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[bookmark: _Toc130985603]Introduction 
Power, conflict, and resolution are important aspects to help an organisation maintain its harmony internally. Power facilitates in creating control while conflict and resolution allows debate over important issues and solutions to be reached. Throughout this entire study focus will be given upon evaluating these concepts at a greater degree by frameworks ranging from Hofstede, Lewin’s change model, and other frameworks. Recent conflicts such as Elon Musk who became the CEO of Twitter and the internal strains that are present in the business shall be explored here in this analysis. This entire study will facilitate in understanding how organisational culture, internal management, and other aspects are maintained effectively within a business. Theoretical perspectives and the implementation of mention frameworks and beyond shall be underpinned here in this research as well. Critical perspectives and positive and negative literature that supports argument shall be provided here in this assessment.


[bookmark: _Toc130985604]Evaluate the manifestation of power in an organizational context, with a critical perspective on the influence of culture.
I. What power is. 
Power is the capacity to exert influence over others or to manage available resources, choices, and results. It is a crucial component of the organisational environment because it affects how individuals interact with one another and how choices are made. Depending on the sort of power and the culture of the organisation, power may take on both good and bad forms and present itself in a variety of ways. In this context, culture is used to describe the common attitudes, standards, and customs that govern how members of a group conduct and communicate (Lu et al., 2020). 
II. Types of power
There are several ways that power might appear in an organisational setting. Coercive power is one sort of authority, which is using punishment or threat to force people to comply with one's requests. Although coercive authority might be beneficial in the short term, it can also lead to employee resentment and resistance. Reward power is another sort of power, which is using incentives or prizes to encourage workers to perform better. Reward power has the potential to boost employee engagement, but it also carries the risk of encouraging entitlement and partiality. 
Another form of power that is derived from knowledge or expertise is expert power. Professionals who are regarded for their specific knowledge and talents, like physicians, attorneys, or engineers, frequently have this form of influence. Expertise may be incredibly powerful when used to persuade others, but it can also foster an exclusive and elitist society. Another kind of power is legitimate power, which is dependent on one's status or level of authority inside the organisation (Halford, 2018). Formal positions and titles, such manager or CEO, are frequently linked to legitimate power. Although legitimate power has the potential to effectively enforce laws and regulations, it may also foster a culture of bureaucracy and hierarchy. 
III. What is culture.
Power is displayed and perceived differently in different organisational contexts depending on the organization's culture. The term "culture" refers to the common values, viewpoints, and customs that shape how individuals behave and work together in a group. For instance, in a hierarchical society, choices are frequently decided by a small number of people who are in positions of authority since power is frequently concentrated at the top. In contrast, a decentralised culture has a more equal distribution of authority and involves a larger number of people in decision-making (Busemeyer and Thelen, 2020).  The way individuals view power and their willingness to accept it are both influenced by culture.
Employees may be more resistive to coercive or legitimate power and may choose a more collaborative approach to decision-making in a culture that values individualism and autonomy. In contrast, staff members may be more receptive to and compliant with the authority of authoritative leaders in a culture that promotes hierarchy and obedience (Falkner, 2017).  In addition, culture may affect how power is utilised and abused inside an institution. Power is more likely to be utilised for the good of the company as a whole than for the good of a select few in a culture that values openness and accountability. In contrast, when power is valued more highly than secrecy and self-interest, it could be utilised to further personal interests at the detriment of the organisation. 
IV. How does culture affect power.
National power 
Control over assets, knowledge, information, decision-making, and authority are just a few examples of the various ways that power may be demonstrated. But, when considering how power manifests itself in companies, culture cannot be overlooked. National power distance, which measures how much a society's citizens accept unequal power distribution, is one way that culture influences power. The power gap varies among nations and can have a substantial influence on how power is expressed in organisations, according to Hofstede's Cultural Dimensions Theory (Ponte, 2019). High power distance nations like India and Mexico place a lot of emphasis on hierarchy and status. 
Powerful individuals are supposed to act without hesitation, while subordinates are expected to show respect and reverence to their superiors. This may result in a top-down management approach, where people in charge make choices with little input from others. People may utilise their power to preserve their status and advantages in these societies where power is frequently linked to status (Carlucci and Schiuma, 2018). On the other side, there is more focus on equality and individualism in nations with minimal power distance, like Sweden and the Netherlands. Individuals are more prone to criticise the current quo and ask questions of authority. In these cultures, authority is frequently viewed as something that must be acquired via skill and accomplishment rather than being bestowed simply because of one's position. This may result in a more collaborative management style where everyone's opinion is appreciated, and choices are made as a team.
Organisational culture
The hierarchy's structure is one feature of organisational culture that has a big influence on power relations. In a towering structure, power typically resides at the top, where a select few people wield a disproportionate amount of decision-making power. This organisational structure supports the notion of top-down management, in which orders are passed down from superiors to subordinates. A lack of employee autonomy, low morale, and aversion to change are just a few problems that might arise from the consequent power imbalance (Thomke, 2020). A flat organisational structure, on the other hand, tends to distribute authority more fairly. This organisational structure encourages a more collaborative approach in which staff members participate more actively in decision-making. This feeling of shared control may promote better creativity, higher levels of employee engagement, and a more open culture.
It is important to understand that organisational structure does not alone dictate how power is manifested. The importance of culture, which includes common values, beliefs, and behaviours, cannot be overstated. To counteract some of the negative effects of a top-down strategy, a hierarchical structure might be combined with a culture that encourages employee input and cooperation. A culture that promotes departmental rivalry and encourages individual competitiveness can also undermine a flat organisational structure.
[bookmark: _Toc130985605]Reflect on a workplace conflict that occurred within the past 12 months, identify its root cause, and critically discuss a theory of change management that could address the conflict.
i. The cleaning crew at Twitter went on strike because their union contract was due to be renewed on December 9, 2022, and the company's new CEO, Elon Musk, refused to do so, leaving the workers without a job only weeks before Christmas. Musk's anti-union behaviour is widely known, and at his other businesses, he has also been charged with unfair labour practises (Reimann, 2022). He is allegedly more concerned with creating sleep rooms for the surviving Twitter staff than he is with resolving the mayhem on the site.
ii. Twitter, an American social media corporation with its headquarters in San Francisco, California, is the subject of the present labour dispute. The new CEO, Elon Musk, and the cleaning crew are at odds with one another. The company's cleaning crew is presently on strike because Musk will not extend their union contract, which expires on December 9, 2022, leaving the employees without a job only weeks before Christmas (Sherman, 2022).  Twitter's CEO, Elon Musk, has been charged with unfair labour practises at several of his other businesses, and his anti-union activities are widely known. According to reports, Musk has been more concerned with creating sleep rooms for the surviving Twitter staff than with resolving the mayhem on the website. The Twitter janitors have been protesting Musk's unjust treatment of them and requesting that their union contract be renewed for several weeks.
The cleaning crew is in charge of maintaining the company's facilities tidy and secure for employees, hence the current scenario is producing confusion inside the organisation. Due to the strike's interference with business as usual, there are now unhygienic working conditions and employee inconveniences. The Twitter administration is attempting to resolve the continuing dispute in the meanwhile. The dispute began when Musk declined to extend the cleaning staff's union contract, which resulted in their unemployment only a few weeks before Christmas. The janitorial crew has protested this action by Musk since they believe it to be a breach of their rights as employees. The employees are asking Musk to extend their union contract, but he has so far declined (Sainato, 2023). The CEO's priorities are different from those of the employees, which is the root of this disagreement. The firm has experienced conflict as a result of Musk's concentration on creating naptime chambers for the employees while ignoring the needs of the housekeeping crew. 
Additionally, Musk's anti-union position has made matters worse and made it more challenging for the two parties to come to an agreement. Musk's decision not to extend the workers' union contract has contributed to the current dispute at Twitter between the cleaning staff and the incoming CEO. The cleaning crew is on strike because the workers are seeking their rights, which Musk has refused to accept. The management is having a difficult time coming up with a solution since this scenario is producing confusion throughout the organisation. The tension stems from the CEO's and the employees' divergent goals, and Musk's anti-union position only makes matters worse.
iii.
Change management theories can be used to find a solution in the current situation where Twitter's janitorial crew is on strike since the company's new CEO Elon Musk refused to extend the union contract. Planning, executing, and tracking changes in a company is the process of change management. To deal with conflict at work, a variety of change management ideas can be applied (Tang and Tang, 2019). The Scientific Management Theory is one theory that may be used. The goal of this idea, which was developed by Frederick Winslow Taylor in the early 20th century, is to increase production and efficiency at work. To increase productivity, managers must analyse the work process and divide it into manageable tasks. This approach highlights the need of studying time and motion to find methods to save waste and boost productivity.
Elon Musk may use the Scientific Management Theory to improve efficiency and productivity in the Twitter workplace conflict while also addressing the issues raised by the striking employees. He may evaluate how the janitorial personnel completes their responsibilities and find methods to make them better while also addressing their worries about job security. Musk might find methods to save waste and streamline the work process using the time and motion studies. The Scientific Management Theory does, however, have certain drawbacks. It frequently oversimplifies intricate job processes, causing the human aspect to be overlooked. Employee unhappiness and low morale may result if they believe they are being treated like machines (Pugh, 2016). Also, because it calls for task uniformity and may not function well in situations that promote creativity or innovation, this approach may not be appropriate for all businesses.
Lewin's Change Management Theory is another applicable theory. This theory, which Kurt Lewin developed in the 1940s, emphasises three stages: unfreezing, altering, and refreezing. By determining the need for change, obtaining data, and assembling a coalition to support the change, unfreezing entails preparing the organisation for change. Transforming entails putting the change into practise through employee empowerment, training, and communication. Stabilizing and institutionalising the change within the organisation is the process of refreezing (Voehl and Harrington, 2017). Elon Musk may use Lewin's Change Management Theory to prepare the organisation for change in the Twitter workplace conflict by recognising the need for a new agreement with the cleaning crew and forging a coalition to support the change. 
To guarantee that the remaining Twitter workers are aware of the new agreement, he can inform them of the change and give them training. Finally, he may institutionalise the change throughout the organisation to stabilise it. Lewin's Change Management Theory does, however, have several drawbacks. It assumes that change proceeds in a linear fashion, which may not always be the case. In fact, change may be unanticipated, and unforeseen difficulties might appear while implementing a change. In addition, successful implementation of this theory necessitates a sizable time and resource commitment, which may not be possible in many firms.
The Kotter's 8-Step Change Model is another hypothesis that may be used. This offers a framework for handling change inside companies. The eight steps are: creating a sense of urgency, building a strong coalition, developing a vision for change, communicating the vision, empowering others to act on the vision, producing quick wins, consolidating successes and producing more change, and establishing new methods in the organization's culture (Goodwin, 2017). Elon Musk may use Kotter's 8-Step Change Model in the Twitter workplace issue to create a sense of urgency by recognising how the strike is affecting the cleaning crew and the company. He can put together a group of influential parties to support the change and develop a plan of action that considers the demands of the striking employees. Musk can explain the idea to the remaining Twitter staff and provide them the tools and encouragement they need to carry it out (Salovaara and Bathurst, 2018). By addressing the workers' complaints, he may achieve short-term success and build on it by adopting a new contract with the janitorial crew. Lastly, by encouraging a good atmosphere, he may help innovative approaches become part of the organization's culture.
The Kotter's 8-Step Change Model does, however, have certain drawbacks. It makes the assumption that change can be handled through a linear process, which may not always be the case. Change may really be messy, and the process of implementing it might present unforeseen difficulties. In addition, successful implementation of this theory necessitates a sizable time and resource commitment, which may not be possible in many firms (Alqatawenh, 2018). 
Appreciative Inquiry Theory is another applicable theory. This emphasises an organization's positive traits and exploits them to bring about transformation. It entails determining the organization's strengths and utilising them to develop a future vision. This theory places a strong emphasis on empowerment and cooperation and makes the underlying assumption that individuals are inspired to make positive changes when they feel respected and supported. Elon Musk may utilise the Appreciative Inquiry Theory to analyse the good features of the company and apply them to develop a vision for change in the context of the disagreement at Twitter. He can collaborate with the cleaning crew and other staff members to determine the organization's strengths and utilise them to develop a vision that takes the workers' concerns into account. Musk may promote empowerment and teamwork by involving the employees in decision-making and appreciating their opinion (Henry, 2021). By doing this, he may develop a productive workplace that encourages a sense of belonging and increases worker engagement. However, the Appreciative Inquiry Theory also has limitations. It assumes that all stakeholders in the organization are willing to participate in the change process, which may not be the case in all situations. Additionally, this theory may not be suitable for all organizations, as it requires a significant investment of time and resources to implement successfully.
[bookmark: _Toc130985606]Reflecting on Ting-Toomey (1999) conflict resolution model, critically evaluate the different conflict resolution approaches and suggest the appropriate approach for resolving the conflict.
iv.
Conflict may happen in a variety of contexts, from intimate relationships to work settings, and it is an inherent element of human contact.  Stella Ting-Toomey's conflict resolution model can be illustrated as a five-stage procedure that assists individuals or groups in managing interpersonal and intercultural conflicts. The model provides a framework for understanding the various stages of conflict, from latent to post-conflict, and emphasises the importance of effective communication in conflict resolution (Silverman, 2020). However, through cultural assessment of this framework it can be understood how due to the increased diversity needs in the workplace conflict situations emerges (Chen, and Chen, 2008). Accumulation of a variety of people from different races and backgrounds creates insensitivity if racial training is not provided, that is where Ting-Toomey's conflict approach comes handy.
Through the latent stage, people either on a individuals or group level can have different types of tensions associated with the conflict and problem that they are facing. Following this, and the conflict perceived stage, groups and individuals’ gatherings become much more aware about the types of issues that they are facing as they associate with one another. Moving forward in the conflict stage, reactionary emotional approaches are taken through which manifestation of anxiety, frustration and anger levels emerge in individuals. In the context of the manifestation stage, hostility is shown and in the final aftermath stage, changes in attitudes and relationships are observed. However, effective utilisation of all the mentioned stages can facilitate in improved relationships to be established through management guiding a relationship HR individual putting effort into different departments and teams internally. Cross-cultural conflicts can be managed through perceived conflict being recognised early and manifestation stage being appropriately implemented to propose different solutions (Chen, and Chen, 2008). 
The importance of Ting-Toomey's model lies in its ability to provide a systematic approach to conflict resolution, which can be applied in a variety of settings. The model is particularly relevant for businesses, where conflicts can arise between employees, managers, or even between different departments or teams. By understanding the different stages of conflict and the importance of effective communication, businesses can use the model to manage conflicts and prevent them from escalating. The Ting-Toomey conflict resolution model can be applied in different situations, and how conflicts are dealt with can vary depending on the stage of conflict (Madalina, 2016). For example, in the latent conflict stage, individuals or groups may not be aware of the differences or tensions, and it may be necessary to identify and address them before they escalate into a perceived conflict. This can be done through proactive communication and conflict prevention strategies.
In the perceived conflict stage, individuals or groups may need to engage in dialogue to understand each other's perspectives and find common ground. This involves active listening, expressing oneself clearly, and using appropriate communication strategies to avoid misunderstandings. In the felt conflict stage, it is important to acknowledge and manage emotions, as they can influence behaviour and decision-making. Effective conflict management strategies at this stage include emotional regulation, empathy, and problem-solving techniques (Dzwigol et al., 2019). In the manifest conflict stage, it may be necessary to address the specific issues that have caused the conflict and find solutions that are acceptable to all parties involved. 
Conflict resolution strategies at this stage can include negotiation, mediation, or arbitration. In the conflict aftermath stage, individuals or groups may need to reflect on the conflict and its resolution and make changes to prevent similar conflicts from arising in the future (Kharadze and Gulia, 2021). This involves learning from the experience, taking responsibility for one's actions, and building stronger relationships. Furthermore, businesses can use this model to create a positive work environment by promoting open communication, trust, and respect among employees. By implementing conflict resolution strategies, businesses can create a culture of collaboration and problem-solving, which can lead to increased productivity, employee satisfaction, and retention. Furthermore, businesses can use this model to create a positive work environment by promoting open communication, trust, and respect among employees (Cummings et al., 2016). By implementing conflict resolution strategies, businesses can create a culture of collaboration and problem-solving, which can lead to increased productivity, employee satisfaction, and retention.
v.
[bookmark: bookmark=id.2et92p0]The disagreement between Twitter's janitors and CEO Elon Musk on the extension of their union contract is a complicated matter that calls for serious thought and efficient dispute resolution. To assist settle this issue and create a win-win resolution for all parties concerned, Using Ting-Toomey's conflict elimination and resolution approach this settlement can be reached through these steps: 
· Active Listening and Empathy (Latent and Perceived conflict): At this first stage, focus upon active engagement with one another is the primary focus through utilisation of listening abilities being at use (Lasserre, 2017). Emphasis upon understanding the concerns being raised around fair compensation and long-term job security must be focused upon by Elon Musk when janitors are putting forward the issue to him through which collaboration on how financial constraints are being phased in the company can be discussed. Due to the rapid technological development and online conversations in diversified cultural environment such as that of the janitors in this case, conflict emerges heavily. However, recognising the human contact can alleviate issues is an essential aspect that can be applied.
· Reframing and De-escalation (Felt conflict): Through this stage focus towards deescalating the entire situation by joint problem solving is focused upon as a directly helps in finding a variety of alternatives to how job security for the janitors can be maintained by Elon Musk. Focus upon finding mutually benefiting situation through which new services can be provided and earlier problems that janitors are facing can be removed is a big focus here at this stage as it refrains the entire issue totally.
· Collaborative Problem-Solving (Manifest conflict): In order to appropriately establish a win-win situation between the janitors an enormous, focus upon brainstorming through new and improved incentivise systems can be implemented. This can directly facilitate in easier arrangement between work forces and management to be achieved at a faster capacity that can help in satiating business and employee needs at an improved margin (Silverman, 2020). Cultural collaboration and integration and expansion of the team can also facilitate in helping the janitors feel much more at ease with working with Elon musk and making sure that a better working culture is established internally.
· Implementation and Follow-up (Conflict aftermath): Once Elon Musk and the janitors come to an agreement, monitoring and effectiveness circumstances can be established as this will be directly facilitated in easier timelines to be created through which performance indicator mattresses can be established that will help in improved growth and reduction of conflict in the future to be attained. Both parties can agree on a timeline for implementation and establish a mechanism for monitoring progress. They can also agree on a process for resolving any issues that may arise during the implementation phase (Morden, 2016).
Thus, collaboration, compromise, and accommodation are the best conflict management approaches in this circumstance. Finding a win-win resolution to the disagreement is the goal of the collaborative approach, which calls for open communication, active listening, and inventive problem-solving abilities. This approach may entail renegotiating the union contract in order to guarantee Twitter's financial stability while simultaneously providing the cleaning workers with job security and competitive pay (Al-Ali et al., 2017). Finding a compromise between conflicting interests is known as the compromising style, and it may be helpful when time is of the essence and a speedy resolution is required. This negotiation strategy would see Elon Musk agree to extend the union contract for a longer period of time than he had originally suggested, while the cleaning crew accepts a smaller pay rise than they had originally asked. When maintaining connections is more essential than solving the problem at hand, the accommodating style, which entails giving in to the other party's interests and demands, may be helpful. Elon Musk could agree to extend the union contract in this case and provide the janitors with some extra perks, including access to training or possibilities for professional growth.
Effective communication and attentive listening are crucial to resolving the disagreement, regardless of the conflict management strategy used. This calls on both sides to openly explain their wants and interests without criticising or blaming the other. The parties can communicate more successfully by utilising "I" comments rather than "You" ones to avoid becoming defensive (McKibben, 2017).
Some actions to remedy the situation includes:
1. Renew the union contract: Elon Musk may resolve this issue by renewing the union contract for the cleaning employees. This would guarantee that the employees kept their positions and got just pay and benefits. Elon Musk would show his dedication to the company's employees' welfare and the value of protecting their rights and interests by adopting this move.
2. Arrange a new contract: If Elon Musk is hesitant to extend the current union contract, he might work with the cleaning crew and their representatives to arrange a new contract that considers their demands and concerns. Discussing pay, benefits, working conditions, and other pertinent concerns may be part of this (John-Eke and Akintokunbo, 2020). By engaging in productive dialogue and finding common ground, a mutually beneficial agreement could be reached that satisfies both parties.
3. Provide transitional assistance: In the event that the janitorial crew is finally let go, Elon Musk might offer transitional support to ease their transition. This can entail providing severance money, training for new jobs, and support in doing so. Elon Musk would demonstrate his appreciation for the janitorial staff's accomplishments and commitment to assisting them during this transition by doing these actions.
4. Address power imbalances: As was already established, the negotiating process can be complicated by power disparities. Elon Musk may make sure that the janitorial crew and their representatives have a fair and equal role in the bargaining process to remedy this problem. This could involve engaging in active listening, acknowledging their concerns and needs, and working to find solutions that address their interests.
5. Show empathy and compassion: Last but not least, it's critical for Elon Musk to demonstrate understanding and sympathy for the janitorial crew during this trying period. This might entail his personally contacting the employees to convey his appreciation for their contributions to the business and his comprehension of their circumstances. Elon Musk might also provide the employees with resources and emotional assistance to help them deal with the strain and uncertainty of their circumstances.
The negotiating process might also be facilitated using a mediator or conflict resolution expert, who would make sure that both sides feel heard and respected. This may promote trust between Elon Musk and the cleaning workers and improve the working atmosphere at Twitter. Together with the above, it is critical to talk about the power dynamics at play in this battle. As Twitter's CEO, Elon Musk wields considerable influence, and the janitorial crew may feel disadvantageous given their inferior status within the organisation. The negotiating process may be hampered by feelings of mistrust and animosity brought on by this power disparity (Young et al., 2016). It would be beneficial to enlist an unbiased third party who can speak out for the interests of the janitorial crew and make sure that their demands are acknowledged and met in order to overcome this power dynamic. This third party may be a union representative for the janitorial crew or a trained expert in conflict resolution who has dealt with power dynamics in talks.
Other parties with a stake in the outcome of the negotiations, such as representatives from Twitter's other divisions or members of the community, may also be helpful to include. This may aid in enlarging the negotiation's scope and fostering a more inclusive and cooperative atmosphere. The emotional toll on the janitorial workers is a crucial factor in this dispute. It might be heart-breaking for them and their families to lose their jobs right before Christmas, so it is critical to exhibit sympathy and understanding during the bargaining process. This may entail giving the employees resources and emotional support, such as therapy or financial aid. 
Also, it could be beneficial to recognise the housekeeping staff's contributions to Twitter's success as well as the significance of their job in keeping a clean and secure working environment. Acknowledging their worth and expressing gratitude may foster mutual trust and goodwill between the parties and improve the negotiation process. Finally, it's critical to make sure the negotiated agreement is understandable and enforceable. This entails putting the terms and circumstances of the agreement in writing, including the length of the union contract, the salary and benefits of the cleaning crew, and any other agreements that were reached throughout the negotiating process. It is crucial that the contract is legally binding and that both parties accept its terms.
vi.
The Harvard Negotiation Project is one such example, which focuses on determining the underlying interests and requirements of each side in order to arrive at a solution that pleases them both. Separating individuals from the issue, focusing on interests rather than positions, coming up with a range of solutions for mutual benefit, and insisting on objective standards are the four main phases of the Harvard Negotiation Project. In order to resolve issues, this model emphasises the value of effective communication, teamwork, and innovative problem-solving abilities (Kharadze and Gulia, 2021).
The Win-Win Strategy is another approach that may be applied; it looks for solutions that are advantageous to all stakeholders. This concept entails recognising common interests, investigating various opportunities for mutual benefit, and creating a strategy that considers the requirements of all parties. This strategy places a strong emphasis on the value of open communication, respect, and trust in resolving disputes (Lu et al., 2020). Using these alternative dispute resolution strategies has the potential to have a big impact. When disputes are successfully settled, productivity, morale, and relationships among employees may all improve. Also, it can lessen workplace tension and stress, which might benefit workers' general health and wellbeing (Halford, 2018). A workplace culture of cooperation and respect may also be developed by putting alternative dispute resolution approaches into practise. Employees are more likely to be engaged and dedicated to their job when they believe that their needs and interests are being recognised. The organisation as a whole may eventually profit from better work satisfaction and lower turnover rates that result from this.


[bookmark: _Toc130985607]Conclusion 
In conclusion, it is crucial to be aware of the roles that culture and power play in organisations. The link between power, culture, and how it manifests itself inside organisational environments was examined in this paper. The programme also covered the Twitter argument brought on by their CEO's decision not to extend the union contract for its cleaning crew. Various ideas and methods, including the Ting-Toomey's Conflict Management instrument, were explored, and critically analysed. In the end, it seems that discourse and honest communication are essential for resolving disputes. Future workplace problems can be avoided in part by respecting employees' rights, fostering mutual understanding, and fostering an inclusive and good work environment.
Recommendations:
As per utilisation of Ting-Toomey approach, it can be recommended that higher focus is needed on internal union-ship being created and training being provided to janitors who want to scale up and operate at a better position internally important. By focusing upon knowledgeable labour specialists, emphasis towards improved quality of work in by Elon Musk can be used and focus towards helping in improving labour standards can be concentrated towards. These aspects will be a social part in making sure that an inclusive environment for operations is being created as this will directly help in making it easier for vital functions of cleaning, work opportunities, higher incentives being provided. Conflict probability will be decreasing because of this and emphasis on higher employee job guarantees can be provided if subordinates themselves are willing to develop over a long period of time. Musk has to create strong communication channels with all employees and their representatives in order to prevent such disputes in the future. He should also make sure that all workers can readily understand and access the company's policies and procedures. Musk needs to make an investment in establishing a happy and productive workplace that encourages cooperation, confidence, and respect among all workers. Lastly, he should recognise the value of inclusion, equity, and diversity in the workplace and try to foster a climate that respects the diverse backgrounds and experiences of all workers.
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