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[bookmark: _Toc110807216]Introduction.
In May 2022  thousands of workers of 114 Post Office branches were closed on strike for 24 hours. Initially, offered just a 2% of the pay rise, plus a 250£ one-off payment, employees felt offended, because is lower than the living cost, which is increasing every year. They were disputing the management decision. 
Reflecting on Thomas Kilman’s Conflict resolution model, a critical evaluation of the different conflict resolution approaches is described, along with the appropriate approach for resolving the conflict. 
Besides the reflective part, the portfolio highlights the meaning of power and politics in an organization. Change management theory and the Power interest matrix model are described in implemented in identifying stakeholders of the Post Office organization. 
We have all gone through a change sometimes and we know what effect it has on our lives. Still, people have fear and do not always adapt to change.  Why is this happening? The answer is that everyone needs stability and safety. Change itself is a long-term process. The path to the proposed objective is sprinkled with challenges, but also with satisfaction because change means evolution. 















[bookmark: _Toc110807217]1. Power.
Power is a complex and dynamic idea, with an important feature - possession. According to Mullins (2006) power can be explained in terms of control or impact over the actions of other people with or without their agreement. It is seen as an authority that can be applied over other people, and sometimes over objects or things (Senior and Fleming, 2006). Somoye (2016) defined power as the ability to impose the will, impact the performance and activities of people, and organize any process, regardless of the approval or disapproval of subordinates. 
Buchanan and Badham (2008) suggest that power can control resistance on the part of others, apply determination, and obtain results that are stable with someone’s interests and goals. It is often seen as an individual’s property, a material, or a currency, owned, and used through social and people skills. Power is fundamental in any negotiation and political activities and its effective use is essential to successful management (Senior and Fleming, 2006). 
[bookmark: _Toc110807218]1.2. The power within the organization.
[bookmark: _Hlk110512267]Power is a function of dependence or interdependence. Power permeates the entire life of the organization and its support structure. Without power, there is no organization (Senior and Fleming, 2006). Success and failure in the application of power or reaction to it depend on understanding the power and knowing how and when to use it. As well as the ability to predict the consequences of its use.
Power is an essential characteristic of work organizations and is often the underlying reality behind the decision-making process (Mullins, 2006). It is main to the structure of order and system of command through the tasks of the organization are accomplished, for example through the operation of bureaucratic structures and the application of rules and policies. The absence of power and influence, lead to managerial stress within the organization (Buchanan and Badham, 2020).  
Why in most organizations, do different elements have different levels of power? Groups and departments that are responsible for dealing with concerns that are important to an organization's performance, solving critical problems, or dealing with a crisis, tend to be more important than those whose contributions are less critical (Buchanan and Badham, 2008). 
[bookmark: _Hlk110110028]For example, management uses power every day, to make the entire organization do what it wants them to do, to achieve goals. It can also be intoxicating and can be destructive when abused (Somoye, 2016). Power in Post Office organization is used by management to influence the employees by freezing the pay for 2021-2022 years, which is the cause of the conflict. 
[bookmark: _Toc110807219]2. Politics.
Politics is an individual or casual group action, apparent narrow-minded, divisive, and technical perception, illegal, approved not either by formal authority, accepted ideology, not certified experience (Geppert et al., 2016). Buchanan and Badham (2008) pointed out that politics is the power of successfully understanding other people at work, and using such skill to impact others to act in a way that increases one’s personal and organizational goals. 
[bookmark: _Toc110807220]2.2. Politics within the organization.
[bookmark: _Hlk110514020]Buchanan and Huczynski (2019) defined organizational politics as the ability to understand other people at work, and to apply those skills to impact others to perform in ways to intensify individual and organizational goals. It is usually seen as unpleasant and destructive, linked with duplicity and dirty tricks. At the same time, it is seen from the positive side, as a political strategy that can be used to follow organizational and individual goals (Senior and Fleming, 2006). 
Management decisions are usually the result of power, foreseeing, negotiation, and competition for the position. Managers who don’t have power, and who are not skilled in working with the politics of an organization, have problems in getting things done and achieving a result (Buchanan and Huczynski, 2019). People in different departments have different levels of power. Those dealing with issues that are most important to the organization’s performance, such as problem-solving, or dealing with a crisis, seem to be more powerful than others.  
Employees use politics to stimulate personal interests or organizational goals, to effectively understand other people at work, and to use such skills to influence others to behave in a way that boosts an individual or organizational goals (Buchanan and Badham, 2008). 
Morale issues are an important part of the organizational environment, which is about the positive or negative attitude of an individual or a group, about the organization itself, and how they feel while working there (Mallik et al., 2019). Employee morale comes from the top management and can be increased by paying sufficiently for staff members’ work (Mallik et al., 2019). Post Office employees have low morale, as they are not satisfied and are negative about their pay.
Management of the Post Office should instead reward the employees for exceeding organizational assumptions, listening to their concerns, and trying to solve their disputes instantly. Management must improve low employee morale, as it is an unusual aspect of organizational health and performance (Rukshani and Senthilnathan, 2015). 
[bookmark: _Toc110807221]3. The cause and the trigger of the conflict.
As the Communication Workers Union announced, more than 3.000 employees of 114 Post Office branches are on strike due to a pay debate. Members of staff stated they felt offended by being offered just a 2% pay increase for 2022-2023, compared to the increase in living standards, which is increasing at 7% a year. Therefore, the Communication Workers Union members voted to take strike action (BBC, 2022). The strike is a right of employees and is a necessary method by which employees and their organizations can actively encourage and protect their economic and social interests.
Conflict is seen as an instrument of change, harmful or sometimes beneficial, that is present in every organization. Working in an environment where there are no conflicts, is unrealistic and inevitable, important is to manage it and use it effectively for change (Senior and Fleming, 2006). Resolving the conflict takes time and causes tension but it does indicate that good conflict resolution should be used to solve it.
The strike seen here as a conflict is against the customers and the management because they have the most to lose after the work interruption. On the other hand, the strike is a conflict that is in the favor of the Union and the employee, as there is a chance for them to get what they want.  And as they did not have another option, they declared the strike, in advance, with the possibilities of solving the collective labor conflict through the mandatory procedures provided by law have been unsuccessfully exhausted. Legally, the only stage whose initiation is mandatory is conciliation. The decision to declare the strike was taken by the representative trade union organizations participating in the collective labour conflict, with the written consent of at least half of the members of the respective trade unions.
[bookmark: _Toc110807222]4. The consequences of the strike. 
As some of the branches of the Post Office involved in the strike will be closed for 24 hours, and some will stop some services as no cash deliveries or collection, will affect nearby branches. Those who are not involved in the strike and will be opened, as usual, will take over the provision of services to branches that are on strike. It will affect the rest of 11.000 branches across the UK, which in their turn, based on the deed done by the 114 branches, will be tempted to do the same. 
Post Offices are of major importance organization for Great Britain for years, providing for its citizens a place where they can pay the bills, collect, and drop parcels, and send letters. More than 80% of the total branches are agency branches, operated by franchise partners,  who are individual business people (Politics.co.uk, 2021). 
The strike is not only destroying the employees’ power but is causing other losses for all stakeholders of the organization. Besides the financial loss, there is low morale, and a bad reputation of the organization in the community (Rahul, 2012). 
Though it will affect the business and the customers, employees that are on strike are ethical as they decided to make the right choice, which will lead to a positive decision. Employees prefer to work in an ethical company, and they will remain there longer, no matter if there will not be any change.  
Employees and suppliers are internal factors that will affect the business and the culture of the organization. The strike will affect the customers as they are not notified at the time of fines, citations, warrants, or other recommended postal services. There are no shipments of parcels, services for which customers are obliged to move to neighbour branches. These are factors that a company can control. There are as well external factors that are assessed by the government, and its strategies, economic forces, elements (such as inflation rate), and social and cultural factors. These are factors that the company cannot control. 
A change like a strike is unpleasant for people at all levels of an organization. The leaders themselves must first take on the new approaches, both to challenge the things with which they disagree and to motivate the rest of the organization (Cameron and Green, 2019).
[bookmark: _Toc110807223]5. Change management theory - Lewin’s Three-Step Model.
[image: ]Lewin’s model is a three-step model for managing change arising in the transformational period from the current situation of the organization to the preferred situation (Kaminski, 2011). It focuses on people inside and outside the organization because they are the main point of change management (Petrov, 2017). The model includes three stages.
  Source: slide-4-1024.jpg (1024×768) (slidesharecdn.com)
Unfreezing – creating motivation, preparing to change throughout declining or invalidating, creating a sense of guilt and concern, certifying emotional security for employees. Unfreezing involves finding a way for the employees to leave the old criteria, in exchange for something new. In this stage, the desire for the change appears, or at least the identification that the change is needed (Kaminski, 2011). 
Change (Moving to a new level) – implementing the change process throughout the planning, reorganizing, providing an understanding of the suggested changes, evaluating, and looking from a different view, and analyzing the environment for new information about the introduced changes (Petrov, 2017).
Refreezing – providing support to combine the adopted new approach by initiating a suitable environment (Senior and Fleming, 2006). The refreezing process influences individuals in the organization to change (Petrov, 2017). Employees should actively take part in the process of change, understanding that the change is very important and is not only a benefit for them but the organization overall. Employees with significant determination, commitment, and satisfaction regarding the work are positively influenced by the increased level of employee enthusiasm about the change (Memon, 2021). 
In this stage, the change is set up as a new habit or process, without which it is easy to go back to the old ways of doing things. Rewards, moral support, and an employee-safe workplace are important in this stage, essentially continuing until there will be the need for the next vital change.
[bookmark: _Toc110807224]5.1. Applying Change management theory to Post Office conflict.
Employees declare their need for change, which is a rising increase, then the Workers Union provides plans and support for the implementation of the change. Staff members of the Post Office are very important stakeholders, as without their support there is no chance for a change. Most of the time even if the plan for the change is properly implemented, the outcome can be negative. 
According to the Post Office case, in the first stage, Unfreezing the requirement for change is accomplished through the strike. Where the employees involved in the dispute have a positive attitude regarding the change. The motives are a higher wage to an adequate living standard. Besides this is the employee's trust in the communication Workers Union, in which more than half of the members voted for strike action, that hopefully will be a change in the payment offer. The main motive for the Post Office employees to work efficiently is the pay rise. 
During the second stage, Change, the decision about the pay rise is influenced by Post Office management. They should decide about a reasonable pay rise, which they have not yet applied, despite the government policy, which suggested a wage increase of at least 250£ (BBC, 2022). 
Some factors determine the behavior of the employees of 114 Crown Post Offices. As there were working hard during the pandemic, they were offered only a 2% pay rise for the 2022-23 years, which was not enough. Being angry about this decision they agreed to the strike. The Workers Union declared that if no decision is made, other strikes will follow in the next weeks (BBC, 2022).
In the third and final stage of change management, Refreezing makes the change permanent. It becomes constant, developing a new conceptualization and identification and establishing new interpersonal relationships (Kaminski, 2011).
Employees are sure that higher pay is better than the amount of money they are paid now. With the pay freeze in 2020-2021 years and only a 2% pay rise, the members declared that they know that Post Office had considerable profits in the past years and that the management has enough money to increase the employees’ wages to a decent one, if only they wanted to do so (BBC, 2022). As the Workers Union analyzed the current situation, members decided to declare a strike, to obtain the desired result. As the management will accept a pay rise, the change will become a part of the usual working system. It will be a good motivation for the new employees to come to work for Post Office. Kaminski (2011) pointed out that this stage is the most time-consuming, expensive, but still the most productive. 
[bookmark: _Toc110807225]6. Who are the stakeholders? 
There are many ways in the literature of understanding the concept of stakeholders. Friedman and Miles (2006), and Olander and Landin (2005) suggested that the organization itself is an alliance of stakeholders and its purpose is to manage stakeholders’ interests, needs, and points of view. Varvasovszky and Brugha (2000) defined stakeholders as individuals who have an interest in the problem in question, who are affected by the problem or have an active or passive influence on the decision-making and implementation process. Freeman (2010) in his turn, defined stakeholders as any group or individual who can influence or are influenced by the achievement of the organization's goals. These stakeholders have a take on the success rather than the failure of a business. 
[bookmark: _Hlk109218405][bookmark: _Toc110807226]6.1. Neo-classical theory of stakeholder management. 
The neo-classical theory proposes that by increasing shareholders’ profits, they can do the best for themselves, and their organizations, and encourage overall success (Chomsky and Whittaker, 1999). The main goal of an organization is to make profits, accountable to itself and its shareholders. Chomsky and Whittaker (1999) pointed out that the main principles of the neo-classical approach are individual, workgroup, and democratic management. 
[bookmark: _Toc110807227]6.2. Socio-economic theory of stakeholder management.
[image: ]Slabá (2014) pointed out that economic value is created by people who join and collaborate to improve everyone’s condition. Managers should build relationships and inspire their stakeholders, to create an environment where everyone aims to give their best to deliver the value of company promises. There is no doubt that stakeholders are a key part and profits are a vital element of this activity, but interest in profits is the result more than the driver of value creation (Freeman et al., 2004).
Source: Stakeholder-Theory-3.jpg (1200×627) (marketing91.com)
In theory, as well as in practice, as the Post Office organization, there are two stakeholder groups. Internal and external stakeholders are connected because of their involvement in the company’s activities (Slabá, 2014). 
Internal stakeholders – individuals who work for the Post Office, the owners, employees, the board of directors, investors, people who hold shares in the company, and those who are directly involved in the activities of the enterprise and are important for the survival of the company.
External stakeholders – parties linked to the Post Office, because of their common interests. External stakeholders are customers, suppliers, competitors, the community, or government authorities. All individuals are interested in the performance and success of the organization but are not directly influenced or affected by the performance of the business. 
Slabá (2014) suggests that there are primary and secondary stakeholders, that are distinguished depending on the power of importance and influence. 
[bookmark: _Toc110807228][image: ]7. Stakeholder Salience Theory.
The stakeholder salience theory was suggested by Ronald Mitchell, who defined stakeholder salience as the level to which managers prioritize engaging stakeholder claims (Lähdesmäki et al., 2019). They try to find out what managers think about when considering stakeholder concerns. 
Source: salience-modelsupply-chain-management-23-638.jpg (638×479) (slidesharecdn.com)
It is challenging to identify which stakeholder needs more attention and priority in the value creation process (Raha et al., 2021). The more powerful the stakeholders are, the more important their affirmations are to management. 
Stakeholder Salience Theory includes three main attributes of salience. Those stakeholders who possess Power create the outcomes they want (Lähdesmäki et al., 2019). Magness (2008) defined power as the ability to control resources. It indicates the ability of a stakeholder to force its will on the organizational decision (Raha et al., 2021).
[bookmark: _Hlk110458864]The more legitimate the stakeholders and their claims are, there is more chance to receive positive reactions from a business. Legitimacy is an approximate perception or belief that the actions of an organization are beneficial, complete, or significant within some socially build system of standards, values, beliefs, and definitions (Thijssens et al., 2015; Lähdesmäki et al., 2019).
[bookmark: _Hlk110544748]Stakeholder Urgency is where there is a crucial demand for attention based on the idea of time importance (Magness, 2008; Thijssens et al., 2015; Raha et al., 2021). It refers to the degree to which a managerial delay in attending to the claim or relationship is inappropriate to the stakeholder (Lähdesmäki et al., 2019).
[bookmark: _Toc110807229]8. Power interest matrix model. 
Slabá (2014) identified the stakeholder power-interest matrix as a wide-known stakeholder analysis method, which can lead to the identification of stakeholders who have less impact over and lower impact on the problem, and stands for two features, stakeholder’s power, and stakeholder’s interests. Power interest matrix is a system where all the stakeholders cooperate to create value for the organization, a group alone cannot create it (Carroll and Buchholtz, 2014).
Managers use the power interest matrix model for decisions making of the stakeholder community. It divides stakeholders into four groups, based on their relative power and interest, or according to their interest and influence on the addressed issue (Guðlaugsson et al., 2020).
In the power interest matrix model, stakeholders are positioned based on their level of influence and power they have.
Identifying stakeholders. 
	High power - Low interest       (keep satisfied)

Customers          Owners
[image: Group of men with solid fill][image: Piggy Bank with solid fill]
	High power - High interest
(manage/involve)

Management         Employees
[image: Office worker male with solid fill][image: Management with solid fill]
Local community 
[image: Neighborhood with solid fill]

	Low power - Low interest (minimum effort)

Government authorities
[image: Tax with solid fill]
	Low power - High interest
(keep informed)

Suppliers
[image: Blockchain with solid fill]


[bookmark: _Hlk110603022]How much stake does every stakeholder have in the organization? Every stakeholder expects either personal or organizational profit, through the success or failure of the project (Chinyio and Olomolaiye, 2009). Personal achievement can increase power or reputation or even job, or financial status, and organizational achievement for the organization as a whole (Friedman and Miles, 2002). 
The first step is to identify who the Post Office stakeholders are. All people who are affected by the strike, and who are involved voluntarily or not in the strike. Who has power and influence or has an interest in its successful or unsuccessful decision? When stakeholders are identified, analysis is used to map their position in the matrix, in the relation to the issue, as well as to each other (Varvasovszky and Brugha, 2000). It is important to place them in the right category, otherwise, the effect can be damaging. 
Some of the stakeholders shown in the model have the power to limit or facilitate the process of solving the issue. Another stakeholder may lose or win from the taken decision. When stakeholders are placed in the power interest matrix, it should be determined who has high or low power to influence the strike, and who has a high or low interest. Stakeholders with a high power need to be kept satisfied, while those with high interest need to be kept informed. 

High power - Low interest - customers and owners need to be informed about what is happening in the organization, even if they are not interested in the result.  
· Customers have an indirect stake in the service of the Post Office, as they are paying their money for the services they receive from the organization.
· Owners are very important as they make decisions but should agree on them with other stakeholders.
High power - High interest - management, employees, and local community that makes decisions and has the biggest impact on the organization’s success. These stakeholders need to be kept close to fulfill their expectations. Most of the emphasis and communication will be addressed to these stakeholders. 
· Management is directly connected to owners, as they are responsible for the application of their decision. 
· Employees have a direct stake in the organization as they earn money for their living. They expect security, a good wage, and benefits at the workplace.
· Local communities depend and rely on the organization’s services.
We should always consider these stakeholders when making important decisions such as strikes because some of the stakeholders have the power to change or even prevent the planned strike.  
Low power - High interest are suppliers that need to be informed and communicated to them to be sure that no serious problems appear. These stakeholders are very helpful with the details of the issue.  
· Suppliers provide the necessary services for the Post Office for them to complete their tasks and goals. Suppliers depend on Post Office businesses to make a profit and support their stakeholders. 
Low power - Low interest is government authorities who need to be monitored, still not spending time and power with excessive communication. Keep them informed and manage their expectations. 
· Government authorities allow the organization to sell their services, and benefits in turn from the taxes they receive.
Wasieleski and Weber (2017) pointed out that stakeholders are connected and have joint interests. Those stakeholders who have a financial part in the business, always expect a financial return from it (Carroll and Buchholtz, 2014). 
[bookmark: _Toc110807230]8.1. Limitations of the Power interest matrix model. 
The challenges that appear when structuring the stakeholder’s analysis are not about the structure or the strategies, it is about the way the stakeholders work together in the matrix. Are they communicating or are they cooperating to solve the conflict? And if they do, how effective is this? The power interest matrix model is a time-consuming analysis, so conflict resolution is not immediate, but it can take time to solve.
[bookmark: _Hlk109218845]Most businesses use this model, and the result is beneficial for them, despite the other businesses for which the power interest matrix model can be destructive. As there are more stakeholders involved in solving the decision-making process it can slow the process of the implementation of the decision. 

[bookmark: _Toc110807231]9. Thomas-Kilmann conflict resolution model.
[image: Diagram, timeline

Description automatically generated]There are different types of conflict in organizations. It is often seen as a fight, between people that have different opinions or needs. The conflict however consists of several elements, such as disagreement or differences in the position of the stakeholders taking part in the conflict (Senior and Fleming, 2006). 					Source: Conflict Resolution (Thomas-Kilmann Model) | Quality Gurus
For the dispute to occur parties of the conflict should be identified, that is Post Office members of staff and management. To succeed the solving the conflict, each party must be aware that they are involved in the conflict. Post Office employees feel underappreciated because they are underpaid, which results in job dissatisfaction and conflict at the workplace. 
[bookmark: _Hlk109851801]The Thomas-Kilmann Conflict Mode Instrument evaluates an individual’s actions in conflict situations, as circumstances in which the concerns of two people are contradictory (Thomas, 2008). In conflict situations, a person’s behaviour can be described along two main aspects: assertiveness is the area in which a person tries to satisfy their concerns; cooperativeness is the area in which a person tries to satisfy the other person’s concerns (Thomas, 2008; Thomas, 1992).
Thomas and Kilmann outlined five models for conflict situations, often used by managers in the process of decision-making (Prause and Mujtaba, 2015).
Competition is assertive and uncooperative. When competing, a person follows their worries at the other person’s cost, using the power someone thinks is the most appropriate one to win the position (Senior and Fleming, 2006). Competing is to stand up for the rights, protect a position that someone thinks is correct, or just try to win (Prause and Mujtaba, 2015).
Collaboration is assertive and cooperative.  When parties collaborate to find a solution that completely satisfies the concern of both parties. It is a situation where both parties have to win, possible when one party considers the demand and wishes of all parties implied, by analyzing all the ideas to create a new outcome (Thomas, 2008; Prause and Mujtaba, 2015). Cooperation rather than conflict must be the principal managerial mindset. Stakeholders do not always cooperate, and their interests may conflict, especially when one of the stakeholders underlines such possible conflict (Harrison and Wicks, 2013; Thomas, 1992).
[bookmark: _Hlk109916791]Accommodation is unassertive and cooperative. When accommodating, a person ignores own concerns in favour of another person’s concerns, this mode presents a component of self-sacrifice. Such a type of conflict-solving method appears when parties collaborate very well and one member of the team is a specialist in the given issue, therefore can provide a better solution for the issue, even if it is contradictory to somebody else’s goals and desired outcomes (Thomas, 2008; Senior and Fleming, 2006).
Avoidance is unassertive and uncooperative. When an individual neither follows someone’s concerns nor the concerns of other people. Avoiding take place when a person diplomatically is avoiding a problem, delaying it until later, or just running from a difficult situation (Senior and Fleming, 2006). It is happening when one part of the conflict does not want to participate in the conflict and does not pay any attention to it, has no interest in taking part in it, hoping that the situation will disappear.   
Compromise is in between assertiveness and cooperativeness. When parties are compromising, the aim is to find a convenient solution, suitable for both parties. Compromising solve the conflict with limited satisfaction for both parties, and the issue is solved only for the moment (Prause and Mujtaba, 2015). A compromise involves a certain concession in satisfying the personal interests of all parties involved. 
Typically, compromise is considered a negotiation between two parties who want to achieve a proposed goal. It often translates into letting go of itself so that the situation is, as far as possible, a win-win one (Memon, 2021; Carroll and Buchholtz, 2014).
[bookmark: _Toc110807232]9.1. The most appropriate model for conflict situations in Post Office. 
Compromise is seen as a negotiation process between the Workers Union and the management in which both sides give up something they want. Compromise usually takes place in win-loss situations because neither side gets everything it wants, but everyone makes concessions to reach an agreement that is acceptable to both parties.
During the strike, its organizers continue negotiations with the management of the unit, to solve the claims that form the object of the collective labor conflict. If the strike organizers and the management of the unit reach an agreement, the collective labor conflict is closed and the strike ceases (Carroll, and Buchholtz, 2014).
Every person can use each style of the five approaches to conflict management presented by Thomas and Kilmann, however one style is more preferred than another one. This preference can change depending upon the specific situations of conflict, or it can change following personal character at that time (Mohammed et al., 2008). 
Members of the Workers Union are collaborators that see the conflict as a problem that must be solved, initiating an appropriate proposal for a satisfactory decision to solve the conflict. They see employees as allies and used to listen to other members' ideas and opinions. Look for the value in what other members say and merge that with their insights to find a win-win solution. 
[bookmark: _Toc110807233]9.2. Conflict resolution.
[bookmark: _Hlk110434817]A conflict is an inevitable part of every organization (Hussain and Zaman, 2018). It is very important to understand the strategies and methods to solve conflicts peacefully. There are always multiple ways of solving a conflict. Adewumi (2018) observed that no matter which conflict-handling mode is chosen, it is important to know exactly in what situation it is useful and if it is used properly can be very effective in solving the conflict.
Leaders often fear that misunderstanding indicates a conflict. However, problems or differences of opinion do not conflict. Conflict is only when the group cannot make a decision or move forward. Conflict is a misunderstanding that prevents decision-making or moving forward after the decision has already been made (Senior and Fleming, 2006).
It is important to generate ideas for conflict resolution. All points noted or agreed upon must be considered, and the participation of both parties is crucial. It is a creative endeavor in which the mentioned motivation can make the difference between a conflict definitively and well resolved and a total failure. We choose the best solution. An agreement is reached through negotiation, and it aims to provide the best solution that will ensure the gain of both parties. Shake hands as a sign of agreement, then draw up the action plan.
The next step is the implementation of the action plan, sprinkled with moments when both partners check and control the situation at the same time from time to time to ensure that it changes in the desired direction.
In case the conflict cannot be resolved peacefully, another way is to solve it by court decision. If the employer considers that the strike has been declared or is carried out in violation of the law, it may address the Tribunal in whose district the unit where the strike was declared is located with an application requesting the court to cease the strike. The Tribunal shall fix a time limit for the settlement of the application for the termination of the strike, which may not be more than two working days from the date of its registration, and shall order the summoning of the parties.
The Tribunal examines the application requesting the termination of the strike and urgently pronounces a decision by which either rejects the employer's application or admits the employer's application and orders the termination of the strike as illegal. The judgments of the Tribunal shall be subject to appeal only.
As the strike is legal and authorized within the structure of employment law in Britain, it is not right to say that it is unethical. Fighting for their rights, employees formed unions, to use collective power to represent their dissatisfactions in front of employers (Mason, 2018). A strike should be justified and realistic, with a clear purpose, as it is in the Post Office study case. There is no reason for the strike to take place for something that cannot be obtained. All staff members that are involved in the strike, harm Post Office managers’ interests, as well as the rest of the stakeholders.   
[bookmark: _Toc110807234]Recommendation. 
Day by day we are put into social transactions that involve permanent negotiation. Whether it's about the job, family relationships, or friendships, we are challenged to let go of ourselves. Swinging between the two extremes, we discover that compromising is an art through which we can achieve our goals. It's all about knowing when to do them, with whom, and for what!
Direct communication from the management to the staff members of the Post Office announcing their decision about the strike outcome is recommended, with a comprehensive explanation of the positive or negative decision.  
One way to solve the conflict is by agreement between the parties. Negotiations with the management of the unit to satisfy the claims, mandatory throughout the strike, can be materialized in a total agreement. As a result, the collective labor conflict is resolved and the strike ceases.
To prevent another strike with financial losses and otherwise causing discomfort to all stakeholders and enter normality regarding the provision of quality postal services management should consider and agree on the pay increase for all the employees of the Post Office. 
As the management didn’t take any action about the pay rise, the morale concept was affected by organizational behavior. As the union assistant secretary Andy Furey pointed out, if there will not be any decisions made, there will be more strikes coming (BBC, 2022). So, as promised, another 24-hour strike took place on 14 July 2022, with another 1500 Post Office employees taking part and asking for a pay increase (Scott, 2022). 
The primary aim of any conflict resolution must be in creating a positive environment and finding a better solution to the problem providing long life for the organization and its employees. 

[bookmark: _Toc110807235]Conclusion. 
Even though power and politics can be destructive and unethical, these ideas can be productively used to achieve proposed goals in the organization. The main idea of the power and politics in the organization is that owners that possess the power and politics can impact the decision-making process in their favor, and disrespect employees’ moral issues. 
Upon consideration of the facts discussed that compromise would help the Workers Union to solve the conflict as it has an adaptive role, it helps to achieve goals and depressurize tense social relationships. For example, making a compromise in Post Office strike is like "Managers will increase pay, and employees will work as usual, without any disruption" has a constructive role and helps to harmonize the organization's activity. Both parties in Post Office can make compromises that bring benefits to both sides.
Managing a strike is not easy. The management should try to reduce the process and begin eventually planning how to handle it. Direct communication should be between employees’ representatives and the management, to see what options there are available in solving the conflict. 
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