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The	sources	of	organizational	conflict	can	be	classified	into	two	main	categories:	structural	factors,	concerning	the	nature	of	the	organization	and	the	way	in	which	the	work	is	organized;	and	personal	factors,	which	refer	to	differences	between	organizational	members.	Structural	factors	There	are	eight	structural	aspects	of	an	organization	that	could
cause	conflicts.	They	are	specialized,	common	resources,	target	differences,	interdependence,	authority	reports,	state	differences,	jurisdictional	ambiguities	and	roles	and	expectations.	We	examine	each	of	these	in	turn.	The	specialization	employees	tend	to	become	experts	in	a	particular	job	task	or	to	obtain	a	general	knowledge	of	many	tasks.	When
most	employees	in	an	organization	are	specialists,	conflicts	can	arise	because	workers	have	little	knowledge	of	the	other's	job	responsibilities.	For	example,	a	receptionist	in	a	camera	repair	shop	could	tell	you	that	the	camera	can	be	repaired	in	an	hour.	In	fact,	repair	will	take	a	week,	but	the	receptionist	has	little	knowledge	of	the	technician's	work
and	therefore	gives	an	unrealistic	deadline,	thus	opening	the	road	to	the	conflict	with	the	technician.	Common	resources	in	many	working	situations,	we	are	obliged	to	share	resources:	the	scarce	the	resource	is	greater	than	the	potential	of	conflict.	For	example,	imagine	that	your	class	has	had	an	essay	due	tomorrow	and	there	was	only	one	computer
available.	The	possibilities	of	conflict	between	students	would	be	high.	The	target	differences	sometimes	groups	or	departments	of	the	organization	have	different	and	incompatible	objectives,	increasing	the	possibilities	of	employees	who	live	in	conflict.	For	example,	a	seller	to	the	computer	may	want	to	sell	as	many	computers	as	possible	and	deliver
them	quickly;	The	productive	structure,	however,	may	not	be	able	to	assemble	and	inspect	enough	computers	to	satisfy	sales	promises.	Interdependence	Sometimes	an	employee	must	depend	on	another	to	complete	a	task.	When	workers	are	in	an	interdependent	situation,	it's	easy	to	blame	a	collaborator	when	something	goes	wrong.	For	example,	a
manager	could	collide	with	a	system	analyst	that	provides	inaccurate	data.	Authority	reports	often,	there	is	the	underlying	tension	between	managers	and	employees.	This	because	most	people	don't	like	being	told	what	to	do.	Managers	who	are	excessively	rigid	are	often	in	conflict	with	their	employees	-	so,	the	growing	popularity	of	the	team	is
approaching	and	empowerment	strategies.	State	differences	in	many	organizations,	managers	are	granted	privileges	denied	to	other	employees.	For	example,	managers	can	enjoy	flexible	hours,	personal	long	distance	personal	calls	and	longer	interruptions.	In	of	a	management	consultant,	"If	you	want	to	know	who	is	really	important	in	the
organization,	just	look	at	the	signs	in	the	parking	lot	and	observe	the	distance	between	the	parking	lot	and	the	office	building;	the	greater	the	sign	and	the	closer	to	the	building,	the	greater	the	state	of	theSome	organizations	are	creating	a	more	egalitarian	aspect	to	reduce	conflicts	arising	from	state	differences.	Jurisdictional	Ambiguities
Jurisdictional	ambiguities	occur	when	lines	of	responsibility	in	an	organization	are	uncertain.	When	it	is	unclear	who	does	what,	employees	have	a	tendency	to	pass	unwanted	tasks	on	to	the	next	person.	Think	of	the	times	you	phoned	a	company	or	a	government	agency	and	were	transferred	to	different	people	and	departments	before	being	served.
Detailed	job	descriptions	can	help	to	eliminate	jurisdictional	ambiguities	and	conflicts	arising	from	them.	Roles	and	Expectations	A	role	refers	to	the	behaviours	and	activities	planned	by	an	employee.	Each	employee	plays	one	or	more	roles	within	the	organization.	These	roles	are	usually	defined	through	a	combination	of	elements	such	as	job	title,
description	of	duties	and	agreements	between	the	employee	and	the	organization.	The	manager-subordinate	conflict	can	cause	when	the	subordinate’s	role	is	not	clearly	defined	and	each	party	has	a	different	understanding	of	that	role.	Page	2	The	most	common	personal	factors	associated	with	organizational	conflict	are	skills	and	abilities,	personality
conflicts,	perceptions,	differences	and	personal	problems.	Let’s	see	how	everyone	can	lead	to	conflict.	Skills	and	Skills	Usually	members	of	a	department	or	a	work	team	have	different	levels	of	skills	and	abilities.	Conflict	can	arise	when	an	experienced	employee	has	to	work	with	a	beginner	who	has	good	theoretical	knowledge	but	few	practical	skills.
Personality	conflicts	are	a	reality	in	any	group	context,	including	the	workplace.	There	always	seems	to	be	at	least	one	colleague	who	is	hard	to	get	along.	One	of	the	most	difficult	personality	traits	is	abrasiveness.	An	abrasive	person	is	often	hardworking	and	goal-oriented,	but	critical	and	insensitive	to	the	feelings	of	others.	Other	irritating
personality	traits	include	laziness	and	gossip.	We	will	discuss	how	to	further	address	difficult	people	in	this	chapter.	Perceptions	A	lot	of	organizational	conflict	stems	from	the	fact	that	employees	and	managers	have	different	perceptions	of	situations.	For	example,	a	manager	may	feel	that	an	employee	is	underperforming,	while	the	employee	may	feel
that	the	best	possible	job	has	been	done.	Diversity	Across	the	world,	the	organizational	workforce	is	becoming	increasingly	heterogeneous.	Differences	in	age,	cultural	background,	ethics	and	values	can	be	a	source	of	conflict	among	employees.	For	example,	an	employee	who	feels	loyal	to	the	organization	may	run	into	a	young	newcomer	who	sees	the
organization	as	nothing	more	than	a	steppe	stone.	Personal	problems	When	we	bring	our	personal	problems	to	work,	our	performance	tends	to	suffer	and	we	can	With	colleagues	who	are	obliged	to	"Piss	the	Slack".	Page	3	There	are	many	techniques	to	manage	conflicts.	We	begin	considering	five	basic	conflict	management	styles	afterwards	We	will
describe	various	techniques	for	managing	indirect	and	direct	conflicts.	The	Thomas	Model	of	Conflict	Management	Conflicts	in	1976,	Kenneth	Thomas,	an	organizational	conflict	specialist,	developed	a	"conflict	management	grid"	in	which	he	identified	five	conflict	management	styles	used	by	people	in	an	organizational	context	.	These	conflict
management	styles	are	profiled	in	Table	7-3	and	described	below.	Table	7-3	Profile	of	conflict	management	styles	that	avoid	people	in	style	that	fear	the	conflict	use	the	style	avoiding	conflict	situations.	For	these	individuals,	escaping	the	conflict	is	more	important	than	satisfying	your	needs	or	the	needs	of	others.	When	this	conflict	management	style
is	used,	all	loses.	Forcing	or	in	style	competing	those	who	use	the	constituency	of	conflict	management	are	concerned	about	achieving	their	goals	and	have	no	concern	about	the	objectives	of	others.	The	forced	person	believes	that	one	side	should	win	and	one	side	must	lose.	Sometimes	used	in	times	of	crisis,	this	type	of	conflict	management	is
generally	ineffective	in	achieving	organizational	goals,	in	particular	if	the	people	involved	have	a	long-term	relationship.	Accomplish	style	People	who	use	accommodating	style	are	cooperative,	non-associative	and	supporting	the	goals	of	the	other	party,	usually	at	the	expense	of	their	own.	Like	the	competing	style,	the	accommodating	style	of	conflict
management	will	lead	to	a	victory	"losing	the	situation.	Accommodation	behavior	is	appropriate	when	you	know	you	have	the	wrong	or	when	the	relationship	is	important	to	you.	On	the	other	hand,	a	person	who	yes	Trust	exclusively	to	the	accommodation	to	manage	conflicts	could	lose	respect	for	colleagues.	By	compromising	this	style	is	assertive
and	half-cooperative.	It	is	based	on	giving	and	taking	and	usually	involves	a	series	of	concessions.	The	compromises	are	often	made	in	the	Last	hours	of	the	union	-	management	negotiations.	Those	who	are	arranged	to	compromise	generally	help	negotiations	to	run	smoothly	and	are	perceived	more	positively	by	the	members	of	the	organization.
However,	when	this	conflict	management	style	is	used,	both	Parts	can	be	left	dissatisfied.	Collaboration	style	This	style	is	characterized	by	cooperation	and	a	Sharnings	from	both	sides.	Every	person	or	group	is	willing	to	work	together	to	reach	a	mutually	beneficial	solution.	Conflicts	are	analyzed	and	frankly	discussed,	and	the	result	is	usually	a
victory	of	victory.	Page	4	Conflict	management	techniques	can	be	divided	into	indirect	methods,	which	aim	to	manage	direct	conflicts	and	methods,	which	aim	to	solve	the	conflict.	Indirect	management	methods	Conflicts	include	the	following:	Creating	common	goals.	Conflicts	often	result	from	people	or	groups	having	dissimilar	objectives.	One	way	to
resolve	this	conflict	is	to	work	towards	the	development	of	common	goals	that	will	give	both	parties	in	the	dispute	a	larger	problem	on	which	they	can	agree.	Hierarchical	referral.	Hierarchical	referral.	Middle	Manager	who	uses	hierarchical	referral	to	manage	a	conflict	simply	sends	the	problem	to	the	upper	direction.	Sometimes	the	high	executive
can	have	superior	conflict	management	capabilities,	and	then	be	in	a	better	position	to	solve	the	problem.	Other	times,	an	intermediate	manager	who	resorts	to	the	hierarchical	referral	can	be	motivated	by	Nientâ	€	other	than	the	desire	to	«pass	the	weight.»	Expand	the	resources.	When	resource	failure	causes	conflicts	between	workers,	the	most
obvious	(Budget	Consent)	solution	consists	in	increasing	staff	transfer	resources.	When	repeated	attempts	to	resolve	conflicts	between	colleagues	fail,	and	if	performance	continues	to	hear,	it	can	be	wise	to	transfer	one	of	the	parties	to	another	department.	A	common	direct	approach	to	conflict	management	is	negotiation.	The	negotiations	take	place
when	two	or	more	parties	meet	to	discuss	and	find	a	solution	to	a	problem.	In	organizational	contexts,	negotiation	typically	entails	the	identification	of	the	reasons	of	the	conflict	and	the	work	towards	a	solution	through	a	combination	of	compromise,	collaboration	and	perhaps	some	forcing	on	important	issues	for	one	or	more	of	the	parties.	For
example,	if	tensions	exist	due	to	the	fact	that	the	waiters	do	not	share	their	tips	with	kitchens	staff,	a	solution	would	consist	of	paying	higher	wages	to	kitchens	staff	to	compensate	for	the	lack	of	receipt	of	tips;	Another	solution	would	be	to	negotiate	a	formula	based	on	which	a	part	of	the	tips	is	distributed	among	all	the	employees	of	the	restaurant.
Another	direct	approach	to	conflict	management	is	the	framework	(or	reformulation).	Usually	conflicts	are	born	largely	due	to	the	different	perspectives	between	two	individuals,	groups	of	individuals	or	even	two	different	nationalities	or	societies.	Understanding	how	others	perceive	their	position	in	a	conflict	can	be	very	useful	to	reformulate	the
existing	conflict.	When	a	conflict	is	reformulated,	the	result	is	not	the	resolution	of	conflicts,	but	rather	their	dissolution.	This	ability,	however,	requires	a	good	sense	of	empathy	for	individuals	(individual	level)	or	a	common	sense	of	group	perspective	(group	level)	or	a	good	understanding	of	different	cultures	or	perspectives	or	subculture	perspectives
(social	level).	In	our	global	environment,	conflict	management	or	resolution	is	not	easy.	Understanding	how	to	frame	or	reformulate	the	conflict	in	such	an	environment	becomes	a	critical	aspect	for	global	management	or	leadership.	The	acquisition	of	these	skills	would	require	not	only	the	understanding	of	diversity	in	play,	but	also	immersion	in
different	organizational	and	social	cultures	(or	national).	The	art	of	reframing	is	the	ability	to	position	a	problem	in	order	to	create	a	situation	Reframing	focuses	on	positive	potential	for	all	parties	Reframing	also	takes	into	account	learning	and	motivation	Reframing	requires	deep	listening	to	understand	the	dynamics	and	hidden	needs.	Page	5
Outside	the	workplace,	most	of	us	probably	keep	our	interactions	with	individuals	to	the	minimum,	but	this	is	not	always	possible	at	work.	In	his	book	Coping	with	Difficult	People,	Robert	Bramson	identifies	the	following	seven	types	of	difficult	people.	Hostile-aggressive.	These	people	usually	adopt	a	bullying	style	to	attack	others	when	they	are	faced
with	an	unpleasant	situation.	In	dealing	with	them,	we	should	learn	to	recognize	the	behavior	and	avoid	reacting	aggressively	ourselves.	The	complaints.	These	people	are	constantly	criticizing,	but	rarely	do	anything	to	improve	things.	This	is	because	whistleblowers	usually	feel	powerless	or	do	not	want	to	take	responsibility	for	their	actions.	When
dealing	with	complainants,	we	should	listen	carefully	to	their	problems	and	try	to	offer	practical	solutions	to	solve	the	problem.	Clams.	These	individuals	remain	silent	when	you	ask	them	for	advice	or	opinions.	They	refuse	to	discuss	any	unpleasant	situation	and	tend	to	flee	from	conflicts.	The	best	answer	is	to	get	them	to	talk	by	asking	open	but
direct	questions	like	“Why	are	you	avoiding	me?”	Super-pleasant.	These	people	seem	to	be	friendly	and	helpful,	but	they	don’t	do	what	they	promised.	They	make	unrealistic	promises	to	avoid	confrontation.	One	way	to	respond	is	to	define	realistic	needs	for	them	to	meet.	Negatives.	Negativists	respond	to	every	situation	with	a	reluctant	and	unwilling
attitude,	finding	fault	in	every	situation.	Often	their	attitude	is	taken	by	others.	The	best	approach	with	this	type	of	personality	is	a	problem-solving	attitude.	Another	method	is	to	ask	the	negativist,	“What	is	the	worst	thing	that	could	happen?”	Appreciating	that	the	worst	case	is	not	so	bad,	the	negativist	can	learn	to	handle	difficult	situations.	You-you-
all.	These	individuals	are	show-offs	who	want	everyone	to	know	that	they	know	everything	there	is	to	know!	When	they	know	what	they’re	talking	about,	they’re	often	bulldozers.	Bulldozers	hit	people	and	they’re	annoying	because	they’re	always	sure	they’re	right.	The	best	way	to	handle	these	people	is	to	be	updated	on	situations	to	respond	to	them.
Undecided	stables	These	people	don’t	make	decisions	or	put	them	away	until	the	last	minute.	Because	the	stallions	are	worried	about	what	others	think	of	them,	they	hesitate,	fearing	to	disappoint	others.	The	best	course	of	action	with	stallers	is	to	find	out	why	they	are	hesitating.	To	sum	up,	the	first	step	to	managing	a	difficult	person	is	to	consider
why	the	person	is	difficult.	Understanding	the	reasons	for	difficult	behavior,	we	are	in	a	better	position	to	handle	it.	Strategies	for	dealing	with	each	of	Bramson’s	seven	personality	types	are	provided	in	Table	7-4.	Page	6	Organizational	conflict	can	be	positive	or	negative.	The	conflict	It	can	be	useful	for	organizations,	while	destructive	conflict	can
compromise	organizational	performance	and	devastate	employee	morale.	The	difference	between	these	two	types	of	conflict	is	not	in	their	sources	in	the	way	each	one	expresses	itself.	In	the	event	of	constructive	conflict,	each	party	resists	attacking	the	other.	Both	sides,	on	the	other	hand,	participate	in	weighted	discussions,	listen	mutually	to	the
points	of	view	and	work	towards	mutually	beneficial	solutions.	Constructive	conflict	can	benefit	organizations	by	giving	members	a	chance	to	identify	the	problems	and	opportunities	on	the	contrary	neglected.	In	addition,	it	can	produce	new	ideas,	learn	and	grow	among	individuals.	When	individuals	engage	in	constructive	conflicts,	they	learn	more
about	themselves	and	others.	Finally,	it	can	improve	the	relations	between	the	members,	because	when	two	parties	work	together	through	a	disagreement,	they	feel	they	have	reached	something	to	each	other.	On	the	contrary,	when	the	parties	participate	in	destructive	conflicts,	they	often	resort	to	threats,	deceptions	and	verbal	abuse.	In	these
situations,	we	tend	to	act	without	thinking.	Destructive	conflicts	can	significantly	increase	stress	levels	in	employees	and	distract	them	from	the	work	that	needs	to	be	done.	Managers	can	transform	destructive	conflicts	into	constructive	conflicts	through	mediation	strategies.	Table	7-4	Response	tactics	to	deal	with	difficult	people.	Source:	From	facing
the	difficult	people	of	Robert	M.	Bramson.	Â©	1981	by	Robert	Bramson.	Used	with	the	permission	of	Doubleday,	a	division	of	Bantam	Doubleday	Dell	Publishing	Group,	Inc.	A.	Advance	conflicts	that	will	probably	arise	in	the	workplace	Consider	your	work	environment	(or	your	university	life	in	case	you	are	not	working	now):	What	are	some	major
sources	of	conflict	in	your	workplace	(or	in	your	university)?	When	do	they	tend	to	occur?	How	do	people	react	to	these	conflicts	as	they	arise?	When	we	solve	problems,	do	we	do	it	for	the	moment,	or	do	we	create	systems	to	deal	with	this	kind	of	problem	in	the	future?	Reflecting	on	your	answers	to	these	questions,	you	might	begin	to	understand
what	is	meant	by	anticipation	of	conflicts	that	may	arise	at	the	workplace:	normal	and	healthy	organizations	will	experience	their	share	of	conflicts,	and	jobs	that	suffer	from	a	certain	amount	of	dysfunction	will	experience	a	greater	amount	of	them.	Anticipating	conflicts	is	useful	in	both	situations	to	transform	such	situations	into	opportunities	for
growth	and	learning.	B.	Thoughts,	feelings	and	physical	responses	to	conflicts	In	addition	to	behavioral	responses	from	the	various	conflict	styles	proposed	in	this	chapter,	people	have	emotional,	cognitive	and	physical	responses	to	conflicts.	These	are	important	windows	on	our	experience	during	the	conflicts,	since	they	often	tell	us	more	about	which
is	the	true	source	of	perceived	threat;	understanding	our	thoughts,	feelings	and	physical	reactions	to	the	conflict,	we	can	better	understand	the	bestpossible	to	the	situation.	Emotive	responses:	These	are	the	feelings	we	experience	in	conflicts,	ranging	from	anger	and	fear	to	despair	and	confusion.	confusion.The	answers	are	often	misunderstood,
since	people	tend	to	believe	that	others	feel	the	same	as	they	do.	Therefore,	the	different	emotional	answers	are	confused	and	sometimes	threatening.	Cognitive	responses:	these	are	our	ideas	and	thoughts	on	a	conflict,	often	present	as	internal	voices	or	internal	observers	in	the	midst	of	a	situation.	Through	sub-vocalization	(I.E.,	Auto-Talk),	we	come
to	understand	these	cognitive	answers.	Source:	Adapted	by:	The	practice	of	facilitation:	Group	process	management	and	problem	solving,	Quorum	books,	Greenwood	publishing,	1998.	IOB	In	practice	Page	7	Power	and	Conflict	are	an	integral	part	of	organizational	culture.	In	organizational	settings,	many	people	try	to	accumulate	power	to	influence
others.	Power	can	be	interpersonal	or	situational	/	structural.	The	organizational	conflict	falls	into	six	categories.	Organizational	conflict	sources	derive	from	a	combination	of	structural	and	personal	factors.	There	are	many	conflict	management	styles	and	numerous	techniques	to	effectively	manage	conflict.	Constructive,	unlike	a	destructive	conflict,
can	affect	an	organization	in	positive	ways.	The	conflict	is	often	destructive,	but	can	be	constructive	as	well.	A	main	objective	of	effective	management	is	to	check	that	effectively	and	encourage	the	other.	Being	able	to	manage	or	resolve	the	conflict	in	an	international	environment	requires	a	solid	understanding	of	the	rules	and	behavior	around
communication,	power	and	prospects.	In	other	words,	it	requires	one	to	learn	about	the	practice	and	prospects	surrounding	individuals,	groups,	cultures	and	nationalities.	All	that	we	highlight	this	chapter	around	power,	the	influence	and	management	of	conflicts	must	be	cliently	juxtaposed	with	existing	practices	and	cultural	perspectives	to
successfully	surf	in	a	so	international	context.	Page	8	"I	looked	over	the	staff	records	for	your	division,	Ahmad,"	said	the	regional	director	of	the	Allied	Industries,	an	Asian	producer	of	high-tech	components	for	the	aerospace	industry.	"We	normally	particize	the	formal	assessments	of	employees	once	a	year.	I	see	here	some	people	in	your	division	have
not	been	evaluated	in	over	two	years.	There	is	a	problem?"	Ahmad	was	taken	off	the	demand.	As	far	as	he	was	interested,	all	25	subordinates	generally	gave	a	good	working	day	for	a	day	pay.	What	could	you	say?	"I	wouldn't	call	him	a	problem,"	he	replied.	"Frankly,	evaluations	in	my	experience	have	shown	not	only	a	waste	of	time,	but	also
counterproductive.	The	employees	who	are	told	about	the	areas	in	which	they	could	improve	seem	even	worse	in	those	areas.	And	employees	receiving	positive	assessments	do	not	seem	Change	in	one	way	or	another.	"Il	Regional	replied	that	assessments	were	an	important	part	of	Ahmad	duties	as	Foreperson.	"Unfortunately,	part	of	my	task	is	to
evaluate	yourself",	he	concluded	him,	"and	frankly,	I	can't	say	that	I	am	completely	satisfied	with	this	aspect	of	work	performance.»	Questions	What	is	your	impression	of	Ahmad?	What	impression	does	he	have	of	the	regional	manager?	How	would	you	respond	to	Ahmad	if	I	were	the	regional	manager?	Page	9	Jonathan	is	a	new	member	of	the	office.
He	started	with	the	organization	a	year	ago	and	proved	to	be	a	valid	contributor.	He	is	punctual,	efficient,	educated	and	extremely	good	at	his	work	as	head	of	information	systems	(IT).	The	focus	on	IT	has	increased	as	the	organization	continues	to	expand	beyond	borders	and	efforts	to	establish	partnerships	around	the	world	and	in	different	local
contexts.	In	his	role	as	director	of	the	office,	Jonathan	reports	to	her.	The	overall	impression	of	his	work	is	that	he	has	a	potential	development,	although	sometimes	he	is	a	little	too	direct	and	more	focused	on	what	he	defines	“his	work”	rather	than	helping	other	team	members	to	solve	their	computer	problems.	Jonathan	considers	his	work	as	the
development	of	critical	IT	links	to	ensure	that	the	office	works	efficiently	and	is	responsible	for	those	you	serve.	You	know	that	your	organization	has	a	limited	budget	and	that	IT	funding	is	weak.	You	are	also	aware,	however,	of	the	fundamental	role	that	IT	has	in	the	mission	of	organization	and	in	its	daily	efforts	to	raise	awareness.	Lately,	you	have
received	feedback	about	Jonathan	from	a	number	of	staff	members	that	is	not	favorable.	While	recognizing	its	competence,	it	is	often	not	willing	to	help	them	with	their	IT	projects	or	help	them	understand	the	new	system.	They	said	his	attitude	is	affecting	their	ability	to	do	their	job.	You	have	also	personally	witnessed	Jonathan's	almost	rude
bureaucratic	behavior	towards	another	member	of	the	staff	during	a	meeting.	You're	worried	that	the	problem	with	Jonathan	and	the	staff	is	getting	worse	and	getting	worse	at	a	higher	level	of	conflict.	The	last	time	you	talked	to	Jonathan	about	the	matter,	he	replied:	"Look,	I	won't	be	the	most	friendly	person	around,	but	I	do	my	job	beyond	what	you
expect.	My	performance	reviews	are	excellent	and	I	keep	developing	new	ideas	and	ways	to	improve	our	awareness.	I	am	here	to	work,	not	to	make	friends	with	all	those	I	meet."	Questions	What	would	you	do	to	resolve	conflicts	in	this	situation	as	office	manager?	Can	work	and	friendship	coexist	in	a	working	environment?	How	would	you	frame	this
coexistence?	Is	there	a	way	to	reformulate	the	concept	of	work	so	that	Jonathan	and	others	(including	you)	can	work	in	harmony?	If	so,	how	would	you	reformulate	it?	Â©	Bonnie	Richley	and	Tony	Lingham	(2005)	used	with	permission.	Page	10	What	is	my	strategy	of	power	and	influence?	Complete	the	Power	and	Influence	Survey,the	time	needed	to
respond	carefully.	Your	responses	should	reflect	your	behaviors	as	they	are	now	(not	as	you	would	like	them	to	be).	Be	honest.	This	tool	is	designed	to	help	you	discover	your	level	of	proficiency	in	acquiring	power	and	influence,	so	that	you	can	tailor	your	learning	to	your	specific	needs.	Use	the	following	evaluation	scale	for	the	score	and	evaluation	of
the	response,	the	score	sheet	summarizes	the	answers.	Will	help	you	identify	your	existing	strengths	and	individual	areas	that	need	improvement.	(a)	Fill	out	the	score	column	for	each	skill	area	by	adding	scores	for	each	item.	(b)	Add	the	12	scores	in	the	category	to	obtain	a	total	score;	Enter	the	total	score	in	the	indicated	space.	Evaluation	to
evaluate	how	well	you	scored,	compare	your	score	on	two	different	criteria:	(a)	Compare	your	score	with	scores	from	other	students	in	your	class	(b)	Compare	your	scores	in	a	regular	group	consisting	of	500	students	D	'business.	Compared	to	this	reference	group,	you	should	know	the	following:	if	you	got	a	score	of	147	or	above,	you're	in	the	upper
quartile	(relatively	powerful)	if	you	got	a	score	between	138	and	146,	you	are	the	second	quartile	if	you	got	it	A	score	between	126	and	137,	you	are	in	the	third	quartile	if	you	have	obtained	a	score	of	125	or	below,	you	are	in	the	lower	source	of	the	Quartile	(relatively	powerless):	from	the	development	of	management	capabilities,	2nd	edition,	by
David	A.	When	and	Kim	S.	Cameron,	pp.	274	-	76.	Â	©	1991	by	HarperCollins	Publishers	Inc.	reprinted	by	the	permission	of	Addison-Wesley	Educational	Publishers	Inc.	Page	11	Previous	page	Next	page	Page	page
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