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[bookmark: _Toc109249369]Introduction
Post Office Ltd. is a retailing post office corporation in the United Kingdom that offers a broad variety of goods to the general public via its countrywide chain of post office outlets. Some examples of services include postage stamps as well as banking services. The importance of this company cannot be denied. The problem in its services or stalemate in its working can affect the whole nation because its service network is spreadall across the country. The recent issue faced by its administration has the real concerning matter where its workers are protesting against the management of UK post office for the sake of their rights (House 2012). 
This report will deeply look into this matter and analyze the issue in terms of power and politics. It will critically evaluate the case with reference to the use of power and politics in post office organization. Afterwards, it will identify the stakeholders of this case study by using salience model and power interest matrix model. It will then analyze the issue by employing Thomas Kilman’s Conflict resolution model and will give resolution to the conflict between employees and employers of post office. Lastly, it will present the conclusion of whole discussion with some recommendations for the organization to deal with the problem. 
[bookmark: _Toc109249370]Critical Analysis
[bookmark: _Toc109249371]Power
Every organization has its own distinctive internal structure, which is determined by factors like power and politics. The characteristics of organizationalbehavior have the same amount of influence as these other factors do on the operation of an organization. Frequently, they might alter the way in which those elements grow and also impact those that are in the surroundings. Their influence, together with that of those who govern them, has the potential to significantly, more than any other factor, to reshape the whole dynamic of an organization(Garrett 2002).
Power dynamics and internal politics inside a company or organization are strikingly analogous to those seen in the nation's established political institutions.The many components of the system in which power is exercised each have their own distinct role in the transmission of authority. It is not typical for several power sources to contend with one another for dominance, which is not always a negative thing till someone chooses to engage in dirty fighting (Algert and Stanley 2007). The internal politics of an organization may also be polarized because everybody will most probably belong to one side of a conflict above another no matter how unbiased they seek to stay. This is true despite the fact that everybody will most certainly connect to the opposite side of an issue. To summarize, the organizational power and politics of a company may be an intriguing and one-of-a-kind phenomenon that has the potential to have a significant effect on the conduct of organizational members (Davis 2015).
Power battles, despite how common they are, are not an efficient method to get things done in an atmosphere where people are expected to work together. They have the potential to make the environment of the workplace more poisonous and unpleasant, even for those who are not directly engaged in the conflict. It is a waste of time that might have been better spent working towards productivity, and it often results in the situation being worse than it needs to be. 3 It is very uncommon for power struggles to spiral out of control, at which point office politics are dragged into the fray and individuals are compelled to pick a side. Even if you are effective in deterring becoming involved in the issue and avoiding taking sides in it, you may still find yourself being confronted with it even after you have successfully avoided getting involved (Keller 2009).
[bookmark: _Toc109249372]Politics
As previously said, business has a political dimension. Like the political science seen in government, it operates in the same way. Everyone is required to follow the company's ideology and ethical standards, as well as the guidance of the firm's leader(s). To understand how power is distributed within an organization, one must look at both the organizational structure as well as the management style. Organizational or corporate politics is predicated on the notion that individuals in the organization have their own agendas, determined by their conduct and perspectives that exceeds the agenda of the company as a whole (Kamil Kozan, Ergin et al. 2014). 
When an employee starts to behave only in his or her own self-interest, politics tends to emerge in the workplace. People with divergent goals are more likely to be at odds than those with a shared objective to be the ones engaged in a power struggle. Business politics, according to most experts and leaders, are more detrimental than beneficial; they're naturally self-serving (Paul 1995).
[bookmark: _Toc109249373]Manifestation of Power and Politics in Post Office Scandal
As of the post office scandal, postal employees at 114 of the Postal Service's direct-owned locations are on a one-daywalkout over unpaid wages. For the next 24 hours, all 114 Royal Post Offices in the UK have decided to stay closed, and no cash will be delivered or collected from the country's 11,500 sub-post offices. The Communication Workers Union (CWU) members are furious because of their frozen accounts and only 2% salary increase in coming year. However, the bulk of the Post Offices i.e.,11,000 locations are not expected to be affected by the protest and will remain open as normal.
The owners of post office are showing power play in this case as they are not agreeing to increase the pay by more than 2% and also, they have frozen the pay of workers. The CWU made the assertion that it is there is no problem with the price at this point. This is a show of power by management, who are unnecessarily alienating its main professional staff in order to forward their own agenda.This is what caused the workers of post office to call upon the strike against their employer. The workers of 114 main post offices have agreed to become the part of protest for the sake of their rights. Nevertheless, the management of post office is manifesting their power of being employers and playing politics against their employees. As stated above the use of power and politics in any organization does cause damage to the business or organization in oneway or another. Even though it does not cause the organization to move or change it stance, it still can tarnish the image of business. Same is the case in this post office case study. As the workers have called the protest against Post offices and all the main branches of post office will remain closed on the day of protest, still other 11,000 branches will remain open on the same day despite the call of strike by Communication Workers Union (CWU). 
The protest by employees of Post office may not cause damage to the daily work of post office administration because still its 11,000 branches will still remain open and continue to work religiously. But this strike will surely be detrimental to the morals of organization. Every organization has its own morals and ethics and so has he the UK post office.The attractiveness of an ethical business to potential workers also boosts the talented workforce available for recruiting. Employees that work for a morally sound company will be more productive because they will take pleasure in their job.
But the morals of organization in this case will get harmed as the employees here are not taking any pride in their work. They are instead on the protest call for their rights which they think are not being fulfilled by their employer in terms of freezing their pays and granting only 2% pay increase in the following year. 
[bookmark: _Toc109249374]Stakeholder Analysis
When it concerns any effort within an organization, the individuals and groups within the organization who are going to be involved in or affected by the outcomes are referred to as the stakeholders. A stakeholder analysis is a process that involves determining these people who are likely to be affected by the process, categorize them as per their levels of involvement, interest, and influence in the case, identifying the best way to involve and connect with each of these stakeholders all the conflict or project (Ibrahim 2019). Therefore, in order tobetter understand the position of each stakeholder in post office case, it is, therefore, mandatory to have a stakeholder analysis done on it (Alonso 2018). For this purpose, salience model and the power interest matrix model will be applied. With the help pf these models we will identify the stakeholders of this case and present the solution to this conflict. 
[bookmark: _Toc109249375]Salience Model
With the salience model, stakeholders could be classified, and it can be determined which ones are important.The importance of a stakeholder is determined by the organization's evaluation of their influence (power), legitimacy, and urgency.
In this case study we will identify different stakeholderson the basis of their power, urgency and legitimacy by using Salience model. This section shows which stakeholder in this case study falls in which category of salience model.
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Figure 1: The stakeholder Salience model (Humphreys and Garry 2000)
· Dormant: The government/office management has considerable impact on the case due to its authority and legitimacy. They are placed in this position because they have the real power in their hands to give ultimate decision for the dispute. 
· Discretionary: CWU is the discretionary body in this case. They have legitimacy to call protest and raise voice for the rights of employees working in post office of United Kingdom as they are representative of workers in this industry. Though they have legitimate right to protest but they do not have ay power and urgency in this case because of their indirect linkage with the case.
· Demanding: Workers are the demanding body of this case. They have the right to demand for their rights. Though they have low power in hand to fight for their rights, yet they can ask for the powerful body i.e., the administration of post office to fulfill their rights in terms of pay increase and unfrozen pay accounts. 
· Dominant and Core: Post office management falls in these two categories as well because they have the high power with high legitimacy to take action and resolve the issue (Raha, Hajdini et al. 2021).
· Dangerous: Protesters/Workers falls in this category as they have high power and high urgency i.e., the right to take action for their legitimate rights. 
· Dependent: Communication Workers Union (CWU) is the dependent body in this model as they are legitimate for the calling the protest to the rights of workers who they represent but they have low power to as compared to the management of post office who holds the ultimate authority (Yacobucci and Jonsson 2019). 
[bookmark: _Toc109249376]Power Interest Matrix Model
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Figure 2: The Power Matrix model (Abdollahi 2018)
· High power – High interest:  According to this model, post office management has the high power with high interest in this case study. Because they are the ones who make the final decisions who determine success of a case. To maintain their expectations in check, maintaining regular contact with these key stakeholders is must (Nnaemeka 2019). 
· High power – Low Interest: These stakeholders need to be kept in the loop with what is happening on the project. Even though they may not be interested in the outcome, they yield power. These types of stakeholders should be dealt with cautiously because they could use their power in a negative way if they become unsatisfied. Thus, according to this model, UK Government falls in this stakeholder category because if this organization is owned by government and if unsatisfied with any of the action or decision, they can use their power to take any action whether in favor of protesters or against them (Slabá 2016). 
· Low power – High interest: CWU/employees are the stakeholders with low power having high interests as they want the protection of the rights of workers for which they have called protest.
· Low power – low interest:General Public can fall this category of stakeholder as they have no power neither any interest associated with this case (Moberg 1998). 
[bookmark: _Toc109249377]Interrelation of different aspects of models with each other
A stakeholder's power is measured by how much influence or authority they have on the project/case or its goals. Whereas the project's legitimacy is determined by the level of interest a stakeholder has in it. At the same time, stakeholder needs are urgent if they need quick response. Time-sensitivity and criticality both have a role in determining the level of urgency (Olander and Landin 2005).
All these aspects of salience model are interrelated with each other.  Those who fulfill all the criteria of these aspects have the ultimate power in the case. Such is the case in the post office scandal of United Kingdom. The upper administration/management has the ultimate power who can give any decision at any time. On the contrary, if any of the stakeholder lacks to fulfill the criteria of any of the aspects of salience model they will lose the in one way or another to win the fight or have a successful protest. Communication Workers Union and employees of post office lacks in one aspect or another in this case study.  They can be discretionary or demanding on one hand but on the other hand they do have the power to move the management of post office for the protection of their right, they may lose the fight. Moreover, they may be dangerous for the organization because of their power as employees of organization and can have urgency to call the strike for their rights (Smith 2019). But the core aspect of the model justifies the management of post office as the ultimate power holder. This is how all these aspects of salience model are interrelated and interconnected with each other. 
The gird shows stakeholders on a two-by-two matrix showing the strategies to be employed to engage and manage them. Power/interest grid model shows the grouping of the stakeholders based on their level of authority i.e., power and their level or concern i.e., interest regarding the case outcomes. Identifying and classifying the stakeholders is pivotal as it helps to develop appropriate strategies to effectively engage and manage all the stakeholders involved in this case. This also provides a clear-cut strategy and action-oriented and workable plan to interact with the all the stakeholders in an effective manner to minimize the resistance and maximize the support (Reuver 2006). 
As per our case study, the stakeholders have been identified according to the power interest matrix. In this model, power and interest of stakeholders are identified as per their role in the organization. In this way power and interest of stakeholders are interrelated with each other. As explained above the stakeholder lies in the matrix of high power and high interest is the the strongest one in case. As of the case of post office the management of post office has been identified the stakeholder with high power having high interest. Similarly, government has been placed in the matrix with high power and low interest. And likewise, the protesters have been identified as stakeholder with low power and high interest because their interest is very great as they are fighting for their rights but they have low power as per the grid. This all shows that all the aspects of this model are interrelated with each other in one way or another. 
Therefore, Stakeholders who have a larger authority or influence than others and who have a significant interest in the project need to be handled. It is important to keep stakeholders that have a substantial amount of influence but a relatively low interest in the case updated about its progress. Those stakeholders who have little power, but a significant amount of interest should be closely watched, while those stakeholders who have little power, but a significant amount of interest should have their needs met (Maureen, Maore et al. 2021).
[bookmark: _Toc109249378]Limitations of Models
1. Limitations of the Salience Model
Stakeholder theory has its detractors who argue that the group's interests are simply too broad to be effectively managed. As the old quotes goes, you can't satisfy everyone, and the concerns of some stakeholders will always take precedence over those of others. The salience model has the following limitations:
· In comparison to other models, this one calls for a greater investment of both time and effort.
· Because this is a subjective process, the effectiveness of it might be impacted by the presence of biased opinions.
· Monitoring three characteristics in a constant manner requires time and resources.
· Attributes are presumed to be either present or absent in this model, despite the fact that their status can shift between these two extremes (Pedrosa-Ortega, Hernández-Ortiz et al. 2019).
2. Limitations of the Power Interest Matrix Model
One of the limitations of stakeholder analysis done through power interest matrix model is that the assessment drawn because of it may be subjective. Moreover, the interests of all stakeholders cannot be addressed simultaneously in this model because of the difference in intensity of power holding by different stakeholders (Schoper 2018)
Furthermore, there are instances when the various parties involved are just concerned with their own interests. External stakeholders are typically made up of local organizations or cabinet officials, both of whom have the potential to act in a manner that is not in the best interest of a corporation if the company does not offer anything that assists the stakeholder with his consumers (Thomas and Kilmann 1978).
Also, the whole power congregation in one stakeholder as anticipated by power interest matrix model may be proved detrimental to the organization. As in this case stakeholders might operate for the sake of their own interest instead of the collective interest of organization. According to Forbes, this is one of the reasons why an internal stakeholder, including an unskilled entrepreneur, can vote against a proposal for expansion out of worry that they will lose money. Instead of concentrating on the requirements of the company, he is preoccupied with his own financial requirements. It may be to the detriment of the companies in question if the stakeholders prioritize their own needs over those of their companies (Brewer, Mitchell et al. 2002).
[bookmark: _Toc109249379]Thomas-Kilmann Conflict Model
Conflicts between employees and their fellow workers are common in the workplace. Personal differences between coworkers can sometimes lead to conflict that needs to be resolved. In addition, there is a possibility of task-related conflicts resulting from either the leadership or the policies of the firm. In any event, finding solutions to disagreements that arise in the workplace is an essential task. Conflicts in the workplace are not desired for several reasons, including the performance of the firm and the well-being of individuals. When it comes to resolving disagreements in the workplace, the Thomas Kilmann Conflict Model is always available (Slabbert 2019).
The Thomas-Kilmann Conflict Mode Instrument (TKI) evaluates a person's behavior in conflict situations, or those when two people's concerns seem to be at odds with one another. We can categorize a person's behavior in conflict situations along two fundamental characteristics*: (1) assertiveness, the degree to which an individual makes an effort to address himself or her own concerns, and (2) cooperativeness, the degree to which the person tries to allay the anxieties of the other (Rethinam, Yong et al. 2013). Five approaches to resolving conflict can be derived from these two behavioral characteristics. This diagram illustrates the five conflict-resolution methods:
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Figure 3: Approaches of Thomas-Kilmann Conflict Mode Instrument (TKI) (Giuseppe Labianca, Brass et al. 1998)
1. Competing 
It is a power-oriented mode that is forceful as well as non-cooperative. When individuals are in a state of competition, they pursue their own issues at the expense of the other person and use whatever power they see to be suitable to win their position. People that have a competitive approach typically take a hard stance and are clear about what it is that they seek. They typically conduct their business from a position of power, which can be derived from factors like position, rank, expertise, or the ability to persuade others. When used in circumstances that are not life-threatening, however, it has the potential to leave people feeling damaged, unfulfilled, and angry (Marigat 2017).
2. Collaborating 
It is forceful while at the same time being cooperative. When two people work together to solve a problem, each person tries to work with the other to find a solution that fully fulfils the concerns of both parties. It is possible for two people to collaborate by investigating a disagreement in order to gain knowledge from each other's perspectives, resolving some condition that would otherwise cause them to compete for resources, or confronting a problem in their interpersonal relationship and attempting to find a creative solution to the issue (Bordean, Rácz et al. 2020). People that lean more toward a collaborative style work hard to accommodate the requirements of everyone who is participating. These individuals can demonstrate a great level of assertiveness, yet in contrast to the rival, they work well with others and recognize the significance of each individual. This approach is beneficial when there have been previous disagreements within the group; when the topic at hand is too serious for a straightforward trade-off; and when you need to bring together a diversity of perspectives in order to find the best answer (Kakabadse 2005).
3. Compromising 
It is neither very aggressive nor overly cooperative. It strikes a balance between the two. When making a compromise, a person's goal is to find a solution that is expedient, mutually acceptable, and that at least partially satisfies both parties. Compromising is a halfway ground between the two extremes of competing and accommodating. In the same sense, it approaches a problem in a more direct manner than avoiding it, but it does not investigate it in as much depth as collaborating does. People that lean more toward a compromising manner look for answers that will, at the very least, somewhat sate the needs of all parties involved (Kaushal and Kwantes 2006). Everyone, even the person making the compromise, is expected to make a concession of some kind, and the compromiser is likewise expected to give up something. (Brewer, Mitchell et al. 2002).
4. Avoiding 
It is uncooperative and unassailable. When someone avoids, they don't quickly address their own or the other person's problems. The disagreement is not mentioned by him or her. Avoiding can take the form of politely avoiding a situation, delaying a situation until a better opportunity, or simply removing oneself from a dangerous circumstance. People who favor this approach try to completely avoid conflict. It may be suitable when defeat is inevitable, when the issue at hand is unimportant, or when another person is better equipped to find a solution. However, this is frequently a poor and ineffective course of action (Bornstein 2003).
5. Accommodating 
This is opposite to competition; it's passive and cooperative. There is a certain amount of self-sacrifice involved when someone is accommodating; they put other people's needs ahead of their own. It is possible to be accommodating by being benevolent or charitable, following someone else's instructions when you would prefer not to, or submitting to their point of view (Vehmaa 2018). This behavior demonstrates a readiness to put other people's needs ahead of one's own. The accommodating person frequently recognizes when to yield to pressure from others, yet they can be convinced to give up a stand even when it is not justified. Although they are quite cooperative, they lack assertiveness. When the other party's interests are more important than your own, when maintaining peace is more important than winning, or when you wish to be able to recoup this "favor" you performed, accommodation is suitable. However, it's possible that others won't return favors, and this strategy is unlikely to produce the best results overall (Algert and Stanley 2007).
[bookmark: _Toc109249380]Conflict resolution through Avoiding Approach
All organizations have a political atmosphere in addition to a professional climate. The organization believes that no action is necessary in any dispute, including this one. Avoidance, which teaches to remove from the issue and resolve it pleasantly or shrewdly, is occasionally the best course of action. Organizations use the avoidance strategy when a problem is minor or when more critical problems are at hand (Alimba 2018). The best method to deal with petty matters at hand, especially when there are strong emotions running between parties, is to calm them down and transition to vital business activities that demand everyone's attention rather than the trivial ones. Avoidance is an effective strategy in these cases. In the case study, the 114 branches will be closed and still other 11,000 branches will remain open on the same day. So they are switching their work to other branches. Avoidance has the potential benefit of being effective in situations when conflict is not likely to result in a resolution toward the objective, or where people view the level of conflict as being relatively minor. Avoidance is a strategy that can be utilized to accomplish short-term objectives. The drawback of avoidance is that it increases the likelihood that long-term objectives will not be achieved because disputes will not be addressed. When you avoid conflict, it may result in a buildup of tension, which might lead to an occurrence that is detrimental to achieving your goals, such as a heated debate (Cai and Fink 2010).
[bookmark: _Toc109249381]Dispute Resolution
Many people avoid conflict management, despite the fact that it is one of the most important abilities to have in today's workplace. Learning how to handle disagreements in a productive and healthy manner is vital in both personal and professional contexts, but this is especially true in the workplace (Brewer, Mitchell et al. 2002).
To sustain the good reputation of the post office and avoid using platform of the court, it is necessary for the post office to work on these major disputes resolution strategies which are as follows:
1. Do not Ignore the Conflict
If the administration of the post office would rather avoid dealing with disputes than address them, it may be tempting to bury one's head in the sand and act as if the problem does not exist in the hopes that it would go away on its own. While it is true that this does occur on occasion, the fact of the matter is that most of the time it will just make the problem even more severe. Conflicts based on neglecting the workers' salary raise have a propensity to fester over time and reemerge at inconvenient times (Davis 2015).
2. Clarify What the Issue Is
The post office administration should attempt to resolve the issue based on the facts after fully comprehending the causes of the conflict. Management needs to discuss the situation in detail with each party involved. How does each person view the circumstances? What requirements are unmet? What resolution does each party consider to be appropriate? Make sure both parties are aware that you are serving as a neutral mediator and that they can feel free to disclose sensitive information with you (Burton 1991).
3. Bring Involved Parties Together to Talk
Bring everyone together in a meeting after post office officials have had a chance to speak with each employee separately so that they can resolve their differences in a safe space. The objective is to reach a shared understanding of the problem, what role each person is playing in the conflict and what some potential solutions might be. This is a time for brainstorming, active listening, and being open to diverse ideas (Cheung and Chuah 1999).
4. Identify a Solution
We need to figure out what the best answer is and how to get there after both parties have had an opportunity to talk about the issue at hand. Both sides should be able to see the other's perspective at this point and the problem can be addressed through facilitated, open discussion. It's up to the post office to help them come up with a workable solution if the problem goes beyond that point. Both partners must put their differences aside and interests to discover common interests to work for in this period of the relationship (which may involve not getting everything they want out of the situation). Then, with the help of workers, devise a plan of action that will lead to the desired outcome (Maureen, Maore et al. 2021).
5. Continue to Monitor and Follow Up on the Conflict
It doesn't necessarily follow that a problem will simply disappear after a solution has been found and applied. It is the manager's duty to follow up with staff members to make sure the issue has been properly resolved and that the suggested course of action is being carried out. Simply keep in mind to pause and watch from time to time to see whether everything is truly going as planned or whether there are any remaining tensions that need to be addressed (Busch 2011). Ensure to be engaged in working with both stakeholders to reset priorities, explore alternate solutions, and continue their discourse to promote a good and healthy work atmosphere if it's obvious that the solution didn't work or wasn't the sensible conclusion for the scenario (Paul 1995).
6. Organizational culture and change
There are two types of organizational values: those that originate from the organization's leaders and those that are drawn from the organization's long-standing traditions. Uncertainty is a byproduct of organizational change. People in the organization are afraid of this uncertainty, which makes it hard to implement change. Adapting to a changing environment is difficult, and failure can manifest itself in a variety of ways. A lack of communication and misuse of employee trust can lead to a change agent's collapse. As a part of their culture, postal workers are expected to adhere to particular standards (Martin 2013). However, this case is a disgraceful illustration of our society's culture of disrespect. 114 Postal Office interactive establishments have postal workers on a one-day protest for unpaid salaries. All 114 Royal Post Offices in the UK have made the decision to remain shut for the upcoming 24 hours, and none of the 11,500 sub-post offices in the nation would distribute or accept payment. Representatives of the CWU are enraged that their accounts have been blocked and they will only be receiving a 2% pay raise in the upcoming year. However, it is not anticipated that the protest will have an impact on the majority of Post Offices, or 11,000 locations, and that they will continue to operate normally.
7. Perspective of conflict
The post office's proprietors are exercising their power in this situation by refusing to increase employee compensation by more than 2 percent and by freezing employee pay. It was claimed by the CWU that the pricing is now unproblematic. In order to forward their own agenda, management is making a show of authority by unnecessarily alienating the organization's key professional employees. This is what prompted the post office employees to organize a walkout against their boss.
[bookmark: _Toc109249382]Conclusion 
Because of the high commotions of feelings and emotions, it is best to avoid and discourage workplace conflicts that arise out of relationships as much as possible. This is because no matter what kind of justice one tries to announce, the parties who are treated unfairly feel as though they are on the losing side (Weber and Marley 2012).
In this situation, the proprietors of the post office are using their position of power to their advantage by refusing to agree to a salary raise of more than two percent and also by freezing the income of the workers. The CWU has made the argument that there is currently no issue with the price, which they believe to be true. The management is making a show of power here, and in the process, they are deliberately alienating the majority of the company's professional workforce in order to forward their own agenda. Because of this, the employees of the post office decided to go on strike against their boss. The employees of 114 major post offices have come to an agreement that they will participate in the demonstration in order to fight for their rights. Despite this, the management of the post office is using the power that comes with their position as employers to engage in political maneuvering against their workforce. As was just mentioned, the use of power and politics in any organization will, without a doubt, result in negative consequences for the company or organization in question.
[bookmark: _Toc109249383]Recommendations
When it comes to workplace conflict, it's a typical occurrence. When people's aims and needs diverge, it's not uncommon to witness a great deal of hostility between them. It is true, however, that if conflict is constructively directed, inevitable, and properly resolved in the workplace, it isn't necessarily a bad thing (Verdasca 2011).
It is feasible for the post office management to manage conflict by building an organizational culture that is aimed to minimize conflict to the greatest extent possible and by resolving conflicts that cannot be resolved by the employees themselves. Employers should keep the following in mind while dealing with conflict:
· Consistent and transparent procedures and communication are essential. Decisions should be transparently justified.
· Resolving conflict should be the responsibility of all employees, not just bosses.
· Do not disregard the potential for conflict, and do not put off taking measures to eliminate the risk of it.
· Make an effort to comprehend the underlying feelings of the disputing employees.
· It is important to keep in mind that the specifics of a conflict can influence the strategies that can be used to resolve it.
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