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	
  Influence:	
  an	
  introduction	
  
Influence	
  has	
  been	
  defined	
  as	
  the	
  ability	
  to	
  affect	
  others—seen	
  only	
  in	
  its	
  effect—without	
  
exer4on	
  of	
  force	
  or	
  formal	
  authority.	
  
	
  

In	
  order	
  to	
  exert	
  influence,	
  you	
  must	
  be	
  a1enLve	
  to	
  the	
  
interacLon	
  styles	
  of	
  others	
  and	
  be	
  willing	
  to	
  flex	
  your	
  own	
  
personal	
  interacLon	
  style	
  as	
  you	
  work	
  with	
  others.	
  	
  
	
  	
  
InteracLon	
  styles	
  fall	
  into	
  four	
  general	
  groups:	
  

Analyzer	
   Director	
   Relater	
   Expresser	
  



	
  Analyzer	
  	
  

Chief	
  Strengths 	
  	
  
  InformaLve	
  and	
  pracLcal	
  advice	
  
  Structure	
  
  Step-­‐by-­‐step	
  analysis	
  
  Presents	
  pros	
  and	
  cons	
  

	
  
Method	
  of	
  Planning 	
  	
  

  In-­‐depth,	
  long-­‐range	
  
  Data-­‐based	
  comprehensive	
  review	
  of	
  alternaLves	
  
  Build	
  on	
  known	
  informaLon	
  

	
  

Guiding	
  Ques?ons 	
  	
  
  Where	
  has	
  it	
  been	
  done	
  

before?	
  
  What	
  alternaLves	
  are	
  

available?	
  
  How	
  does	
  it	
  work?	
  
  Can	
  we	
  try	
  it	
  a	
  step	
  at	
  a	
  Lme?	
  

	
  

Reac?on	
  to	
  Stress 	
  	
  
  Manages	
  tension	
  by	
  limiLng	
  exposure	
  to	
  

people	
  
  Avoids	
  or	
  “withdraws”	
  



Director	
  

Chief	
  Strengths 	
  	
  
  Offers	
  advice	
  
  Gives	
  prescripLons	
  
  Encourages	
  uLlizaLon,	
  acLon	
  

	
  

Method	
  of	
  Planning 	
  	
  
  Plans	
  on	
  the	
  go	
  
  Short-­‐range	
  planning	
  
  Dynamic,	
  quick	
  informal	
  
  AcLon	
  steps	
  

Guiding	
  Ques?ons 	
  	
  
  What	
  are	
  the	
  opportuniLes?	
  
  What	
  is	
  the	
  bo1om	
  line?	
  
  Who’s	
  in	
  charge?	
  
  How	
  does	
  it	
  advance	
  my	
  

posiLon?	
  

Reac?on	
  to	
  Stress 	
  	
  
  Manages	
  tension	
  by	
  controlling	
  

people	
  with	
  facts,	
  locis	
  and	
  reason	
  
  AutocraLc	
  or	
  “controls”	
  





Relater	
  
	
  

Chief	
  Strengths 	
  	
  
  Listens	
  with	
  empathy	
  
  Helps	
  person	
  come	
  up	
  with	
  own	
  

answers	
  
  Asks,	
  “What	
  do	
  you	
  want?”	
  

Method	
  of	
  Planning 	
  	
  
  Pulls	
  pieces	
  into	
  creaLve	
  

outcome	
  
  Involves	
  others	
  in	
  plan	
  
  Concern	
  over	
  general	
  

acceptance	
  of	
  plan	
  

Guiding	
  Ques?ons 	
  	
  
  What	
  do	
  others	
  say	
  about	
  it?	
  
  How	
  can	
  we	
  get	
  others	
  to	
  like	
  

it?	
  
  Can	
  we	
  change	
  it	
  if	
  we	
  don’t	
  

like	
  it?	
  
  Will	
  it	
  bring	
  us	
  more	
  

together?	
  
Reac?on	
  to	
  Stress 	
  	
  

  Manages	
  tension	
  by	
  giving	
  in	
  to	
  
people	
  

  Acquiesces	
  or	
  “gives	
  in”	
  



Expresser	
   	
  

Chief	
  Strengths 	
  	
  
  Offers	
  assistance	
  
  Encourages	
  
  Is	
  available	
  
  “I’m	
  here	
  if	
  you	
  need	
  me”	
  

Method	
  of	
  Planning 	
  	
  
  Goal-­‐oriented	
  approach	
  
  Wants	
  best	
  approach	
  
  Prefers	
  group	
  planning	
  
  Delegates	
  with	
  high	
  

expectaLons	
  

Guiding	
  Ques?ons 	
  	
  
  Is	
  it	
  the	
  best	
  soluLon	
  for	
  

everyone?	
  
  Does	
  it	
  have	
  a	
  high	
  purpose?	
  
  Is	
  it	
  fair	
  and	
  just?	
  
  How	
  much	
  good	
  does	
  it	
  do	
  

when…?	
  

Reac?on	
  to	
  Stress 	
  	
  
  Manages	
  tension	
  by	
  controlling	
  

people	
  with	
  feeling	
  and	
  emoLon	
  
  A1acks	
  or	
  “controls	
  with	
  feelings”	
  



How	
  does	
  each	
  interaction	
  style	
  	
  
want	
  to	
  be	
  influenced?	
  
This	
  chart	
  shows	
  characterisLcs	
  of	
  interacLon	
  styles.	
  What’s	
  important	
  to	
  note	
  is	
  that	
  the	
  styles	
  can	
  be	
  grouped	
  
along	
  two	
  conLnuums:	
  Reserved	
  to	
  EmoLon,	
  and	
  Inquire	
  to	
  Advocate.	
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A	
  Deeper	
  Look…	
  
EMOTION	
  -­‐	
  RESERVED	
  
People	
  who	
  display	
  the	
  Analyser	
  
and	
  Director	
  interacLon	
  styles	
  tend	
  
to	
  be	
  more	
  reserved—their	
  pace	
  is	
  
deliberate;	
  their	
  voices	
  are	
  more	
  
monotone;	
  their	
  body	
  language	
  is	
  
controlled.	
  People	
  who	
  display	
  the	
  
Relater	
  and	
  Expresser	
  interacLon	
  
styles	
  tend	
  to	
  show	
  more	
  emoLon
—their	
  pace	
  is	
  quicker;	
  their	
  voices	
  
are	
  well-­‐modulated	
  and	
  may	
  be	
  
louder;	
  their	
  body	
  language	
  is	
  broad	
  
and	
  dramaLc.	
  	
  

INQUIRE	
  -­‐	
  ADVOCATE	
  
People	
  who	
  are	
  to	
  the	
  le`	
  of	
  the	
  
Inquire	
  to	
  Advocate	
  conLnuum,	
  
Relaters	
  and	
  Analysers,	
  are	
  more	
  
likely	
  to	
  ask	
  for	
  direcLon	
  or	
  the	
  
opinion	
  of	
  others,	
  and	
  they	
  tend	
  to	
  
be	
  passive	
  rather	
  than	
  asserLve	
  in	
  
their	
  interacLons	
  with	
  others.	
  
Conversely,	
  people	
  who	
  are	
  to	
  the	
  
right	
  on	
  the	
  Inquire	
  to	
  	
  Advocate	
  
conLnuum,	
  Expressors	
  and	
  
Directors,	
  tend	
  to	
  tell	
  others	
  their	
  
opinions	
  and	
  give	
  direcLon,	
  and	
  
they	
  tend	
  to	
  be	
  asserLve	
  and	
  
someLmes	
  aggressive	
  in	
  their	
  
interacLons	
  with	
  others.	
  



  Do…	
  
•  Prepare	
  your	
  case	
  in	
  advance	
  
•  Approach	
  them	
  in	
  a	
  straighaorward	
  manner	
  
•  Support	
  their	
  principles;	
  build	
  your	
  credibility	
  

by	
  lisLng	
  pros	
  and	
  cons	
  to	
  any	
  suggesLon	
  you	
  
make	
  

•  Make	
  an	
  organized	
  contribuLon	
  to	
  their	
  
efforts;	
  present	
  specifics	
  and	
  do	
  what	
  you	
  say	
  
you	
  will	
  do	
  

•  Take	
  your	
  Lme,	
  but	
  be	
  persistent	
  
•  Draw	
  up	
  a	
  scheduled	
  approach	
  to	
  

implemenLng	
  acLon	
  with	
  step-­‐by-­‐step	
  
Lmetable;	
  assure	
  them	
  that	
  there	
  won’t	
  be	
  
surprises	
  

  Don’t…	
  
•  Be	
  disorganized	
  or	
  messy	
  
•  Be	
  giddy,	
  casual,	
  informal	
  or	
  loud	
  
•  Rush	
  the	
  decision-­‐making	
  
•  Be	
  vague	
  about	
  what’s	
  expected	
  of	
  either	
  of	
  

you;	
  don’t	
  fail	
  to	
  follow	
  through	
  
•  Dillydally	
  
•  Leave	
  things	
  to	
  chance	
  or	
  luck	
  

Once	
  you	
  have	
  idenLfied	
  the	
  
interacLon	
  style	
  of	
  the	
  
person	
  you	
  are	
  working	
  with,	
  
you	
  must	
  intenLonally	
  and	
  
consciously	
  flex	
  your	
  own	
  
personal	
  style	
  in	
  order	
  to	
  be	
  
influenLal.	
  Here	
  are	
  some	
  
strategies	
  for	
  effecLve	
  
interacLon:	
  
	
  

Now	
  What?	
  

	
  
	
  

Analyzer	
  
If	
  you	
  want	
  to	
  be	
  
successful	
  when	
  you	
  
interact	
  with	
  Analyzers,	
  
remember	
  these	
  keys.	
  
	
  
	
  



	
  Expressers	
  
If	
  you	
  want	
  to	
  be	
  successful	
  when	
  you	
  interact	
  with	
  Expressers,	
  remember	
  these	
  keys:	
  
	
  

	
  

  Do…	
  
•  Plan	
  interacLons	
  that	
  support	
  

their	
  dreams	
  and	
  intenLons	
  
•  Leave	
  Lme	
  for	
  relaLng	
  and	
  

socializing	
  
•  Talk	
  about	
  people	
  and	
  their	
  goals;	
  

opinions	
  they	
  find	
  sLmulaLng	
  
•  Ask	
  for	
  their	
  ideas	
  and	
  hunches	
  
•  Provide	
  ideas	
  for	
  implemenLng	
  

acLon	
  
•  Use	
  enough	
  Lme	
  to	
  be	
  

sLmulaLng,	
  fun	
  loving,	
  fast	
  
moving	
  

  Don’t…	
  
•  Legislate	
  or	
  muffle	
  
•  Be	
  curt,	
  cold	
  or	
  Lght-­‐lipped	
  
•  Drive	
  on	
  to	
  facts	
  or	
  figures,	
  

alternaLves	
  or	
  abstracLons	
  
•  Waste	
  Lme	
  trying	
  to	
  be	
  

impersonal	
  and	
  judgmental	
  
•  Spend	
  too	
  much	
  Lme	
  being	
  

task-­‐oriented;	
  allow	
  Lme	
  for	
  
discussing	
  ideas	
  

•  Dream	
  with	
  them	
  or	
  you’ll	
  lose	
  
Lme	
  



Director	
  
If	
  you	
  want	
  to	
  be	
  successful	
  when	
  you	
  interact	
  

with	
  Directors,	
  remember	
  these	
  keys:	
  

  Do…	
  
•  Be	
  clear,	
  specific	
  and	
  to	
  the	
  point	
  
•  SLck	
  to	
  business	
  
•  Come	
  prepared	
  with	
  all	
  requirements,	
  

objecLves,	
  support	
  material	
  in	
  a	
  well-­‐organized	
  
package	
  

•  Present	
  facts	
  logically;	
  plan	
  your	
  presentaLon	
  
efficiently	
  

•  Ask	
  specific	
  (preferable	
  “what”)	
  quesLons	
  
•  Provide	
  alternaLves	
  and	
  choices	
  for	
  making	
  

own	
  decisions	
  

  Don’t…	
  
•  Ramble	
  on	
  or	
  waste	
  their	
  Lme	
  
•  Spend	
  a	
  lot	
  of	
  Lme	
  on	
  personal	
  talk	
  
•  Forget	
  or	
  lose	
  things;	
  be	
  disorganized	
  or	
  messy;	
  

confuse	
  them	
  or	
  distract	
  them	
  from	
  business	
  
•  Leave	
  loopholes	
  or	
  cloudy	
  issues	
  (if	
  you	
  don’t	
  

want	
  to	
  be	
  zapped)	
  
•  Ask	
  rhetorical	
  quesLons	
  or	
  useless	
  ones	
  
•  Come	
  with	
  a	
  ready-­‐made	
  decision,	
  and	
  don’t	
  

make	
  it	
  for	
  them	
  

Relater	
  
If	
  you	
  want	
  to	
  be	
  successful	
  when	
  you	
  interact	
  

with	
  Relaters,	
  remember	
  these	
  keys:	
  

  Do…	
  
•  Start,	
  however	
  briefly,	
  with	
  a	
  personal	
  

comment.	
  Break	
  the	
  ice	
  
•  Show	
  interest	
  in	
  them	
  as	
  people;	
  find	
  areas	
  of	
  

common	
  involvement;	
  be	
  candid	
  and	
  open	
  
•  PaLently	
  draw	
  out	
  personal	
  goals	
  and	
  work	
  

with	
  them	
  to	
  help	
  achieve	
  these	
  goals;	
  listen,	
  
be	
  responsive	
  

•  Present	
  your	
  case	
  so`ly,	
  in	
  a	
  nonthreatening	
  
manger	
  

•  Watch	
  carefully	
  for	
  possible	
  areas	
  of	
  early	
  
discouragement	
  or	
  dissaLsfacLon	
  because	
  they	
  
probably	
  won’t	
  fight	
  back	
  	
  

  Don’t…	
  
•  Rush	
  headlong	
  into	
  business	
  or	
  the	
  agenda	
  
•  SLck	
  coldly	
  or	
  harshly	
  to	
  business;	
  on	
  the	
  other	
  

hand,	
  lose	
  sight	
  of	
  being	
  too	
  personal	
  
•  Force	
  them	
  to	
  respond	
  quickly	
  to	
  your	
  

objecLves;	
  say,	
  ”Here’s	
  how	
  I	
  see	
  it.”	
  
•  Be	
  domineering	
  or	
  demanding;	
  threaten	
  with	
  

posiLon	
  power	
  
•  Manipulate	
  or	
  bully	
  them	
  into	
  agreeing	
  
•  Be	
  abrupt	
  and	
  rapid	
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This	
  eBook	
  brought	
  to	
  you	
  in	
  partnership	
  with:	
  

	
  
Kelly	
  Fairbairn	
  

	
  

	
  
	
  
	
  
	
  

For	
  informaLon	
  on	
  how	
  to	
  
implement	
  influencing	
  programs	
  in	
  
your	
  organizaLon	
  please	
  email	
  
info@spisoluLons.com	
  or	
  visit	
  

www.spisoluLons.com	
  

	
  


