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[bookmark: _heading=h.3dy6vkm]1. Introduction
Going by the work of Alapo (2018), the concepts of organizational power and politics have pervasive effects on every aspect of an organisation. These aspects are found in the basis of the pressure that employees and management have the ability to exert over each other, resulting in significant impacts on the functions and performance of the organisation, besides influencing its work culture and environment. To this effect, this report examines an introduction to the concepts of what power and politics entail and their application in organisations. The case organisation is the Post Office of the UK. This portfolio critically examines the interplay and the underlying principles of organisational power and politics in the case situation of the recent strikes staged by individuals affiliated with the Communication Workers Union against the Post Office’s management decisions regarding pay freezes and a minimum pay hike. At the same time, the aim of the portfolio is to analyse the models relevant to the stakeholders at the Post Office under the purview of the present crisis.

[bookmark: _heading=h.1t3h5sf]2. Question 1 
[bookmark: _heading=h.qldnu6qdk1y1]An overview of organisational power and politics
Langton et al. (2010) refer to the definition of power as a capacity that A has to influence the behaviour of B so that B acts in accordance with A’s wishes. The work of Bicer (2020) refers to the distribution of power that usually comes to be apparent within organizations, which are, by nature, political structures with the ability to further the careers of individuals and incorporate the wishes and interests of individuals at a workplace in whatever ways are appropriate. Furthermore, Fleming and Spicer (2014) gave organisational power the definition of being the unrestricted possibility of an individual to try to pursue their personal ambitions or objectives while being part of a social or organizational structure. Individuals use many ways in order to be able to effectively exercise power upon others. The workplace is such a political space, in which employees typically encounter situations were choosing between the best reaction to them using their power. that use power in ways they do not prefer, adopt or support. Power can also be defined as getting someone other than oneself to perform behaviours in a way one wants, as well as the ability to hold any other kind of influence on an individual.

[bookmark: _heading=h.7d46lic9rvmc]The six bases of power
Omisore and Nweke (2014), determine the six major bases of power, with these being coercion, expertise, rewards, legitimacy, referent power and information. There are also three theoretical constructs such as the exchange theory, alignment theory and contingency theory.
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Figure 1: The major bases of power
(Source: Created by the learner)

[bookmark: _heading=h.fty37ibq42q7]Power and politics
Politics are defined in the context of activities that relate to the general arrangements of the affairs and decisions of a group of persons (Donahue, 2007.) Proceeding with Bicer (2020), organizations have traditionally been rational systems. From this, it can be inferred that they are ‘social machines’ which have seen themselves be designed and utilised along the lines of mechanical instruments for individuals within them to achieve specific organizational goals. In this sense, the participants may be viewed as the operators of the machines, who function under the expectation of performing their duties as prescribed by their individual job roles and thus work according to some sets of “formal rules, procedures, principles, job descriptions and contacts” (Bicer, 2010). In this sense, organisations are social systems. This deduction also implies that organisations which are created and used by humans have the potential to become spaces in which political struggles can easily occur, especially in situations where resources are scarce.
According to Alapo (2018), the concepts of organizational power and politics are pervasive to each of the actions that are performed while individuals work in an organization. Utilising power is a significant method of exerting influence on people for accomplishing the goal of achieving intended goals as well as inspiring future actions. Power is thus termed as instrumental. The leader with power an organization has the instrument and the means to inspire such positive changes as approval, commitment and compliance, yet it may also result in shows of resistance. Furthermore, the effects of power can have results on the behaviours of the individual in explicit or implicit ways. Finally, the skill of the leader in handling or influencing the various kinds of power has been determined to directly affect the measure of their leadership in the organization. 

[bookmark: _heading=h.qfyqyr8axtb5]The manifestation of power and politics in the case of the strike at the Post Office
According to a recent news report by The Guardian (2022), the Communication Workers Union, who were responsible for organising the strike, said that management at the Post Office insisted on a pay freeze for 2021-22 even though the company generated profits owing to the efforts of key workers over the preceding two years of the pandemic, and furthermore, the management had only offered to implement an extremely low 2% increase in pay. The union contextualised the problem of the workers in having to deal with increases in livelihood costs rising at 7% a year (BBC, 2022). The CWU further stated that its members voted by 97.3% on a 70.2% turnout in order to stage strikes. The way that organisational power and politics come into place here can be contextualised using a study on the strike behaviour in organisations (Pohl, 2018). The study first places strike activity under the lens of the Marxist, institutionalist and political exchange approach, all of which factor in to the specific case of the present study, arranged in the following table according to the order of events examined above.

	Approach
	The Role of Power
	The Role of Politics

	Institutional
	The employer wants to implement a pay freeze
	The union dissents and attempts to get in touch with the employer

	Political Exchange
	The union holds coercive power over management, the management utilises its legitimate power in response
	The management experiences pressure from the union in the form of a strike, exerting political pressure and forcing management to stop operations

	Marxist
	The management intensifies the commodification of the workers
	The Marxist perspective states that struggle is inherent to organisations


[bookmark: _heading=h.lh8o54vg3bto]
Table 1: Examining the case through perspectives in power and politics
(Source: Created by the learner)
[bookmark: _heading=h.sndcdz9lu47r]
[bookmark: _heading=h.1cd7pruwm3cy]How the employees are using power and politics
Thus, it can be determined that the workers at the Post Office as well as the management are implementing use of the principles of organisational power and politics; the first by engaging in the use of coercive power to exert pressure on their superiors, and by staging a strike, which is a political statement; and the latter by using their legitimate power as management to continue with the pay freezes and implement organisational changes anyway. Furthermore, the use of coercive power by the union exerts the influence on the organisation to shut down as long as the strike continues, again exhibiting the role of power and politics in this case. The current and projected effects can also be examined through the Change Management Model.

The Post Office unfreezes its current order of conducting operations in order to respond to the strike

Refreeze
Unfreeze 
Change




The Post Office changes its decision on the pay management of its workers OR the workers change their position on the strike
Operations resume and the new system is accepted by both parties


Figure 2: Application of the Change Management Model
(Source: Created by the learner)

[bookmark: _heading=h.w13zmn43y37q]Moral issues in the case
According to Powers (2019), ethics operate in organisations on separate levels. These are societal, internal policy, stakeholder and personal issues. 

[bookmark: _heading=h.tw30nsi834q0][image: ]

Figure 3: The levels on which ethics operate within organisations
(Source: Taken directly from Powers, 2019)

The first level detailed by the study is that of societal issues, which addresses top-level problems which have some connection to the societal environment of the organisation at large. In the present case, the societal issue is that of providing support to key postal workers during the pandemic. The next level in the framework refers to issues of internal policy, which are based on the relationship that the company establishes with its employees. These are positively impacted when organisational decisions are created with the best interests of employees in mind, which implies that internal policy is affecting employees negatively in the present case. Next come the stakeholder issues which in the case of the Post Office’s stakeholders will be impacted because of the shutting down of the postal outlets caused by strikers, having effects on the cash inflows and outflows. Finally, there are the personal issues of the employees at the Post Office. According to Powers (2019), issues arise when the ethics of the workplace do not meet the personal ethics of the employees; in the case of the selected example in the present study, there is a clear dissent between both parties on the issue of the level of pay hike (BBC, 2022).

[bookmark: _heading=h.c41j2yaxb1a8]3. Question 2 
[bookmark: _heading=h.2s8eyo1]Analyse two relevant stakeholder analysis models to identify the stakeholders of the 114 Crown Post Office
Salience model of stakeholder analysis
To understand the importance of stakeholders in maintaining organisational growth,  the study has considered the Salience model of stakeholder analysis to understand the different priorities of different stakeholders in the chosen organisation. The major stakeholders of the 114 Crown Post Office are the managing board, postal employees, business associates postmasters, and operators are the internal stakeholders and the community, government. and customers are the internal stakeholders. According to the salience model, the stakeholders include three major attributes such as power, legitimacy, and urgency (Wood et al., 2021). The managing board, government, postmaster, employees, and customers hold the main power in the post office as well as influence the objective of the organisation by developing different policies and activities. The neo-socio stakeholders of the organization are the business partners who maintain economic sustainability in the organization.  The organisation focuses on the power structure to maintain transparency and financial records in the organisation which help to manage the operational activities of the post office. As stated by Powell and Walsh (2018), the power structure also helps to develop effective decision-making processes by presenting their opinions and sharing their experience about the policies of the organisation as well as developing a flexible work culture to adopt change management in the post office.
[image: The Salience Model for Project Managers]
Figure 4: Salience model of stakeholder analysis
(Source: Wood et al., 2021)
According to the model, legitimacy focuses on the policies and regulations of business organisations which are related to the beneficial aspects of stakeholders and maintain effective relationships with stakeholders. According to Kujala et al., (2019), the policies and other project works of the post office have been conducted by the managing committee, postmaster, and the employees of the organisation which is beneficial for customers and communities by fulfilling their demands. The organisation develop effective policies and regulations which help to maintain the interest of other stakeholders and gain success in project works. The last aspect offtake holders agency stakeholders need to immediate attention to mitigate challenges and solve critical problems. Government and the managing committee of the post office maintain the urgency aspect by developing effective strategies to mitigate challenges and solve complex situations to establish the interest of customers and maintain trusting relationships. As opined by Nguyen and Mohamed (2018), in an urgent situation, the stakeholders develop immediate actions to fulfil the requirement and maintain the policies of the post office to satisfy customers.
Power Interest Matrix model of stakeholder analysis
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Figure 5: Power Interest Matrix
(Source: Created by the learner)
According to the above Power Interest Matrix, the managing committee and postmaster who are the internal stakeholders have high power and high interest in the chosen post office and they maintain the rules and policies of the organisation to establish the interests of customers and develop effective relationships with them. As stated by Mitchell and Lee (2019), the managing committee and postmaster are the major stakeholders who have the power to change the policies and procedures by maintaining rules and regulations as per the demand of customers and managing the operational activities in the organisation to provide effective customer services. They also develop effective strategies to enhance the reputation of the organisation and mitigate challenges as well as solve complex situations to maintain organisational sustainability. On the other hand, according to Nguyen et al. (2018), the UK government is an external stakeholder has high power but low interest and monitors the organisational activities and policies to avoid any kind of legal issues. The UK government determine the rules and regulations especially the customer service policies to maintain the financial statement and documentation process at the post office. It also focuses on different challenges of the organisation and provides economic support to maintain the operational management of the organisation and satisfy other stakeholders to enhance the performance level and satisfaction level of customers.
On the contrary, as opined by Goldsby et al. (2018), customers, employees, and business associates have low power and high interest as the major stakeholders of the chosen post office. The growth of the organisation depends on the performance of employees an increasing number of customers and business associates which help to maintain the organisational reputation in the market as well as provide economic support to manage the operational activities of the post office. Though the above-mentioned stakeholders do not have the power to change the rules and regulations of the organisation the percentage of the stakeholders regulate the development of the organisation and they maintain effective relationships to establish their interests and get opportunities from the post office (de and Rabechini, 2019). However, local communities and operators have low interest and low power as for the power interest matrix of 114 Crown Post Office because neither they have the power to change the policies nor they get effective advantages of the organisational growth.
[bookmark: _heading=h.17dp8vu]Evaluate the interrelation between the Salience model and the Power Interest Matrix of stakeholder analysis  
The Salience model and the Power Interest Matrix are interrelated with each other because both the models focus on establishing the importance of stakeholders for maintaining organisational growth. As stated by Dziadkiewicz et al. (2022), the models emphasise the engagement of stakeholders and their roles and responsibilities in developing effective strategies for the chosen organisation. The salience model the power, legitimacy and urgency of stakeholders in establishing organisational values and interest of customers to get success in the competitive market. Similarly, as opined by Schembri et al. (2019), the power interest matrix is the power and interest rate of different stakeholders while developing organisational activities and maintaining operational management of the organisation. They help to analyse the different roles and responsibilities of stakeholders and their impact on organisational success and satisfying customers in the competitive market. The models also present the power structure of the organisation to maintain effective organisational activities and establish the interests of stakeholders to develop effective relationships. According to Schembri et al. (2019), it is very important for the post office to develop effective relationships with stakeholders and maintain transparency in organisational activities to maintain the economic sustainability of the organisation. The models analyse the stakeholder activities in the organisation and their effectiveness in organisational development.
Both the models present the interest of stakeholders and their relationships with the profit rate of the organisation. The stakeholders try to maintain economic sustainability in the organisation by providing different types of support to get advantages. As opined by Nguyen et al. (2019), the salience model presents the importance of stakeholders in managing complex situations and developing effective strategies to mitigate challenges which can create barriers to organisational development. The 114 Crown Post Office maintains good relationships with stakeholders to develop effective policies as per the demand of customers which helps to increase the organisational reputation in the market. The model also presents the policies related to the stakeholders which help to maintain the rules and regulations in the organisation as well as fulfil the demand of customers by providing them with high-quality customer services. It is very important to maintain the rules and regulations of the organisation to gain competitive advantages and establish organisational value in the workplace. According to Heikkinen et al. (2019), by developing effective stakeholder analysis through these two models, the organisation can understand the power and opinions of stakeholders in maintaining the organisational structure and mitigating future challenges to get success.
Both the chosen models help to analyse the power structure of the post office and evaluate their responsibilities in developing effective policies and ethics in the organisation. According to Wood et al. (2021), the models present different roles of different stakeholders in managing the operational management and accomplishing organisational goals and activities to get success in the competitive market. the models segmented the different types of stakeholders in the organisation and the way they made positive impacts on the post office to get success and expand its business in the UK market. The stakeholders of the company help to provide economic support and develop effective decision-making processes by incorporating innovative ideas to hold the market share and satisfy customers in the market. As stated by Powell and Walsh (2018), these two models provide clarification and identify the major stakeholders who affect the organisational success and support the organisational activities to establish an organisational reputation. The salience model helps the power interest model to understand the power structure of the organisation on the basis of the interests of stakeholders which determine the quality of customer service and the success rate of the chosen organisation. 
[bookmark: _heading=h.3rdcrjn]Identify the limitations of the Salience model and the Power Interest Matrix of stakeholder analysis  
Limitations of the Salience model
· Needs time and effort: The major limitation of the model is that it requires time and effort to analyse the importance of stakeholders in the organisation (Heikkinen et al., 2019). It creates difficulties for the chosen organisation to identify the affected stakeholders and the power structure of the organisation to understand the importance of different stakeholders in the organisational growth. It also creates challenges in developing effective strategies because of the need for time and effort to analyse the stakeholders of the organisation.
· Limited focus: The salience model only focuses on the power and responsibilities of stakeholders but not the different interests of different stakeholders. The Limited focus of the model creates challenges in understanding the major roles and responsibilities of different stakeholders. It also creates conflict and internal issues in the post office because of the lack of knowledge regarding the power structure and interests aspect of the stakeholders in the organisation.
· Lack of clarity: The model does not provide clarity regarding the roles and responsibilities of stakeholders as well as not focusing on the maintenance of transparent information in the organisation which creates problems in distributing roles and responsibilities among stakeholders (Nguyen and Mohamed, 2018). The organisation needs to understand the importance of different stakeholders and develop effective strategies to manage the stakeholders to mitigate challenges in the organisation and establish organisational value in the market.
Limitations of the Power Interest Matrix
· Changing power and associations: The stakeholder analysis is a continuous process where the power and associations add change quickly which creates confusion in the organisation to develop an effective power structure to maintain the organisational activities and develop effective strategies to hold the market share ( Nguyen et al., 2018). It is very important for the post office to monitor the power changing system to analyse the stakeholder matrix effectively and gain knowledge regarding the power changing process.
· Time-consuming: To develop a power interest matrix,  the organisation needs a lot of time to understand and analyse the matrix and identify the different stakeholders for different quadrants. It is very important to identify and analyse the roles and responsibilities of the stakeholders before developing the stakeholder matrix to develop effective business strategies and enhance organisational popularity among customers.
· Develop discrimination: The power division and different interests of stakeholders create discrimination in the organisation. The stakeholders with high power try to dominate the stakeholders who are with low power. Develop conflict among stakeholders and create this agreement in the decision-making process which creates challenges for the organisation to continue its operation management and satisfied customers and employees. The power struggle in the organisation can decrease the quality of customer services and the organisational activities which create negative impacts on the chosen organisation (Mitchell and Lee, 2019). The organisation need to develop effective strategies to solve these problems and maintain equality in the organisation and provide respect to all stakeholders to maintain effective relationships with them.

[bookmark: _heading=h.26in1rg]4. Question 3
According to Nischal (2014), the Thomas-Kilmann Instrument, developed in 1974 has established itself as one of the most popular devices used in conflict resolution assessment for over thirty years around the world. Extremely significant to the work practices of Human Resources (HR) and Organizational Development (OD) consultants, the Thomas-Kilmann model has acted as a catalyst for the intiitation of dialogue on tough siuations and issues of crises, and in turn, has led to their resolution by facilitating learning about the way that the different modes individuals and managers can adopt in order to cause effects on dynamics of the personal, group, and organizational sorts. The following report sheds light on the use of this widely acclaimed model to solve resolutions in the organisation, with special focus on the redressal of the case of the crisis selected in the present study - that of the Post Office workers in the United Kingdom standing against management on the issue of a minimal pay hike for loyal and dedicated employees after their exceptional work during the worst of the Coronavirus pandemic.

[bookmark: _heading=h.uws51exiz9x6]The Thomas-Killmann Conflict Mode for conflict resolution in organisations
Nischal (2014) assesses the Thomas-Kilmann Conflict Mode Instrument as a tool for conflict resolution in organisations which continues to be widely used in order to determine styles for conflict management. This is supported by Altmae et al. (2013), who state that the Thomas-Kilmann Conflict Mode Instrument or Model is still considered one of the more widely used theories in management literature for solving issues and finding conflict-related organisational resolutions. Consequently, the instrument builds on two criteria. These are assertiveness and cooperation, and have further denominations in the form of five specific styles. These styles are described as avoiding, competing, collaborating, accommodating and, finally, compromising. Going by the work of Altmae et al. (2013), this model is considered in conflict resolution for its simplicity and ability to lend easy interpretations of derivative tests. 
The different styles that Thomas and Kilmann (1974) recognised as being instrumental in the resolution of organisational conflicts are varied with regards to the degrees at which they incorporate the variables of cooperativeness and assertiveness. The first of these styles, that of the avoiding style of conflict management, was identified by the study as being low on the measures of assertiveness and cooperativeness. It is thus recognised by Nischal (2014) as being effective when applied to situations in which the perceived problem is trivial in nature. Second comes the competing style which is also referred to as the win-lose approach. In this specific one of the six styles of conflict management, a manager adopts this approach owing to its high measure of assertiveness and low cooperativeness. In this style of management, the preferred outcomes for the managers are achieved at the expense of individuals other than them, and can therefore prove useful when fast and decisive action is needed. For example, an emergency situation in which a natural disaster has struck an organisation’s office building. The approach is also described as being helpful when managers must come to confront unpopular decisions, such as an urgent cut in costs, or an unpredictable laying off of employees. The third of Thomas-Kilmann’s management styles is one that is referred to as the accommodating conflict resolution style. It is considered to reflect a high degree of cooperativeness. Managers that adopt this style are often labelled as being obliging, for the reason that the individual in question must take to subjugating their “own goals, objectives, and desired outcomes” in order to make sure that other individuals have the opportunity to realise their objectives (Nischal, 2014). This sort of style proves appropriate for situations in which individuals find themselves in the wrong, when one issue holds more significance than another to one side as opposed to another, or when managers realise they’ve come up short in some capacity. This third conflict resolution style is significant because it provides managers with the opportunity of preserving relationships between conflicting parties in the long term. The fourth of these confict resolution approaches is the compromising approach, which entails moderate levels of both the assertiveness and cooperativeness factors. Compromise may also be replaced by the terms bargaining and trading, insofar as it is frequently applied in situations in which the arguments or objectives of all parties involved hold equal weight, or when each of them benefit from a temporary yet timely resolution. This approach generally has the effect of resulting in suboptimal solutions. Its limitation is that it cannot be applied in a situation requiring complex problem resolution. The final approach detailed in this framework is referred to as the collaborating approach, which scores high on both the assertiveness and cooperativeness scales. This approach is frequently detailed as a win-win scenario, because according to it, each party creatively works toward achieving common or consensual goals.

[bookmark: _heading=h.bjzw4zeme3g4]A discussion on dispute resolution in the present case
Trippe and Baumoel (2015) contextualise the use of the Thomas-Kilmann model in cases of extreme conflict, where strong, negative and emotional feelings are at play. Placing this study in the context of the present study, and from the review of the theory itself, it can be determined that the appropriate approach to the case of the workers of the Post Office in the UK who feel the impacts of the pay hike may benefit from a mix of the competing style and the accommodating approach. Considering the dual benefits of the immediate effects of the competing style, which address the conflict directly and quickly yet decisively, and the accommodating style in order to accommodate the desires of both parties (the management at the post office as well as the workers) in a way that settles the conflict for the long term. To support this argument are the findings of Trippe and Baumoel (2015), which indicate towards the preference of managers in adopting the competing approach, collaborating approach and accommodating approaches so as to encourage a sense of healthy competition and a settlement that incorporates “organisational growth and productivity.” Furthermore, employees also perceive that the avoiding and compromising strategies to perform conflict reoslution practices are not effective and completely inadequate, because individuals involved in the management withdrawing from the site of the conflict in a scenario that an issue occurs is seen as a problematic solution. To support this argument are the findings of Trippe and Baumoel (2015), which indicate towards the preference of managers in adopting the competing approach, collaborating approach and accommodating approaches so as to encourage a sense of healthy competition and a settlement that incorporates “organisational growth and productivity.” Furthermore, employees also perceive that the avoiding and compromising strategies to perform conflict resolution practices are not effective and completely inadequate, because individuals involved in the management withdrawing from the site of the conflict in a scenario that an issue occurs is seen as a problematic solution. The study further contextualises that when management pays attention and deals with the conflicts head-on, then the relative concern is treated in a positive and productive way, and that positive strategies, in turn, hold the potential to encourage collaboration and accommodation.
[bookmark: _heading=h.9b7gv4pmn65x]
[bookmark: _heading=h.lr4q1kc42tii]The argument for applying the Thomas-Kilmann model
From the work discussed in the present study, it can be determined that applying the Thomas-Kilmann model in situations of conflict benefit the organisation by yielding positive and productive solutions, encouraging a better relationship between employees and the management at the workplace, as well as by making it easier for managers to explore their options regarding the different paths that an organisation takes to resolve conflicts. Thus, the argument for applying the Thomas-Kilmann model incorporates its multifaceted advantages to the effective resolution of issues. The present study has, to this effect, introduced the model, drawn on the styles and approaches that it takes, contextualises its application in the resolution of conflicts in organisations, and further elaborates on the way that it can be applied to the resolution of the dispute that the issue of the strikes against UK’s Post Office entails. The outcome of the study is that the popular Thomas-Kilmann model has been deemed as a viable, potential solution to settling disputes in times of crisis for businesses, and exemplified with a specific case, the advantages of the same have been determined.

[bookmark: _heading=h.mhsyi013bmka]
[bookmark: _heading=h.uxtbigbch792]Recommendations on the resolution of conflicts
As discussed above, it can be recommended that the 114 Crown Post Office need to adopt different strategies to mitigate the country and establish good relationships with stakeholders of the company. The recommendations are as follows:
· Developing effective communication: To resolve organisational conflicts, the post office needs to develop effective communication with stakeholders and collect their opinion and experience regarding customer service and different organisational activities. By developing communication, the organisation can understand their problems and provide effective solutions to satisfy them and develop trusting relationships with stakeholders (Powell and Walsh, 2018). Effective communication helps to develop cooperation among stakeholders and develop effective decision-making processes to gain advantages in the competitive market and establish organisational values in the workplace. It also helps to maintain the transparency of information in the organisation to develop a loyal customer base of the organisation in the competitive market.
· Reduce discrimination: To mitigate the challenges of internal conflicts,  the post office needs to reduce discrimination in the workplace as per the power structure of the stakeholders. It is very important to maintain equality in the workplace as well as provide equal treatment to customers to fulfil their demands and satisfy them to get success in the market. Discrimination in the workplace can create dissatisfaction among employees which decreases the quality of customer services and develop operational challenges in the organisation (Heikkinen et al., 2019). It is very important for the organisation to develop effective strategies and policies to maintain equality in the organisation.
· [bookmark: _heading=h.35nkun2]Establishing organisational goals: The post office needs to develop short-term and long-term goals and make the stakeholder understand the goals and objectives of the organisation to increase their efficiency and reduce conflict in the workplace. By developing effective organisational goals, the post office can develop a positive brand image in the competitive market and attract more customers and business Associates to get competitive advantages in the UK market.
[bookmark: _heading=h.1ksv4uv]Conclusion 
From the above discussion, it can be concluded that the present report has discussed the leading and implementing changes in the workplace and their impact on the organisational growth. As per the given case study, the study has evaluated the power and political structure of the 114 Crown Post Office. It has also analysed the manifestation of power and politics in the chosen organisation to understand the organisational structure. The study has considered two relevant stakeholder analysis models such as the Salience model and the Power Interest Matrix to identify the stakeholders. It has also established the interrelation between the two models and their limitations which create challenges in the chosen organisation. The study has evaluated Thomas Kliman’s conflict resolution model to analyse the different conflict resolution approaches of the organisations which creates barriers to maintaining organisational growth. It has also provided recommendations to resolve those conflicts and maintain good relationships with stakeholders.
[bookmark: _heading=h.44sinio]Recommendations
On the basis of the entire scope of the present study, the first recommendation that may be directed to managers for the use of efficient conflict management is to adopt the strategy of assessing methods of analysing the interplay of the forces of power and politics that are involved in a crisis. The second recommendation would be to determine the kind of approach to take, preferably one that the management, as well as the employees, would thrive under. Another recommendation that would be useful to managers is to assess the needs of stakeholders and consider accepted models such as the Power Interest Matrix to find solutions that please stakeholders, who are key to the functioning of the organisation. The final recommendation would be to consider adopting the Thomas-Kilmann model in order to utilise its industry-accepted and well-researched uses and to apply its advantages to the organisational crisis at hand, whatever sort it may be.
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