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Change management portfolio

[bookmark: _Toc110292866]1.Introduction: 

It is important to identify that in current dynamic business environment with uncertainty around every business, the current portfolio will be able to identify the important issues related to the specific organisation (Royal Mail).  The case study is based on the Jubilee Royal Mail's strike. One hundred and four of Crown Post's directly owned post offices were closed for a full 24 hours, according to the Communication Workers Union (CWU). They went on to explain the reasoning for the CWU's decision. There were several factors, including the fact that the company had been earning profit for the last two years, but they "had been insisting on a pay freeze" (Timmins, 2022). Secondly, the postal service provided just a two percent salary rise and a one-off payment of £250 to part-time staff for the years 2022-2023.

This portfolio will address 4 key points linked with change management. It is important to identify that to managing change, power and politics are two important elements. This portfolio will take a critical look at what organisation power and politics which linked with the delegation and illustrate how they are impacting the case organisation.
The stakeholder analysis is the second important factor that will be looked at. For the stakeholder analysis, the SALIENCE and P/I Matrix models will be identified. Then, these two models will be critically analysed to see how they relate to each other and what their limitations are.
The last factor reflects conflict resolution approach with the application of Thomas Kilman's Conflict resolution model. There will be the analysis of dispute resolution approach with the right technique for resolving the case study dispute will be adopted.

[bookmark: _Toc110292867]2. Power and politics importance:

Power may be considered as the morale map of an organisation and politics are the company's interests. 
Organisational power and politics are connected. (Pfeffer, 1992,pp.14) is mentioning “organisational politics as the exercise of power, and power being defined as a potential force. “These two characteristics are very significant as they are the ones that can tell you the most about an organisation. It is widely held that for a leader to successfully acquire and maintain power inside an organisation, maintaining a professional demeanour while also making strategic use of politics is necessary in order to achieve the company's primary objectives. In order for an organisation to be extremely efficient, there needs to be a balance with the use of power and politics in attaining organisational objectives These include providing employees with the autonomy to take actions, rewarding employees who perform effectively,  as well as establishing a political system that is simple and clear for employees to fully understand.

[bookmark: _Toc110292868]2.1. Data about power in organisation:

“Power can be creative, empowering and positive” (Courpasson , et al., 2006,pp.2),”Power is to organisation as oxygen is to breathing” (Courpasson , et al., 2006,pp.3). 
(Flynn, et al., 2011,pp.495) state in their work that in order to get an understanding of organisational behaviour, first, must be comprehended the significance of power, which always influences how individuals decide what to do, divide up finances and evaluate the performance of their co-workers. (Courpasson, et al., 2006, pp.2) are explaining in their work that power can be defined by the decisions made by the employees, the behaviours they engage, the negatives they can accept, the positives that define and identify them, the benefits they provide, the entitlements they assert and the injustices they commit. 


[bookmark: _Toc110292869]2.2. Application of Power in organisational context: 

Organisations are made up of people who, by working together toward a common goal, are able to achieve more than they might achieve alone as individuals (MacNamara & Rounseffel, 1986, pp.198). The number of resources at a manager's disposal is directly proportional to the amount of power the management has inside the entity. Most of the time, a person's position in an enterprise elects what actual information they can see and how they can control it. A manager's power also has a big impact on what incentives they can/cannot give. (MacNamara & Rounseffel, 1986, pp.196-197)


[bookmark: _Toc110292870]2.3 Politics:

According to (Fikry & Arie, 2021,pp. 109) ” Politics is an organisational activity associated with power and personal status.” When it comes to politics in an organisation, they are described as maximising one's own "short/ long term" interests while minimising the interests of those around them. Organisational politics is a “social influence process” (Miller, et al., 2008). Politics may take on many forms and levels inside an entity, and these forms and levels can vary greatly (Hecht, et al., 2021,pp.91)


[bookmark: _Toc110292871]2.4 Application of Politics in organisational context	Comment by Bianca Suleap (1918286): Application of Politics in organisational context

“As long as there are human beings, politics will be played in the workplace” (Marques, 2010,pp. 3). An enterprise is always being flourished by all kinds of Individuals, facilities, and objectives. The most common type of resources is the budget allocation. If every employee would have a saying in how to allocate the organisation resources in the organisation will be a complete chaos, as every individual will have a different idea on how to allocate the resources. “Political behaviour may naturally arise from the chaos of modern business” (Waggoner, 2020, pp.755). As a result, it is necessary for leaders of an organisation to employ political strategies in order to exert some level of control over the distribution of budgets. (Fikry & Arie, 2021,pp.109).
Politics in the workplace may have a detrimental influence on workers, and leaders can sometimes be self-centered since they look out just for their own concerns.
(Hecht, et al., 2021,pp.91) state in their work that when it comes to conflicts and politics within a company, there are certain common guidelines which every organisations should follow. As a general rule, it's preferable to make recommendations that are well-received by your colleagues and respected by your organisation and co-workers when there is the need to demonstrate a detailed awareness of the current situation and procedures rather than rushing in with radical suggestions for change.

[bookmark: _Toc110292872]2.5 The role of power and politics in the Case organisation:

As BBC state in their article regarding the strike, Post Office employees are angry and upset because of the poor and selfish management. According to the CWU, this is "a power play" (Timmins, 2022) by leadership, which is deliberately alienating Royal Mail's important employed workers. (Wantaate, 2017,p.1) describes power play as a person’s, group’s or organisatio’s intention to utilise power in a strong and direct manner to obtain or achieve something.

[bookmark: _Toc110292873]2.6. Role of Power and Politics to affect the crisis: 

As previously mentioned, the leadership is engaging in a power play. The management of the Post Office is contemplating imposing a salary freeze.They are only providing a 2% rise, which insults the Union since the cost of living is presently growing at a 7 percent annual rate. Post Office Postal Assistants receive no more than £24,000 per year, despite the fact that the corporation has generated substantial profits. The management has committed what I believe to be a political abuse against the workers by stating as an excuse that they have only increased the salary by two percent because they are adhering to the policy of the government, even though it is their decision to do this just as it is their decision to impose the payment freeze. 

[bookmark: _Toc110292874]2.7. Result of dispute - Strike: 

The workers are feeling ignored, irritated, and concerned as a result of the management's misuse of power and  politics. It is ridiculous to work hard for a company and be paid little, to expect for a pay raise, and to receive as a recompense as an employee from the management a pay freeze and a 2% raise while the firm's profit has significantly increased. These are the primary factors that had a significant role in the workers' decision to go on strike.

[bookmark: _Toc110292875]2.8.1 STRIKE- Limited or wider impact?
 
There were only 114 branches that took part in the strike action, and the vast majority of those branches were the bigger ones that were situated on the main streets. Customers were able to determine whether or not their local post office was impacted by the situation by consulting the relevant branch's website. As a result, the situation did not have an impact on the day-to-day operations of the Postal Service. Because of this, it was simple for them to find an open post office and go on with their routine responsibilities as usual. 
Work is not affected, and the only thing that may be harming the other branches is the increased workload. Some of the 11.000 Post Offices may be busier than normal due to the strike, but this has no effect on the work since consumers are still coming to the Post Offices, which means they are paying the same business.

[bookmark: _Toc110292876]2.8.2. STRIKE- is it affecting the brand image? 

I use Royal Mail's services often since I operate a little candle business, thus I am one of their clients. I don't think the strike harmed their operations since I could still utilise their collection services and locate open Post Offices throughout that time. What irritates me is how the management treats its staff, and I'm sure many other customers are as well. This is a worry about how management is behaving, not about how people are acting. They are responsible for the POST OFFICE immage. Employment rights are tightly enforced these days, and a strike is an action that must be taken in order for workers to safeguard their rights. I believe that poor management has tarnished the Post Office's reputation, and the strike is simply an inevitable method to make it worse, given the issue is now well-known to all of the company's stakeholders.

[bookmark: _Toc110292877]2.9. The morale issue:

It is a commonly perception that power is primarily a concern of morality. (MacNamara & Rounseffel, 1986, pp.196) Employee morale and productivity are directly influenced by management power.
(Hargrave, Sud, VanSandt, & Werhane, 2020) are explaining in their work that failure to adequately handle difficulties puts organisations at danger of losing their credibility and failing to grow. The effect of globalisation has made it easier than ever before to expose unethical business practises to the general public.
The case study includes examples of ethical challenges, such as fair compensation, and wealth disparity. The management is not treating its staff with compassion or fairness, and this is seen as a morale concern.

[bookmark: _Toc110292878]2.9.1. Change Management:

In order to solve the crisis within the company, Lewin’s startegy for managing organisation change will be applied.
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Figure 1-Kurt Lewin 1947
“Kurt Lewin is widely considered the founding father of change management, with his unfreeze–change–refreeze or ‘changing as three steps” (Stephen Cummings, 2015). 
Step one of Lewin's approach explains how to reduce resistance to change and maximise the likelihood of a successful transition. 
Once individuals accept the need for transformation, measures may be taken. The process of analysing the current system and designing the new system might then proceed.
During the refreeze step, the change agents are required to collaborate closely with the members of the organisation to successfully implement, test, utilise, and improve the new program.

Lewins’s Three Steps- Application in Post Office:

Unfreeze:

The strike is the concerning factor that requires a change in the organisation. The unfreezing step establishes the important factors that made the crisis happen. 

Change:

Within the scope of the change process, the management of Royal Mail should think of a way to put an end to the strike. The management has to foster a culture of collaboration and encourage open channels of interaction among the staff membersListening to the concerns and ideas voiced by employees should be a top priority for those in leadership positions in the firm. 
A new leadership style should be adopted. A transformational leader is one who serves as an example of honesty and justice, who establishes clear objectives, who offers assistance and recognition, who takes into account the sentiments of workers, and who inspires those people. Royal Mail will reap the advantages of having pleased staff as a result of this leadership change.


Rereeze:

A commitment to continuing to be actively engaged until the necessary changes have completely replaced the ones that were in practice before the shift is essential for the refreezing process to be a success. This will not occur unless there is consistent assistance provided to the organisation that is striving to institutionalise the change. In other words the management approach should continue to be transformational even after the strike is over, in order to ensure that all of the organization's stakeholders, including the workers, are pleased with the outcomes.

[bookmark: _Toc110292879]3.0.What is a stakeholder? 

People or companies that profit from an enterprise are referred to as stakeholders. Stakeholders both influence and be influenced by an entity and its operations. They “can affect an organisation’s functioning, goals, development and even survival” (Chinyo & Olomolaiye, 2010, pp.1).  

[bookmark: _Toc110292880]3.1 Stakeholder Management: 

(Chinyo & Olomolaiye, 2010) describe stakeholder management as a connection between the company and the stakeholder . These connections have an effect, both favourably and badly, on the people involved and the organisations they belong to. It is critical to control stakeholders in order to mitigate the potential effects of their involvement and to guarantee that their involvement does not prevent people or organisations from achieving their objectives.

[bookmark: _Toc110292881]3.2 Stakeholder Management Theories: 

In order to choose a suitable model for analysing a corporate stakeholder, the Neoclassical Theory and the Stakeholder Theory will be examined.


[bookmark: _Toc110292882]3.2.1.Neo-classical Theory/Shareholder Approach:

The shareholder theory was developed by Friedman in 1970.
The neoclassical theory of a business operates on the premise that the only responsibilities that a company has to external parties are financial ones, and that these responsibilities are due to the company's owners.
Shareholders make investments in companies with the expectation of receiving attractive profits (How & Chew, 2019).

Friedman conveys that the business social responsibility does not exist since only people may have moral responsibilities.Also, Friedman claims that since shareholders are the company owners, they have the right to select how the receivables are spent. “In a free enterprise, private-property system a corporate executive is an employee of the owner of the business”(Mensell, 2013, pp.585). To be more specific, managers are representatives that have a responsibility towards the shareholders, that are the one that own the company, to run the activities within the firm in line with the shareholders' desires.

[bookmark: _Toc110292883] 3.2.2 Socio-economic/ Stakeholder Theory:

Freeman was the first academic to provide a theory assessing the function of stakeholders in a company's environment, in 1984. The process of managing relationships with stakeholders with the aim of incentivizing them to act in ways that are beneficial to the goals of an organisation is known as stakeholder management. According to the theory, enterprises,  must manage their relationships with other parties that might impact the attainment of desired objectives. 

(Ulf & Dow, 2017)and (Fassin, et al., 2016) consider that the stakeholder theory embodies the business as a system of stakeholder groups with varying rights, aims, interests, and responsibilities. In the year 1995 Preston and Donaldson broke down the concept of stakeholders into three different approaches: descriptive, instrumental, and normative. 
The purpose of the descriptive approach is to actually describe how organisations, and even more especially, management, engages with stakeholders so that an analysis may be done to determine how closely theory matches reality. The instrumental approach contends that ethics can be beneficial to companies by focusing on the consequences that result from a certain manner of dealing with various stakeholders.(Cragg, 2002) mentions on his paper that the objective of the normative management theory is to provide the groundwork and provide the principles necessary for effective management.

[bookmark: _Toc110292884]3.2.3. Shareholder Theory versus Stakeholder Theory:

According to Friedman's Theory, shareholders employ the management of a businesses wherein they have shares or have investments, and the management  is into obligation to shareholders to run the company profitably. Thus, the Stakeholder Theory holds that the management in a corporation has a moral obligation to improve the well-being of everybody that may be impacted in any way by the management decisions made by the firm.

[bookmark: _Toc110292885]3.3. Salience- Stakeholder Model and the Maxtrix Stakeholder Analysis- Introduction

This paper will further focus on describing two significant aspects in order to provide readers with a deeper comprehension of the stakeholder management: Salience- Stakehollder Model and the Maxtrix Stakeholder Analysis.

[bookmark: _Toc110292886]3.3.1. Understanding Salience Framework:

The salience framework developed by Mitchell, Agle, and Wood (MAW) has emerged amongst the most influential theories of its kind in the management and organisational research that has been published. In the context of the Salience stakeholder Framework relates to the way towards which management grant conflicting stakeholder assertions importance and awareness. 

Power, legitimacy, and urgency all play a role in describing Salience model. Power may be defined as the capacity of a stakeholder group to express own wishes regarding the choices made by an organisation. “Power is transitory:it can be acquired as well as lost.” (Mitchell, et al., 1997, pp.866). 
Legitimacy evaluates if the acts or demands of stakeholders are desired, suitable, or acceptable within a socially formed system of “norms, values, and beliefs” (Mitchell, et al., 1997, pp.866) . According to MAW legitamcy represents the desired societal benefit and it can be conceived and maintained differently at different levels of society. 
Urgency refers to the extent upon which allegations made by stakeholders need prompt consideration as a result of the criticality and temporal responsiveness of their situations (Raha, et al., 2021,pp.1).

[bookmark: _Toc110292887]3.3.2. Multilateral Stakeholder Salience (MMS) for Stakeholder Analysis:

The figure that may be seen below outlines the numerous sorts of stakeholders that might result from different permutations of the following characteristics: power, legitimacy, and urgency. 
 There are 7 different types of stakeholders: dormant, discretionary, demanding, dominant, dangerous, dependent and definitive. Dormant, discretionary and demanding stakeholders are called “latent”. (Mitchell, et al., 1997,pp.873).  The dominant, dangerous, and dependent stakeholders represent those who anticipate something; they are referred to as "expectant" stakeholders. The defiitive stakeholders are the one that posses all three atributes: power, legitimacy and urgency.The last stake-holder is the non stakeholder, they may not exist now but might become a stakeholder in the future.

The case study includes a number of different stakeholders, all of which are subject to change as a result of the strike. To be more specific, the stakeholders that were there before the strike are not in the same position as they were before the strike. For instance, if the stakeholder was dormant previous to the strike, after the strike they may become expectant stakeholders. The top management, the personnel, and the Union of Royal Mail are examples of internal stakeholders, and the general public of the United Kingdom, small post offices, the government, the media, suppliers, investors and banks are examples of external stakeholders. All of these groups have a stake in Royal Mail and are influencing its operations.
Understanding the importance of different stakeholders is beneficial since it enables businesses to choose how to allocate their limited resources. Therefore, I am going to determine who are the Post Office’s stakeholders. In order to provide a better grasp of the model, I'll contrast the stakeholders before and after the strike.

[bookmark: _Toc110292888]3.3.2.1. Dormant stakeholder:

Power is the crucial characteristic of a dormant stakeholder. They have the authority to enforce their bequests, but don’t have a formal connection with the company, therefore their power is not being put to use and they don’t have an urgent claim. They “have little or no interaction with the firm.” (Mitchell, et al., 1997, pp. 875). Managers need to be aware of them, but there is no requirement for significant communication or engagement on their part. Examples can be the media or the stakeholders that can spend a big amount of money.

Application of dormant stakeholder in case situation:

An example of a dormant stakeholder prior to a strike is the top management, which has great authority but lacks legitimacy and urgency. The dormant stakeholders are  also the personnel. They have a high level of influence inside the organisation but lack legitimacy and urgency. They have the power to effect the organisation, since if they do not do their duties effectively, the Royal Mail will be severely impacted.

After the strike, the dormant stakeholders are changing. The U.K. public and small Post Offices represent the dormant stakeholders , since they still have the power to affect Royal Mail, but they do not demand immediate attention and are not a legal issue.

[bookmark: _Toc110292889]3.3.2.2. Discretionary stakeholders: 

Even if discretionary stakeholders have the quality of legitimacy, they are unable to exert any kind of power over the company and don’t have an urgent claim.

Application of discretionary stakeholder in case situation:

Before and after the strike, the government is an example of a discretionary stakeholder. The government represents the legal authority of the Royal Mail, but lacks the authority or urgency to enforce its will.

[bookmark: _Toc110292890]3.3.2.3. Demanding stakeholders:

Urgency is the single quality that distinguishes a demanding stakeholder from all other types.They have urgent claim, bot no, nor legitimacy, they are being described as ““ mosquitoes buzzing in the ears” of managers” ( (Mitchell, et al., 1997,pp.875).

Application of demanding stakeholder in case situation:

Before the strike, consumers and the media represented the demanding stakeholders. Both dissatisfied customers and the media are vocal and interested in Royal Mail's services.

After the strike, the mass media continues to be a demanding stakeholder, but there are new demanding stakeholders, represented by the top management and government, who are unhappy with the strike and begin to raise questions about the situation.

[bookmark: _Toc110292891]3.3.2.4. Dominant stakeholder- Expectant stakeholder: 

Because of their power and legitimacy, dominant stakeholders are able to exert influence on the firm. Much of the attention that managers pay is directed at dominant stakeholders, as is to be expected.

Application of dominant stakeholder in case situation:

The Gouvernment, banks and the Union are the dominating players prior to the strike, since they have considerable power and legitimacy yet they do not require urgency. 
 
However, following the strike, the Union is no longer a dominating stakeholder; rather, it has become a definitive stakeholder.

[bookmark: _Toc110292892]3.3.2.5. 
[bookmark: _Toc110292893]Dependent stakeholders-Expectant stakeholder: 

A dependent stakeholder is a stakeholder who does not have power but who does have urgent legitimate demands. They are reliant on the power of other stakeholders or management in order to carry out their bequests inside the organisation.

Application of dependent stakeholder in case situation:

The dependent stakeholders are represented by the banks and suppliers.

[bookmark: _Toc110292894]3.3.2.6. Dangerous stakeholders:

“Coersion”( (Mitchell, et al., 1997, pp. 877) is the word that would describe dangerous stakeholders. This category of stakeholders have power and urgency, but lacks legitimacy, making them dangerous.

Application of dangerous stakeholder in case situation:

Prior to the strike,  senior management of Royal Mail served as the representatives of the dangerous stakeholders. As a result of the strike, the workers now represent the most dangerous stakeholders since they are frustrated and require urgency. 

[bookmark: _Toc110292895]3.3.2.7. Definitive stakeholders: 

The definitive stakeholder is the only one that has power, legitimacy and urgency. The managers are under the unequivocal and immediate obligation to address the demand made by the stakeholder and to accord priority.

As a conclusion “ Power and urgency must be attended to if managers are to serve the legal and moral interest of legitimate stakeholders.” (Mitchell, et al., 1997,pp. 882)

Application of definitive stakeholder in case situation:

Prior to the strike, the investors were the definitive  stakeholders. Following the strike, the Union has emerged as the definitive stakeholder.
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Figure 2-Salience Stakeholder (Mitchell, et al., 1997)



[bookmark: _Toc110292896]3.4. Power/Interest Matrix:

A model of environmental scanning was given by Mendelow (1981) within the framework of the stakeholder approach. This model takes into account the dynamic environmental factors as well as the power of the stakeholders in alignment with the organization. The stakeholder model is based on concerns about the effective performance of an organisation, a goal that all viable businesses should aim towards. The power interest matrix is a commonly used technique for conducting a stakeholder analysis. Using the power/interest matrix within organisations, managers may comprehend how stakeholder interactions and interactions with other stakeholders influence the success of the project. This strategy is popular because of its ease of application within participant observation, interviewing, and training classes. It may result in the designation of marginal stakeholders with less influence on and less interest in the issue, who can then be minimized in the study of the issue. 
The capacity of a stakeholder to use their influence in order to accomplish goals that are important to them is the definition of stakeholder power. “Stakeholders have formal, economic and political power” (Tuan Son Nguyen, 2018). Power in the hands of stakeholders has a close relationship with the concepts of “"compromise" and "adaptation.”” (Tuan Son Nguyen, 2018). The degree of power held by a stakeholder may be divided into two distinct categories: high and low.

One definition of stakeholder interests is the desire of each group of stakeholders to have the project choices made in a way that meets the requirements of that group. It is vital for determining and evaluating the perspectives and interests of the stakeholders participating within organisations to have a solid knowledge of the responsibilities, and expectations of stakeholders. 

The Power-Interest matrix is segmented into four different quadrants. 
The stakeholders that have a high level of power as well as a high level of interest are seen as important stakeholders who need a high level of cooperation and involvement. 
The stakeholders who have a high level of power and a low level of interest within the organisation should be reminded that they should continue to direct their high power in the direction that will benefit the organisation the most.
It is important to keep stakeholders who have a low level of power, but a high level of interest updated so they will sustain their high level of interest throughout the organisation but also limiting their control in the decision-making process associated with the organisation.
Stakeholders with low influence or power often do not threaten an organisation and hence demand less attention.

[bookmark: _Toc110292897]4. Thomas-Kilmann conflict model:

”An indidual’s conflict resolution styles can have a large impact on the decision making process of a group.” (Nguyen, et al., 2019,pp.895)
Conceptual models may aid conflict management experts in effectively assessing situational conflict and communicating with clients about their dispute's conditions. (Trippe Blair, 2015) The Thomas and Kilmann model, which was established in 1977 and is also known as the TKI Model, is a tool that is extensively used to assist in evaluating how something could behave in a difficult circumstance. The “Thomas-Kilmann conflict model is a 30-item ipsative, forced-choice” (Beebe, 2007, pp. 265) test that was designed to evaluate an individual's conflict management  approach based on the characteristics of assertiveness and cooperativeness. 
[image: Diagram

Description automatically generated]
Figure 3- (Thomas and Kilmann, 1977)

The term "assertiveness" describes making an effort to meet ones personal concerns, while "cooperativeness" describes making an effort to please the concerns of others. On the assertiveness and cooperativeness axis, there are five modes, also known as ways of resolving differences to fulfil one's own concerns as well as the concerns of others: competing, collaborating, compromising , accomodating and avoiding. (Womack, 1988)

The process of competing implies making an effort to accomplish the other's objectives at the cost of another individual in an assertive and uncooperative way.

Collaborating entails taking into account all of the options that are available. There will be a resolution that satisfies both parties involved in the disagreement. The parties are focusing on their shared interests rather than their divergent points of view.

Finding solutions that are mutually acceptable to both sides and that please both parties to some extent is the goal of compromising. Both sides are prepared to make a concession of some kind in order to achieve, even partly, what it is that they desire. People who compromise their values often do not conceal the existence of the problems; yet, they also do not place a primary focus on the issues. If they proceed in this manner, they may be able to find a solution that benefits both parties.

Accommodating implies that the parties consider that the differences in beliefs and values do not constitute an insurmountable barrier. One side is willing to put the demands of their own party on the wayside in order to prioritise the concerns and priorities of the other side. It is possible for it to take the shape of charitable giving or unselfish generosity.

On the avoiding mode, both parties push the disagreement out of their minds, behave as if it does not exist, and do not make any efforts to find a resolution. It is possible that the disagreement may be resolved at a later time or that a solution will be discovered. Both sides are unconcerned with their own issues as well as those of the other.

[bookmark: _Toc110292898]4.1. Application of the Thomas-Kilmann conflict model:

The Royal Mail case study calls for a solution that involves compromise. To find a resolution, it will be necessary for each side to make certain concessions. The goal is to discover a solution that is quick, effective, mutually acceptable, and somewhat meets both sides. In other words, Royal mail and the Union must lookin for a solution that falls somewhere in the middle.

Management and the Union at Royal Mail need to find a middle ground in order to resolve their differences quickly for the benefit of the company. A compromise may be reached, but it doesn't rule out another strike happening in the future. According to the argument put forward by the compromise mode, everyone chooses their own set of guiding principles prior to getting involved in a conflict situation. This suggests that the management at Royal Mail already knew what would occur if they did not place an emphasis on the welfare of their workers. An further issue is that even if they are successful in resolving the situation right now and do not change their approach to leadership, the workers may go on strike once again if they do not feel motivated to perform their jobs in an efficient manner.

[bookmark: _Toc110292899]5. Resolution:

In this times of crisis, it is more important for Royal Mail to have strong leadership in place, which is why it's important to draw a line between leadership and management. A manager is someone who gets things done right, whereas a leader is someone who gets the right things done. Leaders are accountable for crisis management, while managers focus on goal attainment and resource monitoring via internal communications between subordinates. It is not a financial crisis that should be considered the root and basis of the strike; rather, it is a humanitarian crisis that should be referred to as a leadership crisis. A change in leadership style is necessary in order to end this strike. It is not sufficient to address the crisis by applying the Thomas-Kilmann conflict model to the situation, since the difficulties will only be temporarily resolved in this case. Because the workers lack the legitimacy and power to affect a change in the situation, and because their morale is low, the strike will continue  if the leadership style does not change, and nothing will happen as a result of the strike.
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