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[bookmark: _heading=h.tyjcwt][bookmark: _Toc132301713]1. Introduction
This report will discuss about power and politics in an organisation. Here the report will include the debate on power and politics within an organisation where it will discuss the points and align it with the case study based on the conflict between 114 Crown Post Office and its employees who are members of a Communication Workers Union regarding pay freeze in 2021-22. An in-depth explanation regarding organisational power and politics will be given within this report. The second part of the report includes the discussion on Two stakeholder models namely, the Salience model along with the Power-interest matrix model which will be applied to the said case study. Moreover, the report will include stakeholder analysis and the limitations of the two models along with the discussion about Thomas Kilman’s conflict resolution model and the Alternative Dispute Resolution model (ADR) and how these models can help to minimise conflicts between organisations and active bodies. Recommendations for implementation by all bodies involved will be made based on the above-mentioned conflict resolution models.
[bookmark: _heading=h.3dy6vkm][bookmark: _Toc2003366262]2. Question 1. “Critically evaluate the meaning of organisation power and politics and explain how these are manifested in the case”

[bookmark: _heading=h.1t3h5sf]“What is power”
The term power is known as a person or a particular body having full authority over a particular area, group, culture and many more. It also means that a person or a body having the capacity or having the ability to influence others behaviour or decision in one's group or a government organisation like the post office. For every change, the role of power is necessary if a body or an organisation has the power, they can make the future within the area or a whole country (Eriksen, 2018). The power also plays a vital role and has negative points as well. If the power is given to just one person or a body, then there is a high chance of corruption within the area as the body here will exercise the power and thus will give rise to corruption and abuse of the power. Due to this exercising of power by a single body to avoid this situation many government organisations or post offices distribute the power to different bodies so that there should not be more abuse of the power by a single body. By this process of distributing the power to different bodies, there will be less corruption and will have the rights for the people to seek help if some problems arise (Eriksen, 2018). 
[bookmark: _heading=h.4d34og8]“What is politics”
[bookmark: _Int_u1qAJME8][bookmark: _Int_xPFLYkuF][bookmark: _Int_22q3AAP7][bookmark: _Int_IGfgjlZX][bookmark: _Int_YAe4isWz][bookmark: _Int_gcZ3MoP9][bookmark: _Int_sUGpLVbw][bookmark: _Int_n7xpzaHD]Politics is known as a group of individuals making decisions or competing with other parties to have the power which can lead them to form the government of a particular area or a place. Politics is linked with activities which are from the higher government authorities which also plays a key role in the country. Politics is literally engaged in every activity done by the government of the country (Ferris et al., 2018). In the given case study politics also plays a vital role in the strike which had made the post office shut down for 24 hours. The workers of the post office also play a significant role as these activities are also linked with the politics within the government organisation. This cause is raised by the Communication Workers Union (CWU) as their main motive for this strike was that their members are given a rise in their salary. Their actions which were going into strike made the post office closed for a full day. These are also the activities which are linked with politics and through this there will be a higher chance of getting their demand fulfilled by the higher authorities of the government. The activities which are done in any government organisation or an institution are done through political activities so that their demand gets fulfilled within the body or the department (Wu, 2019). 
[bookmark: _heading=h.2s8eyo1]“Relevant data or debate about power and politics in organisation”
[bookmark: _Int_H8StjlBU][bookmark: _Int_HOWaBUR3][bookmark: _Int_ne4sSlRp][bookmark: _Int_3AJBb3K6][bookmark: _Int_RzeXPlxh][bookmark: _Int_svoasFhh]In every organisation or a department power and politics play a key role. The institution or organisation must pay equal importance and maintain a balance of power and politics to be more productive (Gore and Parker, 2019). The power and the politics can help the institution or the organisation to achieve their target and encourage the employees and the staff to make their own decision within the organisation or an institution. The employees or the Communication Workers Union also have been using politics to increase the employees' wages as they are also incredibly angry against the pay freeze in 2021-22 which had made them go under strike and demanded an increase in their salary. This had made a political activity within the organisation. The power here lies within the hand of the organisation or the post office to fulfil their demand or give them some compensation; this all lies in the decision of the organisation. The power and the politics have an equal role in an organisation. The organisation here has the full power as they can exercise their power and do activities which are for the benefit of these organisations (Szolucha, 2018). The employees here can use politics to make the organisation fulfil their needs or demands which are the benefits of the employees. These politics here can include the employees going on strike and stop their whole work so that they do not break any laws in fulfilling their demands. These strikes also could hamper the productivity and the image of the organisation (Colville et al., 2019).
[bookmark: _heading=h.17dp8vu]“How is power/politics manifested in the case study?
[bookmark: _heading=h.3rdcrjn][bookmark: _Int_NNR0yFpK][bookmark: _Int_dMicwrG1][bookmark: _Int_dhkWmOun][bookmark: _Int_vGGDCpeg]The case study states that the 114 Crown Post Offices will be closed for 24 hours as the Communication Workers Union are angry as the pay for 2021-22 was frozen and there was just a 2% rise for the following year in the salary (Colville et al., 2019). These workers here have demanded an increase in their pay. The management of the post office also has said and given the statement that, “the post office or the management only follow the government policies in the public sectors pay policy.” Here the post office management has the power, if the management were to follow the government policies, then the workers would have been provided with the increase in the salary, this was the statement given by the workers union. Here the power and the politics lies in the hands of the post office management where they are not providing or refusing their employees with a good salary. The management in this instance is playing politics, as the workers should have been provided with good salary as the organisation here makes a lot of profit (Tombs, 2021) and is neglecting to look after the needs of the workers within the organisation. This is the main reason the Communication Workers Union are involved for the strike to demand the increase of salary and benefits from the organisation for their members. Continuing the strike may affect the image of the post office as it will look like the organisation does not care for their employees or their staff and just focus on the profit made through the service of their employees. This way their image could really be affected and the public will lose trust in the organisation and look for other substitutes within the country. The strike here also could have a negative impact on the 11000 branches as the workers from the other branches also may join the strike which was held in the main brand of 114 crown post offices. This conflict can also affect the morale of the organisation as the employees are suffering from the issues which the organisation is not cooperating to solve the problems faced by their own employees. If the employees continue with the strike the organisation could have a negative impact on their operation (Dlouhy and Casper, 2021). 
[bookmark: _heading=h.26in1rg][bookmark: _Toc1430163165]3. Question 2: “Using two relevant stakeholder analysis model, critically identify the stakeholders and explain how your chosen model are interrelated in the evaluation of critical stakeholders” 
[bookmark: _heading=h.lnxbz9]Salience model 
[bookmark: _Int_OenPFnJW][bookmark: _Int_7KlK6JbM][bookmark: _Int_wWlPgiou][bookmark: _Int_9FwaDl2R][bookmark: _Int_Gh7z3Zp7][bookmark: _Int_hXAJKTTP][bookmark: _Int_FOdOu9PZ]The Salience model is the process of analysing and identifying significant characters that really count. The stakeholder salience model is a concept proposed by Ronald K, Mitchell, Bradley R. Agle and Donna J. Wood in the year 1997. This model emphasises the requirement of attention upon the stakeholders in a set period. The model has the advantages over the attributes made by two dimensions such as power and interest grid standing for the degree to which the management gives priority in the context of competing stakeholders to claim in decision making (Petrovskaya et al, 2022). It is the project management which allows setting up of expectations for the stakeholders with the limited resources and their classification. The Salience Model majorly describes the process of classifying the stakeholders into three categories, such as Power, Legitimacy and Urgency (Harmer et al, 2022). In the given scenario of the Post office where hundreds of Post office workers will be on strike on Saturday, related to their pay issues, this situation describes the characteristic significant into the collective three dimensions of stakeholders with the stressful environment of disruptive coordination among the stakeholders. Deciding all three dimensions of this model are;
Power
[bookmark: _Int_Q8N8WHWm][bookmark: _Int_Tg4c3MEm]It is the authoritative or influential characteristic of the stakeholders in any derived situation or projects, focusing the directive power of authority in taking decisions for the project work (Harmer et al, 2022). Determining the situation of the derived scenario of Post Office strike, the contradictory attributes made by the Post Office Management shows the power dimension of the authoritative department to make changes in the policy by increasing 2% on pay including 250 Pounds one off payment for 2022 to 2023. 
Legitimacy
[bookmark: _Int_ltoIMtlQ][bookmark: _Int_rSuaesWf][bookmark: _Int_qtsCR5Nr][bookmark: _Int_DWP0HjP5]It refers to another dimension among the three, which denotes the involvement in the project or situation with partial or no interest. Considering the legitimate interest of the stakeholder, they are involved whether they give attention or not for their legitimate claims (Oruamabo, 2022). In the drive situation of the Post Office strike scenario, all the members of staff of the 114 Crown Post office who are 1500 total spread across 114 branches affected by the dispute (the sun, 2022). Comparatively, there are few collective members of staff associated with the Crown Post office, 114 branches showing legitimate interest; however, rest in the total of 11000 branches and their members are not showing much interest. 
Urgency 
[bookmark: _Int_mzBiEzwQ]It refers to the degree of urgency in which the stakeholders are calling from the requirement of immediate attention. Determining the urgency, whether it is time sensitive or critical the requirements must be fulfilled by analysing the systematic priority developed by the stakeholder's management strategy (Aragonès and Ponsatí, 2022). Considering this dimension of Urgency in the derived situation of Post Office Strike, the call of requirement made by the Communication Workers Union falls into the Urgency dimension of Salience Model. 
Power Interest Matrix
[bookmark: _Int_JbwlPPne]The Power Interest Grid is a tool to identify categories and manage the type of stakeholders, by determining their nature and characteristics in the derived situation or the project. The application of the grid can explain the importance of the stakeholders with their effective conception of the interest shown in the project whether it is regulatory, financial, or otherwise (Wang et al., 2022). The power grid interest matrix shows management to maintain better communication in respect to ensure satisfaction. The initial stage of this tool is to identify the potential stakeholders by analysing their approach. The process of determining the stakeholders is by listing all the people and organisations that are associated with the project and identifying their contributions in terms of opportunities and challenges. Analysing all their characteristics in effect of their interest, Power-Interest Grid comes into the picture to prioritise the stakeholders according to their importance to the project. By plotting the stakeholders in the grid of Power- Interest, it helps to determine which stakeholder has high power and which has low power to affect the project (Todeschini et al., 2022). After identification, the high power needs to be kept satisfied, while people with the high interests need to be well informed. If stakeholders fall in the grid on both equally, their expectations need to be managed very carefully (Wang et al., 2022). Determining the derived situation of the Post Office project in terms of their issues on freezing pay, the contributions of stakeholders are shown with the viable of power and interest. Therefore, considering their initiative in this situation the analysis of their importance can be determined by putting them into Power-interest Grid with the priority of their approaches. 
High Power - High Interest 
[bookmark: _Int_H35C1QBq][bookmark: _Int_vptIr8up]Stakeholders in this category are the decision makers who have the biggest impact on the situation or project success. Therefore, they are to be kept closely by managing their expectations (Todeschini et al., 2022). The Post Office Management falls under this grid by showing their high interest in operating their all 11000 branches along with 114 Crown Post offices, with the motivational approach of increasing the pay for the employees. The other side of the Grid with High-Power denotes their decision-making capability in freezing the payment hikes for 2021- 22 and insultingly offering 2% rise to be applicable in following year 2022-23. 
High-Power and Low-Interest
These types of stakeholders need attention because they have high power, so they are kept satisfied even though they do show interest (Todeschini et al., 2022). Considering the derived situation to analyse the category of High-Power and low-interest stakeholders are the Government who are the policy makers for the public, who have shown their power by framing the policies for the Post office employees to regulate proper increase of wages on public sector pay policy. Nevertheless, the Government does not show any interest in this situation now as it is up to Post Office management to make decisions.
Low- Power and High-Interest 
Low-Power to take any decision and make changes in the project by showing adequate amount of interest showing high in the grid, denotes stakeholders to be kept well informed (Todeschini et al., 2022). In the derived scenario of the Post Office strike, the Communication Workers Union with the majority of 3500 members involved in dispute fall into this category.
Low-Power and Low-Interest 
[bookmark: _Int_ep6Arv7I][bookmark: _Int_VBaS9BlQ][bookmark: _Int_RX7XmgXi]It refers to the types of stakeholders who are to be monitored but not interfered or bothered with any excessive informal communication (Todeschini et al., 2022). All the employees of Post office other than 1500 members who are involved in disputes are referred to Low- power and Low-Interest stakeholder’s category. 
 [image: ]
Figure: Power-interest matrix
(Source: Created by the learner)
[bookmark: _heading=h.35nkun2]“How each stakeholder is interrelated”
[bookmark: _Int_ddtMCGim][bookmark: _Int_pRU3tk5E]The Project manager understands the significant importance of the stakeholder relationship by determining their potentiality or cause to an initiative failure (Raum and Rawlings-Sanaei, 2022). The relationship which describes the relation based on their vital approach towards the organisation can vary from one to another. There are numerous steps which are needed to be performed by the stakeholders so that they can connect with others in an effective manner (Carroll and Buchholtz, 2009). Therefore, the following factors will describe the how each one relates to the Post Office:
Identify Stakeholders
[bookmark: _Int_SL2lDAY3]The initial stage of developing the relation between the stakeholders is to identify their nature and character (Rahman et al., 2022). It is very much important for a project manager or any authoritative department to identify the resources by considering the communication as the essential factors to determine their needs and expectations with the requirement of being well kept informed, meeting their expectations or avoiding them. 
Identify Desired Outcomes 
[bookmark: _Int_7EoNjQ0j][bookmark: _Int_NagRU7OE][bookmark: _Int_xiG2nHTZ][bookmark: _Int_DiCJRxoG]After identifying their needs and expectations the second most key factor is to identify their outcomes. The structural exchange of the stakeholder analysing their accomplishing factors of needs and desires of the organisation is significant. It is particularly important for an organisation to fulfil the requirements of the stakeholder to drive positive impacts (Rahman et al., 2022). 
Sharing Information 
[bookmark: _Int_XxLhC6R4][bookmark: _Int_bovCUs5K][bookmark: _Int_3JZfVv2l]Establishing a transparent relationship with the stakeholders will always benefit the organisation with the effect of excellent communication and essential tactics of sharing information effectively (Raum and Rawlings-Sanaei, 2022). It develops a vision of introducing their vital importance in respect of status and initiatives. Having said that, communicating with the stakeholders so that effective information can be shared with them and positive relations can be established is also needed to be done (Neil Jeffrey, 2009).
Active Participation 
[bookmark: _Int_seX82aNH][bookmark: _Int_ByA85d9q][bookmark: _Int_OZorbTC3][bookmark: _Int_gXQnkFvO]Developing the communication factor more actively by participating in sharing information and listening to the feedback from the stakeholders develops trust and relation (Mutero et al., 2022). Listening to the feedback will provide more knowledge, suggestions, perspectives and concerns contributing to an effective improvement in operation functions. In this way, a better approach can be made toward participation, as this will bring improvements as well (Nutt and Backoff, 1992).  
Resolving Issues 
[bookmark: _Int_uuiNUlGe]The potential relationship among the stakeholders provides diverse options to solve issues concerning forcing a single solution or seeking to establish a compromise and multiple positive impacts (Bryan W. Husted and David Bruce Allen, 2010). The selective formation of the priority among the stakeholder’s relationship will provide individual participation with mutual benefits. Understanding the issues being faced by them and bringing solutions to those issues will lead to the development of the relationship which will foster inclusivity (Freeman, 1984).
Meeting the Requirements
To be more realistic is important over the promises and delivering them with the respect of effectiveness and fulfilling them with the urgency in developing relationships (Mutero et al., 2022). Setting up the expectation in developing the relationship and fulfilling the requirements may increase more satisfaction in delivering the positive outcome.
[bookmark: _heading=h.1ksv4uv]Limitation of Salience Model 
· The classification of the stakeholders can be a subjective process in which one Project manager may find it dangerous, while the others may take the same stakeholders as demanding. So, the attitude may differ from one person to another (Charef, 2022). 
· The Salience Model considers major three attributes with any specification by their presence and absence. However, these attributes could be present in various levels of operation or project (Charef, 2022). 
· The Project Manager cannot take extensive benefits while identifying the stakeholders with the effective means of their power possession attributes (Charef, 2022). 
· [bookmark: _Int_S8RoPKxI][bookmark: _Int_lRIjvoGo]This model only provides three attributes of power, urgency and legitimacy; however, there could be more other attributes to influence the relationship amongst the stakeholders (Harmer et al., 2022). 
· Comparing other models this model needs more effort and time (Kurt and Aymelek, 2022). 
· This model is biased in opinion and subjective in procedure, which can influence its effective formation (Kurt and Aymelek, 2022). 
· Monitoring all these three attributes constantly incurs more costs and resources (Molin et al., 2021 ). 

Limitation of Power and Interest Grid
· The Power and Interest grid module is based on perspective which can differ from one person to another (Boesso and Kumar, 2009). 
· The sample size of the module is too small to categorise all the statistical variation from one to another stakeholder (Ahangar, M., Khandan, M and Givi, M.E., 2022).
· [bookmark: _Int_ZaiwSJTF]It is time consuming to relate multiple stakeholders in the assimilation of identification of their significant characteristic (Boesso and Kumar, 2009). 
· It is difficult to analyse in the dispersed situation of stakeholders geographically (Wallace and Michopoulou, 2019). 
· [bookmark: _Int_bENUKMoW]It is impossible for a company or the project manager to please all the stakeholders by figuring out their respective attributes simultaneously (Dias and Brito, 2021).
[bookmark: _heading=h.44sinio][bookmark: _Toc1289491487]4. Question 3: “Reflecting on Thomas Kilman’s Conflict resolution model, critically evaluate the different conflict resolution approaches and suggest the appropriate approach for resolving the Conflict”
[bookmark: _heading=h.2jxsxqh]Thomas Kilman’s conflict resolution model
[bookmark: _Int_RDpC7Fbe][bookmark: _Int_LNJsY2y5][bookmark: _Int_uMtFEqUp][bookmark: _Int_t6QeudOB][bookmark: _Int_io9LP8u9][bookmark: _Int_evFSdP37]Thomas Kilman's conflict resolution model states that there are always two types of dimensions that give rise to conflict behaviour within the institution. The first dimension here includes the assertiveness which deals or refers to the ability of an individual or a body to stand up and speak for their opinions and needs. This assertiveness here can be used in a negative or a positive manner depending on the situation within the organisation or an institution. This assertive way or the behaviour of an individual or a body may seem aggressive, but it is only used for expressing one emotion or their feelings (ARINICHEVA et al., 2019). The other dimension here is known as empathy which also refers to understanding the opposite body or persons emotions and their options too. Here it brings peace between the two bodies and is known to bring better solutions in a highly effective way. This is one of the easiest ways to solve the conflict where both the bodies can know each other's opinion or feelings about the conflict and have views accordingly. It is a more peaceful way of management to have solved the problem or the conflict between both bodies. The Kilman’s conflict resolution model is a management with the two dimensions which are mentioned above which is also known as two methods of resolving the conflicts (ARINICHEVA et al., 2019). 
[bookmark: _Int_qQhsV9W1]The main motive of using Thomas Kilman’s approach is to solve the problems or conflict between the two bodies or the institution through the assertiveness or the empathy method of resolving the conflict. There are five approaches of the Thomas Kilman’s conflict resolution model such as competing, avoiding, accommodation, collaborating and lastly compromising. Hence via the use of the model teamwork and collaboration fosters which to the development in an organisation widely (Thomas, 2008). The five approaches to the Thomas Kilman’s conflict resolution model is being discussed below in a succinct manner:
[bookmark: _Int_jQPMIcqE][bookmark: _Int_knWZlYIS][bookmark: _Int_wHDehCcn]Competing: Using this strategy the organisation or body here needs to incorporate the opinions of the other body and listen to their views and demands (Chang and Sellak, 2022). This strategy gives the body the possibility to command and make sure they compete with the opponent when they have limited resources and time. This target or the competition with the opponents helps the body or the organisation to achieve their target or goal first and in a highly effective manner. This strategy also has some of the negative aspects as well, as competition with the opponents or the other bodies can lead to rise in anger, frustration, hostility and many more. It may also lead to loss of connection with the people where the individuals do not want to work with the organisation because of their behaviour (Alqatawenh, 2018). 
[bookmark: _Int_Acru2N9l][bookmark: _Int_5OPjuT33][bookmark: _Int_340XewQr]Avoiding: Many organisations use this strategy as they do not have the power in their hands and they do not want to get engaged in the conflict, so they use this strategy (Ay et al., 2019). Avoiding is the best strategy when the higher authority of the department does not have the full control over the situation so this way they can turn over the situation for the time being. With the use of avoiding strategy, the business will be able to mitigate the issues in a much better way, in which the resources of the organisation will not be consumed (Bryson, 1995).
[bookmark: _Int_cjL1iqOS][bookmark: _Int_1oLm3nhn]Accommodations: It is the third strategy known in Thomas Kilman’s conflict resolution model which is a simple approach for both the parties. Here the organisation should listen to the opinions and the views of opposition and accept their request without any interference. Using this strategy will help the organisation and the parties to settle the conflict without going through any extra effort as this is one of the most effective ways to resolve conflicts (Rodrigues et al., 2019). This strategy is good for resolving but it might affect the organisation's main motive or aim. 
[bookmark: _Int_V3BA8r6F][bookmark: _Int_a9FDx9Tg][bookmark: _Int_Gyz6YIqk][bookmark: _Int_bZ1zkLan]Collaboration: Here the collaboration is the fourth strategy or approach of Thomas Kilman’s conflict resolution model, this strategy is used by the organisation where they will listen to the views and opinions of both the parties and the bodies and conclude to an agreement which can meet the goals of both the parties (Belkhouche, 2018). Here the mutual agreement of both the parties takes place building their trust upon each other. Collaboration is found to be a great means which will lead to the development or relations and fosters teamwork in the resolution of the conflict and it also promotes inclusivity at work which has been a factor leading to development (Johnson and Scholes, 2002).
[bookmark: _Int_eIBt6Cci]Compromising: Applying this strategy here can conclude the situation into making a certain opinion and view of the other party to accept and also adding up a few of the views of the organisation to make stable agreements between both groups (Babel et al., 2022). Here both the parties can have their views accepted by both the bodies by settling with an agreement. 
[bookmark: _Int_8CKwN6Kf][bookmark: _Int_VRM5m6Jp]These are the approaches or the strategy of the Thomas Kilman’s conflict resolution model which are used by organisations and the other bodies. This approach is used for settling the conflicts between both the organisations and parties. These approaches also have disadvantages of their own as it limits the view and motive of the organisation when used excessively by the organisation or the business body (Schell, 2019). 
Dispute resolution 
Alternative Dispute Resolution (ADR)
[bookmark: _Int_RBfdAmnb][bookmark: _Int_Ubhak5qU][bookmark: _Int_ZtVgX5iv][bookmark: _Int_m8xxIAkN]The dispute resolution is known as the solution to the disputes or the issues which are caused within the organisation. The dispute resolution is also the solution to disputes or issues between the two parties without entering the wall of the court and hearing the judgement from the judge which could also increase the expenses of both the parties and take a lot of time and sources (Menkel-Meadow et al., 2018). This is also used to end the conflict or disputes between the involved bodies with an agreement or any type of solution that could end the disputes. There are four types of disputes resolution such as negotiation, mediation, arbitration, and litigation (Mills, 1988). Via the use of these four strategies, one can resolve the dispute in an effective manner which will be briefly discussed below:
[bookmark: _Int_5QrV2Ccu][bookmark: _Int_ahXDOzOi]Negotiation: Here both the parties should first listen and view both their opinions and understandings (Mejía-Arauz et al., 2018). This way both the parties can conclude and settle their disputes via an agreement which both the parties and bodies can agree to. This is the first step of dispute resolution and it works very effectively most of the time when resolving issues or disputes. 
Mediation:  The organisation and the other party or body should first come together and listen to every opinion or problem of both the parties and the bodies. Here there is a third party involved who is neutral and listens to every issue or the view of the both the parties (Huber, 2020). After the issues are discussed then the neutral body decides an agreement which fulfils the motive and the view of both the parties and therefore sets an agreement between both the bodies. 
[bookmark: _Int_tFh5Rood][bookmark: _Int_jcGZBxOV][bookmark: _Int_eZkwdqzE]Arbitration: The arbitration is also basically known as the agreement made through by listening to both the issues between the both the bodies. The arbitration is unbelievably cheap compared to Court costs and is faster than the court in decision making or solving the issues (Born, 2021). 
[bookmark: _Int_osXbSgr7]Litigation:  As the two bodies that are in dispute and are looking for a solution take matters to the court for solving the issues (Menkel-Meadow, 2021). Here litigation refers to legal procedures which are taken into consideration between the two parties and therefore the Court passes the judgement and resolve the dispute between both the bodies. 
Recommendations
[bookmark: _heading=h.3j2qqm3]The 114-Crown Post Office management can use two styles from Thomas Kilman's conflict Management model, two steps where it deals with two dimensions for solving the issues or the conflict between the said parties. These two styles are: Collaboration and Compromise. 
[bookmark: _Int_eiuCylT8][bookmark: _Int_0Av3yvfn][bookmark: _Int_yPodEwj7]Here the Collaboration style helps both the parties to express their emotions and to achieve their goal in a mutual manner (Parmaksiz, 2019), as both parties will talk and come to a collective mutual agreement benefiting them both. Also, this style will foster good teamwork spirit and trust between both parties as well as promote inclusivity at work (Johnson and Scholes, 2002). The Compromising style will also help the parties to achieve their goal by having a stable agreement in place that benefits both parties as both their views have been addressed to decree agreement (Babel et al., 2022). The positive point for both the styles recommended is that it will be a solution where everyone benefits (Boele et al., 2019). 
[bookmark: _Int_v3Gh3eGQ][bookmark: _Int_7irue6KS]The dispute resolution deals with all the disputes and conflicts between the organisation and Communication Workers Union. This is an advantage for both parties as there are different dispute resolution steps which help both parties to mitigate and solve their dispute and come to an agreement settling all the issues and because such agreements raise parties' well-being (Shavell. S, 1995), it can be recommended to follow this model alongside Thomas Kilmann’s model for best results.

[bookmark: _Int_ZI6zZ3Ub][bookmark: _Int_tqDcT7EH][bookmark: _Int_OeEfOq6J][bookmark: _Int_VvOS24eT][bookmark: _Int_fmShnGGN][bookmark: _heading=h.4i7ojhp]By analysing the learning outcome in respect of identifying the stakeholders in general terms of determining their contribution and importance can drive control over uncertainties. The situation can arise anytime without prior notice; however, the effective management of finding the proper way to analyse the situation and condition with their respective outcome can be controlled with the effective measures planning and following the proper method of conflict management concept. So, a conditional approach of a derived situation with the determination of required information can be driven by analysing the stakeholders with their importance, on which effective tools such as the Salience Model or Power-Interest Grid help to identify the importance of the stakeholders. The systematic approach of handling the uncertainties can be controlled by the specific measures of the proposed framework of Thomas Kilman’s conflict management process alongside the use of the ADR model, which allows simulation of conflicts with the various approaches of providing resolutions. 
Conclusion
[bookmark: _Int_JFG1w5Pk]In this report Organisational Power and Politics has been discussed and applied to the case study of the 114 Crown Post Office workers strike action that took place about their pay freeze. Stakeholders have been identified and their importance highlighted via the use of the Salience Model and Power-interest matrix. Limitations of both models have been addressed. 
[bookmark: _Int_J5KIWG9s]A discussion on Thomas Killman's Conflict resolution and Alternative Dispute Resolution has taken place and applied to the case study to show that the successful implementation of such models can reduce or end organisational conflicts involving multiple parties. 
[bookmark: _Int_KnX4BTbE]A recommendation for resolution has been provided using the above mentioned two conflict resolution models that can be implemented by the Post Office and Communication Workers Union for lessoning future conflicts and in sustaining a healthy relation between the involved parties and workers in the future.
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