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Managing an organization is a task that needs vast knowledge and real-life experience of a person. That person shall have the theoretical understanding needed to operate a business a practical problem-solving experience so that he can manage the situational needs of the business. That is why an individual needs to understand the leadership theories and approaches and their implication in the whole management of a business. This report will critically evaluate the meaning of organizational power and politics and also analyse the relevant theories of organizational power and politics with the provided case of the module. Besides this, this report will also use the stakeholder analysis models to identify the stakeholders of the Post Office and how the stakeholders are critically related. Additionally, the report will use Thomas Kilman’s model to critically evaluate different conflict resolution approaches and the approach necessary for resolving the conflict stated in the case. The case is related to POST Office where the organization is facing conflicts between the employees and top management regarding a dispute over compensation and pay. This report will focus on various theoretical aspects of leadership, power and politics, and conflict resolution of the organization mentioned in the case.


[bookmark: _TOC_250014]Organizational Power and Politics
[bookmark: _TOC_250013]Power

The capability of an individual to influence others can be referred to as power. In an organizational context. Power is the capacity of the top managers to control the behaviour and actions of their subordinates and also the ability to regulate the flow of resources (BUCHANAN, 2020). There is a misconception that power and authority can be used interchangeably although they are not the same. Authority means that a person has the right to influence people but in the case of power, having the right is not necessary. If a person can influence people, that is power with or without the right. Besides this, the authority shall be legally enforced whereas power may or may not be legally enforced. That means authority is legitimated by the established rules and regulations but power is something that does not need to be legitimated.

[bookmark: _TOC_250012]Politics

Politics are the activities and actions of the individuals which are not officially recognised by the organizational practises but people do this to influence others to meet individual goals (Pfeffer, 2008). Politics is very common in an organization and it is also human psychology to gain things from influence. There are many reasons why people in organizations practice politics but will be discussed in the next section. However, politics in an organization cannot be perceived as bad as it may protect the rights of many people.


[bookmark: _TOC_250011]Data and Debates about Power and Politics in an Organization

There can be several sources of power from where power can be generated. If the manager of an organization has the ability to control the reward of the employees, it is called reward power. Coercive power is practiced by making an unpleasant experience for the employees. The power source can be legitimate as well where both the manager and the employees know that the manager can influence the employee ("Definition of power", 2022). Both of the parties take it normally and follows the power protocol. Referent power is used by charismatic leaders who can influence people because of the personal attraction of the employees to the managers. The last of all power source is the expert power when the leader has superiority of expertise in a specific field which the employees do not have. This kind of power may also arise from the availability of knowledge and information to the leader which is not available to the employees. Power can be acquired by a person in many ways. A person can gain power if something extraordinary is done by him. For example, if the person invents something or did something that provided widespread recognition or competitive advantage to the organization can originate power for him. However, the extraordinary activities shall be promoted publicly because gaining power will not be possible if it is not recognised by people (Bhasin, 2022). A personal warm relationship with the CEO or managers and also with subordinates can generate power for a person too. Coalescing with another individual can generate power for all the people because of collective togetherness. An example could be when elite laureates from all over the world state or condemn something collectively. Last of all, Co-opting influencing people can generate power for the whole group. These are some of the sources from where power can be generated. There are some characteristics by which it is understandable whether power is there or not. The ability

of a person to save someone from a mess or to place someone in a specific position is power. Furthermore, if a person in an organization can go out of the budget limit or can incentivise employees has the power. Additionally, deciding things on their own in a meeting, and having secret information are also different forms of power.
There are some reasons why people in organizations practice politics. One reason for practising politics is if the company have unorganised goals. The unorganized goals will make people do politics because they will try to maximize different goals at the same time. Secondly, if there is an option of subjectivity ("Definition of power", 2022), organizational politics takes place. Thirdly, Politics can take place in an organization if the leaders and managers are authoritative. The mid and lower-level employees need to involve in politics to protect their rights by forming unions and associations. These unions and associations can negotiate with the top-level management to protect employee rights if the company has authoritative power. Politics is also evident if there is a power clash inside the organization. The power class will influence people involved in the clash to gain more power and resources possible.


[bookmark: _TOC_250010]Critical Evaluation of Power and politics in the Post Office Case

The case is all about the shutdown of services of 114 Crown Post Offices which will have no deliveries and collections with the 11,500 sub-post offices around the UK. This shutdown is because of an argument related to compensation and pay. The employees of the post offices are angry about the use of a pay freeze in 2021-2022 and a 2% rise in the following year. The closure of services by the 114 Crown post Office employees is a perfect example of power and politics in an organization. Power is the ability of an individual or group to influence an individual or group. In this case, the collective power has been gained by the employees by having the Communications Workers Union (CWU) ("BBC News", 2022). It is the power of the CWU which resulted in the closure of the post offices. They were able to influence the operating decision of the organization. It is also politics because they are negotiating with the top management about their compensation and pay. Politics is an activity in which all the parties involved want to maximize their benefits. The communications workers are also practising politics because they want to maximize their pay (BUCHANAN, 2020). Although the managers are saying that the vast majority of 11,000 branches will not be affected by this strike, it can be

predicted this statement is not rational because the sub-post offices are all connected to the Crown Post Offices and they have cross connections in deliveries and collections. This closure of service will definitely damage the operation of post offices for 1 day. It will also damage the image of the post office because customers will be disappointed if they do not get the service. Besides this, if someone has something important to send or receive, they will suffer because of this closure. This event can result in the loss of customers of Post Office. So, the 114 branches certainly affect the operation of 11,000. This event also affects the morale of the employees because if the dispute between two parties is ignored by the top managers, if the conflict is not resolved, it will leave a negative impression on the morale of the employees. The employees will feel frustrated and the productivity of the organization can decrease drastically. This disagreement between the communication employees and the managers shall be resolved as soon as possible.


[bookmark: _TOC_250009]Stakeholder Analysis
[bookmark: _TOC_250008]The Salience Model and The Power Interest Matrix Model

It is important for a company to decide who are the most important stakeholders of the company and how the company will maintain communications with them. There are two models to decide the priority of the stakeholders. One of them is the Salience model by which the importance of the stakeholders is decided by assessing their power, legitimacy and urgency in the organization. Power is the ability of a stakeholder to materialize their wish, urgency refers to the need for quick action and legitimacy is judging the appropriateness of their involvement of the stakeholders. If the stakeholders have only power, urgency and legitimacy they are dormant, discretionary and demanding stakeholders respectively. There is no need to communicate with these three types of stakeholders. If the stakeholders have both power and legitimacy, they are dominant stakeholders and their communication must be taken into account. A dangerous combination is dangerous stakeholders as they have both power and urgency. Managers shall consider communicating with them. Stakeholders who have both legitimacy and urgency but not power are dependent. Communication with them can be fruitful sometimes because their strengths can be used to identify and eliminate organizational complexities. The last kind in the

Salience model is the definitive stakeholders when power, urgency and legitimacy stand together to a stakeholder. These types of stakeholders shall always be communicated, involved and satisfied (Bell, 2022). If anyone does not have anything among power, legitimacy and urgency, then the person cannot be considered a stakeholder according to the Salience model.
The power interest matrix model categorizes stakeholders into 4 categories by putting the power of influence on the vertical axis and the level of interest on the horizontal axis. It categorizes stakeholders into four different categories. If the stakeholder has a high power of influence and a high level of interest, they must be kept satisfied by the organization. If the power influence is high but the level of interest is low, they shall be managed closely according to the matrix. If the level of interest is high but the power of influence is low, then these stakeholders shall be kept informed about the organisational activities ("Power Interest Matrix", 2022). And lastly, the stakeholders having low power influence and low level of interest shall be monitored. Minimum effort shall be used for the last kind of stakeholders.
According to the Salience Model Dominant, Dangerous, Dependent, and Definitive stakeholders are the important ones because they have the combination of power, urgency and legitimacy. Definitive stakeholders are the most important according to the Salience model because it has the combination of all the. The definitive stakeholders shall be kept satisfied. According to the Power Interest Matrix model, stakeholders having high power of influence and high level of interest are the most important stakeholders and they shall be kept satisfied.
[bookmark: _TOC_250007]How the Stakeholders Relate and Explain Each Other?

Some of the important stakeholders of the Post Office are customers, employees, communication workers’ union. According to the salience model, the customers are a dangerous type of stakeholders. They were put in the dangerous section of the matrix because they have both power and urgency but not legitimacy. As a result, they must be informed about things and their needs must be considered important. The customers have a high power of influence but a low level of interest. That is why they need to be kept informed about what is happening as they possess power. The employees individually are demanding type of stakeholders according to the Salience model because they only have the urgency to know and materialize things (Richardson, 2015). The employees individually have low power and high interest in the firm according to the matrix. So, the firm shall make the employees adequately informed about things happening and can take

help from them if needed. The employee union is another important stakeholder of the Post Office because it has power, urgency and legitimacy according to the Salience model. It has the power of collective decision, the urgency of knowing things and materializing the employee demands and legitimacy from the legal registration. As a result, these kinds of stakeholders shall always be communicated, involved and satisfied. On the other hand, the power matrix model is also denoting that an employee union has both high power of influence and a high level of interest. These types of stakeholders shall be kept satisfied according to the power interest matrix model. Two of these models are very useful to understand the types of stakeholders and understanding the approach to managing them (Chinyio & Olomolaiye, 2010). The most important type of stakeholder for the Post Office is the Communication Workers Union (CWS) according to both of the matrices.
The stakeholders can be related to each other as well. There are interrelationships between the stakeholders of an organization and they also explain each other. Customers have power because they provide revenue to the organization. Customers also have urgency because customers want quick action on things without judging the resources needed to take those actions. However, customers do not have the legitimacy to take the decisions or influence them because they are not legally enforced and not directly related to the organization. As a result, they are referred to as dangerous in the Salience mode (Chinyio & Olomolaiye, 2010). In the same way, they are of high influence in the matrix and low interest because they can control revenue and are not related directly respectively. Customers are also related to the employees because they get encounter them and get attached to them. Customers respond with power and urgency to their needs and also to the needs of the employees. Individual employees only have urgency according to the salience model and low power but a high level of interest. As a result, their needs are ignored and they just get communicated by the organization to maintain a relationship of information sharing. Last of all, the union has everything as it explains itself. Being the employee union, it has the power of all the employees, legitimacy legally, and urgency for everything. They also have high power and high influence based on the matrix. As a result, they shall be kept involved, satisfies and informed about stuff happening in an organization.

[bookmark: _TOC_250006]Limitations of the Models

The salience model has some specific limitations. The first limitation is then the subjectivity of the model. Classification of the shareholders is subjective to the managers and they may perceive different stakeholders differently. For example, one manager can perceive customers as dangerous but another manager of the company can perceive customers as demanding. Another problem with the salience model is that the three attributes of the model (power, legitimacy, and urgency) are considered either present or absent among the stakeholders. However, the level and extent to which these elements can be present in a stakeholder may vary widely and it also depends on the personality traits of units of stakeholders (Bell, 2022). For instance, the consideration of this model is the stakeholders either have power or no power but the power level of the stakeholders can vary widely and it has been ignored in the model. This model cannot say how much powerful, legitimate and each of the stakeholders are and how much legitimacy they have. ("Power/Interest Grid", 2022) This model also needs more time and effort to classify the stakeholders as many combinations can remain. Most importantly, measuring the power, urgency and legitimacy of a specific stakeholder is also difficult. These are the limitations of the Salience model.
The power interest matrix model has some limitations as well. Like the Salience model, the powerful influence matrix is also using only three variables that can identify important stakeholders. All the decisions related to the stakeholders depend on only how much power they have and how much interest they have. However, except power and interest, there can be other attributes by which the organization can consider maintaining a relationship with the stakeholders, considering their involvement and considering the communication of the organization with them (Wasieleski & Weber, 2017). There can be other variables to consider regarding whether the organization keep the stakeholders satisfied or not. Besides this limitation, no number system can be assigned to power and influence. Both power and influence have only two ranges, high and low. If a scoring system can be introduced, it could provide more accurate results about stakeholder management although that scoring and numbering are complex, time-consuming and subjective. Despite all these limitations, two of these models are being used to manage the relationship of the organization with the stakeholders. They are key findings in the leadership management process of an organization.
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[bookmark: _TOC_250004]Critical Evaluation of Thomas Kilmann’s Conflict Resolution Model

Thomas and Kilmann’s power resolution model is used very frequently for managing conflicts in an organization. In 1974, Kenneth Thomas and Ralph Kilmann came up with their conflict resolution model. They developed 5 approaches that they observed being used by people in conflict resolution. Before discussing the models of resolving conflicts, two approaches shall be discussed about this model. An individual either can be assertive or cooperative at the time of managing a conflict (Garg & Mishra, 2019). People become assertive when they feel a threat to their concern. On the other hand, people may become cooperative when they want to facilitate the idea of another person. These two approaches will be helpful to understand the models of conflict resolution. The assertive approach is beneficial because one can establish his point and take faster decisions by it. however, the cooperating approach can result in fewer conflicts in future. The assertive approach cab damaged the relationship between two people and may result in authoritativeness in an organization as a disadvantage. The cooperative approach may not work with adamant people and it may take a long to resolve conflicts.
The primary objective of this discussion is to critically evaluate the 5 models of conflict resolution. The first model is competing. A person competes when he has high assertiveness and he wants to fight for his opinion. So, competing is a means of resolving organizational conflicts by establishing someone’s idea. The establishment of that idea resolves the conflict. This model may sound evil but it is not. The competing model may work effectively if someone wants to resolve the conflict very quickly and s/he is in the position of taking the decision. However, one of the limitations of this model is that it will ignore the opinion of others, may result in ruining the personal relationship and also may result in dysfunctional conflicts in future (Finemann, 2022). The next model of conflict resolution is Avoiding. It is the denotation of unresponsiveness in the conflict management process. Some people may argue that the problems shall be managed face-to-face rather than avoided but sometimes it is true that the situations are not worthy of spending time to resolve the conflicts. So, this model will accept the view of others to resolve the

conflict. This approach is widely accepted when the conflict resolution expense is far higher than the expense of living with the conflict. However, avoidance of the conflict does not essentially mean that the conflict has been resolved and it is one of the limitations of this approach that it will result in more conflicts in future.
The third approach to conflict management is accommodating which is an amicable tool for resolving conflicts. This model tells us to do concessions while resolving conflict. In cases of request, the accommodation approach can be used to understand and accept the opinion of the counterparty and leave someone’s position. This approach is useful when someone lacks the power needed to take a stand. However, the biggest limitation of this approach is people will get used to accommodation and someone can lose control of his agenda.
The fourth approach is collaboration which is a moderate approach to conflict resolution. When two parties are on the same page but acting as opposing parties, collaboration may take place to resolve conflict. Collaboration can happen when both parties have similar power and both are sensible to understand the other’s situation and opinion (Mishra, 2022). A detailed discussion between the parties can facilitate the collaboration process. The limitation of this approach is that it is a complex process and may need a lot of time to materialize a decision because people have to be on the same page while collaborating and they need to develop a common point in which they can settle things.
Compromise is the last step of conflict resolution. Compromising is possible if a person shows flexibility in the resolution process and it is about taking the path between assertiveness and empathy. As collaboration takes time and competing is not always good for the organization, a person can take the model of compromising. This works at a time when people do not want to confront and want to have a stand at the same time. So, each party will compromise something to get what they desired and it creates a win-win situation for everyone associated (Mishra, 2022). It also works when the best possible solution is to provide something to all of the parties related to the conflict. But the limitation is each party has to forgo something to get something else. Still, it is a good approach to resolving conflict for everyone.

[bookmark: _TOC_250003]Dispute Resolution

Dispute resolution is a continuous process in an organization. An organization has to face many types of disputes in its daily operations. As a result, academia has identified the types of dispute resolution the organizations can use and the process to solve the dispute. In case of a dispute, there are so many choices available but people involved in the dispute do not understand which one to follow to solve it. One of the types of dispute resolution approaches is mediation a neutral third party helps the disputants to solve the disputes ("Harvard", 2022). The mediator barely provides a solution to the disputants rather s/he tries to understand the hidden interest of the parties involved in the dispute. The mediator works as a neutral party to influence the feeling and behaviour of the parties involved in a dispute and explore their grievances. Sometimes the mediator helps the parties involved in a dispute to find out the best and most sustainable resolution for the conflict and the resolution s/he proposes is voluntary and nonbinding which means the parties are not liable to follow the resolution proposed. The second type of dispute resolution is arbitration by which a neutral third party works as a judge to resolve the dispute. In this case, the judge listens to both the parties and tries to understand their interests and proposes a resolution that is mandatory to follow for everyone. There is an open field for the disputants to negotiate about the arbitration process and their representatives can also be present at that time to take their sides and help them argue and present evidence if necessary. The decision made by the judge is official and confidential and one cannot appeal against it. It is one of the least expensive ways of addressing a dispute and is effective as well. One may not be satisfied if the arbitrator imposes any decision of burden or misjudge the whole arbitration ("Harvard", 2022). The third way of resolving a dispute is litigation and this is the most common way to resolve a dispute. The defendant needs to face civil society before facing the judge or jury who can impose the dispute resolution process. The judge is responsible for assessing the evidence and ruling. All the arguments and hearings of the resolution process stay public. The litigation process is typically headed by the lawyers and the disputants have less to do here. The settlement between the two parties is possible if both of them agree to do it. These are some of the ways how the disputes between parties can be resolved.
The literature has made a process that can be followed step by step to resolve disputes. Six steps can be followed to resolve a dispute. First of all, the disputants must have clarification about the

conflict and it will lead them to the heart of it. the objective of this step is to make the disputants agree on what the disagreement is. To identify the disputes, it is important to identify which of the needs are not met by both parties. The conflict resolver must gather lots of information in this step to understand the scenario and point of view of each side. The resolver shall ask as many questions as possible until the scenario is not clear to him ("Conflict Resolution", 2022). The second step is to construct a common goal for the parties by which both the disputants will agree about a common place they want to reach. When the disputants will be agreed on the same goal, they will participate actively in the discussion and resolution process to reach the end goal together. That is why it is important to determine a shared outcome for both parties. In the third step, the discussion will be about how the common goal or shared outcome fixed in the second step can be attained. The process may include discussion, communication, information sharing and brainstorming. This discussion shall go on until the way of attaining the fixed common goal can be decided. In the fourth step, both the parties discuss abo barriers that will come against them while achieving the common outcome. The problems that will prevent them from solving the problems are identified in this step. This step is important because if one understands the problems which are creating hindrances to solving a dispute, it becomes easier to participate in the conflict resolution process actively. Besides this, the disputants can plan to determine the way to win the hurdles. If there are variables that cannot be changed, the disputants can also decide how they can avoid these variables and resolve the conflict (Keet, 2010). After that, the disputants need to find out the best way to resolve the conflict. The best way to see that is the common ground they fixed and solutions favorable for everyone. After deciding this, the disputants must decide their activities and responsibilities to solve the problem. In this step, the disputants shall also decide what they both shall maintain to ensure that the dispute will not appear again. It happens that people resolve the dispute but the dispute happens again as the related parties did not decide things that will not make the dispute appear again. In the last step, the parties end up the resolution process by having the roles and responsibilities of each party in the conflict resolution process. They shall do whatever is decided to be done and avoid doing the thing that is prescribed to be avoided. This is how conflicts can be resolved in an organization.

[bookmark: _TOC_250002]Resolution of the Conflict of Post Office Employees and the Management

It has been already mentioned in the case that the post office workers led by the Communication Workers Union (CWU) are in a dispute with the management over compensation and pay. Understandably, the payment to the employees got frozen and they had a bare minimum of 2% increase in their pay in the following year, still, they need to come up with a conflict resolution process. The best way to resolve the conflicts between these two parties is if they collaborate. The collaboration process is a beautiful way of resolving conflict when both the parties are sensible and in the case of this conflict both of the parties are sensible. In the collaboration process, both parties become cooperative with each other. A detailed discussion is needed so that both parties can understand the reason for the conflict (Keet, 2010) t. In this case, the reason for conflict is a pay freeze and increment. So, both parties shall have a detailed discussion about the reason for the pay freeze, how it may not happen in future and how much the employers can afford in the increment of the employees. Both parties shall be supportive to come to a common ground that is acceptable to everyone. Both parties can use mediation as a dispute resolution process because a neutral third party can be helpful to solve the problem. It can be an independent person from the state department or a person from the civil society as well. In the mediation process, that person shall help both parties to understand both of their duties in the conflict resolution process. After that, they have to follow the steps of conflict resolution by clarifying the disagreement, constructing a common goal, discussing ways to meet that, analysing the possible hurdles for that, deciding the best ways of resolving the conflict and deciding and doing their part to resolve the conflicts.


[bookmark: _TOC_250001]Conclusion and Recommendation

This report focuses on the conflict resolution process of an organization from the point of view of power and politics. Power and politics have been discussed in brief in this report. There are many sources from which an individual or an organization can gain power and there are many approaches as well by which power can be gained. The reasons why politics is practised in an organization have also been discussed in this report. The employees doing strikes to protest against pay freeze and increment have the power because they are part of the Communication

Workers Union. This organization has the collective power to bargain with different parties and take collective decisions which is part of organizational politics. The Salience model divides the stakeholders of an organization based on power, urgency and legitimacy. There are seven types of stakeholders identified by this model. The power interest matrix model uses the power of influence and interest to know as two variables to identify the stakeholders and there are 4 types of stakeholders. Both of these models have some limitations and biases because the determination of the variables used in the model is subjective. According to Thomas Kilmann’s conflict resolution model, conflicts can be resolved by competing, compromising, collaborating, avoiding and accommodating. The conflict in the case is prescribed to be resolved by the collaborative model as both the parties are sensible and designing shared goals can be possible. Besides this, Mediation, Arbitration and Litigation are the approaches that can be followed as an approach to dispute resolution. The Post Office and the Communication Workers Union (CWU) may have a mediator from the government or civil society to resolve the dispute. They should also follow the step-by-step process of conflict resolution by clarifying problems, identifying the hurdles, deciding the common grounds and start doing what is decided to be done.
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