bruce Lee's son Brandon Lee who was killed on set in 1993 whilst filming. Krishnamurthy, (2021). What needs to change is the people making the decisions I.e., production, producers directors, etc, because these types of situations should not be happening in this Millinia with so many regulations around health safety at work, and not only that everyone else that is working on that production is also affected by the actions of one person. If actors are to be using guns and other dangerous weapons training must be taken to ensure nothing like this happens again but according to the AP news agency, the US federal workplace safety agency across the film industry does not regulate gun safety on set, and many states leave it to the industry to create and follow their own rules. However, Adam Mortimer told BBC news that safety on movie sets is paramount and the fact that a gun went off and killed someone is shocking from the industry point of view. BBC News, (2021). In some productions companies there already using digital effects to stimulate the flash and bang of gunfire more often, but this recent death has certainly sped the change along. There are many benefits to change some of these benefits include increased productivity, improved communication, reduces stress and improves decision making however, change in this industry are minimal when it comes to certain issues. If they were to take things a bit more seriously the benefits would be huge, I.e., people would not be losing their life, families would not be mourning for their loss ones and the actors themselves would not be facing jail time or be paying a huge fine to the courts and most importantly the films would get finished. It is evident that change brings about progress and if the industry were to adapt to recent changes when it comes to use of props that would help the industry going forward. However not all changes have to be negative it can present opportunities that may indeed be more beneficial than they first thought.
As for the leaders / directors in the filming industry they need to be more supportive of each other when it comes to making changes as its their job to make sure the channel of communication is open and accepting the corrections, criticism, and the suggestions where necessary. The leaders need to unfreeze and look at what needs to change and make that change happen and by changing things they all need to come together and communicate, engage, empower one another to be able to resolve the issues. When change is happening the leaders within the industry need to let their employees be aware that the old process is being replaced and that certain things need to be changed but may be confusing as to what needs to be effectively replace the old to ensure organisational efficiency. During the change process the directors, producers and those leading the film at the time need to establish clear goals, institute smaller acceptable steps that will reinforce the change process. Change is not about managing projects it is about managing people, which makes it hard because some people do not like the idea of change however it can be far more rewarding for the organisation on a whole. Owen, (2017). When it comes to this stage employees are craving clarification about what is coming next in terms of the work arrangements so communication is necessary as it will give the employees some understanding on what is going on and what their next move should be or looks like. It falls on the production leaders to pave the way for the managers and employees to act accordingly as the employees need to adopt a change in their thoughts, feelings, and behaviour that wat they might be more productive and will be more willing to engage in the change. By doing the change leaders need to have an unobstructed vision and strategy because people are more likely to accept the change once they know what is happening and it is important for the senior leaders to promote and act   like role models for the change. As a leader you want to be able to empower your employees by giving them a powerful reason to the support the change and with a tragic death like the one on Alec Baldwin set people would be down to support the change because someone died and by giving them an emotional connection to the change inspires them to put in greater effort and show commitment as they would not want something like that to happen again. Also, with change you must resolve the issues at hand and with the shooting that happened on Alec Baldwin set it is a serious matter the issue needs to be resolved appropriately however, due to the seriousness of it, it will take some time to resolve an issue like this as many parties must be involved I.e., the police, lawyers, witnesses, family members, an investigation must take place. But in the meantime, it is important to identify the risks going forward it could help if the leaders were to provide a framework that would help to prevent a situation like this occurring in the future.
[bookmark: _Int_o8ZzB73X]When it comes to the refreezing stage it is important because it ensures that people do not revert to their old ways of thinking or doing the things prior to the implementation of the change. Embedding the new change will help the industry do better in the future and with the people that were involved in the incident taking accountability the production of the film had been rescheduled to resume this year with the victim's husband being the new executive producer. BBC News, (2021). Efforts must be made by the leaders to guarantee the change is not lost; it also needs to be cemented into the organisations culture and maintained as the acceptable way of thinking. Measuring the benefits will also help the organisation by analysing their strengths and weaknesses and with the changes made to the organizational processes, structures, goals, or people are accepted as the new norm or status quo. 
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Conclusion – what is he outcome, it can be positive and negative 
Wen using Ting toomey 1999 my approach would be involving the team and escalate / appeal to authority
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