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[bookmark: _Toc110814061]Introduction 1
Leading and implementing change is crucial in any organisation. Implementing change is the process of initiative alteration of organisational process such as business system, service, business strategy, management, or software tools. Leading and implementing change is an important issue that can affect internal and external workplace procedure. Managing the change effectively helps to overcome obstacles and cooperatively avoid any oncoming dissipation within the organisation. Well planned and executed transformation secures organisational survival. For the organisation, change can result in a variety of positive outcomes, including increased and greater competitiveness, better financial performance, satisfied employees and higher number of customers. Benefits could take a while to materialise, and the transitional phase is turbulent, unpredictable time. Implementing change is not always achieved, but change could be managed in a way that strengthen rather than weakens employees loyalty to a company. 
Organisational power, assist the company to utilize the mandatory resources that needs to be changed as well as the ability to build a structure. However, this portfolio will define the organisational power and politics, discuss the relevant data and how power and politics affects the crown post office, the significant impact that created the strike, and whether the strike damage the post office or not and the moral issues including theories /models of change. In addition to a brief definition on the core neoclassic and social classics. Involving the salience model and the power interest matrix model, identify stakeholders, explanation of the chosen model and the limitations of it. Moreover, a reflection on Thomas Kilman’s conflict resolution model will be mentioned, identification of different approaches, suggestion on the appropriate approach. Consisting a discussion on dispute resolution and recommendations.                                         
    


                            



[bookmark: _Toc110814062]Organisational Power 
Organisational power is the capacity of the organisational structure to make use of all necessary resources, including the individuals, equipment and tools and other resources for the advancement of the organisation (Srivastava, S.K. and Agrawal, S.,( 2003). Although power is not equally spread throughout the business, it is restricted to department or group of people based on levels of responsibility and seniority. Organisational power is the ability of an individual or group to overcome resistance by others to achieve the desired objective and outcome. However, the possession of power is an important determinant for conflict resolving. Power has a variety of sources and it can be intimately related to conflict, power can influence decision making when it is implemented by individuals that is effective and productive (Srivastava, S.K. and Agrawal, S.,( 2003).

[bookmark: _Toc110814063]Organisational Politics 
The term organisational politics refers to an individual’s agenda and self-interest within a group without consideration for how they will affect the organisation’s ability to fulfil its objectives. It is a process that is connected to human behaviour that serves himself and his interactions with those in positions of power Srivastava, S.K. and Agrawal, S.,( 2003). Organisational politics is a covert method of acquiring and displaying the alleged power. It refers to the strategies used for persuasion and the actions used to maintain individual control at work. Employees frequently exploit organisational politics as a means of abusing their position of authority, becoming wildly popular, and damaging the reputation of others inside their organisation. An important fact about organisational politics is that it typically results in negativity and decreased productivity (Srivastava, S.K. and Agrawal, S.,( 2003).
Organisational politics are typically portrayed as negative, but this is not always the case. Working in an organisation requires the ability to manage the shifting power structures and competing objectives with panache. In order to accomplish desired outcomes, relationships must be maintained and managed in organisational politics, in addition to winning and establishing dominance at all costs (Srivastava, S.K. and Agrawal, S.,( 2003).
Organisational politics entails the use of authority and social media within a workplace to effect changes that are advantageous to the organisation or its members. Organisational politics’ constructive aspects include open problem solving, the appraisal of the situation in terms of personal and organisational goals, and success (Srivastava, S.K. and Agrawal, S.,( 2003). The drawback of organisational politics includes, maintaining secret objectives, furthering self-interest, and viewing the situation as a win win situation. Politics in the workplace can lead to contention, conflict, stress, anxiety, and uncertainty.         
                   
[bookmark: _Toc110814064]Discussion on relevant data, power, and politics
Power and politics play a significant role in the modern corporate world in determining an organisation’s ability to expand, remain stable and experience continuous success. Political influence and power have a relationship to the organisation’s management and leadership. The two main components that are used in a corporation are power and politics. These components can either lead to the organisation’s failure or success. Power and politics have a direct impact on how an organisation is managed and led (Srivastava, S.K. and Agrawal, S.,( 2003). Resources, money, people, time, and authority all play a role in organisational politics. Social obligations, company culture, conduct, and management teams’ conduct and behaviour all determine power. Politics also has a stake in how an organisation’s culture affects its leaders’ personalities and power structures. 
The public's perception of organisational authority, according to (Srivastava & Agrawal (2003), indicates that trust in companies and organisations has begun to decline. Employees, for example, are less likely to accept certain decisions made by senior management without investigating and disputing these judgments. Prompting leaders and managers to argue about business ethics and corporate responsibility, resulting in a power and influence conflict . The report by (Timmins, 2022) additionally emphasises the power and authority discrepancy that currently exists between the post office and its employees. According to the article, 114 of the post office's directly owned stores would close as a result of the protests by thousands of post office workers over a salary dispute. In this, it's important to pay attention to two things: first, the management's ambiguous intentions regarding whether they are experiencing financial distress or are merely imposing their authority and power; and second, the employee’s demands for pay raises without consideration for current rising inflation or governmental restrictions.
  The effect of the strike/morals

According to Angela Williams, group chief people officer, stated that the main justifications for a pay freeze is due to the government's salary hold policy for employees of the public sector, and a decrease of the post office's retail trading environment, as a result of the impacts of digitalization. In addition, Andy Furey, assistant secretary of the union, stated that the post office management insists they are merely complying with government regulations regarding public sector salary policy. However, he also argues that both of these claims are misleading since they cannot be examined objectively. For instance, in a statement made by the post office management “We are mindful of the shareholders interest, when we make our own pay decisions”. Thus, demonstrating that the wage freeze is not a legal obligation of the government, and that the company is attempting to conceal itself behind the government's flawed policies. By acknowledging that the post office is not required to adhere to government policy, they have contradicted their own statements. This is an example of a change agent, this term refers to someone attempting to modify the roles, responsibilities, structures, outputs, procedures, systems, technology, or other resources of an organisation resulting in conflict prompted by a mix of organisational concern and self-interest.
On the other hand, from the perspective of the employee, the 2% pay raise is insufficient to keep up with the high costs of living, which is currently rising at a rate of 7% per year. The post office manager’s persistence on a salary suspends during 2021 and 2022 has also antagonised the communication workers union, even though the company has been profitable for the past two years due to the work of its valuable staff during the pandemic. In this case we can view the stakeholder theory, and how it assessed the framework for business ethics. For example, as one could not run a business without employees and could not stay in business very long without customers, the moral responsibilities can be better understood on this case, because if management strictly followed government policy, the employees would have received a wage increase of at least £250 and avoided an industrial action impacting the image of the company. 




[bookmark: _Toc110814065]Lewin’s three step model 
Lewin's three step model is a deceptively straightforward method that helps change agents and guide a group of people through a process of long-lasting change. The approach places a strong emphasis on implementing change that is thoroughly embedded inside an organisation so that it becomes a permanent feature or the new standard of operation (Burnes, B, 2020).
The Lewin’s three step model is defined as:



Unfreeze: in this stage it’s important to make everyone aware of the need for change and to create the right environment. This is where the manager of the post office should take an action of the necessary procedures and conduct the appropriate organisational power to provide employees with their needs (Burnes, B, 2020). However, the management team's activities have resulted in salary conflicts, as the average employee makes less than £24,000, which is insufficient to keep up with the year's rapid rise in living expenses (Timmins,2022)
Change: in this stage, support for the desired change and transformation occurs (Burnes, B, 2020). The manager should make a change by following the regulations of the organisation to be able to provide the employees with the required average salaries and support the situation in a more collaborative way to afford the expected pay-out. For instance, according to (Groom, 2013), management offered an improved offer on salary and legal protection for the terms and conditions specified by the CWU in order to end the strikes and any disagreements over pay, pensions, and job security.
Refreeze: for the final stage, consolidation to the change is made and ensuring that the change is sustainable. Throughout resolving the situation effectively, the employees and workers will produce their best while working continuously and reopen all the closed branches to sustain the working conditions and increase profits (Burnes, B, 2020). 

[bookmark: _Toc110814066]The core concept of Neoclassic & Social classic

Neoclassic: the general framework of neoclassical economics emphasises supply and demand as the primary factors influencing the creation, valuation, and consumption of the products and services. To compete with the prior theories of classical economics, it first appeared around 1900 (Lawson, T. 2013). 
Social classics: A social class is a collection of ideas found in political theory and the social sciences that are based on models of social stratification that take place in class societies. In these societies, people are divided into a number of hierarchical social categories, with the upper, middle, and lower classes being the most prevalent. For instance, a person’s education, wealth, occupation, income, and membership in a certain subculture or social network may all affect their social class (Turner, S.P, 1996). 


Stakeholders
What are stakeholders? Who are they? How can we identify them and differentiate them?
Earlier (Mitchell, et al., 1997) defined a stakeholder in an organisation (by definition) as any group or person who can influence or be affected by the accomplishment of the organization's goals. The definition of the stakeholder has evolved in many terms, such as, interested parties whom are the company's primary or secondary stakeholders, owners and non-owners of the company, owners of capital or owners of less tangible assets, participants or those being acted upon, authorities with a voluntary or involuntary relationship to the company, right holders, contractors, or moral complainants, resource suppliers to or dependents of the company, risk-takers or influencers, and official seniors to whom agent-managers have a legal responsibility (Greenwood, 2002). 
It is important to note that managers must be aware of the various needs of their organization's stakeholders. Failure to do so could result in significant stakeholder’s demands not being satisfied, which could be detrimental to the organisation leading to conflicts between different types of stakeholders. As a result, they must first identify the various stakeholder types within the organisation, which might include both internal and external stakeholders as well as those who are connected. For example: 
	Internal Stakeholders
	Employees- Manager- Directors 

	Connected Stakeholders
	Shareholders- Customers- Suppliers- Finance providers

	External Stakeholders
	Community- Government- Trade unions 



We will identify the present stakeholders in Post Office PLC using the two suggested analysis approaches and evaluate the relevant stakeholders to the current case study.


[bookmark: _Toc110814067]The salience model
The salience model is a cognitive model that attempts to explain how stakeholders prioritise and interpret information. According to the salience model (Mitchell, 1997), stakeholders concentrate on the information that is most relevant to them at the time. This can be due to various factors, such as relevance to the goals or concerns of the stakeholders, emotional intensity, and perceptual clarity. It has also been discovered to be useful in understanding a range of behaviours, such as how people prioritise activities, filter information and react to distractions (Mitchell, R.K., Lee, J.H. and Agle, B.R., 2017). The main attributes are:
· Power: the power of a stakeholder is determined by their ability to affect the project.
· Urgency: the urgency of a stakeholder is determined by their needs for information or action.
· Legitimacy: the legitimacy of a stakeholder is determined by their beliefs in the project and in its vision. 
The salience model is important because it helps provide managers with the ability to predict the purpose behind some stakeholders that may conduct inappropriately. Such as the reason behind the post office managers and the different ways in which they conduct the branches ineffectively while not providing the expected salary and the impact as an outcome of this change (Mitchell, R.K., Lee, J.H. and Agle, B.R., 2017). According to (Freeman, 1994) by concept, a stakeholder in an organisation is any group or person that has the potential to influence or who may be impacted by the outcomes of the company's objectives. Therefore, we can classify the management in the post office case as stakeholders since they have the authority to make decisions. For example, the post office management maintains that they are merely adhering to government policy regarding public sector pay, deliberately antagonising the key worker members (Timmins, 2022). 
Power, Urgency, and Legitimacy are all salience model classifications that serve as a foundation for identifying the relevant stakeholders. For instance, the post office management's authority to impose a pay freeze; the management's urgency in executing the freeze into effect throughout 2021–22; and finally, the legitimacy of their beliefs that a 2 percent wage increase will be enough to reward the efforts of their key employees during the Covid-19 pandemic. All of these evaluations suggest the post office management's range of influence, enabling us to recognise them as relevant stakeholders. (Freeman, 1994)



As the case study is further analysed, it becomes clear that the post office's significant stakeholders include its employees and the communication workers unions (CWU). The power of the employees to force the company to close 114 Head branches for 24 hours, demonstrating the unions' influence, the urgency with which these employees are pressing for a fair pay increase by organising strikes and walkouts, and the legitimacy in their attitudes that the management's proposals are insufficient to keep up with the rapid increases in the cost of living are all represented in figure above.





                
Stakeholder Mapping: The Power-Interest Matrix model
The power interest matrix model is a tool for identifying, categorising, and managing stakeholders. Project managers can utilise this method early in a mission to enable the implementation of control during the overall project phases from conception to completion. Although, this model helps facilitating the identification of the key stakeholders, resources and how to prioritise them effectively. It also assists the manager to manage in which category stakeholders belong to as well as the relationship between stakeholders and anticipates the potential conflicts of interest (Yang, J., Shen, Q. and Ho, M., (2009). These conflicts also arise due to inadequate management of the concerns of the stakeholders about the implementation of decisions. The demands of different groups of stakeholders differ (Olander & Landin, 2005). For instance, a proposed project could benefit one stakeholder group while affecting another as seen in the post office case. Therefore, building relationships is necessary and it involves understanding one another's points of view, to prevent presumptions and misunderstandings. As a result, management needs to be able to analyse the various demands set forth by stakeholders to facilitate communication amongst them and avoid any disputes between the employees. 
The power interest grid contains four quadrants. Each quadrant provides an indication of the level of stakeholder management that needs to be employed and can influence the type of communication style. To further validate our assessment of the relevant stakeholders, we will use this method to decide who is the dominant (the one with the most power) stakeholder. The dominant stakeholders, or key participants, can be found by arranging each stakeholder according to their influence on the company and their interest in a particular decision. The development and assessment of these new strategies or decisions must consider the interests of the major participants (Johnson, et al., 2005). The following figure describes the model quadrants: 
[image: ]
HERE
1. Low Power, Low Interest: For this segment stakeholders here are not as important to the company as other stakeholders. Nevertheless, they should be ignored even though they are not a top priority, we should still try to stay in touch with them. For example, the community at large, i.e., general public, who generally aren't even aware of the company’s decisions or strategy.
2. Low Power, High Interest: This group we keep informed, although they aren’t even necessarily aware of the issue, we must connect with them to check that no significant concerns are emerging. These stakeholders are frequently highly instructive with the specific requirements of the business. Governments fall under this category, wherein actions made by the company may have negative impacts on the environment. In the case of the post office, which allegedly adopted the government’s pay freeze policy for the public sector employees even though later they contradicted that claim, indicating that the government policies have flaws.
3. High Power, Low Interest: The stakeholders here are essential, but we don't need to interact with them as frequently as we do with closely managed stakeholders. We put enough effort to keep them satisfied and interested without losing their attention. Examples of this category are customers, financial providers, and directors. In order to ensure that customers' needs are met, the post office announced that 114 branches would close for 24 hours and put-up posters indicating the locations of the closest alternative branches.
4. High Power, High Interest: In this segment we have the key players, these stakeholders have the strongest influence on the successful completion of a strategy and are presumably the decision-makers. To manage their expectations, one must stay in constant communication with these stakeholders. The employees, management, and CWU were the key players in the post office dispute since they all had the power to start and end the protests.

                                           

The Relationship Between Both Models in Organisations 
The importance of identifying the relevant stakeholders in any business organisation prompted the implementation of these two techniques. First, it should be noted that the relationship between these methods will change over time. For example, innovation or the development of accessible, effective technology can significantly alter the power dynamics between internal and external stakeholders. The participants have been identified using the data from the studies mentioned, and the most important stakeholders have been assessed using the salience model and the power-interest matrix at different stages of influence, up to the point where the post office management was forced to acknowledge employees as significant stakeholders without whom the company would not be able to continue operations. 
Secondly, the salience model was used to identify the relevant stakeholders, and the power-interest matrix was applied to evaluate the level of influence and power that each stakeholder possessed. Managers and other individuals use these methods on a regular basis to assess the potential influence of different stakeholders and the changes in their interests. Additionally, they help managers gain over the trust of stakeholders by identifying those who require information and those who need regular communication.






[bookmark: _Toc110814069]The limitations of the models 
Salience model
For the management to effectively manage the stakeholders with the use of salience model. Considering it may take longer compared to other models, due to the different aspects included, but it gives more thorough examination and comprehension of the stakeholders. This model helps to simplify the concentration and effort on the key stakeholders while using this technique (Mitchell, R.K., Lee, J.H. and Agle, B.R., (2017). 
Salience model has the following advantages:
· It helps in determining the interests of stakeholders
· Potential risks and misunderstanding are known
· Creates means to influence other stakeholders for the better
· Aids in limiting problematic stakeholders and the negative influence they have on the project (Mitchell, R.K., Lee, J.H. and Agle, B.R., (2017).
· It provides deeper insight about stakeholders
· It helps to maintain and save, money, time, effort, and resources
· Helps to decrease obstructions during the process of the project 
The model has the following limitations:
· This model demands more time and effort than other models
· Because this is a subjective process, prejudice in judgment can affect how well it works
· It takes time and resources to regularly monitor three factors (Mitchell, R.K., Lee, J.H. and Agle, B.R., (2017).
Power interest matrix model
By categorising the stakeholders in the power interest matrix model, management can create strategies to efficiently manage each group. Management may utilize their categorization to develop a strategy for the stakeholder’s communication. High power and high interest, stakeholders might need to be engaged frequently, but low power and low interest, stakeholders do not require frequent and comprehensive communication (Mitchell, R.K., Lee, J.H. and Agle, B.R., (2017). 
Power interest matrix model has the following advantages:
Using power interest matrix model have an important function of management. When using this stakeholder analysis, the management must record the project’s stakeholders’ goals and motives, identify the level of involvement that each stakeholder is required to provide. In addition, it determines the connections between stakeholders, and identifies the stakeholder’s competing interests (Mitchell, R.K., Lee, J.H. and Agle, B.R., (2017). Management can choose to manage closely which stakeholders to work the least hard on using this matrix. This enables management to spend less time and effort on the stakeholder analysis with the greatest influence and motivation (Mitchell, R.K., Lee, J.H. and Agle, B.R., (2017).
The model has the following limitations:
· It necessitates a significant amount of strategic effort on our part to consider where the real power is held and to understand how to maintain the interest of our key players.
· Requires constant communication with them via the appropriate channels and tools.
· We must fully understand the stakeholders in order to properly arrange them on the matrix to avoid an error. 

[bookmark: _Toc110814070]Thomas Kilmann’s conflict model 
The conflict model developed by Thomas Kilmann offers a compelling perspective on conflict resolution. Individuals experience discomfort during conflicts, and they also serve as a crucial management skill test. Conflicts elicit diverse reactions from different people. Thomas Kilmann investigated how people resolve disputes (Brown, J. G. 2012). The ordinary lives of people tremendously influenced them. They noticed that the majority of people choose one of the five strategies to settle interpersonal disputes (Thomas, K.W, 2008). Thomas Kilmann’s conflict model is important to implement, assess, and determine the way in which individuals tend to respond and deal with different kind of conflicts, what typical method may be used and the additional handling conflict options that are available. It also benefits in maintaining a collaborative relationship in workplace environment and how to manage conflict needs in order to contribute to the success of the organisation (Thomas, K.W, 2008). 
According to the Thomas Kilmann’s conflict model, conflict behaviour can be classified into two dimensions or modes. These strategies are essential methods for handling a conflict scenario. People can decide whether to take an Assertive or Cooperative stance. When people perceive a threat to their issues, they may become more assertive. However, if they address other people’s concerns they may fall in more cooperative approach. These factors provide a perspective from which to view the five conflict-resolution strategies (Brown, J. G. 2012). 
Assertiveness: The degree to which the individual attempt to satisfy his own concerns during a conflict. This relates to how an individual might attempt to meet his needs or receive support for the available ideas (Thomas, K.W, 2008).
Cooperativeness: The degree to which the individual tries to satisfy other’s concerns. It is related to the way in which help is attempted to meet others needs and how receptive it can become for the individual to other’s ideas and solutions (Brown, J. G. 2012). 
The key insight from Thomas Kilmann’s conflict model is the five conflict management modes. As was previously mentioned, these modes are dispersed among the two dimensions or approaches (Thomas, K.W, 2008). 




Competing: Those who compete are assertive and uncooperative and commit to pursue one’s own concerns at the expense of others. Implementing this type of approach decreases the considerations of relationships. High assertiveness and low cooperation are located at the top left of the graph (Thomas, K.W, 2008). Competing is immediately present. This indicates that when assertiveness fails, competing is employed as a dispute resolution tactic. It also started acting uncooperatively toward the opposition (Brown, J. G. 2012). However, this tactic is not as bad as it seems. When the resolution needs to be accelerated and a higher position of power is present, this option can be more suited. Additionally, it is essential to employ this mode when making difficult decisions (Thomas, K.W, 2008). Competing conflict resolution approach is also used:
· When taking prompt, decisive action is imperative, for instance, in an emergency.
· When applying unpopular measures is necessary for essential issues, such as cost cutting, enforcing unpopular rules, or discipline.
· When certainty of doing the appropriate action on matters is crucial to the wellness of the firm.
· When the individual needs to be defensive against those who abuse uncompetitive behaviour.
Avoiding: Conflict avoiders frequently lack confidence and cooperation, diplomatically sidestepping an issue, or just re-threating from a potentially dangerous scenario (Thomas, K.W, 2008). When the conclusion is not as important, such as when there is a disagreement among co-workers concerning morals, this is employed (Brown, J. G. 2012). This approach is used:
· When the individual believes that there is no way to address the concerns, such as when lacking power or dissatisfied by a situation that would be exceedingly difficult to alter.
· When the risks of engaging in a disagreement outweighs the advantages of resolving it.
· When it’s necessary to give the workers some space to collect themselves, in order to bring the situation under control and restore their composure.
· When the problem seems to be tangential or to be a sign of a deeper and more fundamental issue. 
Accommodating: When compromising to meet the needs of the other person, which is the reverse of competing, there is a degree of self-sacrifice. Although, it may appear kind, it can exploit the helpless and foster anger. When relationship preservation and development are more important than the outcome, accommodating is the appropriate response. (Thomas, K.W, 2008). Accommodating conflict resolution approach is used when:
· The individual investigates better options, such as learning from others and acting reasonably to demonstrate the desired solution.
· The matter considerably is more crucial to the others than it is to the person, in order to meet their needs.
· To show consideration for others and to foster a cooperative connection.
· The individual wishes to accumulate cultural power for the further future crucial matters.
· When encouraging the staff’s growth by letting them take responsibility for their faults.
Collaborating: The ability to work with others to find a solution that truly addresses everyone’s concerns is a combination of being aggressive and cooperative. This approach, which is the antithesis of avoiding, allows both parties to achieve their goals while minimising uncomfortable sentiments (Brown, J. G. 2012). When a long-term connection and outcome are vital, such as when planning to merge two departments into one, collaboration works best since the desire is of needing the best of both worlds in the newly formed department (Thomas, K.W, 2008). 
Due to the conditions of certain conflicts that may occur, this mode might be used the most. The following scenarios that were highlighted as beneficial and successful in the implementation of the collaboration approach conflict resolution (Thomas, K.W, 2008). Examples are: 
· When an integrated approach is required, and the interests of both parties cannot be sacrificed.
· When the objective is to learn and grasp other people’s perspectives and verify own belief.
· When combining the views of individuals who have various viewpoints on a certain conflict or issue. 
· When the individual desire to gain commitment by incorporating others concerns into a consensual decision.
· When the individual needs to work through hard feelings that have been interfering with a relationship.
Compromising: This approach seeks to keep some assertiveness and cooperation while locating a swift, amicable resolution that partially appeases both parties to the conflict. When the outcome is not crucial and time is limited, this approach should be implemented (Thomas, K.W, 2008). For instance, when a decision needs to be made, move on to something more crucial. Compromising conflict resolution approach is used:
· When the management decide to find a temporary solution for a more complex conflict.
· When the management are under time pressure and search for a quick method for resolving the issue.
· When using more assertive, tactics will require more effort or cause more disturbance than expected to achieve goals that are just moderately important (Brown, J. G. 2012). 

[bookmark: _Toc110814071]Dispute Resolution: The Post Office Case
Dispute resolution refers to a technique of settling the conflicts or claims between two parties such as employers and employees. The technique aims to achieve fairness and equal solutions between both groups which attempt to reach an agreement through consensus, and it is usually initiated by a third party (Quayle, P. and Gao, X. (2019). These disputes are caused by wage demands, unfair labour demands, political interferences etc. Alternative dispute resolution, appropriate dispute resolution or ADR are other names for dispute solving procedure. Most commercial conflicts can be attempted to be resolved through this approach (Quayle, P. and Gao, X. (2019). 
Industrial disputes have negative effects on all parties involved, including stakeholders, society, management, the government, investors and so on (Quayle, P. and Gao, X. (2019). The management of the company must also bear the loss of production, revenue, and profits. Walkouts and strikes can lead to loss of wages as well as jobs and can cause hardships for even the employees. Therefore, it’s important to address the labour issues as quickly as possible to avoid any disputes. 
We are utilising the Thomas Kilmann conflict model's Collaborate technique, just as in the case of the post office salary dispute, to evaluate the management's attempts to discover the best solutions to the problem. Cases encompass:
· The CWU and management can put an end to the strikes by negotiating better conditions for the employees, who are the company's most valuable asset.
· The management of the post office is currently participating in order to learn about the perspectives of the employees because it is important to create a positive work environment.
· The post office must acknowledge that employees are stakeholders with the same rights to pay as shareholders get dividends.
· Employees must refrain from strikes and disagreements and accept this collaborative approach in order to demonstrate initiative and a desire to build a better future.
Argument conclusion 
In the beginning, it appeared that the post office management was taking a compromising approach because they lacked the time to stop the strikes and avoid brand damage. In addition, the management appeared to contradict their own words as a result of the strain they were under, as they tried to remedy the problem by offering a 2 percent salary raise, which seemed like a quick approach to resolve the issue. Nevertheless, we chose the collaborative approach as it dealt more effectively with the issues within the organisation and the conflicts between the stakeholders leading them to compete for power. Additionally, using this approach enabled us to examine the problem more thoroughly and understand the opposing points of view, which resulted in the production of a useful solution.
As a result of the research and analysis, we may presume that this case could have been avoided if there had been distributed authority and ethical practice. The analysis demonstrates that employees are important stakeholders, and as such, they ought to be involved more often in decisions affecting their income and job security. The management needs to understand that, as seen by the protests and discussions with the CWU, they risk losing control if they continue to enrage the employees with inadequate pay.

Recommendations 
· For the purpose of future research, we suggest examining the audit reports for the most recent fiscal year to see whether the post office faced difficulty adjusting to digitalisation. We can determine if profits were made and whether the business was able to pay the appropriate wages or not by evaluating these statements. All of this enables the workers to initiate the proper CWU action against the management in order to determine whether they were in the right or whether they were exploiting their position of authority.
· To revaluate the important business stakeholders. Using either the two methods described in this study or other appropriate relevant methods.
· To improve employee benefits and business ethics. by having a better knowledge of the role that morality and corporate ethics play in assessing the diversity of the workforce.

Conclusion  

To sum up, we have identified what happened in the post office case and the change that have occurred within the workplace and the dispute. 
In addition, to the above information’s we used several methods to help us conclude our findings. Such as the different types of conflict resolutions and the various approaches that may be implemented to resolve disputes and conflicts within the workplace. It's important to take conflicts in consideration from the start to avoid more obstacles of resolving the major issues effectively. The key of leading and implementing a change in any organisation is the power and politics that is used and how conflicts is dealt with appropriately. The relationship between management and other stakeholders is essential part to maintain connections cooperatively and build great communications between both parties to address the potential uncertainties in the future. 
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