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Decrease Network Overload

Action Plan for:

 R.C. Smith

Welcome to your personal network action plan.

Research consistently shows that a well-connected network - not a big one, 
but one appropriate for current and future tasks - is associated with early 
advancement, high performance, and career mobility. Effective networks alert 
people to problems and opportunities, help reveal the big picture, suggest 
various ways people can position their efforts, help bypass bureaucratic 
gridlock, drive innovation by exploring possibilities amongst people from 
different backgrounds and provide safety nets when jobs are restructured or 
help is needed quickly. The next couple of pages reflect a summary of actions 
that you can take on your personal network. If you have made adjustments to 
your network via our on-line tool then you will find this plan already populated 
with changes you are planning to make to your network. If you have not 
worked with the on-line version, we would encourage you to do by visiting 
your personal web page at https://ap.networkroundtable.org.

We all are busy and must manage the time demands of relationships. The costs of not doing so are substantial. You can 
become so overloaded by the demands of others that you do not do your own work well. Your ability to be innovative, 
creative, and attentive to long-term objectives decreases as you react to what others tell you is urgent. Those in positions 
of authority or critical roles in a process can also become bottlenecks if they are overwhelmed by relational demands. 


People below are those that you have suggested you should decrease reliance on -- for example those whose expertise 
might have been relevant in the past. This does not mean not talking to trusted advisors and friends, but thinking of their 
input as only part of a larger picture.

Specific Actions I need to Take to Decrease Overload in My Network

ǒ

ǒ

ǒ

ǒ
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Increase Relationships in Your Network

Specific Actions I need to Take to Increase in My Network

Targeted investments in existing relationships can yield substantial benefit if done with an eye to extending your own 
abilities. It is often important to ensure balance in your network across hierarchical levels, functional lines, physical 
distance, and structured versus serendipitous interactions--relational dimensions consistently in high performers' 
networks. Similarly, maintaining a continuum of people in your network in terms of length of time known as well as 
reaching out to those with specific expertise can improve your effectiveness.

ǒ

ǒ

ǒ

ǒ
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Initiate Relationships in Your Network

Specific Actions I need to Take to Initiate Changes in My Network

Networks need to be rejuvenated in ways that illuminate possibilities as well as keep learning and decision-making 
biases from influencing effectiveness. Over time, many of us begin to lean too heavily on existing relationships in our 
network and do not do enough to develop new ones even when our jobs demand new things from us. High performers 
spend time cultivating relationships even when they do not have an immediate need. By reaching out and considering 
how others' expertise might be useful in current projects or future collaborative endeavors, high performers continually 
"seed" relationships. This process extends the scope and range of resources and expertise high performers have at their 
disposal when deciding how to frame and pursue opportunities.

ǒ

ǒ

ǒ

ǒ
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Personal Network Diagram for R.C. Smith

You Avg Function

Network Size 15.00 11.53 12.14

Effective Size 5.93 5.97 6.91

Color and/or shape reflects people's: Location Ties Selected:2

To what degree do these people either currently collaborate on projects or would be likely to 
collaborate when the opportunity arose?
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SOCIAL NETWORK ANALYSIS

optimized for R.C. Smith

Appendix: Relationship Concentrations
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Relationship Concentrations for R.C. Smith

People in your Personal Network

11: Sandeep

10: Rich 

9: Regina 

12: Rik 

15: Wendy 

14: Teri 

13: Susan 

8: Murli 

3: Bob  

2: Betsy 

1: Andrew 

4: Dan 

7: Micki 

6: Jim 

5: Don 
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Relationship Concentrations for R.C. Smith

Outside organization – Client
0% Your Standard Deviations 

From this Average -
0.808090061210346

Your Standard Deviations 
From this Average -
0.377964473009227

Outside the department I work in 
but inside my function 13% Your Standard Deviations 

From this Average -
0.419521974530369

Your Standard Deviations 
From this Average -
0.681588842198324

Outside organization – Other
20% Your Standard Deviations 

From this Average 
0.266182586438728

Your Standard Deviations 
From this Average 
0.420491379510379

Inside the department that I work in
26% Your Standard Deviations 

From this Average -
0.216847503507332

Your Standard Deviations 
From this Average -
0.0893658901047175

Outside the function that I work in 
but inside organization                      40% Your Standard Deviations 

From this Average 
0.758821744113474

Your Standard Deviations 
From this Average 
0.59691264849857

You Total Network Average Function Average

% of your network in 
each category:

% of network in each 
category:

% of your network in 
each category:

Increase Decrease Maintain Initiate

ǒ

ǒ

ǒ

ǒ

Location: Please indicate where each of these people work.

Location: Specific Actions I Need to Take to Improve My Network
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Relationship Concentrations for R.C. Smith

Higher than mine (Boss)
6% Your Standard Deviations 

From this Average -
0.551904662695529

Your Standard Deviations 
From this Average -
0.325100255224632

Higher than mine (Other than Boss)
13% Your Standard Deviations 

From this Average -
0.40739946166368

Your Standard Deviations 
From this Average -
0.59050619544305

Equal to mine
20% Your Standard Deviations 

From this Average -
0.155386859405862

Your Standard Deviations 
From this Average -
1.00281366336064

Does not apply (outside 
organization) 20% Your Standard Deviations 

From this Average -
0.0517295027129589

Your Standard Deviations 
From this Average 
1.36409658516942

Lower than mine
40% Your Standard Deviations 

From this Average 
0.752616041325318

Your Standard Deviations 
From this Average 
0.914480680388711

You Total Network Average Function Average

% of your network in 
each category:

% of network in each 
category:

% of your network in 
each category:

Increase Decrease Maintain Initiate

ǒ

ǒ

ǒ

ǒ

PN Hierarchical Level: Please indicate each person’s hierarchical level relative to your own.

PN Hierarchical Level: Specific Actions I Need to Take to Improve My Network
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Relationship Concentrations for R.C. Smith

Resources, permission or political 
support that allows me to move 
plans ahead

6% Your Standard Deviations 
From this Average -
0.869242205694136

Your Standard Deviations 
From this Average -
0.8423993977632

Information that helps me solve 
problems or capitalize on 
opportunities

13% Your Standard Deviations 
From this Average -
0.918267448038352

Your Standard Deviations 
From this Average -
0.534374702132

A sense of purpose that what I do 
at work has a positive impact and 
matters

13% Your Standard Deviations 
From this Average 
0.656080039097324

Your Standard Deviations 
From this Average 
0.245502900569264

Personal support and the ability to 
vent or discuss a tough problem in 
my work in ways that help me to 
get back on track

13% Your Standard Deviations 
From this Average -
0.459181307102676

Your Standard Deviations 
From this Average -
0.45527977648445

Career advice or other 
developmental feedback that helps 
me be more effective

26% Your Standard Deviations 
From this Average 
1.61518716253453

Your Standard Deviations 
From this Average 
1.68631034144607

Problem-solving that actively 
challenges my thinking on 
problems or opportunities in my 
work

26% Your Standard Deviations 
From this Average 
0.613547766304679

Your Standard Deviations 
From this Average 
0.825342400542342

You Total Network Average Function Average

% of your network in 
each category:

% of network in each 
category:

% of your network in 
each category:

Increase Decrease Maintain Initiate

ǒ

ǒ

Primary Benefit: Please indicate the primary benefit that you currently receive from each person 
below.

Primary Benefit: Specific Actions I Need to Take to Improve My Network



Copyright 2006 UVA McIntire School of Commerce Foundation and Rob Cross LLC. All rights reserved. 13 of 26

SOCIAL NETWORK ANALYSIS

optimized for R.C. Smith

Appendix: Expertise Network
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Expertise Network for R.C. Smith

Plan for successor to my role
26% 20%

Implement an innovation framework for  
 solution development    26%                                                                  40%

Change management
53% 40%

Managing performance
26% 60%

Dealing wtih confrontation
26% 60%

Improving operating margins
66% 60%

Expertise: % of your network in each category: Self Rating:

The bar graphs below represent the percent of your network that you tap for each kind of expertise arrayed against your 
rating of your own knowledge in these domains. Two kinds of learning biases can be seen in this view of your personal 
network. First, many of us have a tendency to associate with others on topics in which we are already 
skilled...interactions that are comfortable and validating but that may not introduce new perspectives. Take a moment to 
review the graph below and see if there are points in your network where you tap many other people for expertise that 
you feel you already have. Second, many of us often do not extend our abilities by reaching out to others who have 
expertise in domains that we do not...particularly when preparing for or transitioning into a new role avoidance of such 
blind spots can undermine effectiveness and de-rail careers. To see if this might be a tendency in your own information 
seeking, take a moment to review the graph below and see if there are points in your network where you are not tapping 
others' expertise in domains where you do not perceive your self to be skilled.
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Expertise Network for R.C. Smith

Below we have arrayed the kinds of expertise you turn to each person in your network for. Two opportunities for network 
improvement can often be found in this view. First, look for people in your network that you are over-reliant on (e.g., 
would it impact your effectiveness if they were not accessible to you all of a sudden) or that you are not utilizing 
sufficiently (e.g., people with other expertise that could be helpful to you). Second, are you sufficiently discriminating in 
the kinds of expertise you turn to others for. A common trap many of us fall into is to seek out people we like or have 
known for some time for expertise that they may not have...a subtle trap that can dramatically impact our effectiveness 
and decisionmaking.

Expertise in your Personal Network

4: Change management

5: Implement an innovation framework for solution development

6: Plan for successor to my role

1:   Improving operating margins

2: Dealing with confrontation

3: Managing performance

How much do others rely on you for this skill?

Jim 

 Sandeep

Regina 

Murli 

Andrew 

Teri 

Micki 

Don 

Dan 

Wendy 

Rich 

Betsy 

Bob  

People: Expertise:Notes:
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Susan 

Rik 
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SOCIAL NETWORK ANALYSIS

optimized for R.C. Smith

Appendix: Beliefs and Behaviors
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Beliefs and Values Towards Networks and Networking

I have an opportunity to improve the consistency with which I do what I say I am going to do 
and follow through on the commitments I make to people in my network.

I believe I have an opportunity to improve my performance in this area.

Strongly Disagree Neutral Strongly Agree

Improvement would probably 
not make me more effective at 

work

Improvement might make me 
more effective at work

This is an important opportunity 
to improve my effectiveness

WHY IT MATTERS

WHAT YOU CAN DO

People’s reservations fall away only if they trust that others will follow through on commitments.  De-energizers – know 
matter how charismatic – often falter because they don’t do what they say they will do. Everyone has had the 
experience of getting enthused about a specific project, going off and doing their work only to have their hopes dashed 
weeks later upon learning that the other person did not do what they had committed to.  While people might forgive this 
once, a re-curing pattern breeds cynicism that keeps people from getting enthused no matter how worthy a goal or 
project.  Energizers don’t say things they don’t mean and can be counted on to do what they say. When others know 
they can count on you, they are much more likely to get enthused in conversations with you and willing to go the extra 
step or devote discretionary time to projects you discussed.

•  Be very clear early in interactions about both what you do and don’t know. This establishes credibility in areas in 
which you are an expert and avoids scenarios where people begin to rely on you for knowledge you do not have.  


•  As conversations close, be clear on what you can be counted on to accomplish and then stick to your commitment. 
Failure to live up to expectations – both explicit and implicit promises – is a death knell to energy and enthusiasm. 
Don’t be afraid to set realistic expectations. Too often, in an effort to please others, we overstate what we can 
accomplish and end up disappointing people who are counting on us.   


•  When you under-perform, acknowledge it, recover, and compensate generously for your failures. Take the time and 
effort to salvage a relationship you have invested in – people will forgive you, and your reputation for integrity will grow 
and yield benefits over time.

7 of your peers evaluated you on this dimension.

Peer rating (Avg)

Self rating

Network Behavior Diagnostic for R.C. Smith
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In meetings and one-on-one conversations I have an opportunity to more effectively engage 
others in realistic possibilities that capture their imaginations and hearts.

I believe I have an opportunity to improve my performance in this area.

Strongly Disagree Neutral Strongly Agree

Improvement would probably 
not make me more effective at 

work

Improvement might make me 
more effective at work

This is an important opportunity 
to improve my effectiveness

WHY IT MATTERS

WHAT YOU CAN DO

Crafting mutually rewarding possibilities in conversations motivates people to commit their discretionary time to your 
efforts. These visions – or possibilities of what could be – are not so extreme that people ignore them as infeasible and 
they are not so mundane that they don’t capture people’s hearts.  Rather they are grounded in a sweet spot of both 
realism and an appreciation of what matters to others in your network – specifically an understanding of what they care 
about and would be willing to dedicate time to.  Those that do this well and spark enthusiasm are higher performers–
<i>as are the people who are tightly tied to them in the network. </i>

•  Enthusiasm is usually generated not in conversations about current or past problems but in a focus on what could 
be.  These possibilities, or visions, must be inspiring and worthy of people’s time and effort. But they cannot be 
overwhelming: conversations about unrealistic projects can leave people wondering how much work they’re about to 
inherit.  


•  Make sure to maintain a clear sense of what people who work with and for you care about (and so what might lead 
them to commit themselves to you and your goals).  Too often leaders lose sight of what others value as their own 
responsibilities magnify.  Rather than finding ways to engage people positively they fall into a trap of thinking people 
should care about their issues (i.e., budget, HR, legal, etc.) and rapidly lose site of the passion that lives inside 
employees.  


•  Avoid being overly critical or judgmental of ideas still in their infancy. Where energizers see realistic possibilities, de-
energizers see roadblocks at every turn and have a deadly effect on a group’s ability to innovate.

7 of your peers evaluated you on this dimension.

Peer rating (Avg)

Self rating
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I have an opportunity to more fully focus my attention in meetings and one-on-one 
conversations and show my interest in others and their ideas.

I believe I have an opportunity to improve my performance in this area.

Strongly Disagree Neutral Strongly Agree

Improvement would probably 
not make me more effective at 

work

Improvement might make me 
more effective at work

This is an important opportunity 
to improve my effectiveness

WHY IT MATTERS

WHAT YOU CAN DO

Energizers are as likely to be highly charismatic as low key – but regardless of how they take a room they all 
differentiate themselves through a greater tendency to be fully present in a given conversation.  Rather than going 
through the motions of being engaged–something that is much more transparent than many de-energizers think–
energizers physically and mentally demonstrate their interest in the person and the topic of conversation in various 
ways.  Physically they show their attention through a range of cues (leaning into the conversation, eye contact, posture, 
etc.) – tremendous non-verbal expressions that let another person know they and the topic they are focused on is 
important.  Mentally they track with a conversation well and keep their attention on the topic at hand – if the phone 
rings when someone is in their office, energizers not only do not answer the phone, but do not even look to see if the 
number is more important than the person sitting in front of them.

•  Focus, focus, focus.  In today’s world our attention is drawn in a 1,000 directions and it can be easy to think about 
personally pressing issues when in conversations with others.  Letting our attention drift is FAR more transparent than 
we realize but only rarely will people call us out if we are not paying attention to them.  The benefits that an energizer 
gets from focusing their attention and demonstrating the importance of another person and their ideas far outweighs a 
couple of moments of reflection on a different topic.  


•  Use humor at the right points.  The mental intensity required to engage fully with others can be draining. The use of 
humor, in the right measure and kind, can relieve the intensity of such interactions and help people refocus.  


•  Communicate enthusiasm and interest with an open stance, smile, eye contact, nodding, active listening, and an 
engaging voice.  Most of what we communicate is non-verbal. A well-known study found that body language accounted 
for over half and tone of voice roughly one-third of the information communicated to others. This finding is particularly 
crucial for new relationships. The point is that what people say in conversations is often trivial in comparison with what 
they communicate through their physical presence and tone. When body language, tone of voice, and words are 
communicating the same message, you become more credible and persuasive.

7 of your peers evaluated you on this dimension.

Peer rating (Avg)

Self rating
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I have an opportunity to create room for others to be a meaningful part of conversations or 
make sure they see how their efforts will contribute to an evolving plan in the future.

I believe I have an opportunity to improve my performance in this area.

Strongly Disagree Neutral Strongly Agree

Improvement would probably 
not make me more effective at 

work

Improvement might make me 
more effective at work

This is an important opportunity 
to improve my effectiveness

WHY IT MATTERS

WHAT YOU CAN DO

Our level of enthusiasm for a project or idea rises if we believe that our efforts can have a meaningful impact. Go out of 
your way to acknowledge others’ ideas, create opportunities for people to enter conversations or problem-solving 
sessions, and generate visions that show how others can contribute meaningfully as a project unfolds. Use your own 
expertise appropriately. Too often, people who are nervous about proving themselves destroy enthusiasm in their 
haste to demonstrate their knowledge.

•  Don’t take yourself or your ideas too seriously. A successful person who is also humble and gives accolades to 
others draws people in. Too frequently, well-intentioned people can get preoccupied thinking about what they want to 
say next and thus miss opportunities to build on or appreciate other’s ideas.  


•  Ask people what they think and then build off of their ideas. Look for sincere opportunities to recognize or appreciate 
others’ thoughts, endeavors, or aspirations (and at all costs avoid comments or body language that show you are either 
not listening or being patronizing. Arrogance can seep through in ways that will forever taint a relationship).


 


•  Use your expertise carefully.  Too often de-energizers turn out to be experts in a given area that introduce their 
expertise in a way that shits off paths of inquiry and does not allow others to be valued in a situation. In their haste to 
find a solution (or with their broader perspective), experts or leaders destroy energy in their haste to find a solution or 
demonstrate their knowledge.

7 of your peers evaluated you on this dimension.

Peer rating (Avg)

Self rating
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I have an opportunity to more effectively disagree with someone’s plan or a course of action 
and do so in a way that focuses attention on the issue at hand and not the individual 
contributing the idea.

I believe I have an opportunity to improve my performance in this area.

Strongly Disagree Neutral Strongly Agree

Improvement would probably 
not make me more effective at 

work

Improvement might make me 
more effective at work

This is an important opportunity 
to improve my effectiveness

WHY IT MATTERS

WHAT YOU CAN DO

Energizers are able to disagree with an idea while not marginalizing the person who made the suggestion.  Importantly 
in this process they offer transparency into the thinking behind their solution – and always offer an alternative course of 
action for people to disagree with or build on.  The classic de-energizer has too great a tendency to criticize without 
offering alternative solutions.

•  Don’t insincerely celebrate all ideas and suggestions.  People that celebrate every accomplishment are de-
energizing in their own right.  Energy and enthusiasm are generated in the pursuit of important goals and objectives.  
By their nature these worthwhile endeavors are generated from convergence of different perspectives – a process that 
causes some level of disagreement.  


•  When you dis-agree, make sure to have a very clear focus on the issue at hand and use language that separates the 
issue from the person that you might be disagreeing with.  Rather than “I don’t think that will work” consider saying 
“Given where we are trying to go here might be another solution.”   


•  Always offer transparency into your thinking, ask people to critique your logic and offer an alternative to explore.  The 
classic de-energizer always criticizes without offering a solution.

7 of your peers evaluated you on this dimension.

Peer rating (Avg)

Self rating
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I have an opportunity to maintain a more effective balance between pushing toward a goal 
and welcoming new ideas that improve on a project or process for getting to a goal.

I believe I have an opportunity to improve my performance in this area.

Strongly Disagree Neutral Strongly Agree

Improvement would probably 
not make me more effective at 

work

Improvement might make me 
more effective at work

This is an important opportunity 
to improve my effectiveness

WHY IT MATTERS

WHAT YOU CAN DO

People are energized in interactions marked by progress. Energizers are driven to a goal (a compelling vision) but are 
open and flexible about how to get there. That allows progress to occur in unexpected ways as people determine on 
their own how to move an idea or a project forward. In contrast, de-energizers may have a goal in mind but a 
preconceived notion of how to get there, which they attempt to impose on everyone.

•  Maintain a flexible stance to your own goals and process for attaining these goals.  Ensure that you consistently seek 
out others and ask for their opinions or reactions to process or output. The classic de-energizer continues to push 
his/her opinion without ever accepting and working from others’ views.  


•  Be careful not to fall into the busy executive syndrome. Often overloaded with problems, they come into meetings 
with a firefighting mentality and frequently leave feeling that they have made a real contribution to putting out the fires. 
What executives miss, however, is the devastating effect on energy that the exclusive focus on problems and their own 
favored solutions can have.  


•  But at the same time do not be too consensus oriented or waffle to much on key goals or objectives.  Interestingly, 
de-energizers can also wipe out a sense of progress by being too unfocused -- by constantly bringing up unresolvable 
problems so that no one understands which direction to take. Although people do not have to leave an interaction with 
a solution, they must leave knowing which steps to take next.

7 of your peers evaluated you on this dimension.

Peer rating (Avg)

Self rating
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I have an opportunity to be more committed (and show this commitment) to principles or 
goals that are larger than my own self interest.

I believe I have an opportunity to improve my performance in this area.

Strongly Disagree Neutral Strongly Agree

Improvement would probably 
not make me more effective at 

work

Improvement might make me 
more effective at work

This is an important opportunity 
to improve my effectiveness

WHY IT MATTERS

WHAT YOU CAN DO

People are energized in the presence of others who stand for something larger than themselves.  This can be as noble 
a purpose as work focused on curing cancer, improving national security or improving children’s lives.  Or it can be a 
passion for writing cool code, doing interesting financial transactions or delivering the very best consulting solution.  
Regardless of the focus, energizers consistently stand for something larger than themselves.  In contrast, de-
energizers allow their own self interest to sneak through in ways that drain interactions and allow people to become 
concerned with protecting their interests and agendas (rather than generatively focusing on a larger goal).

•  People are naturally willing to make an effort for those who are accomplishing things in the pursuit of an objective 
larger than their job responsibilities or personal ambitions.  What drives most people to go beyond the call of duty is a 
chance to do work that gives them a sense of purpose. This does not have to be saving the world. But it does have to 
be grounded in a value or belief that does not ebb and flow on the basis of money or politics.  


•  Be transparent when forces are pushing you to make decisions in certain ways that might not be what you would like 
to do.  People can understand organizational forces that you have to deal with but you do not want them to infer selfish 
motives if they mis-interpret your actions.  


• Take courageous action on important value-laden decisions.  While being overly confrontational is de-energizing, 
standing up for important principles provides a very clear signal to others that you stand for something important and 
so can be trusted to take the right actions.

7 of your peers evaluated you on this dimension.

Peer rating (Avg)

Self rating
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I have an opportunity to strike a more effective balance between tapping people in my 
network to get work done and connecting with these people on a personal level (i.e., non-
task-domains).

I believe I have an opportunity to improve my performance in this area.

Strongly Disagree Neutral Strongly Agree

Improvement would probably 
not make me more effective at 

work

Improvement might make me 
more effective at work

This is an important opportunity 
to improve my effectiveness

WHY IT MATTERS

WHAT YOU CAN DO

Concern for others and connections outside of work-based roles allows trust to develop in relationships and trust is 
central to peoples’ willingness to take risks with fringe ideas and get caught up in enthusiasm in a given conversation 
or meeting.  If you are too heavily oriented toward accomplishing tasks, you may burn through relationships with a 
single goal in mind. As a result, people may be unwilling to help you in the future—and all too willing to gossip about 
your attitude. However, too heavy an emphasis on maintaining harmony in relationships can lead to incomplete or 
ineffective execution of tasks which can become de-energizing over time.

•  Make time to connect with others on non-task levels.  These connections can be as simple as asking about one’s 
family, hobbies, upcoming vacations or aspirations in general.  They do not have to be deeply personal but they do 
have to be sincere inquiries.  For trust to begin to develop – a critical relational underpinning to interactions that 
energize us – people must believe that you care about them and their well-being at some level.  


•  Stay curious, avoid making snap judgments, and ask lots of questions: What aspects of your work do you enjoy? 
Where do you hope to take your business or career? What are you most excited about in your job these days? Avoid 
dead-end yes/no questions; instead, ask questions that call on people to use their imagination (What do you think 
about…?, What do you like about…?). Listen more than you talk, and use the information you gather to find both 
professional and personal overlap.  


•  Take time to celebrate accomplishments and appreciate what others have done. Task-focused people tend to hone 
in immediately on the next set of obstacles or challenges and, though well-intentioned, alienate themselves from those 
who want their efforts to be acknowledged. Also, consider the extent to which you are attentive to the needs of others. 
Be creative and flexible in looking for ways to accomplish both your own and other people’s objectives.

7 of your peers evaluated you on this dimension.

Peer rating (Avg)

Self rating
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I have an opportunity to maintain a better balance between what I ask for and what I 
contribute to those in my network.

I believe I have an opportunity to improve my performance in this area.

Strongly Disagree Neutral Strongly Agree

Improvement would probably 
not make me more effective at 

work

Improvement might make me 
more effective at work

This is an important opportunity 
to improve my effectiveness

WHY IT MATTERS

WHAT YOU CAN DO

Reciprocity is a principle that governs relationships in societies around the globe. We deeply and universally feel an 
obligation to repay a benefit received from another and often give more than we receive. Those that focus on giving 
first in relationships – and give in a non-calculating way without expectation of immediate benefit – build trust and a 
natural desire amongst others to give back to a relationship.  Those that take more than they give back to relationships 
ultimately drain them and result in people not only being de-energized in interactions but also only willing to give the 
bare minimum effort.

•  Go out of your way to give first and make sure that any relationship you care about is mutually rewarding. If a 
relationship does not help both parties, it will usually not endure (unless it is built into formal structure or reporting 
relationships).  


•  Look for ways to offer ideas, information, contacts, resources, and, when appropriate, actual help to people who are 
known to reciprocate. Don’t expect an immediate or tit-for-tat exchange of favors, but do be prepared to prune people 
from your network if they do not reciprocate over time or are not responsive to you in times of need.  


•  Without becoming compulsive, keep track of your contributions and withdrawals from relationships and make sure 
that each party places a similar value on things given and taken. Relationships sour when one party believes he or she 
is giving something that the other does not value in the same way.

7 of your peers evaluated you on this dimension.

Peer rating (Avg)

Self rating




