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[bookmark: _Toc111451669]Introduction:

This report for BMSW6103 Leading and Implementing Change in the Workplace, looks at how the post office workers, who decided to go on a one-day strike in a dispute over the pay rise (Timmins, 2022). According to Gillian Guy, Chief Executive of Citizens Advice, In the centre of small towns, post offices are crucial. Customers and businesses rely on the Post Office for a variety of services, including bill payment, banking, and getting local information in addition to sending and receiving packages, Post offices more important to local community than pubs, finds (Citizens Advice, 2017). With many local banks closing their branches, post offices have increased the number of customers using their services for their day-to-day banking Everyday Banking | Personal & Business Accounts | (Post Office®, 2022).
 The statement contains a critical evaluation of organisational power and politics and how it manifests the case within the Post office, which recently became news after announcement of strike of 24 hours by the employees across 114 offices managed by the Post Office directly. This meant that there would be no actions for the open 11000 sub-offices.
It further looks at the detailed analysis of the situation and critically evaluates how the power misused in a political manner by the management and leadership can impact negatively on the organisation, as well as the workers to gain advantage for their objectives.
Use of Salience stakeholders’ analysis model, and Power Interest Model will help critically identify the stakeholders and explain how a chosen model can help improve the evaluation for stakeholders.
By reflecting on Thomas Kilmann’s conflict resolution model, a critical review will be included along with different conflict resolution approaches and suggestions to resolve the issues and conflicts amongst the post office workers and the leadership.
[bookmark: _Toc111451670]Power and Politics within an organisation:
Since an efficient management process can contribute to the discipline and success of the company firm, management can be considered as the most important component of any business organisation. This management role can also provide ability or capacity to do something or act in a particular way. According to the LSBF staff at London School of Business and Finance (The Golden Rules of Effective Management, 2018), it is vital for the management to treat the employees with respect and ensuring their happiness.
This report will examine the effects that power and politics has on current organisations including management and leadership. Power and politics can be an unattractive issue in any organisation (Skaperdas, 2001).  Nevertheless, they are both significant elements and the impact is significant as power is a complex yet crucial issue and categorised way of behaving. Misused power results in disappointment and frustration, which results in strikes and protests by the staff members, (Silvester, 2008). 
Power and politics are two elements which linked strongly with leadership of any organisation, and depending on how it is managed, can either make or break the organisation. Without power and politics, it would be challenging for leaders and managers in current organisations to operate. In the case study Post Office politics can play an important role and act as a mediator between the employees and the management, in order to resolve conflicts over pay rise as both, management, and the workers are playing the power and politics game.
[bookmark: _Toc111451671]Power:
Power is the potential or force to control or influence how others behave or how events unfold.
It can be considered as a political system that grants individuals control of their own lives as well as those around them, to get them to do what one wants, (Skaperdas, 2001). 
Some people think that true power comes from outside and is granted as a title or position. Others, however, believe that it comes from within a person and provides them with the capacity to develop their own strength, (Omisore and Nweke, 2014). They understand power as a position or title that comes with authority, control, and a conviction of superiority over others. Miller, 2018, however, believes that no matter what their position or title, everyone has access to power. Influence is the true source of power, and as we help more people, it grows, (Miller, 2018). By putting one's own interests ahead of those of others, using power for political ends offers a means of comprehending systems that is advantageous for an individual to be clearly able to adversely affect others. Furthermore, poses a threat to the organisation.
[bookmark: _Toc111451672]Politics:
Politics is the use of influence and social media inside a group to bring about changes that are beneficial to the organisation or its members, (What does workplace politics mean? n.d.). Based on the analysis of power, it can be safely said that politics works alongside power. Power provides influence and politics highlights individuals to take advantage of the rewards available. Depending on the organisations a manager or a senior person within the organisation might take advantage of the power and use it politically for their own personal gains, without considering the misuse and/or unfairness of their actions on their colleagues/workers. Politics is therefore inextricably tied to the likelihood of conflicts and collaboration.  Organisational politics, on the other hand, can benefit the organisation and its members at the same time by boosting productivity, fostering interpersonal ties, expediting progress, and more, through allying with other members within the organisation, (Barthwal, 2013).
[bookmark: _Toc111451673]Types of Power:
Power in every organisation can be described in many ways and can be portrayed differently, by the different members of the team.  For example, through formal power, Legitimate Power comes from managers and leaders, who have earned it through the role and experience within that role. They delegate the tasks to the members of the team and ensure that it is done as accordingly. However, the manager can take unnecessary advantage of this power and can misuse it for their own purposes and get individuals to do things that would normally not be possible to get them to do. This is a misuse of power and authority and does not leave a good long-term impression for the organisation, (OKOLIE,2021). This is against the work ethics and ‘can harm employees’ emotional health and well-being,’ according to a Journal by Margaret H Vickers, (Vickers, 2013). Informal power on the other hand, can be described as an individual’s level of knowledge and understanding, and provide them with abilities and skills which attract others and builds loyalty. Through this, they can inspire and encourage people to achieve great results, without dictating them, (French, Raven, and Cartwright, 1959). This type of power can provide best results for the organisation and improved performance of the subordinates as well.
[bookmark: _Toc111451674]Case Study:
Conflict is a characteristic piece of the job relationship, paying little heed to how it appears, or the way things are estimated. When employees are dissatisfied that their needs, goals, and opinions are not met or taken into consideration do they choose to strike, (Imberman, 1983). When union workers and their employers cannot reach a mutually acceptable resolution through communication, industrial action is taken, (Taking part in industrial action and strikes, n.d.).
The Communication Workers Union (CWU), which is leading the post office employees' strike, is recognised as having organised and carried out the formal strike with the approval of both parties. Both the CWU and the post office management are using this situation to their political and power advantage. Through its lawful position, post office management has applied the exercise of formal power, employing its ability to legally impose restrictions on the staff to avoid and to turn the blind eye to the situation. There is a visible Coercive power being displayed by the employers and restricting them through formal power and legitimate position. There was an offer made of 2% rise and a one-off payment of £250 for 2022-23, (Timmins, 2022). 
The strike is planned to get a pay-rise that recognises the impacts of the costs of living crisis as well as the recognition of the efforts and hard work of the workers. CWU argues that over the two-year period during the Covid-19 pandemic they kept the services going by putting their lives in danger under those conditions and having a pay freeze for 2021-22, and then getting just a 2% rise the following year is a joke and totally unfair. Especially, with rapid increase in costs of living by 7% annually, (Timmins, 2022). since a large profit has been announced by the post office management for the last couple of years, it only seems clear that the management is choosing not to increase the pay for its’ employees. As one person said, “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 article 'The Bases of Power' was written by American sociologists John French and Bertram Raven. Its framework was the classification of power in organisations. They listed five sources of power in the essay and described how leaders in organisations use each one. 5 Sources of Power in Organisations – (Revolution Learning and Development Ltd, 2022). 
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Figure 1, Revolution
It is evident from the image above that the employers at the post office as well as the management are using the power in a political manner for their personal gains and/ or to get their demands met. Employees are aware that they are the significant resources behind the Post office successful achievement for the last few years and have provided it with a huge advantage and accomplishment.
CWU workers feel neglected with such a lower rate potential increase and want to make their voices heard despite working with the organisation during the most difficult of times, (Kang et al. 2021). Their use of informal power also shows how they are not afraid to use the social media to gain sympathy from public for their motive. This is not the first time a strike has taken place by the Post office workers. According to Ryan, 2022, In 1971 a postal strike went on for over 6 weeks as the workers were being offered only a 6% rise, despite their demand of 15%. and a report was issued that was written by John Hughes, the Principle of Ruskin College.  He criticised the offer that, when other groups of employees were receiving 15% and occasionally 25%, the offer's justification—the needs of a "national interest" were confusing, (Ryan, 2022).
Performance is influenced by one's degree of job satisfaction, which is the tranquilly they experience at work, (Masum, et al. 2016).  Dissatisfaction and disappointment amongst the employees could result in poor performance and production within work and/or possible resignation of the employees, which would result in costing the post office a lot more in turnover rates and other hidden costs, (Employee Turnover & Retention | Factsheets | CIPD, 2022). It will also impact negatively on the post office reputation amongst other stakeholders including, DHL, Parcel Force. 
Since the post offices have been privatised in 2014, (Royal mail privatisation, 2020), it has given the management an extra authority to take advantage of their employees and almost mistreat them by not listening to their demands and requests. It is almost as if to say, ‘we are the boss and there nothing you can do about it’. Another thing that was done by the management was to announce the strike to ensure the privately owned branches were able to take the burden of those who were taking part in strike through diversion. It worked beneficially for the workers as they were able to gain sympathy through the media as well as the public eye and their issues with the employers were seen by the public, providing them with a higher chance of negotiating.  Although this method might look like a way of getting what the employees want, and the bad publicity for the organisation, it can result in the workers losing their jobs. This does however, open new doors for the industry to make changes to their policies and procedures by negotiating with the stakeholders to avoid such situation in the future as well, (Luecke, 2010).
[bookmark: _Toc111451675]Stakeholder Analysis:
This stakeholder analysis will critically identify the stakeholders for the Post office and talk about how the stakeholders interlink with one another using two stakeholder analysis models, the Salience Model and the Power Interest Matrix model. Using these two models will help better understand the stakeholders and their expected achievements and goals towards the Post Office. This may prevent any further strikes in the future if the right information is collected and used to meet each stakeholders’ requirements and expectations.
[bookmark: _Toc111451676]Salience theory
The salience theory classifies the stakeholders according to their importance in a business. This is determined by their influence in the business and the value each stakeholder holds in that business.
Mitchell, Agle and Wood (1997) developed the Stakeholder Salience model to help managers identify and prioritise stakeholders through the assessment of three attributes: Power, Legitimacy and Urgency. 
[bookmark: _Toc111451677]Power:
The influence and authority a stakeholder have on a business. These stakeholders are usually small in quantity but hold high power over the business.
[bookmark: _Toc111451678]Legitimacy:
stakeholders that have legitimate interests in a business, individuals or groups that are actively involved in a business or have something to take from it. 
[bookmark: _Toc111451679]Urgency:
The level to which a stakeholders expectations require immediate attention. How important their concerns need to be addressed and how quickly the concerns need to be resolved. This point depends on two factors, time-sensitivity and cruciality. 
Identifying the stakeholders and their concerns and then prioritizing them based on these three levels will determine a strategy that can rule out any illegitimate interests and focus on the more important ones, that can be solved in order to satisfy the stakeholders and keep the business running successfully with the stakeholders’ support. This can create a management strategy to help manage each stakeholder concern according to the level of urgency and keep troubleshooting any issues that may hinder the operations of the business. 
This is a business model that runs like a cycle of business and keeps needing adjustments and change, as all businesses do, but using this model can help narrow down the issues and levels of urgency required to prioritise and fix one problem at a time, starting from the major down to the minor issues.
Furthermore, these groups can be divided into three categories depending on how many attributes out of the three they meet;
[bookmark: _Toc111451680]Latent stakeholders: 
Dormant, Discretionary and Demanding, the stakeholders that are put into these three categories will mainly hold power as the attribute. They have to be given attention but it is not necessary to put them at the core of the strategy. 
[bookmark: _Toc111451681]Expectant stakeholders: 
Dominant, Dangerous and Dependent, the stakeholder in these categories mostly expect an outcome from the business and are actively involved in the day-to-day operations regarding the business, they have a legitimate hold/interest over the business.
[bookmark: _Toc111451682]Definitive stakeholders: 
Core, the stakeholders in this category are mainly the ones who hold all three attributes and require the most and immediate attention.
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Figure 2: non-Stakeholder

Stakeholders according to the salience theory are classified into seven groups. 
	1.Dormant
	2.Discretionary 
	3.Dominant
	4.Dangerous
	5.Core 
	6.Dependent
	7. Demanding

	[bookmark: _Hlk111207832]Government - 
The department of business energy and industrial strategy

UKGI – Government investments 

MP Paul Scully – Minister for Small Business, Consumers and Labour Markets.
	Citizens Advice


Communication Workers Union
	Local Council authority 

Franchise partners- Sub-Postmasters
Business partners (WHSmith)

influential business, Energy and Industrial Strategy Select Committee

	Local communities/ Customers

Media 

Business rivals
	Government 

Local Community 

Franchise partners- Sub-Postmasters
Business partners (WHSmith)
	Locals 

Consumers 

Communication workers union 


	Locals 
Media – journalists, reporters.


Table 1 Stakeholder salience Model
[bookmark: _Toc111451683]The stakeholders according to the salience theory:

[bookmark: _Toc111451684]Dormant:
Government – The government holds a high power over the Post Office Ltd as they allocate funding to the Post Office over a set amount of time, however they can choose to decide not to fund the Post Office at any time and the Post Office Ltd is reliant on their funding in order to operate. 
UKGI (Government Investments) - According to the Commons Library Research Briefing, 18th October 2021, “In November 2020, the government announced £227 million funding for the post office for 2021/22.” This shows that Post Office Ltd is currently reliant on government funding in order to operate their 11,500 branches, which are excluding those that have been shut down temporarily or permanently. 
MP Paul Scully – Minister for Small Businesses, Consumers and Labour Markets – MP Paul Scully does not necessarily attend all meeting held in regards to the business of the Post Office Ltd but does have a final say in the larger decisions that affect Post Office Ltd as a whole. 
[bookmark: _Toc111451685][bookmark: _Hlk111304543][bookmark: _Hlk111207796]Discretionary:
Citizens Advice – Citizen’s advice represent the interests of consumers at the Post Office Ltd. They regularly review the business criteria to see how well it affects the consumers and in what way. Namely, positive or negative. They require to be kept a close eye on as even though they hold no power or urgency over the Post Office Ltd, they are legitimate stakeholders and hold an interest in the future and success of the business.
Dominant:   
Local Council Authority - local councils help to bring new work and new ways to bring revenue that can contribute to the growth and repair of the Post Office Ltd as an organisation. They have low urgency but high power and high legitimacy so they need to be kept in contact but not to the extent a core stakeholder would.
Franchise Partners/ sub-Postmasters (WHSmith) – A franchise partner having the Post Office Ltd as part of their business would hold a legitimate interest and high power in the business so it is important to manage them closely as they are a dominant stakeholder, without them there would not be a chance for a Post Office Ltd franchise to operate.
Influential business, energy and industrial strategy select committee – This committee holds a high power and legitimate claim/interest to the Post Office Ltd. 
Dangerous:
Media – the media holds high power and urgency but not a legitimate interest as they report news regarding the post office in their own way and doing so can influence viewers to think a certain way regarding the Post Office Ltd. Namely. The horizon scandal was a computer software error which jeopardised many employees’ personal records in terms of work, leading to false suspensions, prosecutions and convictions of fraud and other criminal activity, which caused a ripple effect in the whole post office ltd organisation, when in fact it was an error within the horizon post office computer system, but instead it was looked at by the media as the “Horizon Scandal”.
[bookmark: _Toc111451686][bookmark: _Hlk111304243]Core:
Government – the Government holds all three attributes of the salience model in regards to the Post Office Ltd and this is why they are one of the core stakeholders considering they need to be kept in mind in every aspect of operations of the Post Office Ltd.
Local Community – the local community have high power high urgency and high legitimacy as they have a day-to-day connection with the Post office and they want their needs to be met through it. Making sure their needs are met is one of the tip priorities of the Post Office and is what makes the local community a core stakeholder.
Business Partners (WHSmith) – Without business partners being kept in consideration, Post Office Ltd will struggle to operate, this is why they are also a core stakeholder as they have a high power being a business partner within the post office, high urgency considering the business is a part of theirs, and high legitimacy as they want to make sure they are also reaping the success of being a business partner of Post Office.
Influential business, energy and industrial strategy select committee – this committee is considered top management in order to keep the Post Office Ltd running according to laws and legislation and in the correct way. not doing so can risk the committee deciding to close down the business as it will create a ripple effect in every Post Office in every area if they don’t operate according to the correct strategy plan set by the committee.
Communication Workers Union – The CWU have managed to bring the Post Office Ltd to agree to a long-term strategy to shift the business into a positive and successful direction. Seeing issues arising in the Post Office Ltd, they have managed to combine public pressure, political lobbying and campaigning with persuasion to plan a better long-term strategy to renew the Post Office Ltd.
[bookmark: _Toc111451687]Dependent:
Locals – locals alone don’t have high power however; they have high legitimacy and high urgency so it is important to keep an eye on them as they can merge with high power stakeholders if their needs are not being met. They are stakeholders who are reliant on the business. 
Communication workers union – they have low power but high urgency and legitimacy. They can also merge with powerful stakeholders such as the JFSA, Strategy Select Committee and Locals if they see there is needs that aren’t being met, so they need to be watched closely.
JFSA – The Justice for Sub-Postmasters Alliance came to explore legal action against the post office ltd to reward claimants for damages during this time, “Bates and others vs. The Post Office Ltd”.
[bookmark: _Toc111451688]Demanding:
Locals – Locals have a demand from a business, they have high urgency but low power and low legitimacy. Their requirements need to be met in order to avoid them merging with stakeholders to cause any negative attention/backlash on the business. 

[bookmark: _Toc111451689]Limitations of the salience model:
The Salience Model is very useful in terms of separating and understanding the stakeholders a business has.  It can help to provide a deep analysis of a business’ stakeholders interests and how stakeholders can be grouped to make sure which problems are the most urgent that can be prioritised ahead of those issues which can be delayed for a certain amount of time. However, while this analysis model can help reach deadlines and fix issues, it also requires a lot of time, effort and resources to keep monitoring the stakeholders and the ever-changing dynamic of the stakeholders. With any business, there can be a bias towards opinion and that may show itself as a fact when it is just an opinion of a few stakeholders. 
[bookmark: _Toc111451690]Power/Interest matrix model:
The power interest matrix model helps to categorise stakeholders on a grid with the most powerful and interested people down to the lowest power and less interested people. The bigger the business, the more power and influence it attracts. Identifying key stakeholders with power and influence can help a business identify and source the best resources for the business.
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Figure 3: Power/Interest Matrix Model

[bookmark: _Toc111451691]High Power – High Interest:
Government and the influential business, energy and industrial strategy select committee are the stakeholders that hold the highest power and highest interest in the Post Office Ltd as they are the ones that have certain expectations of the business that need to be met in order to keep the business operating, so they will hold a high interest and also exert their power over the business to allow it to keep operating under their conditions.
[bookmark: _Toc111451692]High Power – Low interest:
Business partners have a high power in regard to Post Office Ltd but hold a low interest. They are not interested in the business or its day-to-day operation but hold a power as they are a business partner and would want to make sure that they both don’t breach the rules of their agreed contract
[bookmark: _Toc111451693]Low Power – High Interest:
CWU alone cannot do anything on their own but by merging with other stakeholders, they can alter the dynamic of the company if they feel there are needs that aren’t being met. It is important to understand that they have a high interest in the business as they want to make sure they are keeping up with the businesses. The same can be said for the JFSA, as they can ensure that Sub-Postmasters are advocated for and that their rights are not being exploited so they have an interest but cannot do anything without the support of other stakeholders. 
The local community has low power but a high interest in the business and wants to make sure that their needs are met from the business, if not they would also look to other stakeholders who hold a high power in order to address their concerns and be heard.
Citizens’ advice also has low power regarding the Post Office Ltd but also a high interest as they want to make sure that the business is operating smoothly and its core stakeholders, the local community, are getting what they desire out of the business.
[bookmark: _Toc111451694]Low Power – Low interest:
Media would also come under this category as they do need to be monitored as they can influence the public through their resources but do not hold power to actively affect the Post Office Ltd. They also would be communicated with rarely.
[bookmark: _Toc111451695]Limitations of the Power/Interest Matrix Model:
The Power/Interest Matrix Model is good resource to regroup stakeholders to identify the common interests of the stakeholders and deal with them accordingly, it does not take much time, effort or resources to create and understand this model however, it is harder to identify the risks that may come with understanding the opinions of individual stakeholders that may pose a threat to other stakeholder within the business. All business models require constant checks and balance in order to keep the information sourced from the matrix model accurate and up to date.
[bookmark: _Toc111451696]Interrelation of the salience model and Power/Interest matrix Model:
The salience model and the Power/Interest matrix model both identify stakeholders however, the salience model provides a more detailed analysis of each stakeholder and their interests. The salience model identifies each stakeholder according to three main attributes and then groups all stakeholders in 7 different categories, whereas the power/interest model vaguely differentiates between the high/low level of power and high/low level of interest for each stakeholder. 
Although the salience model is very detailed and can differentiate between the stakeholders distinctively, it requires a lot of time, effort and resources to create this model for a business and would need to be re-checked constantly with the changing dynamic of a business. For a general review of stakeholders and understanding, I would recommend the power/interest matrix model but if there was a case where the business had a specific problem that would hinder the day-to-day operations of the business, I would recommend the salience model as that would reward the business with much more information regarding the stakeholders and any issues that could be identified and solved.
[bookmark: _Toc111451697]Organisational Conflicts and Disputes:
Working with people almost always necessitates some sort of conflict resolution at some point.  Conflict in the workplace, also known as organisational conflict, arises when co-workers' demands, beliefs, and interests are actual or perceived to be in conflict. In organisations, conflict may take many different shapes. The official power structure and the impacted people and groups will inevitably conflict. The division of profits, the method of carrying out the work, and the amount of time and effort that should be put into each task are all subject to disagreement. Individuals, departments, and unions all have different ideas on who has authority in certain situations.
There are more subdued types of conflict, such as those brought on by rivalries, resentments, personality conflicts, disagreements over pay, roles, and contests for favour. Additionally, there is internal conflict among people, when opposing wants and desires are present. These conflicts can have a lasting effect on organisations, if not resolved as soon as they arise.
Conflict between members of the organisation and with outsiders can impair morale, decrease output, increase absence, and lead to frustration as well as miscalculations by the management, resulting in a poor judgemental decision.  Disputes/ disagreements, on the other hand, are temporary disagreements and can be reached to a resolution through negotiations, talks and mutual discussions amongst both parties, or the people involved, without involving anyone externally.
[bookmark: _Toc111451698]Conflict and dispute Resolution:
There may be a conflict between two employees, interpersonal conflict, (Kim-Jo and Ozer, 2010), within the department that needs mediation, or the whole management against the employees. A customer dispute over a missed deadline may also need resolving. Or, the situation between the employers and the employees like the Post Office strike, where the dispute is over the pay-rise, needs immediate attention. A conflict can be a threatening behaviour towards the organisational reputation and long-term performance. Good conflict management techniques are crucial in organisations since conflict is unavoidable there. It is equally important that the description that the dispute is contained within, must be taken into consideration while trying to resolve it.
Conflict resolution must be approached with awareness of the description within which the conflict is embedded, (Kriesberg and Thorson, 1989).
[bookmark: _Toc111451699]Thomas Kilmann’s Conflict Resolution Model:
According to Thomas Kilmann's concept, conflict resolution is supported by two aspects of human behaviour: assertiveness, is the volume to put others needs before one’s own, and cooperativeness, is the one where others’ needs are put first before one’s own. This model can help choose the best plan during a conflict, (Thomas, 2008). Kilmann developed five techniques for resolving conflicts, known as the conflict handling modes. These conflict management techniques will vary in context, and options may alter based on circumstances.
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Figure 4, (Chancy, 2017)
[bookmark: _Toc111451700]Competing:
Being assertive and uncooperative, putting one's own needs before those of others.
[bookmark: _Toc111451701]Collaborating:
Cooperative and assertive while working together Finding a solution that would satisfy both sides of the argument and end the conflict thorough understanding the main reasons of the arguments/disagreements. Unlike the competitor using force to get their way, collaborators use an approach that will provide a better solution. It does however, need higher level of trust in this phase.
[bookmark: _Toc111451702]Compromise:
To reach a mutual agreement and meet in the middle by negotiating a solution that can only partially satisfy both sides. As implied in the name, this approach provides a better result than avoidance.
[bookmark: _Toc111451703]Avoidance:
involves being inactive and uncooperative, putting a stop to the disagreement, with an attitude of deal with it later, and ignoring the problem to prevent things from getting worse. This situation may not be suitable all the time, it can however prove to be beneficial at times.
[bookmark: _Toc111451704]Accommodation:
This means being nonaggressive and cooperative, putting others' needs ahead of one’s own, and sacrificing own interests, to provide a solution for the problem.
[bookmark: _Toc111451705]Limitations of the model and Post Office Conflict Resolution:
According to the Blake Mouton grid it is not suitable to prioritise one aspect at the expense of the other results in unsatisfactory outcomes by putting "concern for results" against "care for people." It also hinders in reaching a hypothetical agreement to a conflict, (Cai and Walker, 2019). 
Suppiah and Rose, 2006, on the other hand wrote in their journal about three other ways to handle conflict: domination, compromise and integration.
The post office employees and the CWU became forceful when their interests and demands were threatened. However, if they work to safeguard each other's interests and demands, they could start working together. These factors will provide the Post Office a perspective from which they will be able to understand better conflict management strategies, and the management can take an approach to agree on a solution with the Employees and the CWU.
Thomas Kilmann model has the outstanding feature of stating that different managerial techniques are fairly adaptable and not permanent. Post Office employers can adapt these techniques for a better conclusive result.  It may be made flexible and fluid through awareness and concentration, by a resolution that is agreeable by both parties and is less harmful for everyone, at the same time as being successful and with reduced retribution and subsequent problems.
[bookmark: _Toc111451706]Conclusion
From all the data above, it can be concluded that the workplace culture influences and has a big impact on the method of addressing conflicts in the organisation through its adoption. Using an intelligent way to understand employees and their emptions provides a better chance and a higher impact on building trust with them. It also helps connecting to them better during a conflict and understanding challenges and difficulties faced by them. These encouraging attitudes and attributes can also be helpful for reducing organisational conflicts. Workplace Culture supports positive behaviour qualities. Collaboration may not be possible if employees and managers within the organisation hold different opinions, but when the management shows maximum level of empathy towards their employees, it demonstrates management's understanding of employee viewpoints. This way the management can provide a best solution for any conflicts and/or disputes within the workplace.
[bookmark: _Toc111451707]Action Plan:
In light of the scenario of the Planned Post Office strike, the wisest course of action would be the Compromise since the current circumstances dictate that the employees receive wage increases that are greater than the 2% that the management proposed. The employees demanded pay increases to match the 7% inflation, and the unions were on their side to support them. However, the management only offered 2% pay increases with the £250 one-time payment to settle the dispute, which is a "win-lose" situation. As a result, the compromise will be the situation's final outcome. The employees' refusal to accept the offer was the next scenario, which led to the planned Strikes. They were adamant that it wasn't enough and that they should receive more. At this point, the management's best course of action to meet this demand is to find a middle ground to end the conflict by offering more than the 2% rise to a 5% and raising the one-time payment for inflationary support to at least £750. This will satisfy the workers when they see that they have got an increase in the pay and also a one-off bonus amount as well. On the other side it will save the management a bigger amount of money by not going to the 7% rise of initial demand. They can also offer reduced work hours, without cutting down the pay and or increase bonuses for completing certain tasks. They need to build the belonging relationships with employees again as they feel outsiders, despite working hard during the Pandemic. For this, they can provide them some extra bonuses or rewards and ensure their satisfaction by speaking to them regularly to ensure the employees don’t feel left out anymore.
As both sides now need to make sacrifices in order to settle the disagreement and put an end to the "lose-lose" situation, it has reached a point where compromise is necessary, through an approach that is combined with challenging and cooperative techniques.
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