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Module 4 - Power and Influence 

Resources 

https://www.mindtools.com/pages/article/newLDR_56.htm


https://scottfenstermaker.com/9-strategies-for-influencing-others/


http://www.skillfluence.co.uk/2018/03/influencing-strategies/


Empowering Influence Style


Frei, F and Morriss, A (2020) Unleashed: The Unapologetic Leader’s Guide to Empowering 
Everyone Around You, Harvard Business Review Press


https://www.theleadersguide.com/


Notes 

Positional/Direct Power 

Legitimate Power


• Person has the formal right to make demands, such as someone in a leadership role.
• Social hierarchies, cultural norms and organisational structure all provide the basis for legitimate

power. 
• This type of power is unstable. If you loose the position, then your legitimate power can instantly

disappear.


Reward Power


• Based on a system that rewards or compensates others for their ability to comply and follow
instructions.


• There are two types of reward power
• Tangible rewards - salary increases, bonuses, promotions are examples of tangible rewards
• Intangible rewards - praise, positive encouragement is given as a motivator.

Coercive Power


• This is the more problematic source of power, and it can be abused. Threats and punishments
are common coercive tools. 

• We can see two types of coercive power:
•  Direct coercion - a deliberate threat of punishment is experienced by demotions and salary

decreased. 
• Indirect coercion - a more subtle approach, an employee for example, takes on board more

work, or work overtime leading up to a bonus. They effectively have been coerced with the 
possibility of a reward on the horizon.
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Personal/Indirect Power 

Referent Power

• Comes from the follower’s desire for an identification or association with the leader. 

• This can lead to positive effects in the workplace as employees with to model positive 

behaviours.

• Limited when an organisation has a strong culture that can essentially override the leader’s 

power.


Expert Power


• When your knowledge and skills enable you to understand a situation, suggest solutions and 
use solid judgment, people will listen to you and respect what you say. 


• As a subject matter expert your ideas will have value and others will look to you for leadership in 
that area. 


• There are downfalls in the workplace as expert power diminishes whenever knowledge or 
expertise is shared with others, when employees gain new skills and get promoted.


Informational Power

• French and Raven added this power source to the original list. 

• Exists when an individual is in possession of and controls information needed by others. 

• Short term power as it lessens when the information is eventually shared with others. 


Other Sources of Power 

Connection Power


• This is related to effective networking. A leader gains power through connections or 
relationships with other people


Resource Power


• Similar to legitimate power in that the leader has legitimate control over resources for example a 
CEO with resource power determines what resources (capital/Human/financial) are needed.


Shadow Power


• Gained through the reflection of others’ views about your manager on you. In other words how 
much support and political backing your manager gives you within organisation


Person Power


• Refers to one’s gender, height, nationality, and other identifying factors and creates power in a 
context.


Presence Power


• An individual’s ability to make themselves be ‘seen’ or noticed by other encompasses presence 
power.


• EgCEO’s presence in the office may shift the energy in a room and increase productivity 
amongst employees.
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Influence 

1. Empowering  

This strategy focusses on making others feel valued. It involves employees in decision make and 
also giving positive feedback for good work.


Most effective:


When influencing people with a high level of knowledge.


Least Effective:


Fails to produce positive results when you are trying to solicit input from those who do not have 
the expertise or capability to make a successful contribution.


2. Interpersonal Awareness 

Involves identifying the concerns of others and positioning your ideas to address those concerns.


Most Effective


This strategy is effective when dealing with one to one situations. It is effective when there is a 
need to develop and maintain trust and rapport amongst staff in an organisation.


Least Effective


If decisions need to be made quickly, it is difficult to use this strategy, as it relies on active 
listening. It could be damaging to productivity if there is too much deliberating about decisions.


3. Bargaining 

Bargaining as an influencing strategy involves gaining support by negotiating a mutually 
satisfactory outcome.


Most Effective


If there is an adversarial quality to a relationship, this is an effective strategy to use.


Least Effective


Bargaining fails when you use it with people who you work with on a daily basis. Levels of 
authority can prevent junior employees from using this strategy.
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4. Relationship Building 

This strategy involves establishing and maintaining relationships.


Most Effective


This does take time and effort but it is valuable in contexts where culture is strong.


Least Effective


In a crisis situation where an immediate solution is required, this strategy is to be avoided. 


5. Organisational Awareness 

This strategy focusses on identifying key influencers and gaining their support.


Most Effective


This strategy is not restricted by levels of management. It can work when there are identifiable key 
players and decision makers in an organisation.


Least Effective


It is least effective when there is a person to influence who is not an active member of the 
organisation. 


6. Common Vision 

This strategy shows how your ideas support the broader goals of the organisation.


Most Effective


When your goal is to influence colleagues at your level and those you manage. If you have high 
credibility in the organisation this strategy can inspire people throughout.


Least Effective


In the organisation’s culture does not foster communal values this strategy is ineffective. You need 
to be seen as credible in the organisation for this strategy to succeed.


7. Impact Management 

Impact management as an influencing strategy focusses on choosing the most intriguing and 
dramatic way to present an idea. It involves winning the support of others to capture their 
attention.


Most Effective


When there is a need to make an impactful and memorable first impression.


Least Effective 


Doesn’t work when you are presenting to people who know you personally. 
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8. Logical Persuasion 

Use logical reasoning and expertise to convince others.


Most Effective


This does work when the decision makers are comparing many ideas or products. 


Least Effective


If you are dealing with people who value personal relationship building over logic and reasoning. 


9. Coercion 

Using threats and punishment to influence others.


Most Effective


In a crisis situation this strategy is effective because people are scared into action. Also when all 
other influencing strategies have failed, this strategy may be used.


Least Effective


Not useful in the long term. Coercion fails to proceed successful outcomes when it is used with 
people who are expertise the field. 
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