
Index

301

Acceptance/inclusion (relationship-
related currency), 43

Accordion method, 243
Accusation versus inquiry, 77–78
Aegon, 173–174
Agreement, reaching, 116–120
Ajamian, Richard, 83
Allen, Marcia, 133
Allied Domecq, 105
Allies, assuming all to be potential

(inf luence model component), 19,
20

Apple Computer, 278, 289
Army After-Action Reviews, 164
Ashley, Monica, 12, 159, 233, 237
Assistance (task-related currency), 

39–40
Athanas, Alexander, 101
Austin, Anne, 11, 292

Babitsky, Timlynn, 293
Barnes, Betsy, 92
Barriers to inf luence, 8–11, 26–31,

70–72, 76–79
Behavior:

assessing costs and benef its of, 113
contextual forces shaping, 58
personality and, 57–58

Bellman, Geoff, 240
Borrowing on credit (deferred payment/

collateral), 132–133
Boss, 89–91, 147–169, 228, 271

cost-benef it analysis of relationship,
165–166

currencies valuable to, 91
as diff icult colleague, 271
disagreeing without being

insubordinate, 166–168

escalating up the hierarchy (taking
unresolved issue to the next level
where you have a common boss),
228

examples:
disagreeing with boss who wants to

be in charge, 167
earning boss’s conf idence, 159
helping boss become more effective,

168
inf luence strategy (central principles),

150–151
problem examples:

“how can I get what I want from
my boss in terms of improved
job scope, challenge, or
autonomy,” 157–158

“how can I help develop my boss,”
166–168

“how do I change the quality of
supervision my boss provides
and get the development and
coaching I want,” 158–162

“my boss doesn’t do his or her job
well enough but won’t take
help,” 153–155

“my boss doesn’t want a
partnership,” 163–165

“my boss is distant and unfriendly,”
155–157

“my boss resists my ideas for how to
improve things in our area,”
151–153

superior-subordinate versus
partnership relationship, 148,
162–165

“true grit” ( being a worthy partner),
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where you have a common boss),
228

friendly competitors, “co-opetition,”
218–219

internal/external:
outside your department (using a

“selling customers” mind-set),
219–221

within your department, 218–219
involvement, paying in currency of,

224–225
key concepts, 217–218
knowing world of, 221–226
larger system, awareness of, 226–228
mistrust, overcoming, 222–223
multiple areas of exchange, looking 
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unit/organizational (def ined), 61
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mobilizing external forces, 251
understanding their world for likely
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New resources (task-related currency), 39
Ninth House, 296
Nonconvertible currencies, 54–55

Objectives. See Goals/priorities,
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