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[bookmark: _Toc129683753][bookmark: _Hlk130990011]Introduction 
Power is an important component of organisational behaviour and is crucial to how well companies operate. The capacity to persuade people to take certain actions is referred to as power. Leadership frequently takes on many different forms, including official power, control over resources, information, and experience. Although it can result in disputes and unethical behaviour, the use of power in companies can sometimes be advantageous. As a result, it is vital to assess how power manifests in the organisational setting while taking culture into account. The essential element of organisational behaviour known as culture affects how people perceive and understand power. The rules and values that govern conduct inside an organisation are influenced by its cultural background, which may either help or impede the exercise of power. Moreover, culture may affect how power is distributed within an organisation. While some cultures favour an equal view of power, others place greater emphasis on formal authority and hierarchy. With an emphasis on the function of culture, we will critically assess how power manifests itself in the organisational setting in this report. We'll look at how various cultural settings might affect how power is used and abused in businesses. We will also talk about the impact of power on disputes and unethical behaviour, as well as the role change management plays in solving these problems. In addition, we will discuss Ting-conflict Toomey's resolution model, critically assess the various conflict resolution strategies, and recommend the best strategy for handling disputes in the office.

[bookmark: _Toc129683754]1. Manifestation of power in the organisation 
Power 
A key idea in organisational behaviour is "power," which is the capacity to persuade others to take certain actions. It is frequently described as the ability to lead, control, or affect the conduct of others. Power is frequently associated with organisational performance and can be considered a tool for achieving goals and objectives.
Formal authority: The power a person has as a result of their position within an organisation is known as formal authority. It is the authority to decide how to spend money and how to organise the labour of others.
Control over resources: Possessing resources like money, knowledge, or technology may give one more power. Those who manage crucial resources inside a company may have a lot of power and influence.
Expertise: Power may also be founded on a person's knowledge or competence in a certain field. Specialized knowledge or talents that are prized by the company might give certain people a lot of power over others.
Characteristics: Qualities like charisma, character, and reputation may also be used as sources of power. Those with strong personalities or those who are well-liked by their peers may have a big impact on other people (Acas, 2019). 
Both positive and bad ways of using power are possible in organisations. Inspiring and encouraging workers, promoting creativity and transformation, and attaining corporate objectives are all examples of constructive uses of power. Exploiting and manipulating people, acting unethically, and fostering a poisonous workplace culture are all examples of negative uses of power. It is crucial to remember that in organisations, authority is not always allocated fairly. Power imbalances and disputes can occur when it is centralized in the hands of a small number of people or organisations. To create a supportive and effective work environment, it is crucial to understand the power dynamics inside a company (Oruh and Dibia, 2020). 




Types of Power 
Power may take many different forms in an organisational setting. Having a deeper understanding of different forms of power can aid people in interacting with others and navigating their work situations. Some of the most well-known forms of power include the following:
Coercive Power: This kind of power entails the capacity to punish others for disobedience. Threats or other repercussions may be used by those with coercive authority to persuade others to agree with their requests. Coercive power is used, for instance, when management threatens to dismiss a worker for missing a deadline.
Reward power: The ability to offer incentives or prizes for compliance is known as reward power. Those with the ability to provide rewards may do so to encourage others to live up to their expectations by giving promotions and incentives. Reward power is used, for instance, by a manager who gives bonuses to staff members who surpass their sales goals (Adams and Trenoweth, 2018). 
Legitimate Power: In an organisation, privilege is the power that comes with an official role or duty. This kind of authority frequently rests on the assumption that a person has the authority to decide and issue commands as a result of their standing within the organisation. For instance, a CEO has the legal authority because they are the company's executive in charge.
Expert Power: An individual's expert authority depends on their particular knowledge or abilities. Those with competence in a certain field may be seen as reliable sources of knowledge or counsel, and their judgements may be given a lot of weight within the company. For instance, a software engineer with proficiency in a particular programming language may be a valuable member of their team.
Referent power: It is based on a person's qualities, such as charisma or likeability. Referent power holders may be looked up to or revered by others, and their ideas may be appreciated solely for who they are. A mentor who is well-liked and esteemed by their mentees, for instance, could have referent influence inside their team.

It is essential to remember that the many forms of power can intersect and interact intricately with one another. Many forms of power may increase a person's ability to persuade others and accomplish their objectives. People may develop constructive connections, resolve issues, and accomplish their goals by being aware of the many sorts of power that exist inside an organisation (Akehurst and Alexander, 2021). 

Culture
A group or society's common values, beliefs, attitudes, habits, and activities are referred to as its culture. It is a broad notion that includes how individuals act, feels, and think in a certain social setting. Language, education, socialisation, and customs are just a few of the ways that culture is passed down from one generation to the next. It influences how people see the environment, process data, and communicate with others. The performance and behaviour of an organisation may be significantly impacted by culture. It can influence how workers communicate with one another, see data, and make decisions. To create a supportive and effective work environment, it is crucial to understand the culture of the firm. It can aid people in forming connections, communicating clearly, and achieving objectives they share (Bell and Thompson, 2018).

Impact of culture on Power
Relations of power within an organisational environment can be significantly impacted by culture. The allocation and use of power may be influenced by culture in several ways:
A. National Power: According to Hofstede's cultural dimensions theory, one way that culture may influence power is through national culture. The power gap specifically refers to how much a society's citizens tolerate and anticipate uneven power allocations. People tend to assume that authority lies in the hands of a small number of persons or organisations in high power distance societies, like numerous Asian or African civilizations. In contrast, people in cultures with little power distance, such as those seen in Scandinavian nations, anticipate that power will be allocated more fairly. These cultural variations may have an impact on how power is viewed and used inside international organisations (Cameron and Green, 2019). 
B. Organizational Culture: Organizational culture is another way that culture may influence power relations. Cultural norms and principles can have an impact on the organisational structure, which in turn can have an impact on how power is exercised. For instance, there are several layers of hierarchy and a concentration of authority in tall-structured companies. This may make it harder for lower-level workers to confront individuals in positions of authority and may generate a sense of distance between those at the top as well as the bottom. Instead, organisations with flat structures have fewer layers of hierarchy and a more equal distribution of authority. People may feel more emboldened to speak up and criticise people in positions of authority in a more collaborative and egalitarian atmosphere as a result.

In general, culture may significantly affect how power is distributed within an institution. Individuals may manage power relationships more skilfully and foster a happier and more productive working atmosphere by having a better understanding of the cultural norms and values that influence a group's structure and power dynamics.

[bookmark: _Toc129683755]The conflict between Royal Mail and workers over pay and working conditions 
The battle between management and the Communication Workers Union over salary and working conditions has been one of the primary reasons for tension at Royal Mail in the past 12 months (CWU). In October 2021, the CWU warned that if management didn't accede to its requests for a 15% wage raise and a cut in working hours, they would ballot for a national strike. The union contended that because Royal Mail employees had submitted so much effort during the epidemic, they should get greater pay. Given the challenging marketplace and the necessity to invest in the future of the company, Royal Mail management countered that the demand was unfeasible. The CWU declared a ballot for a strike in November 2021 after many rounds of discussions between the two parties failed to produce an agreement. The Royal Mail staff members were concerned about the possibility of a strike because they thought it may interfere with their work and annoy customers. In December 2021, Royal Mail agreed to a pay raise of 3.7%, which was less than the union's demand but greater than the management's first offer, to end the dispute. In general, the dispute at Royal Mail over compensation and working conditions shows the difficulties confronted by businesses in combining the requirements of their workers with the expectations of the market or shareholders (Bowers, 2018). 
The management of the company and the primary labour union for Royal Mail employees, the Communication Workers Union (CWU), were the main participants in the conflict at Royal Mail. On behalf of its members, the union, which has around 100,000 donors, bargains for wages and working conditions. Given the challenging market conditions and the desire to make investments in the organization's future, Royal Mail management said that the request was unfeasible. The agency now faces increasing competition from other transportation options, a decrease in demand for traditional mail services, and rising costs due to the epidemic. Moreover, they claimed that they'd previously made several accommodations, including a £200 benefit charge for each employee. The conflict brought to light the difficulties firms have in reconciling the needs of their employees with those of the market and shareholders. It also highlighted how crucial other unions are to promoting workers' interests and bargaining on their behalf with bosses. The struggle was settled via discussion and compromise, demonstrating the value of trade unions in settling disagreements in administrative centres. The problem could only be resolved with the union and the firm having effective communication. To arrive at a decision that pleased both parties, both sides are required to comprehend one another's viewpoints and cooperate. The fact that the issue was resolved via discussion and compromise illustrated how crucial effective communication is for resolving conflicts in the workplace (Brignall, 2021), 
[bookmark: _Toc129683756]Change management theory 
The study of change management theory is devoted to comprehending and controlling the process of change inside companies. Helping businesses adapt to changing situations, whether they are internal or external such as changes in the market or technology) or both (such as changes in organisational structure or culture), is the aim of change management. Organizations may reduce disruption, preserve productivity, and accomplish their strategic goals with the aid of effective change management. Developed by Frederick Winslow Taylor in the early 20th century, scientific management theory is a management philosophy that places a strong emphasis on the scientific study of work processes to increase effectiveness and productivity. Taylor thought that the best approach to managing employees was to use scientific methods to analyse the nature of labour and break down activities into their component pieces to determine the most effective method for finishing each activity. Taylor thought that managers might find inefficiencies and create more efficient working practices by researching work techniques in this way. Taylor's theory of scientific management had a significant impact on how firms were run, and it still has a significant impact on how leadership is done now. It has, however, also drawn criticism for its narrow concentration on production and efficiency at the cost of other crucial elements like worker happiness and innovation. On the other hand, Kotler's Change Management Model is a contemporary change management theory that concentrates on the procedure for managing change inside businesses. This paradigm, created by marketing guru Philip Kotler, outlines eight processes for effective transformation (CIPD, 2018). 
Scientific management theory for managers - Using scientific management theory might provide managers with a useful foundation for spotting inefficiencies and areas for improvement in the Royal Mail conflict. Managers might find opportunities for improvement by undertaking a thorough analysis of work procedures, which could assist to solve some of the issues brought up by the employees' union. Managers may, for instance, examine the numerous procedures that go into handling and delivering mail to find those that could be reduced or removed to boost productivity. Companies might also try to find methods to standardise processes and cut back on mistakes, which could raise overall service quality while lowering costs.  There are benefits and drawbacks to using the scientific management philosophy to resolve the Royal Mail dispute. On the one hand, this approach places a strong emphasis on researching work processes scientifically to increase productivity and efficiency. By scrutinising each stage of the work process, managers might potentially spot inefficiencies and possibilities for improvement. In doing so, management may boost productivity, save expenses, and enhance quality assurance, all of which could help to solve some of the issues mentioned by the employees' union. Also, using defined processes to complete each operation might increase productivity by reducing mistakes and increasing efficiency (CWU, 2019). 

When used to analyse the Royal Mail dispute, the scientific management theory has several drawbacks that must be taken into consideration. The idea is firstly attacked for its limited concentration on production and efficiency at the expense of many other crucial elements like employee happiness and innovation. Thus, it may not be enough to just optimise working procedures without taking into account bigger issues. Second, the scientific management theory bases its conclusions on the idea that there is a single, "optimal way" to carry out each activity, which may not always be the case in actuality. There may be several methods to complete each assignment in the Royal Mail conflict, each with its benefits and drawbacks. The theory does not offer a plan for weighing the pros and cons of these many strategies. Lastly, the complexity and diversity of human behaviour may not be taken into account by scientific management theory. The best technique to do any task may change depending on the motives, preferences, degrees of expertise, and experience of managers and employees. The theory does not offer a framework for dealing with this variability, which means it could be missing key details that are pertinent to the Royal Mail dispute. Hence, a more balanced strategy that takes into account the requirements of management and employees as well as the larger context of the organisation would be required to manage the Royal Mail issue efficiently. By applying these ideas, managers might increase buy-in and acceptance for the adjustments needed to end the dispute while also guaranteeing that those adjustments are successfully carried out and maintained over time. Using the theory of scientific management and other change management models might provide managers with useful frameworks and tools for resolving the Royal Mail problem (De Ruyter and Lock, 2018). 

Kotler’s change management model for employees
Using Kotler's theory can aid in managing change at the Royal Mail, which has faced substantial problems over the years while reducing conflict and including staff in the change process. Kotler's change management philosophy heavily relies on effective communication. With top-level decisions and a lack of operational openness, the Royal Mail has been highlighted as having a serious problem with staff communication. It's crucial to explain the change's justification to employees and include them in the decision-making procedure to manage change efficiently and reduce conflict. Employee engagement and investment in the process of change are higher when there is open and transparent communication, which lowers the likelihood of conflict. Kotler's philosophy also emphasises the importance of leadership. Building trust with staff members, being accessible to them, and offering assistance are all important components of effective leadership in times of transition. The Royal Mail's leadership has come under fire for not being transparent and not wanting to interact with the workforce. Leaders may strengthen their bonds with staff members and promote a more positive change culture by embracing a more participatory and collaborative leadership style. A crucial component of Kotler's idea is employee participation. Building trust, lowering resistance, and boosting buy-in may all be achieved by including staff members in the process of change. Employees at the Royal Mail frequently felt excluded from and cut off from decision-making processes. Workers have a greater chance to feel valued and invested in the change's success if they are involved in its preparation and execution. The Kotler hypothesis also highlights the significance of offering employees the right kind of training and assistance as they go through the process of transformation. In the case of the Royal Mail, this can entail offering assistance to staff members who may be adversely affected by the transition as well as training on new technology or procedures. Employee confidence and readiness to handle the change will likely increase with the provision of the appropriate tools and assistance, lowering the likelihood of conflict (Department for Business, Energy and Industrial Strategy, 2020). 

Create a feeling of urgency: Leaders must create a sense of immediacy and inform staff members about the necessity of change to manage change at the Royal Mail efficiently. This can entail discussing the obstacles the organisation faces and the possible advantages of change.
Create a strong coalition: Leaders should assemble a group of workers who are dedicated to bring change inside the company. This coalition should be made up of people who can lead the change initiative and have a variety of viewpoints and abilities.
Develop a change-oriented vision: The coalition should assist leaders in developing a compelling plan for the Royal Mail. This vision ought to be shared with every employee and ought to provide the change effort with a clear direction.
Share the vision: The effectiveness of transformation projects at the Royal Mail depends on effective communication. Leaders should routinely share the change's vision using several mediums, including town hall meetings, publications, and one-on-one conversations (Financial Times, 2018). 
Empower others to act on the vision: Leaders should give their team members the tools and encouragement they need to carry out the change. This might entail developing new roles and duties that are in line with the vision or offering training on new procedures or technology.
Generate short-term victories: To keep staff members motivated and involved in the change process, it is crucial to establish quick victories and celebrate them along the way. 
Consolidate successes and continue driving change: Once quick victories have been attained, executives should endeavour to maintain these achievements and keep bringing about change inside the company. This can entail expanding effective projects or looking into potential new avenues for change.
Integrate novel strategies into the organisational culture: Lastly, executives need to make an effort to integrate new habits and ideas into the Royal Mail's culture. It could also entail incorporating new behaviours into systems for performance management or developing new regulations and processes that support the transformation vision.

Although Kotler's theory of change management offers an effective framework for handling change in businesses, there are several drawbacks to take into account when using it to manage conflict inside the Royal Mail and other organisations. As there are several divisions and roles within the Royal Mail, adopting change may be a difficult and complex process. Although Kotler's theory offers a basic structure for handling change, it might not take into consideration the particular complexity of a given company or the change efforts it is implementing. The lengthy history and cultural legacies of the Royal Mail might affect how well Kotler's approach works. The organisation has historically had considerable disputes and difficulties, which may have an effect on how personnel perceive and react to change initiatives. These historical and cultural elements might not be fully taken into account by Kotler's approach, which would restrict its usefulness (Gollan and Patmore, 2018). 

[bookmark: _Toc129683757]3. Reflecting on Ting-Toomey (1999) Conflict resolution model
The definition of the face generally refers to how we want other human beings to peer and treat us as well as how we behave toward them about their expectancies for her social self-concept. Face-saving and face-honouring selections are always being made with the aid of human beings in interpersonal, expert, and worldwide conditions at some stage in everyday encounters. Facework, in place of a face, which is the asserted feeling of interactional identity in a given situation, is the change of phrases and nonverbal actions that shield or preserve one's own, every other's, or both parties' faces. Many viewpoints in a contentious relationship can result from studying to deal with opposed intercultural facework skilfully. A factor of popular pass-cultural competency is intercultural face-to-face verbal exchange capability. The development of the war face-negotiation principle, as well as its fundamental premises and conditions, are discussed in detail in this access. Then it is going on to speak about the key thoughts and assisting research proof earlier than concluding with a verbal exchange approximately intercultural facework competence and its significance for the bigger issue of intercultural competence. Unique societies' reactions to conflicts are formed by the cultural diversity inside the community. Maintaining a face that is congruent with their traditions is supported by the notion. The face is nothing more than an identity and a public representation of the persona we maintain in society. People exhibit a mindset that is acceptable to them because of how one's face reflects themselves in society. While negotiating, there are several things to consider. Situations may be more important than one's own or others' faces. Understanding the value of one's face and how important it is to keep one's face can help one to better relate to others (Kotter, 2019). 

People from collectivist cultures tend to avoid or integrate into conflict whereas more individualistic people dominate it to maintain their independence in society. Another factor in negotiating face is the status within the community, which produces electricity. Humans are born into a specific status quo in a collectivist society, and their uniqueness is less important. People must earn the right to remain in a more autonomous society. The type of lifestyle a person leads is a crucial factor in how they behave. The person adopts this mindset as his default setting beginning in adolescence. The person adopts this mindset as his default setting beginning in adolescence. The way a person fights differs depending on their culture, and when they interact with others, they often mirror their own culture. Typically, the struggle forms are classified by two elements. People from individualistic cultures make an effort to maintain their public personas, whereas those from collectivist societies maintain their public personas for the good of the society. Western countries have an individualistic lifestyle that is heavily researched and supported (sell individual autonomy, duty, and accomplishment). Whereas Japanese societies value community and have a collective or group subculture. Yet, there are cultures in those nations that adhere to various traditions, such as individualistic culture or communal traditions in the other direction. So, the generalisation used in cultural categorization is not applicable in this situation (Kuipers et. al, 2019). 
Application of model 
The Ting-Toomey intercultural communication model offers a helpful framework for comprehending and dealing with conflict brought on by cultural differences inside the Royal Mail. The model stresses how crucial it is to take cultural context, face-negotiation theory, and communications skills into account while speaking across cultures. The cultural context in the context of the Royal Mail issue refers to the distinctions in communication methods, worldviews, and moral principles among staff, management, and unions. These distinctions may cause misinterpretations and disputes that obstruct productive cooperation and communication. It is crucial to comprehend and accept these cultural variations to improve communication and lower the likelihood of conflict. To understand better each other's cultural viewpoints and communication styles, may entail undertaking culture assessments and training for workers and stakeholders. The face-negotiation theory element of the paradigm highlights how crucial it is to identify and accept face-saving practices in cross-cultural communication. Employees and stakeholders in the Royal Mail dispute may be driven to keep a straight face by avoiding confrontation or stating their demands and preferences. This may result in misconceptions and a communication breakdown. Building trust and facilitating agreement are both feasible when people acknowledge and respect one another's needs and preferences. This can entail acknowledging one another's worries and identifying workable solutions. The model's communication skills component stresses the many methods and tactics that may be applied to enhance cross-cultural communication (Marchington and Wilkinson, 2018). 

This covers both oral and nonverbal communication abilities, such as active listening, empathetic expression, and adjusting communication approaches to various cultural circumstances. Enhancing communication abilities can aid in the Royal Postal conflict by lowering misinterpretations and fostering better cooperation between workers and stakeholders. This can entail offering management and staff communication coaching and training. The Ting-Toomey model, as a whole, offers a thorough framework for handling intercultural conflict in the Royal Postal issue. It is feasible to enhance communication and cooperation, lessen conflict, and arrive at mutually beneficial solutions by taking cultural context, face-negotiation theory, and communication skills into account. It's vital to remember that the Ting-Toomey model also highlights the importance of awareness of oneself in intercultural in addition to the previously mentioned aspects. Stakeholders and employees alike need to be conscious of their cultural prejudices, presumptions, and communication preferences. They will be better able to appreciate the cultural variations of others and adjust their communication style to suit their requirements and those of others. Through self-reflection, cultural education, and outside input, one can acquire self-awareness (Noe et. al, 2017).

The model also emphasises the part power dynamics play in cross-cultural communication. Conflict and miscommunication can result from power disparities between various cultural groups. Power disparities between employees, managers, and unions may exist in the Royal Mail conflict, which may affect coordination and communication. Power dynamics must be acknowledged and dealt with to improve cross-cultural communication and decrease conflict. The Ting-Toomey approach also highlights the value of developing connections and trust while communicating across cultural boundaries. The development of links between various cultural groups can aid in fostering an atmosphere of mutual respect and understanding. Effective interaction and cooperation require trust, especially when there is conflict or dispute. Through social gatherings, cross-cultural communication classes, and team-building exercises, connections and trust may be built. The Ting-Toomey model offers a thorough framework for handling intercultural conflict in the Royal Postal problem, to sum up. While bridging cultural gaps, it's crucial to keep in mind issues like self-awareness, power dynamics, relationship development, and trust. The Ting-Toomey model's concepts may be used to enhance communication, lessen conflict, and produce results that benefit both parties (Royal Mail Group, 2021). 

To use the Ting-Toomey model effectively, one must first determine the underlying requirements and interests of both parties. The managers of Royal Mail could place a higher priority on the company's financial stability than the employees might place on a fair wage and a pleasant working environment. Before seeking to remedy the issue, it is vital to comprehend their interests and wants.
· Recognizing the social and cultural backgrounds of both parties is the next stage. Recognizing the various cultural and socioeconomic backgrounds of Royal Mail's management and staff is crucial. This may involve variations in communication methods, conflict resolution techniques, and perspectives on the problem.
· Using active listening and empathic communication is the third phase. For both sides to share their worries and viewpoints, a safe and encouraging environment must be created. Managers and staff at Royal Mail should listen actively to each other's problems and show empathy for one another's sentiments. This may foster open and productive conversation while also promoting trust.
· The fourth phase is to look for areas of agreement. Together, managers and staff members should search for points of agreement or common ground. For Royal Mail, this may entail resolving the disagreement through the implementation of a performance-based compensation system or bettering the working conditions. Finding a solution that satisfies the requirements of both sides is crucial.
· Compromise and negotiation are the fifth and final steps. If there are still regions of contention, managers and staff members should compromise and develop a solution to fulfil everyone's interests. When it comes to Royal Mail, this may include debating several choices and coming up with a decision that is agreeable to all sides. The negotiation must be approached with a cooperative and problem-solving perspective.
· The last stage is to follow up and keep an eye on things. Once a solution is identified, it's crucial to follow up and keep an eye on the situation to make sure that everyone is happy and that the issue has been fixed. In the instance of Royal Mail, this may entail calling routine meetings to talk about potential problems and make any required changes to the solution.

Ultimately, in organisations like Royal Mail, the Ting-Toomey model may be a helpful tool for settling disputes between supervisors and staff members on salary and working conditions. This paradigm can aid in fostering good communication, comprehension, and teamwork to foster a positive and effective work environment.
Alternative models 
As was previously indicated, there are other models besides the Ting-Toomey model that may be used to settle disagreements between managers and workers about wages and working conditions. To select the most effective model for a given dispute, it is crucial to understand these models, as well as their strengths and shortcomings.
· The Interest-Based Relational Approach is a strategy that places a strong emphasis on preserving goodwill among the parties to a dispute. This strategy is centred on determining the underlying requirements and interests of both parties to establish win-win solutions. When maintaining the connection between the participants is crucial and a top priority, this technique works effectively.
· Another alternate paradigm is mediation, in which an unbiased third party assists the parties in communicating and negotiating through mediation. The mediator does not make judgements; rather, they assist the parties in coming to a compromise that satisfies their respective interests. This strategy is helpful when the disagreement is increasing and the people involved are unable to communicate properly.
· A methodology that emphasizes both teamwork and problem-solving is called the Collaborative Problem-Solving Approach. It entails recognising the issue, producing solutions, and ultimately deciding on the best one through reaching a consensus. When both sides are eager to collaborate and come to a mutually acceptable conclusion, this paradigm performs effectively.
· Another option is arbitration, in which a neutral third party resolves the dispute in a legally binding manner. When other methods of dispute settlement, such as talks, have failed, this method is usually adopted. When the parties to a problem are unable to resolve it on their own and require a choice to be made for them, this approach might be helpful.
· The Human Resources Strategy also emphasises using corporate policies and processes to resolve problems. Using existing policies and processes will be used in this strategy to resolve the problem and avoid others in the future. When a dispute involves firm rules and processes and may be settled according to established processes, this model is helpful (Sorge and van Witteloostuijn, 2018). 

It's critical to realise that each paradigm has advantages and disadvantages and may or may not be the best option given the particulars of the issue. To successfully settle the issue, it is essential to take into account all viable possibilities and select the paradigm that is most suited for the particular circumstance.

[bookmark: _Toc129683758]Conclusion 
In conclusion, power presents itself in organisational environments in a variety of ways, and culture significantly influences power dynamics. Power imbalances may be reinforced or challenged by culture, which shapes the values, ideas, and attitudes that guide how people wield their power inside companies. Businesses that value diversity, open communication, and openness are more inclined to empower staff members and lessen power disparities. In the dispute over salary and working conditions at Royal Mail, there are clear power disparities between management and employees. The firm's management has a lot of influence on the workers, and the company culture seems to put profit before employee’s wellbeing. Employee demands for improved treatment and more equal remuneration have led to disputes over wages and working conditions. Change management theories can offer important insights into how to handle disputes in corporate contexts. Kotler and scientific change Management Model is a change management theory that may be helpful in the instance of Royal Mail. This approach places a focus on how crucial it is to involve staff members in the change process and foster a sense of responsibility for the changes. Last but not least, the Ting-Toomey Conflict Resolution Model offers a helpful framework for examining various conflict resolution strategies along with other models. The best method for resolving the problem at Royal Mail may be a collaborative strategy that involves including employees in decision-making and creating a win-win resolution.
[bookmark: _Toc129683759]Recommendations
· Royal Mail management has to be more forthcoming about the company's financial status and listen to its staff members' concerns. This might promote a sense of cooperation and trust between management and employees.
· Management needs to take action to tackle the particular issues of employees, such as bettering working conditions, raising wages, and offering better benefits. To identify the main issues and create a strategy to address them, which may entail interviews and surveys or focus groups.
· Royal Mail should provide workers with the chance to participate in decision-making, for instance by having them represented on corporate committees. This might encourage a more cooperative work atmosphere and give employees a sense of empowerment and ownership.
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