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[bookmark: _Toc108722334]Introduction
This portfolio will examine the influence that power and politics has on contemporary associations including management and leadership. Power and politics can be a fairly undesirable issue in contemporary associations as it causes conflict (McCurry, 2012), notwithstanding, they are both significant elements and the impacts it has in contemporary associations are significant as power is a complex yet a pivotal issue in hierarchical way of behaving. The portfolio will be highlighting the conflict of the Crown Post Office which led to a major dispute and left the employees of the Post Office with no choice but to go on strike to demand their right of a pay rise as well as to influence the rest of the Post Offices’ chains employees. Further, the portfolio will be focusing on the types of power which were used by both parties, the management as being head in the Post Office as well as the employees in this battel. Moreover, the report will be examining the stakeholders via applying two stakeholders analysis theories to assess the internal/external stakeholders and what level of power, interest they have to impact the situation as well as the interrelationship of both models. In addition to this, how can the work culture influence the style of the organisational conflict, and what are the types of the conflict resolution as well as the best way to settle down the conflict. 
The following section will be providing an in-depth examination to the role of power and politics in an organisational context. 
The role of power and politics within an organisation are vital for authoritative conduct activities of people and gatherings. People in association utilize their ability to fulfil their normal requirements or get what they need. While groups or associations use power and politics issues to control their individuals and workers to get and keep up with to accomplish their objectives (Calnan, 2020).
Power, characterized by Olivié and Pérez (2019), is the capacity to impact conduct, redirect occasions, beat opposition and to get individuals to do things that they would not in any case do. This power is estimated by the degree that the manager can take advantage of leverage to get that partner to accomplish something that the person would somehow rather not do. Further, power here is certainly not a fortunate or unfortunate capacity. It's simply an appraisal of the idea of the connection among the manager and the other stakeholders.
On the other hand, politics, urged Buchanan and Badham (2020), is the cycles, the activities, and the ways of behaving through which potential power is used to attract resources to achieve organisation goals.  
Heap, V., Black, A. and Rodgers, Z., 2022. Preventive justice: Exploring the coercive power of community protection notices to tackle anti-social behaviour. Punishment & Society, 24(3), pp.305-323.
[bookmark: _Toc108722335]Types of Power
According to Heap, Black and Rodgers (2022), there are 5 types of power: 
· Formal: this depends on the person’s position in the company and goes into 3 types:
· Reward power - based one who can disperse rewards that others need, either monetary or non-monetary.
· Coercive power - in view of the capacity to discipline. 
· Real power - comes from one's situation in the order, for example, from a director.
· Informal or personal power comes from the person's exceptional qualities or information. This goes into 3 types: 
· Referent power - in view of the qualities of the individual and the esteem for that individual.
· Expert power - starts from the aptitude and ability of the person
· Information power - in view of the information and data that the individual has and that isn't promptly accessible.
According to the case study, the management of the Crown Post Office is using their coercive power (Lunenburg, 2012), which is a formal power, where impacting specialists utilize the danger of power to acquire consistence from focuses of impact. The power can incorporate social, profound, physical, political, or financial means, and isn't generally perceived by the objective. The management also using this power to force the employees to accept their pay freeze.
However, the employees of the Crown Post Office, as per case study, are using their formal power which is embodied by CWU to fight on their behalf and using the official strike against the Post Office management. They are also using their informal power (Maliwanag, 2019), which alludes to the capacity to lead, direct, or accomplish without an authority administration title to provoke the public opinion to sympathize with them and to distort the moral image of the Crown Post Office management in front of the society, and pressurise them to approve the pay rise the employees deserve to match the increase of 7% of the living cost and not what the 2% increase of salary - in addition to a £250 one-off instalment for 2022-23 that the management has offered disparagingly (Timmins, 2022).
The source of this problem is not very new (Edwards, 2017) as since 1980 when Thatcher chose to start a program of privatization, moving nationalized elements from the public area into private possession and activity, most of the public sector turned into a private business, that has given the Post Office management those directly owned by the company a legitimate power as they are blatantly telling the employees ‘We are in charge and you can do nothing’, playing the game of practising the power over them as the rest of the private owned branches were still working as normal and the announcement was made prior to the strike to divert traffic to them. However, this strike will be impacting the Post Office as it influences (Seedat, 2013) the nearby economy, organizations as well as workers the same. Business connections between the two players could become stressed and this could influence cooperation and benefit. Organizations endure creation and monetary misfortunes, and consumer certainty is antagonistically impacted.
In additional, 114 Post Office closure as per the case study, can have several negative impacts, in fact it is very serious impact on the daily performance as it would lead to a substantial (Adensamer, Gsenger and Klausner, 2021) financial damage as well as results in losing trust not only with their workforce, but also with their other stakeholders such as delivery suppliers, Parcel Force and DHL.
[bookmark: _Toc108722336]Stakeholder Analysis
The stakeholders analysis theories which will be utilizes in this report are the Salience theory and the Power Interest Matrix to give a clear picture of all the internal and external stakeholders involved in this case.
Stakeholders are people, group or associations straightforwardly engaged with, or in a roundabout way impacted by, a task, item, administration, or venture. All things considered, partners in like manner influence why and how an organization carries on with work (Rześny-Cieplińska et al, 2021). 
Salience theory recommends that decision makers misrepresent the likelihood of outrageous occasions assuming they know about their chance. This leads to emotional likelihood circulations and sabotages regular objectivity (Bordalo et al, 2012).
The framework leveraged (Myllykangas et al, 2010) three credits a potential partner may or not have:
· The Power to impact the firm.
· The Legitimacy of the relationship with the firm.
· The Urgency of the (partner's) guarantee on the firm.
Also, according to Sedereviciute and Valentini (2011), the Salience model has 7 stakeholder classes:
· Dormant stakeholders: This group has a high power however no legitimacy or urgency and in this manner are not prone to turn out to be vigorously involved.
· Discretionary stakeholders: this group has little urgency or power and are probably not going to apply a lot of tension. They have legitimate cases. Beneficiaries of corporate altruism, recipients of good cause.
· Demanding stakeholders: This group has little power or legitimacy yet can make a lot of clashes, since they maintain that things should be tended to right away. Individuals with illogical cases, serial complainers.
· Dominant stakeholders: this group has both formal power and legitimacy, yet little direness. They are quite often having specific assumptions that should be met. Top managerial staff. 
· Dangerous stakeholders: this group power and urgency, however, they are not exactly appropriate to the task. (Strikers and psychological oppressors)
· Dependent stakeholders: this group has urgent and legitimate stakes in the venture however little power. These partners might rest on another partner gathering to have their voices heard. (Occupants and creatures affected by episodes)
· Definitive stakeholders: power, legitimacy, and urgency and in this manner have the highest power. (At the convergence of any remaining districts).
On the other hand, the Power Interest Matrix network (Guðlaugsson et al, 2020) is a lattice utilized for sorting stakeholders during a change venture to permit them to be effectively managed. Stakeholders are plotted on the lattice corresponding to the power and intrigue they have in regard of the task.
Both Salience and the Power Interest Matrix can shape the classes of all the external and internal stakeholders and justify the relationship between stakeholders and the organisation and explain why they were places in a certain level of power and interest in the grid to help organisations how to manage their stakeholders (Damiani et al, 2019).
[bookmark: _Toc108722337]Limitation of The Stakeholders Models
Without a doubt, every model has its advantages as well as disadvantages, both of the Salience and the Power Interest matrix have limitation (Currie, Seaton and Wesley, 2009) which is embodied with their subjectivism, as one person can see certain stakeholders in the dormant or demanding class can differ from others’ perspective. Same with Power Interest Matrix model, some believe that certain stakeholders have more power, less interest might clash with others have the opposite opinion and so forth.
[bookmark: _Toc108722338]Post Office Stakeholders Analysis
The internal stakeholders of the Crown Post Office are employees, employers, managers, government. The external stakeholders on the other hand are the unions, consumers, customers, local community, media, regulators, suppliers, parcel companies such as Parcel Force, DHL.
The following diagram will be demonstrating each of the above internal/external stakeholders into the classes of the Salience model:
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The Salience stakeholders model
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Salience 7 classes of stakeholders
The above table of Salience 7 classes illustrated the classes of each of the external/internal Crown Post Office stakeholders in terms of their Power, Legitimacy and Urgency. For instance, in the Dormant class, it displayed the employees, regulator, and unions have power yet not urgency or legitimacy, you ought to know about them. However, there is no requirement for significant correspondence and inclusion (Rawlins, 2006). In contrast, the Dangerous and demanding classes, it clearly indicates that media, consumers, customers, and local community are the ones to make the most noise and ignite the fire of the public sympathy. Nevertheless, it is clearly that stakeholders such as employees, employers and unions are still displayed in other classes of Salience model classes like the Dominant, Discretionary, as well as the Definitive as they still have/not the power, legitimacy, and the urgency as they are playing a vital role within the Post Office. 
Therefore, it is still not very clear as how to recognise each one of these stakeholders in terms of how high or low their power and interest are, how to manage them, and this is one of the Salience model’s limitations. Another cons of the Salience it is a subjective methodology, and some predisposition in assessment can essentially influence the classification. Further, observing these three credits of the Power, Legitimacy and Urgency constantly takes assets and time (Patel, Jhamb and Singh, 2011). In that case, Power Interest Matrix model will highlight the position of the stakeholders for a clearer picture.
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The above Power Interest Matrix diagram is to establish what are the levels of the power and interest of the stakeholders in the Post Office. For instance, the government in this case has high power as it was shown in the dormant class, and low interest as they do not need to know everything about what is happening in the Post Offices own by themselves. Yet, they have the executives managers to look after these branches and they need to be kept satisfied all the time. Inversely, the government still has high power and interest as they own the Post Office establishment, and their best interest is the branches owned by themselves to stay working proficiently. What’s more, the 3,500 employees and the unions appear on both of the Matrix model windows of high power and interest as they have the power and legitimacy, as it was shown on the dormant and dominant classes of the Salience and can make the change they are fighting for if they stick together, according to the CWU said its members voted by 97.3% on a 70.2% turnout to take strike action, and therefore, they need to be kept inform by the management of the upcoming decisions. 
The above analysis of the stakeholders of the 114 branches of the Crown Post Office, shows beyond doubt, that the stakeholders whom causing the big problem in this scenario is the management of these branches as they are about power play, and it is not the case of the affordability of the pay increase, as per Union assistant secretary, the  Post Office has turned over huge profits in these past few years, the management can afford to provide our members with a reasonable pay increase if they wanted. 
Also, they are not negotiating to meet halfway with the employees, they are denying the fact that these employees were the reason of the huge turned over profits in these past few years, especially during the crucial time of Covid-19, they showed real dedication attitude and were still working, risking their lives and health going to work daily as usual to keep the operation of these Post Office branches run as normal as possible,  and only give them the 2% pay rise plus a one off payment of £250 which is in the opinion of the Post Office employees as well as the CWU was way behind their expectations and less than what they are entitled to, to survive with the current 7% economic inflation of the living cost as per the case study. 
In the same way, the group who are causing the small/big problem together are the employees, and they are playing their fair play of power similarly to management but in different way by striking for 24 -hour period and using the CWU power as well as to pressurise the management to acquiesce in their demands for a pay increase. 
[bookmark: _Toc108722339]Interrelationship of The Stakeholder Models 
From the above examination of both the Salience and the Power Interest Matrix models of the stakeholders analysis, it is clearly illustrating that the is a strong interrelationship between both of the models. For instance, the definitive stakeholders from Salience are the same as high power, high interest stakeholders of the Matrix. Similarly, with the dormant stake holders are high power and low interest.
[bookmark: _Toc108722340]Prospective of Organisational Conflicts
Meyer, et al (2007) urged that within organisational environments, there are few conflict perspectives, and they are:
· Unitarist, this perspective believes that the employees do not require unions as these unions will complicate the workplace’s situation.
· Pluralist, this perspective supposes that the people association contains groups which have their own points, interests, and authority. These points and interests frequently struggle and contend with different gatherings and lead to pressures which must be administration.
· Interactionist, this perspective view conflict as a strength in a gathering and unequivocally challenges that some contention is significant for a gathering for performing effectively.
· Radical, this perspective see conflict as an unavoidable part of free enterprise and endemic in an association organized on administration. This perspective on struggle is communicated as far as difference in power and control and that it is a component of the inconsistent idea of hierarchical life.
Reflecting to the case study, the organisational perspective of conflict in the Crown Post Office is Unitarist, as the management attitude clearly displays that the employees do not need the external factor which is embodies by the unions as they create an alternative misplaced focus for some employees and encouraging the workforce to go on strike if they are unhappy with the policy of the company.
Undoubtedly, the above unitarist attitude of the Post Office management has led to the Inter-group (Whitt, Wilson and Mironova, 2021) level of conflict, which is a type of contention inside the association that includes conflict between contradicting powers over objectives or sharing assets. The tension of strike got ignited when both parties powers of the employees and the management clashed over the pay freeze and the management refused to negotiate it, then the employees decided to go on an official strike to proof their point to the entire nation of how unfair they are getting treated by the Post Office management, showing the public the true colour of the management and how they have been taken advantage of, earning less than £24,000 per year currently, this figure, according to the CWU is not enough to match the 7% inflation.
[bookmark: _Toc108722341]Culture and Conflicts
Culture can cause conflict when culturally diverse clash in the working environment can emerge when various discernments around power, assets, and similarity make rivalry between people or gatherings (Mayer and Louw, 2012). 
The individualistic work culture of the UK playing an essential role with the Crown Post Office work environment and the employees of the 114 branches taking a great advantage of it as in individualistic societies, what counts most is self-acknowledgment. Starting alone, perspiring alone, accomplishing alone -not really aggregate endeavours — win praise. In individualistic societies, contest is the fuel of achievement (Assmann, and Ehrl, 2021). At this point, some one might argue, if the British work culture is individualistic, what is the benefit of having the unions to be on the case as the Post Office employees with or without the unions they would still stick together and go on strike to get their voice heard. Then this would clearly justify the unitarist prospective (Kaufman et al, 2021) of the Crown Post Office management.
Perhaps the employees are taking the benefit of the low-context culture (Nishimura et al,2008) in the UK to reach their desired goal of the company, as in low-context societies, such as the United States and most Northern European nations, individuals will quite often be unequivocal and direct in their correspondences. It is essential to satisfy individual requirements. At this point, as per the British Individualistic culture of communication (Lamb, Cai and McKenna, 2020), the management must initiate the negotiation with the 3500 members of employees to resolve and settle down this severe dispute. 
[bookmark: _Toc108722342]Dispute Resolution 
Organisational dispute resolution according to Takupiwa and Shelfa (2019), is the method involved with settling a conflict or dispute between various groups. Critically, dispute resolution can be an approach to settling a contention without going to court.
Dispute resolution in the Crown Post Office can go into phases to try and get it rectified to before reaching a dead end and end up in the court. These phases are: 
· Negotiation, at this stage, discussion is the most adaptable and casual of the dispute resolution strategies. It is both intentional and non-restricting. Both parties of the management and the employees of the Post Office can agree on the issues in question between themselves, without the help of an autonomous outsider. 
· Bargaining, if the negotiation was not fruitful, at this stage the unions have to get involved to be the middle party to settle down the conflict on behalf of the employees, and that exactly what happened with Post Office employees, they got the CWU to get in the middle to mediate the conflict of their pay freeze after they failed to negotiate it directly with the management.
· Mediation Saundry and Wibberley (2014) emphasis it is a type of elective dispute resolution that can be compelling in assisting with settling a strained and tough spot in the work environment. It includes utilizing a prepared, unbiased go between to draw in with the clashing gatherings and to assist them with pursuing finding an answer that is suitable to the two sides. In the situation of the Post Office, the HR can mediate the issue between employees and management to find a solution agreed with all parties involved in the dispute. Further, instead of reaching a dead end and go to the alternatives as it can get extravagant. There is a deficiency of moral and while the warring parties are at each other’s throats, and in the event of resignation, there's the expense of enrolment. In the event that a case winds up at court, there are possibly monstrous legitimate bills and any monetary honour to be found.
· Conciliation, the conciliator is fair and free (so they are not on anybody's side, and don't have anything to acquire). A conciliator in the Post Office case can be the Acas, they will ordinarily be there to urge the different sides to come to an understanding between themselves to reach a solution upon a conflict.
· Arbitration can be utilized to determine individual issues, or aggregate questions at work (for instance trade unions considering strike activity) without going to an Industrial Tribunal or Fair Employment (Ridley‐Duff and Bennett, 2011).
As per the case study, the case of the Post Office has gone passed the negotiation stage and it is at the phase of the bargaining, as the unions already stepped in, and the employees went on strike. Thereby, they still have time to bring things together collaboratively and finish it off at the conciliation phase by getting the HR manager/s to get involved and find a solution suits both parties and end this dispute for the best interest of both the management as well as the employees, and not to let it go as far the last phase of the Tribunal or Fair Employment as at that stage it will be a lose case and lead to massive damage financially as well as morally.  
[bookmark: _Toc108722343]Conflict Resolution 
Conflict resolution by which at least two gatherings arrive at a tranquil goal to a debate. In the work environment, there can be different kinds of contention; Conflict might happen between associates, among managers and subordinates, or between specialist co-ops and their clients. Conflict can likewise happen between the board and the workforce, or between whole divisions (Wallensteen, 2018).
[bookmark: _Toc108722344]Dealing with Conflicts: The Thomas-Kilmann Way
Under this model, according to Schaubhut (2007), the term 'conflict' is depicted as the condition in which individuals' interests couldn't measure up to the others. Assuming at least two individuals or groups care about things that are problematic to one another, then, at that point, the result is conflict.  The Thomas-Kilmann conflict mode as per Thomas (2008), instrument of conflict management styles is avoiding, collaborating, competing, compromising, accommodating.
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Based on Thomas-Kilmann conflict mode instrument
1. Avoiding: the avoiding style infers what is happening when individuals don't fulfill their interests or the worries of the other individual. This style is low assertiveness and low cooperativeness. So, the objective is to postpone the contention. Concerning this sort of peace-making style is feeble and incapable way to deal with. This style delivers a sense of powerless and the goal to find is (lose-lose) unsuccessful result.
2. Collaborating:  one of the positive peace-making styles, which is the collaborating style infers that there is a main pressing issue to fulfil the two sides. This style is exceptionally assertive and profoundly cooperative while the objective is to view as a "win-win" arrangement. In elaboration, picking a helpful critical thinking styles empower individuals to work, team up and play out their occupation together so everybody can win. In a circumstance where struggle emerges, picking the teaming up style is a decent endeavour as individuals attempt to find an answer that will help everybody meeting their inclinations and interest. Moreover, this kind of refereeing style can help keeping a decent work environment relationship. On the other hand, this style has its own downside as in most situation, in order to collaborate and win situation, a sacrifice has to be made from one of the parties to collaborate and achieve the bigger goal picture (Riasi and Asadzadeh, 2015).
3. Competing: the competing style implies an individual putting their own advantage before any other person's advantage. To rival others with an uplifting objective to win is great. In any case, the excursion of getting what we need probably will not create a confirmed result and it will always be (win-lose), as this style expresses that rare utilization of contending in associations demonstrates trouble to take a firm stand on any issue. This style is profoundly assertive with insignificant cooperativeness. The contending style is utilized when an individual needs to make a speedy move, settle on disagreeable choices, handle essential issue, or when one is needing security in a circumstance where non-cutthroat way of behaving can be taken advantage of. 
4. Compromising: As theorized by Thomas-Kilmann, according to Fujita (2018), the compromising style is tied in with tracking down a centre ground or renouncing a portion of our interests and focusing on other's interests. The majority of individuals will generally pick a compromising style since they should fulfil a portion of their advantage, but not every one of them. This style is reasonably assertive and respectably cooperative, while the objective is to track down the centre ground. In this peace promotion style, everybody is supposed to quit any trace of something and split the difference to the next individual's necessities and inclinations (lose-lose).
5. Accommodating: the last part of the refereeing style is the accommodating style. This style is tied in with prior self-fundamental worries to fulfil the worries of others. This sort of peace promotion style is low assertiveness and high cooperativeness (lose-win) while the objective is to yield. In the working environment climate, many individuals will generally pick this kind of peace promotion style as they accept that keeping a decent working environment relationship is a higher priority than different things. This may because of the way that individuals invest the vast majority of their energy at work contrast with at home. Subsequently, there is a requirement for a positive relationship among partners so that contention can be limited other than the need of fellowship itself. Individuals who pick obliging style are the people who set their inclinations last and give space for others in getting what they need (Koley and Rao, 2018).
[bookmark: _Toc108722345]Advantages VS Limitations of Thomas-Kilmann model
Hastings et al (2019), urged that individuals might become assertive in circumstances where they feel there is a danger to their interests. Then again, they might become cooperative when they endeavour to take care of other's interests. These aspects give working environments a point of view to comprehend the five modes for overseeing conflicts. At last, it ought to be noticed that this has underlined that nobody approach is predominant. A manager ought to utilize a methodology according to the circumstance.
Moreover, other benefits (Koley and Rao, 2018) of the Kilmann's that all the approaches dimensions are more remarkable way to deal with meaningful conclusion. It is for faster navigation and faster conflict resolution. Further, Amicable method for compromise, expected least measure of harm assuming that it works and lessens kickback and future issues conversely. However, the downside of this model (Garza, 2018), may prompt counter, backfire, or harm to relationship. Essentially, in a powerful power culture it might take care of the pattern of force storing and authority and may not deal with individuals who are resolved or obstinate. beside this, it may take more time to determine.
[bookmark: _Toc108722346]Crown Post Office Conflict Resolution- the Compromise Way
Reflecting on the case, the current situation is demanding a pay rise by the employees more than the 2% what the management offered, which has gone passed the negotiation phase with the management, and therefore, the best approach forward would be the compromise. However, the compromise will be as the end result for the situation as it started with a competing approached when the employees demanded the pay rise to match the 7% inflation and the unions were on case to back them up, then the management only offered the 2% pay rise with the £250 one off payment to settle it down which is a “win-lose”. Then the following scene was the rejection of the employees to the offer, they were very assertive claiming that it was not enough, and they deserve more, at this stage the best approach by the management to accommodate for this demand but must reach a neutral ground to put an end to this dispute by keeping the 2% rise , and increasing the one off payment to £1000 for the inflationary support so in this case it will satisfy the employees when they see that sum lands in their accounts and save the management billions not to go pass the 2% rise “win-win”.
At this point, it has become compromising as all parties must make concessions in order to resolve the dispute and end the conflict which is a “lose-lose”. The situation has to go through a combination of competing, accommodating approaches to reach the compromising resolution. 
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[bookmark: _Toc108722347]Conclusion
Work environment conflict exists among people and groups, it might prompt a progression of pessimistic impact to the association. At the point when individuals cooperate, social contrasts, distinctions in sexual orientation, style contrasts, a wide range of contrasts happen. Resolve and keep away from the contention in working environment might increment adequacy for work. Really, oversee work conflicts has numerous positive outcomes for the association even our lives.
For this portfolio, the conflict occurred in 114 Crown Post Office branches over a pay rise.  It showed the game of power and politics in the workplace between employees and management, the type of power which all parties were using to achieve their demands. The stakeholders play a vital role in within organisations, therefore, at the stage of conflict, the management should be fully aware of their internal/external stakeholders by utilizing the Salience model to map out the classes of the stakeholders according to their Power, Legitimacy as well as the Urgency, then utilize the Power Interest Matrix model to have a clearer vision of where each of the stakeholders stands in term of their power/interest and how to manage them. Further, the report reflected on the culture and conflict and highlighted how the British individualistic culture play crucial role and benefit the workforce of organisations. Not only the culture but also organisational disputes, the management must try to stop the conflict phases at the negotiation or maximum at the mediation phase to save their moral image in front of the public and not to let it go to the court. In the same way, the conflict should be resolve by utilizing the model of Thomas-Kilmann to end the conflict, this model has shown that management and employees have to compromise to keep the ship sailing.
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Kilmann contlict mode istrument there are five modes for handling interpersonal contlicts m this
scheme including competing, collaborating, compromising, avoiding, and accommodating (Thomas &
Kilmann, 1974; Kilmann & Thomas, 1977). As it was interpreted by Thomas (1976) these five conflict
‘management styles are based on two dimensions: assertiveness and cooperation. These two dimensions
and the five conflict management styles are illustrated in Fig. 2.
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Fig. 2. Based on Thomas-Kilmann conflict mode instrument

In this model, cooperation is the degree by which we are attempting to satisfy the other person’s
concerns who is involved in the conflict and assertiveness means the degree by which we are attempting
to satisfy our own concerns (Kilmann & Thomas, 1977). Accommodating style is when we cooperate
with the other person to a high extent and this cooperation might be at our own expense and be against
our objectives. In other words, we are exhibiting cooperative but not assertive behaviors.

Accommodating style is more effective when the other person has a better solution for the problem.
Avoiding style is when we try to avoid the issue that caused the conflict and is used when the issue is
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