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Introduction 
This report will identify and provide definitions and examples for power and culture, discussing different types of power and how the source of power is determined. This report  will critically analyse how power affects culture using Hofstede power distance and discussing power within organisations concentrating on organisational structures. Further, this report will discuss a conflict the NHS is currently facing between nurses and the government regarding pay and working conditions. This report will use the scientific management theory created by Frederick Taylor and the human relations theory created by Henri Fayol to critically justify and understand the approach and concerns of NHS staff and managers. This report will assess the conflict resolution model produced by Ting Toomey 1999 and discusses the models approaches, allocating the most appropriate approach to determine a solution for the NHS conflict. 

What is power? 
Organizational power can be described as the capability an individual has to influence or impact the way others behave within the organization. Power in an organization can be measured by the amount of influence one holds to make others perform various tasks or behave in a certain way (Singh, 2019). Power in an organization can also be described  as a person or group having an impact or authority on how others in a group or individual persons perform or behave. Power within an organization can be divided into different types or sources, formal and informal power allowing a further understanding of how power is utilized and how power affects various individuals or groups. Formal power is power frequently from a formal position which allows the individual ability to impact others based on the position they hold. Contrary informal power is not based upon the position one holds (Peiro and Melia, 2003).








Formal power 
Reward power is being able to offer various rewards in order to influence the way one behaves or performs. Seeking a reward, for example, money or incentives allows managers to have greater influence over the way one completes a given task. Reward power can be financial or non-financial, ultimately influencing an individual’s intrinsic and extrinsic motivation (Shafritz, Ott and Jang, 2015). 
Coercive power focuses on a higher authority using punishment or consequences to impact one’s behavior and performance within an organization, contrary to reward power which offers incentives coercive power uses threats of punishment to encourage an individual (Peiro and Melia, 2003). 
Legitimate power or also known as positional power relates to power being held because of one’s position or the level of authority they hold, as a result of this people are lead to believe they must abide by, and perform such duties they have been assigned purely due to the level of authority held by the person giving the tasks (Shafritz, Ott and Jang, 2015).
Informal power 
Referent power is a form of influence or power that results from admiration or popularity of an individual. It is unlikely reverent power be mandated or imposed. Individuals can have referent power within an organization regardless of their titles, positions, or skill sets since this power is heavily relationship focused. The potential to influence comes from interpersonal connections with people or how they are viewed and perceived by people. People who hold reverent power are usually said to be charismatic, dependable and charming individuals(Jachowicz, 2022). 
Expert power is based upon the intelligence, intellect, abilities, and skills one may possess. When a person has additional skills, knowledge, and abilities, this can influence others to feel that this individual has a superior level of ability in comparison to them which in result allows the individual to have a greater influence and create a sense of trustworthiness. Expert power can be obtained at any level contrary to legitimate power which is centered around a person’s position (Thomas, 2002).
Information power exists when an individual retains information that is not readily obtainable and that others don’t have access to, as a result of this, the person is then in a position of power. By Having possession of such knowledge, a person is in an exclusive position to use their power in the way they see fit (Jeanes, 2019).

What is culture?  
Culture can be defined as values, beliefs, morals, and practices that a group or number of individuals share in common. Culture can be explained as a sequence of behaviors shared by a society or group of people. Culture is what makes people unique and distinguishes people from one another. Culture impacts the way people think, behave, and perceive themselves and others (Cole, 2019). Workplace culture can be known as the overall nature, behaviors, values and beliefs within a company, business, or organization (Sun, 2009). Most organizations pride their company on workplace culture, working to achieve the best possible culture and environment for their employees and their organization. Many factors could determine if a workplace culture is positive or negative. A company’s overall approach to workplace culture could be assessed by a number of qualities, characteristics, and abilities within the business. For example, a hierarchy within a business could be viewed as a negative factor for some employees, thus having a negative effect on employee workplace culture, on the contrary a relaxed approach to employee management could be seen as a positive effect on workplace culture for employees.
Hofstede power distance 
National Culture has a significant effect on organizational power according to Hofstede culture is defined as the collective mental programing of the human mind which distinguishes one group of people from another. For example, power in organizations can be affected in different countries due to power distance within different cultures, to expand on this point some countries may believe inequalities amongst people are acceptable, lower members of society are less likely to challenge superiors because power and rank are taken extremely serious. Contrary, other countries allow every individual to have a right to some sort of power allowing lower ranked persons to question higher ranked persons. Some countries and cultures accept that authority and power are distributed unequally in result accepting hierarchy resulting in high power differences contrary to other countries who believe power is more equal resulting in a low power distance (Nickerson, 2022). 






Organizational power 
Power within an organizations can be divided and assigned to each person in the organization through the organizational structure and approach adopted by the company. As suggested by (Nasrudin, 2022) a tall organization structure also known as top down consists of numerous management levels, a pyramid of authority with higher ranked managers passing down commands to lower levels managers and so on, thus creating a hierarchy within the organization. Contrary, a flat organizational structure is said to have less levels between management and staff in some cases allowing executives to communicate directly with staff in result allowing a shorter chain of instruction within the organization. A flat organizational structure is said to be a more modern-day method of management within the workplace. Different cultures within an organization can have an impact on the organizational structure adopted by a company. To expand on this point individuals within an organization that is not in a western country may find it difficult giving orders or commanding elders due to the cultural authority adopted within their country. Top-down organizational structures are frequently utilized in some poorer countries, where people have less of a presence due to their social or cultural authority, allowing higher levels of power. Whereas flat organizational structures are generally utilized by more modern westernized countries, were everyone is allowed an equal say regardless of cultural authority resulting in lower power within the organization (Krokosz, 1998)
Conflict within the NHS
The NHS nurses and the government are in major conflict regarding employee wages, this is a conflict between the government and nurses with nurses feeling that they are being treated unfairly with the amount of wages they receive for the work they do. For the first time in decades NHS healthcare nurses have voted and decided to nationally strike in order to dispute staff across the country being paid unfairly and in hopes of achieving a fairer pay. Nurses feel they are overworked and undervalued (Triggle, 2022). Given the environment of the covid 19 pandemic nurses are said to be exhausted, and overworked. Although nurses felt valued throughout the pandemic the nurses feel worser off now than they did a few years ago. With over 47,000 vacant nursing jobs and more nurses leaving their positions (Ford, 2022).



Nurses are being overworked, being forced to work longer hours whilst being understaffed. This is leaving nurses feeling stressed, burned out as well as not being paid a satisfactory amount for their hard work. According to The Royal College of Nursing (2023), nurse’s salaries have continuously fallen below inflation rates and now with the current cost of living crisis nurses are saying it is becoming extremely difficult to live everyday life which has resulted in NHS trusts having to arrange food banks for nurses. Nurses believe they are asking for a pay rise which is simply a pay recovery for the wages they have lost in the past due to pay freezes and the average nurse wages not meeting the inflation rates.  
Nurses claim that there is simply not enough staff due to workers leaving their positions and being underpaid, some health Care professionals have stated patients are being put at risk due to the under-staffing issues the NHS are currently facing, with some services being limited or temporarily halted resulting in longer waiting times for patients for services such as operations or urgent treatment (Gregory, 2021). 
The nurses’ union and fair pay for nurses’ campaign are asking the government for 17.6 percent pay rise for nurses’ salary which in result would allow nurses salaries to be 5 percent over the inflation rate (Mahase, 2022), but the government and unions claim due to the national inflation it is extremely difficult to meet the requests of the nurses and instead claims the best way to deal with the conflict is to combat the inflation and cost of living crisis within the United Kingdom.
Due to the lack of concern from the government regarding nurse’s salaries and staffing issues, nurses feel as if they have been left no option but to strike to exert their needs to the government, claiming enough is enough and that they simply cannot continue to progress throughout this unbearable situation regarding salaries (The Royal College of Nursing, 2022).
With the dispute between the government and The Royal College of Nursing (RCN) continuing to escalate, nurses have now decided to have their biggest walk-out that they have ever had, staff from all sectors of nursing including chemotherapy and critical care, plan to walk out for 48 hours from first to the third March 2023 (Triggle, 2023). 
Any services which will be required by RCN will now have to be discussed with union leaders rather than local reps who put agreements into place. This all has a huge impact on the services that will be available to the general public. Other health professionals who are not part of the RCN will be asked to step in and cover when the strike happens. The issue is continuing to escalate as the government is declining to open any more pay talks until the end of the financial year.
As nurses strike action continues through the NHS, with strike action spreading throughout more departments of the NHS, managers within the NHS sector are under major pressure. Managers are being forced to react to nurses striking by trying to discourage nurses to take strike action, research from (Devereux, 2022) suggest managers are approaching the situation by trying to explain to nurses the severity of strike action, claiming that strikes could  possibly be breaking the NMC code in hopes this might deter nurses form striking, by doing this the managers are trying to be informative towards staff ultimately trying to guide and persuade nurses. Another approach mangers within the NHS are taking to combat the affect of strike action is that managers are providing staff with anti-strike action leaflets, explaining the severity and the negative effects of joining strikes. In reaction to the nurses striking the government has responded with an offer of a 5 percent pay rise for the following year and a wage bonus for nurses of 6 percent for the current financial year. This response from the government has been offered to a wide variety of NHS staff including nurses, midwives, and emergency department workers. The government claims this is a fair agreement that was reached by themselves and the agenda for change unions, and believes this offer is efficient enough for nurses to call off disorderly strike action (Triggle, 2023). The government has responded with the views and concerns of efficiency within the NHS system claiming that the NHS needs to become more efficient. The government claim the NHS has to evaluate how the NHS are performing and make major improvements in efficiency and operation by changing the structure in which the NHS currently operates by, claiming improvements in efficiency should be made regarding the money spent on hiring agency staff, improving productivity and focusing on reducing administrative costs and recommends further training of staff. The government and mangers within the healthcare sector are concerned with the inefficiency of the NHS system. Although the government have agreed to the 5 percent rise in staff wages the government states that the demands of NHS workers regarding pay are unreasonable and unaffordable (Corp, 2022). 







The scientific management theory, created by Frederick Taylor aligns with the actions of managers within the NHS and allows an understanding of the reaction and responses mangers within the NHS are advocating in response to strikes. The scientific management theory highlights that objectives and tasks within the organisation that are well structured and organised would essentially improve the efficiency of employees and boost employees and organisational performance, the scientific management theory involves assessing the structures and systems employees use to carry out their work (Taylor, 2004), managers can then explore more efficient methods of working structures, this approach allows managers to completely train staff to align with their findings which would result in creating a more efficient and productive organisation 
Scientific management theory also allows an understanding for the importance and appropriateness of reasonable pay and appropriate working environments for employees and how such factors can have also have an impact on employee efficiency. The scientific management theory is a strategy for developing employee productivity. As indicated by the name of the theory, this management attitude assesses employee working methods using scientific methodologies. The scientific management theory is made up of three main stages, observation, experimentation and analysis to expand on theses stages managers within organisations could implement this theory to monitor staff and determine the range of methods and systems being used by the workforce to complete objectives as well as monitor the effects of changes amongst the workforce. When correctly applied the scientific management theory allows managers to enhance efficiency and productivity (Taneja, 2011). The scientific theory has four main principles.
1.Select approaches centred on science. 
This principle highlights the importance of allocating a wide range of scientific approaches to improve the efficiency of the work force, this principle focuses purely on efficiency, productivity and performance of employees, concentrating on exploring the best way for employees to meet objectives.
2. Appoint employees to objectives centred around the skills they possess 
Gain an in depth understanding of the employees skillsets, understanding strengths and weaknesses within in workforce, this gained knowledge can then be utilized in selecting the right job roles for employees to ensure success and efficiency of objectives.


3. Observe employee performance 
Monitor the workforce and assess the working structures to prevent any potential issues arising, being on hand to solve issues and provide advice allows the managers to determine the level of productivity amongst the workforce 
4. Distribute objectives equally based on appropriateness between employees and managers 
This step ensures managers understand how to implement the skillset within their workforce, and allows managers an understanding of how to strategic plan and provide training needed amongst the employees and to ensure employees have and understanding of how to implement the plans when working. 

The theory and views of the scientific management approach provides an understanding of the behaviours and reaction of managers within the NHS. The scientific management view displays required changes in employee behaviour by implementing changes in the workplace structure, and assessing how objectives are carried out and then developing more efficient ways to complete theses objectives and as a result boost overall productivity. The scientific management theory aligns with the approaches that the managers within the NHS have taken towards strike action and provides an understanding for why such approaches have been utilized. Contrary, the scientific management theory has been criticized for its approach towards improving efficiency, whilst the theory is centred around strengthening efficiency the theory is at the expenditure of workers. The theory is said to exhaust and dehumanize employees through the working processes (Derksen, 2014), scientific theory is said to result in a loss on innovation and initiative amongst a workforce, such factors could result in workplace dissatisfaction causing staff to feel unmotivated and overworked which would result in employees feeing undervalued by the organisation (Reddy, 2018). The negative aspects within this theory align with the views of staff within the NHS, the reaction of staff within the NHS can be justified by the theory of human relation by Henri Fayol.
Human relation management is focused on treating employees fairly. Concentrating on communication and relations between staff and managers ensuring a sense of  faith, trust, confidence and respect is provided for employees, in result this would lead to a more positive working atmosphere for employees. The theory is of the assumption that such factors can lead to a more productive workforce. 

The human relation theory validates the views and reactions of staff within the NHS regarding strike action. Staff within the NHS are expressing concerns for job satisfaction and job security, as well as appropriate working environments, staff within the NHS are expressing the need for a fair practice regarding pay, claiming they should be respected for the hard work they endure. The theory created by Henri Fayol allows an understanding of staff needs and wants, the theory created by Henri Fayol is centred around more efficiently completing organisation goals and objectives by  improving and concentrating more on employee welfare and employees well-being. It was discovered that many factors impact employee motivation, when managers are familiar with such factors they can alter working environments to boost the motivation and security for employees. The human relation management is used by managers to asses the workforce and determine if the opinions and feelings of employees had an affect and the organisations efficiency (Ward, 2021).  
The human relation management theory has a number of main principles that can allow an understanding of the theories assumptions. The theory focuses on the employees as a valuable asset to the organisation rather than a machine. Assuming that when a person’s needs and wants are successfully reached this can positively affect the work they do, and have an extensive impact on the individuals performance and motivation. The human relations theory focuses on generating a working environment that allows staff to perform in the most efficient way possible by providing staff with clear instructions and the resources needed to conduct work (Voxted, 2017). this is highly important for the productivity of staff, another important factor of the theory is to acknowledge and compensate employees for their hard work and accomplishments, these factors validate with the views of the NHS nurses regarding salaries and  working environments .building strong reliable relationships with employees is also another main factor of human relation theory, mangers can achieve this by treating employees fairly and possessing an understanding that every member of staff is unique with their own opinions and beliefs or culture (Ward, 2021), this can allow staff to feel comfortable and confident enough to communicate with mangers to voice opinions ideas or concerns, and in result provide good clear communication within the organisation between staff and managers. this approach to management also aligns with Maslow’s hierarchy of needs, Maslow’s theory of motivation claims that when a person has achieved  psychological, safety love/ belonging needs they then strive to achieve esteem need and self-actualisation which in results leads to a person becoming more motivated, confident, creative, which could then allow an employee to perform more efficiently at work (McLeod, 2018).

contrary human relations approach to management possesses some negative aspects, (Robinson, 2021) suggest that this theory does not possess scientific proof. this approach can take a lot of time to utilize successfully as it may be impossible for some managers to be able to develop the relationship needed with employees, different cultures within a workforce could also impact this theory negatively, it may become difficult to initiate strong relationships with some employees based upon their cultural beliefs and values, this approach to management lacks the understanding of different cultures within organisations. 
Conflict resolution 
Conflict resolution theories and models are highly important for organisations, conflicts within an organisation can happen for many different reasons for example pay, working environment or conflict  between staff and management or conflict between staff members. Many factors like employee culture or communication can result in a conflict, conflict resolution models provide an understanding of the conflict and an opportunity to identify the main factors contributing to the conflict in question, conflict resolution models allow an understanding of to how resolve a conflict, this allows persons involved to be able to determine a solution on how to solve the conflict equally. Conflict resolution models are important for organisations as such models can help prevent future conflicts from growing worse and as a  result boost employee morale and welfare (Mills, 2020).
The conflict resolution model by Ting Toomey 1999 is a framework for resolving conflicts, this conflict resolution model provides an outline of steps and actions that can be utilized in the conflict resolution process, the Ting Toomey conflict resolution provides five steps or actions that can be utilized to help solve an organisational conflict (Ting-Toomey, 2012). 
1 Ignore. 
This first step on Ting Toomey’s model is to ignore a conflict or problem, ignoring the conflict would mean to not act on the conflict and to not acknowledge the conflict in hand, Ting Toomey models suggest this would be effective throughout a conflict by allowing a time for both parties to cool down, claiming that allowing time can help to resolve a conflict or to heal persons involved in the conflict. Contrary, such an approach to a conflict could be seen as unethical, this approach could result in a conflict growing stronger or worse, and may not be applicable in every country due to culture.



2 Confront conflict directly. 
This approach entails persons who participate in the conflict to discuss and express their opinions directly with one another. This approach to conflict management by Ting Toomey may be effective in gaining clarity regarding the conflict or problem. This approach enables persons involved to gain an understanding of the conflict, this approach can be effective for persons involved determining a solution and allow persons to be committed resolving the issue.
3. Involving a third party in the conflict. 
This approach to resolving conflicts entails involving others into the conflict in hopes to determine some types of mediation, third parties may have a different view and may be able to address the conflict differently. Although third parties may not completely understand all aspects of  the conflict.
4. Involve the team 
Involving a team may allow for more opinions and views to be voiced and in result may produce more methods of resolving the conflict, another positive factor of involving a team is this could provide better solutions to the conflict and in return provide a stringer method to resolve the conflict, although such approach can result in a loss of face. 
5. Escalate and involve and appeal to authority 
This step in conflict resolution framework is centred around involving authority into the conflict, this approach can be highly beneficial and useful in crisis that need to be resolved urgently. Although this approach is said to lack fairness in the aspect only one side of the conflict may get resolved, leaving the other party feeling devalued with loss of face.
The first factor from Ting Toomey conflict resolution model that would be most affective regarding the conflict between NHS nurses and the government would be the involving a third-party factor. Involving third parties into a conflict can be highly beneficial depending on the type of conflict regarding the nurses strike action within the NHS. Involving a third party can provide a neutral view on the situation. Third parties are detached from the conflict and  have no loyalties to any side involved in the problem, this could result in helping to establish a mutual ground and initiate a negotiation between parties. Involving a third party can be useful in decision making as third parties can help to make clear decisions based upon the facts and circumstances of the conflict, such decision making processes can be difficult for persons who are involved in the conflict as people who are involved in the conflict may possess emotional views towards the conflict.
An individual who isn’t directly involved within a conflict could provide a different view of the situation or help others to understand both sides of the conflict and to view the conflict from the opinions of all parties involved. Essentially, when a third party is involved in a conflict it can be extremely useful regarding reaching a solution, a third party can help the situation by initiating successful negotiation between persons involved in the conflict. Third parties can help to reach the negotiation stage of a conflict and help to resolve the conflict by determining the best solutions (Fisher, 1997). 
To expand on this point a third party can help to discover an agreement between persons involved, such agreement can then be used to prepare a formal arrangement or a legally obligated arrangement. Such arrangement can be extremely useful in ensuring the persons involved in the conflict abide by their findings to resolve the conflict. The use of formal or legal arrangement can ensure that persons involve can be held responsible if such agreement are not being executed appropriately. Unions participated in the conflict between the nurses, NHS bosses and the government. Unions represent the entire workforce of the NHS, by involving unions, the nurses were able to negotiate and bargain a 5 percent pay rise. Unions were able to facilitate and initiate bargaining power and voice the issues, worries and concerns the NHS staff have been facing, providing the government with an extensive understanding of the situation nurses are currently entailing (Conway, 2023). Unions achieved negotiations regarding better pay and improved working environments for NHS staff, unions as a third party achieved back and forth negotiating talks with the government. With the NHS staff welfare in mind, unions were able to display the demands of staff clearly as well as gain more attention from the media and the public which in result strengthened the argument of NHS staff regarding pay and work conditions etc. With the nation, NHS staff and unions demanding change, the government was forced to react and this initiated the government to comply with some of the demands of nurses and allow a 5 percent pay rise. In result by utilising, the involving a third-party method of conflict resolution, and involving unions in the conflict between the NHS and the government the NHS were able to achieve some solutions to their conflict. Unions were able to exercise the rights of NHS staff and offer support and guidance for NHS staff throughout uncertain times. To conclude by involving unions NHS staff were able to accomplish their required changes to working environments, employee welfare and staff wages (Stewart and Bawden, 2023).
 


Another approach within the conflict resolution model produced by Ting Toomey 1999 that would be extremely helpful regarding solving the conflict between nurses and the government regarding pay, working environments, and staffing issues is to confront directly. Confronting directly would be useful within the conflict for a number of reasons, to expand on this point, confronting directly allows an attempt to determine a solution right away, and provides some communication between both parties involved (Ting-Toomey, 2012). Staff could communicate their concerns directly to managers thus allowing managers to gain an outlook on the reasons why a conflict has arose. Confronting directly provides an opportunity to view the conflict from either side, and as a result allow both parties to interpret the feeling and views of the opposing side and potentially discover the cause of the conflict. Although confronting a conflict directly may be impossible in some cases or may be extremely difficult for persons involved to voice their opinions and concerns, this approach is extremely effective in preserving relationships with the people involved in the conflict, and could result in building trust, strengthened relationships, communication and could possibly prevent future conflicts. 
To implement this stage of the conflict resolution model produced by Ting Toomey, confront directly, nurses could take advantage of this theory by confronting managers directly and communicating their issues and concerns regarding working procedures, environment and pay. This enables nurses to share their views and express their need for change, this could help build understanding between the nurses and managers and could result in building relationships or mutual ground. This approach to conflict management could be extremely useful for managers to identify the issues the nurses are facing and potentially prevent the problem turning into a major conflict between nurses and the government which resulted in strike action.
Managers could use this approach to confront directly to the NHS bosses and relay the concerns that have been voiced by nurses. Managers could use such knowledge provided by nurses to develop a more improved environment for nurses, managers could concentrate on improving working environments with reformed working structures to allow the NHS staff to have a more efficient and productive outlook on their job, which in result could help retain staff and boost job satisfaction. Such factors would positively impact employee welfare, mangers could use this method of conflict management to initiate talks with NHS bosses regarding staff pay, staffing issues, and back logs in hopes to determine some solutions to these problems in an attempt to deter the conflict from escalating into conflict between the NHS and the government.

Alternatively, a conflict resolution model should be adopted based upon the type of conflict that arises, conflict resolution models vary in their approaches to determining solutions. Essentially some conflict resolution models may be more effective based upon the situation they are being utilized in, which would result in some conflict resolution models being less effective. An appropriate conflict resolution model can be adopted by assessing the situation, and understanding the issue, and determining what type of conflict is happening and the severity or urgency surrounding the conflict. Another crucial factor to be considered when allocating an appropriate model to solve a conflict is to have an idea of how the conflict is to be resolved, for example if persons involved wish to maintain relationships. Some effective models could be the Thomas Kilmann conflict resolution model that consists of five steps competition, compromise, collaboration, avoidance and accommodation. Advantages of this model are that it is effective in assessing how to manage the conflict in question.
Conclusion 
[bookmark: _Hlk131264506]Power can be perceived in many ways. A number of different factors can allow a person to possess power, for example, formal power or informal power. Culture can have a major effect on how power is perceived and distributed within organisations, this report critically assessed the conflict the NHS is facing between nurses and the government. This report has explored the approach and feelings of staff members and managers within the NHS regarding the strike conflict using such management theories like, scientific management theory and human relations theory to allow a detailed understanding of behaviours, opinions, and feelings of persons involved within the conflict. This report has assessed the conflict resolution management theory produced by Ting Toomey 1999 discussing the model and explaining each approach and how these approaches can be utilized effectively, this report has discovered that the involve a third party and confront directly approaches of the ting Toomey 1999 model would, and have been the most affective for determining a solution for the NHS. with such approaches being the most relevant and effective based upon the type of conflict the NHS is facing, this report has discovered that conflict resolution models are most effective when appropriately allocated to the type of conflict that arises. 
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