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1 Introduction
The purpose of this portfolio is to analyse a case study related to the post office. It concerns strike action being taken and the closure of post offices over a 24-hour period. A critical evaluation of the case study will follow. A discussion on the following with definitions of organisational power and organisational politics will be explained and how these are related to the case study. After the explanation two stakeholder analysis methods will be used to identify the stakeholders. By using these methods an explanation will be given into the relevance to the case study. Once the models have been explained models of conflict resolution theories will be discussed and one will be used to evaluate the different conflict resolution approaches available. They will be analysed and then the most relevant approach of conflict resolution will then be chosen to use in relation to the case study on the post office and the intended strike action. Involving the closure of 114 store mainly in city centres














2 Critical evaluations of the meaning of organisational power and politics and the relation to the case study 

2.1 What is power?

[bookmark: _Int_qd7wdSaz][bookmark: _Int_tVrqTwcn][bookmark: _Int_HMOtzGXL] Ina book Foucault (1984) it was suggested that if you imagine power like a kingdom on a pyramid or any other kind of structure you will have the leader/ the king ot the top of this structure. In the middle of this structure, you will place the aides or advisors to the king/ruler and at the bottom of this structure you will have the followers the ones that must obey the rules set from the top. He summarised that power manifests itself in a lot of our daily lives and relationships. He went as far to describe an academic transcript which is a record of a student's modules and how they have performed over the course of the undertaking of the modules is recorded. This can also be seen as a symbol of power as what the transcript record may affect the behaviour of the student over the duration of the modules   According to Buchanan and Badham, (2020) power is the ability to overcome resistance on the part of others, to exert your will to get results that are consistent with your own interests and objectives. The concept of power seems quite simple to understand. We can often recognise it when we see it and it is often easy to differentiate between those that possess power and those that do not. It is often seen as an individual acquirement gained through may factors. Power within the context of an organization can lead to progress in productivity or the change of culture within the organization. In an article Salancik (1977) it was argues that power that power can be used in a negative way within an organization. If the power is used in the wrong way. he suggested that having power is one of the last ways to applicate and implement changes within an organization. This however relies on historic power and ways to control employees through authority, centralised control, regulations legitimization and by using information systems that are a more modern addition to organizational power theories. The use of these methods of power cushions the company from the actualities of pressure from the environment that surround them.



[bookmark: _Int_NaQWUoNN] in an article Kelloway (2008) it was suggested that strike action is often viewed as a challenge for the support of the public. Members of the public are often asked not to go over the picket line. With the backing and support of the public this can in turn have an effect on the strikers influence and morale during the time of strike action. Despite public support being perceived as important


Members of the public and their reaction to strike action has previously ot been considered in research. However, in relation to the case study with the post office closures and the post office being a institution in the uk the way the public perceive the strike action should be taken into consideration and be considered when trying to implement a resolution are a challenge to the power within the organization
2.2 What are politics?
[bookmark: _Int_w8lvZfQM] Politics within the organization has long been s subject that has been analysed        and then deciphered. Burns (1961) suggested that it could be seen as political behaviour if an individual’s actions meant that others were made of use of to achieve the objective of strength in situations of competition. According to Vredenburgh & Shea van- Fassen (2010) research has found that the conditions within an organization will create an atmosphere in which employees will participate in political conduct as power is often associated with politics with the ability to make the rules. Porter et al (19810 authored a paper on politics within organizations and noted that there was a lack of research into this subject, the research that was available were from a macro (subunit) against a micro (individual perspective) in the way the articles were presented. More recently in 1991 Kacmar and ferries devised a measured theory perceptions of organization (POPS) their study involved two parts.






 The first part was an employed factor analysis, and the second part was a theory test where 40 items were reduced to 12. After the results were final, they were compartmentalised into three types. The first type being going along to get along these types of employees believed that only those that work hard within the organization get rewarded, the second type of employee were general political where the belief that there is an influential group within the organization that hold all the power and are untouchable that hold all the power. The third type were pay and promo where an individual may have been awarded promotion or even a pay rise that did not match with company policies. It has been perceived that politics have been used purely for the progression of one’s career. in relation to the case study the 114 store closures will not affect the post office the strike action is a political act however this will be looked at in depth over the course of the report 
 
3 stakeholder analysis theories 

There are many different and varied theories in the case of stakeholder analysis. And the case study on the post office strike is where these considerations should be considered when deciding on ways in which to resolve the issues. According to Freeman (1984) There is neo-classical this theory assumes that maximization of company profits for shareholders this theory is the best initiative to get the goal of profits for the organization. Its beliefs are that they are only accountable to the shareholders and themselves as individuals. The only social responsibility this theory has is use the tools it has to involve the organization in ways that are planned to increase the organizations profits this however can only happen within the parameters of the rules and regulations. In free and open competition but without the use of fraud or deception







Another theory is the socio-economic theory this theory assumes that consideration into groups or individual that may be harmed as part of the organization's activities, and it also implies that the organization is to treat these groups equal to the shareholders. And with this in mind its accountability should be extended to these external groups making things better for the welfare of the community. This theory believes the organization should create values for differing stakeholders 

  3.1 stakeholder salience 
The theory of stakeholder salience Mitchell et al (1997) suggests that                         three things
One, the power that stakeholders have, the influence they have with the organization Two the legitimacy of the relationship between the stakeholder and the organization
Thirdly the urgency to which the stakeholder has within the organization its claim
As discussed, power means how much the stakeholder has and how the level of power can affect the organization is the power they possess physical as in relation to the post office closure case study, is the power they possess material as in ways they can use that power to prevent the company running its day to day business could the power the stakeholder have be financial as this could also affect the way and the continuing way the organization runs.
[bookmark: _Int_0wtuBo90]Legitimacy does the organization behave in a manner that is ethical and appropriate with how society views and individuals does the legitimacy of the organization go against their core beliefs and values. This is an important consideration to consider.
Urgency to what level of urgency is the need for the stakeholder to be pacified to what extreme or degree is the proposition. The urgency is not only dependent on the length of time but also how important the relationship is between the stakeholder and the organization.







[bookmark: _Int_oGiRcD4i]3.2 Salience stakeholder chart















3.3 The different salience stakeholders and their level of importance 

3.3 A. Discretionary stakeholders 
This type of stakeholder does not have a high level of urgency and vey lower power within the organization. And these stakeholders are not a big threat to the organization these stakeholders could be charities that the organization in the case study the post office supports

3.3 B Dormant stakeholders
These stakeholders have high power but very low need in the way of urgency and the legitimacy is also low 

3.3 C. Demanding stakeholders
These stakeholders have low power and legitimacy but tend to be loud and open in their behaviours. They want their problem's dealt with instantly they can make claims that are unjustified 

3.3 D Dominant stakeholders 

Theses stakeholders have power and legitimacy in however this may be in a formal way. These stakeholders have demands that must be met. These stakeholders could be the chairperson of the organization or members of the directorship.

3.3 E. Dangerous stakeholders
The actions of theses stakeholders are often short lived but have a big impact. In relation to the closure of 114 store in the case study on the post office. The strike action is a short hit to cause maximum damage other dangerous stakeholders could include acts of terrorism aimed at the organization. Both types can affect the business in the short term with a damaging impact 





3.3. F. Dependant stakeholders 
[bookmark: _Int_jTy8duab]These stakeholders have legitimate and urgent stakeholder ship but a low amount of power. These stakeholders could include the local community. Who may have been affected by actions of the organization 

3.3. G. Definitive stakeholders
These stakeholders have all three in considerable amounts of power they have an elevated level of urgency and a prominent level of legitimacy and because of these reasons they have the highest level of Salience.























4. Power-interest matrix
This theory objectifies that the categorisation of stakeholders based on the power they hold and to what magnitude they are expected to show or have an interest in the undertakings of the organization.
Power, how much authority do they hold within the organization could this stakeholder help getting a project off the ground or move changes needed within the organization along in a progressive way or does this stakeholder have enough power to stop proceedings?
Interest,
How much interest does this stakeholder have when it comes to making decisions do they have enough interest that they want more involvement is it rewarding for them to do so 


















4.1 Power – interest matrix 
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 4.2 A.High power high interest

These stakeholders tend to be the ones that make decisions and have te biggest impact within the organization

4.2. B High power low interest 

These stakeholders should be communicated with about everything that is happening within the organization. Although their interest level may be low this stakeholder holds power. Handling these stakeholders carefully is important, with the power they possess if they become dissatisfied, they could have a negative impact on the situation.

4.2 C. Low power – high interest

As an organization keeping theses stakeholders sufficiently informed and communicate with them. Making sure no major problems are on the horizons. These stakeholders can prove to be quite useful in situations 

4.2. B. Low power low interest 

Keep a watch on these stakeholders but do not waste too much energy or time on them. These stakeholders do not need to be bothered or communicated with as their level of power and interest is of least impact to the organization.





According to Horton (2014) a successful organization needs to be manged well and that stakeholder relationships are effective.
The favoured way of performing a stakeholder analysis sitting down deciphering and trying to understand the landscape that is the stakeholders. Turning those ideas into a reality and a real relationship with stakeholders that have longevity. Numerous organizations use the power-interest model to try to understand the level of importance that each stakeholder possesses. However, this way can give certain rewards to particular stakeholders. This is often at detriment to other stakeholders with whom without the organization’s objectives may not be attained. The article argued that it should not be based on the influence or power the stakeholder possesses. Instead, it should be based on the stakeholder’s role within the organization. Arguing that getting the engagement of the stakeholders this results in more chances for growth and change that are sustainable and benefits to this can be grasped
And in another article Hillman (2001) it was suggested that where real change will happen within organisations is when there is a change in the boardroom. This subject has been gaining interest. furthermore, organisations are being called to be more inclusive calling for more females and minority stakeholders to be in the board room alongside customers and suppliers and representatives from the community. Advocates for the reform of the boardroom believe that the inclusion and representation of these stakeholder groups within the boardroom. Will ultimately result in the boardroom members being able to recognise the importance of each group of stakeholders by being able to see the perspective from a flatter level. This would be a good method of dealing with the issues with the post office 










Having studied the case study at length and deciphering the finer details of which stakeholder analysis options are available when dealing with the issues raised in the case study. The case study shows that the 114 stores that are closing will not affect the day-to-day running of the post office as it is such a large organization the strike action is not large enough to damage the organization. However, if the public get behind the strikers with support. This could lead to further strike action in the future if the strikers feel a since of support this could encourage them to take more strike action at a larger scale in the future. Which in turn could damage the post office its routine as in the way it operates, and this could affect the customers more than the strike action that is scheduled. Having looked at both theories. There are similarities in the way both identify their stakeholders and their level of importance in relation to the issue. In both theories of stakeholder management, the relationship between the organization and its stakeholders are apportioned into groups. These groupings are both based on the perceived level of importance. In an article Aaltonen (2008) it suggested that management must consider the stakeholders to prevent the strike action from taking place. As the post office is an institution a level of change must occur within the organization. If the stores that are striking gain support from the public this, may encourage them to take further strike action unless of course the strikers demands are met. If further and larger strike action does occur, it could be damaging not only for the post office and its image but a harder strike action which could affect the organization in the way it runs it operations this in turn could affect customers which in turn affects the post office with so many different options of sending post in today's modern world. It seems in the case study there is a lack of understanding from management and the striking stores. In relation to the theories of stakeholder management used to understand the case study. Both have many different components. 










All the stakeholders have been identified the problem however remains the strike will more than likely go ahead unless communication between the strikers and those with the power to give a higher percentage pay rise. As previously stated, there are other methods in which this issue could be solved in a separate way the strike action is intended to grab attention, but it is a short and small way to gain these other methods of communication could be used. Communication is lacking here and because the post office has been fragmented and individuals no longer have to go to specified stores. Post office points in local shops are readily available therefore the strike action does not really achieve anything apart from raising awareness of the issue and paint the post office in a bad light which could damage the image of the organization. Communication between both party's is the key to solving the problem.




















5.Thomas Killman conflict resolution theory 
5.1 Thomas Killman conflict resolution theory graph
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5.2 Thomas Killman's conflict resolution theory discussed

The Thomas Killman conflict resolution theory (TKI) according to Thomas (2008) deciphers the behaviour of an individual in situations involving conflict. This is most useful in situations of conflict where the issues and conflict between two groups appears to be irreconcilable. In situations of conflict, we can outline the behaviour in to two parts the first part being assertiveness, to what degree the group in this case the striking workers are trying to are attempting to put their own needs or concerns first. The second behaviour is cooperativeness to what degree do the group try to please the opposing groups issues. By looking assessing these two types of behaviours can then be used to establish 5 ways of resolving conflict.







5.2. a. Competing

Competing this is an assertive behaviour and can be deemed as uncooperative, a mode of power. In this mode a group in this case the strikers at the post office in this behavioural mode the group may place their needs, and this may be at the cost to another group. They do this by using an amount of power that seems proportionate to gain success in the conflict that is occurring. In competitive mode it suggests that the group is standing up for the rights they believe they deserve what the group believes is right this mode of behaviour may arise purely because the group wants to win the argument. This mode of behaviour can be quite difficult in moments of conflict with organizations 

5.2.b. Collaborating

In the mode of collaborating is cooperative and assertive behaviour. In moments of collaboration. The group with the issue strives to work with the other group and find a way or a solution to the issue that means both parties are happy. This form of resolution involves deep exploration of the issue and by doing this identifying the issues raised by both sides of the conflict and finding a solution that recognises the concerns of both groups. This form of resolution may take the time and both sides would have to look at each other's issues objectively and therefore finding a way of creating a solution to the problems that have led to the conflict



     









5.2.c. Compromising

Compromising is both placed in the cooperativeness and assertiveness position of the Thomas Killman conflict resolution model. When trying to compromise the goal is to find a way that the solution is acceptable to both sides of the conflict. By compromising the two groups fall in the middle between competing behaviour and more accommodating behaviour. By letting go of more things than the group would if they were in competing mode but less than if the group were in accommodating behaviour mode, furthermore it deals with the conflict more than avoidance but does not dig into the issue as much as collaborating. By being compromising this may mean giving up certain requirements expected by either group in an attempt to reach a happy medium within the organization 






5.2. d. Avoiding

If the group involved in the conflict are in an avoiding behavioural mode, this is both uncooperative and unassertive. When a group is in avoiding mode, they do not instantly follow their own issues or even consider the other group involved in the conflict. This behavioural mode does not deal with the conflict. It can delay dealing with the conflict. Putting the issue to one side or even the withdrawal from the conflict never really dealing with the issue.








 




5.2. e. Accommodating

[bookmark: _Int_hdYecy49]When in accommodating behavioural mode, the group is both cooperative and unassertive the polar opposite of the competing behavioural mode. When in accommodating behavioural mode, the group will neglect their issues in a way to appease the concerns of the other group. There is a component of selflessness within the accommodating behavioural mode. This behavioural mode may manifest itself in listening to rules and commands when your preference would not to do so, taking the other groups opinion and placing it of higher importance then in this case the postal strikers taking the concerns of the management and placing their needs firs.
As explained there five different behavioural modes to take into consideration each mode has been explained now to decipher which behavioural mode would be best to use looking at them closely the one that suggests the best way to get to a resolution to the conflict. Is collaborating. This is the option which is best suited to the situation with the post office and the closing of 114 stores over a 24-hour period if the management higher up and the stores that are closing can come together and work collaboratively then a solution to this problem may happen. If both parties' cannot collaborate, then unfortunately the strike may go ahead. Which may affect the organization in the short term and its image. Within the parameters of a large organization this mode of behaviour can be quite useful what you need to find a solution to conflict where the concerns of the two groups involved in the conflict are too urgent to be ignored.





 This method can be used when trying to understand others point of view and perspective and different opinions on the conflict. Collaborating is perfect when you want to create loyalty by including others' opinions when it comes to issues raised when deciding what to do about the conflict. This can be useful when the conflict within the relationship has led to high emotions and this in turn has affected the relationship between the two groups involved within the conflict. If this style is used frequently, it will develop further your approach to dealing with conflict and enable you to deal with any further conflict in a way where both groups involved in the conflict are satisfied with the resolution to the issue

Behavioural styles are deeply embedded and motivators, values and beliefs that influence the behaviour during a conflict situation. Having a collaborating style, you may view conflict as issues that need to be dealt with. Hoping that the decisions made are of quality and truly resolve the issues that have led to the conflict. Being a collaborator means the belief in the group working together sharing ideas and knowledge. They view work colleagues as members of a team and welcome others to the team in the belief that they are allies. When listening to other members of the group ideas. They hold high value to the ability to innovate, being open minded and the consensus of the group. They appreciate the value of what other group members say and then with the combination of their own views create solutions that provide a positive outcome 
[bookmark: _Int_BQnGhHF3][bookmark: _Int_V5HiDxL7]Collaborating behavioural mode according to Bakhare (2010) is high assertiveness and high cooperation. And can be chronicled as putting lots of ides on top of each other. For the best results in the pursuit of conflict resolution is to creatively solve it. The conflict may not have arisen from a single individual however with such positive results from collaboration some will argue that collaboration is the best conflict resolution mode, with this said collaborating behavioural mode when dealing with conflict resolution can be time consuming and use up a lot of energy the appropriate use of collaborative style of conflict resolution is when the issue that is causing the conflict and the issues surrounding the conflict are of very high importance and there for difficult to compromise on and also when emerging views are on the horizon




 when gaining commitment from group members this allows all party's to feel involved in the collaboration giving them a sense of involvement and value it can also help in the building of relationships and when in a situation of learning.
In his book Hutchins (1995) asks individuals to look around and look for things that were not created through collaboration and states that the only item he could find was a rock. This led to the realisation that our everyday lives are so intertwined by collaboration. In the case of where we are educated where we choose to work or even in our spare time. Most of our lives involve the requirement of our skills either socially or get in line with others. With collaboration permeating our everyday lives, it is noticeable that that the enhancement of collaborative and social skills is considered as a thing that will naturally occur. And that it does not need to be developed or facilitated any more energy directed towards it. However, individuals are and always be individuals and everyone is different in their capabilities at working in a collaborative way with others. Therefore, there is an urgency for the awareness that the skills of collaboration need to be taught in a way that is dedicated. Collaborative ways of solving problems have been realised and its importance as it pulls from cognitive and social skills, this can be analysed. In workplace environments or educational settings where these skills are both measurable and teachable.
 












6.Conclusion

Over the course of this portfolio various matters have been discussed in relation to conflict within an organization, and ways in which to resolve these problems using different theories on how to identify the importance of the groups with whom the conflict is involved. These problems have been ascertained and having by thorough investigation the correct conflict resolution option for the case study has been selected. The post office is not only a large organization but a national institution, therefore it has an image to maintain and in a modern world where other ways to communicate that do not involve the post office are so readily available. The post office board should consider working with the stores that are closing, attempting to work with them in a collaborative way. In turn this may lead to all opinions on the reason the conflict has reached this outcome. By working in a collaborative way all opinions on both sides of the conflict will be discussed and then understood. By choosing to work in a collaborative way this could in turn lead to new ways of getting any other conflict that may arise dealt with quickly and efficiently also the collaborative style could allow for any other ideas or any changes that need to be made within the organization to be recognised and furthermore implemented
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