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The collaborative intensity of work has exploded over the past decade, making networks of both
formal and informal relationships increasingly the means by which employees innovate, execute
and thrive at work. Unfortunately, most people have only a vague idea of the networks around

t hem and dnvastenmrelatibnshigs in ways that can boost success. Contrary to popular
belief, performance and well-being are not enhanced by simply building a big network, but rather
by establishing one that is managed across five benefits that effective networks confer.

This workbook enables you to reflect on network dimensions that two decades of research have
shown to be critical to success. It will then help you to build a network that:

1.Produces Innovative Solutions: Crafting
non-insular and collaboratively efficient
personal networks promotes your ability to
frame/solve problems broadly and envision
unigue opportunities.

2.Executes Work Efficiently: Engaging key
INNOVATE opinion leaders in networks to drive influence

without authority and addressing four common
ﬂ performance improvement opportunities in

[ ]
EXECUTE

networks i center, fringe, silos and
responsiveness 1 helps efficiently advance
projects and drive results.

LEARN and
ADAPT

3.Scales by Building Trust and Energy to
Unlock Hidden Potential in Networks:
Creating competence- and benevolence-based
trust and energy in networks attracts better
THRIVE information, opportunities and talent.

4.Thrives Via Physical and Mental Well-
Being: Building networks that provide task and
social benefits positively impacts your physical
health and resilience/well-being.

5.Allows You to Learn and Adapt:
Leveraging relationships to build capabilities in
times of transition and avoid career derailing
network traps is critical to individual
performance during times of change.




Personal Network of
Successful Leaders \

Networks Help Successful People T o é

Produce Innovative Solutions

Crafting non-insular and
collaboratively efficient personal
networks promote your ability to
frame/solve problems broadly and
envision unique opportunities.

Execute Work
Efficiently

Learn and Adapt

Leveraging _ -
relationships to build Engaging key opinion
capabilities in times of Iegde_rs in networks to
transition and avoid drive influence and
career derailing LEARN and addressing four

network traps are ADAPT EXECUTE performa_n_ce _

critical to individual opportunities in networks
performance during i center, fringe, silos and

times of change responsiveness 1 help
' efficiently advance

projects and results.

Scale by Building Trust & Energy
to Unlock Hidden Potential in
Networks

Thrive Via Physical &
Mental Well-Being

Building networks that provide a
range of task and social benefits
positively affect physical health
and resilience/well-being.

Creating competence- and
benevolence-based trust and energy
in networks attract better information,
opportunities and talent.




Reducing Collaborative Overload
Is Critical To Performance &
Building Networks That Innovate -

As the volume and diversity of collaborative demands have exploded over the past
decade 1 typically as much as 90% of time in a given week is spent on email, phone
calls and meetings i a key competency of more successful people lies in efficiency of
collaboration. Our research has shown that more successful people are proactive in
engaging in a set of practices i cognitive, behavioral, structural and technical 1 that
enable them to manage collaborative demands much more efficiently.

COGNITIVE DRIVERS
Envisioning Work/Network Together

Blocking Reflective Calendar Time bercenti Harvard ?:,_,_.,.
- - - ption @ Embracing Complexity
Fighting Excessive Need For Closure affected by mind-set Bus"‘ess =
(e.g., gratitude, carpe 4 E?:—;; m
BEHAVIORAL DRIVERS diem) Review &=

Allocate HalfTime + COLLABORATIVE
Streamline Email and Norms/Use OVERLOAD

Meeting Management Norms L YOUR MOST HELPFUL EMPLOYEES ARE
Pro activity BURNING OUT. Hs‘r::z\g:_’/mo DO ABOUT IT,
‘e.g., bench strength,
STRUCTURAL DRIVERS setting expectations on
response time,
Structuring Priorities Into Calendar 3h°°5'”9| NOTttO ;heCk
pe- . . . email constan
Shifting Decision Rights and Info (64 second 4
Proactively Managing Role Inter. recovery)).

LEADERSHIP DRIVERS
Diffuse Ownership Early (w/Transparency)

Agile Methods — Start/Stop/Continue
Build Purpose, Trust and Energy

Collaborative overload is a function of volume, diversity, complexity and affect of collaborative
demands so there is no single solution. Rather more effective people do a series of seemingly
small things that cumulate to save them 15% or more time compared to average collaborators.
Please follow the guidelines on the next five slides to develop a personal approach to reducing
collaborative overload.



Beliefs and Values that Cause
Collaborative Overload N |
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Decades of research demonstrate that one way effective networks help people to be more
successful is by enabling them to be innovative in their work. Two core network disciplines are
critical to forging networks that yield performance enhancing innovation:

1. Driving down collaborative overload, and
2. Investing in boundary spanning collaborations.

Beliefs and values that 1 often unconsciously -- create collaborative overload

These questions focus on beliefs and values that can cause unnecessary collaborative
demands. Reflect on the "Self" and "Others" ratings below to guide your actions.

My self-worth is closely tied to accomplishment, and this Strongly > Strongly M
sometimes results in accepting collaborative work, answering Disagree Agree 2l
emails and helping others in efforts that yield a short-term sense Self NG 5.0
of gratification but does not contribute to my professional or Others 4.0
personal goals.

| sometimes derive too great a sense of identity or power from Strongly Strongly
beingfiitrhe knimweé e de dhis teads i consume my Disagree ) Agree AR
and o ttilmesunpsoductively. This creates too great a Self [ 2.0
reliance on myself in expertise domains that have become less ~ Others [ NNENNNG_G_ 5.7
central to my success.

| sometimes fear losing control of the trajectory of a project i Dsiég’;gg ig%ng'y Mean
or believe that | am the only one that can do it well or that it : '

would take too long to teach others i which drives me to hold Self G 3.0
on to tasks or relationships when | should be diffusing Others [N 3.5
ownership_and connecting peaple around me.

| often feel a need to help others directly, which makes me an ;;g);‘rge'g ig:’e”eg'y Mean
easy outlet for many requests, instead of connecting people - N

around me and teaching them how to solve a problem to free Self I 5.0
up my time and build bench strength. Others [ 6.0

| tend to believe that my worth is created by OUTCOME (e.g., DS_”‘)”Q'Y itfong'y

knowing the right answer or being the smartest in the room) padres aree Mean
versus PROCESS (e.g., being able to find the answer or solve a self I 6.0
problem) and this often results in excessive time spent preparing Others [ %
for and engaging in collaborative activities.

| sometimes fear being labeled a poor performer or colleague, STl Y 1oy Mean
and this sometimes results in me accepting excessive requests Disagree Agree

for help or engaging in collaborations that take me away from Self G 6.0
important work or personal activities. Others I 3.5
My fear of missing out (or enthusiasm to be involved) sometimes Strongly Strongly

results in engaging in collaborative work i driven by scope of Disagree Aaree Mean
accomplishment, career advancement possibilities or desire to self NG 4.0
please those that asked i that result in taking on too much. Others 5.5



Cognitive Practices to Reduce
Collaborative Overload
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Decades of research demonstrate that one way effective networks help people to be more
successful is by enabling them to be innovative in their work. Two core network disciplines are
critical to forging networks that yield performance enhancing innovation:

1. Driving down collaborative overload, and
2. Investing in boundary spanning collaborations.

Cognitive practices to reduce collaborative overload

These questions focus on how you think about your work and network that can cause unnecessary

collaborative demands. Reflect on the "Self" and "Others" ratings below to guide your actions.

Strongly Strongly
| envision projects/work as activities that | map onto Disagree ) Agree Mean
people in my network, engage them in and step out of the Self _ 6.0
way, in order to scale accomplishments beyond my
individual capacity. e 2.0
I seek input and co-create problem and solution spaces with Dsiég’;gg > ig%ng'y Mean
stakeholders and clients early and so avoid unnecessary
collaborative demands downstream to address deficiencies sSelf NG 4.0
and/or secure buy-in. Cthers G 2.7
| sometimes have an excessive need for closure and this can Strongly Strongly
result in my pursuing an empty email inbox, sending partially Disagree ) Agree Mean
thought out emails or making ill-conceived assignments to get Self _ 6.0
work off of my plate 7 in ways that creates unnecessary work Others s 3.0
for others and drives future interactions back to me.
| schedule time blocks for reflective work, answering email/ Strongly Strongly
electronic communications or planning my schedule. | Disagree ) Agree Mean
discipline myself to see tasks through to completion Self |INEGEGNG 20
appropriately and avoid unnecessary disruptions (e.g., others I 4.0
checking email or IM).
| employ standing meetings to funnel one-off Strongly Strongly
requests/issues to a single point in time, create team Disagree Adree Mean
alignment and help team-members learn how to leverage Self _ 2.0
each other rather than always coming to me to solve others [ 3.0

problems.



Behavioral Practices to Reduce
Collaborative Overload
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Decades of research demonstrate that one way effective networks help people to be more
successful is by enabling them to be innovative in their work. Two core network disciplines are
critical to forging networks that yield performance enhancing innovation:

1. Driving down collaborative overload, and
2. Investing in boundary spanning collaborations.

Behavioral practices to reduce collaborative overload

These questions focus on your ability to reduce unnecessary network demands and increase

efficiency of collaborations. Reflect on the "Self" and "Others" ratings below to guide your actions.

| typically allocate appropriate time for collaborative tasks Dsi;g’;gg > ig%”g'y Mean
rather than assume an hour or half an hour is always needed
(e.g., | follow a norm of giving half the time requested or Seli 5.0
allocating more time at the front end of projects). Others [ 4.0
| adapt my behavior and teach others how to consume my Ds_”ong'y i”ong'y
time to promote efficiency in relationships (rather than gadres aree Mean
letting inefficient norms develop and persist). self G 6.0

Others [N 2.3
| employ a PULL philosophy that draws people to me by
co-creating, giving status or appreciation, building a Strongly ) Strongly M
narrative of joint success and creating a sense of Disagree Agree ean
purpose/energy around an outcome (versus a PUSH Self NG 4.0
philosophy convincing on logic, expertise, formal Others e 6.0
authority/mandate or informal influence).
| use email efficiently (e.qg., identify action in subject line, state
objective/request, use outline format/bullets, avoid unnecessary I;;g);r%'g > ig?e”eg'y Mean
CCing, etc.) AND | promote efficient norms of email use (e.g., Self 4.0
transactional purposes; appropriate after hours use; switch to I :
richer medium if signs of disagreement; ensure norms on Cthers 2.7
response times do not create overload, etc.).

Strongly Strongly

| focus meetings on desired outcomes, include only of those Disaaree Aaree Mean
who need to be involved and keep them efficient in structure self 5.0
i precess others I 45



Collaborative Overload

Structural Drivers to Reduce

Decades of research demonstrate that one way effective networks help people to be more

successful is by enabling them to be innovative in their work. Two core network disciplines are
critical to forging networks that yield performance enhancing innovation:

1. Driving down collaborative overload, and
2. Investing in boundary spanning collaborations.

Structural drivers to reduce collaborative overload

These questions focus on your ability to shape your role and structure your work and time to

improve efficiency and effectiveness of collaboration. Reflect on the "Self" and "Others" ratings

below to guide your actions.

Self-awareness of strengths | want to employ in my work,
values | want to live through my career or personal
aspirations/identity | want to build into my life, guide what |
get involved in, what | say no to and what | teach others to
solve for around me.

My network development philosophy proactively pulls me
toward my priorities (and is not reactively dictated by inertia
and conforming to demands of others inside & outside of
work).

| see time as my most precious commodity and employ my
calendar strategically to build structure, such as by building a
weekly or monthly rolling calendar via holistic categories
important to my overall success (e.g., 1. current business
contributions; 2. strategic planning; 3. team & personal network
dvipmt and 4. well-being & personal/prof dvipmt).

| translate weekly work objectives into a prioritized daily to-
do list and invest my collaborative time accordingly.

| am cognizant of how interdependencies create work for me,
and so | proactively shape my role to adapt collaborative
demands (e.g., set expectation of time lag with boss so not

propagating churn; decrease time of recurring meetings by 50%;

counsel others that not responding is not lack of engagement).

Strongly Strongly
Disaaree Aaree
Self I
Others
S_trongly ) Strongly
Disagree Agree
seit |
Others I
Strongly ) Strongly
Disagree Agree
seif
Others N
Strongly ) Strongly
Disagree Agree
Self
Others I
Strongly Strongly
Disaaree Aaree

Self
Others

Mean

6.0
5.0

Mean

3.0
5.3

Mean

6.0
3.0

Mean

6.0
40

Mean

5.0
4.5



Leadership Drivers Which Inspire
Followership
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Decades of research demonstrate that one way effective networks help people to be more
successful is by enabling them to be innovative in their work. Two core network disciplines are
critical to forging networks that yield performance enhancing innovation:

1. Driving down collaborative overload, and
2. Investing in boundary spanning collaborations.

Leadership drivers to reduce collaborative overload
These questions focus on behaviors that inspire followership 7 either formally based on position

or informally based o n
guide your actions.

o ieagisitiatives. Reflect on the "Self" and "Others" ratings below to

| co-create solutions and diffuse ownership of ideas early so that

Strongly Strongly
team members are engaged/invested and require less time in Disagree ) Agree Mean
future vision and motivational interactions; | employ periodic Self _
meetings to build vision and coordination (vs. too many 3.0
fragmented interactions that result in an excessive coliaborative ~ Others I 2.3
burden on me and lack of alignment).
| propagate a sense of purpose, energy and trust through Strongly ) Strongly
networks to cultivate engagement and innovation (versus Dl s Agree  Mean
actions and design decisions i policy, processes, decision- Seif 7.0
right allocation, etc. i that communicate low status, signal Others I 5'_5
lack of trust or motivate risk aversion).
| have visibility into the collaborative demands placed on my Strongly Strongly
people T inside my unit and those originating outside i that Disagree ) Agree Mean
create overload via volume and diversity of requests, creating Self I 4.0
transparency to guide decisions and help me (and team-mates) Others I 2'7
keep from over-whelming a valued colleague. )
! systematlcally employ workout or agile pr||jC|pIes to streamline I;;g);r%'g ig:’e”eg'y Mean
interactions or take unnecessary collaborative demands out of
work (e.g., a monthly meeting to review practices the team self NG 5.0
should start/stop/continue to promote collaborative efficiency). Others [N 4.5
| have developed a culture in my team/unit that values efficient Strongly Strongly
collaboration (versus heroic effort, expectation that followers Disagree ) Agree Mean
receive an immediate answer, status created via air time, Self _
immediate responsiveness at all hours, over-inclusion in Others ) gg

decisions or expectation of excessive participation in social
media).



Reducing Collaborative Overload

Systematically Reducing Collaborative Overload Is Critical to
Performance, Well-Being and Physical Health.

Use the Prior Four Pages to ldentify an Action You Will Take in
Each Domain to Improve Collaborative Efficiency.

Q Cognitive f-.a Behavioral

ﬁ Structural/Technical @ Leadership
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Investing in Boundary
Spanning Ties Promotes
Innovation

) 5

Network size is not a critical predictor of performance for most people; however, your

n et wostructdrs is strongly associated with success. Top performers have a greater
tendency to invest in boundary spanning relationships and position themselves at
inflection points in organizational networks. Strategically leveraging these bridging
relationships enables rising stars to see the big picture, generate innovative solutions by
integrating the expertise of those with unique backgrounds, bypass bureaucratic
gridlock, and obtain resources and support.

One way to visualize this kind of network is by considering the game i1 S Degrees of
KevinBacon, 0 named for an actor whofimciathe appear
course of his career. Players in the game attempt to name actors who are the most

steps away from appearing with Bacon in a film. An actor who has actually appeared

with Bacon is one step away, whereas an actor such as Michael Douglas is two steps

away.

It is difficult to name any actor from the history of film who is more than three steps away

from Bacon. Butt he magi ¢ i n Ba cissifedut me hevisopoditioneds n o't
within the movie universe. He is central T though not the most central i because he has
starred in a number of different genres and so has ties spanning action, comedy,

thrillers, dramas and family movies. This stands in contrast to actors like Jim Carey who

have focused in a single genre. Although those actors are highly connected within a

genre, their lack of ties that bridge genres makes them much less central in the entire

movie network.

Drama

Action 5]

Family

To try your luck at naming actors far from Kevin Bacon, visit: http://oracleofbacon.org/

11


http://oracleofbacon.org/

Exercise: Visualize Your Network

A
'
= ‘
In the circles below, write the names of up to 15 people who are important to your
professional network. These can be people who give you information or resources to do
your job, help you think about complex problems posed by your work, or provide
developmental advice or personal support. They can come from within or outside your
organization (for instance, clients or colleagues at other organizations). They can also
be people you rely on only occasionally. However, they should be the people you
consider to be most important in your professional network.

When done, please consider the relationships among the people in your network. In the
diagram above, draw a line between two people if they know each other fairly wel. Do n 6 t
drawalineift he t wo people are strangers wtherarenot

12



Non-Insular Networks
Are Critical to
Innovation Over Time SN

&= '

In the workplace, people with networks like KevinBaconds do better than
more insular networks. People with more insular networks tend to interact mostly with
others who know what they know. For the same investment of time, the Bacons of the
world, with their more open networks, get a much greater return because they hear new
information early and are able to capitalize on opportunities that require the merging of
disparate expertise and insights.

Fightingoffnet wor k i nsul arity requires effort and
formal structure, incentive schemes, physical layout and cultural values. But rather than

fall into a comfortable trap of connecting with people who are themselves heavily

interconnected, high performers tend to forge ties across important subgroups. Our

research has confirmed that people who bridge subgroups are much more likely to be in

the top 20% (as determined by performance reviews) of an organization. Other research

has shown that bridge builders tend to be promoted more rapidly, enjoy greater career

mobility and adapt to changing environments more successfully.

Take a moment to calculate the size of your network after removing the potential

redundancy created by relationships between your contacts. Whilethisfief f ect i ve s
of your network will shift as projects and roles change, the general tendency is for

people who have less redundancy in their network to perform better over time. These

people are more likely to (1) stay in the top 20% performer category through their

career; (2) be promoted more rapidly than their peers; and (3) be more effective at

finding a new job or role if they need to.

of People # of Redundancy Effective Size Effective Size

0 etwo Connections Multiply the Subtract the Percentage

e e Insert the number of redundancy Divide the

hber o number of lines connections by score from the effective size
people yo P between people two and divide by number of measure by the
on prior page in your network the number of people in your total number of

people in your network people in your

network network
Example 15 30 4 11 73.3%
YOU

Note: Effective Size Percentage will shift due to a number of factors such as role, project,
tenure and hierarchical level; however, if you see a number lower than 60%, it is worth
considering where and how your network might be overly insular.

13




Produce Innovative Solutions
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Networks Help Successful People: , '

Decades of research demonstrate that one way effective networks help people to be more
successful is by enabling them to be innovative in their work. Two core network disciplines are
critical to forging networks that yield performance enhancing innovation:

1. Driving down collaborative overload, and
2. Investing in boundary spanning collaborations.

Boundary Spanning Collaborations for Innovation

Network size is rarely a strong predictor of high performance. Rather, non-insular networks
with ties bridging into different groups often differentiate people over time. Four kinds of

bridging ties improve performance.

Reflect on the self and peer ratings below to guide actions you consider in this workbook.

Emergence/Creativity Ties
Networks help successful people to generate more creative and To a Little To a Great

innovative solutions through relationships bridging thought worlds, Extent ) Extent Mean
expertise, functions, clients, cultures, etc.
P self il 1.0
| make investments of time in these kinds of relationships, which Others_ 4.0
yield benefit as a product of being able to envision solutions and
opportunities more broadly than people with more insular networks.
Professional Growth Ties
Networks help successful people to maintain expertise and To a Little ) To a Great M
improve efficiency through relationships with others doing similar Extent Extent ean
kinds of work. These relationships typically cross organizations,
- self | 5.0
functions and geography.
others | 45
I make investments of time in these kinds of relationships, which
provide benefit by improving my work practices and efficiency.
Depth/Efficiency Ties
Networks help successful people to more effectively develop in To a Little ) To a Great
experience when leveraged for feedback on work deliverables, Extent Extent Mean
team effectiveness or formal and informal leadership
o i : : Self  [INEEG— 3.0
capabilities. These relationships typically cross hierarchy, y T T s
expertise and tenure. Others '
I make investments of time in these kinds of interactions, which
helps me to learn and adapt through experience more rapidly.
Political Landscape Ties
Networks help successful people develop an accurate To a Little ) To a Great
understanding of the political landscape. These boundary Extent Extent Mean
spanning ties typically cross hierarchical levels, expertise
: : self [N 5.0
domains and functions. .
Others e 1.3

I make investments of time in these kinds of interactions,
which enable me to uncover influencers | should engage in
relation to work | am trying to get done.

14



Exercise: Boundary Spanning
Ties for Network Performance W)

Specific kinds of boundary spanning connections affect

@ performance at work in different ways. If your network is more
insular than you would like, please indicate at least one person
(or role) you will reach out to in each of the categories below.

Professional

£ -
E — Innovation / ‘ 1

Creativity Ties Growth Ties
Identify silos or boundaries where People you seek out or who
value could be created by bridging voluntarily offer feedback to you 1
across two thought worlds. This may whether on work, team interactions
be across expertise domains, or decision-making topics.

functions, clients, and so forth.

Depth/ o ¢ Sensemaking/
‘% Efficiency Ties @ Landscape Ties
o »
Others with similar expertise i People who help provide an accurate
across geography, company or picture of the network important to
functional lines i where connections work you are trying to get done.
could promote depth, currency or Accurate knowledge of these networks
efficiency in your work. is associated with high performance.

15



Personal Network of
Successful Leaders

Networks Help Successful People T o é

s

Produce Innovative Solutions

Crafting non-insular and
collaboratively efficient personal
networks promote your ability to
frame/solve problems broadly and
envision unique opportunities.

~

Learn and Adapt

Leveraging
relationships to build
capabilities in times of
transition and avoid LEARN and
career derailing ADAPT
network traps are
critical to individual
performance during
times of change.

THRIVE

Thrive Via Physical &
Mental Well-Being

Building networks that provide a
range of task and social benefits
positively affect physical health
and resilience/well-being.

Execute Work
Efficiently

Engaging key opinion
leaders in networks to
drive influence and
addressing four
performance
opportunities in
networks 1 center,
fringe, silos and
responsiveness i help
efficiently advance
projects and results.

Scale by Building Trust & Energy
to Unlock Hidden Potential in
Networks

Creating competence- and
benevolence-based trust and energy
in networks attract better information,
opportunities and talent.

16



EXECUTE

iy More Successful People Work
: Through Four Influencers in

Networks

>

-
. Central Connectors

Are central because they have a large
numberof connect concerdratedf t e
within a unit, geography, expertise domain or
demographic. Central Connectors are

important because they are key opinion

leaders and influence innovation

traject or iasshbé gusceptibiitees
(should they leave) and can become

bottlenecks.

O Boundary Spanners

Are important because they have more

bridging connections across sub-gr oup s é
typically across units, geographies, expertise
domains, hierarchical levels, subcultures or
demographics. Boundary Spanners are
effective at integrating different knowledge

d o ma i n saéeyfeemn less known than
Central Connectors because they are in the
white space between sub-groups in

networks.

. Energizers

A small number of people can create energy
and momentum for initiatives. Engaging these
people infects many others with enthusiasm
much more rapidly than traditional cascading
approaches to change or communication.

. Resistors

An equally small number of people who
de-energize or pursue personal/local
objectives can invisibly slow or entirely derail
initiatives. Gaining their commitment early is
important to speed and efficiency of
execution.

17




EXECUTE

=% Networks Help Successful People:
Execute Work Efficiently

N

-

Sy =

A second way that investments in more effective networks help people to be more successful
is by enabling them to execute work and implement plans more efficiently. Two investments in
networks consistently improve performance:

1.Cultivating followership from four kinds of opinion leaders in networks, and

2.Addressing performance improvement opportunities in the center, fringe and across silos of
groups that must work together to accomplish results.

Engaging Key Opinion Leaders in Networks

Four kinds of opinion leaders in networks can either facilitate or invisibly derail projects.

Reflect on the "Self* and "Others" ratings below to guide actions you consider in this workbook.

Central Connectors
Central Connectors matter because they have a large number

of connections often concentrated within a unit, geography, ioiabime DTo aGreat Mean

. . . oy ' Extent Extent €a
expertise or demographic. They typically have legitimacy in
their groups, impact innovation trajectories and can be Self _ 20
susceptibilities (if they leave) or bottlenecks if not engaged. other [NTNGGEGN 25
==> | actively seek to build and leverage relationships
with central connectors.
Boundary Spanners
Boundary spanners matter have a large number of connections  To a Little To a Great
bridging units, geography, expertise domain, hierarchical Extent Extent Mean
levels, culture or demographics. They help integrate different

_ I self [N 6.0

knowledge domains and have legitimacy across groups, often .
dramatically influencing innovation or change. Other _ 4.7
==> | actively seek to build and leverage relationships with
boundary spanners.
Energizers To a Little To a Great
Energizers matter because a small number of people can create Extent Extent  Mean
energy and momentum for initiatives. Engaging these people
infects many others with enthusiasm much more rapidly than Self _ 5.0
traditional cascading approaches to change or communication. Other ||| NG NEGNGNG 5.7
==> | actively seek to build and leverage relationships with
energizers.
ReS.IStOI‘S To a Little To a Great
Resisters matter because a small number of people that de- Extent Extent Mean
energize or pursue personal/local objectives can invisibly slow
or entirely derail initiatives. Gaining their commitment early is Self e 5.0
important to speed and efficiency of project execution. Other - 1'3

==>| actively seek to build and leverage relationships
with resisters.
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ldentifying & Engaging Influencers Is a
Core Capability of Successful Leaders

and High Performers

Identify relevant influencers and a strategy for enrolling these people.

Central Connectors

Boundary Spanners

Energizers

Resistors

Engagement Strategy

Engagement Strategy

Engagement Strategy

Engagement Strategy
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