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1. INTRODUCTION

The Post Office is a national institution that has 11,500 branches across the UK, officially making it the biggest retailer in the UK according to (Post Office, 2022). Serving the local communities in the UK for centuries, by providing its communities with services such as banking, mail, parcels, bill payments, government services, and accessing universal credit, reported by (Post Office, 2022). The report identifies the critical stakeholders that will be impacted by the strike action and the manifestation of power and politics at the Post Office. The employees and the management face rapid changes that is needed by implementing management change models for the Post Office to accept these new norms. A dispute that needs a resolution to avoid any further strike actions and disruptions to the operations of the Crowned owned Post Offices. The report will conclude with its own recommendations to the conflict. 
2. [bookmark: _Hlk110561763]What is Power? 

Power is the propensity to coerce people to work or accomplishing something in an organisation. It is the ability to get the people to do what you want them to do. Power in an organisation can be described as an organisational structure and design through a hierarchy system. According to (Mullins 2006) it can be interpreted to effect compliance of stakeholder’s practises, and behaviours with or without their consent. A person can have power over you if that person has the authority and control in something that you want. (Robbins,1988). 
Power an organisation is perceived not by the stakeholders but by the processes and the structure of the organisations. Evidently, people or leaders may leave the organisation, but the organisation will still operate after they are gone. Therefore, organisation power is a fundamental attribute for work and the foundation for implementing techniques in which activities and work are fulfilled. Although power is something that can be exerted there are layers in sources of power. (Raven, 1992).
Formal Power – is the person that is responsible in an organisation.
· Coercive Power is based on the ability to punish (when work structure or policies are not followed)
· Legitimate Power comes from a person in the hierarchy such as a manager 
· [bookmark: _Hlk110561796]Reward Power is something that someone that dispenses the rewards that others want and desire. Stated by (Ali, 2022).
There are also differences in cultural power distance in business and management from larger power distance cultures (Asian and South American cultures) and smaller power distance cultures UK, USA, European and Australian cultures. These differences can be distinguished by supervisors, privileges, information and much more according to (Ting-Toomey and Dorjee, 2018). 
Power assignment - in business and management cultures, differ on how they assign organisational power and status, suggests (Trompenaars and Hampden-Turner, 1997).
Ascription – orientation: Power and status are ascribed in accordance with person of age, gender and education and connections. These are found in countries culture influenced by Confucianism, Catholicism and Buddhism, according to (Ting-Toomey and Dorjee, 2018).
Achievement – orientation: Power and status are awarded by what they achieve through education knowledge and performance. (This is found in more of the Protestant cultures like North-West Europe and USA) stated by (Arrindell, 2003). 
3. What is Organisation Politics

According to (Robbins and Judge, 2016), organisational politics defined is the informal advances to attain power through means like influence, other than hard work. Power can be attained directly or indirectly when politics is used in the organisation. Power is attained in many ways by resources or promotions. (Robbins and Judge, 2016).
[bookmark: _Hlk110560066]Organisational politics are often used by leader’s by getting important resource and finances. The meaning of power is so compelling to individuals as it brings extra money, and with that comes more power and status which is why political behaviour is widespread in organisations articulates (Robbins and Judge, 2016). Therefore, an attraction of big organisations is the basis of why organisational members are motivated towards political behaviour. Therefore, only so much power is available, amongst the many individuals who want more of it, argues (Kapoutsis and Thanos, 2016). Furthermore, employee’s ‘perceptions in large organisations feel that they don’t think their employers have a fair way of measuring job performance strategies, and job promotions, due to the politics mentioned by (Kapoutsis and Thanos, 2016). 
Evidently, managers also behave politically in organisations where they favour those employees that are more productive than the less effective ones in their task force. Psychologically these sorts of behaviours make some people conduct themselves politically in an organisation. These uncertainties make it difficult to determine what workers should really be accomplishing at tasks at work, according to (Robbins and Judge, 2016). 
Managers also needs to consider that those staff members that show inadequacies in political skills or are reluctant to play organisation politics, stated by (Robbins and Judge, 2016), who further suggest that managers need to build strategies by collating information and utilising them to obtain an upper hand in their operations. 

3.1 Manifestation of Power and Politics at Post Office
The power and politics exhibited from the management had caused this dispute. The management had not heeded government guidelines that were set, reported by (Timmins, 2022). If the guidelines were met, the post office workers would have had a £250 wage increase. But the management decided to impose a pay freeze stated by (Timmins, 2022). With the post office key workers working through the pandemic, the post office made a huge profit during those years, enough for the management to provide their workers with a reasonable pay increase but management did not action this, according to (Timmins, 2022).  This manifested in power play by post office workers were unhappy with the offer, so their union got involved, the Communication Workers Union (CWU), who supports their members concerns. Now members are threating strike action, power is being showed by employees that their demands must be met, as the 2% pay increase and £250 one off payment is an insult to the workers, reported (Timmins, 2022). 
[bookmark: _Hlk110946717]3.2 What caused the strike?
The strike was caused by an offer of a proposal by Post Office management of a pay increase of 2% and a £250 one off payment. Despite making huge profit in the previous two years in a pandemic, the management insisted on a pay freeze from 2021 and 2022. The offer given is well below the cost of living now, which is rising at 7% a year, insisted the CWU. 
3.3 What is the implication of strike action?
The strike action will involve 114 branches in the UK that are directly owned by the company, reported by (Timmins, 2022). The branches are predominantly on high streets and city centres. The post offices affected by the strike also affect the sub-post offices having no cash deliveries or collections.  A strike already took place in May 2022, with further strikes planned reported (Timmins, 2022). Approximately 3,500 staff members were affected by the dispute. Those also affected are the customers that bank with the post office or use other facilities over the counter. The implications would mean a change in new management organisational structure.
3.4 Change Management Model 
According to (Pathak, 2011) Kurt Lewin’s 3 Stage Model (1947) is a process of change that has a 3 -step change. This three-step process is about changing a new desired level of behaviour by refreezing the change as the new norm. 
1. Unfreezing – The first step in this process is making ready to formulate the change. 
2. Change – The responsibility of this process duly comes from the leadership team, where the change is much needed. This is a transition of change from an old process to a new one. 
3. Re-freezing – This final step reflects upon the change that was needed. By understanding the importance of the change and implementation of the change. By making it permanent by re-freezing it in the third step.  

This systematic process changes the status quo of the organisation process from a current state to a new state. By using the Kurt Lewin’s (1947) paradigm, in a 3-stage process of unfreezing, changing, and refreezing. 
Unfreezing: making employees understand the importance of the change and how their jobs will be affected by it states, (Hussain et al, 2018) Furthermore, the employees most affected by the change must be made aware of why’, the change was implemented articulates (Hussain et al, 2018). Lewin suggests that ‘forces involving for status quo will create minimum resistance than the forces applying for change as this strategy would be more effective for the change’. (Hussain et al, 2018, p.123 – 127) 
Change: changes can be made by restructuring the organisation with employee’s input. These changes will affect the staff so the employees would need to be informed. Leaders would then need to rid of the existing status quo, by supporting their employees of the new changes suggested by, (Hussain et al, 2018). 
Refreezing: This is the stage where the changes are made for new organisation processes. This change is from present state to a desired state informs (Hussain et al, 2018).  This changing structure includes support, technical knowledge, resources, funds, and personnel, stated by, (Hussain et al, 2018). 
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3.5 Image of Post Office
The Post Office has been around the UK’s high streets and communities for centuries. It is the UK’s largest retailer of more than 11,500 branches. The Post Office is a well-recognised company of the United Kingdom and around the world. (Post Office, 2022). The Post Office provides mail, parcel, banking, bill payments, travel money and government services too. (Post Office, 2022). The image of the Post Office will not be tarnished as it has a long-established history with its customers. Although the strike action will affect the customers and workers alike, the customers will understand and empathise with the Post Office workers. 
3.6 Moral Issues at the Post Office
While the identified 114 branches on strike action that are owned by the crown. The majority of its 11,000 are not covered by the strike and will resume its normal opening hours.  Customers would presume that all Post Offices are all the same. Also, there will be no cash deliveries or collections that would affect the sub post offices. The CWU has said the morale of its members are ‘sky high’.  (CWU, 2022). Right across the country all members were all backing the strike action, who were all enthusiastic and united and standing up for themselves reported by (CWU, 2022). 
[bookmark: _Hlk110561888]
4.Stakeholder/ Theories/Analysis
Neo Classical Theory Milton Friedman (1970), on Stakeholders Management suggests that by maximizing profits for shareholders and by being accountable to themselves and the shareholders. The only aim of the business is to utilise its resources and increase its profits so long as it is trades within the rules and regulations. By engaging in open and free competition without fraud and deception.
Socio-economic Theory Edward Freeman (1984) suggests that groups or individuals should benefit if harmed from its organisational activities. Implying that organisations have an obligation to groups other than the shareholders. That accountability should extend to groups considered to be important for the continuity and the welfare of the society.

Who are the stakeholders? Stakeholders are list of people who might have an interest in or effected by the organisation. They could include clients, customers, shareholders, trade unions, or people in their community. Some of these people will have a big Influence while others will have none. They are individuals or groups who have power ability to reply to change of the organisation. (Eden and Ackerman, 1988). A stakeholder is an individual or a group that could affect or impact the success of an organisation’s objectives. (Freeman, 1984)

Stakeholder Analysis is the ability to identify the critical stakeholders that may affect the success of the organisation. This will help see future problems and difficulties by achieving the organisation goals and better communication between critical stakeholders. To understand the stakeholders and their importance two models are illustrated in this report, the Power Interest Matrix Model, and the Salience Model. 
	
[bookmark: _Hlk110562655]4.1 Power Interest Matrix Model 
According to (Ali, 2022), lectured that the stakeholders can be assessed and categorised by the assumption of power they possess, and the extent to which they are likely to have or show an interest in the organisation activities. See figure below, the X axis identifies stakeholders ‘Interest’ and on the Y axis identifies stakeholders ‘Power’. 

· Power – How much influence do they have on a project or idea. 
· Interest – How much interest or benefit they have in a project or an idea.
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Figure 1: Power Interest Matrix Model 
High Power – High Interest: These stakeholders are big players that will have a big impact in a project or idea. To manage their expectations, they would need close attention. The stakeholders in this quadrant need to be managed closely suggests (Ali, 2022). 
High Power - Low Interest: In this quadrant of the matrix identifies stakeholders that need to be informed of the project developments and required to be dealt with carefully as they hold power, stated by (Ali, 2022). He further states that they are usually not concerned of the outcome, a have a low interest, but can have an adverse effect on the project if they are not pleased. 
Low Power – High Interest: In this quadrant the stakeholders are very beneficial to the project by keeping them informed satisfactorily of any updates or concerns articulates (Ali, 2022).
Low Power – Low Interest: In this quadrant of the matrix these stakeholders need monitoring, but do not need excessive communication in the project. These stakeholders only required to be monitored, expressed by (Ali, 2022). 

4.2 The Salience Model

The concept of stakeholder salience was proposed by Ronald Mitchell et al in 1997. By recognising and scrutinising critical stakeholders in this paradigm unlike the power influence matrix that has 4 quadrants which is dissimilar to the 3 parameters of the salience paradigm, lectured by (Ali, 2022). 
The three parameters of salience model are. 
1. Power - Stakeholders ability to influence the outcome of a deliverable or the entire project. That is what power is all about.  Someone at a higher position in the organisation is going to have a lot of power. 
2. Legitimacy – is the assumption that the actions of an entity are desirable, proper, or appropriate within some socially constructed system of norms, beliefs, values, and definitions according to (Suchman, 1995). 
3. Urgency - is defined as the degree of stakeholder’s expectation of immediate response time.  Not just on time sensitivity but on how critical the relationship is with stakeholder or the importance of their claim according to (Mitchell et al, 1997).
This paradigm identifies various stakeholders, which can help the organisation project manager on how to direct and supervise the stakeholders, suggests (Ali, 2022). He further discussed the definitions of those identified 7 stakeholders in the model stated (Ali, 2022). 
· Definitive: Stakeholders that have power, legitimacy, and urgency, and deserve priority and attention. (Ali, 2022).
· Dormant: Stakeholders that have power, but no legitimacy or urgency. They are unlikely to be involved in the project. (Ali, 2022).
· Dominant: Stakeholders that have power and legitimacy, but little urgency. They have certain expectations that should be met. (Ali, 2022).
· Discretionary: Stakeholders who have legitimacy, but little power or urgency. Regular status updates will keep them happy. (Ali, 2022).
· Dependent: Stakeholders who have legitimacy and urgency, but little power over the project. They need to be managed closely as they can ask another group with more power to push for their requests. (Ali, 2022)
· Demanding: Stakeholders who have little power or legitimacy, but always seek immediate attention. (Ali, 2022)
· Dangerous: Stakeholders who have power and urgency, but no legitimacy. They are not pertinent to the project, so the project manager needs to engage them cautiously, lectured by (Ali, 2022).
.
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Figure 2: (Ali, 2022), Salience Model Venn Diagram. 

[bookmark: _Hlk111034958]4.3 Critical Stakeholders/ Stakeholders Communication Plan
For the report the Power Interest Matrix was implemented. By categorising the stakeholders in accordance with the importance on how the power and influence on the organisation.  Placing them on how high they are in the quadrant or low in a quadrant according to their stake in the organisation. The critical stakeholders identified are the owner/government, workers, managers, and customers and the trade unionists. 
Stakeholders, Owner/Government: Post Office is owned by the UK Government. They also legislate laws on how to operate and pay appropriate taxes and having a corporate and social responsibility (CSR), and the welfare of its employees. (Doh et al, 2019).  They have high power, high interest as its their company that is at stake. 
Stakeholders, Workers/Managers: The workers as well as the managers get paid wage/salary from the organisation. Effectively they run the day to day running of the organisation (who are identified in the matrix) making profit for the company. (Freeman et al, 2007). They have a High Power, High Influence identified in the matrix.
[bookmark: _Hlk111035885]Stakeholders the customers: These are essentially the people who buy or use a product over the counter at the Post Office. Sending mail, parcels or other government services like passport forms or universal credit payments. They are the consumers that use these services, and gain profits for the organisation. They are High Power, High Influence identified in the matrix.
Stakeholders, The Trade Unions (CWU): This stakeholder is leading its members in assistance in better pay, conditions and to improve public services by either campaigning or by strike action. (Gumbrell-McCormick and Hyman, 2013). This stakeholder is High Power, High Influence identified in the matrix.


By identifying the stakeholders, they are now processed in the ‘Stakeholders Communication Plan’, in the importance of communication with the organisation and their stakeholders. (See Figure 3 below). 


	Post Office Stakeholder Communication Plan 

	Stakeholder
	Power/Interest
	Key Interest & Issues
	
Communication        channel
	Frequency
	Comments

	Community
	Low/high
	Unaware 
	Local events or local charities
	Occasionally
	Keep informed

	Customers
of Post Office
	High/low
	Neutral
	Newspaper/flyer/social media word to mouth
	Frequently
	Keep satisfied

	Government
	High/high
	Supportive
	Email/office/letters
	Frequently
	Manage Closely 

	Workers & Managers of Post Office
	High/high
	Resistant
	Emails/memos/newsletter
Or Staff Meetings
	Frequently 
	Manage Closely

	Owner or Shareholders
Of Post Office
	High/high
	Resistant
	Annual Report/
	Frequently
	Manage Closely

	Trade Unions
CWU
	High/high
	leading
	Members 
	Moderately
	Manage Closely


Figure 3 Stakeholders Communication Plan.
[bookmark: _Hlk110562697]


[bookmark: _Hlk111034497]4.4 The Difference Between the Salience & Power Interest Matrix Model & Limitations 
The stakeholders model of Power Interest Matrix and the Salience Model all identifies stakeholders that are vital to the organisation. These model are imperative to keeping  stakeholders engaged through a communication process, (Husted and Allen, 2011). The Salience Model is a more comprehensive model that identifies stakeholders on the bases of power, urgency and legitimacy for larger projects. Whilst the Power Interest Model is useful for small projects or identifying simple relationships between stakeholders and the organasation. Power Interest Model identifies stakeholders on the basis of power and the interest they are likely to have or show in the organisation’s activities. (Husted and Allen, 2011). The limitations of Power Interest Matrix Model as that the stakeholder’s interest or power may have changed or increased of the lifetime of the stakeholder and may need to be looked at again. The Limitations of the Salience Model it takes a lot of resources and can be very time consuming by monitoring all the aspects of the salience model. 
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Figure 4 Thomas Kilman Conflict Resolution Model (1970)

The Thomas Kilmann model of Conflict management organises five conflict management styles based on axis X, is Assertiveness and axis Y, Cooperativeness.  
Thomas Kilman (1970) argued that people react differently to conflict and even to their conflicting interests. Every style has different degrees of assertiveness and cooperativeness.  The quadrants are Competition, Collaboration, Avoidance, Accommodation and Compromise. 
5.1 Dispute Resolution based on Thomas Kilman Model
Reflecting on Thomas Kilman’s Conflict Resolution Model (1970), in any conflict, dispute situation, you may respond in one of several ways by competing, accommodating, avoiding, collaborating, or compromising. (See figure 4 above) 
1. Competition: This is considered a ‘win lose’ approach. Acting in an assertive way to achieve the goals without seeking to cooperate and it just may be at the expense of others. This approach may be appropriate for emergencies when time is of the essence, or a quick, decisive decision, articulated by (Kilman and Thomas, 2008).

2. Avoidance: is to simply avoid the issue. Not helping others to reach their goals and not pursuing one’s own. This works when the issue is trivial or when there is no chance of winning. It is also very effective when the atmosphere is emotionally charged and needs to create some space, according to (Kilman and Thomas, 2008).

3. Collaborating: this style can be described as a ‘win win’ approach. This can be effective for complex scenarios where to find a new or innovative solution. This can also mean reframing the challenge to create a bigger space for everyone's ideas. The downside of this style is that it requires a high degree of trust and reaching consensus can require a lot of time and effort to get everyone on board, according to (Kilman and Thomas, 2008).

4. Accommodating is to cooperate to a high degree, and just may be at one’s expense and work against one’s goals. This approach is effective when the other party is the expert, who has a better solution. This is a ‘lose-win’ scenario.  It can also be effective for preserving future relations reported by (Kilman and Thomas, 2008).


5. Compromising: this is considered a ’lose lose’ scenario. Neither party really gets what they want. It requires a moderate level of assertiveness and cooperation. It may be appropriate for scenarios where a temporary solution is needed, but the trap is it may fall into compromising section in the paradigm as an easy way out. (Kilman and Thomas, 2008) suggests that we can use each style when approaching conflict. The choice of style impacts the outcome of the conflict resolution according to (Kilman and Thomas, 2008).

Using Thomas Kilman’s Conflict Mode Instrument, the approach that everyone should ideally aim for is the Win-Win approach. This can only be done by collaboration. This means that all stakeholders involved in the dispute, employer, employee, and the trade unions (CWU) need to all sit down and discuss their conflict and dispute by agreeing on a resolution that is a win-win for all. The limitations of this are that it is very time-consuming process which takes a huge amount of effort, especially getting all stakeholders to sing from the one hymn sheet. 
Again, using the Thomas Kilman’s Conflict Mode Instrument another approach would be Lose-Win approach. This approach may not be a Win-Win but is in effective for preserving the future relationships with stakeholders of the Post Office, the employees, management, and the employer. It may go against one’s principals or goals, the other party having the authority (that the Post Office) being the specialist who has the solution would be a ‘Lose-Win’ scenario. The downside to this is that the issue may persist and may flare up again in time. It may be a quick fix. But this resolution comes at one’s own expense.  
5.2 Dispute and Conflict Resolutions
There is a fine line between a dispute resolution and conflict management according to (Dix et al, 2008). Whilst a dispute can be defined as a short-term disagreement and a conflict can be defined as a long-term disagreement. While conflicts unlike disputes may not easily be resolved. A dispute however can be resolved through arbitrary, judicial or trade unionists, argued by (Burgess and Spangler, 2015). 
There is different perspective on organisational conflict. A Unitarist perspective is seen as bad and unhealthy for the organisation as it sees itself a good harmonious structure. A Pluralist perspective conflict is inevitable. As all stakeholders have different views, goals, and perspective. They all view things accordingly as they all seek their own objectives. Interactionist perspective conflict is something that is necessary for an organisation’s effective performance. Here, rather the conflict being ignored is embraced, as it is healthy for the organisation to learn and embrace change from conflicts. (Townsend, 1985). A Radical perspective – stems from Marxism where conflict is seen as an inevitable side of capitalism and endemic in an organisation that is structured on bureaucracy. This type of conflict is viewed in the disparity of power in an unequal nature of organisational life. (Meyer, et al, 2007). 
Disputes need to be addressed as they are seen as warnings when they arise. It needs to be resolved before it escalates and before the relationship of stakeholders breaks down. Organisational disputes can be collective such as strike action, or individual such as raising a grievance of bullying, harassment, or discrimination. Disputes may resolve through such interventions as negotiation, bargaining, mediation, conciliation, arbitration, or trade unionists argues (Dix et al, 2008).
[bookmark: _Hlk111098479]Mediation is a simpler way of resolving issues within a company or organisation and organisations are more likely to take these steps first. A third party will facilitate between the organisations and employees to come to an agreement. (Mcllwrath and Savage, 2010). This strategy used will help to keep a good business relationship, once this procedure is done. It is generally very quick for a resolution. (Cooley, 1985). Mediations is described as formal hearings with witnesses testifying under oath, where in one statute the third party as – neutral – are called interchangeably mediators is described as impasse panels according to (Cooley, 1985). Everything that has happened and that is said in a mediation is completely confidential. It costs considerably less than litigation according to (Bühring-Uhle et al, 2006). The mediator always encourages a solution that suits both parties and hopefully allows the both parties to walk away happy, suggests (Bühring-Uhle et al, 2006). Disadvantages. The financial implications of the mediation would be squandered if there is no consensus. Parties concerned may also be perturbed by divulging in sensitive matters which can compromise further dispute resolution procedures in further proceedings. 
Adjudication. A person known as an adjudicator will preside over a formal judgement on a disputed issue in the construction industry in the UK, according to (Gardiner and Leonard, 2017).  The adjudicators resolution will be irrevocable but may advance in further stages in litigation or arbitration procedures, suggests (Gardiner and Leonard, 2017). Adjudication affectively accesses a ‘pay now argue later’ procedure, states (Gardiner and Leonard, 2017). Court expenses can be very costly, compared to this procedure. Disadvantages? The powers of an adjudicator are very limited. If the resolution of the adjudicator is not followed and does not adhere to the outcome, then the law courts intervention will be required. 
Arbitration like adjudication, all parties agree to entrust the dispute with an arbitrator. The disagreement will all be assessed examined by the arbitrator, on all the relevant documents, based on the law governed by the Arbitration Act 1996 according to (McIlwrath and Savage, 2010). The benefits of arbitrators hold stronger powers than adjudicators. (Mcllwrath and Savage, 2010). The procedure of arbitration is private (Cooley,1985). Arbitration is inexpensive than a litigation or court proceedings. Arbitration are versatile procedures than court proceedings. (Bühring-Uhle et al, 2006). Disadvantages. Both parties will bear the costs of arbitration and due process including location where the procedure will take place. This procedure has limited appeal rights. The powers of the arbitrator are constrained.
Mitigation. This is where the dispute gets passed on to the commercial courts. If there are any financial disputes. A wide range of commercial court cases can be dealt with from insurance, commodities, and arbitration. If the case is smaller and less complex it can be dealt by the Circuit Commercial Court suggests (GOV.CO.UK, 2022). Advantages throughout the process, the judge will manage the proceedings with a verdict, according to (GOV.CO.UK, 2022). This process is helpful for complicated financial matters where money is at stake. Disadvantages. This process can be very time consuming. The court proceedings are not confidential, and information is open to the public and it is a very expensive procedure for a mitigation. 
Although third parties involved can conduct resolutions the organisations tend to resist third party involvement and negotiations between employee representatives and management. This is because large organisation prefers to sort their inhouse disputes and manage conflicts within their organisational professional conduct and competencies, argues (Euwema et al, 2019). 
6. Recommendations 
Understanding the complexities of the disputes and the micro and macro environment, which had impacted the UK economy. The covid-19 pandemic played a devastating part for the downturn in the markets around the world, according to (Vitenu-Sackey and Barfi, 2021). The inevitability of strikes was about the pay that caused discord between management and its workers, (in the latter), leaders need to be calm and empathetic towards its employees to implement strategies, so vital actions can be taken to restore the relationships between the internal stakeholders, for the continuity of its operations at the Post Office.
The stakeholders, especially the management should take care and heed the government guidelines. So, clear, distinctive, social dialogue and communication is imperative to avoid such disputes and strike actions again. The UK government in conjunction with other departments and the public sector organisation in 2020 (came up with the toolkit to help with uncertainties) from the Governments Actuary Department (GAD), stated on the UK government website, according to (GOV.UK, 2020). With analysts and specialist’s adopting a 4-step toolkit for breaking down, identifying, and understanding future uncertainties and how to communicate accordingly. 
7. Conclusion 
If the Post Office management had heeded what the government advised. It would not have put the Post Office in a precarious situation and resulting in strike action, causing disruption of the day-today-running with ramifications to the wider operations at the Post Office, and its stakeholders. Furthermore, (Euwema et al, 2019) argues that given the nature of the industrial relations in the past, there is latent conflict in the interests of employees and employers that can develop and escalate, like strike actions.  The manifestation of power and politics that ultimately play a massive part in larger organisations, leading to conflicts and disputes, can be traced back to the industrial revolution according to (Smelser, 2013), where workers were bargaining for pay and better work conditions, reported by the (ONS.GOV.UK, 2015). The collective (employees and unions) that action industrial strikes, have been going on for centuries articulates (Edwards and Nielsen, 1985). Furthermore, it is important to learn that old methodologies, theorists, and their paradigms are too evolving and will need to adapt in our modern age, like the Kurt Lewin’s Model (1947), argues (Cummings et al, 2016). After conflicts and disputes comes a resolution which should not be seen as a negativity but on the contrary seen as a positive. Without conflict organisations and their leaders can recognise this as leverage and show compassion by working together that can be seen as a learning curve as a healthy conflict. 
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