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[bookmark: _Toc171448593]1. Introduction 
Stakeholder analysis is a very critical activity in change management since it involves creating a map of the goals, power, and interests of those who are affected by or those who have an interest in the change process (Lewanski, 2012). With reference to the Post Office strike on the 3rd of May, 2022, regarding the strike that was occasioned by the rejection of the freeze on wages and a mere increase in wages that was considered negligible due to inflation, stakeholders need to engage in the right manner (BBC, 2022). The findings of this report will include a critical analysis of key stakeholders based on the Power-Interest Matrix, a comparison and analysis of conflict-solving strategies to define the most appropriate approach to this case, a consideration of how a win-win solution can be attained, and a self-reflection about how this module has provided practical tools to deal with real-life conflict in the workplace.


[bookmark: _Toc171448594]2. Stakeholder Analysis
[bookmark: _Toc171448595]Introduction to Stakeholder Analysis Models
Stakeholder mapping is a process of originating, evaluating, and categorizing the stakeholders who are interested in a project or an organizational change (Freeman, 2023). In order to get a better understanding of particular dynamics that might influence the success of change, this analysis is crucial. Another model for the stakeholders’ analysis that is widely utilized is the Power-Interest Matrix (Alavi & Gill, 2017). This model categorizes stakeholders according to the amount of power they possess or the amount of influence they can exert on this project and the extent to which this project affects the stakeholders. When identifying stakeholders in this context, it can help organizations to create plans on how to deal with each group of stakeholders in a way that will enable them to achieve successful implementation of change (Bourne, 2016).


[bookmark: _Toc171448596]Identification of Stakeholders
In the case of the Post Office strike, several key stakeholders play crucial roles in the conflict and its resolution (Ansoff et al., 2018). 
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Figure 1 Identification of Stakeholders (Source: Author, n.d.)
Post Office Management
The Post Office is a highly powered high-interest stakeholder in management. They have substantive decision-making power and are solely in charge of contract talks with the workers and unions (Hunger, 2020). They are mainly concerned with conducting business and controlling expenses. Since they have full control over the resources and key decisions, it is crucial to involve management in any way (Ansoff et al., 2018).
Post Office Workers
Another high-interest group in the Post Office is the workers who hold moderate to high power, more so if united under the union as identified by BBC (2022). The self-interest is rooted in the fair levels of pay and conditions of work. They are more than willing to flex their muscle and hurt services in a bid to get what they want, as evidenced by the strike (Henry, 2021). To manage this group, it is essential to listen to their complaints and look for the best course of action that could be best for all parties (Young et al., 2015).
Communication Workers Union (CWU)
The CWU holds the mandate of the Post Office workers and therefore wields a lot of power over their operations (Hill et al., 2020). The CWU is a high-power, high-interested player in British Telecom and its primary objective is to bargain for improved wages and remuneration for its members. The former makes them a key party in the resolution process according to Henry (2021). The following strategies are vital when dealing with the CWU: This process involves an open dialogue and a mutually beneficial bargaining process to reach a compromise (Freeman, 2023).
Government/Regulatory Bodies
International actors like the Government and regulatory institutions like the Department for Business, Energy & Industrial Strategy may have high power but low overt stake in the given conflict (Child et al., 2019). However, the regulatory power that they possess and probability of either imposing certain solutions or providing support to negotiations makes them a very important stakeholder. They are especially important in enforcing labor laws and standards that govern the relationship between employers and employees (Hill et al., 2020).
Customers
On the other hand, the customers or recipients have little bargaining power, but high proprietary interest in the continued provision of postal services. Interference occurs where it impacts their daily lives and operations of commercial establishments (Bourne, 2016). While they lack the ability to participate in negotiations, they can produce pressure on the side more powerful, thus influencing the decision-making of the other side (Lewanski, 2012). It is stated that when dealing with customers, negative perceptions can be limited by properly informing the customer and guaranteeing the provision of service (Hillebrand et al., 2015).
[bookmark: _Toc171448597]Stakeholder analysis model: Power-Interest Matrix
The Power-Interest Matrix is a strategic tool used to identify and manage stakeholders by categorizing them based on their level of power and interest (Weiss, 2021). This model helps in understanding the influence and engagement required for each stakeholder group to ensure successful organizational change (Freeman, 2023). In the context of the Post Office strike, stakeholders can be positioned as follows:
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Figure 2 Power-Interest Matrix (Source: Alavi & Gill, 2017). 
[bookmark: _Toc171448598]High Power, High Interest
Post Office Management: The level of power and interest of Post Office management can be regarded as high since they are directly involved in the conflict and have rather a high degree of control over the decision-making process (Bourne, 2016). The general management is responsible for bargaining for wages and other working conditions and strategic choices in the organization (Ansoff et al., 2018). It is due to the necessity of resolving the strike quickly to continue business operations and attain financial balance (Young et al., 2015). This logical interaction includes proposing practical solutions that can be implemented in the organization, and answering the management’s concerns about business functioning sustainability and expenses (Hunger, 2020).
Communication Workers Union (CWU): This implies that the CWU also falls under the category of high power and high interest. The union has large control over the Post Office employees since it acts as the representative body of the workers; it has the authority to call strikes and other forms of protest among its members (Freeman, 2023). The main focus is to protect the interests of their members in as much as to ensure that they get better wages and working conditions. Even though the CWU has a high level of interest in the conflict, they want to resolve the problem because of their responsibility to its members and their support, as Hunger stated (2020). The proper way to deal with the CWU involves being ready to engage in a discussion and communicate in a straightforward manner with this union while being willing to negotiate in a mutually beneficial way to seek a solution to the problem (White, 2017).
[bookmark: _Toc171448599]High Power, Low Interest
Government/Regulatory Bodies: There are also many organisations that have high power but which demonstrate low interest in the GRC, for instance, Government and regulatory bodies like the Department for Business, Energy & Industrial Strategy. These types of entities have the ability to shape laws and legislation affecting employment, thus giving them substantial leverage in the conflict (Hill et al., 2020). However, they may have a direct minimal interest in the specific pay dispute as compared to other stakeholders. Their main aim is that the labour laws are not infringed and that some services in the public sector are not impacted negatively. Dealing with such stakeholders entails checking for legal compliance and possibly seeking their assistance in order to settle disputes (White, 2017).
[bookmark: _Toc171448600]Low Power, High Interest
Post Office Workers: Post Office workers have low power but high interest, which means that they fall under the low power, high-interest category. Collectively, it is apparent that directly affecting organizational decisions is almost impossible for workers as single entities within the companies and organizations they work for (Alavi & Gill, 2017). This is because when they work as a team by going on strikes and engaging in union meetings, demonstrations, or other forums, their influence rises (Young et al., 2015). This can be seen in their desires for better wages and other conditions of work which shows high interest. Employee health and happiness are important not only for job performance and productivity but also for the company’s culture (Freeman, 2023). This particular group needs to know that their interests are being considered, and their concerns addressed in a just and objective manner to gain their participation in bargaining processes (Hill et al., 2020).
[bookmark: _Toc171448601]Low Power, Low Interest
Customers: Customers are situated in low power, low-interest category. Their actions will be most impacted because they are the ones involved in the strike, but they lack the power to contribute towards the resolution of the conflict (Hunger, 2020). Their main concern is the daily operation of the postal service and do not have the authority to greatly influence organizational changes or management decisions (Hillebrand et al., 2015). On the other hand, dissatisfaction of the customers may lead to formation of pressure from the public, which in one way or the other pressure more influential stakeholders (White, 2017). Interacting with customers requires an open and truthful way of communicating with customers on the status of the services, offer possible solutions to the problem where they exist and show willingness to resolve the conflict in a way that brings business back to normal (Bourne, 2016).
[bookmark: _Toc171448602]Visual Representation
Creating a visual representation of the Power-Interest Matrix can further clarify the positions of each stakeholder group:
	
	High Interest
	Low Interest

	High Power
	Post Office Management, CWU
	Government/Regulatory Bodies

	Low Power
	Post Office Workers
	Customers
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· High Power, High Interest: Communicate on a frequent basis and with great candour and negotiate for win-win resolutions since both the organization and the stakeholders will benefit from cooperation (Lewanski, 2012).
· High Power, Low Interest: Abide by the legal rules and regulations and in cases where further assistance is required, the above-mentioned stakeholders should be notified of progressive milestones (Ansoff et al., 2018).
· Low Power, High Interest: Make sure that the communication is timely and accurate, give them your attention to their concerns and incorporate them in the bargaining as much as possible (Hunger, 2020).
· Low Power, Low Interest: Update them with the current status of the conflict and assure them that steps are being taken to ensure that the issue is solved while trying to limit service interruptions (Henry, 2021).
[bookmark: _Toc171448604]Justification of Stakeholder Importance
Post Office Management
Post Office management is another major player in addressing the crisis given that they have extensive power over the firm’s internal rules and strategic directions (Weiss, 2021). They are capable of setting wages, changing circumstances at the workplace, and introducing measures that may be required to meet expectations of the workers (Ansoff et al., 2018). The two parties, especially the management, have a high interest in resolving the strike due to the disruption of operations and costs. Management decisions therefore influence the smooth running of the organization, thus it’s a prime interest to engage them. Appropriate handling of the conflict involves striking a delicate power between the actual cost available for financing the needs of the employees and the human resources department and engaged workforce, which comes with negotiating and bargaining (Henry, 2021).
Communication Workers Union (CWU)
The CWU has a vital responsibility of being the union that voices the workers of the Post Office. Having substantial control over the workers, the CWU can act as an extension of the workers and launch collective actions like strikes which will magnify the demands of the workers (Freeman, 2023). This is due to the fact that their high interest in the conflict is premised on the fight for better pay check and improvement of working conditions for their members (Alavi & Gill, 2017). The union is very important in the process as it is the major link between the workers and the employers. The CWU has to be communicated with well because it is through it that the grievances of the workers can be ascertained, terms can be negotiated effectively and most importantly, a solution that will be implemented and accepted by the workers can be arrived at (Young et al., 2015).
Post Office Workers
Employees of the Post Office Company, while they may not have much power in their individual capacities, hold significant power when combined with the CWU (Child et al., 2019). Their high level of concern towards fair remuneration and better Employees Relations practices points to their strategic role in the resolution process (Young et al., 2015). Human capital elements are also a critical success factor since the satisfaction and well-being of the workers impact the organizational performance and service delivery. It is crucial to address the concerns of the employees through negotiations and ensure that they are informed of the new changes and the reasons behind them that will help resume normalcy and boost morale (White, 2017). The willingness to strike displays the workers’ commitment, and the need to address the demands without allowing the continuation of disruption (Weiss, 2021).
Government/Regulatory Bodies
Government and its related authorities are important stakeholders, particularly for the Department for Business, Energy & Industrial Strategy, as it has the power of regulation and can act as a mediator (Hill et al., 2020). While they may not directly be interested in the pay dispute as much as the unions, due to their power they have a very strong say in the resolution process. This way, they make sure that labour laws are respected and any decisions made are valid and in line with the legislation (Bourne, 2016). Also, the government can offer to act as mediators or arbitrators, meaning that it can try to intervene and bring both sides to the table of negotiations, which are the management and the CWU. It is crucial for getting a workable and legal solution and their support is crucial to get the same (Ansoff et al., 2018).
Customers
Although customers possess little power in organizational affairs, they are a high-interest stakeholder group because their business heavily involves postal services (Freeman, 2023). Their significance is based on the potential that they can possess the power to influence the organization and its stakeholders through creating awareness across the public domain and media influence (Hillebrand et al., 2015). Service outages are annoying and when customers are affected, they become more intolerant of any disruption causing a shift in the organizational image (Henry, 2021). While they cannot control the negotiation process themselves, it is vital for keeping customers informed and resolving their issues to avoid distorting organizational reputation and to mitigate the potential negative effects (Hillebrand et al., 2015).
[bookmark: _Toc171448605]3. Conflict Resolution Styles
[bookmark: _Toc171448606]Introduction to Conflict Resolution
Dispute or conflict resolution is the act of dealing with disputes and misunderstandings between two or more parties for a desirable outcome. It is important in workplace change because it guarantees that opposing claims or stakeholder interests are aligned to facilitate change and achieve the goals of the organisation (Lewanski, 2012). Managing conflict means minimizing adverse effects due to disputes like poor performance, low morale, and disruptions by ensuring that conflicts are resolved in a healthy manner (Young et al., 2015). Knowing and using the right conflict resolution behaviours is important so that the leader can manage and respond to any conflicts effectively, hence guaranteeing organisational change implementation and effectiveness (Bourne, 2016).
[image: ]
Figure 3 Conflict Resolution Styles (Source: Hillebrand et al., 2015).
[bookmark: _Toc171448607]Conflict Resolution Styles
[bookmark: _Toc171448608]Avoiding
The avoiding style means that the conflict is not even discussed, and the disputants try to avoid each other. This approach is usually employed where the problem is minor in nature, or where the potential consequences of conflict are more devastating than the gains that are expected from the conflict-solving process (Alavi & Gill, 2017). This strategy is useful when the anger levels are elevated, and the priority is not to resolve the conflict but to allow people to calm down first. However, this can create problems which remain unresolved and end up being compounded and may even become bigger and complex issues (Hillebrand et al., 2015).
However, regarding the Post Office strike, avoiding is not a good strategy to apply because of the stringent consequences (Young et al., 2015). Focusing on the demands of the workers and the consequences of the strike in terms of the company’s functioning, it is necessary to address and resolve these issues. Organization failure to address the conflict could lead to increased worker’s unhappiness and longer services delivery interruption that negatively affect the organization reputation and financial health (White, 2017).
[bookmark: _Toc171448609]Accommodating
The accommodating style is one where one party gives in to the other to conform to their request with an aim of preserving the relationship (Lewanski, 2012). This approach can be used when one of the parties considers the issue at hand more significant than the other party, or when the friendly relationship is more vital than compromising. It can be useful in creating good relations between individuals as well as building trust, but if taken to the extreme, it is destructive because it leads to lack of assertiveness and resentment (Young et al., 2015).
In the case of the Post Office strike, only partly meeting the workers’ demands by giving in to all their demands without considering the impact on the management to cater for the cost may not be possible. Although some degree to which a party can compromise can signify to the other party that the former is willing to negotiate, a fair compromise where each party gets something that they want is the best solution (Hill et al., 2020).
[bookmark: _Toc171448610]Compromising
The compromising style aims at finding the middle ground that is satisfactory to both sides wherein both of them have to give up something in return (Hunger, 2020). It is appropriate for conflict resolution where both persons have legitimate interests that need to be protected and promoted; the strategy is therefore assertive as well as cooperative. Consequently, compromising may enable a faster resolution of the conflict while at the same time, it may not be the best way to handle conflict since it does not delve deeper into identifying the core contentious areas (Bourne, 2016).
In the case of the Post Office strike, the latter would entail management increasing the wage increase amount and the union accepting the implementation of the increase in stages (Hunger, 2020). Even though this approach may not be satisfactory for both parties, it offers practical means of solving the issues at hand and creating the framework for the further talks (Child et al., 2019).
[bookmark: _Toc171448611]Competing
The competing style is where the parties focus on achieving their objectives over the other with little or no concern for the other party’s outcome. They are known to be forceful and uncooperative (Henry, 2021). The approach of competing can be useful where a timely and clear-cut response is required, or when the matter under consideration is essential and cannot be discussed at length. However, it may cause some tension in the organization's relationships and generate some opposition from the side of the loser (Ansoff et al., 2018).
In the case of the Post Office strike, reverting to a competing pattern of communication by either party may lead to further escalation of the conflict. If management rejects the workers’ pay demands and continues to offer the initial rate or if the union is uncompromising in its push for a strike, the two parties can be deadlocked (Freeman, 2023). Problems are not solved in this manner, especially when it does not foster the spirit of cooperation for a sustainable solution.
[bookmark: _Toc171448612]Collaborating
The collaborating style entails a mutual agreement by both the conflict parties whereby they seek a mutual solution to the conflict that meets the needs of all the parties (Child et al., 2019). This approach is associated with high levels of cooperation and assertiveness, in problem solving there is much more creativity and innovation. Also, it should be noted that collaborating is a process that takes time, efforts, and open communication but it brings the most sustainable and satisfactory results (Weiss, 2021). 
 Thus, in case of the Post Office strike, the management and the CWU can engage in collaborative workshops, communication of budget limitations and identifying other forms of staff motivation (Hillebrand et al., 2015). Thus, a win-win strategy is possible because the union and the Post Office have similar objectives – the continuation of the organization’s functioning and the wellbeing of employees (Bourne, 2016).

[bookmark: _Toc171448613]Critical Analysis of Styles
Avoiding 
 Pros: 
 •	Avoids the aggravation of conflict at the moment (Alavi & Gill, 2017). 
 •	Provides chances for one to calm down, because when people are angry, they are less likely to listen to reason. 
 Cons: 
 •	Does not rectify the fundamental problems hence resulting in long term dissatisfaction and agitation. 
 •	Consequently, in the case of the Post Office strike, avoiding may even worsen the employees’ discontent and result in more significant vandalism and lack of confidence in leaders. 
 Accommodating 
 Pros: 
 •	Can easily solve conflict within a short span and prevent conflict from arising. 
 •	Exemplifies politeness and shows a readiness to place value in the connection (Lewanski, 2012). 
 Cons: 
 •	May cause the emergence of resentment if used in large quantities, as one of the partners always gives up something. 
 •	In the case of Post Office strike, it is a realistic possibility that over endorsing their demands without respecting the possibilities of the company’s finances may lead to future problems.
Competing
Pros: 
 •	It can result in a fast and definite decision in case if among the important matters one requires immediate action (Henry, 2021). 
 •	Appropriate where the risk is considerably high, or where the solution is mandatory. 
 Cons: 
 •	May harm interpersonal relations and foster an organizational culture characterized by conflict. 
 •	In the Post Office strike, the idea could fuel the conflict between the management and employees, thus prolonging the strike and moving towards more such actions. 
 Compromising 
 Pros: 
 •	Favours both the parties and hence contributes to a quicker end of the process. 
 •	Encourages compromise and sacrifice which may be acceptable by the two parties, which enhance fairness (Hunger, 2020). 
 Cons: 
 •	They can cause the search for suboptimal solutions in which none of the parties involved gets what he or she wants. 
 •	In the case of the Post Office strike, compromise might solve the problem for the time being, but there might still be some issues that need further discussion in the future. 
 Collaborating 
 Pros: 
 •	Results in mutually beneficial outcomes due to consideration of self as well as the other party’s needs (Child et al., 2019). 
 •	Establishes cooperation, which in turn strengthens the relations between the employees and the management. 
 Cons: 
 •	Time consuming and may take a long time to resolve hence may not be the best approach. 
 •	As a process that requires a significant amount of coordination between all the stakeholders, business process outsourcing demands high levels of communication and collaboration skills from all parties involved.
Recommended Style
On the basis of the critical analysis of the conflict resolution styles, the most appropriate for the Post Office strike is collaborating (Henry, 2021). This style offers several advantages that align with the needs of the situation: 
 1. Mutual Satisfaction: Thus, collaborating tries to establish results that would be beneficial to both the managerial side, which has financial considerations, and the workers, who would like to have better wages and working conditions (Child et al.,, 2019). This can result in more lasting solutions as the general issues causing the conflict are handled (Alavi & Gill, 2017). 
 2. Building Trust: Thus, by participating in the open and transparent bargaining, collaborating can restore trust between managers and employees (Lewanski, 2012). Such trust is crucial to ensure that stability is attained in the future to avoid future conflicts (Freeman, 2023). 
 3. Innovation and Creativity: Working together fosters innovative thinking since both the cooperating organizations are able to come up with solutions that they would not have thought of in the case where the relationship between the two is antagonistic (Ansoff et al., 2018). This can result in creative compensation schemes or working conditions that are satisfying to the organization and employees.

[bookmark: _Toc171448614]4. Achieving a Win-Win Solution
[bookmark: _Toc171448615]Strategies for Win-Win Solutions
Open Communication Channels
Conflict resolution entails one party to be open and truthful with the other. Owning to the various communication tactics, stakeholders are able to voice their concern, requirement, and expectations (Freeman, 2023). This makes trust to be created and all the parties to be given a platform to be understood hence making the environment to be more collaborative (Lewanski, 2012). 
 Negotiation and Mediation 
 Negotiation refers to a face-to-face communication between the parties with the view of finding a common ground to agree on (Alavi & Gill, 2017). While on the other hand, mediation entails the use of a third party in a manner that prevents or reduces any communication between the two parties and assists in the process of solving the conflict (Lewanski, 2012). Both approaches are vital for managing the complicated conflicts as they facilitate more organized and beneficial negotiations. 
 Mutual Benefits and Compromise 
 A win-win solution entails the identification of gains to be made by the two parties as well as areas of accommodation. This entails the determination of common purpose and objectives as well as the creation of workable strategies that meet the demands of all the stakeholders (Child et al., 2019). Negotiation is the key in this case because it guarantees that all the stakeholders’ main needs are fulfilled, even though everyone has to give up something (Henry, 2021).
[bookmark: _Toc171448616]Application to the Case
Open Communication Channels
For the Post Office strike case communication, it is important to make communication channels between the management, CWU, and the employees more open (Hill et al., 2020). Monthly financial updates and open communication about the workers’ expectations may contribute to the trustful relationship between the parties (Alavi, Gill, 2017). This can be done through, town meetings, newsletter and other meetings where the various parties can express their grievances and ideas (Freeman, 2023). 
Negotiation and Mediation 
The main way of solving the problem should be negotiation when management and the CWU sit down and discuss the issue to arrive at a mutual understanding. The best solution can be reached if negotiations get stuck; the introduction of the third party – a mediator – can be helpful (Barney & Hesterly, 2019). The mediator can guide the discussion process, thus forcing the participants to adhere to the process instead of digging their heels in (Lewanski, 2012). Such a process may assist in finding an innovative approach, which might be concealed in the process of direct bargaining (Bourne, 2016).
Mutual Benefits and Compromise
Both the management and the CWU have to look for gains and compromises (Ansoff et al., 2018). For instance, management could propose the wage increase schedule with lower wages in exchange for other incentives like better working conditions or training options (Bourne, 2016). The CWU could agree to a gradual introduction of wage increases, which would extend into the long term, while taking into account the financial situation of the organisation. That way it is possible to achieve sustainable conflict solution taking care of both parties’ core concerns (Child et al., 2019).
[bookmark: _Toc171448617]5. Personal Reflection
[bookmark: _Toc171448618]Understanding of Conflict Resolution
Conflict resolution has been one of the most enriching subjects that can equip a person to face real life problems at the workplace. Furthermore, I have learned the different conflict resolution methods including avoiding, accommodating, competing, compromising, and collaborating and the proper time and circumstances to apply them (Alavi & Gill, 2017). It is important knowledge for working in any organization as I will be able to critically analyze the potential conflict situations and select the proper course of actions for providing the cooperation atmosphere and increasing the productivity (Hillebrand et al., 2015). 
 However, understanding the nature of the conflict and the role of information sharing has been helpful in stressing the importance of trust in any conflict solving processes (Lewanski, 2012). Recognizing that conflict means that there are some better solutions and ideas for change has changed my attitude to the conflicts in the workplace. I no longer see conflict as something which is bad or destructive but something that can be constructive and therefore beneficial for leadership and change management in the workplace.
[bookmark: _Toc171448619]Application of Stakeholder Theory
Stakeholder theory knowledge has improved my efficiency in studying and regulating organisational relationships (Weiss, 2021). Stakeholder theory focuses on identifying and managing the needs and concerns of all the actors who have a vested interest in the organization’s actions and outcomes (Freeman, 2023). This makes it easy for strategies and decisions to incorporate various views hence arriving at more sustainable and ethical solutions (Bourne, 2016). 
 In various organizational contexts, stakeholder management entails the identification of stakeholder, the level of power possessed by the stakeholders, their interest and their influence on the organization (Hillebrand et al., 2015). It helps leaders to fulfill stakeholders’ expectations in the most efficient way possible and to achieve organizational objectives. For instance, when dealing with the implementation of a large-scale change in an organisation, knowledge of the attitudes and concerns of the employees, customers, suppliers and the regulatory authorities will facilitate the formulation communication and implementation strategies which will ensure minimal resistance and maximum support (Child et al., 2019). 
 Moreover, stakeholder theory has an added focus of the notion of relationship management, and especially the notion that relationships need to be sustained through regular meaningful interactions (Hill et al., 2020). This can be done through the creation of communication lines, inclusion of stakeholders in the decision-making processes, and showing the commitment of the company towards the responses given by the stakeholders (Hunger, 2020). Subsequently, by integrating these principles, I am well prepared to champion projects that are efficient in driving the success of the organization as well as those that will generate value to all the stakeholders, thus enhancing a sustainable business world.
[bookmark: _Toc171448620]6. Conclusion and Recommendations
[bookmark: _Toc171448621]Conclusion
This paper has discussed the case of Post Office strike crisis and it has brought out important learning on stakeholders and conflict management. Stakeholder mapping involved categorizing stakeholders like; Post Office management, workers, CWU, government/regulatory agencies and the customers, where each of them has a specific role, power and intercessions. Conflict handling techniques such as avoiding, Obliging, Fighting are applied in the case of Post Office strike crisis. This style engages the parties, handles the concern of both parties, and establishes rapport which are crucial in solving conflicts in large organizations.
[bookmark: _Toc171448622]Recommendations
It is suggested that in order to solve the Post Office crisis, particular emphasis should be placed on the management of the relations with the stakeholders, and the conflicts should be managed by using the cooperation approach. The management should therefore have open negotiations with the CWU concerning the financial challenges and the demands of the workers through compromise and creativity (Alavi & Gill, 2017). The relationship can be reignited by creating an open line of communication and or having a third-party moderator in case the conflict escalates (Child et al., 2019). Moreover, stakeholder management will also continue throughout the process and any communication will be paramount to keep stakeholders on the side of the company (Weiss, 2021). In focusing on such cooperation and satisfaction the Post Office can set up a condition that benefits both the sides in the long-term perspective and promotes stability within the organization as well as improvement of the relations between the employees. 
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