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Introduction
The portfolio is based on a case study of a Post Office strike, where thousands of Post Office workers went on strike over a pay dispute. It includes how the communication worker union is angry over the organization’s management for freezing their pay in 2021-22 and had only offered them a 2% rise for the following year. This portfolio shows how politics and power at both ends, the workers and management of the Post Office, are impacting the firm and the staff working in the firm. Based on the decision made by the organisation’s leadership, the Post Office seems like using its power and politics in a wrong manner which is having a major impact on the employee working for the firm. Furthermore, about 3500 members of the workforce working in the Post Office are involved in the dispute. The Post Office management did not implement any of the government policies on public sector pay policy which is why the employees were not given sufficient pay. Their wages were based on the Post Office management’s policy, and they never implemented any of the laws by the government in terms of increasing the salary of their employee working in the Post Office.
This portfolio aims to determine the meaning of organisational power and politics and to investigate how it manifests in the given case study. Furthermore, it will critically evaluate stakeholders and different models of stakeholders within the research study. Finally, it will also include a brief reflection on Thomas Killman's Conflict resolution model and the approaches to resolving the conflict within workplaces.
Organisation Power 
Organizational power is the capacity simply must impact the conduct of another partner in your organization. Your power is measured by the extent simply can utilize your impact to induce that partner to do something that he or she would something else favour not to do. Control is the capacity to impact other individuals. It alludes to the capacity to influence the conduct of the subordinate with the control of assets. It is a trade relationship that happens in exchanges between a specialist and a target. The operator is the individual who employments the control and target is the receipt of the endeavour to utilize control.
Power is a characteristic highlight of work associations and is regularly the fundamental reality behind the decision-making prepare. It is central to the system of arrange and framework of command through which the work and exercises of the association are carried out. Mullins (2006)
Organization politics
[bookmark: _Int_1k1es7SE][bookmark: _Int_SL6LvKeh]Organisational politics issues are alluded to the self-interest and motivation of a person in an association without any concern its effect on the objective of the company to realize its objectives. It could be a handle that is related to the self-serving human conduct and his intuitive including specialist and power.
What is the role of power & politics in any organisation in general?
Bunches or organizations utilize power and politics issues to control their individuals, keep up and protect themselves. Control and legislative issues are coordinates forms that must be overseen and utilized viably to realize person and authoritative cohesion and ventilate their contrasts.
Control and legislative issues are principal concepts for understanding conduct in organizations. Impacts of control, run from budget allotment among sub-units to official progression to plan and update of formal organizational structure (Pfeffer, 1978).
[bookmark: _Int_cUuhefZ6]Numerous associations all-inclusive utilize control and legislative issues as common-sense components to control their individuals and keep up and protect themselves. Control and legislative issues successfully accomplish person and hierarchical coherence and address their contrasts (Nwaeke & Maxwell, 2012). Control and legislative issues were consolidated into the case ponder by scrutinizing the company for not raising the compensation of its representatives. Most firms utilize control and legislative issues to guarantee that the exercises are carried out, that methods are taken after, and the rules that as of now exist are set up to inspire acquiescence inside the firm. The work environment is additionally a political field in which representatives are likely to encounter circumstances in which they select to reach individuals who utilize power in ways they do not favour, receive or back (Bicer, 2020). Organisational politics includes an emphasis on the goals of the groups and people, which may well involve behaviour considered harmful to the firm. At the same time, power in the organisation is the ability to impose their will on others regardless of resistance to differences within the firm (Omisore & Nweke, 2014). However, some firms use diverse ways to practice power upon others and negotiate the firm's political interaction. According to Somoye (2016), power and politics in firms are recognised as essential dynamics.
Employees have ambitions of reaching the peak of their careers. However, in the given case, the Post Office strike indicates the power and politics in the organisation. The workers working in Post Office had left the firm because of a pay dispute. This shows the power workers hold against the firm overpay issues. According to Timmins (2022), there were multiple reasons why the worker chose to initiate a strike. One of the critical elements in the case was the freeze on the employees' pay in 2021-22, which has impacted the employee and their families. Due to insufficient wages, about 3,500 employees were involved in the dispute against the firm. It shows that the firm is not providing the employee with proper wages, the power of every employee, and the political influencing tactics due to which the workers were on strike. According to Barthwal (2013), getting away with power in an organisation is impossible. For example, to exclude politics from the organisational functions of the workforce.
Similarly, Post Office planned to get away with their worker's political strategy by initiating a strike and closing their business stations. But to get away with the strike, the organisation (Post Office) declared that the other 114 branches besides the main branch were not covered by the strike and would remain open, so the political tactics of the workers do not impact the other branches of Post Office across the United Kingdom. According to Jarrett (2017), politics and power in firms are likely to become dysfunctional forces. For example, power can be misused by an organization's employees, which results in destructive behaviour. For instance, in the current case, the workers decided to call a strike for not getting an increment in their wages. In this case, the management of the Post Office should have a contingency plan in place to deal with such issues, but it results in poor communication, conflict, and much more. Whereas for some organisations, power and politics are beneficial. For example, power imposed by the leader in the firm results in the acceptance and obedience of the employees towards the law and enforced policies (Gore & Parker, 2019).
Power depends on its bases. Politics and power both can either make or break a firm. In the case study, the power of the labour union was enough to break the firm and its image in the business market by showing that they do not treat their employees and pay them less than the work and responsibilities given to each employee at Post Office. According to Somoye (2016), influential leaders and managers working in the firm are more likely to increase the total power of the firm. Moreover, they increase more opportunities for their subordinates to get promoted in time. However, in the case of the Post Office, the management, including the leaders and managers, seemed not to be using their power and politics appropriately. Instead of helping the employees and increasing their pay, the management offered them just a 2% pay increase which was not sufficient for the workforce depending on the increasing cost of living, which currently rise at 7% a year (Timmins, 2022).
According to Ganesh (2021), organisational politics has a practical and strong impact on employees' outcomes, such as job satisfaction, the turnover intention of employees working in the firm, and job involvement. But other researchers have mentioned that perceived organisational politics in the organisation is neutral to affecting employees and the firm (Ganesh, 2021). In some organisations, the leader emphasizes showing their power to the employees by changing working conditions, delegating decision authority, and imposing restrictions on their working process. Whereas in some firms, leaders believe in sharing power widely and helping their people to develop. They see the talent within their employees and help them achieve their goals and objectives and organisational objectives. In the Post Office case, the management made their own policies by using their power instead of following government policy to increase the wage of each employee working in the firm. However, Post Office repeatedly contradicted themselves by declaring that they decided to impose a pay freeze which shows misuse of power and politics within the firm (Timmins, 2022).
Organisational politics is one of the essential roles played in organisations to either achieve the success or failure of organisational change (Maes & Hootegem, 2022). Politics and power both are used in organisations with or without implementing changes. For example, power in the firm is the ability a person must make other members do things in the work environment even if it is against their will. Similarly, the employees at Post Office were asked to work in the firm even after the freeze on their pay. The employees stated that the firm has achieved colossal profit and can currently afford to provide the staff with reasonable pay increases if they want. Still, no implementations were considered to increase the pay of the employees working in the Post Office (Timmins, 2022).
Stakeholder management
Stakeholder management is the method of keeping up great connections with the individuals who have most effect on your work. Communicating with each one within the right way can play an imperative portion in keeping them "on board."
Stakeholder management is the method by which you organize, screen and improve your connections together with your partners. It includes efficiently recognizing partners; examining their needs and desires; and arranging and actualizing different assignments to lock in with them.
[bookmark: _Int_DVUzMgPq]Imperative partners can give imperatives or necessities based on data from their industry. This will assist you get it the extend dangers (positive and negative) and imperatives. The more you include and engage stakeholders, the more you may reveal and decrease dangers on your venture. They help with ability, diminishing dangers, guarantee extend Victory (Increment Likelihood), getting extend acknowledgment.
What Is a Stakeholder?
[bookmark: _Int_RED0qEzS]A stakeholder may be a party that has an intrigued in a company and can either influence or be influenced by the commerce. (“List the United States Postal Service's stakeholders, both...”) (“List the United States Postal Service's stakeholders, both...”) The essential partners in an ordinary enterprise are its financial specialists, workers, clients, and providers. However, with the expanding consideration on corporate social obligation, the concept has been amplified to incorporate communities, governments, and exchange affiliations.
[image: ]
Figure 1: Stakeholder Model
A partner is anybody who is likely to be affected by a extend. Broadly, partners can be classified into "Internal stakeholders" and "External stakeholders".
Inside partners are inside your organization. They incorporate your Extend support, Venture proprietor, Venture group, any individual or group who gives inputs for the extend or is benefitted by the result of the extend. It moreover incorporates those who may be affected adversely due to the venture. E.g. A few individuals who may ought to re-skill due to mechanization or may ought to be moved out.
 External partners are exterior your organization. These may be your merchants, clients, shareholders, Government, evaluators, etc.
[image: ]
Figure 2: External and internal Stakeholder
Stakeholder management importance
Stakeholder management is vital since it is the help of successful venture connections. This must include building up a sound relationship and understanding how their work is contributing to extend victory. You wish to set up believe and keep up significance.
Importance of stakeholder management in current case
Without partners there would be no ventures. Locks in venture partners can bring numerous benefits to the venture. They can get included within the decision-making handle and impact the organisation's actions in a way that is supportive to the extend administration group. Stakeholders' venture can be a profitable source of data, not as it were for instruction but for building connections as well. Cultivating great connections is vital within the venture administration world and, locks in with persuasive bunches increments the chances of success. So, a brief reply to the address "Why are partners critical?" is for accomplishing superior results, whether it is instruction, association, engagement, or benefit.
Stakeholders Analysis Models
Partners play a basic part within the association.
However, in the Post Office case, the organization's stakeholders were the management and the union staff members. Stakeholders can be leaders, workers, managers, or people related to the organisation. Based on the evidence, the success of a particular activity or project depends on the active participation of the stakeholder in the project (Dwivedi & Dwivedi, 2021). In the case study, the management had shown no active involvement in increasing the pay of the employees working in a firm. It is mentioned in different studies that different stakeholders have different opinions, perspectives, and expectations regarding an activity, project, or organization's implementation. Some are considered good stakeholders, whereas others are deemed, wrong stakeholders.

Neo Classic and Socio-economic theories:
[image: ]
Figure 3: Neo-classical model

Neo-classical theory: It recommends that by maximizing benefits for shareholders they can do the finest for themselves their company and advance in general welfare. It has the reason of organizations to form benefits and responsible to themselves and shareholders.
Socio-economic
Social financial matters could be a social science and a department of budgetary things that centre on the relationship between social conduct and money related things. Social financial matters are additionally alluded to as socioeconomics.
The two stakeholder analysis models include Salience Model and the Grid-based Model. There are three standard models in the grid: the Power/Interest grid, Power/Influence grid, and Impact/Influence grid.
Salience Model
[image: ]
Figure 4: Stakeholder salience model
This model was established by Ronald K Mitchell, Bradley R. Agle, and Donna J. Wood. It was a portion of their paper Toward a Hypothesis of Partner Recognizable proof and Striking nature: Characterizing the Guideline of Who and What Tallies. Salience refers to the anatomy or quality that gets notified or is important (Singh, 2022). The salience model helps identify the anatomy of project stakeholders with the help of three practical attributes (Wood, et al., 2018).
Power: Power is one of the vital attributes a stakeholder should have. It refers to the authority and influence a stakeholder has in the organisation and project outcomes.
Legitimacy: Legitimacy is another crucial aspect involving morals, legal, and others. A legitimate stakeholder is the one that matters the most to the organisation. It carries out all the legal work and responsibilities within the organisation.
Urgency: Urgent requires immediate attention or need within an organisation. Urgency within the stakeholder is based on two attributes. The first one is the time-sensitivity when the stakeholder needs are time-sensitive. The second important attribute is criticality when the need is necessary or critical for the stakeholder (Singh, 2022).
Based on the evidence, stakeholder power is considered the pivotal figure in partner striking nature demonstrate, along with legitimacy and urgency playing an important part. For example, in some organisations, stakeholders without power still matter to the firm and the projects connected with the organization and stakeholders. When a stakeholder has both power and legitimacy, they can create authority within the firm (Mitchell, et al., 1997). Same is the situation with the manager of the Post Office; they had the power and legitimacy to implement their policies and laws within the firm and decided to freeze their employees' pay. This shows having the authority to make decisions without seeking others' willingness. The stakeholder in the case has power and legitimacy but lacks urgency because they could not solve their employee issues on an urgent basis to the need of their workforce.
According to Pedrosa-Ortega et al. (2019), power, legitimacy, and urgency are all vital attributes that a stakeholder needs to have to work effectively and to make necessary implementation with the help of the power, along with the right approach of legal aspects and fulfilling the needs on an urgent base. In this case, the stakeholder failed to implement a practical approach or action that could help them overcome the strike created by their labour union to seek positive impact or changes in the decision to freeze the employees' pay. Through the stakeholder salience model, the firm's stakeholder can manage their goals, interests, and outcomes if appropriately applied with the right approach rather than implementing wrong decisions and approaches. Like the Post, Office management has initiated by only increasing 2% wages of each employee even after making huge profits. The offer given to the employee was not enough, and it was the management's wrong decision, keeping in mind the increased cost of living stocks and goods that people consume to feed their families. Therefore, the Post Office requires an effective stakeholder salience model to be implemented in the firm with the right approach to offer an insufficient wage increase.
Grid-based Models
There are three different grid-based models are included in grid-based models such as Power/Interest grid
[image: ]
Figure 5: Power-Interest Grid

In this grid, stakeholders are categorized based on their power or influence and the interest they have within a particular project. It is important to identify all stakeholders included in a particular project before using the technology because it can help in identifying effective stakeholders. Moreover, it is easier to identify the stakeholder by looking at existing documentation or while talking to people within the business. People can also identify stakeholders by holding workshops, creating business process maps, and focusing on developing strategies to manage stakeholders effectively. Based on the evidence, the power/interest grid is considered an effective tool that not just identifies but categorizes, and manages stakeholders (Indeed, 2021).
This grid helps in terms of imposing and creating effective projects. For example, project leaders or managers can establish a grid in the initial stage of a project and use it throughout all the projects for multiple reasons (IASA, 2022). For example, it can help them in terms of managing stakeholder communication and ensuring satisfaction within the project. Similarly, the stakeholders of the Post Office can use this tool in terms of managing the strike which was initiated by their employees. Moreover, the Post Office stakeholders can also use this tool to manage better communication with their employees and ensure they are satisfied by increasing their wages not just by 2% but sufficient for them to feed their families and live a better life in the current situation (Timmins, 2022). The Post Office management needs to consider the employees and increase their wages rather than focusing on making a profit and implementing their own policies and procedures within the organisation. It should be a mutually and strong relationship between the management and the employee so that the Post Office can avoid such incidents taking place inside the organisation. However, both models are interrelated to one another in certain situations when the person wants to evaluate and analyse stakeholder power and their influence that impact the project and result in the overall project's success. This grid and the salience model include the power and influence of the stakeholder on the project from a broader perspective.
Power/influence grid
[image: ]
Figure 6: Power/influence grid  
The power/influence grid is also considered a power/influence matrix in stakeholder management (Resource Management, 2010). It is one of the foremost clear apparatuses that offer assistance categorize extend partners by their control and impact on a specific extend. Like the Post Office management, they had the power and influence to freeze their employees' pay. However, the manager thought they could apply their policies without their employee's willingness. The power-influence grid is very much like the power/influence lattice. The power/influence lattice focuses on the critical project stakeholders who can either make or break the project. It also helps in terms of stakeholder prioritizations. The power/influence grid also helps in developing effective communication among the stakeholders. During the analysis with the help of the power/influence grid, it is easy to evaluate and identify those stakeholders who can make the project unsuccessful and helps in determining how much participation is required from each partner alongside the inclusion each partner is willing to grant. The Post Office management should use this grid analysis to determine the interest and the motivation of a stakeholders in a project also they can use this in identifying the conflict within the business that is take place either in the management or the employees working in the Post Office.
According to Pagani and Aiello (2013), the power grid is also known as one of complexes arrange. The Post Office management can use this to resolve complexity that is there in the firm due to the freeze in their pay and help them to dwell increase in their wages. Also, the powerful influence provides the ability to analyse the characteristics of the stakeholder by the power and its impact on the organisation (Demir et al., 2015). In this case, it seems like the labour union has the power/influence over the employee working in the organisation. Therefore, the employees decided to strike and protest the injustice that has happened to them by the Post Office for freezing their wages even after having a good revenue in the current decades. Influencing others for their good and betterment proves that the stakeholder is kind and how to satisfy their people.
Impact/influence grid
[bookmark: _Int_gpdBeLJR]The impact/influence grid or the influence/impact is additionally known as the influence/impact lattice. This vital tool helps in understanding which of the stakeholder has more impact and the affect they can have on the victory of a extend. It is like the power/interest grid or the power/influence grid (Resource Management, 2010b). This grid is based on a stakeholder's influence on the project. This matrix is sufficient and can help in determining which one from all the stakeholders will be managed closely and which of them will put the minimum effort into the project. It makes a difference channel the time and vitality to the partner who can make or break the venture. In any case, this network can offer help and communication and partner methodology.
According to Hardacre (2020), the impact/influence grid is one of the essential stakeholder techniques. The influence impact grid refers to the instant involvement of the stakeholder and its impact on the ability to develop change within the stakeholder. It helps in prioritising the stakeholder, and the stakeholders in this grid can be allies on the project and further help prevent issues. The Post Office can adapt this stakeholder analysing grid so it can help them resolve and control problems. It will help and teach them how to prioritize their employees and further engage with them to overcome the current situation within the organisation.
How the Models Interrelate to One Another
According to Badawi (2017), there are multiple benefits of using a stakeholder approach, either the Salience model or Grid model. For instance, an organisation can use its most vital or most potent stakeholders to shape its project in an early stage; the input of the stakeholders can help and improve the quality of the project. Moreover, developing effective communication with the stakeholders in an early stage and frequently will help the organisation to understand and ensure that they can understand what the firm is doing and the advantages of the project. Firms that gain support from influential stakeholders can benefit by winning more resources and having more chances to make their projects successful. According to Pandi-Perumal et al. (2015), stakeholder engagement helps them achieve more success if applied in the right direction and with the proper implementation source.
The Post Office needs to implement the stakeholder approach within their work environment to assure that they can process the right decision, which benefits the firm and the employees working in the organisation. Both models’ salience and grid interrelate with one another in other forms. For instance, the 2-dimensional grid model power/interest grid adds a vital dimension of legitimacy and urgency (Singh, 2022). They are both similar because it helps provide the stakeholder with a systematic approach to managing the relationship. Both models are related because there are identical dimensions discussed, such as power, the influence one has on the other, urgency to manage stakeholders, and the legitimacy in both models (Singh, 2022).
Thomas Kilman’s Conflict Resolution Model
Thomas's conflict model is an effective tool used by both people and professionals to learn how these people and professionals can understand different conflicts and how these conflict styles impact personal and group dynamics. 
Thomas's model is one of the best-selling instruments for resolving disputes (USGS, 2022). According to Ogunyemi, et al., (2010), the Thomas-Kilmann conflict modes are effective in terms of understanding and developing a detailed understanding about how these approaches are effective and in which situation they can be used by the person or professional. Moreover, the mode instruments are significant in their own position depending on the situation and the level of complexity faced by the person or the professional.
The model of Thomas’s can be applied in the current case scenario as well. For example, the Post Office management and the labour union can use Thomas's conflict model to overcome the dispute between the management and the employees working in Post Office. This instrument will help them overcome the current conflict created due to the freezing wages of the employees working at the Post Office. Furthermore, the model is used in multiple aspects such as conflict and change management, team building, employee satisfaction, retention, and many other purposes (USGS, 2022).
[bookmark: _Int_Usgdxcpx]According to Thomas and Kilmann (2008), the show has two measurements: emphatic Ness and cooperativeness. Self-assuredness is the degree to which an individual endeavours to fulfil their individual concerns. At the same time, cooperativeness helps in satisfying the concerns of others than a person's personal concerns. Both dimensions of behaviour are used to discuss and explain five methods through which a person or professional can bargain with strife. These five conflict-handling modes incorporate competing, collaborating, compromising, dodging, and obliging. Thomas's demonstrate recognizes a person's favoured struggle and taking care of fashion. It gives an individual or proficient with nitty gritty data how to utilize the over five modes to unravel their issues.
According to Womack (1988), the instrument of Thomas's conflict model is more likely to be used in research and training. The tool is unique because it has five different modes that help a person understand how conflict can get resolved and how they can overcome difficulties that are creating conflict, which could be either in a person's personal life or professional life. The Post Office management and the labour union of the employees working at the Post Office can both use the instrument to solve their problems. For example, the employees can use the five different modes of Thomas's conflict model and identify how the modes can help them resolve the issue of a freeze on their wages. At the same time, the company can use this instrument to identify ways to resolve the dispute and satisfy their employees rather than being unfair to employees.

5 Modes of Thomas’s Conflict Model
[image: ]
Figure 7: Thomas Kilman’s Conflict Model  
Competing is the most fundamental and essential every individual works on when there is a win or lose situation. However, this mode is known as a win or lose approach (Altamae, et al., 2013). The person acts very assertively to fulfil or achieve their goals without cooperating with any other person or party. It is more likely to be at others' expense but is for the person to achieve their own goals. This Thomas's conflict model approach can be applied or used for emergencies or when they need quick or want to take decisive actions. The person knows the competing process drastically, and they willingly support the approach. This approach is practical when the person does not care about the relationship but is more concerned about the outcomes, which is essential for the person. For example, when a firm competes with another firm over a product or a new client. The Post Office cannot use this approach because using this inside the organisation could not help the management build relationship with the employees and will result in a worst-case scenario. The firm should avoid using this approach to resolve the current dispute with the employees of the Post Office.
The collaborating mode requires two people working as a team or pairing up with other individuals to achieve your own and the other person’s goals. This is how both individuals can break free of the win-lose pattern and look for a win-win situation. People can collaborate and work as a pair or team in complex situations where they require an effective solution for the problem that is creating complexity. However, this also means re-framing the current situation or issue to develop a larger space for each person’s idea. This mode is about satisfying both conflict parties, where both individuals think and concentrate on similar interests rather than different opinions and statements (Altamae et al., 2013). The Post Office can use this mode and resolve the current dispute. For example, the management of the Post Office can think of collaborating with their employees and concentrate more on similar interests. For instance, the firm can produce giving their employees some extra bonus which can help them survive in the current situation if the firm is unable to increase their wages. The firm needs to develop a solution that helps the employees if the increasing pay is not in their control. However, another choice is to offer their employees performance-based rewards, which can help the firm resolve the current dispute that has been developed between the management and the employee of the Post Office.
Compromising is an approach where the person is willing to lose. It is also known as a lose-lose approach because, in this scenario, the other person effectively achieves what they want. This requires a moderate level of assertiveness and cooperation. The approach is where two people or parties have mutually acceptable solutions that partially satisfy or make them happy. However, this approach is practical when the outcome is not critical, and the person loses time. For instance, the Post Office should think that compromising with its employee before the strike by the employee could cause the firm a significant loss and spoil its brand image in the business market. It is an approach when a person knows they are about to lose and agrees to compromise with a mutual decision against the rival they were losing from. People should not feel afraid of losing when the conflict arises because there are things the person can do to become more skilled by building a better outcome. In this case, the Post Office should compromise and fulfil their employee's desire. It can save them from significant loss and help them prevent the strike from occurring across the United Kingdom.
Avoiding mode is where the person avoids the issues, which means they are not helping another person reach their goals or even pursuing their own goals. This mode works when the problem is unimportant to the person or there are no chances of winning. When issues are not that significant for a person, and when the issue would not cost them much, the avoiding mode can be used by the person. However, it is also effective when the environment is emotionally charged because of the conflict and the individual needs some space. Avoiding mode is not considered a good strategy that can be applied by a person or professional for a long-term resolution (Altamae et al., 2013). The Post Office management should not use this approach of avoiding because the matter is significant. They cannot prevent the issue because the employees working with Post Office have a strike across the United Kingdom. However, the firm needs to think of an effective resolution to overcome this significant problem.
Accommodating is about working or cooperating with a higher degree, which can be at the person's own expense, where the person is not working for their own goals but is working against their own purposes, aims and desired outcomes. However, it is a practical approach when the other person or professional is the expert, or they have better and irrelevant solutions for the conflict. According to Shell (2001), in this mode, there is an element known as self-sacrifice when the purpose is to satisfy the other person. People are likely to use this mode when they are not worried about the outcome but want to build a strong relationship. In this case, the Post Office should resolve the dispute not for their own goals but satisfy their employee so that they can build trust within their employee and save the company name from getting spoiled in the business by freezing its employee's wages. The management can use this mode to satisfy their employees and accommodate them in the current situation where they think it is difficult to survive with such a low wage. The firm can consider supplying incentives if increasing their pay cannot be resolved currently. Moreover, the firm can accommodate all the employees and think of a solution where they are all willing to agree and are satisfied that could prevent further disputes and strikes.
Among all five modes of Thomas’s conflict model, the most effective approach that the management of the Post Office can use includes compromising, accommodating, and collaborating. According to Pasztor- Kovacs (2020), working in a team or teamwork offers numerous benefits in solving complex problems. It also helps people increase their knowledge, skills, and ideas. By adapting the collaborating approach as a team, the Post Office management will be able to overcome the dispute. All these approaches are beneficial and have more chances to help the organisation control the strike and satisfy the employees of the Post Office. However, strife can never be maintained a strategic distance from; it can be overseen (Overton & Lowry, 2013). Therefore, the Post Office management must address the current dispute by applying these approaches within their business. The management needs to think effectively and let go of what is happening. They cannot avoid the desires of their employee if they are reliable and need to be taken care of by the firm itself. However, the management should also impose the government law or policies so that better wages can be given to the employee working in the organisation than pay them less than the responsibility given to the employee working for Post Office. Moreover, the management can also think of applying new policies within the firm that can introduce an extra rewarding system that can prevent the dispute the firm is currently facing against its employees.
Furthermore, it is essential to develop the skills to manage a problematic situation appropriately; by these modes, the management will be able to overcome the significant issues within the organisation. The organisation can think of collaborating with employees by focusing on strategies or ways to satisfy them. This could help them prevent dispute and strikes, which is more likely to spoil the brand image and overall sales and revenue because they inappropriately apply their power to their customers. Conflict is a social situation that is currently getting experienced by Post Office management and their employee. To overcome the current conflict and the rising issue, the management needs to think of a better solution by applying Thomas- Hillmann's conflict model. The management can think about communicating with the employees and collaborating with them in the current situation. Some of the vital implementations that can be taken place, in this case, are for the management of the Post Office to treat their employee with equality and respect rather than avoiding the significant issues (Lewinter et al., 2019).
Firms need to think of considering and respect the view of their employees. Not concurring with their crave, there are chances that this could result in a significant crisis for the firm rather than the employees. The firm must ensure that they compromise, collaborate, and accommodate their employee to see better outcomes of the current dispute. If the firm cannot increase the basic pay of each employee, then they can set incentives in their wages were based on a particular target, each can earn the extra amount that can get included in the salary. The management can also compromise with the employee and should resolve the significant issues and increase each person’s pay to a maximum level where they can feed their family in the current inflation across the United Kingdom.
Conclusion 
Power and politics play an influential role in workplaces. Therefore, it is essential to use the right approach and practice when imposing control while making decisions or politics to influence people and their actions. The Post Office seems to be misusing its power and politics, resulting in a significant dispute among the management and employees for not getting paid. However, the overall case involves various aspects, such as analysing the stakeholder's model and how they can be effective in the case of the Post Office and its employee's dispute leading to a strike across the United Kingdom. Organisations need to build a strong relationship with their employees to prevent such incidents from happening inside the firm.
Recommendations
For future implementation, the organisation should focus on achieving its own and employees' goals simultaneously because this will help prevent any dispute or lack of engagement between the management and the employees. The organisation should also learn to be equal and respect the decisions of the employees about their level or the position they hold inside the organisation. It is the organization's responsibility to satisfy their employees and pay them according to the work and commitment that are given to me. Moreover, firms should not keep making a profit for themselves and give less pay to their employees. This will result in significant complexity and conflict inside the organisation. Therefore, the Post Office should apply better practices and approaches in resolving issues inside the firm before they result in substantial problems for the overall organisation.
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