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[bookmark: _Toc107680592]Introduction

Post offices in the UK are regarded as a valuable key resource within many areas of the community providing access to multiple services to the public, such as, banking, bill payments, parcel delivery and returns, postal orders and many more  (Comber et al., 2009). A study into rural sustainability considered post offices with high importance as they found its services to be of greater necessity to daily life then other facility providers (Comber et al., 2009). In 2017, Citizen advice. org revealed that people valued a local post office highly in their community over local pubs and found that 49% of Britain’s regard post offices as the most important service within the community, adding, 59% of UK people were found using the post office at least once a month.
 Recently, the post office has caught attention on media for staging a one-day strike over pay dispute. The main  114 offices directly managed by the post office  will be closed for 24 hours with no activities related to the 11000 sub-branches that will remain open (Timmins, 2022). The report will emphasis and critically evaluate the position of power and politics within this case and how it is being used by the members of the communication workers union against management to achieve their goals and objectives and entailing a deeper insight into how culture plays a role in the case. The report will identify and explain the key stakeholders related to this case through the Salience stakeholder model and the Power interest matrix model. Furthermore, the report will entail an assessment based on Thomas Kilmann’s conflict resolution model, with a critical analysis on the appropriate approach to resolving the post office case.
[bookmark: _Toc107680593]Power and politics in organizations

Power and politics in organizations has built a common impression of being conflictive in nature therefore, the word power is usually viewed negatively and linked with dictatorship, selfish motives, struggles and violence (Lawrence and Ugiabe Maxwell, 2012). However, Fleming and Spicer (2014) note negativity as one-sided. They believe that power can be a positive force in an organization and can deliver great things. Abbas and Awan (2017) note organizational politics as a mixed nature of power, position, influence, behaviours, motives and self-interest and the strategies involved in leadership practices. They further noted this as a perspective or method to achieve power but not on the basis of merit, hard-work or luck

[bookmark: _Toc107680594]Power
Lawrence and Ugiabe Maxwell (2012) note power and politics as a part of human nature that is unfortunately the least understood behavioural inclination of which power is widely recognized as an inconsistent trait and politics as depressingly embodied. Power holds many definitions, it is the ability to influence the behaviour of others and get them to do what and how you want them to do and the inner ability to change the course of action despite resistance (Omisore and Nweke, 2014). Furthermore, power is noted as the capacity to attain one’s objectives and goals and to control the behaviours of others through the means of positive and/or negative resources (Lawrence and Ugiabe Maxwell, 2012).
[bookmark: _Toc107680595] Politics
Whilst power is the ability to influence, politics emphasis on who gets what, when and how. Fundamentally, politics deals with resolving disputes over the distribution of resources (Heywood, 2019). Power and politics go hand in hand, and both are present in the centre of public life as well as organizations, that is why politics is inevitably linked with the occurrence of conflict and cooperation. Organizations are political structures entailing tactics and strategies that create  and provide career opportunities and developments for employees to meet their goals and interests which are gained through the use of power despite resistance (Fleming and Spicer, 2014). Another definition perceives politics as the struggle and strives of an individual’s rights in society through the means of mutual negotiations and consultations (Abbas and Awan, 2017).
[bookmark: _Toc107680596]Types of power

 Power in organizations is depicted in many forms- formal power comes from the authority and position a person holds in the organization, Reward power is the capacity of a person to distribute intrinsic and extrinsic rewards that people want. Coercive power is the opposite of reward, enforcing threat to gain compliance and legitimate power is based on one’s hierarchical position. Overall, formal power is attained by becoming a valuable asset to the organization (Krausz, 1986). On the other hand, informal power derives from an individual’s key attributes and their level of knowledge- these  are referent power that is based on the ability to inspire and influence through adulation, Expert power the act of deep knowledge and information power- to hold information that is not easily available and using that to evoke and control a person’s behaviour (Krausz, 1986).


[bookmark: _Toc107680597]The case Study

Emphasising on the case study, power and politics are both manifested through the strike. According to EthelMary and Akpunonu (2017) strikes are the most crucial aspects of industrial or organizational conflict, a short-term based halt of work in order to convince or persuade to meet needs and/or demands. They argue that other types of disputes within similar fields and strikes are linked as ‘part and parcel’ and cannot be separated, as in both cases work comes to a temporary stoppage. According to Burton and Krider (1970) strikes in the public sector are unsuitable as they distort the government decision making strategies.
The post office strike is seen as an official strike that has been organized and carried out by the consent of both, the post office employees led by the communication workers union (CWU) as collective bargaining. Here, power and politics are being used by both parties, the post office management and the CWU. Post office management has taken on the use of formal power through its legitimate position- using their legal authority to control and influence the behaviour of the employees. The last two years, since covid-19 pandemic, the post office has made huge revenue and profits, despite of which, post office management are insisting or rather enforcing employees on a pay-freeze for 2021-22. Although management declare they are following the government policy for pay sector, however they have denied this statement by saying the pay-freeze decision was solely theirs (Timmins, 2022). The post office is in strong position to afford a good salary for employees if they wanted but rather are misusing their power to control and impose their decision of pay-freeze on others. Politics is clearly  visible in the situation as it displays a game of financial distributions as to who gets how much and when. The CWU mentioned,
 "This is not an issue of affordability. This is about power play from a management that is needlessly antagonising its key worker employees” (Timmins, 2022).
The issues here have risen from the sudden change that has occurred since covid-19, rapid changes and developments, change in society and norms, and the fall in economy. Kashif et al (2020) note at least 66% of employees were negatively affected. Thus, with the current inflation rise at 7% it can be considered as normal for employees to demand a little more than necessary to survive. 
Employees are also using their personal power of position against management. Employees are the key assets of any organization, they are responsible for its success and hold a source of unique competitive advantage (khan et al., 2011). It was further noted, job satisfaction in employees is key to higher rates in job performance. Employee morale is affected when employees become dissatisfied with their job and has direct impact on organizational production and eventually leads to withdrawal from the job, leaving the company with increased turnover rates along with many hidden costs. The Employment policy foundation found an estimated 89% of turnovers to be voluntary, leaving their present job in search of new employers (Ongori, 2007). 
According to Wright and Davis (2003) in contrast to private sectors, public employees have higher dissatisfaction levels in their jobs-reason being, although public sectors provide higher development opportunities to achieve greater, the organizational structures are claimed to be restricted to substantial red-tape and conflict (Wright and Davis, 2003).
Burton and Krider (1970) state “it is evident that collective bargaining is the best way of composing differences between workers and their employers in a democratic society”. The power being exerted by the post office members through the official strike is enabling them to highlight their issues and complaints against management on a higher level to the eyes of the general public and media, gaining sympathy and strength to create higher and stronger ways to negotiate. This form of collective dispute can also be seen as a forceful threat to management to get them to agree on employee’s terms and conditions. This behaviour can also cause employees to lose their jobs. Strikes can be harmful for organizations as it gains bad publicity and damages its reputation, but on the other hand, it allows the organization to implement major changes to the workforce based on negotiations (EthelMary and Akpunonu, 2017). 
[bookmark: _Toc107680598]The stakeholder theory
Stakeholder theory holds many definitions, but however this report focuses on the socio-economic perspective of stakeholders by emphasising on Freeman’s theory that defined stakeholders as a group or an individual, possessing the ability to affect or be affected by the organization’s activities (Retolaza and San-Jose, 2011). Freeman believed, these people hold legitimate interest and so management must pay extra heed and equality to satisfying their needs. In relation to this theory a cooperative perspective noted by Pedrosa-Ortega et al (2019) summarises that a company that creates and maintains a sustainable and durable relationship with its stakeholders is able to last, further noting, these relationships as significant key assets that possess company wealth (Pedrosa-Ortega et al., 2019).
This is where the Socio-technical system theory can come to affect. Theory suggests that organizational structures can be enhanced and recognised better if both aspects Social (humans) and technical (technology) are integrated and considered as a unified system. Organizational structures often fail as they focus mainly on technology and neglect the very core of organizational performance, the interdependencies that exist between humans and technology (Botla and Kondur, 2018).
[bookmark: _Toc107680599]The stakeholder Salience theory

Mitchel et al (1997) proposed that stakeholders possess three attributes, Power- in a position to make change despite resistance, Legitimacy- interest in the organization’s activities based on ethical grounds and Urgency- ability to call for immediate action, which will assist managers in perceiving and deciding their position as increasingly salient (Neville et al., 2011). They further criticised this perspective of managers, noting, the inaccurate assessment of attributes can  lead to the mismanagement of stakeholders resulting in consequences that would be detrimental  for the organization financially and for its reputation (Neville et al., 2011). A prime example of such circumstance is the Post-office Horizon scandal, where in between 2000-2014, 700 branch managers were given criminal convictions due to a faulty software that depicted missing money (Peachey, 2022). These employees were misjudged and perceived as guilty by the organization because of their one-eyed approach that eliminated any trust. This scandal was described as the “most widespread miscarriage of justice in UK history” with overturned convictions and compensations. This did not just leave the post office with substantial damage to its reputation and finances but has also risen questions on its leadership and management (Peachy, 2022).













[bookmark: _Toc107680600]The Salience model emphasising on the Post office stakeholders
 Figure 1. Stakeholder Salience model Framework6
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[bookmark: _Toc107680601]Key Findings

The key stakeholders of the post office organization based on the current situation have been prioritized (Table 1) according to the managers perspective of power, legitimacy and urgency.
Dormant- The government and regulators hold high power over the post office to impose their will but without any legitimate and urgent claim. They have very little interaction with the organization so power remains unused, however, they can obtain more through legitimacy and urgency (Mitchell et al., 1997).
Discretionary- Mitchell et al (1997) note, the absence of power and urgency allows managers the liberty and releases them from pressure to choose whether or not to maintain an active relationship with such stakeholders. These stakeholders hold legitimacy, a form of interest in the post offices activities as they can be affected by this, a few examples below, 
· if the main branches decide to go ahead with the smaller post office closures, this decision will affect employment of the many associated with the sub-post offices. 
· Media does not possess the power and urgency but hold legitimate interest in news that can allow them to attract attention.
· Parcel companies hold legitimacy as they are tied in a contractual relationship so therefore have no power and urgency to raise claims. 
Demanding- They are customers, the local community and UK public who can project their urgent claims through ‘noise’ as they lack power and legitimacy. For example,
· Post office customers want certain services and when it is not provided they can become demanding.
· A post-office closure in the area can provoke the local community to becoming demanding and protest against the closure because they want the services to be available to them.
· Going back to the case study, if the strike goes on for longer and further closures of post offices begin to take place, the UK public as a whole will begin to become demanding on the basis of delays happening with their posts, urgent deliveries and issues with their everyday essential services. They will demand an immediate stop on the strike and impose pressure on management to start considering negotiations so their future problems can be averted.



Dominant- 
· Post office board of directors who hold formal power and legitimacy in the organization but have no urgency, but however they have expectations and goals that need to be met 
·  The 114 branch employees also possess power and legitimate claims
Dangerous- Media and the CWU can be viewed as dangerous for the organization as they possess power and urgency, for example,
· Fields (2006) notes, media holds the power to orchestrate and shape the way in which public perceives news through how it was reported and influence the views and thinking of many. Emphasising on the case study, this can be positive as the media is able to bring the injustice being imposed on the post office workers to attention by highlighting the strike and strengthen their case by acquiring public sympathy but can also be negative if any incorrect information is reported, and causes to contradict any employee claim, it can go against their favour.
· CWU have the power to stimulate employee voice and claim urgency on collective bargaining but however the misuse of this monopoly power can lead to the misassignment of resources resulting in danger (Addison, 2020).
Dependent- these stakeholders have legitimacy and urgency, but no power so therefore needs the help of third parties to influence the organization.
They can be the local community who will need the assistance of third parties to bring out their urgency and to raise their voice and can easily form groups with other powerful stakeholders. 
Definitive- Here, the stakeholders possess all three attributes for being the most salient stakeholder. Their claims are given highest priority and immediate attention (Mitchell et al., 1997). In the case of the post office all of the three stakeholders in the definitive category (Table 1)  are the main protagonists of the case, therefore in a manager’s perception, these stakeholders have huge negative and positive impact on the organization and therefore must be dealt with cautiously and immediately.




[bookmark: _Toc107680602]Limitations of the Salience model

The Salience model has proved to be useful, practical and easy to use, allowing management a better and deeper insight into identifying key stakeholders (Yacobucci and Jonsson, 2019) but however, has been the core of argument for many practitioners who believe that the model has many downfalls. Some note the ‘urgency’ attribute as not relevant for stakeholder identification, as urgency is instilled in the will of the stakeholder to exert power and so urgency is absorbed in the power attribute (Neville et al., 2011), others have mentioned how the model varies with changes in context, such as a manager’s hierarchical role can affect the number of stakeholders  identified and its characters and how a manager’s intuition and biased opinions will play in perceiving stakeholders making the model highly subjective, reason why one stakeholder can appear in other categories of the salience model, such as media and the CWU in the identification of post office stakeholders creating confusion as attributes will also differ under category change. Furthermore,  Neville et al (2011) notes how an organizations ethical culture can also determine in assessing key stakeholders.














[bookmark: _Toc107680603]The stakeholder power interest matrix model
Organizational strategy making requires the need to understand and manage the many demands of the different stakeholders in relation to its strategic objectives. Freeman viewed power and interest as significant elements of stakeholder management and suggested the use of the Power Interest Grid (Ackermann and Eden, 2011). This framework helps to identify the key stakeholders and their level of power and interest in the organizations progress enabling management to decide whether these stakeholders need to be managed with extreme care or can be just kept informed of any change (Ackermann and Eden, 2011). Below is a power-Interest model used to  identify and  manage the Post office stakeholders. 
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                   Figure2. Power-Interest  Matrix model for Post office stakeholder


[bookmark: _Toc107680604] Key Findings

High power- Low interest
The Government, board of Directors and Regulators appear in the keep satisfied group as people of formal and high power with certain expectations that need to be satisfied by the organization, thus comprehensive information is required to be communicated with them through annual meetings, emails and letters.
High power-high interest 
The stakeholders placed in the group possessing high power- high interest are the definitive stakeholders (Table1). Owning most power and holding high interest they are to be managed closely alongside customers and competitors who can also possess power as well as interest. 
· Employees associated with the main  114 post office branches must be informed of organizational changes and its reasons and with efficient communication through staff meetings, portals and emails. They should also be managed through motivation and job satisfaction such as promotions, rewards and bonuses. 
· Customers can be seen in this group of stakeholders; this is because customer satisfaction and quality are the significant factors for organizational performance (Suchánek and Králová, 2015). The quality of an organization’s customer service builds brand reputation and recognition that goes onto increasing customer trust through high levels of purchasing power that builds loyal customers. Therefore, customers possess the power to reject the service if they are not satisfied and move  to an alternative choice increasing customer turnover levels for the organization (Okumu, 2012).
· Competitors have the power to attract customers through new business strategies, these can be new products and services as well as low prices. It is vital the post office manages its competitors closely to understand what they are doing and how in order to achieve competitive advantage.
· The communication workers union (CWU) are also to be managed closely stakeholders as they hold high interest for the workers of the post office and therefor have the power to raise a voice with urgency.



Low power-High interest 
According to the power-interest grid, many stakeholders associated with the post office have been identified as having low power and high interest in the organization. A few are explained below:
· Employees associated with the 11500 sub post offices need to be informed of any changes that management are bringing into the organization, such as changes to pay, holidays, workforce reduction, re-organisation and new technological developments. They must be informed and prepared for this change as this can create conflict.
· Parcel companies and suppliers keep high interest in the post offices activities as they receive business from them and therefore must be informed of changes such as supplier change, contract terminations and even branch closures as this would result in their loss. 
· The post office is also liable to inform its customers, local communities and UK public of any change that would affect the services they receive from the post office as they are the people who bring business to them. 
· Competitors keep interest in their rival’s progress and development but hold low power to act on any decision.
Stakeholders in this category of low power- high interest are usually best informed by emails, newsletters, notice boards and through social media platforms.
Low power-Low interest
Media falls into this group of stakeholders as media does not see things through a single perspective. Sometimes they will not react to news that may not catch publicity, so therefore their interest will remain low as well as their power. 







[bookmark: _Toc107680605]The interrelation between the Salience model and Power-interest matrix model

The power-interest grid can be associated with the Salience in the terms that sections of the power grid identify stakeholders in the same way, such as high power and low interest are the Dormant/Dominant stakeholders and the high power-high interest as mentioned above, are the Definitive stakeholders. The low power-high interest section of the grid can be addressed as the Discretionary stakeholders, whereas the low power-low interest stakeholders can be called the Demanding stakeholders, holding very little power and legitimacy but being able to make noise if they needed to. The Matrix model can also be highly subjective like the Salience model as stakeholders can appear more than once in any section,  such as customers. As the  matrix model suggests customers need to be managed closely as they are determinants of organizational performance, but on the other hand they can also choose not to exert power and just keep interest in the post office activities therefore appear in the low power-high interest section. This can mean their level of power and interest can be regarded as ‘ unstable’ and varies in context (Ackermann and Eden, 2011).
[bookmark: _Toc107680606]Organizational conflicts and disputes

According to Abiodun (2014) conflicts are unavoidable in human life, within organisations and even in between countries. Conflicts are usually perceived as negative, opposing behaviours and actions and anger but however this is just a part of conflict. A conflict can be best explained as a long-term disagreement that happens between two parties, when a threat is opposed to the interests or needs of the other in relation to power, values and resources (Abiodun, 2014). Another theory of conflict, the Maslow humans needs theory (1943) suggests that the basis or root cause of conflict are the unsatisfied or delayed  human basic needs (Malihah  and Nurbayani, 2015). Disputes on the other hand, are short-term disagreements that can be resolved and focuses on obligations, legal rights, facts and interests between two or more parties (Poitras and Le Tareau, 2008). Disputes have many resolution approaches of which the most common is negotiation, a mutually accepted and  private resolution by both parties outside the court. In the course of failure to this, collective bargaining, the intervention of a representative, eg, Unions on behalf of the workers is taken in as an option to reach an agreement with employers, as in the case the post office (Mnookin, 1998).
To come to a solution at this stage requires mediation, the involving of a third party who can facilitate negotiation between both parties to come to a settlement on their own. This is also a private procedure and not open to public as in the case of conciliation and arbitration will entail to reach an agreement outside the organization (Mnookin,1998).
Conflicts and disputes are perceived and responded in different ways. According to  Hussein and Al-Mamary, (2019) managers spend 20% of their time resolving conflicts, therefore, due to this nature of conflict, it has become necessary for managers to acknowledge conflict within the organization as a prospective for personal growth, therefore, to recognise its destructive and constructive potentials  and then to manage and implement resolution techniques in the best way forward (Abiodun, 2014).
Conflicts can occur in between two individuals or amongst groups for different reasons, so therefore, in order to achieve the best out of these conflicts, organizations must determine the type of conflict before handling and approaching the situation and so, a positive or negative outcome of a conflict depends on the strategies that were used to handle the situation (Hussein and Al-Mamary, 2019).
[bookmark: _Toc107680607]The case Study
Reflecting on the case, the post office case can be perceived as a collective dispute that has led to an Organizational intra-group vertical conflict, where disagreement happens between the superior and subordinates, such as the post office management versus employee’s (Hussein and Al-Mamary, 2019). These happen usually due to differences in perception and objectives, competition, low levels of trust, scarcity of resources, biased decisions and misunderstandings. Such conflicts can escalate to levels of destruction and harm to the organization, others point out the positivity that can arise, such as improving group performance. The post office case has united together the employees to resolve a conflict, this is a positive outcome resulting in building team spirit, cooperation and communication among the members of the organization (Hussein and Al-Mamary, 2019). 
The post office conflict can be profiled as the Pluralist view, that suggests societies are made up of cultural variations, their eligibility and right to protect their individual identities and believe such societies are not free from conflict (Smooha,1978) and that managers and employees don’t necessarily share the same interests and values due to cultural differences, but however this highlights the fundamentals of interdependency between management and employees providing a clear basis for resolution (Hamed, 2018). Management and employees depend on each other to run the organization smoothly, but due to differences in perception, conflict arises. Post office management are under Government obligations to follow rules on the pay sector so therefore know the 2% pay rise cannot be argued over or negotiable, but the employees have a perception that management can resolve this matter by increasing the  pay-freeze, this could be the lack of shared knowledge within the organization or biased beliefs that management will never think positively for its staff or put their desires before the organization.
[bookmark: _Toc107680608]The role of culture in conflict

Culture has been profiled as the collective arrangement of the minds that differentiate one group from another (Gunkel et al., 2016).  Self- actualisation is the final stage reached in Maslow’s hierarchy of needs theory, where an individual has attained their potentials, to fulfilling themselves (Itai, 2008). Theory suggests, modern cultures play a role in seeding self-actualisation in individuals and the United Kingdom is one such country amongst other western countries that fosters individualism that can influence one’s thoughts, behaviours and especially ones need (Itai, 2008). The post office dispute can be looked at through a culture perspective lens, where culture is being depicted in the way employees have chosen to raise the issue. Individualism portrays strong independent characters of self-reliance and the post office employees working in an individualist culture has fostered them to put their own benefits and well-being before the organization, focusing on their rights before duties and displaying their anger, frustration, feelings and emotions openly and assertively against management (Oyserman et al., 2002). Gunkel et al (2016) also note, that individuals from amongst the same culture will prefer to handle situations in a way that fits their cultural values and act in a way that is accordant to their customs and cultural norms.












[bookmark: _Toc107680609]Thomas Kilmann’s conflict mode instrument

Thomas Kilmann’s model assists in resolving conflicts with the help of two dimensions of human behaviour, assertiveness- the potential to satisfy one’s own concern before others and cooperativeness- the degree to which one satisfies another’s concern above their own. This will lead to choosing the correct course of action in a conflict dilemma (Thomas, 2008). Kilmann identified five methods of conflict resolution, named as the conflict handling modes. These conflict management modes will vary in context and choices will change depending on situation (Altmäe, 2013).
Competing- assertive and uncooperative, giving  priority to one’s own concerns over others
Collaborating-assertive and cooperative, Finding a solution that will resolve the conflict on both ends and satisfy both parties, this will require a deep insight into the disagreement to learn more on the current situation. This mode requires a higher deal of trust.
Compromising- This falls in between assertiveness and cooperative, to come to a mutual understanding by negotiating a solution that can partly satisfy both parties.
Avoiding- unassertive and uncooperative, putting a temporary hold to the conflict, neglecting the situation to avoid the worse.
Accommodating- unassertive and cooperative, setting aside one’s own well-being and putting others concern forward, a form of sacrifice over your own desires.

[bookmark: _Toc107680610]Limitations of the Kilmann’s conflict Mode

While the model has proved to be useful in certain situations, others argue the ‘conflict modes’ are actually described more as ‘negotiating’ or ‘decision making’ styles. The model doesn’t imply that the parties are in conflict, so therefore, could be  just in the need of a joint decision. Another critique states the model to be highly subjective based on people’s perspective of the situation, therefore more than one approach can be made. The model has also been criticised for not being fit for family business conflicts, as the model portrays relationship importance as either negligible, neutral and positive and not considering the relationships that could be negative or vengeful as these behaviours are more visible in family business conflicts and in the real world so therefore handling modes would need to be reviewed (Trippe and Baumoel, 2015).

[bookmark: _Toc107680611]Conflict Resolution approach for the Post office case

Keeping the context of the post office case in mind and from the management’s perspective,  the avoiding mode from Kilmann’s model will definitely not be considered. This situation cannot be avoided as it is very crucial for the organization and its people. As mentioned earlier strikes can have detrimental effects on the organization and can be timely and costly for both, the organization and the employees as wages will be lost, therefore avoiding the situation will only prolong the conflict making matters worse for the long-term. Avoiding mode for the post office clearly means welcoming future threats of further strikes already warned by the CWU.
Accommodating is highly cooperative and unassertive but not an option for management as the 2% pay rise cannot be negotiated as they do not hold much power on Government decision to consider on behalf of the employees and satisfy their needs over legality.
Competing also is not an appropriate solution as staying adamant on a decision that is not approved by the employees or does not satisfy their interests only means problems will arise further and delay any sort of resolution.
Compromise is usually best looked at when you are pushed for time and want to end matters quickly, however without proper negotiations and logical reasoning behind the agreement on certain demands can make opposite parties assume you will continue to make concessions and hold this as a weakness against you and likely to demand further. The party with more determination for winning will place more on the table to gain more and win the compromise. (Coburn, 2015). Jordan and Troth (2002)  note, with limitations to time and resources, compromise is the best action forward where management can recognize and exhibit emotional intelligence in its highest form to achieve goals and improve relationships with employees. Furthermore, a portrayal of emotional intelligence can facilitate problem-solving and collaborative behaviour-where controlled emotions of both parties can give rise to innovative solutions (Jordan and Troth, 2002). Similarly, Gunkel et al (2016) argue an individual’s demographic characteristics, personality traits and cultural value aspects largely pre-determine the conflict handling styles approached and also mentions how emotional intelligence is a determinator for preventing organizational conflicts  as such emotional events like conflict are subject to one’s emotional intelligence levels, that is the ability to acknowledge, use and regulate emotions to lead to an appropriate handling style (Gunkel et al., 2016).
A one-day strike was held and further were threatened for future, this can be viewed at an angle where employees understand their own loss, as they will not be paid on such occasions so themselves want to keep the number of strikes minimum and also understand to a certain extent that level of power management have on Government decisions and so are looking for other incentives that could be beneficial. Compromising will mean a partial win/lose for both parties. This would lead to collaborative and quality negotiations that could precisely find better solutions. This will give employee voice a chance to be heard with a clearer and deeper insight to its core issues. Collaboration tries to come up with the most cooperative solution possible through honest and open discussions involving all parties (Thomas, 2008). The full situation cannot be approached by collaborating as this means both parties get what they want which is not possible due to the Government pay decision and therefore compromise on what management can offer.
[bookmark: _Toc107680612]Compromise as a resolution

Herzberg’s motivation theory (1959) argues that two factors in the workplace cause job satisfaction, intrinsic motivators-motivation factors and extrinsic motivators- hygiene factors. These factors motivate employees to achieve their desires and individual needs and become satisfied in their jobs (Sanjeev and Surya, 2016).  As the main issue in the case is monetary and dissatisfaction, management can look at laying down more options of incentives on the table such as, a promise for pay-rise as economy starts to get better and mean while a one-off compensation payment to contribute towards the inflation rise, reducing working hours without decreasing the pay and increasing flexibility, bonuses given on the completion of certain targets, sharing small amounts of profits with employees as this will improve a sense of belonging and ownership in the organization. Enhanced benefit packages including intrinsic and extrinsic incentives that can include private health care for the family, life insurance, extended paid leaves, career opportunities, sabbaticals etc, can increase loyalty and employee engagement (Munir, 2016).








[bookmark: _Toc107680613]Conclusion

From the above findings, a conclusion can be drawn reflecting back on the pluralist view, that pluralist theory influences culture, and culture has a significant impact on the chosen approach to handling conflicts within the organization. Culture promotes good personality traits of which emotional intelligence has greater influence over understanding employees, generating trust and relating to their issues, which also has been a determinator for preventing organizational conflicts. If people within the organization don’t share the same views, between employees and managers, collaboration may not be possible but displaying empathy in its highest form shows management can understand employee points of view.  Employees want to be heard and acknowledged, they want to be treated with importance as they are the key to organizational wealth, therefore this report emphasis on the importance of employee job satisfaction and how this holds many advantages for the organization.
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It can be recommended to the post office management to consider the Herzberg’s two factor theory that can be adopted into the organizational structure that will enable to understand, recognize, meet and satisfy employee needs that will in return deliver high performance, loyalty and employee engagement resulting in higher productivity and profits for the organization.
Post office management must re-think on enhancing their organizational system by considering the socio-technical system that views the human element as important as technology and can benefit society as well as building an effective organization. 
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