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[bookmark: _Toc2124767596]Introduction
Conflicts are often simply unavoidable. Conflict means a clash of opposing interests, aspirations, or views, and it occurs when there is a dispute over goals, resources, ideas, ways of doing things, or simply different points of view. In such situations, it is useful to know how to manage conflicts when they arise.
The purpose of report is to expose and analyse organizational conflict and to emphasize the prerequisites for the occurrence and management of organizational conflicts in the context of the interaction between the employer and the workers. The aim of the study is to bring out the characteristic features of conflicts between employers and workers, to present a toolkit of strategies for their resolution and effective management. The goal thus set is achieved by analysing the relationship "management - conflicts", the features of the positive and negative effects of the occurrence of conflicts are examined in detail, and for this purpose the railway strikes in the United Kingdom are analysed. The first part of the report presents the definition of power and its different types - formal and informal, as well as culture and its two types, national and organizational. The second part of the report is based on the conflict and two theories are examined for the reflection of a selected work conflict, identifying the cause of the conflict. Two theories that explain the cause of the conflict are described. The last major part of the report is Ting-Toomey's (1999) reflection on problem solving, or more precisely how this model helps resolve conflict. The Thomas-Kilmann model of conflict resolution is also considered. At the end of the report there is also a recommendation for dealing with similar type of problems between the parties.





























[bookmark: _Toc96638938]What Power is
According to Weber (1922) power is the ability to impose one's own morals and desires on its possessor. It is the greatest weapon in social relations and can be exercised in different ways according to a given situation. Robins (1998) conclude that a person can have power over another person only when that person has a specific need/desire. Most often, power is involved when it comes to workplace situations, for example, managers of various organizations use power to enforce control over workers to meet work deadlines, time frames, etc. In general, about the imposition of control in the workplace. Ivančević et al. (2011) also defined power as a rational instrument for controlling action, often through a relationship between two or more people.

[bookmark: _Toc2088000476]Types of Power
Power in organizations varies in several basic types depending on the needs. According to French and Raven (1959), organizational power falls into two main categories: Formal and Informal power. Formal power is based on the person's given position in the organization, while informal power comes from the person's skills and needs in the company. Each of the two main categories has its own subcategories/points that represent a given power. Coercive power, Reward power and Legitimate power are the main points of formal power, while Referent power and Expert power fall under informal power. 
- Coercive power is the power that people have because of their higher position in the organization. This form of power involves sanctioning, threatening, or even punishing to force someone to perform an action. The consequences of implementing this kind of power on the other side can create fear, stress, insecurity, self-doubt, etc. (Podsakoff and Schrieshiem, 1985; Burke and Wilcox, 2001). Sulistiyani (2008) claims that the use of coercive power in organizations sometimes leads to manipulative obedience, but also resistance and avoidance and must be very skilful in the use of this type of power in any organization. 
-Reward power is also often integrated in organisations. According to Nelson and Quick (2012) reward is always of positive benefit, but may not be material such as a salary, bonus or promotion and is given to motivate, clear negativity, namely praise for a job well done can serve as an example or opportunity for greater realization. Furthermore, they believe that giving rewards is effective only when the leader has established a progressive reward system, and everybody value that system. 
-Legitimate power is the ability of one person to exercise power over another because of the higher position he occupies in the company. It is a common practice in most organizations to entitle selected individuals to a high position and therefore the opportunity to exercise this type of power. An example of this authority might be a request to a lower-level employee for additional work on a project or something else related to the work process. Thus, this person legally exercises this power in the company. (DuBrin, 2009).



- Expert power refers to people in the organization who influence others because of skills or recognized abilities in the organization. An example of such people and professions in general are doctors, teachers, specialists in the computer field, car mechanics, etc. No matter what level an expert is in the hierarchy of an organization, expert power is becoming more and more important nowadays because of the development of the world. (Luthans, 2011).
- Referent power is that which allows an individual to have authority over the behaviour of others, due to the charisma, admiration and respect that the surrounding people have for the individual. This power develops from the admiration and desire of others to be like that person. This is why, for example, athletes are so well paid, and marketing studies show that stars like Michael Jordan and Cristiano Ronaldo have this enormous power and easily influence the choice of sports consumables. (Craig & Douglas, 2006). 

























[bookmark: _Toc1250734686]What Culture is/Types of Culture
What Culture is:
- Culture was originally associated with the concept of "civilization outside the court". In the late 1930s, Margaret Mead believed that culture meant the overall behaviour of a race that developed over time and was passed down from generation to generation. (Birukou at al., 2013) 

[bookmark: _Toc1179104353]National Culture:
Hofstede (1938) argued that overall organizational management depends on culture. According to him, there are also examples of successful multinational companies that embrace local cultural principles and that this is the key to the best results.
[bookmark: _Toc1451920131]Organisational Culture:
[bookmark: _Int_RgpstHGb]- The concept of organizational culture is based on what the participants in the organization believe, what value system they have, perceptions in a broad aspect, as well as social norms such as standard and behaviour (Ott, 1989; Schein, 2004; Luecke, 2003). This culture cannot exist on its own without the people in the organization creating it; It is people and their relationships that are the essence of organizational culture (Haasen and Shea, 2003). 
-Flat Structures:  According to Ezigbo (2012) a flat structure has few levels and a large distance in the management of each level. Typically, an organization can keep its structure flat and decentralized to the authority of upper-level managers and non-managerial employees if managers are minimized.
-Tall Structures:  Tall structures have many hierarchical levels. There is a great distance between the top managers and those at the lower levels. There is usually a lot of choice in career development. The larger an organization is, the larger the organizational structure it will have (Ezigbo, 2012). 
According to Trompenaars and Hampden-Turner (1997), cultures differ in how they use their power. This is often expressed in two categories, namely Ascription-orientation and Achievement-orientation. Ascription-orientation expresses power in what a person is, what is his age, what connections he has, education, etc., while in Achievement-orientation power is given in relation to what a person has achieved in the organization and what skills he has, how he can help in different situations.  Hofstede (2010) describes that many Asian and South American cultures have large power distance and that can be seen as large salaries differentials, more privileges and status symbols for bosses and etc, while the smaller power distance cultures mainly in UK, US, Europe are the opposite, and they have narrowly salary differentials and status symbols and privileges are not that approved.




[bookmark: _Toc1992540319]Conflict 

Robbins (1978) defines conflict as the different positions that two or more parties can have and take. Hoban (2005), on the other hand, defines conflict as a disagreement between individuals or individuals who have different views on given topics, as well as different beliefs, value systems, etc. It may also have origins in past events and situations. 
Strikes are a type of protest arising from conflict between workers, unions and employers. usually, they aim to achieve better working conditions, higher wages and pensions. Rail strikes in the UK date back to the time of Margaret Thatcher in the 1980s. The UK is in the grip of its worst period of labour unrest as rising inflation follows more than 10 years of stagnant wage growth, leaving many workers unable to make ends meet. Recent waves of discontent have caused significant disruption to transport and the economy. The railway companies are appealing against strikes because they are expensive and unnecessary, but for the workers it is necessary. The striking people are demanding an increase in public sector wages, but the government insists that this will interfere with measures to control inflation and that it cannot afford to give public sector workers a rise in line with inflation, meaning no the end of this discontent is in sight. A wave of rail strikes began in April 2021. In August of that year, more than 24 days of strikes cost the economy over £300 million and affected major cities such as London, Liverpool and Manchester. This is causing confusion and inconvenience to millions of commuters and blocking rail services. Representatives of the National Union of Rail, Maritime and Public Transport (RMT) workers are participating in the labor protest. The RMT is the largest trade union representing the interests of transport workers. Strikes in December 2022 cost the industry £480 million in unsold tickets. RMT is currently in active negotiations. The strike, which affects 14 railway companies, is organized around demands for higher pay and better working conditions. The strike blocked almost half of the railway network. Unions play a major role in the conflict. They argue that because of the intransigence of the railroad companies and the government, they are forced to take strike action to protect workers' rights, and the railroad companies claim that the unions use the strikes to extract political dividends to advance their agendas. A study by McKillop et al. (2019), which examined the impact of rail strikes on the UK economy and found that they lead to significant economic losses, both in the transport and tourism sectors. The study also found that strikes have an adverse impact and stress on the mental health of workers and commuters. The conflict surrounding the railway strikes has been of interest to academic studies where the issue has been examined from different perspectives.
Another study by Coates et al. (2020) examines the role of trade unions. They play a major role in protecting workers' rights and negotiating better working conditions, as well as preventing the devaluation of wages and benefits because they put relentless pressure on railway companies. In conclusion, we can say that the conflict surrounding the UK rail strikes is a dynamic and complex process of ongoing disagreements over wages, working conditions and pensions. The introduction of trains driven by DOO drivers left the conflict unresolved. The role of trade unions in the conflict is crucial in protecting workers' rights and negotiating better terms. However, the adverse impact on the economy resulting from the strikes resulted in significant losses in the transport and tourism sectors. The resolution of the conflict is necessary, but whether it will happen soon, there is no way to know if compromises are not made on both sides.














[bookmark: _Toc1722004642]Implementation of Scientific Theory on the Conflict 
Conflict, simply put, is a clash of interests, actions and understandings.
What is the recipe for dealing with conflict? There are many theories, scientific and not so scientific. The theory that can be applied to conflict management in this situation is the interest-based relational approach. In this approach, the focus is on understanding the main interests and needs of the opposing parties to achieve a mutually beneficial solution to the conflict. This approach emphasizes communication, negotiation, and compromise in order to preserve the relationship between the parties during a conflict (Lewicki et al., 2016).
Applying the interest-based relational approach to this conflict is a major advantage because it provides an opportunity for communication and cooperation between the unions and the railway management, based on a mutual understanding of the main problems from the perspectives of all parties in search of a solution acceptable and for both sides. Research by Miller (1985) explains that "interest-based approaches tend to produce more and better-quality agreements, resulting in long-term working relationships." When a common language is found in conflict, a mutually acceptable solution is found. In the relational interest-based approach, a very big advantage is that it allows for an agreed solution to be found instead of seeking legal action, thus avoiding lengthy and expensive legal battles without wasting financial resources on both sides' countries. A study by Little (1979) found that labor-management relations improved when labor disputes were resolved through legal channels.
  According to Lewicki et al. (2016), “an interest-based relational approach requires open communication and understanding to be successful. As a disadvantage, we can point out that time and financial resources are required for the two sides of the conflict to come together and negotiate until they agree on a solution. In the context of railway strikes, the need for a timely solution is particularly important, as well as not wasting valuable time, because a stoppage may be necessary at any moment when the opposing parties do not agree on terms, thus prolonging the conflict. There are also limitations to this approach, however, when it is applied to the resolution of industrial disputes. Communication and the desire to understand are fundamental to the relational approach. Another limitation of the approach is that it depends on effective communication and information sharing. In situations of poor communication, the parties may have less successful negotiation attempts and resolution options because the parties to the conflict usually have opposing values and views, which may lead to sharp conflicts in the interests they adhere to. Such situations usually require different methods of solving problems, without the need for open communication and mutual understanding.
 In conclusion, we can summarize that there are a number of advantages in applying the interest-based relational approach to rail conflict management in the UK. It helps with better communication and reaching reasonable solutions between the two conflicting parties, avoiding lengthy court processes and leading to better relationships going forward. However, this approach has several weaknesses in terms of the time and resources required to implement and the possibility of renewed conflicts if an understanding is not reached on all issues. If rail management and unions determine what the most important priorities and most critical core interests are, they could reach compromises on the most important issues. Consultations on both sides are also extremely useful in finding solutions, especially when the conflict has already escalated to a strike. Moreover, the efforts made, and shared interests are very important for building long-term relationships of trust in the resolution of this type of conflict.


[bookmark: _Toc901823916]Human Relations Theory 
As we know, the human element is very important for an organization. The people working for a given company are different and, accordingly, have different needs. Creating a unified approach to employee needs and satisfaction is critical to the productivity and growth of any organization. Human relations theory is a management approach that aims to explain the social and psychological aspects of work relationships, the importance of employee motivation, satisfaction and well-being. Individuals have unique wants, needs, goals and motivations. Positive motivation requires treating workers as individuals. Human needs cannot be simple. A worker's personal or family problems can adversely affect workplace productivity. The exchange of information is important, and effective information is a crucial factor. In this theory, communication, employee participation and support of the management team play a crucial role in the effectiveness of the organization.
 
  In resolving disputes and conflicts in UK rail strikes, the application of human relations theory can be essential and provide a model for conflict resolution between railway management and the trade unions that represent workers. Applying the four elements of human relations theory can shorten the path to a mutually beneficial solution to the UK rail strikes.
 
[bookmark: _Toc1556531668]Application of Human Relations Theory:
 
Communication:
-In resolving conflicts between railroad management and unions, effective communication is paramount. Human relations theory emphasizes that for communication to be effective, it must be open, accurate, and respectful. It is especially important that the management of the railways actively engages with the problem of workers and unions, to understand their fears, to discuss the possibilities and to find mutually acceptable solutions.
Employee Participation:
-Building mutual long-term relationships is especially beneficial when making decisions that directly affect working conditions. When employees are involved in this process, it helps improve job satisfaction, increases motivation and reduces the likelihood of creating conflicts that escalate into strikes. If management sought the views of workers and unions in making decisions related to wages, working hours, improving safety conditions and benefits, it could achieve positive results not only in reducing the likelihood of rail strikes, but it could create prerequisites for loyalty and good working relations in the future.
 
Management support:
-Management support is critical to employee motivation and increasing job satisfaction. Railway management has a moral duty to support workers by providing training and development opportunities, motivating good performance and ensuring worker safety as a top priority. If a mechanism is created to allow workers to express their opinions, suggestions and grievances, conflicts will be prevented from escalating to the level of a strike.
 
Positive work environment:
-Human relations theory emphasizes the importance of a positive work environment in ensuring employee satisfaction and well-being. A healthy, safe and harmonious workplace atmosphere prevents negativity and increases work motivation, creating long-term loyal employees. A positive work environment helps employees be more productive, which inevitably leads to more revenue. Railroad management can create and ensure a positive work environment through additional employee health programs, additional training and growth initiatives, and improved safety protocols.
Rail companies in the UK can benefit from the example of the French railway company Societe Nationale des Chemins de Fer Francais (SNCF), which has successfully applied human relations theory by increasing autonomy in train planning and improving communication and management policies of human resources. This led to positive results in the resolution of conflicts developing into strikes in the railway industries.























[bookmark: _Toc1955618139]Ting-Toomey (1999) Model on Train Strikes in UK 
[bookmark: _Toc579747225]Team Involvement approach
 
The team involvement approach is based on cooperative communication, where both parties work together to find common ground and resolve the conflict. The Ting-Toomey (1999) model suggests that this approach can be implemented through two subtypes: “direct face negotiation” and “indirect mediation”. In a direct face negotiation, the two parties work together to resolve the conflict by discussing the issues and coming up with a mutually beneficial solution. In an indirect mediation, a third party can be used to mediate the conflict and help the two parties find common ground.
 Advantages of the approach:
 -One of the advantages of using the team involvement approach is that it encourages cooperation between the two conflicting parties. The approach emphasizes that both parties need each other to resolve the conflict, and it is in their best interest to work together. The conflict in the UK Rail Strike has been ongoing for almost two years, and it has had a significant impact on the rail industry and passengers. If the two parties can cooperate and find common ground, it will help to reduce the impact of the strike and ensure that passengers are not inconvenienced. Another advantage of implementing the team involvement approach is that it encourages an open and honest dialogue between the two parties. Both parties have their concerns and demands, and they need to communicate these effectively to find a way forward. For example, the RMT union may want better working conditions or pay increases, while the SWR management may have concerns about profitability and the demands of other stakeholders. By having an open dialogue, the two parties can understand each other’s perspective and find common ground.
 Disadvantages of the approach: 
-One disadvantage of using the team involvement approach is that it can be time-consuming. The two parties may have different demands, and they may need to negotiate for a long time before finding a mutually beneficial solution. This can be frustrating for both parties and may prolong the conflict. Another disadvantage of implementing the team involvement approach is that it may not be effective in cases where one party is unwilling to cooperate. For example, if the SWR management is not willing to negotiate or make any concessions, then the team involvement approach may not be effective in resolving the conflict.
 
How the team involvement approach can be implemented in the UK Rail Strike Conflict:
 -In the UK Rail Strike Conflict, the team involvement approach can be implemented through direct face-to-face negotiations. The RMT union and SWR management can meet and discuss the issues and demands. During the negotiations, both parties need to be clear about their demands and concerns. They should also be willing to listen to each other’s perspective and look for a solution that benefits all parties involved. To increase the chances of success, a neutral third party may be brought in to mediate the negotiations, especially if both parties have reached an impasse.

[bookmark: _Toc1562034392]Third Party Involvement approach
Ting-Toomey (1999) offers another approach called "third party involvement" to the given conflict. This segment of the material will discuss the pros and cons of the UK rail strike resolution approach. Advantages: The first advantage of the approach is that by imposing a third, it brings a third perspective to the conflict. More precisely, this means that third parties do not always have an emotional connection to your or the page and look objectively at the given situation because they have no bias. This in itself may lead to proposals of solutions which would be acceptable to each of the parties. This third party can act as a mediator between employee and employer and help reach a consensus that works for both parties. This approach is also used in order to stop the tension so that it does not escalate, which could lead to very high levels of anxiety and a potential strike that is many times bigger and more severe. Another advantage of the approach is that this third party can be a narrow specialist in solving such a problem between the parties. She can bring a lot of experience and competence in areas that could speed up the process of resolving the conflict as a whole. Another plus of involving the third party is that it helps ensure that both sides are heard, and their opinions are heard and considered, which can melt the ice and restore respect from one side to the other. Disadvantages: The main disadvantage of involving a third party is purely financial. One of the main reasons for not fulfilling the wishes of the workers is the stretched budget, and with third-party hiring, this would be even more difficult and problematic. Because the entire hiring of this third party would cause discomfort to both parties because there are likely costs to be inflated during the lengthy negotiations. Another potential negative of hiring a third party is that both parties may experience the uncertainty of making independent decisions, which would lead to even longer negotiations with the risk of worsening the overall situation in the conflict. Another negative can be considered the objectivity of the third party. Either party may consider that the third party may be biased against the other party, which can lead to feelings of injustice and even greater levels of negativity and conflict. Conclusion: This approach is considered to be a good strategy when trying to resolve the conflict in the UK rail strikes. Its advantages are that it brings a neutral point of view and also expertise in solving similar types of conflicts and problems in the organization. The disadvantages are that there are financial implications and hesitancy in countries regarding neutrality. However, in addition, it can be said that despite the disadvantages, the advantages and benefits of this approach are potentially reliable and can lead to success in the ultimate goal, namely agreement between the leading 2 parties and extinguishment of the conflict.

[bookmark: _Toc1780172988]Confront Directly Approach
This approach can be used to manage strike conflicts in the UK railways, as trade unionists confront stakeholders directly on important issues such as working conditions and pay.
 
Advantages of the approach:
-This approach encourages direct communication between the two parties to help identify the root of the problem. (Friedman, 2018). In precisely these strikes, this approach would help parties communicate effectively with staff, listen to their signals and implement problem-solving strategies.
-The approach can also prevent future conflicts due to the fact that with it both parties share their opinions and thoughts openly and thus jointly seek solutions that are beneficial to both parties.
 
Disadvantages
- Despite the benefits, the above approach has its drawbacks. One of the disadvantages is that excessive confrontation can backfire and cause the parties to abandon negotiations (Genzer, 2021). It is also possible to get an unwanted escalation and the risk of the conflict growing to much larger proportions, from which those who need public rail transport the most would suffer the most.

This approach is a good strategy and can be effective in managing rail strike conflicts in the UK. The approach encourages direct and open communication, and direct confrontation can help resolve conflict. However, for it to be maximally effective, several important points must be considered, such as that both parties are ready to work together in a team to clarify the main problematic points of the conflict. Also, future strikes can be prevented by using the correct approach.



















[bookmark: _Toc2059589625]Thomas-Kilmann Conflict Resolution Concept
Based on Thomas and Killman (1974) The Thomas-Kilman model is based on five conflict coping strategies, each characterized by a different level of cooperativeness and assertiveness. These five strategies are competition, cooperation, compromise, avoidance, and accommodation. The most important thing for solving this type of conflict is choosing the appropriate strategy that is most suitable in the given situation.
 In the case of the railway strikes in the UK, the best strategy to resolve the conflict would be cooperation. Cooperation is the most appropriate strategy because it involves a high level of cooperation and is based on the principle that both parties to the conflict can jointly benefit from finding the best solution to eliminate the root of the problem. This strategy not only helps to eliminate the conflict but would also greatly improve the relationship between the two countries going forward and prevent future conflicts of the same type. 
Participants on both sides of the conflict must work together as a team to implement the strategy of cooperation by identifying the main problems that led to the strikes. They must be willing to work together as a team and operate together on a daily basis by listening to each other, sharing different types of information or seeing the other side's point of view. The key to cooperation is to work on finding a solution to the problem, rather than focusing on one-sided winning of the conflict.
 Also, the model believes that the key to cooperation is active communication. The leading parties should do everything in their power with a completely correct mind to find a way to deal with the conflict by being honest with their needs and interests, and to explore and look at alternatives that work for them. Compromises and concessions are also important in reaching a common consensus.
The Thomas-Kilmann model of conflict resolution is conducive to gaining a useful framework on the resolution of conflict that has arisen between parties. Through focus and effective communication, both parties can, through mutual assistance, find a common path to resolve the problem and be satisfied. The strategy not only helps to resolve the conflict, but also helps to prevent recurrence of future conflicts of the same type.



[bookmark: _Toc1109364782]Recommendations
 
 
As a recommendation, it can be given that companies pay more attention to their staff, because long-term loyalty is achieved with well-motivated staff. This is a good foundation for breeding future success. Also, by paying enough attention to the needs and listening to the opinions of their employees, companies will be able to avoid such situations as strikes. Effective communication and cohesion are the most important components for avoiding conflicts and the biggest weapon for building a network and a cohesive team that, motivated, can give their all and positive results will not be late.



 









[bookmark: _Toc302452588]Conclusion 
Although dispute resolution is never pleasant, it is necessary. Ignoring the conflict leads to its escalation and the accumulation of other problems. Organizational conflict occurs when two or more parties working together have disagreements over different interests or ideas. Having power in organisation is a good thing but everybody who is having any type of power such as formal or informal must be very careful how this power is being used. With the above arguments, methods and models of conflict management, it is proven that the application of scientific theory to a real conflict such as the UK railway strikes is an effective mechanism to reach a mutually beneficial solution.
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