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[bookmark: _Toc130323262]Introduction 
There are various type of changes in the workplace and every organisation trying every possible ways to deal with the changes. In the workplace, different people are working together, and the power is divided accordingly. Power plays an important role in the organisation because it helps in guiding, formulating ideas and effectively executing the ideas. The report will provide information regarding the manifestation of power in the organisational context with consideration to the role of culture. Here it will define power and the type of power. Further, it will also provide information regarding the culture and its impact on the national power and organisational culture. After this, the report will provide information regarding the workplace conflict over the last 12 months and then identify the cause of conflicts after this, it will also discuss the “changes management theory”. Here a conflict will be selected and explained and then discuss the change management theory and its impact. Further, the report will also reflect upon the “Ting-Toomey 1999 conflict resolution model” and suggest an appropriate approach to resolve the conflicts. After this, it will also provide information regarding the application of the model. 

[bookmark: _Toc130323263]“Critically evaluate how power is manifested in an organisation context taking into consideration the role of culture”.
Culture differs in the levels of distance and power and people with high powers distances justify the inequality within the communities while the people with low power are in the verge to maintain the equality.
Power is the capability to influence or control the behaviours of others. It can be effective if it is used in the proper manner and helps to bring changes in nations or societies. For instance, Jeff Bezos, owner of Amazon, has brought a revolution in the e-commerce sector. His visionary and transformational power has helped him to be the most influential person in the world. Bezos has made shopping more convenient through features such as one-click ordering, and online delivery and has made shopping easier and faster than ever. Amazon completely changed the shopping pattern and reading experiences of millions of people across the world (Zhang and Liu, 2022). From Books, Bezos moved on to online business through which goods can be sold online and shipped easily. Power has both positive and negative consequences and it must be used for the well-being of mankind. When power is used in the proper manner through means of ethical and moral values it assists to bring transformation in the business world. Hence, firms must understand its importance and use it for the benefit of all. Expert power comes when the individual has in-depth knowledge and expertise in a specific field. If the person is an expert or experienced, people will naturally come to benefit from the knowledge. Expert power helps to influence diverse persons across the firms. For instance, Bill Gates, owner of Microsoft, is an example of expert power. Through his skills and knowledge, Bill Gates has expanded the business and has founded the Microsoft. It is the most critical software of modern computers. Legitimate power comes from the official position held by the individual in an organisation, bureaucracy, or government.  Duration of power is for a short time as a person can hold power for a limited period for instance Manager, CEO, or HR of the firm. Rewards power comes when the individual offers benefits or rewards within the organisation, different types of rewards such as incentives, bonuses, and promotions help to influence employee behaviour in the organisation. In Coercive power comprises the usage of threats to make the individual what one desire. In the organisational pattern, it refers to threats, warnings, firing, and demotions are some of the basic examples of Coercive power. 
Organisational culture is the underlying beliefs and culture of business firms. It refers to the values, attitudes and behaviours which characterise and contribute to the organisation's environment. It is distinct for every business firm and impacts the overall productivity of the firms. Healthy organisational culture with ethical and moral values is necessary for the efficient functioning of business firms. If the culture is healthy and values the work of employees, it will result in a healthy power. An organisation that appropriately uses the power and utilises it for the efficiency of firms will result in an effective organisational culture. Diverse factors such as equality, diversity, respect towards employee performance, and effective policies help to maintain a healthy organisational culture. For instance, Google is well known for being an excellent employer and offers a wide range of benefits to its employees. Its “Corporate culture” is the treasure of perks and facilities. Benefits such as vacation employees, cash bonuses, employee recognition and friendly culture are present at Google (Bastardoz and Day, 2022). It helps to get the mutual cooperation and support from the employs respectively. Moreover, it has also increased the employee retention and engagement in firms.
Hierarchy culture is the type of corporate culture in which the decisions are carried out from top to bottom and a strict structure is followed. Such cultures have followed for centuries and are still popular among firms that prioritise traditional roles and responsibilities. It depends on the formal chain of command in which the decisions are passed from one step to another. Such systems assist to maintain orders and productivity by ensuring that tasks get completed in a quick manner and in accordance with the plan. It assists the senior employees to oversee the functions through the control of the management. Organisational structure either flat or hierarchical has critical impacts on the business firms. However, flat culture has less middle management and it assists whole firms to function smoothly. It assists to increase efficiency as well as “flat structure” can minimise the budget by cutting middle employees and minimise the communication risks (Hambleton et al., 2022). Hierarchy structure is also referred to as the “Tall structure” and it is characterised by the large numbers of layers among the top and working employees of the firms. Such structure is common in public and private sector business firms. Effective organisational is necessary to carry out the business in an effective manner. Heathy organisational culture helps to increase the employee engagement and retention to firms. Some of the benefits of the Hierarchy organisational culture are as follows.
· Hierarchy organisational culture tends to emphasise the strong internal focus and assist to establish the company code of conduct and maintain the ethics and values within the firms. Each of the departments works in a cooperative pattern that in turn increases the firm's efficiency.
· Through hierarchical structure, clear communication is established and helps in the effective flow of information within firms. Employees in the lower management levels receive their orders from the direct supervisor and the “direct supervisor” is responsible for the interpretation of orders from upper levels of management. Similarly, through different layers of management, it is easier to carry out diverse responsibilities of firms.
· In the hierarchical structure, different managers are responsible for actions or decisions undertaken and it impacts the overall activities of the business. Each manager is accountable to carry out their functions that establish a clear line of authority among firms. 
Hierarchy creates the authority and unity within the business firms and it assist the employees to have the proper understanding of their responsibilities within the firms. Moreover, as there are different layers of management the employees can get the guidance and support from leaders. Moreover, it allows the experts to showcase their skills and capabilities in the work process. Each of the individual can use their skills and aptitudes to work for the vision and mission of firms. 
[bookmark: _Toc130323264] “Reflecting on any workplace conflict over the last 12 months, identify the cause of conflict and critically discuss a change management theory”.  
Asda, one of the leading supermarkets in the UK has been involved in new workplace conflicts. The new “Flexible contract” will leave over 2500 floors employees. Asda is owned by the American retailer Walmart and reported that the majority of employees have signed the contract. A protest has taken place outside the 12 stores of Asda from the “Brighton to Glasgow". An employee of Asda reported that they would lose 400 pounds and 8 holidays if they signed the new contract (Oglu Karimli and Oglu Baghirov, 2020). Similarly, the other staff that has been working for long periods reported that they would lose their job if they will not sign the contract. The regional organiser reported that the new contracts would mean that staff lose paid breaks, absence of work bank holidays and so on. It has resulted in major conflicts within Asda that have affected its overall business process. Holt among the members of Asda reported that he was working for 10 years, and it is an "absolute disgrace” the workers are told to sign off the contract within 2 November or either they would lose their jobs.
Management theories are the suggested management approaches that enable business firms to better understand and approach management (Al-Nwaiqah, 2020). Management theories are the general guidelines or principles which guide the managers for the management of the firms. There are different types of management theories such as Classical, Behavioural and Modern management theories. Classical management theories evaluate that employees have their physical and financial needs and suggest the specialisation of labour. These theories suggest centralised leadership and decision-making and focus on the efficiency of firms (Cooper, 2019). Administrative management theory and Scientific management theories come under this.  Administrative management theory was first introduced by Henri Fayol. He suggested the 14 policies for the effective utilisation of the management which are as follows. Division of Work: Assign each employee a task that they can become proficient at. Productivity increases as employees become more skilled, assured, and efficient. Authority: Managers must possess the authority to give orders and recognize that with authority comes responsibility. As well as rank, Fayol argues that a manager's intelligence, experience, and values should command respect. Discipline: Discipline is a crucial part of firms, and it assists to run the management in a systematic pattern. Each of the members or employees of a firm must be disciplined and abide by the rules or policies of the firm. Strict actions must be undertaken that violate the policies of firms. Discipline acts as a guideline for firms and none of the businesses succeeds without proper discipline. Unity of command: Unity of command suggests that each staff must receive orders from one boss only and more than one superior must not give orders to employees. It assists to establish a clear line of communication and relationship with employees. Leaders can easily understand the opinions of team members and help to resolve conflicts in the proper manner. It assists to control unnecessary conflicts within the firms. Unity of Direction: Teams with the same objective should be working under the direction of one manager, using one plan. That, Fayol wrote, "is the condition essential to unity of action, coordination of strength and focusing of effort." Collective Interest Over Individual Interest: Individuals should pursue team interests over personal ones – including managers. Remuneration: It implies that the workforce of the firms must be paid fair wages for their services. It assists to satisfy diverse needs such as Physiological needs, Safety needs and so on. Moreover, it acts as motivation for the employees so that they can carry out the business in the proper manner (Morillo-Flores et al., 2020). The skills and experiences of employees must be valued. Centralization: Balancing centralized decision making (from the top) with letting employees make decisions. Or as Fayol wrote, "A place for everyone and everyone in his place." Scalar Chain: Employees should know where they stand in the organization's hierarchy and who to speak to within a chain of command. Fayol suggested the now-familiar organization chart as a way for employees to see this structure clearly.  Order: There must be effective guidelines or policies so that firms can function in a systematic manner. Similarly, a healthy working environment must be followed in which all the organisational members can function effectively. Healthy working culture is necessary for the effective functioning of firms and to carry out the business in an effective pattern. It will help to get cooperation and support from different organisational members. Hence, managers must formulate effective policies for the proper functioning of the firm. Equity: Equality and diversity are the critical aspects of the firms and organisations must maintain equality throughout the firms. Each of the firm's members must be offered equal opportunities and favouritism must not be practised. The efforts and hard work of every employee are valued and respected. Until and unless a healthy working culture is maintained it is challenging for the firms to carry out their business functions. Stability of Tenure of Personnel: Organizations should minimize staff turnover and role changes to maximize efficiency. If people are secure and good at their jobs, they are happier and more productive. Initiative: Employees should be encouraged to develop and carry out plans for improvement. As Fayol wrote, "At all levels of the organizational ladder, zeal and energy on the part of employees are augmented by initiative." Esprit de Corps: Organizations should strive to promote team spirit, unity, and morale.
Managing has become the most critical part of business firms. It is necessary to fulfil the aims and objectives of firms. Managers being a vital part of business firms are to handle the diverse activities within the firms. They must manage the overall functions of the business in a systematic and organised pattern. Hence, managers must value their roles and responsibilities in the modern business world. As managers must carry out managerial functions such as organising, planning, leading, staffing and so on. Administrative management theory can be applied to all levels of management. Administrative management theory evaluates the managerial effectiveness in diverse business functions such as administration, planning, organisational leadership and HRM of the business firms. Firstly, the theory deals with solving problems that emerge through the course of setting the aims and objectives of firms. It provides the 14 principles through which managers can carry out business functions. Each step provides the guidelines for the proper administration of firms (Heilman and Sementelli, 2020). Administration theory lays down the policies and procedures through which managers can function in an effective manner. Mainly there are 3 objectives of management. Firstly, it ensures the firm’s targets and goals are met with the least cost and waste. Secondly, it suggests the welfare of employees and the safety of employees (Zhang and Yee, 2022). Thirdly, it deals with the organisation resources including the human resources of firms. Managers are responsible for carrying out diverse roles and responsibilities within the firms. According to management theory, managers have to formulate rules or policies for the proper functioning of firms.
Through his overall experiences, Fayol has formulated 14 policies of general management to guide the managers. The theory is based on how the organisation's management must communicate with the employees. Fayol’s theory which is considered applicable is utilised in the proper management of firms. Fayol focused on the manager's role and that they must have the skills and aptitudes for the management of people and resources. Diverse qualities are educational, through which the managers must have sound knowledge and understanding of management. Through means of proper education, managers can carry out their roles and responsibilities within the firms. Secondly, managers must have good experiences regarding the roles and responsibilities and must attain excel to carry out the managerial functions. To be an effective manager it is necessary to have good knowledge and experience in the job. Thirdly, managers must possess moral qualities such as sincerity, accountability, and ethical values so that they can carry out their roles and responsibilities in the proper manner. Managers are required to be accountable for their roles and responsibilities within the firms.
Limitations:  Administrative theory doesn't give much importance to the employees' issues, and it usually focuses on the management of the firms. It has provided diverse guidelines for the effective functioning of the management and doesn't focus on the structure and process of firms. It has also not given the proper importance to human behavioural aspects of the firms.  
Lewin change model:  Changes are vital factors for bringing transformation or changes within business firms. In the competitive business environment have to adapt to the changing business environment and must adapt to the changing business pattern. Business firms that handle the process of change will thrive well and can take the benefits of the competitive business environment. Concepts of change are familiar in the changing business nature. But how the organisation manages the change process is dependent on its business culture and its biomes environment. Among the diverse change management model for the management of organisational change is formulated by Kurt Lewin in the 1940s. It comprises diverse stages such as Unfreeze, Change and Refreeze. 
Unfreeze is the 1st step in change management models that prepares the firms that change is necessary. It can be said that it is the preparation stage for the change management process. The first phase of the change management process is challenging (Islam, 2023). Communication is critical to carry out change process in an effective pattern. Different stakeholders of the firms must be properly communicated and coordinated regarding the benefits and importance of the change process. Stakeholders must understand that change is vital for the efficiency of firms. Each of the members must have the proper knowledge and understanding of the change process respectively. Leaders must actively involve in the change management process and communicate and cooperate with members to carry out the change process. 
Change is second phase in which the change is accepted, and members are following change pattern. Members begin to involve in the process of the change and work through the process of the change. The transition from the unfreeze to changes does not take place overnight and it takes a long phase to fully accept the change (Rosdiana and Aslami, 2022). As the members have to come out of the older pattern of management it is challenging for them to accept the new process. Hence, each of the members must understand the benefits of the new change process that the organisation is incorporated. Organisational leaders act in a critical role to communicate and lead the process of change. 
Refreeze is the phase when the changes are taking shape and people have embraced the new process of working. The signs of the refreeze are a stable organisation chart, Consistent job description and changes in organisational culture.  Effective leadership and communication are necessary, and the organisation must motivate the members to carry out the change process. Strategies such as the Reward system, Feedback, and leadership support are vital to lead the process of change in a proper manner. As changes bring the transformation in business culture of the organisation is also changed (Agazu et al., 2022). Organisation must maintain and follow the healthy organisational culture so that people adapt to new environment. Proper communication and cooperative working culture helps to maintain healthy organisational culture. Individual support and cooperation are necessary to lead the change process properly. As the change is accepted in this phase it is necessary to offer continuous support and motivation to the members of the firms so that they can continue to adapt to the change process. It is also necessary so that the members don't shift to the older pattern. 
Lewin's change management model is easier to apply and implement in business firms and it is easily applicable. It only requires a few steps that can be carried out within a short time period. Moreover, it follows an effective approach that doesn't affect the continuity of the business and the ongoing business can easily apply the process. However, it has limitations too which are summarised as follows:
· The main limitation of this theory is the insecurity among the staff as the employees tend to worry about their performance if they hear about new changes (Bernardino, and Tan, 2022). It produces doubts in the mind of the employees that affect their performance. 
· The second main disadvantage of this theory is that it needs a huge time and settling down to the new change process. As the changes take place to occur consistently in the challenging business environment the firms might not have the time for a modification. 
[bookmark: _Toc130323265]“Reflecting on Ting-Toomey's (1999) conflict resolution model, critically evaluate the different conflict resolution approaches and suggest the appropriate approach for resolving the conflict”.
The theory of conflict resolution model has been created by Stella Ting- Toomey and was started to be developed in the year 1985. The theory is also often called the face negotiations theory. The theory was originally proposed in the year 1978 and is focused on the concept of individuals from a variety of cultures manage to different situations related to disagreement and rapport. Ting-Toomey’s Theory simply suggests that self-image can be understood as a universal phenomenon, and it is stats from every culture and exists as well. For example, the theory explains that if an individual is threatened or feel threatens then there will always be a core spinning reaction of emotion which will be displayed in the face. The reaction can be imagined as well as recognised as well which can be simply used as a negotiation tool as well (Us and Models, 2019). There are 7 specific assumptions made within this theory which are based on the facial expressions of an individual as per the different situations created. On the other hand, there are 5 different themes as well which were introduced in the year 2005. The five different concepts are orientation, movement, interaction, conflict and lastly content.  
The theory can be applied or primarily applicable in terms of face negotiation as well as whenever there are any kind of intercultural conflict that might occur.  The different conflicts might be personal as well as professional conflicts as well. The main basis of this theory is the idea of the desire to be mindful in terms of the needs of other people. It can also be applied within the different sales practices within an organisation which helps the salesperson in being able to determine whether the proposal is positive or negative to the customer. On the other hand, the application of this model can also be done where any kind of nonverbal communication can simply help the person in negotiation or communicating through facial expressions (Ting-Toomey and Oetzel, 2020). Despite being so useful that it helps in preventing conflicts with the help of facial expressions, it may be a negative reaction as well which might be mistaken as a positive response and create a much big conflict than before. Even the varieties of levels are there within this model which is all facial expression based which might create discussions in terms of emphasising the different facial expressions. 
[bookmark: _Toc130323266]“Apply the model, how will this model help you to solve the conflict”.
“Ting-Toomey 1999” in this conflict resolution model refers that facial interaction is important in avoiding conflict or resolving the conflict between the people in the organisation (Lugrin and Rehm, 2021). This theory focuses on managing their disagreement and rapport. Organisations can use this model by directly arranging meetings between the parties involved in the conflicts. If there is any kind of conflict in the organisation then the manager of the organisation should not avoid those conflicts, they need to communicate with both parties. The conflict can be professional and personal and is based on the idea that there is the desire to be mindful of other needs. Professional conflict is those conflicts that are regarding the business, further, professional conflicts are divided into two different workplaces. First when the decision made by an individual is not accepted by other individuals. Secondly, personality clashes are another type of workplace conflict, and these clashes are rarely caused in the organisation (Tassinari and Maccarrone, 2020). The organisation can use the “Ting-Toomey 1999” in their sales practices because it will allow an individual to determine the brief by facial expression where the proposal is being considered negatively or positively. 
In the “Ting-Toomey 1999” their four different faces, are “Face-restoration (Self Autonomy)”, “face-savings (other autonomy)”, “face-giving (other inclusion)” and “face-assertion (Self inclusion)”. This all faces are related to each other, and it is described with the help of “Mediation strategies”. “Face restoration” refers to the need to give individuals freedom and space and to protect themselves from other people's infringement on an individual’s autonomy.  The employees in the organisation need to be given proper freedom because it will help them to express their thoughts and ideas (Alshammri, 2020). People get reluctant to get involved in different activities in the organisation. If the people in the organisation get into group tasks, then they will know about each other and take initiative to help each other and develop a strong relationship. When a person is operating, they are operating with their faces which discloses some amount of information. The main focus of these faces is to protect from an infringement on their autonomy and freedom. The organisation can give more freedom to their employees which will help in avoiding conflict. 
“Face Savings” refers to the activity of preserving an individual autonomy and then protecting the face of others (Aumann, 2019). This happens when there is some kind of relationship with other people, and they like to preserve after a quality negotiation. When an individual autonomy is protected and allowed to make their own decision create a chance of reducing the conflicts between the people in the organisation. Employees in the organisation should need to respect other people and their freedom, dissociation, and space. The main purpose of face savings is to avoid such kinds of practices, dignity, self-respect, and others that can harm the people who are taking part in the conflicts.  It also helps avoid embarrassment among the parties that are involved in the negotiation. Face saving is a practice to defend and understand the inclusion of another part in a negotiation. When an individual will take the initiative of learning or understanding another person's norms, communication style and culture. When people will understand each other there will automatically be no conflicts in the organisation because every individual will be supporting each other instead of creating conflicts (Bjørndal, 2020). “Face-saving behaviour” is another aspect of impression management, when an individual has a good impression on other people it helps in developing a relationship with another individual in the organisation. 
“Face assertion” is another face that is known as “self-autonomy” which focuses more on individual freedom and also focuses on the need for them to include in the larger community or be a part of the whole community. If the manager in the organisation implements this practice of face assertion, then the employees in the organisation will avoid such practices that will spoil their image (Wilson, 2020). People are conscious of their image and always avoid any kind of activity which harm their image or reputation. In such cases, the employees in the organisation are more reasonable and agreeable which leads to the development of a positive work culture and reduces the chances of conflicts. The employees in the organisation will be more reasonable and more agreeable and support each other ideas and respond to them positively. The employees in the organisation need to maintain a positive face and always negotiate with each other while taking any steps. Regular communication is important because it helps in understanding each other and sharing information about the specific topic and effectively implementing them. The face assertion they tend to be more generous, this all activity will help the organisation to avoid conflict. 
“Face-Giving” is an activity to defend and support another person in the workplace, here the people are allowed to take part in the decision-making. When an individual is getting the opportunity to take part in the decision-making and their point of view is respected properly then it will help in resolving or reducing the chances of conflict in the workplace (Eko and Putranto, 2021). Individual morals get boosted when their point of view is respected and encouraged to take part in group activity and understand each other and support to develop their skills and knowledge. A mediator in this situation needs to be aware of the needs of different faces and then use appropriate strategies accordingly to fulfil the requirements. In the face giving an individual, they focus more on other needs rather than themselves. When an individual will focus on other needs then the other people whose needs are fulfilled will respect the person who is trying every possible way to fulfil their needs. This automatically reduced the chances of conflict, and both the person will respect each other. If there is the proper application of different faces, then it will help in protecting each other and performing effective negotiations with zero conflicts. 
Explain that there are alternative models that can be used to solve conflicts. 
There are different types of alternative models that can be implemented to solve the conflict. “Avoiding conflict Management style” is one of the effective models for solving the conflict in the workplace. According to this model, an individual avoids confrontation and then leaves the second party. It is a risky approach because if an individual is doing nothing regarding the conflict than the conflicts will never get over there might to be chance of conflicts (Tabasco et al., 2019). Therefore, it might also have a negative impact on the relationship because it will give the impression that an individual party in the conflict is not interested or does not care about their relationship. 
The other alternative model which can be used to solve the conflict is the “Thomas Kilmann model”. In this theory, only two main concepts are taken into consideration assertiveness and cooperativeness. Assertiveness can be simply understood as the extent to which an individual tries or works to satisfy their own needs as well as their concerns. On the other hand, cooperativeness can be simply understood as that extent which helps an individual in people in being able to satisfy or meet the needs of the people and their concerns (Cioarță, 2020). The main purpose of this model of resolving conflicts is to simply measure the person’s behaviour in different situations during conflicts. This model will simply help the individuals in solving their interpersonal conflicts and helps in refocusing their energy to bring out the best outcomes. 
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[bookmark: _heading=h.1t3h5sf]The following report information regarding the power culture and ways to resolve or avoid conflict in the organisation. In the workplace, different people are working together, and the power is also divided accordingly. Power plays an important role in the organisation because it helps in guiding, formulating ideas and effectively executing the ideas. Different people are working together in the organisation and if the power is executed effectively then there will be a lesser chance of conflicts. The report has provided information regarding the manifestation of power in the organisational context with consideration to the role of culture. Here it has also defined power and type of power and also provided information regarding the culture and its impact on the national power and organisational culture. After this, the report has also provided information regarding a workplace conflict and then identified the cause of the conflict and discussed the “changes management theory”. Further, the report has reflected upon the “Ting-Toomey 1999 conflict resolution model” and suggested an appropriate approach to resolve the conflicts. After this, it provided information regarding the application of the model. There are different faces in “Ting-Toomey 1999 conflict resolution model”, there are also other models that can be implemented to avoid conflicts. 
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