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INTRODUCTION

Leading and managing change in the organisation is a complex process that includes several considerations and steps consisting resource allocation, stakeholder engagement, communication and training and development. Change leaders are the one who is responsible and accountable for driving change initiatives in the organization  (Ackerman, 2023). Leading and managing change are important skill in the highly competitive and dynamic business environment. They articulate the objective, rally support and emphasis on aligning with the strategic objectives of the company. This report is based on “Leading and Implementing Change within Post office”. In this report, there will be discussion about stakeholder analysis model for identify the stakeholders that should be engaged to resolve the crisis and discussion the conflict resolution styles. In addition to this, there will be discussion about ways to reach win- win solution and key recommendations for better change management in the organisation. 
MAIN BODY 

Using a relevant stakeholder analysis model, critically identify the stakeholders that should be engaged to resolve the crisis

Stakeholder analysis is important in organizing planning and project management for several reasons including understanding expectations and needs, allocation of resource, enhancing communication, mitigating risk and many other purpose. In relation to Post Office, the strike by post office workers was driven by problem surrounding pay, the perceived inadequate offer and freezing of wage rate in 2021. Stakeholders analysis model will be apply in the given situation of Post office in order to identify the stakeholder and their importance in crisis and proposed action or strategies for resolving a conflict. Also, the stakeholder’s analysis model includes discussion about both primary and secondary stakeholders associated with the organization. 

Stakeholder analysis model 
1. Stakeholder’s identification 

Primary stakeholders

The primary stakeholders are the one who are crucial to the existence of the business organization and they are highly engaged with the monetary transaction of the company  (Alves, 2022). The primary stakeholder associated with the Post office includes communication workers union representatives, post office workers, HR and executive, general public and customers.

· Union representatives: The communication workers union representatives showcase the collective voice of the employees and negotiate on their behalf in order to influence the negotiation process (Villiers, 2021).  Negotiating on the behalf of employees can be helpful in boosting motivation among employees and implementing new change. 

· Human resource managers and Executives: The Human Resource management and executives are responsible for taking decisions in relation to negotiation and pay policies. Both carry an authority to reject and approve the proposal and shape company actions in accordance with the strike.

· Customers and General public: The customers and general public can play important role in influencing the change practice like service distribution can crate impact on opinion of customer and public which directly affects overall revenue growth.

The key study of post office workers strikes on a day. One has critically highlighted upon the significant role of stakeholders and their engagement in a way to resolve conflict and organizational crisis.  The following section will critically analyze the stakeholder analysis using the Mendelow’s stakeholder matrix to comprehensively identify the key stakeholders involved within the case, case study organization. 

Mendelow’s stakeholder matrix

This matrix consists of the process of categorizing the different stakeholders based on their power, and interest level in four different sections, such as given below:
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· High power high interest  (key players) - At this point of stakeholder analysis, metric, post office, workers are considered as the high power, high interest, player within the organization, as these directly affect the paid disputes, and gather impact upon Office operation operations. in terms of engagement strategy, post office workers as stakeholders are collectively involved in the process of negotiation and effective decision-making approach to overcome the issue, fulfill the grievances, and ensure the fulfillment of needs and requirements to prevent disruptions  

· High power, low interest  (keep satisfied) - At this level, the communication worker and their union were considered as the high power, high interest stakeholders that represents the body of post office workers and has significantly influence upon the factor of negotiation and played an important role among workforce within the post office management (Van der Wal, 2020). In terms of the engagement strategy, communication worker, union, closely work with the leaders that can deliver understanding factor among workers relating to the demands and make them work towards mutually acceptable and desirable conditions  

· High power, high interest - at this level of stakeholders or a power, post office management is considered as a responsible towards the process of developing strategic decisions relating to the employee, wages and working conditions. The approach of affections can directly influence the productivity level and outcome of the dispute.  In relation to the engagement strategy, there is a need of much more transparency, constructive feedback and open communication among the workers in a union representatives to find a balanced approach towards developing a solution that can positively address the financial constants and fulfil employee’s requirement and preferences.  

· High power low interest - and this section government can be considered as a regulatory framework that can overview upon the policies, their modifications and changes that can deliver impact upon the post office. Through not directly involved in daily operations, government can critically support the process of resolving issues and other structural complications (Breyer, et al.,2022). In terms of the engagement strategy, government and fulfil the customers requirement and support the financial strategies within post office to overcome the complex situation.

· Low power, high interest - at this section, customers can be considered as a factor that majorly depends upon the post office services for their different types of means which can be disturbed by the strikes and conflict among employees. In terms of the engagement strategy, it is essential for the post office services to keep customers informed and updated about the negotiation terms and other expected services to implement, and maintain customer loyalty and effectiveness in service. 
· Low power, low interest- at this section competing postal services or courier companies might have a vested interest in the outcome of the dispute, as it could impact their market share or competitive advantage. However, their direct influence on the negotiations is likely minimal.
Identification and justification of key stakeholders
Post office workers  (Definitive stakeholders)
These stakeholders have attributes like power, urgency, and legitimacy.

Justification, post office workers consist of the power that disrupts the services through strikes, legitimacy as a worker demanding wages, and considering urgency due to the immediate needs for financial and high inflation, business market. The factor of engaging with the post office workers directly and negotiating the resolution that can critically work upon addressing the concerns and prevent future disruptions. 
Communication workers union  
These kinds of stakeholders consist of the attributes and skills relating to power, legitimacy, and urgency.

The communication worker union reflects upon a collective voice of the workers that represents the power to organize this strike and negotiation affairs (Salamon, 2023). The factor of legitimacy stems from the role of workers representative and the factor of urgency rises from the factor of pricing need and want of work to address the wage destructions due to the high inflation rate in the nation. There is a need of effective engagement and participation of the workers with communication worker union, which can facilitate a better negotiation terms and can help in reaching towards a common objective or a term.
Government and regulatory bodies  (As dominant stakeholders)
These holders have attribute of power and legitimacy  

In terms of justification, the stakeholders of common and regulatory bodies within the business environment have the power to influence labour laws and services. Government regulatory bodies have legitimacy, which directly comes from a responsibility to maintain a fair labor practices and ensure their authority (Colvin, et al.,2020). In terms of urgency, the government and regulatory parties does not have any immediate or a high parties to support the crisis or a conflict situation.
Justification, Stakeholder Positioning, and Engagement Strategies
1. Post Office Management

· Justification: This is mostly because as the employer Post Office management enjoys a better bargaining power in issues regarding wages and general activities of the company. They are the ones with direct accountability for establishing relationships with employees and are, therefore, stakeholders in matters of organizational functionality and the generation of profits. This places them in a strategic position where they can draw a big influence to the process of arriving at the resolution.
· Stakeholder Positioning: The Power-Interest Grid: According to the Power-Interest Grid the management of the Post Office would be in the top right quadrant that being the high power/high interest quadrant (Dutta, and Das, 2020). This positioning is due to the authority on the management of organizational resources, and having large investment in the financial status, and employees of the company.
· Engagement Strategies: Deal directly with them and consult often and attempt to understand their limitations in order to arrive at win-win situations. Emphasize how a non-accommodation of the strike will pose a disadvantage in the long-run, by pointing out that better morale and productivity will be achieved when workers are made satisfied through accommodation.
2. Communication Workers Union  (CWU)

· Justification: The CWU acting for the employees hold a significant role in fighting for the rights of workers and striving to get paid more and work under improved terms. Their impact arise from the fact that they can orchestrate industrial measures such as strikes which has a great impact on the operations (Davis, and Musolino, 2024).
· Stakeholder Positioning: The CWU is also under the high power, high interest the reason is that they refer to the group of many workers; and directly influenced the negotiations. Their concern is more on getting the best deals for their members.
· Engagement Strategies: Create a communication with the client base where honesty and equal treatments are important aspects. To resolve the conflict, any negotiations hence should focus on satisfying the union’s claims as to pay and conditions; this provider may consider offering other means of remuneration in situations where increasing wages is not possible.
3. Employees  (Post Office Workers)

· Justification: The conflict mainly concerns the employees because their remunerations and conditions of working are the main motivation for disputing. Their authority is vested in the fact that they can stop operations via strike, which in turn destabilizes the running of the business and customer satisfaction.
· Stakeholder Positioning: We established that employees are located in the medium power, high interest quadrant of the OD model (Marzuki, et al.,2020). Alone each of them may not hold much power but collectively it show their activities and the support of the union.
· Engagement Strategies: This will help in involving the employees in the negotiation process and keep them informed about the progress and the result of the negotiations. It might be important to talk directly to the employees’ representatives in order to establish the direct connection and have the feeling the process is rather fair.
4. Government and Regulatory Bodies

· Justification: Central stakeholders are the government and regulatory bodies such as the Department for Business, Energy & Industrial Strategy because of their supervisory role of employment standards and public services. They care more about the stability of the labour relations and do not want disruptions to public services.
· Stakeholder Positioning: These bodies should be located in the quadrant of high power and low to medium interest since they are in the position to implement regulations (Olukolajo, et al.,2022), and potentially intercede, yet seems to be less involved in the outcome than the chief stakeholders.
· Engagement Strategies: Complete the interaction via the official protocols and with strict adherence to all the rules and regulations. Update these bodies regarding the on-going and proposed negotiations for the resolution of the conflict and consult or seek their intervention for the achievement of the desired solution in the light of public policy objectives.
5. Customers and the Public

· Justification: The actors include the customers and the public since they don’t negotiate directly; however, they suffer the consequences of the negotiations more so when the postal services are affected by a strike. Some of their interests are dependable services and proper treatment of workers.
· Stakeholder Positioning: As such, they fall in the low power, high interest quadrant, meaning they have a little control over the power of bargaining concerning negotiations, but have keen interested concerning the service disruptions as well as any policy change that may occur in service.
· Engagement Strategies: Constantly update the customers on that particular service so as to inform the public of the causes of the disruption in service delivery and the measures being taken to resolve the conflict (Briggs, 2022) . By developing public relation campaigns, the problem could be contained in regard to the public relations and the trust of the population in the Post Office decision making process could be preserved in order to ensure that the problem is solved.
6. Media and Public Opinion Leaders

· Justification: Media provides the general public and especially those in the society with an option to have an impression about the issue and besides opinion leaders assist in shaping the perception that the general public as well as other stakeholders develop toward the conflict. Their coverage can therefore harm the image of the Post Office and CWU as a result.
· Stakeholder Positioning: The media is classified in the lower portion of medium power and significant interest; it play an essential role in shaping the people’s view but has no direct power to solve conflicts (Guerrero, 2020).
· Engagement Strategies: Be prepared to introduce information into the media by presenting it in timely and accurate information in order to give interviews, statements or quotes. Focus on the desire to come to a resolution and stress the desire for a fair settlement.

When these stakeholders can be accurately reached out and managed, then contending conflict approaches can be established and various risks reduced towards attaining a win-win solution.
Critically discuss the conflict resolution styles and recommend the appropriate style for the case
Overview of Conflict Resolution Styles
1. Competing: This style entails a high degree of confrontation with minimal compromise, and one subject tyrannically imposes his/her will on the other. This is mostly applied in conditions where certain and effective measures are required or where measures that are not popular have to be taken.

2. Collaborating: This style is characterized by high asserted behavior that focuses on solving the conflict peacefully so that all the people involved can be satisfied. This process can be best explained as an interaction in which two parties engage in discussion and exchange of information, offer ways to solve the problem, and arrive at a solution that is satisfactory for both of them (Dickinson, et al.,2022).
3. Compromising: This as a strategy occupies the middle ground in terms of assertiveness and cooperation. It also looks for a compromise where bid will win some and some will be given up by the other party and both will be fairly satisfied. It is most effective when the relationship between the organizations is more or less equal, or if a solution is needed for the short term only.

4. Avoiding: This entails low levels of assertiveness and cooperation and this style entails avoiding the conflict situation. It may be employed when the conflict is minor, when the risk of opposition overpowers the gains, or when there is a slim prospect of having one’s concern met.

5. Accommodating: This style it low in assertiveness and high in cooperativeness and one has to give way to the other. It is handy when the relationship concerns are more paramount than the matter in dispute or when one party feels he or she could be in the wrong.
Application to the Case
1. Competing

· Analysis: It perhaps can be used by the management of the Post Office or the CWU to advocate its headline without compromise within the setting of the workers’ strike. However, this could only increase the enmity between the two sides and keep industrial action going on for a long time which will be counterproductive for both the sides and the public.
· Suitability: Considering the nature of a conflict, in which the points of reckoning are violations of employees’ rights, a competing style will bring about a stalemate rather than a decision. It could also harm separations and confidence of the two organizations.
2. Collaborating

· Analysis: Negotiation would entail coming up with a solution through the Post Office management and CWU so as to satisfy both of them. This could include the consideration of innovation measures like step by step wage increment, extra perks or incentives based on productivity.
· Suitability: This is because this style seeks to engender a win-win situation which is fitting for the need of the long-term relationship with labor (Furlong, 2020). Thus, collaboration would enable both to determine the limits and the requirements that the other side has to meet, it would be more suitable for both and would not cause such negative emphasis on conflicting interests.
3. Compromising

· Analysis: Negotiating would entail both parties to let some bit of their gripes go so that they could both get their desired amount partially. For example, the management may provide a higher wage increase than the first suggested or the CWU might consent to have the implementation done gradually or take some of the increase on non-salary gains.
· Suitability: This approach may seek to come up with a quick resolution of the conflict and thus appropriate if the strike is disruptive (Greenhalgh, 2020). But it may not suit both parties fully; there may be future problems if some of the causes are not solved to the satisfaction of both parties.
4. Avoiding

· Analysis: Such processes of conflict resolution may include avoiding the conflict altogether or ignoring it, leaving it to either the management or union to table it. Such actions might seem to bring some relaxation of the conflict for a while while underlying causes are left unsolved and in the future they can intensify.
· Suitability: The strong form of this strategy is usually inapplicable here since the matters of concern are critical and cannot be dismissed. It would probably be fraught with negative outcomes with regard to trust and credibility on both sides of the negotiating table in future dealings.
5. Accommodating

· Analysis: An accommodating approach means that one party had to give in to the other such as when the management bows to the pressure of the union to meet its demands as a way of evading conflict or when the wing bows down and accepts what the management is offering in a bid to avert conflict (Igben, and Ilaya, 2021).
· Suitability: If the conflict is solved through the process of accommodation, which is rather effective in solving conflicts at once, the result can be a certain dissatisfaction because rather large concessions may had been made. This dissatisfaction could demoralize employees and have more far reaching repercussions in the long-run.
Recommendation

Discussed from the argument of conflict management styles, the collaborating style is deemed most appropriate to solve the strike of Post Office workers. This style's appropriateness is rooted in several key factors:This style's appropriateness is rooted in several key factors:
1. Nature of the Conflict: The subject of the problem is an organizational conflict of interest that deals with pay and working conditions issues, which deal with employee-centric and organisational-resilient characteristics (Arthars, et al.,2024) . The rationale for a collaborative approach is that this makes for a detailed study of these matters by empowering both actors to examine and clarify each other’s concerns. It ensures that the final solution that is agreed on is not only fair but also one that can sustain the cooperation hence solving the actual problem rather than the symptoms.
2. Stakeholder Interests: The management as well as the Communication Workers Union  (CWU) have their demands right, therefore the following. On the one side, managerial demands for profitability and effectiveness of business processes are opposite to the CWU which claims for a reasonable reward for work and reasonable working conditions. Interactivity ensures that the two parties come up with a compromise where each side’s view is valued and unique ideas are engineered. It becomes an opportunity to discuss numerous compensation patterns, privileges, and conditions that may meet the requirements of each party.
3. Long-term Relationship: Management and employees’ relations particularly as controlled by the CWU determine the future of this organisation. A collaborative resolution strategy is an effective way of ensuring that any conflict is resolved so that any future wrangles are avoided in light of the rapport that will have been developed as a result of the process (Atefi, et al.,2020). This way, both employees and the employer manage to achieve the best possible agreement that allows for the improvement of the relationship between the two sides that are otherwise in a conflict.
4. Public and Media Perception: It can be noted that the Post Office is an organization that interfaces with the public and therefore should have a good reputation. Cooperation, proving an organization’s readiness for fair bargaining and proper treatment of employees, should also be regarded as highly perceiving by the public and the media. Thus, this approach helps in solving the Conflict situation and also builds an image of the organization’s responsibility towards the employees and improves the Its image in the eyes of the Public and increases the customers loyalty.
5. Avoiding Future Conflicts: Working together means that multifaceted solutions can be reached, which deals with the causes of the situation, not just the manifestations of the problem (Igben, and Ilaya, 2021) . Future issues can be easily addressed because this method can set the communication lines that are needed to continuously open for interaction. It also means that by setting a precedence of engaging in the collaborative manner in the solving of the problems, the Post Office is likely to minimize the emergence of similar problems in future, thus fostering the stable working arrangements.

All in all, negotiation is deemed to be the best method of solving the existing dispute. Not only does it respond to the current issues of all the participants but it also creates a foundation for further improvements in relations between organizations and employees and their relations. This strategy conforms to conflict solving solutions available, and embraces diplomacy, reason and respect in all stages, thus setting the correct benchmarks for future dealings.
Implementation of a Collaborative Approach

To effectively implement a collaborative conflict resolution approach, the following steps are recommended:
· Facilitated Negotiations: Ascend to involve a third party with an aim of mediating; this way, both parties will have a chance to express themselves regarding the issues at hand.
· Focus on Interests, Not Positions: Urge the two parties to engage in a problem solving strategy by considering what the parties’ goals and concerns are instead of focusing on what they want. This can show where one is similar to the other and where concessions can be given.
· Creative Problem Solving: Promote the open-mindedness of how problems are solved. This might involve ranging from looking at the possibilities of working extra hours, different type of remunerations that may come with better performances or any other perk which can be given out instead of the wages (Alzahrani, et al.,2021).
· Transparent Communication: Be open in the negotiation process and make sure that all participants of negotiation receive all the information he need and the reasons we make. It also assists in developing trust, which decreases the likelihood of such a post being misinterpreted.
· Regular Review Mechanisms: It might be necessary to provide a programme for physical check-ups of the agreement from time to time in response to variations in the circumstances (Eckblad, 2020). This could entail such measures as the recurrent reviews of wages in relation to inflation or the firm’s performance.

We also believe that relationship rebuilding entails the Post Office and the CWU thinking and working together in order to find over the long-term sustainable and mutually acceptable solutions that would not only resolve the current dispute but also enhance the post and the union’s chronic partnership. This postures the task as falling in line with recommended procedures for interpersonal conflict resolution that entails understanding, courtesy, and common goal (s) of both individuals involved.
Based on your evidence in 1 and 2, critically discuss ways to reach a ‘win-win’ solution among the stakeholders
Definition of 'Win-Win' in Conflict Resolution:

An integrative outcome in conflict resolution is one in which all the conflicting parties believe they are getting what they want out of the process and that they are not grievances in the matter. This is different from typical conflict where one party comes out as the winner while the other party is the loser with no consideration being given to the other party.
Strategies for a Win-Win Outcome:
1. Negotiation Techniques:

· Integrative Bargaining: This technique entails establishing what people want rather than spotlighting what they want (McGovern, and Rubenstein,2020). It seeks to achieve employee, customer and organizational satisfaction through managing and negotiating for win-win outcomes.
· Open Communication: Trust and understanding need to be developed and one of the crucial ways is through clear and open communication. Open dialogue is a verbal communication where participants describe their problems and needs and find ways to settle a compromise.
· Interest-Based Negotiation: It focuses on contemplating as to why each of the parties is seeking what they are seeking. This is why, when interests instead of positions are being dealt with, a negotiator is able to search for ways of solution, which would meet needs of all the parties.
2. Implementation Steps:

· Step 1: Preparation and Information Gathering: The intervention should start by identifying and analysing stakeholders’ requirements, limitations, and objectives, particularly the Post Office management, CWU and the employees (Tang, et al.,2020) . This involves gathering information on constraints to funding, competition, and employees’ demands.
· Step 2: Establish Common Goals: Establish common goal, such as service delivery quality, financial viability, and employee relations. Such goals can be common both for negotiations.
· Step 3: Facilitate Collaborative Discussions: Hold meetings with all the stakeholders in a negotiation and encourage the shareholders to state their wants and needs. Ensure that you only invite a moderator for the discussion; this will assist in not making the whole thing a contest where each party seeks to have its way but more of a problem-solving activity, and all parties involved need to find workable solutions.
· Step 4: Develop Multiple Options: Promoting the creative thinking in order to come up with the number of solutions (Simanjuntak, et al.,2021). This could be in form of a work progression structure that Awards the employees with incremental salary increases over a given period, other off – equalities like non – wage incentives or even flexible Human Resource Management practices. Rank each decision on its practicality and the suitability of its outcomes for the stakeholders.
· Step 5: Reach Consensus: Negotiate, towards an agreement that contains components that meet the most important requirements of each of them. Confirm that everyone explicitly gets and accepts the terms laid down and identify how they will be carried out.
· Step 6: Establish Follow-Up Mechanisms: They should set up a mechanism for reviewing the compliance with the agreement and solving the resulting problems (Bernaz, 2020). It is recommended to have frequent follow-up meetings in order to confirm that the solution applied works and that all the parties on both sides of the conflict do not perceive their rights and interests are not being violated.

By implementation and using these strategies and steps, probably one can talk about the ‘win-win’ scenario with all the stakeholders, where a positive atmosphere and cooperation is welcomed and the long-term satisfaction in the relationships can be achieved.
Based on your experience with this module, how has your understanding of conflict resolution and stakeholder theory prepared you for the workplace?
Personal Development in Conflict Resolution and Stakeholder Theory
That course has added to the achievement of this programme by enriching me with clear and sharp conflict resolution and stakeholder theories and tools for analyzing and resolving staking wars. They have helped me to understand how to classify the stakeholders depending on their power, interest and thus their influence, which is very vital in how to engage and communicate with them adequately (Freeman, 2023). The analysis of the concepts of competing, collaborating, compromising, avoiding, and accommodating as the conflict resolution styles have enriched the understanding of the given topic and provided successful strategy selection toolkit. From this knowledge I have developed better negotiating and mediating skills, also stressing the significance of conflict solving and the centrality of common understanding of a conflict and its’ resolution.
Application to the Workplace
The knowledge acquired in this course can be applied as is in actual work environments due to conflicts and stakeholders’ management impacts on the effectiveness of organizations. Specifically, in a developmental aspect of conflict, I am more able to manage conflicts in a workplace setting by appreciating different views and being aware of other people’s agenda in a conflict (Nudurupati, et al.,2021). For instance, when there is conflict of who gets what, and where; I can apply stakeholder analysis by determining who the players are and what they want, and then engage in a compromising accommodation technique which aims at achieving a fair compromise. This preparation endeavours to strengthen my potentiality in contributing the right impact on the team dynamics, for leading the projects with multiple stakeholders as well as for fulfilling the intended organisational goals while preserving the organisational harmony in a workplace.
Future Learning and Development:
Having taken an overview of this course, I understand that learning is never-ending and more so in issues such as intercultural conflict management and other forms of enhanced negotiations. People should learn cultural differences since the culture of the society is different in different countries and in knowledge-based industries, workers from different parts of the world are hired. Also, it would be useful to obtain a better understanding of communication narratives for engaging stakeholders online since there is a shift to virtual meetings. I also hope to obtain competencies in crisis management and change leadership since any organization today operates in a dynamic environment. These areas of further learning will not only enhance the existing knowledge but also increase the capability of tackling more diverse issues crucial for professional life spectrum.

Therefore, it can be stated that this course has offered a good introduction to conflict resolution and stakeholder theory, as well as the best practices that can be learned and employed in a professional context  (Obeso, et al., 2020). Further education and training in these spheres will improve conflict solving skills and the ways of involving stakeholders, which will be crucial when working on business projects at present and further.
CONCLUSION 

When engaging in the analysis, the focus was put on the centrality of stakeholders and on the need to choose a cooperative conflict resolution strategy to manage the Post Office workers’ strike. There will, thus, be a reasonable solution perceived and reciprocated as a win-win situation by both the management and employees. Some of the main suggested measures are to promote free exchange of information between the employees, encouraging the main stakeholders’ interference in the decision-making, and to provide for controls after certain intervals to ensure the full-fledged functionality of the agreement. While resolving the current conflict of a threatened persona and a perceived ecosystem’s instability, this strategy also gives roots for a less contentious and stronger organizational climate suited to face new adversities. Other organizations are advised to consider this case study on how to handle such disputes and the need for inclusiveness to arrive at the best solutions.
Recommendations:
· Adopt a Collaborative Approach: Return to baseline 2 and negotiate via meetings where all stakeholders should come together and figure out win-win situations, concerning wage strategies that have different phases and not-only-wages rewards.

· Enhance Communication: Candour both orally and in writing, with or without formal offers being made, is important in sustaining the negotiations.

· Implement Regular Review Mechanisms: Include provisions for periodic consideration of the nature and the terms of the agreement to ensure that the intended goals are still being served efficiently.
Implications for Practice:
Thus, this analysis highlights the importance of the utilization of team interaction in conflict contention especially in accrual conflicts with multiple players. As the conflicts are likely to occur in organisations with similar kind of a relationship with the stakeholders, the strategies that may be of help are those that involve more openness, active involvement of the stakeholders after the conflict and enhancement of the long-term relations with them. Besides addressing the problems on the spot  (Arun, et al.,2021), it helps to develop the capacity, which is necessary for restoring the organization, charisma unity in the future.
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