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[bookmark: _Toc107848945]Introduction 
The report works on leadership and management inside a post office case scenario. The main objective of the report is to critically evaluate the meaning of organisational power as well as politics. The issue is pay increase freezing which has resulted in managing the power and politics within the organisation. As a reaction to the pay hike freeze the union committee has also come up with a threat of stopping the work. Critical identification of the stakeholder’s analysis model explaining how the chosen models are interrelated with stakeholder evaluation. Organisations come up with different employment statistics and community groups engaging in staying ahead of shareholders. The report is going to show a comparative analysis of power and politics regarding the power understanding of the organisation. An argument between the salience model and the power interest matrix model is shown in the writing. The report also shows the different limitations these models possess and how the models are interlinked with the case scenario. The model also reflects upon the Thomas model and offers an overall evaluation of the conflict resolution approaches for resolving the conflict. The report also recommends how the categories of stakeholders impact broadly users, service providers, and governments. 
[bookmark: _Toc107848946]1. Critical evaluation of the meaning of organisation power and politics and explaining the relevance with the case
Definition of power and politics
“In social science and politics, power is the social production of an effect that determines the capacities, actions, beliefs, or conduct of actors” (BBC.com, 2022). On the other hand, “politics is the set of activities that are associated with decisions in groups and working on the forms of power relations among individuals”. The distribution of resources or status is inclusive of two elements: power and politics, which links strongly with leadership within any organisation. Power is the possibility defined to be influencing others while politics works as a distribution of resources or status. Together the political power can be identified as the ability to control the behaviour of individuals and influence the outcomes of events. Politics is defined in major differences such as understanding power relations among people and social activity. 
Political behaviour that is influencing the activities are not always understood as a formal role within the organisation. “The influence, or attempting to influence aligns with the distribution of advantages and disadvantages within the organisation” (Ahmad, Khan, and Arshad, 2021). There are three basic sources of power inside politics which are defined as force, influence, and authority. 
Data regarding the power and politics in organisation
The power and politics in an organisation enables them to control individual members and preserve themselves. Managing organisational politics helps in demotivating employees, increasing the levels of stress and probably changes the attitude of employees. Power is responsible to make an engagement of the employee commitment and leave the compliance inside the organisation. A significant debate can be created as a part of understanding the organisational behaviour and the power and politics. Keeping close tabs on current activities indulge in understanding the working system getting the most value. The power makes an organisation enabled of the right promotions and influencing the people over the right time. The impact on the organisation performance is offering how a need for power is more likely to engage in political behaviour (ARINICHEVA, LEBEDEVA and MALISHEVSKII, 2019). 
A person with power command on the prominence, showing respect in the eyes of an individual. Possessing power means how a person is enabled to influence others easily to perform the job more effectively. Political behaviour within an organisation impacts a person’s formal roles understanding. In case there exists no power and influence the organisations link strongly to the dependability. The organisations should be challenging in terms of understanding the contemporary organisational activities. Both the power and politics impact the organisation since there exists dynamic concepts and there exists ability to work on hiring decisions and defining organisational goals. Here, the post office workers are least satisfied with their work. Power has been defined as having control, influence on the employment and salary hike. Power is viewed upon as a positive infinite source to establish organisational understanding and employee wellbeing (Bush, Bell, and Middlewood, 2019). 
Argument of power/politics in the case
Power and politics in the case aligns with international organisational management. Employees are using power and politics by not working and performing the strike. “Some 114 Crown Post Offices - those directly owned by the company - will close for a 24-hour period, while sub-post offices will have no cash deliveries or collections” (Aromaa, Eriksson, and Montonen, 2019). The communication workers union are often angry over the pay freeze in 2021-2022 and there was a 2% rise in the year. This scenario created a strike demanding 7% of the hike to manage the household and live a good life. A good employment condition can be achieved with regular pay hikes and good working conditions. The pay freeze occurred despite “the company generating a profit for the last two years during the pandemic from the efforts of their key worker employees”. The employees were not paid well and their demands were not satisfied leading towards a strike. 
The 97.3% members voted in support of a strike and if the work does not continue majority of common people will become the sufferer. Union assistant secretary says that post office management are insisting to follow the different government policies within public sector pay. The post office is showing records of the majority 11000 branches that are remaining not affected by the scandal (BBC, 2022). However, the strong power politics and organisational power is shown by only affecting 114 office work and gaining a great media coverage. Post office manager's decision of 250 pounds one-off payment for managing the time consumption within part-timers 2022-2023. The damage is affecting the post office work by stopping cash deliveries and collection for 24-hours. 
This somehow became a work dilemma for the staff working in post offices. Post office is losing its morale of serving customers and the image of working. The working of the economy is affected with the stoppage of work. It affects morale by impacting the opportunities and recognition with the company offering. High morale expects happier employees. Striking affects both the parties. The employer is likely to lose money due to delayed service to clients or production time. The employees on the other hand, are expected to get no payments due to the pay principle of no work no pay (Bush, 2020). Strikers if become dismissed from work due to the participation of strike then they will be losing livelihoods. Lack of effective communication causes low morale at work. Having unrealistic workloads constantly changing expectations or priorities. There exists severe moral issues that are faced by the post office workers with this strike and these are:
· Discrimination in pay-scale and harassment
· Toxic workplace culture
· Unethical leadership which leads toward inequity of resources
The science and technology provides with the capacity of processing systematic knowledge of improving the conditions of the material life. However, with an increase in payfreeze and no wage hike all ethical values are becoming irrelevant for the workers giving them major moral issues or dilemma.  
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Figure 1: Herzberg’s motivation theory
(Source: https://www.simplypsychology.org/herzbergs-two-factor-theory.html)
The employee motivation theories or the need theories, work on major aspects of the category like herzberg’s motivation. The theory works effectively on the argument of “mutually exclusive factors in the workplace that either cause job satisfaction or dissatisfaction”. The theory is applicable in this scenario since the individuals are motivated by identifying their individual needs and desires and aims to pursue the desires. Two-factor motivation theory. The theories of motivation is applicable under the:
· Sense of achievement and intrinsic value obtained from the job
· The status provides opportunities of advancements
· Level of recognition understood by the colleagues and management
· Organisational policy works within a differentiation factor to argue on administrative issues (Cioarță, 2020)
Lastly, the motivation theory improves the skills, opportunities and increases the value of organisational human assets. The two factor theory works here in most appropriate manner since it shows how performance achievement and recognition impacts the post office workers. The needs are not satisfied with salaries provided to them and thus the rebel has formed from dissatisfaction, grief and pain. The personal growth and need for salary hike can be well described via this theory application as the growth comes under motivational factors. 
[bookmark: _Toc107848947]2. Critical identification of the stakeholders using Stakeholder analysis model and explaining how the chosen models are interrelated in stakeholder evaluation 
This interrelation is going to be shown here for the evaluation of critical stakeholders. 
· Salience model and power interest matrix model
Salience model classifies stakeholders and decides how the project matters. “Project managers are more likely to face different challenges in choosing the right stakeholders and prioritising the communication needs. Salience model brings clarity in prominence and importance for different stakeholders” (Cioarță, 2020). Stakeholder salience is the degree to which stakeholders are identified to be visible, vocal and showing importance to the project. Stakeholders are defining requirements and making decisions beyond the expertise and authority. Stakeholders are visible, vocal and hold an importance to a project. Mitchell, Agle and Wood developed the stakeholder salience framework in the year 1997 to help the managers identify and prioritise stakeholders through the significant assessment. There exist three attributes: power, legitimacy and urgency that leaves a combined impact on the overall level of salience for the project. 
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Figure 2: Salience Model
(Source: Author)
The model shows the dormant stakeholder along with the dependent stakeholder. Dormant stakeholder is the government. Dependent stakeholder is the staff as they do not possess much of the power. The definitive stakeholders are the post-master since any occurrence of activities are going to affect these people. Customers are the most demanding stakeholders while the government is identified as the dangerous stakeholders. The post office managers are coming under the spectrum of dormant people and they hold the maximum of power. The post office has insultingly offered just a 2% pay increase in the year 2022-2023 the spokesperson included. The scenario is becoming tough with the cost of living rising at 7% per year (Figueroa et al. 2019). A total branch closure and following stricter government policies increased a wage of 250 pounds and post office management are insulting the public sector pay policy decrease. On the other hand, post office is showing a huge power play from key worker employees and saying that affordability is not the issue, it is all about limiting the power. It is needless to say that several strikes are upcoming in the future. 
· Power interest matrix model
Power interest grid is identified as a tool for “identifying, categorising and managing stakeholders” (Gavieiro Besteiro, 2022). Project managers are creating a grid early in the project and using the project's phases. The power-interest grid model shows a grouping of stakeholders based on the level of concern regarding the project outcomes. Stakeholders are plotted on the grid in relation to the power and interest they have with respect for the project. The power interest grid can be designed for the case of post masters Crown Post office. 
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Figure 2: Power-interest model
(Source: Author)
From the above matrix it is clear that the government is having high influence and a low level of interests and the post office managers as well. The local community needs to be informed since they have low power and low interests. The sub postmaster and communication union is kept at a position of high power and high influence while the media is having high interest rate and low influence. The communication union members can be identified as the key player and these people are going to create trouble by not working (Ginige, Amaratunga, and Haigh, 2018). The scenario involves around 3500 staff involved in the dispute. The staff is having high interest however, it is having less power to bring about change and they find stopping work can manage the freezing of pay scale. Each identified stakeholder is having a duty that has to be accomplished. 
Interrelation of chosen models in stakeholder evaluation
The most important reason for identifying and understanding the stakeholders involved within informing, consulting, and participating is the evaluation. The customers, employees and community members within a chosen model participate in stakeholder evaluation. Stakeholders are the persons investing in relative outcomes and largely leaves an impact on the post office work to be continued. Pay dispute is controlled via the uses of the models. While the government and the post office managers are in the dormant zone they show demand for the post office workers to return to work (Golensky, and Hager, 2020). Postmaster is a definite stakeholder which is operating above all the staff. Now the authority has to make sure that both sides' demands and their needs are heard and legitimacy is shown. Customers are demanding for their money orders to be delivered on time or documents to be sent on time. The media is working as a discretionary for the users and managing the legitimacy. Involvements of certain parties and their appropriateness is judged within these categories by understanding the need for immediate action taking. 
Urgency is something that enables the project stakeholder to define the expectations and the need of the hour. Understanding which of the opinions matters has also become an important aspect. The post office managers are more likely to face the challenge regarding the concepts of stakeholder that controls the work. The community members are also coming under the dormant zone. The community members of 114 offices are the dominants behind the strike. The reason is different for different people to participate in the strike. However, everyone has come together with one common goal of a pay hike and establishing their demand of a 7% hike a year to make a better living and become motivated for work (Jones, 2018). 
Limitations of the model
· Salience model: 
As compared to other models requires more time and effort. This is identified as a subjective procedure. The bias in opinion is influencing the model's overall effectiveness. There exist three attributes like power, legitimacy, and urgency. All these three attributes are a part of rigorous research and analysis. The dependent, dominant and dangerous stakeholder finding is a delicate work and needs utmost patience to continue with. The present or absent models varying between the two are part of the salience model. Projects are required to be completed with minimal obstruction and managing the stakeholder attributes. The limitations of the salience model is that it supports statistical analysis of difference in perspectives and often the results are not generalisable. It is also difficult to identify the contribution of stakeholders that are geographically dispersed. Inability towards establishment consensus among possible stakeholders are part of any stakeholder analysis model. “Any time one might have an interest in something that someone else also has an interest in, then there are n numbers of limitations faced” (Kalhan et al. 2021). These are part of identifying, categorising and managing stakeholders. Representation of one's own interest is always becoming a barrier in the stakeholder analysis program. 
· Power-interest model:
This model is used for categorising the stakeholders during a change project in terms of allowing them to be effectively managed. Different decision-makers are there as a part of understanding how the model works. The making strategy as the name suggests takes account of the power and interest profile. “Stakeholders analysis uncovers and removes multiple barriers in understanding the project’s progression” (Kochhar, 2020). While the power interest model is in action, stakeholder power means the ability to use the resources and get some desired outcome. While the voting, legal and political power is limited within a specific people there is lower turnover rates observed in organisations. Employees if treated badly, the organisation eventually fails. Mendelow’s matrix is identified as a part of setting priority stakeholders and managing communication. The main limitation is understanding ability of groups and keeping them in their respective columns. The project will not succeed since businesses pay high wages to postmen. However, increasing the wage so that the people can make a living is important for risk engagement with stakeholders. 
Each of the stakeholders relates with one another. The government cannot leave this matter of Royal mail strike unattended since it leaves a great impact on the work that is performed by the experts and it might leave an impact on the economy. The media spreading the news needs to understand the sensibility and suggest approaches for resolving the conflicts. Limitations of community members are seen by understanding what different ways they can work on the strike to be controlled as well as the pay freeze (Mehrad, 2020). The main stakeholders are identified as the customers who are suffering the most due to uncertainties of their mails being delivered or the money orders not being transferred on time. Moreover, the general staff and subpostmaster also face contradiction based on their level of dominance. 
[bookmark: _Toc107848948]3. Reflection of Thomas Kilmann’s conflict resolution model and evaluation of the conflict resolution approaches for resolving the conflict
Thomas kilmann’s Model
[image: ]
Figure 4: Thomas kilmann model
(Source: https://www.researchgate.net/figure/The-so-called-Thomas-Kilmann-Conflict-Mode-Instrument_fig1_233641635)
Thomas Kilmann’s model described the term conflict as a condition on which people’s concerns cannot be compared with one another. Contradictory conflicts are applicable under the human resource modelling for professionals around the world. The major conflict management occurs with collaborating, competing, compromising, avoiding, accommodating. This model identified two dimensions of choosing a course of action in conflict situations. Conflict situations work on assertiveness and cooperativeness (Pearse, 2019). Cooperativeness is the degree that one should try out to satisfy people’s concerns. The model can be explained further as:
1. Competing: The model tries to satisfy the concerns by using their own expenses. 
2. Collaborating: It is identified as both assertive and cooperative. In this particular mode, a winner situation is created where an involvement is observed for both side that is employee and employer
3. Compromising: It is having a mode when a person tries to find out some acceptable solution that partially satisfies the individual concerns (Prasad Kotni, and Karumuri, 2018). 
4. Accommodating: This helps the assignment to become unassertive and cooperative. At my own concern I will try to understand other persons concern
5. Avoiding: The avoidance is presented in terms of managing the conflicts and satisfying individuals' concerns. 
Benefits of competing:
1. It helps in understanding my position as a stakeholder and showing interests
2. It gives a possibility of gaining quick victory
3. It allows personal interests and standpoints protection from attack
4. It allows debates towards exposing and testing my own and other people’s assumption and views
I find the cost of competing in terms of understanding the strained work relationship where the loser of conflicts feeling resentful and exploited. Suboptimal decisions are undertaken for understanding rapid resolutions that lead towards winning debates. 
Benefits of collaboration:
1. High-quality decisions are made to seek inventive solutions which are defining the person’s initial positions
2. Learning and communication is aligning with open exchange of information in benefits of collaboration
3. I find it effective in terms of people leading towards the effective working condition and managing resolution and commitment
4. Strengthening relationships is identified as a benefits of collaboration
Cost of collaboration comes with the possibility of offending some sensitive issues. I have found out that enormous time and energy is required for digging through the issues than the other models. Psychological demands working through sensitive issues are part of this process (Rubenstein, 2018).
Benefits of compromising:
1. Compromising occurs within an understanding of relationship that is fair
2. Speed and expediency is allowing to come to the conclusion on a quick note
3. Compromising occurs within a benefits of understanding pragmatism and leading towards the necessary efforts on understanding what parties wants
4. All parties being discussed under this component need to show potential reduction of the strain on relationship (Sapapthai et al. 2020)
Compromising occurs with partial sacrifices concerned with an understanding of residual frustration. Making superficial understanding is a part of this process. Compromise helps individuals to manage the harm that is dignified on individuals. 
Benefits of avoiding:
1. The benefits of avoiding includes reduction of stress and managing the displeasing people and topics
2. Favourable conditions are settled to make sure that people become prepared and the matter is dealt with enough expertise in advance
3. Time saving and avoiding clear danger is also possible
However, the model sometimes creates a possibility that might not be accomplished since people avoid each other. Hostile stereotypes are to be developed and putrefy with avoiding culture. It also declines the working relationships. With avoiding culture the decision making and communication is degraded to show honesty. 
Benefits of accommodating indulges in conflict handling and these are as follows:
1. Helping a person with meeting the needs to support them 
2. A quick ending in my opinion cuts down the losses during strikes
3. Restoring of harmony and setting out support system is often seen
Sometimes, this mode sacrifices concerns and shows loss of respect. Loss of motivation leads to less satisfaction and not getting enough options to complete a deal and leave an impact on the individual. ‘Complaints can often provide feedback that can help performance, but how you react makes a very big difference on the outcome’ (Smith, and Read, 2022). 
I have found out that the circumstances demand for collaborating approach out of all five items. The spirit of high degree of assertiveness and cooperation is shown here. A Person's position simply decides what is right or wrong as it helps in prolonging the argument. ‘This win-win approach is favoured when both sides have important differences, but to get the job done everyone agrees to work together’ (Tiong, 2022). Although the process is little time consuming, I believe that the significant matters will be worked upon and considerable attention will be given to the post office issues. Here, employees have gone on strike in 114 offices while there are 11000 offices still working perfectly in the UK. The assertive and mutually acceptable solution on pay hike is the only option to resume work and withdraw strike. Government by applying any means cannot prevent the strikers from making a 7% hike in their wages. Whereas an acceptable increase that benefits both the parties can be discussed. Willingness to change can make sure that the organisation finds its effectiveness by giving people enough support on their demands. 
Conflict resolution is supported with respect to the following aspects such as:
1. Team building: Simple and effective conflict resolution helps in team functioning and helping members to work effectively. 
2. Leadership development: The assessment insights make sure that the ability to reconcile differences is gained. 
3. Stress reduction: The employee’s capacity is judged to using significant tools and removing a common cause of work related stress (Wang et al. 2018). 
4. Retention: The addressing of conflict in an effective manner and boosting employee morale have been done within organisations and it retains the best talent. 
5. Performance improvement: The Thomas assessment model works with elimination of barriers to success in the workplace. 
Focusing on the series of events and understanding the events helps in listening carefully and following through the plan. Intermediate action building in between assertiveness and cooperativeness identified as an acceptable solution that satisfied individuals' concerns at its best. All the conflict management and resolution applies to the disputes of bilateral and multilateral negotiation, mediation and arbitration. In this case it applies with understanding the individual demands made by the post office workers. Their issues with being incompatible to the understanding of unassertive and cooperative have been enlisted. Conflict arises as there are different interpretations of a situation observed within staging of the conflicts. 
Stakeholder analysis explains how to criticise the Thomas model and choose the most appropriate approach. Since, collaboration makes use of a range of skill sets. Resources, expertise and perspectives are considered to leave a great impact. Tools and facilities are inclusive of working together openly and processing the goals with sheer alignment. Lack of efficient and convenient information and knowledge sharing mechanism organises the credibility of information they share. Collaborative working might have some loopholes such as unclear roles and confusion in understanding who can be praised and whom to be blamed. Poor engagement factors with government issues tend to resent collaboration that are not given clear objectives to reduce the strike. Lack of transparency in what topics the strikers are going to bring about to the table. Collaboration obstacles and managing the challenges becomes an important aspect of challenging sources and team problem solving (Zhang et al. 2021). 
Collaboration works in terms of increasing productivity and managing employee satisfaction. Sometimes ineffective communication leads to patient dissatisfaction, misdiagnosis and medication errors. Goal uncertainty ensures individual goals with aligning teams overarching aims. Collaborative problem solving has advantages that are divided among team members and perspectives to solve the problem. Collaboration enables individuals to work together for defining common business purposes. In this case effective collaboration from the employee is achieved and recognition of other professionals are managed. Poor teamwork stops successful group collaboration. Workplace collaboration aims facilitation of flow of information across the organisation within this post office scenario (bbc.com, 2022). Collaborative working helps in understanding why there is a strike working. Cultural mismatch between organisations helps in understanding the clarity on roles and responsibilities. Reducing organisational costs helps in generating conflict between participants. 
Students come to recognise, understand and respect cultural differences and different perspectives. Collaborative and cooperative methods are often valued more than individualistic ways of building student performance and progression. Collaborative practice is inclusive of development and reflection. Since the post office strike is increasing it helps in coming to a discussion on why the wage refreeze is not occurring. Collaboration challenges people to receive clarity on their competencies. It serves usually as a mirror that provides glimpses of individual strengths and weaknesses. Enhancement of productivity for the post office workers has been observed in terms of giving them an opportunity to enhance their wellbeing with increase in their pay. Collaboration is important in greater knowledge sharing and managing conflicts. Higher-level thinking skills always make sure that the scenario of strike is managed at its best. In an ideal world, the importance of dispute resolution exists within resolving conflict that does not surface. Interests are discussed in the form of any joint action which they might take to manage and understand the dispute between the people. Court resolution might also become helpful in resolution management of the workplace. Negotiation is going to work the best within this post office scenario. 
Dispute resolution
The dispute resolution is identified as a process of meeting the least of some of each side’s needs and addressing their interests to the core. Considering the direct and indirect confrontation as well as mediation arbitration is important. Dispute resolution occurs with a recovery of work strikes and making individual people work around to resolve the conflicts. Active listening and reviewing options indulge in defining the problem and coming up with an action plan. The commitment is to settle a dispute via conflict resolution and discussing how goals have been met (Tjandra et al. 2019). It is also an important factor to determine the resolution roles towards following disagreement, argument and controversy. I need to ensure three factors within this post office scenario that:
1. People are not against the authorities and they are standing in the strike for themselves
2. Fundamental understanding of what conflict is and listening for values and not interests
3. Making it safe for individuals to prevent conflict
4. Working on flexible approaches to define solutions for the scenario
Some recommended steps towards managing the strike has been identified:
1. Summon union representatives to meetings as the trouble is growing
2. Mail managers have been “ordered to spy on strikers and staff who threaten to join the wildcat walkouts disrupting postal services across much of Britain”
3. Managers asked to identify the strike leaders and eavesdrop on conversation to note down their plan and place
4. Stricter plans have been generated to the sorting and delivery offices and gathering of covert intelligence is done
5. With the strike ongoing filming if officially to photograph picket lines
6. Gathering proof of CWU indulgence and paying particular attention to CWU committee member
7. Estimating a joining of 25000 workers in the walkout (BBC.com, 2022)
8. Understanding a strike can cost the royal mail to lose 10million pound a day and how the company created a vote against national pay strike by imposing the change and local agreements
Recommendation towards meeting the resolution
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Figure 5: Killman model
(Source: https://challengingcoaching.co.uk/conflict-and-challenge/)
The information used in this work suggests conflict resolution by clarifying the sources and understanding how the issue came to grow. I am also required to understand at which point both the parties find disagreement. Resolution means a judgement or decision undertaken in court. Affiliate, empathise and self-restraining formula is applied to create a complete guidance on conflict improvement. Writing a legal document of pay hike is also important for the resolution. In this case, Kilmann's suggestive collaboration can work in best condition with the post office scenario. Renewing the motivation is important since the people that have gone on strike need enough influence to work with others finding solutions to satisfy their concerns. Collaboration shows the best outcomes and it is the complete opposite of avoiding (Mehrad, 2020). The collaborating approach works on a voluntary effort to work alongside for finding a perfect solution that wholly addresses the collective problem. 
The most effective resolution will be to go out on a meeting with the leader and bring about the issues on table. Eliminating the pay freeze and giving them an allowance of 7% is never an option fruitful to both parties. What can be done in this scenario is to involve both the strikers and post officers to come to a mutual conclusion of a hike that is acceptable by both parties. In this way future strikes can be avoided and work will not be stopped as well. The issue is to target the business losses and most importantly by coming to mutual understanding of pay hike the financial hardship can be managed (Mehrad, 2020). Customers are the least thought members in this process and it becomes important to look after their losses after every strike. Politics and leadership are integral parts of organisational improvement. Inside the post office, organisational politics is ongoing to help the people use the skills, knowledge and capabilities to achieve general goals and achieve success and it needs to be applied within the scenario.
[bookmark: _Toc107848949]Conclusion 
The study has highlighted points on stakeholder by power interest and salience models. Readers come to know about post office shareholders from the study. The potential stakeholders like subpostmaster, staff, community members, customers and government are doing their parts and contributing to the work. The strike over pay has stopped the entire royal mail and customers are facing maximum damage. Even though the mail service had done well there is a woeful pay rise declared leading to this outburst of resentment of employees. With increased cost of living, employees need motivation and money to work and bring about money for survival. For that reason the two-factor theory has been described in the context. The members are feeling betrayed and they are losing their cool by the massive real term pay cut. Therefore the study tries to find out ways to resolve conflicts. Thomas Kilmann's model is also applied to understand which process works best for the scenario. The collaboration model is found out as the best one though.
[bookmark: _Toc107848950]Recommendation 
The woefully inadequate raise of 2% that is 250 pounds for employees is all behind the reason for a strike. The royal mail is trying to normalise customer services and prevent further strikes by understanding the demands of strikers and coming to conclusions. “This dispute is about dignity and respect for hard-working employee’s i.e. essential public servants who, as key workers, provided unprecedented customer service during the pandemic”. With strikes 5420 jobs are at stake. Now the solution is to come up with a mutual pay increase that is effective for both parties. Face-to-face meetings can reduce the chances of any further strike breakout. Implementation of bargaining strategies is important for avoiding union strikes. Incorporation of no-strike and no-lockout clause. The most recommended action will be suggested to action against prevention of unionisations. The involvement of CWU should be only associated with managing the striking workers and ordering them to return to work rather than involving them in the strike.
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