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CHAPTER- I
INTRODUCTION

Negotiation is an inherent aspect of policing and a very important skill for police officials.
Situations like dealing with mob, local stakeholders, civil society, people’s representatives
government agencies and at times even hostage taking, require professional negotiating
approach. In present context, most of these skills police officials acquire on the job.
World over negotiation is studied as a structured process and lot of research has been
conducted in this area. Issues concerning cultural differences, anchoring, power
relationships, outcome strategies, trust, fairness, power, win-win escalation in
negotiations, position & interests and co-operative decision-making are widely researched
in different contexts including policing.

It is obvious that negotiation process itself cannot give desired outcome if positions and
other factors are not facilitating. A case in point is that even Lord Krishna failed to
convince Kauravas to part with five villages and avert Mahabharata in spite of great
effort. However, based on balance of opportunities, a good negotiator should be able to
reach a superior outcome which may not be obvious initially.

Negotiation in policing is part of several routine and extra ordinary activities and
understanding nuances of the process, psychological dimensions as well as building a skill
repository can help in getting better outcomes from many bad situations. Interestingly one
of the most quoted negotiation tactic ‘Good Cop —Bad Cop’ has its origin in policing
parlance only.

There is dearth of academic studies on negotiations in policing context. Most of the
available literature is based on anecdotal evidence or personal experiences. Studies done
in foreign context cannot be the benchmark in Indian conditions primarily because of
great cultural differences. It is well established that cultural context plays definitive role in
creating successful negotiation paradigm.

As policing is becoming more and more complex and society’s expectations from
police force undergoing sea change, negotiation skill is emerging as a very important
competency which can be a differentiator between good and not so good policing
approach.

The present study seeks to bridge this identifiable gap. It intends to scientifically study
negotiation situations and their characteristics in Indian policing context and then build a
standard training intervention to equip police officials at different levels with necessary
skills to handle these situations. However, the study does not intend to go into Hostage
situations but limited to day-to-day Negotiation Skills requirements of Police Officers in
India.

1.1  Negotiation-Defined
Negotiation is a dialogue between two or more people or parties intending to reach a

mutually beneficial outcome resolve points of difference, to gain advantage for an
individual or collective, or to craft outcomes to satisfy various interests.


https://en.wikipedia.org/wiki/Dialogue
https://en.wikipedia.org/wiki/Collective_bargaining

Negotiation occurs in business, non-profit organizations, government, legal
proceedings, among nations and in personal situations such as marriage, divorce, parenting,
and everyday life. It is often said that negotiation is inevitable in most of the situations one
faces in life- whether one wants it or not. Professional negotiators are often specialized,
such as union negotiators, leverage buyout negotiators, peace negotiators, hostage
negotiators, or may work under other titles, such as diplomats, legislators or brokers.

1.2  Strategies

Negotiation can take a wide variety of forms, from trained negotiator acting on
behalf of a particular organization or position in a formal setting, to an informal negotiation
between friends. Negotiation can be contrasted with mediation, where a neutral third party
listens to each side's arguments and attempts to help craft an agreement between the parties.
It can also be compared with arbitration, which resembles a legal proceeding. In arbitration,
both sides make an argument as to the merits of their case and the arbitrator decides the
outcome. Negotiation theorists generally distinguish between two types of negotiation-The
Distributive negotiation and the Integrative negotiation. Different theorists use different
labels for the two general types and distinguish them in different ways.

1.3  Distributive negotiation

Distributive negotiation is also sometimes called positional or hard-bargaining
negotiation. It tends to approach negotiation on the model of haggling in a market. In a
distributive negotiation, each side often adopts an extreme position, knowing that it will not
be accepted, and then employs a combination of guile, bluffing, and brinkmanship in order
to cede as little as possible before reaching a deal. Distributive bargainers conceive of
negotiation as a process of distributing a fixed amount of value.

The term distributive implies that there is a finite amount of the thing being
distributed or divided among the people involved. Sometimes this type of negotiation is
referred to as the distribution of a "fixed pie." There is only so much to go around, but the
proportion to be distributed is variable. Distributive negotiation is also sometimes called
win-lose because of the assumption that one person's gain results in another person's loss. A
distributive negotiation often involves people who have never had a previous interactive
relationship, nor are they likely to do so again in the near future. Simple everyday examples
would be buying a car or a house.

1.4  Integrative negotiation

Integrative negotiation is also sometimes called interest-based or principled
negotiation. It is a set of techniques that attempts to improve the quality and likelihood of
negotiated agreement by providing an alternative to traditional distributive negotiation
techniques. While distributive negotiation assumes there is a fixed amount of value (a "fixed
pie") to be divided between the parties, integrative negotiation often attempts to create value
in the course of the negotiation (“expand the pie"). It focuses on the underlying interests of
the parties rather than their arbitrary starting positions, approaches negotiation as a shared
problem rather than a personalized battle, and insists upon adherence to objective,
principled criteria as the basis for agreement.


https://en.wikipedia.org/wiki/Diplomat
https://en.wikipedia.org/wiki/Legislators
https://en.wikipedia.org/wiki/Broker
https://en.wikipedia.org/wiki/Mediation
https://en.wikipedia.org/wiki/Arbitration

Integrative negotiation often involves a higher degree of trust and the forming of a
relationship. It can also involve creative problem-solving that aims to achieve mutual gains.
It is also sometimes called win-win negotiation.

1.5  Types of negotiators

Three basic kinds of negotiators have been identified by researchers involved in The
Harvard Negotiation Project. These types of negotiators are: Soft bargainers, Hard
bargainers, and Principled bargainers.

» Soft. These people see negotiation as too close to competition, so they choose a
gentle style of bargaining. The offers they make are not in their best interests, they
yield to others' demands, avoid confrontation, and they maintain good relations with
fellow negotiators. Their perception of others is one of friendship, and their goal is
agreement. They do not separate the people from the problem, but are soft on both.
They avoid contests of wills and will insist on agreement, offering solutions and
easily trusting others and changing their opinions.

« Hard. These people use contentious strategies to influence, utilizing phrases such as
“"this is my final offer” and "take it or leave it." They make threats, are distrustful of
others, insist on their position, and apply pressure to negotiate. They see others as
adversaries and their ultimate goal is victory. Additionally, they will search for one
single answer, and insist you agree on it. They do not separate the people from the
problem (as with soft bargainers), but they are hard on both the people involved and
the problem.

« Principled. Individuals who bargain this way seek integrative solutions, and do so
by sidestepping commitment to specific positions. They focus on the problem rather
than the intentions, motives, and needs of the people involved. They separate the
people from the problem, explore interests, avoid bottom lines, and reach results
based on standards (which are independent of personal will). They base their choices
on objective criteria rather than power, pressure, self-interest, or an arbitrary
decisional procedure. These criteria may be drawn from moral standards, principles
of fairness, professional standards, tradition, and so on.

Researchers from The Harvard Negotiation Project recommend that negotiators explore a
number of alternatives to the problems they are facing in order to come to the best overall
conclusion/solution, but this is often not the case (as when you may be dealing with an
individual utilizing soft or hard bargaining tactics) (Forsyth, 2010).

1.6 The effect of the partner's emotions

Most studies on emotion in negotiations focus on the effect of the negotiator's own
emotions on the process. However, what the other party feels might be just as important, as
group emotions are known to affect processes both at the group and the personal levels.
When it comes to negotiations, trust in the other party is a necessary condition for its
emotion to affect, and visibly enhances the effect. Emotions contribute to negotiation
processes by signalling what one feels and thinks and can thus prevent the other party from
engaging in destructive behaviors and to indicate what steps should be taken next.
Partner's emotions can have two basic effects on negotiator's emotions and behavior:
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mimetic/ reciprocal or complementary. For example, disappointment or sadness might lead
to compassion and more cooperation. In a study by Butt et al. (2005) which simulated real
multi-phase negotiation, most people reacted to the partner's emotions in reciprocal, rather
than complementary, manner. Specific emotions were found to have different effects on the
opponent's feelings and strategies chosen:

« Anger caused the opponents to place lower demands and to concede more in a zero-
sum negotiation, but also to evaluate the negotiation less favourably. It provoked
both dominating and yielding behaviours of the opponent.

» Pride led to more integrative and compromise strategies by the partner.

« Guilt or regret expressed by the negotiator led to better impression of him by the
opponent, however it also led the opponent to place higher demands. On the other
hand, personal guilt was related to more satisfaction with what one achieved.

« Worry or disappointment left bad impression on the opponent, but led to relatively
lower demands by the opponent.

1.7 Problems with laboratory studies

Negotiation is a rather complex interaction. Capturing all its complexity is a very
difficult task, let alone isolating and controlling only certain aspects of it. For this reason
most negotiation studies are done under laboratory conditions, and focus only on some
aspects. Although lab studies have their advantages, they do have major drawbacks when
studying emotions:

« Emotions in lab studies are usually manipulated and are therefore relatively ‘cold'
(not intense). Although those ‘cold’ emotions might be enough to show effects, they
are qualitatively different from the ‘hot' emotions often experienced during
negotiations.

« Inreal life there is self-selection to which negotiation one gets into, which affects the
emotional commitment, motivation and interests. However this is not the case in lab
studies Lab studies tend to focus on relatively few well defined emotions. Real life
scenarios provoke a much wider scale of emotions

o Coding the emotions has a double catch: if done by a third side, some emotions
might not be detected as the negotiator sublimates them for strategic reasons. Self-
report measures might overcome this, but they are usually filled only before or after
the process, and if filled during the process might interfere with it.

Conclusion

The present study aims to develop ‘Negotiation Skill’ training intervention for
different rank of police officers in India. These police officers Negotiate on a daily basis
with multiple stake-holders and the aim of this research is to make them better negotiators
through training.
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CHAPTER 2
REVIEW OF LITERATURE

A considerable time of research was spent in locating literature on negotiation in general
and in context with Indian police in specific. Unfortunately, most of the literature available
is from western world. In the Western world literature also, a lot has been researched in
terms of business Negotiations and not from the police point of view. Again, the literature
on police negotiation from Western world is largely limited to the Hostage Negotiation
situations. While the aim of this research is not to touch upon the Hostage Negotiation-
which is the highest form of Negotiation, yet there is a lot to draw from the same. A review
of Hostage Negotiation literature has also been done, A brief review of the available
literature is given below.

2.1 Negotiation and Culture

Since one of the objectives of this research is also to look into the cultural aspect of
Negotiation, it was decided to review the literature on importance of culture in Negotiation.

Hogan (2005) explains that Culture (from the Latin cultura stemming from colere,
meaning "to cultivate") is a term that has different meanings. Culture refers to the norms
and values that a group of individuals share. For example this can include the way people
think, act, interact with each other, and make decisions. It also defines what individuals eat,
what they wear, what they think is right or wrong, and much more (Bannon et al 3003,
p.15). Culture is passed down from one generation to another.

The norms and values learned from their parents (primary socialisation) and their
surroundings such as education and the work environment (secondary socialisation) are then
passed down to future generations.

Culture is a broad concept describing the basic things in human mentality and
behaviour such as language, tradition, ideology, approaches and style. Negotiation, in turn,
Is a part of the human activity connected with problem solving which is oriented towards
peaceful means of dispute resolution (Hofstede et al, 2005).

Negotiation in this context may be regarded as manifestation of culture because it
embodies a certain code of conduct that is oriented towards civilized ways of solving
disputes. In addition, Northouse (2007) defines culture as learned beliefs, values, rules,
norms, symbols and traditions that are common to a group of people. In addition, Salacuse
(1999, p 218) adds; culture is the socially transmitted behaviour patterns, norms, beliefs and
values of a given community.

According to Hofstede (1991) culture is an onion that can be peeled, layer-by layer to
reveal the content. Hofstede, is an influential Dutch social psychologist and anthropologist.
He is a well-known pioneer in his research of cross-cultural groups and organizations. He
has played a major role in developing a systematic framework for assessing and
differentiating national cultures and organizational cultures.
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The meaning of culture is compared with the layers of an onion. Where the outer
layer is what people principally associate with culture e.g. clothing, language and foods etc.
The middle layer refers to the norms and values which a community holds. The core of the
onion is the key to successfully working with other cultures.

Hofstede et al (1991) argues that culture is “the collective programming of the mind
which distinguishes the members of one group or category of people from another."

Trompenaars et al (2007) on the other hand defined culture as the manner in which
these dilemmas are reconciled, since every nation seeks a different and winding path to its
own ideals of integrity. Trompenaars et al (2007) believes that not only will conflict be
reduced by this reconciliation but businesses will succeed to the extent that this
reconciliation occurs.

Hoebel (1972, p.7) a noted anthropologist, further defines culture as "the integrated
system of learned behaviour patterns which are characteristic of the members of a society
and which are not the result of biological inheritance.”

Kanungo (2005) highlights that negotiation is further complicated when the parties
find themselves negotiating across dissimilar cultures. Culture is a powerful factor in
shaping how people think, communicate and behave.

2.2  Culture and the impact on negotiation styles

Brett (2001) suggests that culture is a key factor affecting negotiation processes and
outcomes and according to Salacuse (2004), negotiation practices differ from culture to
culture.

According to Brett, ‘First and foremost a clear understanding of the word negotiation
needs to be established. The term "negotiation" has originated from the Latin word
negotiari which means to carry on business’. (Brett, 2007, p.I)

Negotiators have different cultural backgrounds. The word "cultural™ is used in a
sense of "collective programming of the mind which distinguishes the members of one
category of people from another" (Hofstede et al 2003, p.137)

Martin et al (2006, p.6) suggests that some countries may emphasize politeness and
integrity, whereas another might use deception and coercive methods as a norm of
negotiation, whilst being polite and friendly outside of the negotiation arena. Czinkota
(2003) further explains that it is easy also to offend people from other cultures without
realizing what you are doing. Body Language, and particularly gestures, can have very
different meaning, and what may seem an innocent movement to one person can be
extremely rude to another.

Culture is a key factor affecting negotiation processes and outcomes, furthermore
cultural values can influence international business negotiations in significant and
unexpected ways from the first to the last stage of a negotiation. (Leung et al, 2005, p.367)
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There are arguments that propose that culture is inconsequential to cross cultural
negotiation. To begin with, a YouTube video by Falcao (2008) stresses that when entering
into negotiations, cultural factors should be considered such as the educational or religious
background of the person sitting across the table, but many people both underestimate and
overestimate the cross-cultural aspects.

Lewis, (2005, p.27) further explains that people tend to only look at national culture
when they go into international negotiations but there are other factors that need to be taken
into account such as educational culture, race culture, gender culture, a religious culture.
Karakowsky et al (2006) agrees and goes on to say that all of these also impact the way
people behave and they are all ‘cross cultural'. Therefore, to be a better negotiator all areas
of culture need to be taken into consideration.

Furthermore Weiss (1994) explains how most cross-cultural negotiations involve
more than two cultures; most individuals belong to more than one group; negotiations often
occur between teams that have their own team cultures in addition to the member's ethnic,
national, and organizational backgrounds; and multi-party, multicultural negotiations occur
as well. According to Holden (2002) national culture is one of many factors that influence
behavior at the negotiation table, albeit an important one.

Johansson (2002) stresses that gender, organizational culture, international
experience, industry or regional background can all be important influences as well.
Bannon et al (2003) states, that stereotypes of all kinds are dangerous, and international
negotiators must get to know the people they are working with, not just their culture,
country, or company.

Zhang et al, (2009, p.103) stresses that an important part of negotiation preparation
is research, including finding out all you can about the party or parties who will be across
the table from you. Understanding how to achieve international business negotiation
outcomes and the factors relevant to the process will allow negotiators to be more
successful. (Peng, 2008).

2.3 Indian Negotiation Style

Trompenaars seven dimensions of culture can assist in identifying Indian negotiation
peculiarities. Gupta (2008) points out that India is a fairly particularistic orientated culture.
This is apparent in India culture by their focus on relationships.

Individualistic cultures like UK are more self-centred and emphasize mostly on their
individual goals, whereas India are more of a collectivist society where individuals set aside
personal goals for the good of the whole. (Rugman, 2000).

Kumar et al (2005) emphasises that India is considered an affectionate culture.
Indians are neutral in affection but are allowed to show assertiveness and are taught to be
non-violent. The UK is also regarded as high neutral culture as they try not to show their
feelings; they act socially and maintain their composure (Cherunilam, 2007 p.83). When
negotiating in India, it is important to build a good relationship with the negotiators
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representing other party. Most Indians value ascription because of their reliance on the caste
system. Professional titles, age, degrees and caste level are indicators of status. Friendships
and kinships are more important than expertise.

People from a synchronic culture usually do several things at a time. India is a
synchronic orientated culture. (Gesteland et al 2010, p.22) Grinnis (2005) explains how an
understanding of the seven dimensions created Trompenaars provides a useful framework
for approaching negotiations.

Grinnis also stresses how it is essential to recognize that others may have different
cultural orientation from your own, even when negotiating with others from your own
country.

To analyse the cultural diversity, Hofstede (1996) proposed five cultural dimensions
to assess the values which characterize specific patterns. The five dimensions in hofstede's
study are power distance, collectivism versus individualism, masculinity and femininity,
uncertainty avoidance and long-term orientation. (Chang, 2003, p.568)

2.4  Hofseteds five cultural assessment: INDIA

Power distant: Looking at the figure shows that India scored rather high with a score
of 77. Indian people tend to be very sensitive to the position of people. All seniors and
elders are expected to be treated respectfully. In the workplace, a system of hierarchy exists
where senior colleagues are obeyed and respected.

Collectivism versus individualism: With a score of 48 shows that Indians are
extremely family oriented people. Indian collectivism is derived from traditional Indian
family values. Indians tend to avoid conflict and generally opt for indirect communication.

Masculinity/Feminity: With a score of 56 reflects the gender inequality form its
early history. Male children are still highly desirable and women are rarely looked upon as
bread winners, they are expected to be good wives and mothers.

Uncertainty avoidance: India ranks fairly low in this dimension as Indian doesn’t
have framework of rules and regulations or any institutions to avoid uncertain situations. In
India people don’t feel threatened by ambiguous situations.

Long-term orientation: With a fairly high score of 61, in India businesses are done
for long term and mostly with family and friends.

2.5 Police Negotiation Techniques and Negotiation SKills from the New York
City Police Department Hostage Negotiations Team

While this research primarily focuses on everyday negotiations that police may do(and not
the Hostage/Crisis negotiation), it will not be out of context to review the vast literature
available on Hostage Negotiation which is the highest form of Negotiation being lives at
stake in most situations. There is a lot of literature on the Hostage or Crisis negotiation being
done by police forces in western world especially the USA. There is definitely something to

8



learn from these hostage negotiation cases (though again they bring in the entirely different
cultural context which is in complete contrast with the Indian culture).

As per a recent article from Jeff Thompson and Hugh McGowan, Ph.D. (“Talk To
Me”: What It Takes To Be An NYPD Hostage Negotiator) “Few negotiators can imagine
negotiation scenarios more stressful than the kinds of crisis negotiations the New York City
Police Department’s Hostage Negotiation Team undertake. But police negotiation
techniques employed by the New York City Police Department’s Hostage Negotiations
Team (HNT) in high-stakes, high-pressure crisis negotiation situations, are critical for any
negotiator faced with high-tension conflicts in business or diplomatic negotiations”.

Thompson, a NYPD Detective, is a research scholar at Columbia University School of
Law and a Ph.D. candidate at the Griffith University Law School in Queensland, Australia.
McGowan is a former commanding officer of the NYPD’s Hostage Negotiation Team,
having led the HNT for 13 years. The NYPD Hostage Negotiation Team handles more crisis
negotiations in one month than most departments do in a year and, in 2012 alone, the
department handled 400 such negotiations. In a previous year, one incident was well over
50 hours long and included a team of 17 crisis negotiators.

Not unlike integrative negotiators who seek to create value between negotiating
counterparts, and distributive negotiators who seek to maximize their claim to value in the
negotiation at hand, hostage negotiators possess advanced conflict resolution skills and must
be able to “apply a specific set of skills in a strategic manner that is based on the current
context.”

The goal of police negotiation (Hostage/Crisis) techniques is to “work with the person
in crisis towards a peaceful solution that previously seemed impossible,” or, in other words,
to reconcile a counterpart’s problems with the need to maintain the peace for society at
large.

Using active-listening techniques, maintaining an open-minded approach, and
building rapport to influence one’s counterpart are just a few of the “skills negotiators use to
transcend these unique incidents and which are applicable to a variety of other [negotiating]
situations.”

Important police negotiation techniques that the NYPD Hostage Negotiations Team
has identified for future hostage negotiators also have applicability to the kinds of value-
creating, integrative negotiations business negotiators undertake during the course of their
careers, and should be included in any crisis negotiation training a negotiator pursues.

Essential skills of a NYPD HNT Negotiator:
“Talk to Me”

The NYPD HNT’s motto, “Talk to Me,” emphasizes communication as an essential
police negotiation technique for their crisis negotiators, and for good reason. Opening up
avenues of communication to your counterpart signals that you are ready to listen, an
integral first step to building rapport between negotiating counterparts by “build[ing]
trust...as well as display[ing] empathy,” which can lead to further mutual gains at the
bargaining table as the negotiation progresses beyond the initial stages.
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Patience

Not only is it important to allow your counterpart a forum to air concerns during a
hostage negotiation, it is also critical for the crisis negotiator to be patient and “avoid
jumping to conclusions and rushing quickly towards a resolution.” The patient negotiator
seeks to build rapport so as to influence his counterpart’s actions; if he ignores this process,
he greatly hinders his ability to influence his counterpart and resolve the situation in a
peaceful manner.

Active Listening

The NYPD Hostage Negotiations Team calls “active listening” an affective and
effective skill. Active listening is an affective skill when it is used to build trust and rapport
between negotiating parties with the effective byproduct of this process resulting in
information gathering, which can help maintain an open dialogue with your negotiating
counterpart.

Respect

Active listening and patience are high on the list of the NYPD HRT’s conflict
resolution tactics. Both result in your counterpart feeling he is respected and that his
concerns are being heard and addressed.

Calm

Displaying calm in the midst of a heated crisis negotiation is perhaps one of the most
critical police negotiation techniques a hostage negotiator can master, because “the
negotiator’s actions are contagious and . . . using a calm, understanding, and respectful tone
is what helps the subject realize there is an alternative way out.”

Self-Awareness

Self awareness for the NYPD HNT involves the dual realization that the crisis
negotiator must establish a relationship with a complete stranger while keeping his
communication strategic and purposeful in nature.

Adaptability

A police negotiation technique that all skilled negotiators should possess in their
negotiation skills repertoire is the ability to adapt to changing circumstances and to respond
to those circumstances in a way that preserves the relationship they have built with their
counterpart while also bringing them closer to their negotiation goals. As the NYPD HNT
points out, “crisis and hostage negotiation is not a ‘cookie-cutter’ design where the same
approach and actions are used each time in an identical way,” and, indeed, no skilled
negotiator would ever approach the bargaining table with this mindset.
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While negotiations are never uniform or universal, the relationship building and
communication skills advocated by integrative bargainers do apply in nearly every
negotiation scenario you can imagine.

Though not often fraught with the emotional complexity of a hostage negotiation,
business negotiations still rely upon trust, rapport, and a mutual sense of respect in order to
make the deal happen. Likewise, when dealing with difficult people in your daily life, active
listening and a respectful, calm demeanor are proven techniques for preserving your
relationship with your counterpart while also addressing his/her concerns in a thoughtful
way.

Crisis Negotiation Unit

A Crisis Negotiator is a police officer who has received specific training in crisis
negotiation. Crisis Negotiators work in teams of four and respond to situations involving
hostages or barricaded persons, persons suffering from mental illness where their safety or
the safety of others is at risk, kidnappings and high risk warrant execution.

All Crisis Negotiators must successfully go through a selection process which
includes an in-depth interview. Once selected, the officer must complete the Crisis
Negotiation course, re-qualify as required and participate in regular training days and in
annual joint training exercises involving other Emergency Support Services units such as the
Tactical and Rescue Unit.

2.6 Negotiation Ability, Style and Strategy

Kumar, Rai & Pati (2009) suggest that works in the field of negotiation could be divided
into three areas, viz, negotiating ability, negotiating style and negotiating strategy. While
negotiating style is the natural way in which one reacts to an interpersonal situation of
conflict, ability is a “set of strengths required to negotiate and handle disputes effectively”
and negotiating strategy is the conscious choice a negotiator makes given the dual concerns
of substantive and relational goals.

Rai (2007) suggested that the dispute handling capability manifests itself through five
dimensions: Artfulness, which represented “the elements of shrewdness and calculatedness
in the context of handling disputes”, Diplomacy, which represented “the elements of tact,
sensitivity and the ability to look at issues with acutely penetrating mental discernment”,
Detachedness, which represented “the elements of rational thinking and dissociating
judgment from desires”, Fair-mindedness, which represented “the elements of selflessness
and equality in the context of handling disputes”, and Sagacity, which represented “the
elements of seeking the right path, equanimity, and reliance on own counsel apart from the
rule-book”. Given the increase in psychological maturity of conflict handlers in the
corporate sector, it is likely that these conflicts would be increasingly handled through
Negotiation. Consequently, Rai’s dimensions of Dispute Handling Capability can be said to
be a surrogate representation of Negotiating Ability itself. This Negotiating Ability can be
defined as a “set of strengths required to negotiate and handle disputes effectively”
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According to Kumar, Rai and Pati (2009), negotiating style of a person is the “sum total of
ways in which one reacts to and interacts in interpersonal situations with the intention to
satisfy one’s inherent need orientations.” There are four major styles which people usually
use when in Negotiation. A negotiator having an analytical style, does careful analyses, pays
thorough attention to details, has a preference for hard facts and sound logic, and weighs all
alternatives ahead of time. Such an individual has a clear picture of what he/she wants and
all his analyses point to creating a situation that will facilitate in getting the desired
objective. The negotiator with an aggressive style likes accomplishment, takes advantage of
opportunities, is quick to act and likes challenges, and is very active in coming up with new
ideas. For such a negotiator, winning is more important than achieving a particular goal and
it may not be surprising if the negotiator surpasses the target set for the goal. Negotiators
with an equitable style are characterized by their stress on mutual goal setting; they do not
hesitate in asking for help from the other party; and they show concern and recognition of
others’ standards. They have the ability to tie proposals to common values of the two parties
and they believe in emphasis on worthwhile causes. Therefore, those who are very interested
in the process and stress on the underlying cause of achieving a goal rather than the goal
itself are characterized by equitable negotiation style type. Finally, the negotiators with
amicable style have the ability to sense how people are feeling and thinking; people see
them as socially skilled and as sociable, and they have and display a personal charm. For this
type of negotiators, maintaining relationship is more important than the espoused goal. A
style is considered appropriate if its use can result in effective solution formulation to a
problem.

2.6 BATNA (Best alternative to a Negotiated Agreement)

Chopra et al in their book Negotiation Genius talks about BATNA i.e. Best Alternative to a
Negotiated Agreement. It is the course of action that you will take if and when the current
Negotiation ends in an impasse. They suggest the following 3 steps for assessment of
BATNA:

a) Identify all the plausible alternative options you might pursue if you are unable to

reach an agreement with the other party.
b) Estimate the value associated with each alternative.
c) Select the best alternative, this is your BATNA.

Seven Principles of Investigative Negotiation

In the book ‘Negotiation Genius’, the concept of Investigative Negotiation has been
compared to that of a detective who might approach a crime scene: the goal is to learn as
much as possible about the situation and people involved. Following seven principles of
Investigative Negotiation have been suggested:
a) Don'’t just ask what-ask why.
The idea is to understand why a person is asking for something? What is the interest
of the other person in asking for a particular thing? This is best possible through
listening and asking right questions.
b) Seek to reconcile interests, not demands.
This is to do with the real interest of both the parties rather than the position they take
In negotiation.
¢) Create common grounds with uncommon allies
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d)

f)

J)

2.6

This is to say that do not ignore or underestimate any party in Negotiation. For the
larger interest of all the parties, it will not be unwise to work on creating common
grounds with people unknown.

Interpret demands as opportunities

This is to focus on other party’s needs and interests rather than one’s own
predicaments. Faced with a demand, one need to ask the question “What can I learn
from this demand?”

Don'’t dismiss anything as ‘their problem’

One must understand that their problems become your problems in no time. One can
always expect more from an unconstrained opponent thane whose hands are tied.
Don'’t let Negotiations end with a rejection of your offer

What an investigative negotiator should do after being rejected is to ask “What would
it have taken for us to reach an agreement”? Asking ‘why not’ is as important as
asking ‘why’.

Understand the difference between ‘Selling” and ‘Negotiation’

As against selling that focuses only on virtues of the product or service, Negotiation
involves focusing on the other side’s interests, needs, priorities, constraints and
perspective.

Negotiation and Psychology

Psychology plays an important role in Negotiation. A literature survey on role of
Psychology in Negotiation was carried out. A number of resources were found.
However, barring a few, most resources was business related. Chris Voss, a former
Negotiator for FBI, writes that understanding Psychology of the other person is very
important in dealing with hostage or crisis negotiation. He recommends the following
five techniques in utilizing the psychological and emotional intelligence to succeed in
any negotiation:

a) Mirror words selectively: Repeat the last one to three words your counterpart has
just said to back them. This will help to establish a quick rapport.

b) Practice tactical empathy: Proactively label their fears. Demonstrate to them that
you see the nuances of their emotions.

c) Get to a “no”: Ask no-oriented questions. Being pushed for ‘yes’ make people
defensive, fearing a trap.

d) Trigger ‘that’s right’: By summarizing and reaffirming how your counterpart feels
and what they want.

e) Create the illusion of control: Don’t try to force your opponent to admit that you
are right. Ask questions that begin with how or what.

Apart from the above study, many other studies have been referred to in the literature
review and are found to be mostly business related. Some of the important literature
were those written by Deepak Malhotra and Max Bazerman of HBS, Carsten Dreu,
Billy Fink, Marty Nemko, Mara Olekalns, Jared Curhan, Janice Nadler, Brian Gunia
etc. A reference to them has been made in the list of literature at the end of this
chapter.
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2.6 Negotiation in Policing in India

Police in India negotiates almost every day. Be it angry mob (Students, Farmers,
religious groups), be it elected representatives, be it press or his seniors, juniors or
colleagues - a police officer is negotiating every now and then. In fact people expect police
to negotiate or mediate into all their disputes, whether they have jurisdiction or not. From
rural villages to cities, conflicts are a common phenomenon. A police officer not trained in
Negotiation skills find him helpless in resolving these conflicts / disputes.

The complexity and importance of police job requires focusing on content, design
and delivery of training in emphatic manner. Since the nature of job done by police officers
is not easily quantifiable or measurable, finding out impact of training is very difficult;
however at the same time it is essential to design better and efficient training programmes as
the tasks performed by a police person are very important to achieve organisational
objectives. In this context scientific evaluation of negotiation skills need is all the more
essential.

Unfortunately, though police in India negotiates almost on a daily basis, yet there is
almost absolutely no literature on Negotiation done by police officers. There are a few
anecdotal descriptions which do not help much to understand the nuances of the
“Negotiation” nor the “Skills” required on part of the negotiator nor do they throw light on
“strategies” to be adopted for success in such situations. In the nutshell, it can be concluded
that the literature on Negotiation skills in reference to India and more specifically in police
context is almost negligible.
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3.1 INTRODUCTION

This chapter describes in detail the procedural dimensions of study, data gathering
instruments, psychometric characteristics of the instruments, procedural steps followed, etc.

CHAPTER -1

RESEARCH DESIGN OF THE STUDY

The chapter is organized in the following sub-headings:
Introduction

3.1
3.2
3.3
3.4
3.5
3.6
3.7
3.8
3.9

Statement of Problem and Definition of terms

Need, Importance and Scope of the study
Obijectives of the study

Tools and

Procedure for Compilation & Analysis of data

Techniques for data Collection

Limitations of the study
Application of Statistical treatment
Delimitations of the Study

3.1 Introduction

A negotiation is an interactive communication process that may take place
whenever we want something from someone else or another person wants

something from us.

Identification of appropriate negotiation paradigm in policing has to be done at three
levels in police organisation. These include organisational analysis, operational analysis

and individual analysis.

Stake Holders

e Society

e Government

e Police Personnel Technology
Personnel
o Policy Makers(Senior) Background
o Decision Makers e Organisational
(Middle level) Culture/Sub
o Implementers (Grass Culture
Root level) e Structure

Relevant Factors

e Nature of Job
e Socio Political

Factors

Negotiation Skills for Police Officers

A4

Levels of
Negotiation
Training Needs

e Organisational

e Operational

Figure 1- Conceptual Framework
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All three levels are affected by many extraneous factors like socio-political
environment, technology, demographics, background of personnel etc. It is essential to
understand individuals' perceptions about all three levels of analysis. Keeping in mind
following frame work of study is suggested. (Refer to Figure 1). The perfect study focuses
on understanding needs of police officers of various ranks while identifying training needs.

3.2 Statement of Research Problem

The Research Study is worded as “Evolving Negotiation Skills Training
Interventions For Police in India”.

3.3 Need and importance of the study

In public services like Police Force, dynamic environment has posed new challenges
in front of police personnel. As nature of duties for various ranks of officers get reoriented,
challenges emerge. Greater awareness in society and increasing expectations require non-
lethal methods of conflict resolution to come to fore. In this environment, negotiation in
normal and crisis situation is a very important tool. A guided effort to identify training
needs of the all level of staff in the context of the negotiation is the need of the hour.
Changing background of the police personnel, demographic shift in society, nature of
professional challenges, work environment and performance parameters need to guide
identification of negotiation related training needs. This is the first but most important step
in building continuously improving professional police force ready to deal with evolving
environment and expectations of the various stakeholders.

The complexity and importance of police job requires focusing on content, design
and delivery of training in emphatic manner. Since the nature of job done by police officers
is not easily quantifiable or measurable, finding out impact of training is very difficult
however; at the same time it is essential to design better and efficient training programmes
as the tasks performed by a police person are very important to achieve organisational
objectives. In this context scientific evaluation of negotiation skills need is all the more
essential.

3.4 Objectives of the study

First objective was to identify formal and informal negotiation situations faced by
various ranks of police officials.

Second objective was to prepare a competency and skill directory for addressing
negotiation complexities. A general gap assessment will be done through focus group
guestionnaire method with different ranks of police officials.

Third objective was to prepare a detailed curriculum for training intervention for
police officers at various ranks.

Fourth objective was to develop standard teaching material, which will include
detailed trainer notes, cases, simulations, teaching modules etc. This has to be followed by
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piloting of the programme and then tweaking it based on feedback and operational
understanding.

Fifth objective was to dissemination and hand holding to implement the intervention
in training academies.

3.5  Techniques of Data Collection (Description of Tools and Techniques)

The study covers all levels of police officers including IPS officers, Inspectors and
Sub-Inspectors and Constables. Total numbers of Police Districts in India are 605 and total
numbers of Police Stations are 11840. Stratified random sampling was used for the study.
Total proposed sample size is 466. A balance between junior and senior officers was also
maintained in all cadres. Details of sample distribution are given below, (refer to table 1).
Four different states in India were chosen to collect this data. (Maharashtra, Telangana,
Madhya Pradesh and West Bengal)

Table 1: Sample Distribution

Total
IPS Officers 66
Inspectors 150
Constables 225
Total 466

Primary data was collected with the help of a structured questionnaire. The
questionnaire was validated with the help of experts in the field. Secondary data from
various sources such as Journals, Magazines, Newspapers and Websites was used to
collate the findings of the study.

3.6 Procedure for Compilation & Analysis of data

The structured Questionnaire schedule was translated in local language for easy
acceptability. Respondents were asked to answer questions anonymously. Questionnaire
had both close ended and open ended questions. Number of questions was limited so as to
ensure time management and convenience. Close ended questions were based on Likert
Scale. Open ended questions were used to elaborate on answers of close ended questions.

3.7  Application of Statistical treatment

Questions were pre coded and answers were analysed using SPSS. Data was
processed with the help of relevant computer software. Significant differences were
found out with the help of ANOVA. Identification of needs was based on collation of
data. Responses was grouped according to predefined parameters and based on analysis
recommendations is made.
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3.8 Limitations of the Study
Study may not be able to cover all geographical regions because of time and

resource constraints. Lack of existing literature on negotiation in policing in general and
in India in particular is another major limitation.
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Questionnaire used for Research

This questionnaire refers to preferred negotiation styles and practices. We would like
to know your opinion on the subject. Your responses will be kept confidential. The opinions
shared by you shall be used purely for academic purpose.

Kindly answer the following by ticking the right choice.

1. Which of these people / sections | negotiate with in the Course of my routine duties

(@) Crowd/unruly people

(b) Political people

(c) Religious people
(d) Media
(e) My Seniors

(f) My subordinates

(g) My Colleagues

(h) Accused / Criminals

(i) Complainants
(j) Officers from

other departments

2. Rank in order of preference, which of these are easiest to negotiate with
(1 being the easiest and 10 being the most difficult)

(@) Crowd/unruly people

(b) Political people

(c) Religious people
(d) Media
(e) My Seniors

(F) My subordinates

(g) My Colleagues

(h) Accused / Criminals

(i) Complainants
(j) Officers from

other departments
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10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

Negotiating and talking with other person/s before deciding future course of action helps in

dealing with situation.

Strongly agree

Agree

| try to continuously upgrade my negotiation skil

Strongly agree

Agree

| prefer to negotiat

Somewhat agree

Disagree

S.

Strongly disagree

Somewhat agree

Disagree

Strongly disagree

e with persons of my gender.

Strongly agree

Agree

Somewhat agree

Disagree

Strongly disagreg

| prefer to negotiat

Strongly agree

Agree

| prefer to negotiat

e with persons of my age.

Strongly agree

Agree

| prefer to negotiate with persons belonging to my native area.

e with persons of my caste/tribe.

Somewhat agree

Disagree

Strongly disagree

Somewhat agree

Disagree

Strongly disagree

Strongly agree

Agree

Somewhat agree

| prefer to negotiat

Strongly agree

Agree

| believe in loyalty to the organization while conducting negotiations.

e only in the area of my expertise.

Disagree

Strongly disagree

Somewhat agree

Disagree

Strongly disagree

Strongly agree

Agree

Somewhat agree

Disagree

Strongly disagres

Emotions have little role to play in negotiations.

Strongly agree

Agree

| prefer to work in

Somewhat agree

Disagree

conflict free environment.

Strongly agree

Agree

Strongly disagree

Somewhat agree

Disagree

| may easily get an

Strongly agree

Agree

| often discuss my negotiation

Strongly agree

Agree

| may develop friendship with some of the persons with whom I negotiate like suppliers,

citizens, colleagues etc.

Strongly disagreq

ry if the negotiation does not proceed according to plan.

Somewhat agree

Disagree

experience with my family/friends.

Strongly disagree

Somewhat agree

Disagree

Strongly agree

Agree

Strongly disagree

Somewhat agree

Disagree

| prefer to work in

Strongly disagree

competitive environment.

Strongly agree

Agree

Somewhat agree

| offer assistance to my subordinates / colleagues in their negotiations.

Disagree

Strongly agree

Agree

Strongly disagree

Somewhat agreg

Disagree

instruction to all concerned for negotiations.

Strongly disagreq

Somewhat agree

| give detailed
Strongly agree Agree
It is very important for me tha

negotiations.

Disagree

Strongly disagree

my superiors kn
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20.

21.

22.

23.

24,

25.

26.

217.

28.

29.

30.

31.

32.

33.

34.

35.

Strongly agree

| have received
Strongly agree

“Asking the rig
Strongly agree

‘Listening' to the ot

Strongly agree

Using 'Right to
Strongly agree

We should make it clear to other person what can be done and what cannot be done at the

Agree

Somewhat agree

Disagree

training in Neg

otiation Skills.

Agree

Somewhat agree

ht Question'is i

Disagree

Agree

mportant in Negotiation.

Somewhat agree

Agres

ne' is important

in Negotiation.

Agree

Somewhat agree

start of Negotiations.

Strongly agree

'Right body lan
Strongly agree

It is important to discuss a

Strongly agree

It is important to understand what a person/s really wants out of Negotiation rather than

Agree

Somewhat agree

guage' is impor

Agree

Somewhat agree

Il possible options in a given situation.

Agree

Somewhat agree

going by what he say, he wants.

Strongly agree

Despite repeated e
even slightly, it is perfectl

Strongly agree

It helps to know about the

Strongly agree

Agree

Somewhat agree

orts o

your part, if the othe
ok to sound consequenc

Agree

Somewhat agree

other person in advan

Agree

Somewhat agree

It is important knowing "What

Strongly agree

is important” for

Agree

Somewhat agree

It is important managing your

Strongly agree

It is important understandi

Strongly agree

Advance preparation about the other

own Emotions.

Agree

Somewhat agree

ng the emotions of other person/s in

Agree

Somewhat agree

the chances of Negotiation success.

Strongly agree

No single tactics can work

Strongly agree

It is important
Strongly agree

Agree

Somewhat agree

in all situations.

Agree

Somewhat agree

to identify key

eople, in a Nego

Agree

Somewhat agree
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tant in Negotiation.

person,

Disagree

her person is important in Negotiation.

Strongly disagree

Strongly disagree

Strongly disagree

Disagree

Strongly disagreg]

Disagree

Disagree

>

Disagree

Disagree

Disagree

person is not

ready to budge
es of failure of talks to other party.

Disagree

ce, before going for Negotiation.

Disagree

the other person in Negotiation.

Disagreg]

Disagree

Ne

Disagree

situation,

Disagreg

Disagree

tiation.

Disagree

Strongly disagree

Strongly disagree

Strongly disagree

Strongly disagree

Strongly disagree

Strongly disagree

Strongly disagree

Strongly disagree

Strongly disagree

otiation.

Strongly disagree

options  etc.

increases

Strongly disagree

Strongly disagree

Strongly disagree




36. 'Sense of humour' helps in Negotiation.
Strongly agree Agree Somewhat agree Disagree Strongly disagree

37. It is important to select an appropriate place for conducting negotiations.
Strongly agree Agree Somewhat agree Disagree Strongly disagree

38. It helps to use personal Charisma to handle issues.
Strongly agree Agree Somewhat agree Disagree Strongly disagree

39. It helps to have an enhanced awareness of self.
Strongly agree Agree Somewhat agree Disagree] Strongly disagree

40. It is important to seek clarification from other person when required.
Strongly agree Agree Somewhat agree Disagree Strongly disagree

41. 1t is important to know, what best option do | & other party have, in case of failure of
Negotiation.
Strongly agree Agree Somewhat agree Disagree Strongly disagree

42. With increasing number of parties & issues, the complexity of Negotiation increases.
Strongly agree Agree Somewhat agree Disagree Strongly disagree

43. Sometimes a weak party also has strength in Negotiation.
Strongly agree Agree Somewhat agree Disagree Strongly disagree

44. Any other important point/s that helps you to negotiate effectively?

Name & Contact no:
(Optional)
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CHAPTER - IV

Data Analysis

Introduction

A 43 item structured questionnaire was prepared based on literature survey and same
was tested with 20 experts including 10 senior IPS officers and 10 academicians. The
same was filled by 66 IPS officers across the country and 400 Inspectors/Sub
Inspectors/Head Constables/Constables from four different states viz. Telangana,
Maharashtra, West Bengal and Madhya Pradesh to identify key dimensions of
negotiations in policing environment.

Data so collected was first analysed to Factor Analysis to identify key competencies for
negotiations to design training modules for different level of officials. Factor analysis is
the techniques to reduce data and identify variable. Principal component analysis with
varimax rotation was used. Questions 3 to 43 were used for the purpose of this analysis.
Only IPS officers were chosen for this phase because they have exposure to multiple
type of negotiating situations and contexts. 7 key competencies are identified and are
explained in the table given below:

Table4.1
Competencies for Questions Loading %
Negotiation variance
explained
No single tactics can work in 525 10.858
all situations
It is important to select an 522
appropriate place for
conducting negotiations.
It helps to wuse personal .758
Charisma to handle issues.
It helps to have an enhanced .686
Contextual awareness of self
It is important to seek .635

Astuteness(FACL_CA) | oyarification from other person

when required.
It is important to know, what .620
best option do | & other party
have, in case of failure of
Negotiation.

With increasing number of 77
parties & issues, the complexity
of Negotiation increases.
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Strategic Planning
(FAC2_SP)

It helps to know about the other
person in advance, before going
for Negotiation.

.651

It is important knowing "What
Is important” for the other
person in Negotiation.

.661

Advance preparation about the
other person, situation, options
etc. increases the chances of
Negotiation success.

.656

Sense of humour' helps in
Negotiation

818

9.483

Familiarity
bias(FAC3_FB)

Negotiating and talking with
other person/s before deciding
future course of action helps in
dealing with situation.

.848

| prefer to negotiate with
persons of my gender.

.806

| prefer to negotiate with
persons of my caste/tribe

.155

| prefer to negotiate with
persons of my age.

611

| prefer to negotiate with
persons belonging to my native
area.

581

8.215

Effective Communication

and Persuasion
(FAC_EC)

‘Listening' to the other person is
important in Negotiation.

.558

Using 'Right tone' is important
in Negotiation.

.634

‘Right body language' is
important in Negotiation.

.645

It is important to discuss all
possible options in a given
situation.

.682

It is important to understand
what a person/s really wants out
of Negotiation rather than
going by what he says, he
wants.

546

Despite repeated efforts on
your part, if the other person is
not ready to budge even
slightly, it is perfectly ok to
sound consequences of failure
of talks to other party

611

8.066
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| believe in loyalty to the 531 7.270
organization while conducting
negotiations.

Impersonal | prefer to work in competitive .580
Representation of Position | environment.
(FAC_IRP) It is important managing your .550
own Emotions
It is important to identify key .644
people, in a Negotiation
| often discuss my negotiation 571 6.271
experience with my
family/friends.
It is very important for me that .642
Post Negotiation Credit | my superiors know about my
(FAC_PNC) achievements in negotiations
We should make it clear to -.599

other person what can be done
and what cannot be done at the
start of Negotiations.

I may easily get angry if the 526 5.961
negotiation does not proceed
according to plan.

Rigidity and Inflexibility || offer assistance to my .681
(FAC_RI) subordinates / colleagues in
their negotiations.
| give detailed instruction to all .655

concerned for negotiations.

Loading explains relationship of the question with the variable. Loading value .5 has been
taken as the reference for reducing the variables. Variance explained means that the each
variable can explain how much variance in the data collected from the respondents.

2. In the second stage, differences in terms of different ranks and States were identified
through One way Analysis of Variance so that a targeted program can be prepared. Here the
data collected for all ranks and all States was used. The comparisons are as given below.

Table 4.2
ANOVA BASED ON RANKS
Sum of df Mean F Sig.
Squares Square
Contextual Be_tw_een Groups .032 2 .016 .028| .973
Astuteness Within Groups 270.595 463 584
Total 270.628 465
Strategic Between Groups|  19.292 2| 9.646] 16.316] .000
Planning Within Groups 273.723 463 591
Total 293.014 465
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Between Groups 20.429 2| 10.215] 14.085| .000
Familiarity Bias | Within Groups 335.772 463 125

Total 356.201 465
Effective Be.tw.een Groups 52.624 2| 26.312| 18.819| .000
Communication Within Groups 647.342 463| 1.398

Total 699.965 465
Impersonal Between Groups 25.205 2| 12.602| 13.057| .000
Representation | Within Groups 446.877 463 965
of Position Total 472.082 465
Post Negotiation Be_tw_een Groups 49,555 2| 24.778| 39.129| .000
Credit Within Groups 293.182 463 .633

Total 342.737 465
Rigidity and Be_tw_een Groups 1.571 2 /85| 1.016] .363
Inflexibility Within Groups 357.940 463 173

Total 359.510 465

There is significant difference in all dimensions among ranks except Contextual Astuteness
and Rigidity and Inflexibility. One to one comparisons are given below and significant
differences are marked with *.

The significance of Contextual Astuteness between these two groups’ shows .973 that is
higher than the set significance level for testing of hypothesis, meaning which is statistically
insignificant that both the groups show similar straits of patterns in Contextual Astuteness.
With mean square .016 between the groups and .584 within the groups, which are closure
to 0, implies that individuals as a group, do not deviates much from their group’s general
conduct. The two groups are also alike in display of Rigidity and Inflexibility as they are
statistically insignificant with having .363 significance value and mean squares .785
between groups and .773 within the groups.

Whereas, in other dimensions the two groups shows significant difference among them with
having .000 significance value which statistically significant, exhibits higher behavioural
differences between the groups in these dimensions. The mean square between the groups
shows larger distance from O while the within the groups it was more or less near to 0
depicting the said statement.

This gives an indication regarding development of training interventions for different ranks.
For factors with significant differences, there is a need to address the need for training on
that factor differently. However for those factors where there is not a significant difference
in dimensions, more or less similar training interventions can be given.

Tuckey’s HSD has been used to determine the intensity of differences among various
groups relative to each other. The analysis is shown in table 4.3 and graph 4.1.
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Table 4.3

Multiple Comparisons

Tukey HSD

Dependent Variable |(I) Rank (J) Rank Mean Std. Error | Sig. | 95% Confidence Interval

Difference Lower Upper Bound
(1-J) Bound

Constabulary Inspectors .01404087| .07683375| .982| -.1666163 1946981
IPS Officers -.00868087| .10729249| .996| -.2609549 .2435932
Contextual Inspectors Constabulary -.01404087| .07683375| .982| -.1946981 1666163
Astuteness IPS Officers -.02272174| .11000919| .977| -.2813835 .2359400
_ Constabulary .00868087| .10729249| .996| -.2435932 .2609549
IPS Officers I\ vectors 02272174| .11000919| .977| -.2359400 2813835
Constabulary Inspectors -.01479033| .07727648| .980| -.1964885 1669079
IPS Officers -.58987455"| .10791073| .000| -.8436023 -.3361468
Strategic Planning | Inspectors Constabulary 01479033 | .07727648| .980| -.1669079 .1964885
IPS Officers -.57508422"| .11064308| .000| -.8352364 -.3149320
IPS Officers Constabulary .58987455: 10791073 | .000 .3361468 .8436023
Inspectors 57508422 | .11064308| .000 .3149320 .8352364
Constabulary Inspectors -.09267944 | .08558821| .525| -.2939208 1085619
IPS Officers -.62958064" | .11951743| .000| -.9105989 -.3485624
Familiarity Bias Inspectors Constabulary 09267944 | .08558821| .525| -.1085619 .2939208
IPS Officers -.53690120"| .12254366| .000| -.8250349 -.2487675
IPS Officers Constabulary .62958064"| .11951743| .000 .3485624 .9105989
Inspectors .53690120"| .12254366| .000 2487675 .8250349
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Constabulary Inspectqrs .1065447&3 11883893 | .643| -.1728781 .3859676

IPS Officers -.90549614" | .16594954| .000| -1.2956890 -.5153033

. Constabulary -.10654475| .11883893| .643| -.3859676 1728781

(E:ffecnve icati INSPECLOrs | |pg o -] .17015145| .000| -1.4121136 6119682
ommunication icers 1.01204089" | - . -1. -.

IPS Officers Constabulary .90549614: 16594954 | .000 5153033 1.2956890

Inspectors 1.01204089"| .17015145| .000 .6119682 1.4121136

Constabulary Inspectqrs .1001253% .09873838| .568| -.1320356 .3322864

Imoersonal IPS Officers -.60869071"| .13788064| .000| -.9328859 -.2844956

Regresen tation of | Inspectors Constab_ulary -.1001253% .09873838| .568| -.3322864 .1320356

Position IPS Officers -.70881611* 14137184 | .000| -1.0412200 -.3764122

IPS Officers Constabulary .60869071* 13788064 | .000 .2844956 .9328859

Inspectors .70881611" | .14137184| .000 3764122 1.0412200

Constabulary Inspectqrs -.0053508Z .07997618| .998| -.1933968 .1826950

IPS Officers .93283173"| .11168066| .000 6702399 1.1954236

Post Negotiation Inspectors Constabulary .00535087| .07997618| .998| -.1826950 .1933968

Credit IPS Officers .93818260"| .11450847| .000 .6689418 1.2074234

IPS Officers Constabulary -.93283173: .11168066| .000| -1.1954236 -.6702399

Inspectors -.93818260" | .11450847| .000| -1.2074234 -.6689418

Constabulary Inspectqrs -.09317643| .08836837| .543| -.3009547 1146018

IPS Officers -.15396762| .12339971| .426| -.4441142 1361789

Rigidity and Inspectors Constabulary .09317643| .08836837| .543| -.1146018 .3009547

Inflexibility IPS Officers -.06079118| .12652425| .881| -.3582844 .2367020

IPS Officers Constabulary 15396762 | .12339971| .426| -.1361789 4441142

Inspectors .06079118| .12652425| .881| -.2367020 .3582844

*. The mean difference is significant at the 0.05 level.
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Tukey HSD was conducted for post-hoc comparisons between these set of groups. The Mean
Difference was estimated to have a clear picture on each group’s performance with standard

error showing the statistical accuracy of these estimates.

The Mean Difference of contextual astuteness of the constabulary rank compared to
Inspectors show a positive difference of .01404087 that indicating the performance of
constabulary rank in contextual astuteness is better than the inspector rank officers are. When
compared with the IPS cadre officers, IPS officer’s performance was better with having
.00868087 better mean than the constabulary rank. The average performance of IPS cadre
officers in terms of strategic planning is high when compared to the other two ranks. The IPS
rank officers mean performance was higher by .57508422 when compared to inspectors and
.58987455 higher when compared to constable cadre. With IPS officer having more average
of .62958064 than constabulary rank and .53690120 than Inspector cadre officers, IPS rank
officers exhibits higher bias than the other two, followed by the Inspectors and Constables.
The IPS cadre officers are much more effective in communicating what they thought or want
than the other two groups, the constabulary rank were better than the inspector rank in-terms
communicating. The difference in averages of the IPS rank officer and Constabulary rank
when compared to the inspector rank officers was 1.01204089 and .90549614 respectively.
On average, the IPS rank officers are much ahead than the inspectors when it comes to
effective communication. The constabulary rank are better trained than the inspector rank in
terms of non-representation of personal positions. While the inspectors shows much
characteristic in personal representation of position, the IPS cadre officers are more
impersonal than their subordinates with having higher average of .70881611 than the
inspectors have and .60869071 than the constables in terms of impersonal representation of
their position. Constables are less rigid and inflexible when compared to their superior rank

officers.

Implications:

The significant mean differences in all these dimensions are marked with *. This means that
on these dimensions, there is significant difference in perceptions of performance. In terms of
Contextual astuteness, Rigidity and inflexibility, there are no significant differences among

the ranks where as in Strategic planning the constabulary and inspectors are far behind the
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IPS rank officers. The higher rank officers among them are much prone to show bias based

on the Familiarity where as other two ranks are less biased than IPS rank officers. The ranks

of constabulary and Inspector need more training in communication skills and impersonal

representation of position as their mean of effective communication is significantly lesser

than IPS cadre is. In terms of Post negotiation credit, tendency seems to be more prevalent

among IPS officers than junior ranks.

Based on above findings training modules are designed in keeping in mind following

principles:

o

o

IPS officers are taken as a benchmark because of variety of tasks they have to
perform in their career and the 3 day module focuses on all the seven
competencies for them.

For Inspectors and constabulary, two day and one day programme are designed
keeping in mind practicality of implementation, numbers of prospective
participants, human (trainer) and material resources, background of the
participants, objectives of training programme, nature of subject (more skill
based than knowledge based) and their work environment.

Accordingly, though there is significant difference in terms of Strategic
Planning between IPS officers and junior ranks, researcher has not focused on it
in the training interventions for Inspectors/Sls and Constables because of nature
of job of junior ranks does not necessitate it. Primary focus is on
Communication skills, Impersonal representation of position and Inflexibility &
Rigidity.
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Graph 4.1
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The above chart gives an idea on the contextual astuteness among constabulary, inspectors and IPS
officers. When the means were connected through a line, it depicts a v-shaped line. The mean
average of inspectors’ is lesser than their subordinates and superiors. However, their differences is
not much of concern, as it is not statistically significant.
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The above depicts the mean of strategic planning among the constables, inspectors and IPS
officers. The strategic planning in their working was not much different in inspectors and
constables which shown by the horizontal line that connecting their means whereas IPS officers
are strategic in their planning shown by steeper slope of the line that is connecting the means of
inspector rank and IPS officers rank.
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The mean of familiarity bias between the three ranks in the police department increases with their
positional ranks. The graph shows the mean difference of the familiarity bias taking IPS officers
as Zero. The inspectors are having less familiarity bias than the constables are, but the slope of the
line is flatter compared to the slope of the line that connects inspectors and IPS officers, which
meant that inspectors and constables exhibit near levels of biase and much lesser biased than their
superior officer.
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Taking the mean of effective communication of IPS officers as reference, the inspectors are having
lower levels of effective communication than their subordinates, but steeper slope of second part of
line meant that inspectors and constables are ineffective on this dimension.
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The graph shows the mean of Impersonal representation of position of three ranks i.e. constables,
inspectors and IPS officer’s looks same as the above graph. IPS officers are significantly better
performer in carrying out their responsibilities than their subordinates on this dimension. The
inspectors are more prone to show personal characteristic in dealing with responsibilities compared
to other two ranks and constables are slightly better than the inspector rank officers are but both
are lagged much behind IPS cadre officers.
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The graph depicts the mean of rigidity and inflexibility among three cadres in police department.
The mean of rigidity and inflexibility are shown taking IPS officers as reference. The constables
are showing more rigidity and flexibility in their work in police department than inspectors. The
inspectors exhibit less Rigidity and inflexibility compared to constables but are rigid and inflexible
than the IPS officers.
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The graph shows the mean of post negotiation credit among three cadre of the police department.
The mean of post negotiation credit of IPS officers was much lesser than their subordinate cadre’s.
The constables and the inspectors are showing the same mean of post negotiation credit.

Thereafter ANOVA based on data collected from different States was compared to understand
difference in various Competencies between States. (Between groups and within the groups). The
result is as shown in Table 4.4
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Table 4.4

ANOVA- BASED ON STATES
Sum of df Mean F Sig.
Squares Square

Contextual Be.tw_een Groups .350 3 A17 225 .879
Astuteness Within Groups 205.265 396 518

Total 205.615| 399
Strategic Be_tw_een Groups 7.746 3 2.582| 5.087 .002
Planning Within Groups 200.999| 396 .508

Total 208.744| 399

Between Groups 7.521 3 2.507| 3.759 011
Familiarity Bias | Within Groups 264.101| 396 .667

Total 271.622| 399
Effective Be_tw_een Groups 6.790 3 2.263| 1.554 .200
Communication Within Groups 576.675| 396 1.456

Total 583.466| 399
Impersonal Between Groups 12.443 3 4.148| 4.434 .004
Representation |Within Groups 370.427| 396 935
of Position Total 382.870| 399
Post Negotiation Be_tw_een Groups 3.287 3 1.096| 1.929 124
Credit Within Groups 224.898| 396 .568

Total 228.185| 399
Rigidity and Be_tw_een Groups 1.215 3 405 .548 .650
Inflexibility Within Groups 292.584| 396 739

Total 293.799| 399

The same dimensions and analysis was used to identify the substantial differences among
these ranks based on the states. The significance value of contextual astuteness based on
ANOVA test between groups stands at .879 that is statistically insignificant meaning that
there are no significant differentials among States in show of contextual astuteness by the
police department. Whereas in strategic planning, with significance value of .002 between
the groups is a significant level, indicates the traits they follow in strategic planning was
more different from one another. Like the strategic planning, familiarity bias and
impersonal representation of positions are at significant levels with .011 and .004
respectively. On familiarity bias, the existence of statistically significant level value meant
that there is difference between the groups in exhibition of familiarity biasness towards the
others. The impersonal representation of position is also significant, signalling that there
are differences between the groups in portray of impersonal representation of position. The
dimension of effective communication with significant value of .200 signifies to be
insignificant which meant that between the groups the level of effective communication
more or less in equity. The same is with the dimensions of post negotiation credit, rigidity
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& inflexibility, which are statistically insignificant with significance values of .124 and.650
respectively, revealing that there are no significant differences between the groups.

These values show significant difference in all dimensions among states except Contextual
Astuteness, Effective Communication, Post Negotiation Credit and Rigidity and
Inflexibility. One to one comparisons are given below table 4.5 and graph 4.2 and
significant differences are marked with *.
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Table 4.5

Multiple Comparisons

Tukey HSD
Dependent (1) State (J) State Mean Std. Error Sig. 95% Confidence Interval
Variable Difference Lower Bound | Upper
(1-J) Bound
Maharashtra -.02000791 .10181802 .997 -.2826956| .2426798
West Bengal Madhya Pradesh .05494030 10181802 949 -2077474| .3176280
Andhra Pradesh 03714943 .10181802 .983 -.2255383| .2998371
West Bengal .02000791 .10181802 .997 -.2426798| .2826956
Maharashtra Madhya Pradesh 07494822 .10181802 .883 -.1877395| .3376359
Contextual Andhra Pradesh 05715734 10181802 943 -.2055304 | .3198451
Astuteness Madhya West Bengal -.05494030 10181802 949 -.3176280| .2077474
Pradesh Maharashtra -.07494822 10181802 .883 -.3376359| .1877395
Andhra Pradesh -.01779087 10181802 .998 -.2804786| .2448968
West Bengal -.03714943 10181802 .983 -.2998371| .2255383
Andhra Pradesh | Maharashtra -.05715734 10181802 943 -.3198451| .2055304
Madhya Pradesh 01779087 10181802 .998 -.2448968| .2804786
Maharashtra -.00222508 10075438 1.000 -.2621686| .2577185
West Bengal Madhya Pradesh .01354865 10075438 999 -.2463949 | 2734922
Strategic Andhra Pradesh -.31729008" 10075438 .010 -5772336| -.0573465
Planning West Bengal .00222508 10075438 1.000 -2577185| .2621686
Maharashtra Madhya Pradesh 01577373 10075438 .999 -.2441698| .2757173
Andhra Pradesh -.31506499" 10075438 .010 -5750085| -.0551214
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Madhya West Bengal -.01354865 10075438 999 -.2734922| .2463949

Pradesh Maharashtra -.0157737§ 10075438 999 -2757173| .2441698

Andhra Pradesh -.33083872 10075438 .006 -.5907823| -.0708952

West Bengal .31729008" 10075438 .010 .0573465| 5772336

Andhra Pradesh | Maharashtra .31506499" 10075438 .010 .0551214| 5750085

Madhya Pradesh .33083872" 10075438 .006 .0708952| .5907823

Maharashtra -.28382062 11549214 .068 -.5817872| .0141459

West Bengal Madhya Pradesh -.15442277 11549214 540 -.4523893| .1435438

Andhra Pradesh .06941469 11549214 932 -.2285519| .3673813

West Bengal .28382062 11549214 .068 -.0141459| .5817872

Maharashtra Madhya Pradesh 12939785 11549214 677 -.1685687| .4273644

Familiarity Bias Andhra Pradesh .35323531" 11549214 .013 0552687 | .6512019
Madhya West Bengal 15442277 11549214 540 -.1435438| .4523893

Pradesh Maharashtra -.12939785 11549214 677 -4273644| .1685687

Andhra Pradesh 22383746 11549214 214 -.0741291| .5218040

West Bengal -.06941469 11549214 932 -.3673813| .2285519

Andhra Pradesh | Maharashtra -.35323531" 11549214 013 -.6512019| -.0552687

Madhya Pradesh -.22383746 11549214 214 -5218040| .0741291

Maharashtra 13948439 17066054 .846 -.3008151| .5797839

West Bengal Madhya Pradesh 07874179 17066054 967 -.3615577| .5190413

Effective Andhra Pradesh 35111962 17066054 169 -.0891799| .7914191
Communication West Bengal -.13948439 17066054 .846 -.5797839| .3008151
Maharashtra Madhya Pradesh -.06074261 17066054 .985 -.5010421| .3795569

Andhra Pradesh 21163523 17066054 .602 -.2286643| .6519348
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Madhya West Bengal -.07874179 .17066054 .967 -.5190413| .3615577

Pradesh Maharashtra .06074261 17066054 .985 -.3795569| .5010421

Andhra Pradesh 27237784 17066054 .382 -.1679217| .7126774

West Bengal -.35111962| .17066054 .169 -.7914191| .0891799

Andhra Pradesh | Maharashtra -.21163523 17066054 .602 -.6519348| .2286643

Madhya Pradesh -.27237784| .17066054 .382 - 7126774 .1679217

Maharashtra 30674774 .13677872 114 -.0461376| .6596331

West Bengal Madhya Pradesh 27112250 .13677872 196 -.0817628| .6240079

Andhra Pradesh -.10879402| .13677872 .857 -.4616794| .2440913

West Bengal -.30674774| .13677872 114 -.6596331| .0461376

Impersonal Maharashtra Madhya Pradesh -.0356252{ 13677872 .994 -.3885106| .3172601
Representation Andhra Pradesh -.41554177 13677872 .013 -.7684271| -.0626564
of Position Madhya West Bengal -.27112250| .13677872 196 -.6240079| .0817628
Pradesh Maharashtra .03562523 13677872 .994 -.3172601| .3885106

Andhra Pradesh -.37991653 13677872 .029 -.7328019| -.0270312

West Bengal 10879402 .13677872 .857 -.2440913| .4616794

Andhra Pradesh | Maharashtra 41554177"| 13677872 .013 .0626564 | .7684271

Madhya Pradesh .37991653"| .13677872 .029 .0270312| .7328019

Maharashtra -.04959074| .10657630 .967 -.3245547| .2253732

West Bengal Madhya Pradesh 16454424 | .10657630 412 -.1104197| .4395082

Andhra Pradesh -.06324367| .10657630 .934 -.3382076| .2117203

Post Negotiation West Bengal .04959074| .10657630 .967 -.2253732| .3245547
Credit Maharashtra Madhya Pradesh 21413499 .10657630 .186 -.0608290| .4890989
Andhra Pradesh -.01365293| .10657630 .999 -.2886169| .2613110

Madhya West Bengal -.16454424 .10657630 412 -.4395082 1104197

Pradesh Maharashtra -.21413499 .10657630 .186 -.4890989 .0608290

Andhra Pradesh -.22778791 .10657630 143 -.5027519 .0471760
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West Bengal .06324367 10657630 .934 -.2117203 .3382076

Andhra Pradesh | Maharashtra .01365293 10657630 .999 -.2613110 .2886169

Madhya Pradesh 22778791 10657630 143 -.0471760 5027519

Maharashtra 11244657 12156057 791 -.2011764 4260695

West Bengal Madhya Pradesh 14970908 12156057 .607 -.1639139 4633320

Andhra Pradesh .08938917 12156057 .883 -.2242338 4030121

West Bengal -.11244657 12156057 791 -.4260695 2011764

Maharashtra Madhya Pradesh 03726251 12156057 .990 -.2763604 .3508855

Rigidity and Andhra Pradesh -.02305739 12156057 .998 -.3366803 .2905656
Inflexibility Madhya West Bengal -.14970908 12156057 .607 -.4633320 1639139
Pradesh Maharashtra -.03726251 12156057 .990 -.3508855 .2763604

Andhra Pradesh -.06031991 12156057 .960 -.3739429 .2533030

West Bengal -.08938917 12156057 .883 -.4030121 2242338

Andhra Pradesh | Maharashtra .02305739 12156057 .998 -.2905656 .3366803

Madhya Pradesh .06031991 12156057 .960 -.2533030 .3739429

*. The mean difference is significant at the 0.05 level.
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Tukey HSD was computed to do multiple comparisons between the states i.e.., Andhra Pradesh,
Madhya Pradesh, Maharashtra and West Bengal on the above notified dimensions. In terms of
contextual astuteness, Maharashtra has higher mean average with .02000791 higher than the
second best West Bengal State, with Madhya Pradesh lowest among them with the .01779087
lesser mean than the Andhra Pradesh. Maharashtra prowess much skill in show of contextual
astuteness than others, but these differences are not highly significant at significance .05 level. In
terms of strategic planning Andhra Pradesh prowess more skills than other three with higher mean
of .31729008, .3506499, .33083872 with states West Bengal, Maharashtra and Madhya Pradesh
respectively with significant difference from the others at significance .05 level. On familiarity
bias, Maharashtra shows more biasedness than the other and Andhra Pradesh being lowest among
them with .06941469 lesser than the third placed state West Bengal and .22383746 and .35323531
than the Madhya Pradesh and Maharashtra. The difference between the Maharashtra and Andhra
Pradesh is significant which means Maharashtra was high in nature of showing familiarity
biasedness when compared with the Andhra Pradesh. The effective communication between these
state is not significant, but there are differences in their effectiveness with Bengalis more effective
than the others with mean difference of .07874179 than the second best Madhya Pradesh and
.13948439 higher than the third placed Maharashtra and, Andhra Pradesh being least among these
with .21163523 lesser mean than the third placed Maharashtra. In terms of impersonal
representation of positions, Andhra Pradesh stands at top followed by West Bengal with .10879402
lesser mean than the Andhra Pradesh does. However, there are significant differences in terms of
said dimension between the Andhra Pradesh and last two placed states. The difference in their
behavioural tendencies of impersonal representation of positions is significant with mean
difference of .37991653 with Madhya Pradesh and .4554177 with Maharashtra. The average of
post negotiation credit was more inclined in Andhra Pradesh followed by Maharashtra, West
Bengal and Madhya Pradesh, but the difference among them is insignificant at significance .05
level. Bengalis are more rigid and inflexible than the other compared states. While Madhya
Pradesh being little flexible and less rigid among them with mean .14970908 lesser than the West
Bengal, .06031991 than Andhra Pradesh and .03726251 than the Maharashtra.



Graph 4.2
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The graph shows the mean of contextual astuteness among the west Bengal, Maharashtra, Madhya
Pradesh and Andhra Pradesh states of police department. The west Bengal mean of contextual
astuteness being zero, Maharashtra had high level of contextual astuteness of .02000 while
Madhya Pradesh being lowest between -.04000 and -.06000. Andhra Pradesh stands best than
Madhya Pradesh with mean more than -.04000 but lower than the other two states.

-. 30000

-.40000-

-.50000-

Mean of Startegic Planning

-.G0000—

-. 70000

T T T T
West Bengal Maharashtra Machya Pradesh Andhra Pradesh
State

The graph showing the mean of strategic planning of states had a line that looks like reversed L
shaped line. The mean of strategic planning of states other than Andhra Pradesh falls in same
category from -.70000 to -.60000 which is evident by more or less horizontal line from west
Bengal to Madhya Pradesh but there after it shows steep rise in its slope which meant that Andhra
Pradesh is significantly ahead of these in terms of strategic planning.
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The graph showing the mean of familiarity bias of West Bengal, Maharashtra, Madhya Pradesh
and Andhra Pradesh States is a inverted v shaped line, which had steeper slopes to the end. The
state of Andhra Pradesh has the lowest mean of familiarity bias than others, with West Bengal
being closest, Madhya Pradesh and Maharashtra being far from the Andhra Pradesh, clearly
indicating Andhra Pradesh being less biased and Maharashtra being more biased.
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The state of Maharashtra has the lowest mean in terms of impersonal representation of position. A
flatter slope of line between the Maharashtra and Madhya Pradesh indicates they are closer to each
other whereas West Bengal and Andhra Pradesh are significantly better performers than these two,
Andhra Pradesh being highest among them with mean in range of -.40000 to -.50000.
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The graph shows the mean of post negotiation credit among west Bengal, Maharashtra, Madhya
Pradesh and Andhra Pradesh state in police departments. The state of Andhra Pradesh shows
highest with mean 1.00000 closely followed by Maharashtra and west Bengal and least being
Madhya Pradesh with clear difference from other three.
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The graph shows West Bengal being highly rigid than others with mean between the range of
.00000 to -.05000, and, Maharashtra and Andhra Pradesh being modest among then within the
range of-.10000 to -.15000. The state of Madhya Pradesh is lowest in terms of mean rigidness and
inflexibility than others.
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Understanding the Stake holders of Police officers

Q1 and Q2 in the questionnaire were meant to understand the various stakeholders and the
ease or difficulty encountered by the police officers in negotiating with these stakeholders.
To the question “Which of these people / sections I negotiate with in the Course of my
routine duties” the participants have responded as below (Table 4.6 and Graph 4.3):

Table 4.6
Sl. | Statements Yes No
No.
(@) | Crowd/unruly people 364 102
78.1% 21.9%
(b) | Political people 253 213
54.3% 45.7%
(c) | Religious people 382 84
82% 18%
(d) | Media 291 175
62.4% 37.6%
(e) | My Seniors 399 67
85.6% 14.4%
(f) | My subordinates 322 144
69.1% 30.9%
(9) | My Colleagues 393 73
84.3% 15.7%
(h) | Accused / Criminals 289 177
62% 38%
() | Complainants 333 133
71.5% 28.5%
() | Officers from other 242 224
departments 51.9% 48.1%
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Graph 4.3

Negotiation Partners of Different Rank Police
Officers
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The different ranks of police officers reported that their negotiations were more
with:

e Crowd/unruly people (78.1%)
Political people (54.3%)
Religious people (82%)
Media (62.4%)
Seniors  (85.6%)
Subordinates (69.1%)
Colleagues (84.3%)
Accused / Criminals (62%)
Complainants (71.5%)

e Officers from other departments (51.9%)
It can be seen that police officers across the rank have expressed that they negotiate
with crowd, religious people, seniors, colleagues most of the times. Many of them have
also said that they negotiate with subordinates, accused, complainant, and media. The
least score is for Political people and officers from other departments.
To the question “Rank in order of preference, which of these are easiest to
negotiate with being the easiest and 10 being the most difficult”, the participants
have responded as below:

49



(a) Crowd/unruly people

Table 4.7
Rankings | 1 2 3 4 5 6 7 8 9 10
27 20 7 39 19 27 98 57 54 118
5.8% | 4.3% | 1.5% | 8.4% | 4.1% [ 5.8% | 21% | 12.2% | 11.6% | 25.3%
Graph 4.4
Ranking by different police officers on dealing with
crowd/unruly people
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100
Response - 57 54
40 27 20 19 27 I I
20 - 7
BN e .S
1 2 3 4 5 6 7 8 9 10
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(b) Political people
Table 4.8
Rankings 1 2 3 4 5 6 7 8 9 10
15 31 27 | 19 25 88 51 73 93 44
3.2% | 6.7% |5.8%4.1%| 5.4% | 18.9% [10.9% | 15.7% | 20% | 9.4%

Graph 4.5

Ranking by different police officers on dealing with political people
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(c) Religious people

Table 4.9
Rankings 1 2 3 4 5 6 7 8 9 10
13 | 17 | 33 | 59 67 51 61 62 57 46

2.8% |3.6%] 7.1% [12.7%| 14.4%]10.9%(13.1%13.3% | 12.2% | 9.8%

Graph 4.6

Ranking by different police officers on dealing with religious people
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(d) Media
Table 4.10
Rankings |1 2 3 4 5 6 7 8 9 10
11 16 |47 63 49 72 96 41 |36 |35
2.4% |3.4% (10.1% (13.5% |10.5% |15.5% [20.6% |8.8% |7.7% [7.5%

Graph 4.7

Ranking by different police officers on dealing with media
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(e) My Seniors

Table 4.11
Rankings |1 2 3 4 5 6 7 8 9 10
35 |41 70 |52 86 77 23 29 26 27
7.5% | 8.8%)]| 15%| 11.2%]| 18.5%| 16.5%]| 4.9%| 6.2%| 5.6%| 5.8%
Graph 4.8
Ranking by different police officers on dealing with seniors
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(H My subordinates
Table 4.12
Rankings | 1 2 3 4 5 6 7 8 9 10
74 02 70 67 57 25 27 18 15 21
15.9% 19.7% (15% [14.4% [12.2%pb.4% 5.8% 3.9% B3.2% #.5%
Graph 4.9
Ranking by different police officers on dealing with
subordinates
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52




(g) My Colleagues

1- Easiest

Rankings
10 -Most Difficult

(h) Accused / Criminals

Table 4.13
Rankings |1 2 3 4 5 6 |7 8 9 10
96 98 79 62 26 14 | 23 31 22 15
20.6% | 21% | 17% | 13.3% | 5.6% | 3% | 4.9% | 6.7% | 4.7% | 3.2%
Graph 4.10
Ranking by different police officers on dealing with
colleagues
120
100
80 -
Response 60 -
40 -
20 -
0 -

Response 40

Table 4.14
Rankings | 1 2 3 4 5 6 7 8 9 10
43 71 a7 23 37 |52 23 |59 51 60
9.2% [15.2%(10.1%(4.9% |7.9% (11.2% | 4.9%|12.7%| 10.9% | 12.8%
Graph 4.11
Ranking by different police officers on dealing with
accused/criminals
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(i) Complainants

Table 4.15
Rankings | 1 2 3 4 5 6 7 8 9 10
87 60 48 37 43 34 19 44 59 35
18.7% [12.9% |10.3% |[7.9% (9.2% |7.3% |4.1% (9.4% |12.7% |7.5%
Graph 4.15
Ranking by different police officers on dealing with
complainants
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(J) Officers from other departments
Table 4.16
Rankings | 1 2 3 4 5 6 |7 8 9 10
56 33 36 62 60 28 | 37 40 44 70
12% | 7.1% | 7.7% | 13.3% | 12.9% [ 6% | 7.9% | 8.6% | 9.4% | 15%
Graph 4.13
Ranking by different police officers on dealing with officers from
other departments
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It can be seen that the participants encounter maximum difficulty in Negotiating
with crowd/unruly people and political people. This is apparent as in crowd many a times
there is no leader or they may be charged with emotions and not ready to negotiate. The
least difficulty is faced in Negotiating with complainants, officers from other departments,
colleges & subordinates. This is probably because there is no real conflict with these
classes of stakeholders. These results match the findings of Literature survey regarding
impact of culture on Negotiation.

Similarly, officers were asked as to formal and informal situations they negotiate in their
job. The responses of officers are tabulated below.

A. For Dy.SP/IPS

Percentage of
officers
S. No Type of Situation (Dy.SP/IPS)
who negotiate
in this situation
1 Crowd/Unruly people to stay calm during agitation etc. 92
2 Members of Public to listen to your instructions. 77
Political people not to pressurize you to take illegal 85
3 actions.
4 Media people not to enter into secured places. 92
Media people not to print/publish news that will flare up 92
5 caste/communal feelings.
Religious people to help you to control problems arising 100
6 out of religious feelings.
7 Your seniors for granting leave. 54
8 Your seniors for giving you a particular post. 23
9 Your subordinates for helping you in your work. 54
10 Accused/Criminal to give you information. 77
Political people not to pressurize you for transfer/posting 77
11 of subordinate staff.
Officers from other departments to help in you in 77
performing your duties (e.g. Public Works Department to
12 erect barricades for VVIP security).
13 Your seniors for allocating more manpower to you. 69
14 Your seniors for allocating more budget to you. 69

Other Situations in which Dy.SP/IPS negotiate

1) To Motivate subordinates for the work.

2) Persuading the staff to take care of their mental, physical, health and
family issues that has to be solved.

3) Seniors for not giving in the political pressure.

4). In financial budget allocations recommendations of the District be
considered.
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B. For Sl/Inspector

Percentage of

officers
S. No Type of Situations (Sl/Insp.) who
negotiate in
this situation

1 Crowd/Unruly people to stay calm during agitation etc. 90

2 Members of public to listen to your instructions 90

3 Political people not to pressurize you to take illegal 80
actions.

4 Media people not to enter into secured places. 95

5 Media people not to print/publish News that will flare up 95
caste/communal feelings.

6 Religious people to help you to control problems arising 98
out of religious feelings.

7 Your seniors for granting leave. 80

8 Your seniors for giving you a particular posting. 79

9 Your subordinates for helping you in your work. 95

10 Your colleagues for helping you in performing your duty. 97

11 Accused/Criminal to give you information. 97

12 Complainants for not exaggerating the nature of offence 68
reported.

13 Complainants for not approaching and complaining to the 80
senior officers.

14 Officers from other departments to help in you in 94
performing your duties (For example Post-Mortem
Report from the Medical Officers).

15 Your seniors for allocating more man power to you. 76

Other Situations in which Sl/Insp. negotiate

1) For getting weekly OFF for SI Level Officers.

2) To get permission on the very next day of their night duty.
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C. For Constables/Head Constables

Percentage of

officers
S. No Type of Situations (Ct/HC) who
negotiate in
this situation
1 Crowd/Unruly people to stay calm during agitation etc. 86
2 Members of Public to listen to your instructions. 100
3 Political people not to pressurize you to take illegal 100
actions.
4 Media people not to enter into secured places. 92
5 Media people not to print/publish News that will flare up 60
caste/communal feelings.
6 Religious people to help you to control problems arising 66
out of religious feelings.
7 Your seniors for granting leave. 100
8 Your seniors for giving you a particular duty. 93
9 Your subordinates for helping you in your work. 86
10 Your subordinates for helping you in performing your 78
duty.
11 Accused/Criminal to give you information. 92
12 Complainants for not exaggerating the nature of offence 96
reported.
13 Complainants for not approaching complaining to the 90
senior officers.
14 Officers from other departments to help in you in 96

performing your duties (For example Post-Mortem
Report from the Medical Officers).

Other Situations in which Ct./HC negotiate

1) For working space to the constables who are doing their duties as court

police.
2) For grant CL in any case of emergency.

Thus it can be seen that police officers at various ranks negotiate in various formal an
informal situations with their stakeholders as above.
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Additional issues mentioned by the respondents as important in negotiation:

Similarly, various respondents have mentioned additional factors/issues in the given
questionnaire as very important in Negotiation. They are:

I. Win-Win

i. Power

iii. Fairness

Iv. Consistency
V. Influencing
Vi. Trust

On the basis of 7 competencies identified as above and the responses given by
various officers as additional comments in the questionnaire and keeping in mind the
literature review, , training programmes have been designed for Constables (1 day), Sub-
Inspectors & Inspectors (2 days) and Dy.SP/IPS (4 days). The programmes have been
designed keeping in mind the need for Negotiation with different stakeholders and the level
of competencies required for a particular rank. It is presumed that ordinarily the
Constable’s job (in terms of Negotiation) will be ‘to hold the fort’ till senior officer arrives.
They will usually Negotiate on a low key affairs. Sub-Inspectors and Inspectors on the
other hand will get into little more complex negotiations being either P.S. in charges or out-
post in-charges. There job is tougher than the Constable’s job. They need to understand
the negotiation communication and the process. IPS Officers and Dy.SPs will of course be
negotiating the most complex matters and must understand the Negotiation skills and
human psychology in great details.

All the three programmes have been designed on the basis of analysis and
comparison of data between different ranks across the State. For the purpose of analysis
only, the data between different states in a particular rank has been considered. In future,
State specific training programmes can also be developed.
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4-day Training Programme on Negotiation Skills
for Dy.SPs/IPS Officers






4-day Training Programme on Negotiation Skills for Dy.SPs/IPS Officers

Course Module

Training Objective

The objective of this training is to make participant understand and apply the Negotiation Skills in
various conflict situations they may face while performing their duties. It will also provide an
opportunity to the participants to know their existing style while they are in conflict to help them
improve upon the areas where they are lacking. Main objectives will be :

Understanding the individual role in negotiation process.

Developing effective and successful negotiation strategies.

Create a sense of mutuality while negotiating with others.

Understand and improve Style and Strategies in Negotiation.

Emphasize the importance of Human Psychology through communication and influencing in
Negotiation.

Understanding the importance of impersonal representation in the Negotiation and Emotional
Intelligence

Negotiate effectively with various stakeholders on the job through understanding of factors like
trust, fairness, power, consistency and knowledgeability.

Target Group

Police officers of the rank of Dy. SP and above
Either during induction training or as in service training programme

Duration

Duration of the training will be 3 Days



Training Method

The training would be delivered through a combination of the following methods:

Interactive lecture

Participants are encouraged to interact and questions are
employed to stimulate interaction

Simulations A number of negotiation scenarios allow experience and
practice of negotiation skills
Feedback There is continuous discussion for participants to comment,

make suggestions and share opinions about negotiation skills

Scenario/ Caselets
Presentations

Time is set-aside for participants to read, discuss and then
present their case/scenario in an assertive and influential style

Self Assessment

Participants will be able to assess their style in Negotiation.
They can improve upon the weaker areas thereafter.

Sessions at a Glance

Day 1
Time Session Key issues to be Negotiation
covered/Resources Competencies
0930-1030 | Introduction to Negotiations | Negotiation  for  conflict
and Overview of the Course | settlement; the brief overview
of course- its aims and
objectives.
Presentation 1
1030-1100 Tea & Photo
1100-1200 | Briefing on the Case: To sell | Simulation
or_not to sell/Similar and | Tea to be served in class
actual simulation in pairs Presentation 2
Annexures 1,2 & 3
1200-1300 | Debriefing on the Case and | BATNA, ZOPA, Anchors, | Contextual
Session  on  Distributive | stages and preparation for | astuteness
Bargaining  Strategy and | negotiations, first offers, when | Strategic planning
Tactics made and how to respond,

tactics of distributive
bargaining and how to deal
with hardball tactics.
Presentation 2




Time Session Key issues to be Negotiation
covered/Resources Competencies
1400-1500 | Briefing on the  Case: | Presentation 3
Hollywood-Bollywood (Or | Annexure 4 &5
Similar:  Two party Multi
Issues), and actual simulation in
pairs
1500-1515 Tea Break
1515-1615 | Debriefing on simulation and | Dual Concern Model, Position | Contextual
Session on Integrative | vs Interest, How to create | astuteness
Bargaining Strategy and Tactics | value in negotiations, | Strategic planning
Planning for Negotiations,
Bluffing, concept of Win-win.
Presentation 3
1615-1700 | Discussion on important factors | Power, Trust and trust repair, | Contextual
in Negotiation Fairness, Consistency, Astuteness
Knowledgeability
1700-1705 | Check out and Mood Meter
Day 2
0915-0930 | Recap of Previous day
0930-1100 | Introduction to Style and Presentation 4 Rigidity &
Instrument Annexure 6 & 7 inflexibility
1100-1145 | Briefing on Case: Dilemma at | Simulation
Nasik/Similar and actual Tea to be served in the class
simulation Presentation 8
Annexure 8
1145-1230 | Debriefing on Case and Session | Role of third party, where | Rigidity &
on Three Party Negotiations does my power come from. Inflexibility
Presentation 8 Strategic Planning
1230-1315 | Watching of Video on
Simulation
1315-1415 Lunch




Time Session Key issues to be Negotiation
covered/Resources Competencies
1415-1515 | Principles of influence & lateral | How to handle Psychological Effective
influence (Understanding issues in Negotiations. communication
Human Psychology) Annexure 9
Video
1515-1630 | Communication and persuasion | Role of communication and | Effective
in  negotiations,  non-verbal | Persuasion in Negotiation communication
communication Presentations 5 and 6
Videos
1630-1700 | Distribution of Communication Effective
and Influence work sheets and | Annexures 10 — 13 communication
group work by participants
1700-1715 | Check Out and Mood meter
Day 3
0930-0945 | Check in and Recap
0945-1115 | Communication Presentation by | Communication and Influence | Effective
groups Communication
1115-1130 Tea Break
1130-1300 | Emotional Intelligence Managing emotions of self and | Impersonal
others representation of
Presentation 9 position
1300-1400 Lunch
1400-1600 | MBTI and Group Activity Impact of psychology on
Negotiation
Presentation 12
Trainer Notes
Hand Outs
1600-1700 | Politics in Negotiation Presentation 7 Post negotiation

Credit




Day 4

Time Session Key issues to be Negotiation
covered/Resources Competencies
0930-0945 | Check in & Recap
0945-1030 | Stereo typing/Managing Discussion Familiarity bias
Diversity
1030-1200 | Briefing on Case: | Presentation 10
Disturbance at the Police | Annexure 14-19
Station or similar and actual
simulation in groups.
1200-1300 | Debriefing on Simulation | Multi  Party  negotiations, Strategic
and Session on Multi Party | Complexities in Multi Party Planning
Negotiation Negotiations, Principle of Effective
consistency Communication
Presentation 10 Contextual
Astuteness
Post Negotiation
Credit
Familiarity Bias
Rigidity &
Inflexibility
Impersonal
representation of
position
1300-1400 Lunch
1400-1530 | Watching Video on | Trainer Notes
Negotiation & discussion
(Tea to be served inside)
1530-1600 | Goal setting Presentation 11
1600-1630 | Summing up of the
programme & Feedback
1630-1700 | Valediction and Distribution

of Certificates







Session 1.1
Introduction to
Negotiations and
Overview of the Course

Session 1.2

Briefing on the Case: To

sell or not to sell/Similar

and actual simulation in
pairs

Session 1.3

Debriefing on the Case
and Session on
Distributive Bargaining
Strategy and Tactics

Session 1.4

Briefing on the Case:
Hollywood-Bollywood
(Or Similar: Two party
Multi Issues), and actual
simulation in pairs

Session 1.5

Debriefing on simulation
and Session on
Integrative Bargaining
Strategy and Tactics

Session 1.6

Discussion on important
factors in Negotiation

Session 1.7

Check out and Mood
Meter
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Session 1.1
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Session 1.1

Session Title: Introduction to Negotiations and Overview of the Course
Timing: 0930 — 1030

Instructor’s Guide

Reference

Negotiation
Competencies

Session Overview

Welcome the participants to the training programme.
Facilitator to give their introduction to the participants.
Now facilitator will ask each participant to give their
introduction. You can try some ice breaking activities
like the following.

“Who am I? What do I do? What is my
understanding of Negotiation? What do | find easy
and difficult in Negotiation? What is my expectation
from this workshop?”

Let people answer to above questions by drawing/
graphically(without writing words) on a chart paper. Let
them share in small groups (if participants are large in
number) or with the whole class if the participants are
small in number.

Presentation 1
on Negotiation
Skills Introduction

Objective of the Training

Facilitator will inform the participants that the objective
of the training is to make participant understand and
apply the Negotiation Skills in various conflict situations
which they come across in their day to day work.

This training will also provide an opportunity to the
participants to know their existing ability and skills while
they are in a situation of conflict.

Participants be informed that the 3-day programme is
designed on the basis of a research conducted at the
Sardar Vallabhbhai Patel National Police Academy,
Hyderabad.
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Instructor’s Guide

Reference

Negotiation
Competencies

Introduction to Negotiation

Give a brief introduction to the participants about the
term negotiation. Explain them how they can best apply
the negotiating skills.

Introduction to the Module

Delineate to the participants about the importance of
negotiating skills for the settlement of the conflicts.
Enlist the topics which will be covered in the module.

Continuing the Discussion on Negotiation

Continue the discussion on negotiation by defining what
is negotiation and the characteristics of negotiation.
Proceed by discussing the key principles of negotiation
with the participants.

Instructor’s Guide

Reference

Negotiation
Competencies

Tell the participants about conflict and the difference
between resolution and settlement.

Explain to the participants the multi-faculty exercise
defining the various skills required for negotiation.

Concluding the Session

You will be glad...

Conclude the session by telling the participants that the
skill learnt comes handy some days or the other. The
negotiation skill that they will learn over next three days
will help them in performing their jobs better.

Negotiation Skills
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Session 1.2
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Session 1.2

Session Title: Briefing on the Case: To sell or not to sell/Similar
And actual simulation in pairs

Timing: 1100 — 1200

Instructor’s Guide

Reference

Negotiation
Competencies

Introduction to the Case

Give an overview to the participants about the “To sell or not
to sell” case. Inform the participants that they have been
negotiating at home and at work based on their prior
experience on negotiation. Now they are going to do a
simulation which is simple.

The exercise will be done in pairs as this is a two party
negotiation exercise. Inform the participants that one of them
will act as buyer and one as seller and they are going to
negotiate over the sale of a piece of property. The focus will be
on only on one issue, i.e., price.

Some participants may raise the point that as police officers
they will not get into buying-selling type Negotiations. They
should be informed that while their concern is appreciated, this
type of exercise is needed to understand certain key concepts
& they will do real police situation Negotiation on day 2 and 3.

Presentation 2

Let’s Negotiate
(Slide No. 1 & 2)

Objective of the Exercise

Mention to the participants that the exercise is designed to help
achieve the following objectives-

1) To start building a negotiation framework that will help
participants think about, prepare for and execute negotiations
systematically—and hence more effectively—in a variety of
contexts.

2) To start building a negotiation tool kit which consists of
strategies and tactics for capturing value in negotiation, and
which can be put to use by as soon as participants walk out the
door.

3) To provide a forum for learning from experience:
participants will engage in a realistic negotiation simulation,
receive feedback on their strategies and performance, and
debate/discuss alternative approaches for negotiating.
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Instructor’s Guide

Reference

Negotiation
Competencies

Instructions for the Simulation Exercise

Facilitator will assign the role of either buyer or seller to each
participant. He can use chit system or assigning buyer to even role
numbers and seller to odd role numbers or vice versa to assign the
roles. He should ensure that half of the participants are buyer and
half are sellers.

Distribute Participants’ Note

Distribute the copies of the simulation (Buyer copy to the buyers
and Seller copy to the sellers).

Inform the participants to keep the role information confidential and
not to share the information with the other participants.

Annexure 1:
To sell or not to
sell (Buyer)
Annexure 2:
To sell or not to
sell (Seller)

Additional Instructions

Timings

Inform the participants that they will get

15 minutes to read the role information and prepare for the
negotiation

20 minutes to negotiate (on price issue only)

Instruct them if the outcome is not reached within these 35
minutes, it will be considered a “No Deal” outcome.

Facilitator should also ensure that the participants are allowed to
say anything but should not disclose the confidential role
information with the other party.

Response Sheet

Provide each group with the Response Sheet and ask them to fill in
the information regarding the settled agreement, i.e., whether the
agreement reached or not and the negotiated price.

Also ask the groups to fill in their information like group number,
names and signature of both the parties. Facilitator should take back
the filled in sheets for the debriefing in the next session.

Presentation 2

Let’s Negotiate

(Slide No. 3 &
4)

Annexure 3:
To sell or not to
sell (Response
Sheet)

Conclude the Session

To conclude the session, inform the participants that the debriefing
for the simulation performed will be done in the next session.

Ask the participants to disperse for the tea break and return back for
the next session at 1130.
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Session 1.3
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Session 1.3

Session Title: Debriefing on the Case and Session on Distributive
Bargaining Strategy and Tactics
Timing: 1200 - 1300

Instructor’s Guide

Reference

Negotiation
Competencies

Session Overview

Welcome back the participants to the classroom and ask
them to settle down for the debriefing of the simulation
done in the last session.

Inform the participants that while debriefing the
simulation on “Sell or not to sell’, we will also be
simultaneously discussing on the concept of Distributive
Bargaining Strategy, concept of BATNA, ZOPA and
Anchors. Brief the participants that though they may not
face such situations in the field where they will Negotiate
over price, yet such an exercise will help them to
understand basic concepts in Negotiation.

Contextual
Astuteness
Strategic
Planning

Debriefing the Simulation

Facilitator should prepare an excel sheet with the
columns containing the group number, name of both the
parties, and Negotiation results.

Ask the participants to express their views about the
negotiation exercise. Ask how many of them feel that
they did well and ‘Feel Good’ about the negotiation and
how many feel they didn’t do well and ‘Feel Bad’ about
the negotiation done.

Facilitator can point out the highest price negotiated, the
lowest price negotiated and the No Deals on the screen.
Also highlight the results of various groups with the help
of excel sheet on the screen.

Ask the participants about the nature of the negotiation.
Look out for the answer to be ‘win-lose’ or distributive
negotiation.

Facilitator should discuss with the groups, specially the
outlier groups to understand the processes used by them

Presentation 2
Let’s Negotiate
(Slide No. 5 & 6)
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during negotiation. These processes can be used as
anchor to answer how to make optimal choices.

Effective Negotiation

The facilitator should discuss with the participants about
the term negotiation and elaborate how negotiation can
be done effectively. Also let know the participants the
three different stages of negotiation, i.e.,

Prepare to Negotiate

Making the Deal

Closing the Deal

Ask them if they found these three stages while
negotiating.

Presentation 2
Let’s Negotiate
(Slide No. 7 & 8)

Prepare to Negotiate

Facilitator to discuss briefly the process to be followed
while preparing for the negotiation. Explain the concept
of BATNA and how to assess your BATNA.

Facilitator to explain to the participants how to calculate
your reservation values and that it would depend on what
the seller can negotiate.

Facilitator may ask the participants-

“How many of the sellers knew/ found out during the
discussion that the property is being purchased for use in
commercial development?”

Take responses from the participants. Facilitator should
then transit the discussion on protection against deceit or
outright lies and will explain how to guess/try to
understand the BATNA for other parties.

Facilitator will then explain to the participants about the
concept of ZOPA and how to evaluate ZOPA. He will
also inform them that ZOPA can be evaluated correctly
only after a reasonable estimate of own RV and that of
the other party is known.

Facilitator will display the result sheet on the screen and
ask the participants to observe that the distribution is
skewed towards the seller’s RV. Ask why and take some
responses.

Presentation 2

Let’s Negotiate
(Slide No. 9)

Let’s Negotiate

(Slide No. 10 - 14)

Let’s Negotiate
(Slide No. 15 - 17)

Let’s Negotiate
(Slide No. 18-22)

Making the Deal

Facilitator should ask the following questions to the
participants and hear both sides of the arguments-
What if they ask tough questions?

Presentation 2
Let’s Negotiate
(Slide No. 23 - 25)
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Take some responses. Facilitator will explain to the
participants the importance of preparing the answer to the
toughest question in advance.

Ask the participants: Should you make the first offer?

Facilitator will then direct the discussion and inform to
the participants that there is no single answer to this and
that it depends and will discuss on what it depends on.

Facilitator will ask how aggressively you can anchor.
Take responses from the participants and explain them
that they should make offer which they can justify. Also
they should set high but realistic aspirations while
negotiating.

Now facilitator will ask how to respond to aggressive
offers? Let the participants have a small group discussion
on the question and the facilitator will help to come on a
conclusion.

Discuss with the participants about the various
approaches for responding to offers they love but
highlight that the correct understanding of ZOPA is
important.

Facilitator to discuss on various tactics and their impact
on managing negotiation outcomes and relationships.

Facilitator to observe for time allotted to the session and
ensure that the time-line is strictly followed.

Let’s Negotiate
(Slide No. 26)

Let’s Negotiate
(Slide No. 27)

Let’s Negotiate
(Slide No. 28)

Let’s Negotiate
(Slide No. 29)

Let’s Negotiate
(Slide No. 30)

Closing the Deal

Facilitator will discuss with the participants the useful
tactics for closing a deal. Ask the participant if they used
any of the following mentioned tactics while negotiating.
Facilitator will then explain about the hardball tactics and
why to use these tactics while negotiating. Ask the
participants what can be the typical hardball tactics used
by the negotiators.

Ask the participants how they will deal if the other party
is using such tactics on them. Take some responses and

Presentation 2
Let’s Negotiate
(Slide No. 31-33)

Let’s Negotiate
(Slide No. 34-35)

Let’s Negotiate
(Slide No. 36)
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then explain each point in detail.
Note: If time is short, close the session by explaining
BATNA, ZOPA and P.V. Point.

Instructor’s Guide

Reference

Negotiation
Competencies

Conclude the Session

Facilitator will conclude the session by informing the
participants that till now we have illustrated single issue
distributive negotiation. In further sessions we will be
considering two-party multi-issue and multi-party multi-
issue negotiations also.

Quickly revise the learning from the session. Facilitator
can ask each of the participants to share one such
negotiation instance (Two party - Single issue) that they
have come across during their work. (This part shall be
done only if time permits).

Let’s Negotiate
(Slide No. 37)
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Session 1.4

Session Title: Briefing on the Case: Bollywood-Hollywood (Or Similar: Two
party Multi Issues), and actual simulation in pairs

Timings: 1400 — 1500

Instructor’s Guide

Reference

Negotiation
Competencies

Introduction to the Case

Inform the participants that the purpose of this exercise is
to help them learn some of the key techniques for what is
known as ‘integrative negotiation’. It will also help the
participants to learn the importance of win-win, trust and
building a relationship, how to share and elicit information
and prioritize.

The facilitator should describe the simulation exercise to
the participants as Two Party Multi Issue (11 issues in this
case) between a Film Producer and a Director. The 11
issues are as below-

Child Star

Production Designer

Pre-Production Budget

Post-Production Schedule

Male Lead

Female Lead

Location

Editorial Control

Director’s Salary Base

Director’s Bonus: % Gross

Personal Location Budget

Presentation 3
Bollywood-
Hollywood

(Slide No. 1 -5)

Instruction for the Simulation Exercise

Facilitator will assign the role of either Director or
Producer to each participant. He can use chit system or
assigning Director to even role numbers and Producer to
odd role numbers or vice versa to assign the roles. He
should also ensure that half of the participants are Directors
and half are Producers. Any odd number may result into
one participant left who can be made an observer.
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Instructor’s Guide

Reference

Negotiation
Competencies

Distribute Participants’ Note

Distribute the copies of the simulation (Director copy to
the Directors and Producer copy to the Producers) and
other stationery required.

Facilitator will inform the participants that the simulation
copies contain information about the preference of the
party and payoff matrix. Ensure that the participants keep
the role information confidential and does not share the
information and point schedule with the any other
participant/counterparts.

Annexure 4:

Bollywood-
Hollywood
(Director)

Annexure 5:

Bollywood-
Hollywood
(Producer)

Additional Instruction

Timings

Inform the participants that they will get

20 minutes to read the role information and prepare for the
negotiation.

30 minutes to negotiate (on all the 11 issues discussed
above).

Let the two parties negotiate and come to a conclusion.
Let each of the party calculate their scores according to
the payoff matrix provided at the end of the simulation
copy.

Facilitator should also ensure that the participants are
allowed to say anything but should not disclose the
confidential role information with the other party.

Closing the Session

Let the two parties calculate their individual scores based
on the payoff matrix provided at the end of the simulation
copies.

Facilitator will ask the participants to inform their scores
which can be entered in excel sheet or written on the white
board. Inform the participants that the debriefing of this
simulation exercise will be in the next session.
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TEACHING NOTES (ONLY FOR THE REFERENCE OF FACILITATOR)

Bollywood-Hollywood

Introduction

The purpose of this exercise is to help participants learn some of the key techniques for
integrative negotiation. The exercise is to allow participants to assess their skills on both the
integrative and distributive dimensions. The exercise requires participants to learn the importance
of win-win trust and building a relationship, how to share and elicit information, prioritize issues
and look for logrolling solutions. In addition, one can discuss the dangers of bluffing, the benefits
of a balanced agreement and negotiating in a multi-issue environment.

The Exercise

The exercise is a two-party 11 issue scorable negotiation between a producer and director.
There are 2 compatible (participants want the same outcome), 6 integrative (participants have
differential preferences that can be traded off; e.g., male lead is more important to the director
than the female lead and vice versa for the producer), and 3 distributive issues (participants want
opposing outcomes for the same issue; e.g., director wants a large salary and producer wants to
give a more meager salary). The points for each party are not perfectly symmetrical across issues.
As a result, one party will almost always score higher than the other. The highest number of points
that can be obtained is 16,200. This point total is calculated by adding up the highest number of
points each party could receive for each of the 11 issues. The highest number of points the two
parties can hope to achieve together is 14,000. The combination of the Director’s and Producer’s
scores indicates how well they created value (integrative skills) in the exercise (the closer to
14,000 the better) and the amount of points contributed by each party to the total indicates how
the participants divided the value (distributive skills.) In order to achieve a high integrative score,
both parties must be willing to trade off entire issues. For example, the Director would cast his
least favorite choice of Kareena Kapoor for the female lead in order to get his first choice of
Salman Khan as the male lead, which is much more important to him than the female lead.
Although the final scores will usually not be perfectly equal, you may wish to argue that for
reasons associated with the ease of future negotiations, an outcome relatively balanced between
the participants (e.g., one party does not have twice as many points as the other 5,000 and 6,300
points) is better than a highly skewed one. Less than 3000 points apart would be a non-detectable
difference between the parties which would preserve the relationship.

Integrative Issues

. Pre-Production Budget and Post-Production Schedule
. Male Lead and Female Lead
. Location and Editorial Control
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Distributive Issues

. Director’s Salary Base
. Director’s Bonus: % Gross
. Personal Location Budget

Compatible Issues
. Child Star
. Production Designer

Running the Exercise

Individuals are assigned to the role of either the Producer or the Director. The role
contains information about the preferences of the party and a payoff matrix. Participants can be
handed the material prior to the beginning of class or can be given 30 minutes of in-class
preparation time. The participants should be told that under no circumstances should they
physically exchange any information with their counterpart nor should they discuss their
preferences in terms of points. The participants should be given 50-60 minutes to complete the
exercise.

Debriefing the Exercise

To debrief the exercise, the instructor should draw a chart where the participants will
indicate how many points they achieved (e.g., the Director’s Points, the Producer’s Points, their
combined total) and for a more detailed debrief, a list of what they chose for each one of the
alternatives in the exercise (e.g., Director’s Salary, Pre-Production Budget, etc.) The instructor
can then discuss how each participant’s individual score indicates performance on the distributive
dimension while the participants’ combined score indicates performance on the integrative
dimension. Participants can then analyze how they could have made more optimal trade-offs and
discuss why they think their outcomes differed from others with the same role. The instructor can
also discuss how to create value in a negotiation by prioritizing issues and looking for trade-offs.
(Win-Win) The key to increasing the integrative score is for both parties to ask questions and
share information reciprocally. Many are afraid to reveal information because they fear being
taken advantage of. A good lesson for students is that they can’t get what they want if the other
side does not know what is important to them because of a lack of information sharing or
obfuscation of their priorities on issues.

Some participants do not discover the compatible issues. The instructor can discuss the
reasons why participants settle for suboptimal solutions. For example, some participants assume
that if an option is good for them such as Daisy Irani then it must be bad for the other. This is
referred to as fixed pie thinking. As a result of this fixed pie thinking, the participant may offer
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what he sees as a compromise choice such as Mili Pandit and the other party also suffering from
fixed pie thinking may accept this without question. In addition, sometimes a suboptimal choice is
made on the compatible issues because one party bluffs. For example, one party indicates that she
prefers Daisy Irani and the other party counters with Danesh Rana because he thinks that he can
pretend to give up the “preference” of Daisy later for another option. If the first party agrees to
Danesh, it is difficult for the second party to claim he really wants Daisy because the lie would
become apparent. As a result, the suboptimal choice remains in place. Another danger of bluffing
is that in a multi-issue negotiation, it is difficult for the participants to keep track of the bluff.
Keeping track of the bluff also takes away cognitive energy from the rest of the negotiation.

The instructor should also discuss the importance of setting an aspiration point. An
aspiration point should be set for the entire package, not each individual issue. If an aspiration
point is set for each issue, this limits trade-offs and thus the ability to find integration. By setting
an aspiration point for the entire package, it acts as a goal where the parties will try hard to
continue looking for creative trade-offs to achieve the goal. A reasonable aspiration point for the
exercise should be between 6,000-8,000 points. The resistance point of 3,000 has been set for both
participants. Often, the students will set their aspiration at their resistance point. This tends to
cause the participants to settle for compromise solutions rather than look for other ways to create
more value (such as through trade-offs.)

Participants should try to negotiate using packages rather than negotiating issue by issue.
Negotiating one issue at a time limits trade-offs of priorities. It may be difficult to keep all 11
issues on the table at a time. Participants may want to use mini packages but leave all options
open until the end to reassess some of the trade-offs. Often students will want to package like
items, however, some trade-offs may not be from a like package such as Editorial Control and
Personal Location budget. Tradeoffs between issues should be based on each party’s priorities and
not on what “appears” logical in terms of issue similarity. If participants trade off on the
integrative issues, agree on the compatible and roughly split the distributive issues, they will
obtain a high integrative outcome that is relatively balanced. It is important for participants to
learn that both sides must be satisfied with the agreement. If the scores are too imbalanced (such
as 3,500 and 7,000) then the relationship may be harmed. Some participants claim that the other
side was happy until they found out the point differential. The instructor can discuss how in real
life it is difficult to conceal such an imbalanced agreement and that such information (i.e., how
one side benefited much more than the other) eventually becomes revealed.

Participants may be hesitant to share information. If information is not shared, it is
difficult to find the optimal trade-offs. Techniques for creating a free flow of information include:
(1) sharing information yourself first (though not too much without reciprocity); (2) asking
questions; 3) making a proposal (if/then). (4) It is also helpful to understand each other’s priorities
on the issues prior to discussing the more specific preferences within the issues (e.g., how
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important is female lead in comparison to male lead prior to arguing the merits of Katrina Kaif as
an actress). Often too much time is spent negotiating for a specific preference within an issue
without understanding how important the issue is to the two parties. The female lead is not nearly
as important as the male lead for the director and the opportunity to trade male for female lead can
be lost by too narrow a focus.

The debriefing should finally bring the focus on an important issue in Negotiation i.e. Win-Win
which should be the focus of every negotiation.

Win-Win

What is Win-Win? In most conflicts the parties have or believe they have incompatible
goals. But this may be reality always. There is a possibility that both parties perceive each other
as adversaries and hence both keep trying to get the larger share of the pie, which may make the
Negotiation a status quo. (Win-Loose) However, by trying to understand clearly what one really
wants & at the same time understanding what the other party wants, it is possible to reach a
solution that may keep both parties to get what they really want (completely or at least
satisfactorily) resulting a win-win situation.

Most of the times, the participants does not focus on one’s own and other’s real ‘interest’ but keep
debating & negotiating on the “position’ that both parties take. By asking questions about why the
other party wants what they want, the real interest behind a demand can be understood. One needs
to explore (and help other party explore) how interest of both parties can be met. (Expanding &
then sharing the pie)

* For more detailed understanding of what Win-win is, please refer to the article “What is win-
win Negotiation?” by Steve Roberts. Facilitators are strongly advised to go through the article
by Steve Roberts to be able to discuss the concept of Win-Win with the participants.(Enclosed in
this module)
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Session 1.5

Session Title: Debriefing on simulation and Session on
Integrative Bargaining Strategy and Tactics

Timing: 1515 — 1615

Instructor’s Guide

Reference

Negotiation
Competencies

Overview

The facilitator will inform the participants that while
debriefing the simulation on “Bollywood-Hollywood”, we
will also be simultaneously discussing on the concept of
Integrative Bargaining Strategy and Tactics on how to create
win-win and value in negotiation, planning for negotiation
and negotiation checklist.

Debriefing the Simulation

Let the facilitator prepare an Excel sheet or a chart to show
how many point the participants scored in total (of all 11
issues), i.e., Director’s Scores, Producer’s Scores and their
combined scores.

Discuss with the participants how their individual score
indicate the performance on the distributive dimension and
their combined score indicates performance on Integrative
dimension.

Ask each group to analyze and discuss regarding their
experience and take some responses. Also take some
responses as to how they could have made this negotiation
more optimal trade-offs and discuss why they think their
outcomes differed from others with the same role.

The facilitator should also make aware to the participants
with the idea that they can’t get what they want if the other
side does not know what is important to them which may
happen because of a lack of information sharing or sharing of
their priorities on issues.

Presentation 3
Bollywood-
Hollywood

(Slide No. 1-9)
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Instructor’s Guide

Reference

Negotiation
Competencies

Setting an Aspiration

The facilitator should discuss with the participants the
importance of setting an aspiration point. Inform the
participants that the aspiration point should be set for entire
package and not for each individual issue.

Explain to the participants that setting an aspiration point for
the entire package acts as a goal where the parties will try
hard to continue looking for creative trade-offs to achieve the
goal.

Integrative Bargaining Strategy

Inform the participants that the objective of the simulation
was to

To understand the importance of integrative bargaining

To assess skills on both distributive and integrative bargaining
Use of concepts such as BATNA, Aspiration Point &
Resistance Point

To appreciate importance of trust

To elicit and share information

To prioritize issues and look for logrolling solutions

To explore the benefits of balanced agreement

To understand win-win

Remind them that the negotiation was two-party multi-issue
scorable exercise. The maximum possible points from this
exercise were 16200.

Also remind the participants that the integrative issues that
they have negotiated are

Pre-Production Budget and Post-Production Schedule

Male Lead and Female Lead

Location and Editorial Control

Tell the participants the difference between Distributive and
Integrative  Negotiation. Emphasis that in Integrative
negotiation goals are mutually exclusive (win-win) and it
allows both sides to achieve objectives, unlike the distributive
negotiation where both parties are trying to get maximum
share out of the pie (win-loose).

Presentation 3
Bollywood-
Hollywood

(Slide No. 10-18)

Teaching Notes
Bollywood-
Hollywood
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Instructor’s Guide

Reference

Negotiation
Competencies

Integrative Negotiation

Let the facilitator discuss with the participants the
characteristics of Integrative Negotiation and distinguish
between position and interest.

Explain to the participants the concept of Dual Concerns
model. Inform the two concerns associated with the model,
i.e., Relationship and Substantive outcomes.

Let the facilitator ask the participants to give their inputs on
how they can create value to the negotiation by prioritizing
issues and looking for trade-offs. Discuss the issue briefly
with the participants and inform them the techniques that
can be used for sharing information between the two parties.
Towards the end of the session let the facilitator inform the
participants the four key determinants to settle the conflict
arising during negotiation and factors that facilitate
successful integrative negotiation.

Have a discussion on the concept of Win-win which should
be the prime focus in all negotiations.

Presentation 3
Bollywood-
Hollywood

(Slide No. 19-32)

-Teaching Notes
Bollywood-
Hollywood

-Paper on Win-
Win by Steve
Roberts

Conclude the Session

Conclude the session by reminding the participants that the
negotiation exercise they performed was a two party multi
issue exercise. Advise the participants to create value (i.e.
expand the pie), to focus on the interest and not on position,
to create multiple offers in packages. Remind them that
communication is often the most important key. Emphasize
on the concept of Win-Win. Close the session.
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Session 1.6

Session Title: Discussion on important factors in Negotiation
Timing: 1615 - 1700

Instructor’s Guide Reference Negotiation
Competency

Inform participants that there are some important factors Write ups on -Contextual
which must be discussed and understood to understand | Trust, Fairness, Astuteness

negotiation better. Almost every research on negotiation
has highlighted the importance of these factors. These
factors are:

Trust

Fairness

Consistency

Knowledgeabiity

Power

There are two ways to handle this session. First one is to
‘tell” participants about these factors. However, in telling,
there is a possibility of boredom setting in the
participants. The second and better way to handle this
session is to ask the participants to share their thoughts
on these factors. Distribute one factor to each group in
the class. Following questions may be given to each
group to ponder upon and come up with their thoughts.
They should be asked to do small group discussion on
each of these factors and then make a presentation to the
class.

Consistency and
Knowledgeability

Group 1. Trust

What is trust?

Why trust is important in negotiation?
How trust can be build?

How to repair trust if broken?

Note on Trust
The simplest way
to build trust -
David DeSteno
(hbr.org)

Six ways to build
trustin
Negotiation ...
Harvard Business
School article.
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Group 2. Fairness — Paper on
What is fairness? “Fairness: it is all
How to measure fairness? about
Why fairness is important in Negotiation? Perception” by
Phyllis Pollack
— Perception of
Fairnessin
Negotiation
Group 3. Consistency — Paperon

What is consistency?
Why consistency is important in Negotiation?

“Importance of
Consistency in
Negotiation”.

Group 4. Knowledgeability

What is knowledgeability?

Why knowledge is respected in Negotiation?
How knowledge can be improved?

Group 5. Power

Where does my power come from?

Does power help you to get what you want?

Does a weak party in negotiation also have power?

Paper on “How to
Negotiate with
someone more
powerful than

you” by Carolyn
O’ Hara.

- The Role of
Power in
Negotiation by
Peter Stark

The facilitator may share/distribute  various
articles/write-ups on each of these topics to concerned
groups for reference. The group may refer to these
resources as initial anchoring of thoughts. They should
however brain storm within their groups on the topic
and come up with independent thinking on the topic
given to them which they should present to the class.

Ensure sufficient time for presentation by each group
so that there is general understanding of each of these
factors among the group.
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Session 1.7
Check out the Mood Meter
Timings: 1700-1715

Before ending the day work, facilitator should inform the participants that they
would like to have feedback on the day's proceedings. For this purpose, facilitator
should draw the Mood Meter on a chart paper in advance and display it for the
participants. Ask the participants to tick mark their response/feedback, one each
for I, WE and IT.

Explain the mood meter to the participants by telling them that-

"I" is the mood of the individual (how he feels about the day's proceedings),

"WE" is the mood of the class (as perused by an individual with respect to the day's
program)

"IT" is the mood of the individual with respect to the subject matter that was
discussed for the day.

Facilitator should move away/out of the class so that participants can give feedback

©

without any hesitation.

IT
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Session 2.1

Session Title: Recap of Previous Day

Timings: 0915 — 0930

Instructor’s Guide

Reference

Negotiation
Competencies

Facilitator to welcome the participants to the second day of
the training. Instruct the participants to sit in around in their
small group, where each participant will get 2 minute to
recall and discuss about one issue from the yesterday’s
training (total of 8-10 minutes may be given for this).
Innovative methods for recap can be used. A long ribbon
can be laid on the ground. One side of the ribbon, timings
of last day’s session may be written on small chart papers
cut in circular/oval/rectangular shapes. Allot yesterday’s
session timings to various groups. Participants may be
asked to work in their small groups for 5 min. to discuss
and recollect what happened yesterday in the session
timing allotted to them. Participants may be asked to recall
what was discussed yesterday during a particular session &
what was the methodology used. They should be asked to
write their responses on two different
oval/circular/rectangular chart papers & to put on the other
side of the ribbon. Once every group has placed their
remarks, the entire class can see the whole thing thereby
recap of previous day is done.

Conclude the Session

Facilitator may conclude the session by informing the
participants about the sessions of the day.
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Session 2.2

Session Title: Introduction to Style and Instrument
Timings: 0930 — 1100

Instructor’s Guide

Reference

Negotiation
Competencies

Introduction to Negotiation Styles

Facilitator to ask participants as to what do they
understand by the term ‘Style’. Take some responses.
Inform participants that the word Style has a deeper
meaning as far as Negotiation is concerned.

Explain what style means and different types of
styles. Style is how one behaves (reacts) when in
conflict/negotiation.

Inform participants that it is possible to measure one’s
style in Negotiation through an instrument.

Ask them if they would like to know their preferable
style in Negotiation.

Administer the Style Questionnaire

Distribute the style questionnaire to the participants.
Facilitator need to instruct and help the participants for
filling up the questionnaire.

Ask participants about their opinion on the
effectiveness of each of the styles. Take some
responses (charting).

Show PPT on Styles. Let participants understand what
negotiation styles are and explain the Thomas and
Kilmann argument related to negotiation style.

Let the facilitator inform the participants about the two
dimensions of personal behavior that an individual can
show while dealing with conflicts.

Facilitator to emphasis that we all have one or two
preferred styles when in Negotiation. This makes
us rigid and inflexible if the situation demands
responses other than our preferred styles/s. Hence,
it is important to know other styles and one should
try to develop deliberately other styles as well and
use those whenever one’s preferred style is not

Presentation 4
Negotiation Style
(Slide No. 1-3)

Annexure 6 &7:
Style
Questionnaire

Negotiation Style
Slide4 &5

Presentation 4
Negotiation Style
Slide 6 - 14

Thomas Kilmann
argument on
Style and their
effectiveness

Rigidity and
Inflexibility
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yielding the result. Rigidity & inflexibility on one’s
part will only bring frustration & anger & result
into a failed Negotiation.

Conclude the Session
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Session 2.3

Session Title: Briefing on Case: Dilemma at Nasik /Similar and actual

simulation

Timings: 1100 — 1145

Instructor’s Guide

Reference

Negotiation
Competencies

Brief on the Case - Dilemma at Nasik/ Similar and
actual simulation

Facilitator should brief the case to the participants and
inform that it’s a three party negotiation case.

The case is about the negotiation of the manpower
distribution for the three districts as the police from the 3
districts together perform bandobust for a major festival
under the overall guidance of the DIG.

The negotiation demands that the manpower (121
Constables) will be allotted only if the consortium is
formed between two or more districts.

Instructions for the simulation process

The facilitator will instruct the participants to form
groups of three each and will play the role of the SPs of
the three different districts. Alternatively one observer
per group can also be nominated.

For this the facilitator can use the chit system to allocate
the roles or let the participants decide for themselves.

Tell the participants that you are to perform the
negotiation to get the maximum constables for your
district.

The SPs should formally meet to initiate the negotiation
process. If any of the two wants to talk in private, the
other may keep quit for one minute & no more than that.

Presentation 8
Three Party
Negotiation

(Slide No. 1 - 3)

Distribute Participants’ Note
Distribute the copy of the Nasik Range Dilemma to all
the participants and other required stationery

Annexure 8:
Nasik Range
Dilemma

Other Instructions

Timing
Inform the participants that they will get 5 minutes for
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reading and 30 minutes to reach an agreement. Also
inform that if any agreement is reached, it must last for at
least three minutes before negotiation concludes.

If no consortium is formed, i.e., no agreement is reached,
the entire manpower will be allotted to Ahmednagar.
Possibility

The negotiation can be concluded if two of the three SPs
settle to an agreement.

Conclusion

Let the facilitator inform the participants that if the
consortium is reached, they can conclude the negotiation
and information can be entered in the space provided at
the end of the negotiation sheet.

Inform the participant that they can disperse for the tea
break and return for the next session for debriefing of the
case.
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Session 2.4

Session Title: Debriefing on Case and Session on Three Party Negotiations
Timings: 1145 — 1230

Instructor’s Guide

Reference

Negotiation
Competencies

Debriefing of the Simulation Exercise

Let the facilitator welcome back the participant from
the tea break and ask the participants to form the same
group of three as in the last session.

Ask each group what happened during the simulation
exercise?

Discuss the various key issues in the simulation
exercise.

Presentation 8
Three Party
Negotiation
(Slide No. 4)

Three Party Negotiation

Discuss with the participants the difference between
multi-party and two-party negotiation exercise.

Let the facilitator ask the participants to give their
views on how to approach a three party negotiation.
Discuss issues as per slides 5-8.

Three Party
Negotiation
(Slide No. 5 - 8)

Power and Influence in Coalition Situation

Let the facilitator discuss about the power in coalition
situation

Let the participants give their views on how power and
perception of power affect result in this situation.

Talk about positional power and personal power.
Facilitator should also introduce the concept of ‘Power
in weakness.” Sometimes even a weak person/party
becomes powerful as in this case. Ask them if they
ever experienced ‘Power in weaknesses’ in them or
someone else. Discuss ‘how to negotiate with a person
more powerful than you.’

Presentation 8
Three Party
Negotiation

(Slide No. 9 - 16)

The role of power
in Negotiation
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Instructor’s Guide

Reference

Negotiation
Competencies

Conclusion

Let the facilitator conclude the session by discussing
how increasing number of parties in negotiation brings
in complexity. Also once again emphasize on the
importance of understanding power and perception of

power.
Close the session
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Session 2.5

Session Title: Watching of Video on Simulation
Timings: 1230 — 1315

In this session, the participants will be shown the video of recently concluded simulation.
Normally, recording of one group be shown to the whole class. However, if infrastructure
permits, then individual groups can be shown their recordings separately.

Ask participants to take down notes while watching the video. They may consider the following
points to note their observations:

Communication skills of self and others

Body language of self and others

First Offer-who gave?

Any trap laid by the other party?

How did you come out of it?

What did you do correctly?

What did you do wrong?

How did the other person behaved during Negotiation?
Areas where you can improve your Negotiating ability?
10 Any innovative/on the spot thinking

© oSNk WNRE

After watching the video recording, the facilitator may initiate an open house discussion. The
session will give individual participants an opportunity to learn and also help in peer learning.
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Session 2.6

Session Title: Principles of Influence & Lateral Influence
(Understanding Human Psychology)
Timings: 1415 — 1515

Instructor’s Guide Reference Negotiation

Competencies

Group Discussion

Ask participants about their understanding of -Paper on Effective

influence. Principles of Communication

Define Influence Influence by

Explain that Negotiation is largely about influencing | Robert Cialdini

the other party. It is about understanding and taking - Animation

advantage of Human Psychology. One who knows the Video on

art of influence can get the other party do what he Cialdini’s

wants. Principles of

Discuss 6 Principles of Influence by Robert Cialdini Influence

which are derived by understanding the human
psychology through a number of research works.
(Show Animation video)

Ask participants if they have influenced someone
through somebody else? You can do a small group
discussion by allocating one principle to one group.
Introduce the concept of lateral influence. It is useful
when you cannot influence the other party using all the
available measures. You need to go round and look for
a person who can influence the person you want to
influence.
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Session 2.7

Session Title: Communication and persuasion in negotiations
Timings: 1515 — 1630

Instructor’s Guide

Reference

Negotiation
Competencies

Introduction

Facilitator to inform the participants that if one word that
is synonymous with negotiation then it is communication.
Influencing other party(s) is possible only through proper
communication.

Communication is effective in influencing the listeners if
three important factors, viz.

Ethos

Pathos

Logos

are kept in mind.

Explain the terms ethos, pathos and logos. (Aristotle’s
Rhetoric)

Presentation 5
Communication
Skills

Introduction to Communication

Let the facilitator play the video (Gandhi (1982) Protest
speech).

Video on Gandhi
(1882) Protest

Give participants about two (2) minutes to individually speech
think on how ethos, pathos and logos were used by

Gandhi to influence the crowd.

Communication and Persuasion

Facilitator to convey to the participants that

communication is the most important skill of negotiation. | (Slide No. 3 - 7)
Show another video ‘The great debater’. Let participants | Video “The Great
give comments on the Ethos, Pathos and Logos they saw | Debater”

in the video.

Also inform them about sequence of Ethos, Pathos and
Logos which depends upon the situation.

Run the remaining presentation on ‘communication in
negotiation’. Discuss the process, obstacles and methods
of effective communication.(If time is a constraint, the
second half of this presentation i.e. actual method of
communication, can be given as a handout for self
reading)

(Slide No 8-25)
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Non-verbal Communication

Facilitator will play another presentation on non-
verbal communication and will explain the difference
between verbal and non-verbal communication. He
will also explain the model of communication.
Facilitators will emphasis on the importance and
power of non-verbal communication.

Discuss with the participants the two types of non-
verbal communication and explain the difference
between Intentional and Unintentional non-verbal
communication.

Facilitator will ask the participants about the different
forms of non-verbal communication. Note down their
responses on the board and have a brief discussion on
the different forms.

Presentation 6
Non-verbal
Communication
(Slide No. 1 - 6)

Non-verbal
Communication
(Slide No. 7 - 8)

Non-verbal
Communication
(Slide No. 9)

Presentation 6

Non-verbal
Communication
(Slide No. 10 - 16)

Concluding the session

To conclude the session, facilitator to recall the
session and inform that the discussed strategies will be
used in the next session to perform a group work by
the participants.

Also ask and encourage the participants to use various
forms of non-verbal communication in their
presentations.
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Session 2.8

Session Title: Distribution of Communication and Influence work sheets and
group work by participants
Timings: 1630 — 1700

Instructor’s Guide Reference Negotiation
Competencies

Introduction

Facilitator to inform the participants that this is group
exercise and is the extension of the previous sessions Caselets on
on Communication, Influence and persuasion in | Communication
negotiations.
Facilitator to ask the participants to make group of Annexure 9
five. Distribute one (1) caselet out of the four caselets Annexure 10
to each group. Annexure 11
If there are more participants left after forming the Annexure 12
groups, then remaining participants can be formed into
more groups of 5 each and they will be given one
caselet each.

Preparation for the Presentation

Ask the participants to go through the caselets and
prepare their speech/arguments conforming to the
presentation using Ethos, Pathos and Logos.

They should also be reminded to use appropriately
various forms of non-verbal communications.
Facilitator should ensure that the participants are made
to sit in the classroom for the indicated time for the
preparation and not allowed to go anywhere.
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Teaching Notes

Instruction to be communicated by the Facilitator to all the participants

Caselets for Communication and Influencing presentation

Please study the case given to your Group. Develop your strategy, do any ‘research’ needed,
make any reasonable assumptions*. Recall the discussions on Influencing and Communication-
verbal and non-verbal and use the same in preparing your presentation/speech. Do not forget to
use the correct sequence of Ethos, Pathos and Logos as discussed earlier.

Please take the pre-presentation planning seriously because poor planning is the major cause of
poor presentations.

*If you are making any assumptions, you can share them with the audience before your
presentation starts. Balance the assumptions both ways-be realistic.
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Session 2.9

Check out the Mood Meter
Timing: 1700 - 1715

Before ending the day work, facilitator should inform the participants that he would
like to have feedback on the day's proceedings. For this purpose, facilitator should
draw the Mood Meter on a chart paper in advance and display it for the
participants. Ask the participants to tick mark their response/feedback, one each
for I, WE and IT.

Explain the mood meter to the participants by telling them that-

"I" is the mood of the individual (how he feels about the day's proceedings),

"WE" is the mood of the class (as perused by an individual with respect to the day's
program)

"IT" is the mood of the individual with respect to the subject matter that was
discussed for the day.

Facilitator should move away/out of the class so that participants can give feedback

&

without any hesitation.

WE
IT
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Session 3.2

Session 3.3

Check in and Communication| Understanding
Recap Presentation by Human
groups Emotions
Session 3.4 Session 3.5
MBTI Politics in Negotiation
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Session 3.1

Session Title: Check in and Recap

Timings: 0930-0945

Instructor’s Guide

Reference

Negotiation
Competencies

Facilitator to welcome the participants to the third and
the final day of the training.

Instruct the participants to sit in their small groups,
where each participant will get 1 minute to recall and
discuss about one issue from the yesterday’s training.
Think of any other innovative recap method if you
can.

Conclude the Session

Facilitator may conclude the session by informing the
participants about the sessions of the day.

91




92



Session 3.2



%94



Session 3.2

Session Title: Communication Presentation by groups
Timings: 0945 — 1115

Instructor’s Guide Reference Negotiation
Competencies

Instructions

Each group will nominate one or two presenters on
behalf of the group to make presentation on the given
caselets.

The facilitator to keenly observe the presentation and
provide instant feedback immediately after the
presentation is over. The feedback shall cover whether
all the three factor of effective communication, i.e.,
Ethos, Pathos and Logos have been covered and covered
in the sequence as prescribed on the day 2.

Also whether effective use of any influencing tactics and
non-verbal communication was made or not.

Conclusion

To conclude, (depending on the availability of the time),
facilitator may encourage few remarks (feedback) from
other participants also.
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Session 3.3

Session Title: Understanding Human Emotions

Timings: 1130 — 1300

Instructor’s Guide

Reference

Negotiation
Competencies

Introduction to Emotional Intelligence

Facilitator to initiate the discussion by informing the
participants that human emotions play a very
important role in negotiation process.

Ask the participants if they are aware of the concept of
Emotional Intelligence. Take few responses.

Ask the participants how important is Emotional
Intelligence? Facilitator may ask the participants to
have small table group discussion and see what
understanding they have about Emotional Intelligence.
Let the participants share their views.

Thereafter the facilitator should brief the participants
about the importance of understanding and managing
once own emotions as well as emotions of other
parties in negotiation. Hyman Psychology plays an
important role in the way a person behaves/responds in
Negotiation. Hence some understanding of Human
Psychology is a must for a successful Negotiation.
Facilitator should run the presentation on Emotional
Intelligence.

Presentation 9
Emotional
Intelligence

(Slide No. 1 -5)

Paper “Make
your Emotions
work for you in
Negotiation”
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Instructor’s Guide

Reference

Negotiation
Competencies

Basic Interactions

Facilitator should briefly discuss all the four types of
Emotional Intelligence Competencies, i.e.,
Self-Awareness

Self-Management

Social Awareness

Social Skills

Explain to the participants how to improve emotional
intelligence.

Presentation 9
Emotional
Intelligence

(Slide No. 5-11)

The Tasks

Facilitator should ask the participants in their table
group about the three questions given on slide 12 for
about 5 minutes and then give 2-3 minutes for sharing
their thoughts with others (approximately 20 minutes).
Thereafter, facilitator to ask the groups to work as per
slide 13 and prepare their response on flip chart.

Emotional
Intelligence
(Slide No. 12-13)

Summing up the Session

Conclude the session by quickly revising the topics
discussed in the session.

If time permits, a questionnaire on measuring
Emotional Intelligence can be administered to the
participants.

Questionnaire on
Emotional
Intelligence
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Session 3.4

Session Title: MBTI
Timings: 1400 — 1600

Teaching Notes

The session is basically to highlight the importance of Psychology in Negotiation. There are many
aspects of Psychology that can affect Negotiation. But in this session, the aspect of understanding
one’s own and that of other party’s Personality has been highlighted. By understanding
personality of self and that of the others, one can negotiate better. Understanding psychology is a
complex and difficult task. However, one simple method to do this is to administer a MBTI
questionnaire and discuss how it help participants to understand their own personality, different
personality types, the behavior/characteristics associated with each personality type and how it
affects the decision making process of an individual.

Show initial slides. (Slide 1-6). These are self explanatory. These serves as background to MBTI.
Administer the MBTI questionnaire. The instructions given on page 1 of the questionnaire be read
over to all the participants. Ensure that everyone understands the questions and reply

appropriately. There may be some participants who may need help-they should be helped by the
facilitator. Ask participants to circle the highest score in all 4 attributes to make their personality

type.
There after run slide 8 to explain the different preferences as given in MBTI.

Slide 9 is about some common situations where people behave differently. Ask one question to at
least 2-3 people and let all the participants understand that every person has a unique personality.

Thereafter run slides 10-13 to explain the first differentiator in personality i.e. Extroversion v.
Introversion.

Thereafter do the activity given at slide 14.

Divide the participants based on their scores on Extraversion. Five groups can be made as:
Very High E, High E, Medium E(E =I), Low E and Very Low E.
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Let people draw the class room on chart papers places in different parts of the room. After every
group has drawn, let everyone gather in front of the Very High E and Very Low E chart and see
the difference. In probability, the group with very High E would have drawn a spacious class
room with lot of other details like corridor, garden, water point etc. whereas the group with Very
Low E would have drawn a relatively small class room only with little outside details.

Go on for next slides (15-18) to discuss the next personality differentiator i.e. Sensing and
Intuition.

Run the exercise given on slide 19.
Repeat the same for other two differentiator from slide at 20-29.

Discuss some external pressures each one of us have given at slide 30. Seek opinion from
participants.

Thereafter discuss slides 31-33 to close the discussion on importance of Psychology (Personality)

in Negotiation. Encourage participants to read more about this topic from references given at slide
34.
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Session 3.5

Session Title: Politics in Negotiation
Timings: 1600 — 1700

Instructor’s Guide Reference Negotiation
Competency
Inform participants that though we try to negotiate for | Presentation 7 Post
our organization, there are people whose personal | “Politics in Negotiation
aspirations are different than the organizational | Negotiation” Credit

aspirations; Such people may play politics in | (optional)
negotiation by following their own aspirations over the
organizations’. There are different people with
different motives. Some people may pre-negotiate
with their seniors about expected outcomes out of a
negotiation. They strike a certain deal with their
seniors and get a better deal in actual negotiation. This
gives them a better image, credibility and influence in
the organization. Many times such people
know/estimate what they can get in actual negotiation
but they make their seniors to agree to a lower deal.
Some other types of employees create a false sense of
urgency with their seniors and then go and quickly
deal with the situation which is much less
serious/urgent than what they project before their
bosses. Thereafter they extract some other benefits
from their organizations apart from building their own
image and impression on their seniors and in the
organization.

Third type of employees tries to create hurdles for
their own colleagues when they are negotiating with
outsiders. They may do so because they may feel
jealous or competitive with their own colleagues or
bosses.

Thereafter let participants do a small group discussion
on the following questions:

1. Have you seen people in their organization

107




doing Politics in Negotiation? Can you think of an
example?

2. What are the impacts on negotiation of politics
done by people?
3. What are some of the ways in which one can

deal with Politics in Negotiation?

Let participants do a small group discussion on the
above issues and then share their thoughts with the
entire class.

If time permits, the PPT may be shown.

Summarize:

There is a need to be aware of people in our
organizations who may play politics which may be
detrimental to the organization. There is a need to
prepare plans to identify and check from time to time
such people and keep them under control.

Sometimes, seniors may get buckle into pressure from
their Seniors or politicians and declare the stand to be
taken in a Negotiation. In such situations, it is
suggested to keep the seniors informed about the
process and also to project a likely timeline regarding
the same. This will give the senior some idea about the
ongoing process and he may desist himself from
intervention. Similarly, there should be complete
clarity on who will negotiate, who will take a final
decision and a request may be made to such seniors
and other functionaries to wait till the suggested time
line is over and not to intervene before that.
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Session 3.3

Briefing on Case:
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actual simulation in
groups
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Session 4.4
Debriefing on Simulation
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Party Negotiation

Session 4.5

Watching Video on
Negotiation & discussion

Session 4.6
Goal Setting

Session 4.7

Summing UP of the
programme & Feedback

Session 4.8

Valediction and

Distribution of
Certificates
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Session 4.1

Session Title: Check in and Recap

Timings: 0930-0945

Instructor’s Guide

Reference

Negotiation
Competencies

Facilitator to welcome the participants to the third and
the final day of the training.

Instruct the participants to sit in their small groups,
where each participant will get 1 minute to recall and
discuss about one issue from the yesterday’s training.
Think of any other innovative recap method if you
can.

Conclude the Session

Facilitator may conclude the session by informing the
participants about the sessions of the day.
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Session 4.2

Session Title: Stereo typing/Managing Diversity
Timings: 0945 — 1030

Instructor’s Guide

Reference

Negotiation
Competencies

Introduction to Stereo typing

Ask the participants to think, write and do a small group
discussion on the following questions. (20 minutes)

Do you feel comfortable in negotiating with people from
your own caste/tribe, age, gender, native area, etc.?

What is it that makes you comfortable or uncomfortable
in talking to certain class of people?

Do you consider certain class/type of people as rigid,
uncompromising, non-cooperative etc. What is it in these
kinds of people that make your perception so?

Do you think that such perception about certain
class/type of people restrict your ability as a leader who
has to negotiate with all class/type of stakeholders?

What can be done to overcome these issues?

Can you recall an incident when you felt that factors
mentioned at (2) and (3) above affected the outcome of
Negotiation.

Thereafter let either groups or individuals do a plenary
discussion for 25 min. to discuss on importance of
managing diversity or disadvantages of stereotyping for a
police officer in effectively Negotiating.

Familiarity
Bias
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Session 4.3

Session Title: Briefing on Case: Disturbance at the Police Station and actual

simulation in groups
Timings: 1030 — 1200

Instructor’s Guide

Reference

Negotiation
Competencies

Brief on the case: Disturbance at the Police Station

Facilitator to inform the participants that in this session they
are going to perform a multi-party, multi-issue negotiation
exercise.

The case is about a couple where the boy belongs to the Mala
(SC) and girl belongs to the Brahmin community. The
disturbance arose due to caste and societal reasons.

Presentation 10
Multi-party,
Multi-issue
Negotiations
(Slide No. 1)
Annexure 13

Instructions for the Simulation

Facilitator should divide the classroom in groups of five (5)
and allocate the venues in advance in order to save time.
Each member to represent a party in negotiation.

Facilitator to brief the whole case to the participants as per
the general brief document provided.

Multi-party,
Multi-issue
Negotiations
(Slide No. 2)

Distributing the Participants’ Note

Facilitator to distribute the individual confidential briefs to
each participant in a group and ask them not to show their
confidential briefs to other participants.

For the ease, the briefs can be printed on different color

Annexure 14
Annexure 15
Annexure 16
Annexure 17

papers. Annexure 18
Other Instruction
Timing Presentation 10

Time allocated for material distribution and briefing is 15
minutes. Give participants 15 minutes to read the case and 40
minutes for negotiation.

Facilitator to prepare the Excel sheet well in advance for easy
compilation of the simulation results.

Agreement

The group should agree on all the points in order to reach the
agreement. Even a single disagreement on any one point will
make the whole Negotiation void and will be considered as
Negotiation Failure.

Multi-party
Negotiations
(Slide No. 3 &
4)
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Instructor’s Guide

Reference

Negotiation
Competencies

Conclusion

Conclude the session by taking back the agreement sheets
and see which group reached the agreement. Facilitator
can enter the scores of the team in the excel sheet
prepared.

Inform the participants that we will be debriefing the case
in the next session.
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Session 4.4

Session Title: Debriefing on Simulation and Session on Multi Party Negotiation

Timings: 1200 — 1300

Instructor’s Guide

Reference

Negotiation
Competencies

Debriefing the Simulation

Let the participants sit in the same group as in the

Presentation 10

previous session. Multi-party
Facilitator to display the sheet of scores for each Multi-issue
group. He should indicate the highest and the lowest Negotiation
scores of the group. Also mention the groups which (Slide No. 5)
did not reached the agreement.

Ask some of the groups what happened in the groups

during the simulation. Discuss the strategies followed

by the members of the team who scored the highest

and the lowest scores.

Ask the teams what did they learned from this

simulation exercise.

Multi-party Negotiation

Facilitator to discuss the key aspects of multi-party Multi-party
multi-issue negotiation and explain the factors which Multi-issue
complicate the negotiation process. Negotiation

Briefly explain the complexities arising due to
multiple parties and issues involved in the process of
negotiation.

(Slide No. 6 - 11)

Coalitions

Explain the term coalition and discuss how coalition
works in a multi-party negotiation.

Facilitator to elucidate the trust/agreement matrix to
the participants and explain how to deal with coalition
partners.

Presentation 10
Multi-party
Negotiation

(Slide No. 12 - 16)
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Instructor’s Guide

Reference

Negotiation
Competencies

Managing multi-party negotiation

Facilitator to discuss with the participants about how
to manage a multi-party multi-issue negotiation.
Explain the procedure to be followed during pre-
negotiation stage and at the formal negotiation stage.
Let the participants recall the session on Distributive
Bargaining Strategies & tactics taught on the first day
of the training. Ask the participants what they
remember about effective negotiation.

Facilitator to discuss the points to be kept in mind for
effective negotiation in a multi-party multi-issue
negotiation. As per availability of time, presentation
can be tweaked.

Multi-party

Multi-issue

Negotiation
(Slide No. 17 - 25)
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Session 4.5
Session Title: Watching Video on Negotiation & discussion
Timings: 1400 — 1530
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Session 4.6

Session Title: Goad Setting
Timings: 1530 — 1600

Instructor’s Guide

Reference

Negotiation
Competencies

Introduction to Goal Setting

Ask the participants as to what they want to do after this
training is over. It is important that they identify one/two
areas where they would like to work and improve upon.
Facilitator to inform the participants that in next few
minutes they are going to understand the importance of
goal setting.

Facilitator to brief some of the core principals of goal
setting.

Presentation 11
Introduction to
Developmental
Planning: Goal
Setting

Introduction to Developmental Planning

Facilitator to encourage the participants to set a
behavioural goal as the training program had a
significant focus on being more self-aware.

Introduction to

Developmental

Planning: Goal
Setting

Introduction to Action Planning

Introduce the participants with the concept of Action
Planning and discuss briefly how a goal should be.
Facilitator to convey to the participants the tips for a
successful Action Planning.

Share the four different combinations that an individual
can think of to achieve different level of success (most
ideal is to have an accountability partners).

Introduction to

Developmental

Planning: Goal
Setting

Goal Planning

Ask the participants to write their specific goal in their
diary. The goal should be set which can be completed
within next three months. Success can be measured by
asking for feedback from those who have observed you
and your behaviors in your goal area.

Inform the participants that their goal should have a start
date and a realistic deadline (end date). If they don’t
have an end date they will never complete their goal.
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Closing the Session

Close the session by reminding the various learning
opportunities and the tips for successful action planning.
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Session 4.7
Session Title: Summing UP
Timings: 1600- 1630

Instructor’s Guide
Summing UP
Facilitator to quickly recap the objective of the training and the topics covered in the

last three days.
The Round About

Ask the participants to stand in a circle and ask each participant to say one word
about the training program.
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Session 4.8

Session Title: Valediction and Distribution of Certificates
Timings: 1630 - 1700

Instructor’s Guide

Let the facilitator speak few words on the training and the about the participants and
thank them for enthusiastically taking part in the training program.

Facilitator to invite each participant and distribute the certificate.
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1

To sell or not to sell? (Gandipet Real Estate)
CONFIDENTIAL ROLE INFORMATION FOR THE CEO OF
RAJA BUILDERS (BUYER)

You are the Director of Raja Builders, a mid-sized real estate developing company that
invests primarily in residential properties. You are the premier real estate developer in the
region and virtually all of your properties are developed for the construction of luxury
condominiums. You have been with Raja Builders since its founding twenty years ago and
you have a reputation for finding and maximizing value in the deals that you negotiate.
You hope that you live up to this reputation in your upcoming negotiation with the
Executive Vice President of Rani Investments.

Rani Investments recently announced its decision to sell a large piece of property in the
town of Gandipet. Gandipet is amid-sized town at the outskirts of Hyderabad area. Raja
Builders is interested in purchasing this property and you have contacted the Executive VP
at Rani Investments to make your intentions known. Rani Investments seem genuinely
interested in speaking with you, but they have made it clear that the negotiation needs to
take place immediately. If no agreement is reached in your negotiations this week, they
will take their business elsewhere. You can only presume that this means they have
another offer with a strict deadline, but then again, they might simply be posturing.

Even if Rani Investments does have other offers, you have no way of knowing what those
offers might be. How much a potential buyer will pay for the Gandipet property depends
on a number of factors, including the buyer’s ability to pay, their degree of desperation,
and the planned use for the property. Each of these factors is critical. For example, your
experts have estimated that if the land were developed for commercial use (e.g.: a set of
office buildings), the land might be worth 1.5 to 2 times as much as if it were developed
for residential use (e.g., apartment buildings).

While property value would be maximized if the land were developed for commercial use,
there is probably no interest for the property among commercial developers. The reason is
that the zoning laws in Gandipet do not allow for commercial development of the
property. While there has been some talk among local politicians of allowing commercial
development in Gandipet over the last few years, no action has been taken. As a result,
Gandipet has fallen off the radar for commercial developers. You expect that if Rani
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Investments has any offer at all, it will be from someone interested in developing the land
for residential use.

While Raja Builders deals almost exclusively with residential properties, your plans for
the Gandipet property are not for residential construction. Instead, you see this purchase
as an ideal opportunity to make inroads into the commercial real estate industry. There are
a number of reasons for this. First, and most importantly, you have strong and extensive
political ties in the local government of Gandipet and you have been carefully monitoring
the public discourse related to proposed changes in zoning laws. As a result you are
probably among the first to know that rezoning to allow commercial development in
Gandipet is only months away from becoming a reality. Second, you believe that the
opportunity to enter the commercial real estate industry cheaply (no other commercial
builder is likely to be bidding for the Gandipet property) is too good to pass up. Finally,
while you have dabbled in commercial real estate before, your prior investments in this
industry have been smaller and have had more conservative risk profiles. Gandipet will
allow you to make a grand entrance in the market. In short, you are seeking to purchase
the Gandipet property for commercial development, and you are absolutely certain that
zoning laws will change to allow this to happen.

Over the last few weeks your team has worked to assess exactly how much the property is
worth to you if you put it to commercial use. Your analysts have calculated that the value
of the property for commercial use can vary widely. Raja Builders may find itself on the
lower end of this range due to lack of expertise in commercial development. On the other
hand, Raja Builders is the premier developer in the region and has long-standing
relationships with local contractors. This translates into significant cost savings. Taking
into account the various factors particular to Raja Builders, your analysts have calculated
that the property is worth 66 crore in the hands of Raja Builders if you put the land to
commercial use. In other words, if you are able to purchase the land for less than 66 crore,
you will make a profit on the purchase. If you pay 66 crore, you will breakeven.

If you are unable to negotiate the purchase of the Gandipet property, you will take the
funds set aside for this project and invest them in a residential real estate venture where
you expect to make 6 crore in profit.

Rani Investments want to try and negotiate an agreement as soon as possible. Fortunately,

you are fully prepared to begin discussions immediately. Indeed, you were probably late in
approaching Rani Investments because you were waiting to get a firm answer regarding
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rezoning to allow commercial development, and because your analysts needed the extra
time to work through the intricacies of appraising the property for commercial use.
Fortunately, the property was still available. In your discussion with Rani Investments,
you were careful to sound confident and enthusiastic about your interest in the real estate,
but you did not talk specifics regarding your analysis, your appraisal, or your plans.

Here is what you know about Rani Investments: Rani Investments holding company that
specializes in real estate investments. They have recently started to divest land and
property in a number of regions. The property in Gandipet may be among the largest
pieces of property they are in the process of selling. The Executive Vice President of Rani
Investments will be negotiating the sale of the property. Rani Investments is not a
competitor of yours.

You will be meeting with the Executive VP shortly. If you are ever going to purchase the
Gandipet property, it will have to be now. To prepare for the negotiation, you have
collected as much information and data as possible. The following information is public
knowledge, and you are sure that the Executive VP of Rani Investments also has this
information.

Rani Investments purchased the Gandipet property seven years ago at a price of 27crore.
Since the purchase, land value in the town of Gandipet has increased substantially. An
evaluation of the sale prices off our somewhat comparable properties that have been
recently sold in the area suggests that the Gandipet property could be worth between 36
crore and 44 crore.This assumes that the land is developed for residential use.

If the land is used for the construction of luxury condominiums instead of apartment
buildings, it is probably worth an additional 20%.

Your goal in this negotiation is to get the best price possible for Raja Builders. The only
issue that you are to negotiate is price.
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2

To Sell or Not to Sell? (GANDIPET REALESTATE)

CONFIDENTIAL ROLE INFORMATION FOR THE EXECUTIVE VP OF
RANI INVESTMENTS (SELLER)

You are Executive Vice President of Rani Investments, a holding company that specializes
in real estate investments. Earlier in the year, key executives of Rani Investments held a
meeting in which a number of strategic initiatives were adopted. Among these was an
initiative aimed at divesting land and property in certain geographical regions. Among
your many real estate holdings is a large piece of property located in Gandipet, a mid-sized
town at the outskirts of a Hyderabad City. The Gandipet property is among those that are
to be sold. Because the Gandipet property is by far the largest piece of real estate
earmarked for divestment, you are personally responsible for negotiating its sale.

One of the first decisions that you made with regards to the Gandipet property was to sell
it in its entirety rather than piecemeal — you will not break it apart and sell separate parcels
of land. Virtually very expert appraisal and valuation suggests that the real estate will fetch
a higher selling price if the property is sold in its entirety to one buyer. While this is likely
to maximize sale price, it also limits the number of potential buyers for the land.

How much a potential buyer will pay for the Gandipet property depends on a number of
factors, including the buyer’s ability to pay, their degree of desperation, and the planned
use for the property. Each of these factors is critical. For example, your experts have
estimated that if the land were developed for commercial use (e.g., a set of office
buildings), the land might be worth 1.5 to 2 times as much as if it were developed for
residential use (e.g., apartment buildings).

While property value would be maximized if the land were developed for commercial use,
there is probably no interest for the property among commercial developers. The reason is
that the zoning laws in Gandipet do not allow for commercial development of the
property. While there has been some talk among local politicians of allowing commercial
development in Gandipet over the last few years, no action has been taken. As a result,
Gandipet has fallen off the radar for commercial developers.

Over the last few weeks you have entertained offers from a few potential buyers. Every

one of the offers has come from someone planning to put the land to residential use. This
was expected. However, all but one of these offers has fallen substantially short of your
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expectations. The one offer that is of interest to you is from A-1 Developments, a
developer who is planning to construct a set of high-end apartment buildings on the
Gandipet property. The offer is for 38 crore.

Apart from being the highest offer you have received, this deal is of interest to you
because A-1 Developments has a reputation for high quality development. You were the
one who championed the purchase of the Gandipet property seven years ago and you
would now like to see it divested in a way that ensures it will be put to good use.
Furthermore, the developer has been in business for a long time and has a reputation for
bargaining in good faith. This gives you some confidence in the reasonableness of the
offer. This is not to say that you are ready to accept it as is. You expect that you could
negotiate the price up an additional 10 — 15% if you chose to pursue this offer from A-1.
(You are virtually certain that A-1 Developments would not go any higher than that.)

For now, however, you are not going to negotiate with A-1 Developments. The reason is
that Raja Builders, a premier real estate company in the region, has just sent word that they
are also interested in the Gandipet property. While you had anticipated an offer from Raja
Builders earlier (they usually move pretty quickly), even their delayed interest in the
property is good news. This is because your best estimate is that Raja Builders will
develop the property for the construction of luxury condominiums (that is what they do
with virtually all of their properties). You should be able to negotiate a higher selling
price for the property if the land is to be used for luxury condominiums rather than for
apartment buildings. While the call from Raja Builders came surprisingly late, their CEO
sounded extremely enthusiastic about the prospect of purchasing the Gandipet property.
This is good news.

You have decided that you will meet with the CEO of Raja Builders and try to negotiate a
deal for the sale of the Gandipet property. However, you have made it clear that time is of
the essence. If you do not reach an agreement by the end of the week, you will take your
business elsewhere. You have not given Raja Builders any specific information regarding
your other offers, but if the upcoming negotiation with Raja Builders is not successful, you
plan to go back and finalize the deal with A-1 Developments. You will not wait for other
offers. The deadline is real:A-1 Developments has said that their offer expires at the end of
the week.

Here is what you know about Raja Builders: They are amid-sized real estate company and
they invest primarily in residential properties. Indeed, Raja Builders is one of the biggest
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names in residential real estate. The CEO of Raja Builders has been with the company
since its founding twenty years ago and is known to have an eye for opportunity and for
maximizing value potential in every deal. The CEO is also known to be extremely well
connected politically, and is linked to knowledge brokers at all levels of state and local
government. Raja Builders is not a competitor of yours.

You will be meeting with the CEO of Raja Builders shortly. If you are ever going to sell
the Gandipet property to Raja Builders, it will have to be now. To prepare for the
negotiation, you have collected as much information and data as possible. The following
information is public knowledge, and you are sure that the CEO of Raja Builders also has
this information.

Rani Investments purchased the Gandipet property seven years ago at a price of 27 Crore.

Since the purchase, land value in the town of Gandipet has increased substantially. An
evaluation of the sale prices of four somewhat comparable properties that have been
recently sold in the area suggests that the Gandipet property could be worth between 36

crore and 44 crore. This assumes that the land is developed for residential use.

If the land is used for the construction of luxury condominiums instead of apartment
buildings, it is probably worth an additional 20%.

Your goal in this negotiation is to get the best price possible for Rani Investments. The
only issue that you are to negotiate is price.
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To sell or not to Sell
Response Sheet

Agreement Reached Yes/No
Negotiated Price Rs.
Signature of Buyer Signature of Seller
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Bollywood-Hollywood
DIRECTOR

Introduction

You are a talented and well-known Bollywood director. You are very much in
demand right now, especially after having received a number of Awards including an
Oscar nomination for your last film and a Silver Globe Award for the film before that.
You have an idea for a new movie, a romance-Comedy. The plot of the movie is cross
between two previous box office hits, 3 Idiots and PK. You have approached one of the
most successful Producer in the industry with the idea for your film. He has agreed to
produce the picture as long as you can agree on the terms of the deal with him.

You would like to establish a good working relationship with him and want to reach
an agreement with him as you have not worked with this producer before. You think your
association with this particular Producer will bring you into the Big League in Bollywood.
At the same time, as you can see from the attached preference schedule, your goal is to be
paid commensurate with your talents and obtain sufficient resources to make a great film.
This is particularly important given this is your first film following your Oscar Award
nomination.

You care a lot about making this film right. Although your last two movies went
significantly over budget, you feel that their success in the box office and the awards and
critical acclaim garnered, more than justified such overruns. Film making is a difficult,
creative process with many complex elements. You can better contain costs by retaining
greater control over as many production elements (e.g., casting decisions, locations and
final editing) as possible.

Your goal is thus to reach what you feel is the most satisfactory agreement possible
with the Producer with whom you will be negotiating (the points associated with each
“payoff” gives you an idea of the relative important of each issue). If you can’t reach an
agreement with him, there are other Producers with whom you might deal.

There are eleven issues you will be negotiating described below:

1. Director’s Salary: In your last film, you were paid Rs 4 Crore. That film became an
unexpectedly huge hit, catapulting you into the first-tier of hot new directors in
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Bollywood. Accordingly, you would like to get an increase in salary commensurate with
your greater status.

2. Pre-production Budget: This covers all of the expenses related to preparing to
shoot a major motion picture, including script revisions, scouting locations, planning the
production schedule, designing sets and costumes, etc. It is important for you to have a
generous pre-production budget so that you can iron out any potential problems prior to
filming, which will help keep the overall budget in line. With your last film, you started
filming without a complete script which led to extensive script rewrites and scenes
needing to be re-shot. This caused your movie to go way over budget and be one of the
most expensive in history.

3. Post-production Schedule: This concerns the time available to complete the film
and sound editing, adding the musical score, etc. The Director is often intimately involved
in this process and it can be a critical period for the success of a film. Many films are
saved in the post-production process by creative editing, etc. As Director, you want to be
sure to have the necessary time needed to put all of the pieces together into the final
product. You don’t want to feel rushed or pressured to release something you think is
inferior, just to meet some arbitrary deadlines (e.g., the summer blockbuster months).

4, Director’s Bonus (% of the gross): While base salary is important to you, the
percent of the gross is particularly important. You expect this film to be a very big hit.
Accordingly, if you can share in the profits -- as represented by the percentage of the gross
-- you have a chance to really make a lot of money on this picture.

5. Child Star: Daisy Irani is a “hot” child actor right now. She has won numerous
acting awards and is currently the youngest person ever to have been nominated for a
Screen Actors Guild Award. She is cute without being obnoxious. Emma Chavla, Juhi
Chavla’s niece, is an up and coming actress. She has had success on television starring in
her own show Best of Luck Nikki on Disney Channel and has been recently starred in the
Charlie Ka Dabba. She has talent and the family name but, unfortunately, does not have a
particularly large fan base. Mili Pandit, of the Disney Channel hit show Aap Ke Diwane, is
a popular singer and actress. Her acting on the big screen, however, is very limited with
only a small part in one major film. Danesh Rana, of RK fame, is an excellent actor both
on screen and on stage. However, you are concerned that he may already be transitioning
from child to adult actor, especially since appearing partially naked briefly for his role in
the play Equal and Equal.
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6. Male Lead: Getting a good “box office” star is an important element not only in
terms of the success of the film itself but also for indicating your “drawing power” as a
director. If you can get someone like Salman Khan, then the Bollywood community will
know you are a “player” and take notice. Ranvir Singh is a versatile actor, having gained
positive reviews for his work in both dramatic roles and romantic comedies. Although not
as big a star as Salman Khan, he has potential as a lead in a romantic thriller. Ranbir
Kapoor is very charismatic but you also have reservations about him being a box office
draw since his last few films were not considered big box office successes. Shahrukh Khan
would be acceptable, but you think that he may be getting a little too old to be a romantic
lead but then Anil Kapoor again is 12 years older and has had great success in the genre
starring with leading ladies half his age.

7. Locations: Exotic locations, especially in other countries, can add a lot to the box
office luster on a big film. Ideally, you would like to get as many locations as you can
since you envision this as an action movie that spans the globe. You want the movie to
have an expensive “blockbuster” look and feel to it on the screen, and you don’t see how
that can be done by skimping on locations.

8. Female Lead: Katrina Kaif and Deepika Padukone are two of the most popular
actresses. Both are also friends of yours. You think Katrina Kapoor is perfect for the part
which requires the actress to have an athletic look and psychological toughness. Deepika
would also fit the part but you are concerned that she has become more outspoken in her
political views (especially when promoting her films) which may alienate some of her fan
base or unnecessarily politicize your film. The producer has suggested Kareena Kapoor.
You have mixed feelings -- she is extremely popular and multi-talented but you are
concerned that she is now focusing on her fashion designing career and is looking for
more dramatic roles.

9. Personal Location (per day): This covers your personal expenses on a day to day
basis (lodging, meals, fancy bottled waters, etc). The more the better from your standpoint,
since it can be expensive living on location and you want to be comfortable. You know
that you will not be able to do your best work if you cannot afford your usual
accommodations.

10.  Production Designer: The production designer is responsible for the overall look

of the film and works very closely with both the producer and director. You would very
much like to hire Santosh Kale. Although he has a reputation for being just as much of a
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“bean counter” as a creative artist, he is the perfect complement to your easy going style.
He keeps you on track and this is important because you know that sometimes you get too
caught up in the creative aspects of the film and lose sight of the budgeting. You don’t
know much about Rajesh Kher except that he seems to be well-regarded in the industry for
his work on low budget art films. You are a little concerned with his ability to handle a big
budget picture. Anita Kuruvilla is very competent but you find her personality to be very
irritating, likening it to scratching your finger nails down a chalkboard.

11.  Editorial Control: Editorial control concerns who has responsibility for the editing
of the film, once it is in the “can” and in post-production. From a director’s standpoint,
editorial control is critically important. You would like to have full editorial control,
including responsibility for the “final cut.” You expect that the producer will try to have
some say in the editing, but you would prefer to minimize his involvement if he insist on
having involvement. In your view, producers have no training in this area. They don’t
always understand aesthetic issues, such as pace and thematic development. Besides, input
from too many diverse minds can really screw a film up in your view.

The effectiveness of your negotiation strategy may be improved if you “get into the
role” by thinking upcoming reasons/arguments why these particular issues are important to
you, and also creatively embellishing on your interests and positions as director.

Note that you are also free to reach no agreement if you feel that doing so is better
than accepting an inferior agreement. The only constraint on the agreement you reach is
that you must not accept any offer that includes a “Can’t accept” level for an item, as
indicated on your payoff sheet.

The highest number of points you can obtain from this negotiation is 16,200. This
point total was calculated by adding up the highest number of points you could receive for
each of the 11 issues. If you cannot negotiate an agreement worth at least 3,000 points for
yourself, another Producer will be more attractive.

IMPORTANT: Do not at any time tell the other negotiator how many points you are
getting. Also, do not let the other negotiator see your point schedule. This information is
for your eyes only.

Director’s Scoring Sheet: Here is the number of points you receive for each issue in your
negotiation. Please think of the points as preferences.
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ALTERNATIVE PAY OFF ALTERNATIVE PAY OFF
Directors Base Salary Male Lead
4 Crore 0 Slaman Khan 1500
4.5 Crore 200 Ranvir Singh 300
5 Crore 400 Ranbeer Kapoor 300
5.5 Crore 600 Shahrukh Khan -100
6 Crore 800
6.5 Crore 1000
7 Crore 1200
7.5 Crore 1400
8 Crore 1600
Pre-Production Budget Location
Only Bollywood sets -450
2.5 Crore 0 One Exotic location 550
3 Crore 100 Two Exotic Locations 1225
3.5 Crore 150 Three Exotic Locations 1550
3.75 Crore 200 Female Lead
4 Crore 300 Katrina Kaif 750
5 Crore 400 DeepikaPaukone 300

POST PRODUCTION SCHEDULE

1 month 0

2 month 100
3 month 200
4 month 500
6 month 1000
12 month 2000

Kareena Kapoor -500

Personal Location Budget

0

Can’t Accept

30 Thousand per day

-800

40 Thousand per day -500
50 Thousand per day -50
65 Thousand per day 350
70 Thousand per day 750
80 Thousand per day 1000
95 Thousand per day 1550

Production Designer

Santosh Kale 250

Rajesh Kher 0

Anita Kurilla -250
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DIRECTORS BONUS: % Gross

0% Can’t Accept
1% -1200
2% -750
5% -500
7% 500
10% 2100
12% 3000
15% 4100
Child Star
Daisy Irani 500
Emma Chavla 400
MiliPandit 300
Danesh Rana 0

Editorial Control

Producer has no say in editing 2000
Producer has very limited 100
editorial rights

Producer shares equally in all -250
editing

Producer gets unilateral editorial | -500

control
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Bollywood -Hollywood
PRODUCER

Introduction

You are a very successful Film Producer in Bollywood. You will be negotiating
with a young enormously successful Bollywood director who has approached you with an
idea for a new movie. The proposed movie is a romance-Comedy that attempts to be a
cross between the two box office hits, 3 Idiots and PK. With this person as your director,
the movie could be a very big box- office hit as well. You have decided to produce the
picture as long as it can be done under terms you feel are satisfactory. You are meeting
with the director to negotiate the terms of the deal.

The outcome of this negotiation is very important to you since this is the first major
motion picture deal you will work on after a gap of 6 months. You would like, if at all
possible, to reach an agreement so that the Director does not take the film to another
Producer.

At the same time, as you can see from the attached preference schedule, your goal is to
contain the costs on the production and also retain some control over the major production
“elements” (the number of locations, casting decisions, shooting schedule, editing the
“final cut” of the film, etc.).

You already know that this director, while talented and currently very “hot “ on the
market, has gone significantly over budget on his/her last two movies. Even though the
movies were considered a box office success, won a number of awards and attracted
critical acclaim, the budget overruns were viewed within the film industry as a serious
problem and one that needs to be brought under control. Thus, while you want very much
to work with this person, you also want to make sure the agreement makes sense from a
financial standpoint.

Your goal is thus to reach what you feel is the most satisfactory agreement possible with
the Director (the points associated with each “payoff” shown on the attached payoff

schedule give you an idea of the relative importance of each issue to you).

There are eleven issues you will be negotiating described below:
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1. Director’s Salary: This refers to the base salary you agree to pay the director.
Obviously, the lower the salary, the better from the studio’s standpoint. The director’s base
salary on the most recent film was Rs 4 Crore.

2. Pre-production Budget: This covers all of the expenses related to preparing to
shoot a major motion picture including script revisions, scouting, locations, planning the
production schedule, designing sets and costumes etc. Given the director’s reputation for
being a perfectionist who demands constant script rewrites, costume and set changes and
excessive travel to scout the “perfect” locations, you would like to discourage this
behavior by not giving an overly generous budget. A 2.5 Crore preproduction budget is
actually generous in the industry for a film like this.

3. Post-production Schedule: This concern the time you allow the director to
complete the film including film and sound editing, adding a musical score, special effects,
etc. The Director is often intimately involved in this process and it can be very expensive
from the Producer’s standpoint if it drags on too long. The director took months editing
down his last two films and, although both films were huge successes, they missed the
summer blockbuster market by several months.

4. Director’s Bonus (% of the gross): This is the director’s participation in the profits
of the film. If the film is a success, it can be a huge amount of money. The studio would
prefer to give the director a higher base salary in lieu of sharing the profits. It is very
important that you keep the bonus as low as possible.

5. Child Star: You are very impressed with Daisy Irani. Besides being extremely
popular with children and adults, she has appeared in a number of big box office films and
has been nominated for several prestigious acting awards. Emma, Juhi’s niece, has had
success on television starring in her own show Best of Luck Nikki on Disney Channel and
has been recently starred in the Charlie Ka Dabba. Although not as strong an actress as
Daisy Irani, she could be a good fit for the part. Mili Pandit, the singer/actress from the
Disney channel’s Aap Ke Diwane show, is extremely popular and has a large fan base.
However, you think she may be too perky for the part and you would have to deal with her
manager/stage dad Bikram Pandit. Danesh Rana, the star of RK films is an excellent child
actor, but you think the part is better for a “daughter” and not a “son.”
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6. Male Lead: You most prefer Shahrukh Khan. He owes you a favor and you can get
him at a good price right now. In addition, he seems right for the part and both men and
women love him. Ranvir Singh would also be acceptable, but you have some reservations
about him being able to do the few comedy scenes in the movie. Ranbir Kapoor would be
nice, but his busy schedule would cause significant delay in shooting, since he already has
a prior commitment. Salman Khan would cost too much, and besides, you think his acting
ability is vastly overrated. You are also concerned that his recent behavior in public and
the court cases, which has given fodder to a constant series of media stories, may cause
problems for him at the box office.

7. Locations: Locations are important, but you view this as a film that can be shot in and
around the Mumbai area, with perhaps one exotic location abroad, supplemented by good
Bollywood sets. The proposed film is an action piece, but you feel the city provides a lot
of potential sites and has been used successfully in other movies such as Krish and its
sequel.

8. Female Lead: You are good friends with Kareena Kapoor and she seems perfect
for the part. She is a dynamic and versatile actress. Dipika Padukone has a reputation for
being difficult and Katrina Kaif is just too hard to get. With her work as a Goodwill
ambassador for the United Nations and her recent commitments to charity works for street
children, it is unlikely that she will choose to make more than one film a year (and she
already has a wide range of upcoming projects to choose from).

9. Personal Location (per diem): This is the daily expense allowance for the director
which covers housing, meals, fancy bottled water, etc. Since you are planning to use
Bollywood sets, you feel there is no need for a personal location budget since the director
can live in his/her posh Vanity Van. In addition, the studio’s large catering services can
easily meet his/her needs. However, if you agree to an exotic location, you will be forced
to pay a personal location budget since the director will need a place to stay and may want
food not provided by the local catering service. Since this Director has a reputation for
excess, you want to limit the size of the budget since these costs can easily add up,
especially if the film goes over its shooting schedule.

10. Production Designer: The production designer is responsible for the overall look of
the film and works very closely with both the producer and Director. You prefer Santosh
Kale to be your production designer. He is a savvy and experienced pro in the film
industry and is known for being disciplined with respect to the budget and bringing films
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in on time. You have a lot of trust in him and you think he would be areal asset on this
production, given the Director’s reputation for going over budget (Of course, you might
not want the Director to know your true feelings about this matter). Rajesh Kher, although
less experienced than Santosh, is well- regarded in the industry for his work on low budget
art films and seems to have a good track record for keeping films on budget and being
easy to work with. However, due to his inexperience, you have some concerns about
Rajesh’s ability to handle a “big budget” film. Anita Kuruviilla is very competent and is
often used by most producers, but due to the start of her potentially lengthy
divorce/custody proceedings, you are concerned about her ability to work effectively on
the project.

11. Editorial Control: Editorial control concerns who has responsibility for the editing of
the film, once it is in the “can” and in post-production. This includes the right to make the
“final cut” that the public ultimately sees. This is a pretty important issue to you. Some
Directors spend months editing a film and it is enormously costly to the studio. You
therefore prefer to have editing rights, but you recognize that the Director may fight you
on this.

The effectiveness of your negotiation strategy may be improved if you “get into the role”
by thinking up other convincing reasons/arguments why these particular issues are
important to you, and embellishing on your interests and positions in this negotiation.

Note that you are also free to reach no agreement if you feel that doing so is better than
accepting an

inferior agreement. The only constraint on any agreement you reach is that you must not
accept any offer that includes a “Can’t accept” level for an item, as indicated on your
payoff sheet.

The highest number of points you can obtain from this negotiation is 16,200. This point
total was calculated by adding up the highest number of points you could receive for each
of the 11 issues. If you cannot negotiate an agreement worth at least 3,000 points for
yourself, another Director will be more attractive.

DO NOT AT ANY TIME TELL THE OTHER NEGOTIATOR HOW MANY POINTS

YOU ARE GETTING. ALSO, DO NOT LET THE OTHER NEGOTIATOR SEE YOUR
POINT SCHEDULE. THIS INFORMATION IS FOR YOUR EYES ONLY.
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IMPORTANT: Do not at any time tell the other negotiator how many points you are
getting. Also, do not let the other negotiators see your point schedule. This information is
for your eyes only.

Producer’s Scoring Sheet: Here is the number of points you receive for each issue in your
negotiation. Please think of the points as preferences.

ALTERNATIVE PAY OFF ALTERNATIVE PAY OFF
Directors Base Salary Male Lead
4 crore 1,600 Salman Khan -500
4.5 crore 1,400 Ranbir Kapoor 300
5 crore 1,200 Ranvir Singh 300
5.5 crore 1,000 Shahrukh Khan 750
6 crore 800
6.5 crore 600
7 crore 400
7.5 crore 200
8 crore 0
Location
Pre-Production Budget Only Bollywood sets 2,000
Directors Base Salary Exotic location 100
2.5 crore 2,000 Exotic Location -250
3 crore 1,000 Exotic Locations -500
3.5 crore 500 Female Lead
3.75 crore 200 Katrina Kaif -100
4 crore 100 DeepikaPadukone 300
5 crore 0 Karina Kapoor 1,500
POST PRODUCTION SCHEDULE Personal Location Budget
No of Months 0 1,250
1 month 400 30 Thousand per day 850
2 month 300 40 Thousand per day 600
3 month 200 50 Thousand per day 200
4 month 150 60 Thousand per day -100
6 month 100 70 Thousand per day -600
12 month 0 80 Thousand per day -900
95 Thousand per day Can’t Accept
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DIRECTORS BONUS: % Gross

0% 4,400
1% 3000
2% 2000
5% 1000
7% -500
10% -1800
12% -5,000
15% Can’t
Accept
Child Star
Daisy Irani 250
Emma Chavla 100
MiliPandit 0
Danesh Rana -250

Production Designer

Santosh Kale 500
Rajesh Kher 300
Anita Kuruvilla 0

Editorial Control

control

Producer has no say in editing -450
Producer has very limited 550
editorial rights

Producer shares equally in all 1,225
editing

Producer gets unilateral editorial 1,550
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Negotiation Style -Instructions

Consider situations in which you find your wishes differing from those of another person.
How do you usually respond in such situations?

The following pages contain 30 pairs of statements describing possible behavioral
responses. For each pair, please circle the letter (“A” or “B”) of the statement that best
characterizes your behavior.

In many cases, neither the “A” nor the “B” statement may be very typical of your
behavior; but please select the response you would be more likely to use.

THOMAS-KILMANN CONFLICT MODE INSTRUMENT

1.

A
B.

w >

w >

> WP WH WP Wy

w >

There are times when | let others take responsibility for solving the problem.
Rather than negotiate the things on which we disagree, | try to stress those
things on which we both agree.

| try to find a compromise solution.
| attempt to deal with all of his/her and my concerns.

I am usually firm in pursuing my goals.
I might try to soothe the other’s feelings and preserve our relationship.

| try to find a compromise solution.
| sometimes sacrifice my own wishes for the wishes of the other person.

I consistently seek the other’s help in working out a solution.
| try to do what is necessary to avoid useless tensions.

| try to avoid creating unpleasantness for myself.
| try to win my position.

| try to postpone the issue until I have had some time to think it over
| give up some points in exchange for others.

| am usually firm in pursuing my goals.
| attempt to get all concerns and issues immediately out in the open.

| feel that differences are not always worth worrying about.
I make some effort to get my way.
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10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

w> wp

w >

> wWr» wWr» wW» wp

w >

w >

w >

| am firm in pursuing my goals.
| try to find a compromise solution.

| attempt to get all concerns and issues immediately out in the open
I might try to soothe the other’s feelings and preserve our relationship.

| sometimes avoid taking positions that would create controversy
I will let the other person have some of his/her positions if he/she lets me
have some of mine.

| propose a middle ground.
| press to get my points made.

| tell the other person my ideas and ask for his/hers.
| try to show the other person the logic and benefits of my position.

I might try to soothe the other’s feelings and preserve our relationship.
| try to do what is necessary to avoid tensions.

I try not to hurt the other’s feelings.
| try to convince the other person of the merits of my position.

| am usually firm in pursuing my goals.
| try to do what is necessary to avoid useless tensions.

If it makes other people happy, | might let them maintain their views.
I will let other people have some of their positions if they let me have some

of mine.

| attempt to get all concerns and issues immediately out in the open.
| try to postpone the issue until | have had some time to think it over.

| attempt to immediately work through our differences.
| try to find a fair combination of gains and losses for both of us.

In approaching negotiations, I try to be considerate of the other person’s
wishes.

168



22.

23.

24.

25.

26.

27.

28.

29.

30.

w >

w >

w >

©>» wW» w»

w >

A.
B

| always lean toward a direct discussion of the problem.

| try to find a position that is intermediate between his/hers and mine.
| assert my wishes.

| am very often concerned with satisfying all our wishes.
There are times when | let others take responsibility for solving the problem.

If the other’s position seems very important to him/her, I would try to meet
his/her wishes.
| try to get the other person to settle for a compromise.

| try to show the other person the logic and benefits of my position.
In approaching negotiations, I try to be considerate of the other person’s
wishes.

| propose a middle ground.
I am nearly always concerned with satisfying all our wishes.

| sometimes avoid taking positions that would create controversy.
If it makes other people happy, | might let them maintain their views.

I am usually firm in pursuing my goals.
I usually seek the other’s help in working out a solution.

| propose a middle ground.
| feel that differences are not always worth worrying about.

I try not to hurt the other’s feelings.
| always share the problem with the other person so that we can work it out.

Scoring and Interpreting
The Thomas — Kilmann Conflict Mode Instrument

PLEASE DO NOT CONTINUE PAST THIS POINT
UNTIL INSTRUCTED TO DO SO .
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SCORING THE TKI

Circle the letters below that correspond to your answers on the questionnaire.

Competin | Collaborating | Compromising Avoiding Accommodating
g (Problem (Sharing) (Withdrawing) (Smoothing)
(Forcing) solving)
1 A B
2 B A
3 A B
4 A B
5 A B
6 B A
7 B A
8 A B
9 B A
10 A B
11 A B
12 B A
13 B A
14 B A
15 B A
16 B A
17 A B
18 B A
19 A B
20 A B
21 A B
22 B A
23 A B
24 A B
25 A B
26 B A
27 A B
28 A B
29 A B
30 B A

Total number of items circles in each column:

Competing

Collaborating

Compromising
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Group#:

Nasik Range comprises of four districts viz. Nasik, Jalgaon, Jalna and Ahmednagar.
All the Four districts are very heavy in terms of crime, law and order and other problems-
except that Jalna has lesser geographical area and lesser number of police stations. The
current manpower strength of all the four districts is almost same. Out of these four
districts, the first three viz. Nasik, Jalgaon and Jalna have a common border. You are
district SP of one of these three districts. A major festival is approaching which is
celebrated in all these three districts (Nasik, Jalgaon and Jalna) together by the people of
one religion. The processions start from one district and passing through the second
district, culminates in the third district. A number of programmes are also held wherein
people of the entire three districts participate together. For years together, the police from
the 3 districts together perform bandobust for the festival under the overall guidance of the
DIG. You have requested your Range DIG many times to increase the manpower strength
as the current manpower is not sufficient to handle the work load especially for this month
long festival which you think has a major burden on your district. You are in knowledge
that other two SPs have also raised similar demand to the DIG. You have come to know
that the DGP office has allotted 121 new constables to DIG for distribution among the
three districts especially for this festival and thereafter they will become part of the district
force permanently. The DIG has invited all the three SPs to his office to discuss
distribution of the newly appointed 121 constables.

The range DIG is a humorous person at heart and always comes out with very
strange methods of doing work. When the three of you met him to discuss distribution of
the Constables, he asked the three of you to discus among yourself and decide how these
121 Constables will be distributed. But he laid down certain conditions and left the room.

You are the SP of:

o Nasik
o Jalgaon
o Jalna

First condition is that the manpower can be distributed only to a consortium of two
or more districts. DIG will not allot any Manpower to any district alone. If no consortium
is formed, he will allocate all the 121 Constables to Ahmednagar.

DIG indicated that the following number of Constables would be allotted, depending on
the consortium formed.

Nasik Range Dilemma
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CONSTABLES TO CONSORTIUM

Nasik alone 0
Jalgaon alone 0
Jalna alone 0
Nasik and Jalgaon 118
Nasik and Jalna 84
Jalgaon and Jalna 50
Nasik, Jalgaon and Jalna 121

None of the three SPs are initially eager to form a consortium. All have

independent thinking and priorities and expect to get as many Constables for their own
District as possible. On the other hand, they realize that without some cooperation, they
will obtain no Manpower for their districts. Consequently, should any of the SPs choose to
collaborate, they will be concerned about their individual shares of the manpower allotted
by the DIG.
Your job is to meet with the SPs of the other two Districts, separately or together, to
negotiate the best arrangement you can for your District. You must not only agree on a
particular consortium (or coalition), but also on your share of the manpower allotted by the
DIG.

SPs of all three districts should meet together initially to formally start the
negotiations. Once negotiations begin, you will have 30 minutes to try to reach an
agreement. If two of three SPs wish to speak privately, the third SP may not interrupt for
one minute. If any agreement is reached, it must last for at least three minutes before
negotiations can conclude. Two of the three SPs can conclude the negotiations.

Results of Negotiation

Was a consortium/coalition formed? YES / NO

Who joined?

How many Constables did each District receive?

Nasik

Jalgaon

Jalna

Total
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Dr. Robert Cialdini and 6 principles of persuasion

SUMMARY:: Influencing others isn’t luck or magic — its science. There are proven ways
to help make you more successful as a marketer and an office politician.

We talked to a renowned expert on the science of influence and pulled excerpts from two
of his books to demonstrate ways to make people say “yes” to your messaging and
management. Includes links to scientific studies and takeaways to use at work or at home.

Robert Cialdini, Regents’ Professor of Psychology and Marketing, Arizona State
University, has spent 30 years studying the ways people are influenced. He’s whittled his
findings down to six key principles, found in the fifth edition of ‘Influence: Science and
Practice’.

We interviewed Cialdini and also read through “Yes! 50 Scientifically Proven Ways to Be
More Persuasive’, a book he co-authored with Noah Goldstein, a professor at the
University of Chicago School of Business, and Steven Martin, Director, Influence at
Work. The authors “relied entirely on the significant body of research from the study of
social influence and persuasion” to suggest ways you can improve outbound messages and
office interactions to get the results you want.

Science behind the Principles

“People’s ability to understand the factors that affect their behavior is surprisingly poor,”
Cialdini says.

Most people can’t explain why they made a particular decision. But Cialdini can. And
being able to identify the underlying factors that influence decisions means he also
understands how to use them to get more positive responses.

Be forewarned, though: The knowledge you’re about to receive shouldn’t be used to push
shoddy goods or set unfair prices. “When these tools are used unethically as weapons of
influence ... any short-term gains will almost invariably be followed by long-term losses.”

Below are Cialdini’s six principles of persuasion — along with excerpts from real-world

experiments. Note: All experiments cited are from ‘Yes! 50 Scientifically Proven Ways to
Be More Persuasive’.

175



6 Principles of Influence

Principle #1: Reciprocation Reciprocation recognizes that people feel indebted to those
who do something for them or give them a gift.

For marketers, Cialdini says: “The implication is you have to go first. Give something:
give information, give free samples, give a positive experience to people and they will
want to give you something in return.”

o Experiment conducted

Social scientist Randy Garner published a 2005 experiment that tested whether sticky
notes could persuade people to respond to a marketing survey (see hotlinks below). He
sent one-third of the surveys with a hand-written sticky note requesting completion, one-
third with a blank sticky note, and one-third without a sticky note.

Results:

- Hand-written note: 69% response rate
- Blank sticky note: 43% response rate
- No sticky note: 34% response rate

“[The principle of reciprocation] was born out in the fact that not only did those who
received the hand-written note have twice as much compliance, the quality of the answers
they gave was significantly better,” Cialdini says.

o Application for Marketers

The reciprocation principle explains why free samples can be so effective. People who
receive a free, unexpected gift are more likely to listen to a product’s features, donate to a
cause, or tip a waitress more money. The gifts do not have to be expensive or even

material; information and favors can work.

Principle #2: Social Proof
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When people are uncertain about a course of action, they tend to look to those around
them to guide their decisions and actions. They especially want to know what everyone
else is doing — especially their peers.

“Laugh tracks on comedy shows exist for this very reason,” Cialdini says.

. Experiment conducted

Cialdini and a team of colleagues ran a soon-to-be published experiment to see which
types of signs would most encourage Arizona hotel visitors to reuse towels. They tested
four types of signs:

- #1 Cited environmental reasons to encourage Vvisitors to reuse their towels

- #2 Said the hotel would donate a portion of end-of-year laundry savings to an
environmental cause

- #3 Said the hotel had already given a donation and asked: “Will you please join us?”
- #4 Said the majority of guests reused their towels at least once during their stay
Percentage of those who reused towels per request:

- Sign #1: 38%

- Sign #2: 36%

- Sign #3: 46%

- Sign #4: 48%

When guests found out that most people who stayed in the same hotel reused their towels,
they were more likely to comply with the request.

“What’s most interesting to me,” Cialdini says, “is that the most effective strategy was
entirely costless to the hotel. But I’ve never seen it used by any hotel room in any city.”

o Application for marketers
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Testimonials from satisfied customers show your target audience that people who are
similar to them have enjoyed your product or service. They’ll be more likely to become
customers themselves.

A similar principle applies to television commercials that say: “If our lines are busy,
please call again.” Instead of saying “Operators are standing by.” The first response
implies that other people like your offer so much that the phone lines are busy, which may
persuade others to act similarly.

Principle #3: Commitment and Consistency

People do not like to back out of deals. We’re more likely to do something after we’ve
agreed to it verbally or in writing, Cialdini says. People strive for consistency in their
commitments. They also prefer to follow pre-existing attitudes, values and actions.

o Experiment conducted

In 1987, social scientist Anthony Greenwald approached potential voters on election-day
eve to ask whether they would vote and to provide reasons why or why not. 100% said
they would vote. On election day, 86.7% of those asked went to the polls compared to
61.5% of those who were not asked. Those who publicly committed to voting on the
previous day proved more likely to actually vote.

o Application for marketers

People want to be both consistent and true to their word. Getting customers or co-workers
to publicly commit to something makes them more likely to follow through with an action
or a purchase.

Ask your team members if they’ll support your next initiative and say why.

Getting people to answer ‘yes’ makes them more powerfully committed to an action,
Cialdini says. For instance, don’t tell people: “Please call if you have to cancel.” Asking

“Will you please call if you have to cancel?” gets customers to say yes, and measurably
increases their response rates.

o Note: Age matters
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The older we get, the more we value consistency. And that makes it harder for older
people to make a change.

Researcher Stephanie Brown co-authored a 2005 study titled “Evidence of a positive
relationship between age and preference for consistency,” published in the Journal of
Research in Personality. The study confirmed the belief that older people become “set in
their ways.”

The solution? Praise them for making good past decisions, based on the information they
had at the time. Then find ways to stress the consistent values connecting old actions and
purchases with values underlying any new actions or purchases.

Principle #4: Liking

“People prefer to say ‘yes’ to those they know and like,” Cialdini says. People are also
more likely to favor those who are physically attractive, similar to themselves, or who give
them compliments. Even something as ‘random’ as having the same name as your
prospects can increase your chances of making a sale.

o Experiment conducted

In 2005, Randy Garner mailed out surveys to strangers with a request to return them. The
request was signed by a person whose name was either similar or dissimilar to the
recipient’s. For example, Robert James might receive a survey request from the similarly-
named Bob Ames. (See hotlinks below.)

According to a study reported in Yes!, “Those who received the survey from someone
with a similar-sounding name were nearly twice as likely to fill out and return the packet
as those who received the surveys from dissimilar sounding names (56% compared to
30%).”

. Application for marketers
“One of the things that marketers can do is honestly report on the extent to which the
product or service — or the people who are providing the product or service — are similar to

the audience and know the audience’s challenges, preferences and so on,” Cialdini says.
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So, for instance, sales people could improve their chances of making a sale by becoming
more knowledgeable about their prospects’ existing preferences.

Principle #5: Authority

People respect authority. They want to follow the lead of real experts. Business titles,
impressive clothing, and even driving an expensive, high-performing automobile are
proven factors in lending credibility to any individual.

Giving the appearance of authority actually increases the likelihood that others will
comply with requests — even if their authority is illegitimate.

. Experiment conducted

Stanley Milgram, Psychologist, Yale University, conducted a 1974 experiment where
ordinary people were asked to shock ‘victims’ when they answered questions incorrectly.
Those in charge were dressed in white lab coats to give the appearance of high authority.
The participants were told that the shocks they gave increased 15 volts in intensity each
time the person answered incorrectly. In fact, the shocks were completely imaginary.
Respondents were acting.

As participants continued to shock their victims, the respondents feigned increasing
discomfort until they let out agonized screams and demanded to be released.
Astoundingly, about two-thirds of participants ignored these cries of pain and inflicted the
full dose of 450 volts.

“According to Milgram, the real culprit in the experiments was the [participants’] inability
to defy the wishes of the boss, the lab-coated researcher who urged and, if necessary,
directed them to perform their duties, despite the emotional and physical mayhem they
were causing.”

o Note: The participants in Milgram’s study were males from a range of age,
occupation and education levels. Later research concluded that the subjects’ sex was
irrelevant to their willingness to shock the victim.

o Application for marketers
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When people are uncertain, they look outside themselves for information to guide their
decisions. Given the incredible influence of authority figures, it would be wise to
incorporate testimonials from legitimate, recognized authorities to help persuade prospects
to respond or make purchases.

Principle #6: Scarcity

In fundamental economic theory, scarcity relates to supply and demand. Basically, the less
there is of something, the more valuable it is. The more rare and uncommon a thing, the
more people want it. Familiar examples are frenzies over the latest holiday toy or urban
campers waiting overnight to pounce on the latest iPhone.

. Experiment conducted

In 1985, the Coca-Cola Company made their infamous switch from their traditional
formula to the sweeter formula “New Coke.” Their taste tests indicated that 55% preferred
the new Coke over the old. Most of those tests were blind, but some participants were told
which formula was new and which was the original. Under those conditions, the
preference for new Coke increased 6%.

Despite the taste tests, the switch to new Coke triggered incredible backlash against it.
Time magazine later dubbed it “the marketing fiasco of the decade.”

“The company must have looked at the 6% difference between blind and non-blind
preferences and said to themselves ‘Oh, good, this means that when people know that
they’re getting something new, their desire for it will shoot up.’”

“In fact, what that 6% really meant was that when people know what it is they can’t have,
their desire for it will shoot up. Later, when the company replaced the traditional recipe
with the new one, it was the old Coke that people couldn’t have, and it became the
favorite.”

o Application for marketers

Say the authors: “The tendency to be more sensitive to possible losses than to possible
gains is one of the best-supported findings in social science.”
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Therefore, it may be worthwhile to switch your advertising campaign’s message from your
product’s benefits to emphasizing the potential for a wasted opportunity:

- “Don’t miss this chance...”
- “Here’s what you’ll miss out on...”

In any case, if your product or service is genuinely unique, be sure to emphasize its unique
qualities to increase the perception of its scarcity.
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Caselet (A)

Presenter: You are the Director General of Police of a State in India also in-charge of
State Transport department.

Your Audience: A bench of the State High Court.

Place of Presentation: Courtroom.

Your Objective: To persuade the Bench to allow the state some more time to remove
speed breakers from all the State highways.

Background: While your State is known for its progressive stance and economic
prosperity, the recent years have seen a spurt in accidents, especially on State Highways’.
Some experts have attributed this to increase in speed-breakers over the State highways.
On the basis of a PIL filed by an NGO, the High Court had ordered the State to among
other measures; remove all the speed breakers on the State Highways by 18" February,
2016. That date is past due by a few days and the High Court has summoned you to ask
why contempt proceedings should not be initiated against you.
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Caselet (B)

Presenter: You are a relatively new Deputy Director at SVPNPA the Academy that
conducts a number of MCTP and In-service training Programmes for the IPS officers.
Your Audience: Director and Joint Directors of SVPNPA. Most of the top bunch at
SVPNPA strongly believes in focusing only on outsourcing the sessions to external
agencies or faculties

Place of Presentation: SVPNPA’s Conference Room

Your Objective: To persuade the Director and other faculty to revise the current
policy of depending exclusively on external consultants and faculty members for
conducting all MCTP and In service training programmes/

Background: SVPNPA is the only academy that trains the IPS Officers of India. The
new Director of SVPNPA is very proactive and open-minded and her ideas are reshaping
SVPNPA'’s culture. Others have normally gone along with her ideas because they have
always worked.

SVPNPA conducts regular training programmes in both core policing skills and soft skills
areas. But the trainers are always external consultants and outside field officers. You
have a good deal of administrative work to do as well; but you seem to be doing nothing
substantial as far as training programmes are concerned. You merely arrange for trainers.
You are a good trainer in team building and leadership. A few colleagues you spoke to
also said they wouldn’t mind giving training a go. You know that internal trainers will
also bring down the costs.
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Caselet (C)

(Note: Each team will work independently of the other team making the presentation on
the same caselet.)

Presenter: You are the district SP of Nagpur.
Your Audience: Association of Parents of College going students.
Place of presentation: Your office auditorium.

Your Objective: To get the parents to agree to the order issued by you that no two
wheeler rider shall wrap/cover his/her face with the cloth while driving the vehicles in the
city.

Background: You have only recently received a memorandum from the parents’
association of college going students requesting you to cancel the order issued by you u/s
144 CrPC that disallows any two wheeler rider to wrap/cover his/her face with long cloths.
Nagpur has had always faced extreme heat along with heat waves during summer months.
Most of the college going students who use two wheelers to commute to the college or
coaching classes wrap their faces with those cotton cloths to save themselves from
extreme heat. However some criminals have used this as an opportunity to commit crimes
like chain snatching or robbery by using these long cotton cloths to wrap/cover their faces
so as to avoid identification. There was a hue and cry in the city about these crimes and
many organizations gave memorandum to you to take action against these criminals. After
lot of thoughts and discussions you have issued the said order u/s 144 CrPC.

While working as SP of the district, you have naturally annoyed many people due to strict
action taken by you from time to time. Two such persons who are extremely annoyed with
you and have spoken against you in the newspapers in the past are also present in the
delegation.
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Caselet (D)

(Note: Each team will work independently of the other team making the presentation on
the same caselet.)

Presenter: You are the SP of Raipur.

Your Audience: Reporters of English and regional language newspapers in the city at a
press conference convened by you. Time: 3 pm

Place of presentation: SP office conference hall.

Your objective: To convince the reporters that the rumour about a number of thefts in a
colony adjacent to the police colony is false. As last year some young boys from the police
lines were caught by the citizens stealing number plates and logo of expensive cars in the
colony adjacent to the police lines, there is a rumour that the latest thefts in the same
colony are being committed by those police boys only.

Background: You took charge of SP of Raipur district last year. Just a month after you
took over the charge of SP a report of some police boys being caught by the local citizens
stealing the number plates and logos of expensive cars was received. You personally
intervened into the whole matter. You found that these young boys from police lines are
graduates without any jobs. They just keep sitting in the park inside the police lines. They
got fascinated with the fancy cars and started collecting the numbers plates and logos by
removing those quietly from those cars at night. When you came to know this, you made
those boys and their parents’ apologies to the owners of the cars and to save the future of
these boys, no offence was registered against them. You also had a meeting with local
industry association and requested them to give some jobs to them. All the boys were
given some kind of minor job which they would do at home and supply to the industries.
You have also checked up upon these boys a couple of times in the past. You are
convinced that these boys must not have committed these thefts as being reported in the
newspapers. However the residents and the newspapers have doubted that these boys must
have committed these thefts.
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(General Brief)
DISTURBANCE AT POLICE STATION

The Incident

Rajesh, a 22 yr old Mala (SC) boy is in love with Sarita, a 21 yr old girl belonging to
the brahmin community. The families of the two are against this relationship due to caste
and societal reasons.

On 10-09-2013, Rajesh and Sarita elope. This leads to commotion in the village. Both
the caste groups approach the local police station and give complaints to the SHO
regarding the following:

Rajesh’s family gives a complaint of boy missing — SHO takes entry into Station Diary.
Sarita’s family gives a complaint of abduction by Rajesh and his family members — SHO
registers FIR under relevant sections of Law.

The village panchayat mediates the issue. Sarpanch Dayali Ram speaks to the SHO
Inspector Sanjay Sharma and tells him that he will produce the boy and girl once their
whereabouts are known.

On 19-09-2013, Rajesh & Sarita return to their native village. They inform their
families that they have got married at Arya Samaj Mandir. The families approach the
sarpanch who decides to take the boy and girl to the local police station.

On 29-09-13, at around 1000 hr, the sarpanch reaches Rajesh’s house to take him to the
P.S. Just before leaving for the P.S., Rajesh develops fear that the police may implicate
him in a false case. He consumes some quantity of insecticide without the knowledge of
his parents / friends. He then accompanies his parents & the sarpanch to the P.S.

The girl’s parents also take the girl to the police station.

After handing over the boy and the girl to the SHO, the Sarpanch and others villagers
leave. The SHO instructs the duty sentry to put Rajesh in the lock-up and makes Sarita sit
in the station writers’ room. After this, the SHO leaves for his rounds.

At around 1200 hrs, Rajesh, who is in the lock-up, starts frothing from the mouth. This
Is noticed by the sentry on duty who informs SI Ravinder who is present in the police
station. The Sl shifts Rajesh to Govt. hospital where he is given emergency treatment. At
around 1400 hrs, Rajesh passes away.

As this, information reaches the village, anger erupts in the community. Rajesh’s
friends reach the hospital and forcibly take away his dead body. (There was only one
constable present on duty at the hospital).

As the information spreads to the neighboring villages, youth from the Mala
Community gather and move towards the police station.
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They allege that Rajesh had been killed in P.S. custody by making him drink
insecticide as the SHO belongs to the Brahmin community.

The angry crowd blocks the main road by placing the dead body and demands the
following:

Suspension of SHO.

Public apology by SHO to community by visiting the village of the deceased.
Immediate Enquiry of the incidence.

Job for Rajesh‘s younger brother Suresh.

The SP is informed of this incident and he rushes to the spot to talk to the
protestors. The SDPO is already on the spot and is trying to speak to the mob. SP finds a
number of young boys from the community who are taking an aggressive stance-shouting
and abusing police and Government.

The traffic on the National highway is swelling and there is restlessness among the
people. There is information that Mob may pelt stones and may even burn Govt. Property.
The DGP office is calling up again and again and asking whether the situation is under
control......

The SP uses the help of Sarpanch Dayali Ram to negotiate in the situation. The SP also
requests the local MLA Shri Laddaram to reach the spot to help him diffuse the situation.
The MLA and Sarpanch make an appeal to the crowd to remain silent till the negotiations
are over. They assured the crowd that justice will be done.

The SP takes the MLA, the Sarpanch and the younger brother of the deceased inside the
police station to discuss and negotiate. He is accompanied by the local SDPO.
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1. CONFIDENTIAL BRIEF FOR THE SP (PLEASE DO NOT SHOW IT TO
ANYONE):

This is your first district as SP. You have always been a very straight forward and
unbiased Officer. You have cordial relationship with the local MLA. From your prior
observations, you know that the SHO is a responsible and well behaved officer. You are
also very particular about morale of your Force and you will do anything to ensure that
injustice is not done to anyone including your own Officers.

You have following options (Try to score as much as possible so that your
interests are served):

Issue Options Points
1. Suspension of SHO | (i) Immediate Suspension 0
(i) Transfer and enquiry 5
(i) Assurance to take action after enquiry 10
(iv) No assurance 20

2. Public Apology (i) Immediate apology by the SHO to the family 0
and the community going personally to the village
(i) Apology to select elders and family of 5
deceased at SP’s Office in writing
(iii) Apology to select elders and family of 10
deceased at SP’s Office orally

(iv) No apology 20
3. Immediate enquiry | (i) Strongly recommending to Government for 0

judicial enquiry

(i) Recommending for Magisterial enquiry 5

(SDM)

(iii) Inquiry by SDPO of neighboring sub division 10

(iv) No assurance on enquiry 20
4. Job Assurance (i) Immediate Assurance to get a job for younger 0

brother in Police

(ii) SP Getting a job through some contractor etc. 5

within 1 week
(iii) Helping the younger brother by including him 10
in pre police recruitment training
(iv) No assurance 20
» If you do not reach the settlement on all the 4 issues you will get -25 points.

» However, if you reach settlement on all the 4 issues you will get 25 extra points.

193



194



16

2. CONFIDENTIAL BRIEF FOR THE SDPO (PLEASE DO NOT SHOW IT TO
ANYONE) :

You are a directly recruited DySP and posted as SDPO for the sub-division. You
have spent over 10 years in various districts. You expect your promotion to Additional SP
very soon. You happen to know the family of the deceased and you are feeling bad about
death of Rajesh and in your opinion the family deserves sympathy and help. This
particular SHO has been trying to act too smart on many occasions. He has been passing
all the wrong information to the SP against you. You have requested the SP to transfer him
on a couple of occasions but SP has not taken any action. You are however aware that the
SP is a very straight forward and unbiased officer and you admire this quality of his. You
also enjoy very good rapport with both MLA and Sarpanch. If judicial enquiry takes place,
you will also face the heat. During Negotiation you should not be seen as against the SP.
You need to keep the Hierarchy of the department in mind. So be very tactful.

You have following options (Try to score as much as possible so that your
interests are served):

Issue Options Points
1. Suspension of | (i) Immediate Suspension 10
SHO (i) Transfer and Enquiry 20
(i) Assurance to take action after enquiry 5
(iv) No assurance 0
2. Public (i) Immediate apology by the SHO to the family and the 5
Apology community going personally to the village

(i) Apology to select elders and family of deceased at SP’s 20
Office in writing

(ii1) Apology to select elders and family of deceased at SP’s 10

Office orally

(iv) No apology 0
3. Immediate (i) Strongly recommending to Government for judicial 0
enquiry enquiry

(i) Recommending for Magisterial enquiry (SDM) 5

(iii) Inquiry by SDPO of neighboring sub division 10

(iv) No assurance on enquiry 20
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4. Job Assurance

(i) Immediate Assurance to get a job for younger brother in 0
Police

(ii) SP Getting a job through some contractor etc. within 1 10
week

(iii) Helping the younger brother by including him in pre 5
police recruitment training

(iv) No assurance 20

» If you do not reach the settlement on all the 4 issues you will get -25 points.

» However, if you reach settlement on all the 4 issues you will get 25 extra points.
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3. CONFIDENTIAL BRIEF FOR THE SARPANCH (PLEASE DO NOT SHOW IT
TO ANYONE) :

You are Sarpanch of the village. You have been Sarpanch of this village for many
years. This is a very important time in your political career as many people want you to
become MLA in the next elections due after 6 months. Surely, you will not like to spoil
your relationship with the police. But this SHO is too strict and straight forward and you
want another Officer from your community to be posted in this Police Station. Moreover,
this is a serious matter. You must do something which will prove that you are a true leader
of your community. The incumbent MLA is also here who is also from your community.
You know that he will try to control the situation and he will try to show that it is he who
Is able to give justice to the people. This is the time for you to act very carefully.

You have following options (Try to score as much as possible so that your
interests are served):

Issue Options Points
1. Suspension | (i) Immediate Suspension 15
of SHO (i) Transfer and Enquiry 20
(1i1) Assurance to take action after enquiry 5
(iv) No assurance 0
2. Public (i) Immediate apology by the SHO to the family and the 20
Apology community going personally to the village

(i) Apology to select elders and family of deceased at 10
SP’s Office in writing

(iii) Apology to select elders and family of deceased at 5

SP’s Office orally

(iv) No apology 0
3. Immediate | (i) Strongly recommending to Government for judicial 5
enquiry enquiry

(i) Recommending for Magisterial enquiry (SDM) 20

(iii) Inquiry by SDPO of neighboring sub division 10

(iv) No assurance on enquiry 0
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4. Job (i) Immediate Assurance to get a job for younger brother 20
Assurance in Police

(ii) SP Getting a job through some contractor etc. within 1 10
week

(iii) Helping the younger brother by including him in pre 5
police recruitment training

(iv) No assurance 0

» If you do not reach the settlement on all the 4 issues you will get -25 points.
» However, if you reach settlement on all the 4 issues you will get 25 extra points.
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4. CONFIDENTIAL BRIEF FOR THE MLA (PLEASE DO NOT SHOW IT TO
ANYONE):

You are MLA of this Constituency. This is your second term as MLA and if you
win elections this year there are good chances that you will become a Minister in the State
Government. You are aware that SHO is a reasonable Officer and was posted on your
recommendation. However, you would also like to keep him under pressure as elections
are round the corner. You also enjoy cordial relationship with both SP and Collector. Your
party men had warned you that your Sarpanch who belongs to your own party is getting
too ambitious and wants a ticket in place of you in the next elections. This is a time to
prove that it is not the Sarpanch, but you who is the true leader of the people of this
Constituency.

You have following options (Try to score as much as possible so that your
Interests are served):

Issue Options Points
1. Suspension of | (i) Immediate Suspension 0
SHO (1) Transfer and Enquiry 5
(i) Assurance to take action after enquiry 10
(iv) No assurance 20

2. Public Apology | (i) Immediate apology by the SHO to the family and the 0
community going personally to the village
(if) Apology to select elders and family of deceased at 10
SP’s Office in writing
(iii) Apology to select elders and family of deceased at 20
SP’s Office orally

(iv) No apology 5
3. Immediate (i) Strongly recommending to Government for judicial 0
enquiry enquiry

(i) Recommending for Magisterial enquiry (SDM) 10

(iii) Inquiry by SDPO of neighboring sub division 20

(iv) No assurance on enquiry 5
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4. Job Assurance | (i) Immediate Assurance to get a job for younger brother 10
in Police

(ii) SP Getting a job through some contractor etc. within 20
1 week

(iii) Helping the younger brother by including him in 5
pre police recruitment training

(iv) No assurance 0

» If you do not reach the settlement on all the 4 issues you will get -25 points.
» However, if you reach settlement on all the 4 issues you will get 25 extra points.
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5. CONFIDENTIAL BRIEF FOR THE YOUNGER BROTHER (PLEASE DO NOT
SHOW IT TO ANYONE):

You are the younger brother of Rajesh. You have lost your father when you were
very young. You have just completed your graduation but you don’t have any job nor you
will get a job with the kind of qualification you have. You and other members of your
family (your mother, your younger sister etc.) were completely dependent on your elder
brother Rajesh. There is also an outstanding loan (taken by your deceased father) against
your family. While you are very sad because of untimely demise of your elder brother, but
you are also aware of the responsibility on your shoulders, being the eldest brother of the
family now. You are desperately in need of a job to take care of your family and also for
your future. The SDPO of your area is known to your family and is sympathetic to you and
you are expecting him to help you.

You have following options (Try to score as much as possible so that your
interests are served):

Issue Options Points
1. Suspension of | (i) Immediate Suspension 20
SHO (i) Transfer and Enquiry 10
(1i1) Assurance to take action after enquiry 5
(iv) No assurance 0

2. Public Apology | (i) Immediate apology by the SHO to the family and the 20
community going personally to the village
(i) Apology to select elders and family of deceased at 10
SP’s Office in writing
(iii) Apology to select elders and family of deceased at 5
SP’s Office orally

(iv) No apology 0
3. Immediate (i) Strongly recommending to Government for judicial 20
enquiry enquiry

(i) Recommending for Magisterial enquiry (SDM) 10

(iii) Inquiry by SDPO of neighboring sub division 5

(iv) No assurance on enquiry 0
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4. Job Assurance

(i) Immediate Assurance to get a job for younger brother 20
in Police

(ii) SP Getting a job through some contractor etc. within 1 10
week

(i1i) Helping the younger brother by including him in pre 5
police recruitment training

(iv) No assurance 0

» If you do not reach the settlement on all the 4 issues you will get -25 points.

» However, if you reach settlement on all the 4 issues you will get 25 extra points.
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MBT]I Personality Test

Dear Participants:

The following test is designed to measure your MBTI Personality type.
Completing the test should only take 15 minutes or so.

Several hints about how to best complete this survey:

= There are no right answers to any of these questions.

= Answer the questions quickly, do not over-analyze them. Some seem worded poorly. Go

with what feels best.
» Answer the questions as “the way you are”, not “the way you’d like to be seen by others”
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MBTI Personality Type Test

At a party do you: 14. Does it bother you more having things:
a. Interact with many, including strangers a. Incomplete b. Completed
b. Interact with a few, known to you
15. Inyour social groups do you:
Are you more: a. Keep abreast of other’s happenings
a. Realistic than speculative b. Get behind on the news
b. Speculative than realistic
16. In doing ordinary things are you more

Is it worse to: likely to:

a. Have your “head in the clouds” a. Do it the usual way

b. Be “in a rut” b. Do it your own way

Are you more impressed by: 17. Writers should:

a. Principles a. “Say what they mean and mean what they
b. Emotions say”

b. Express things more by use of analogy
Are more drawn toward the:

a. Convincing b. Touching 18. Which appeals to you more:
a. Consistency of thought
Do you prefer to work: b. Harmonious human relationships
a. To deadlines
b. Just “whenever” 19. Are you more comfortable in making:

a. Logical judgments b. Value judgments
Do you tend to choose:
a. Rather carefully 20. Do you want things:
b. Somewhat impulsively a. Settled and decided
b. Unsettled and undecided
At parties do you:

a. Stay late, with increasing energy 21. Would you say you are more:
b. Leave early with decreased energy a. Serious and determined b. Easy-going
Are you more attracted to: 22. In phoning do you:
a. Sensible people a. Rarely question that it will all be said b.
b. Imaginative people Rehearse what you’ll say
. Are you more interested in: 23. Facts:
a. What is actual a. “Speak for themselves”
b. What is possible b. Hlustrate principles
In judging others are you more swayed 24. Are visionaries:
by: a. somewhat annoying b. rather fascinating
a. Laws than circumstances
b. Circumstances than laws 25. Are you more often:
a. a cool-headed person
. In approaching others is your inclination b. a warm-hearted person
to be somewhat:
a. Objective b. Personal 26. Is it worse to be:
a. unjust
. Are you more: b. merciless

a. Punctual b. Leisurely
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28.

29.

30.

31.

32.

33.

34.

35.

36.

37.

38.

39.

40.

Should one usually let events occur:
a. by careful selection and choice
b. randomly and by chance

Do you feel better about:
a. having purchased

b. having the option to buy
In company do you:

a. initiate conversation

b. wait to be approached

Common sense is:
a. rarely questionable
b. frequently questionable

Children often do not:
a. make themselves useful enough b.
exercise their fantasy enough

In making decisions do you feel more
comfortable with:

a. standards

b. feelings

Are you more:
a. firm than gentle b. gentle than firm

Which is more admirable:
a. the ability to organize and be methodical
b. the ability to adapt and make do

Do you put more value on:
a. infinite
b. open-minded

Does new and non-routine interaction
with others:
a. stimulate and energize you
b. tax your reserves

Are you more frequently: a. a practical
sort of person b. a fanciful sort of person

Are you more likely to:
a. see how others are useful b. see how
others see

Which is more satisfying:
a. to discuss an issue thoroughly
b. to arrive at agreement on an issue

Which rules you more:
a. your head b. your heart
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41.

42.

43.

44,

45.

46.

47.

48.

49.

50.

51.

52.

53.

Are you more comfortable with work that
is:

a. contracted

b. done on a casual basis

Do you tend to look for:
a. the orderly
b. whatever turns up

Do you prefer:
a. many friends with brief contact
b. a few friends with more lengthy contact

Do you go more by:
a. facts
b. principles

Are you more interested in: a. production
and distribution b. design and research

Which is more of a compliment:
a. “There is a very logical person.”
b. “There is a very sentimental person.”

Do you value in yourself more that you
are:

a. unwavering

b. devoted

Do you more often prefer the
a. final and unalterable statement
b. tentative and preliminary statement

Are you more comfortable:
a. after a decision
b. before a decision

Do you:
a. speak easily and at length with strangers b.
find little to say to strangers

Are you more likely to trust your:
a. experience b. hunch

Do you feel:
a. more practical than ingenious
b. more ingenious than practical

Which person is more to be complimented
— one of:

a. clear reason

b. strong feeling



54.

55.

56.

57.

58.

59.

60.

61.

62.

Are you inclined more to be:
a. fair-minded b. sympathetic

Is it preferable mostly to:
a. make sure things are arranged
b. just let things happen

In relationships should most things be:
a. re-negotiable
b. random and circumstantial

When the phone rings do you:
a. hasten to get to it first
b. hope someone else will answer

Do you prize more in yourself:
a. a strong sense of reality b. a vivid
imagination

Are you drawn more to:
a. fundamentals b. overtones

Which seems the greater error:
a. to be too passionate
b. to be too objective

Do you see yourself as basically:
a. hard-headed b. soft-hearted

Which situation appeals to you more:
a. the structured and scheduled
b. the unstructured and unscheduled
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63.

64.

65.

66.

67.

68.

69.

70.

Are you a person that is more:

a. routinized than whimsical b. whimsical

than routinized

Are you more inclined to be:
a. easy to approach
b. somewhat reserved

In writings do you prefer:
a. the more literal
b. the more figurative

Is it harder for you to:
a. identify with others
b. utilize others

Which do you wish more for yourself:
a. clarity of reason
b. strength of compassion

Which is the greater fault:
a. being indiscriminate b. being critical

Do you prefer the:
a. planned event
b. unplanned event

Do you tend to be more:

a. deliberate than spontaneous b. spontaneous

than deliberate
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Scoring

Col 1 Col 2 Col 3 Col 4 Col 5 Col 6 Col 7
A B A A B A B A A B A
1 2 3 4 5 6 7
8 9 10 11 12 13 14
15 16 17 18 19 20 21
22 23 24 25 26 27 28
29 30 31 32 33 34 35
36 37 38 39 40 41 42
43 44 45 46 47 48 49
50 51 52 53 54 55 56
57 58 59 60 61 62 63
64 65 66 67 68 69 70
Copy to = Copy to = Copy to =
E |l S N T |F J
1. Copy your answers to this answer key carefully.
2. Count the number of checks in each of the A and B columns, and total at the bottom.
3. Copy the totals for Column 2 to the spaces below the totals for Column 3. Do the same for

Columns 4 and 6.
4. Add totals downwards to calculate your totals.

5.

Circle the letter with this highest score. This is your type.
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Portrait of an ENFJ - Extraverted iNtuitive Feeling Judging
(Extraverted Feeling with Introverted Intuition)

The Giver

As an ENFJ, you're primary mode of living is focused externally, where you deal with
things according to how you feel about them, or how they fit into your personal value
system. Your secondary mode is internal, where you take things in primarily via your
intuition.

ENFJs are people-focused individuals. They live in the world of people possibilities.
More so than any other type, they have excellent people skills. They understand and
care about people, and have a special talent for bringing out the best in others. ENFJ's
main interest in life is giving love, support, and a good time to other people. They are
focused on understanding, supporting, and encouraging others. They make things
happen for people, and get their best personal satisfaction from this.

Because ENFJ's people skills are so extraordinary, they have the ability to make people
do exactly what they want them to do. They get under people's skins and get the
reactions that they are seeking. ENFJ's motives are usually unselfish, but ENFJs who
have developed less than ideally have been known to use their power over people to
manipulate them.

ENFJ's are so externally focused that it's especially important for them to spend time
alone. This can be difficult for some ENFJs, because they have the tendency to be hard
on themselves and turn to dark thoughts when alone. Consequently, ENFJs might avoid
being alone, and fill their lives with activities involving other people. ENFJs tend to
define their life's direction and priorities according to other people's needs, and may not
be aware of their own needs. It's natural to their personality type that they will tend to
place other people's needs above their own, but they need to stay aware of their own
needs so that they don't sacrifice themselves in their drive to help others.

ENFJ's tend to be more reserved about exposing themselves than other extraverted
types. Although they may have strongly-felt beliefs, they're likely to refrain from
expressing them if doing so would interfere with bringing out the best in others.
Because their strongest interest lies in being a catalyst of change in other people,
they're likely to interact with others on their own level, in a chameleon-like manner,
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rather than as individuals.

ENFJs have definite values and opinions which they're able to express clearly and
succinctly. These beliefs will be expressed as long as they're not too personal. ENFJ is
in many ways expressive and open, but is more focused on being responsive and
supportive of others. When faced with a conflict between a strongly- held value and
serving another person's need, they are highly likely to value the other person's needs.

The ENFJ may feel quite lonely even when surrounded by people. This feeling of
aloneness may be exacerbated by the tendency to not reveal their true selves.

People love ENFJs. They are fun to be with, and truly understand and love people.
They are typically very straight-forward and honest. Usually ENFJs exude a lot of self-
confidence, and have a great amount of ability to do many different things. They are
generally bright, full of potential, energetic and fast-paced. They are usually good at
anything which captures their interest.

ENFJs like for things to be well-organized, and will work hard at maintaining structure
and resolving ambiguity. They have a tendency to be fussy, especially with their home
environments.

In the work place, ENFJs do well in positions where they deal with people. They are
naturals for the social committee. Their uncanny ability to understand people and say
just what needs to be said to make them happy makes them naturals for counseling.
They enjoy being the center of attention, and do very well in situations where they can
inspire and lead others, such as teaching.

ENFJs do not like dealing with impersonal reasoning. They don't understand or
appreciate its merit, and will be unhappy in situations where they're forced to deal with
logic and facts without any connection to a human element. Living in the world of
people possibilities, they enjoy their plans more than their achievements. They get
excited about possibilities for the future, but may become easily bored and restless with
the present.

ENFJs have a special gift with people, and are basically happy people when they can
use that gift to help others. They get their best satisfaction from serving others. Their
genuine interest in Humankind and their exceptional intuitive awareness of people
makes them able to draw out even the most reserved individuals. ENFJs have a strong
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need for close, intimate relationships, and will put forth a lot of effort in creating and
maintaining these relationships. They're very loyal and trustworthy once involved in a
relationship.

An ENFJ who has not developed their Feeling side may have difficulty making good
decisions, and may rely heavily on other people in decision-making processes. If they
have not developed their Intuition, they may not be able to see possibilities, and will
judge things too quickly based on established value systems or social rules, without
really understanding the current situation. An ENFJ who has not found their place in
the world is likely to be extremely sensitive to criticism, and to have the tendency to
worry excessively and feel guilty. They are also likely to be very manipulative and
controlling with others.

In general, ENFJs are charming, warm, gracious, creative and diverse individuals with
richly developed insights into what makes other people tick. This special ability to see
growth potential in others combined with a genuine drive to help people makes the
ENFJ a truly valued individual. As giving and caring as the ENFJ is, they need to
remember to value their own needs as well as the needs of others.

Jungian functional preference ordering:
Dominant: Extraverted Feeling

Auxiliary: Introverted Intuition Tertiary: Extraverted Sensing Inferior: Introverted
Thinking

ENFEJs generally have the following traits:
Genuinely and warmly interested in people
Value people's feelings
Value structure and organization
Value harmony, and good at creating it
Exceptionally good people skills
Dislike impersonal logic and analysis
Strong organizational capabilities
Loyal and honest
Creative and imaginative
Enjoy variety and new challenges
Get personal satisfaction from helping others
Extremely sensitive to criticism and discord
Need approval from others to feel good about themselves
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ENFJ Relationships
ENFJs put a lot of effort and enthusiasm into their relationships. To some extent, the

ENFJ defines

themselves by the closeness and authenticity of their personal relationships, and are
therefore highly invested in the business of relationships. They have very good people
skills, and are affectionate and considerate. They are warmly affirming and nurturing.
They excel at bringing out the best in others, and warmly supporting them. They want
responding affirmation from their relationships, although they have a problem asking
for it. When a situation calls for it, the ENFJ will become very sharp and critical. After
having made their point, they will return to their natural, warm selves. They may have
a tendency to "smother" their loved ones, but are generally highly valued for their
genuine warmth and caring natures.

Most ENFJs will exhibit the following strengths with regards to relationship issues:
Good verbal communication skills
Very perceptive about people's thoughts and motives
Motivational, inspirational; bring out the best in others
Warmly affectionate and affirming
Fun to be with - lively sense of humor, dramatic, energetic, optimistic
Good money skills
Able to "move on" after a love relationship has failed (although they blame
themselves)
Loyal and committed - they want lifelong relationships
Strive for "win-win" situations
Driven to meet other's needs
Most ENFJs will exhibit the following weaknesses with regards to relationships issues:
Tendency to be smothering and over-protective
Tendency to be controlling and/or manipulative
Don't pay enough attention to their own needs
Tend to be critical of opinions and attitudes which don't match their own
Sometimes unaware of social appropriateness or protocol
Extremely sensitive to conflict, with a tendency to sweep things under the rug as an
avoidance tactic.
Tendency to blame themselves when things go wrong, and not give themselves credit
when things go right
Their sharply defined value systems make them unbending in some areas
They may be so attuned to what is socially accepted or expected that they're unable to
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assess whether something is "right" or "wrong" outside of what their social circle
expects.

What does Success mean to an ENFJ?

ENFJs are motivated by external human situations, primarily by other people; their
talents, their needs, their aspirations and their cares forming the world in which an
ENFJ lives. They thrive when able to “make things right” for others, to enable and
empower their co-workers, friends and family through valuing their human strengths
and abilities. When gifted with the added ENFJ ability to intuitively adapt their feelings
to the way they are affected by others, the ENFJ has a positive drive to find co-
operative pathways leading to the best possible outcome for all. Success for an ENFJ
comes through involvement in the process of making things happen for people; through
the accomplishments and satisfactions of those they have helped to enrich the human
world with greater value, and through finding that their efforts on behalf of others have
fulfilled their own life as well.

Allowing Your ENFJ Strengths to Flourish
As an ENFJ, you have gifts that are specific to your personality type that aren't natural

strengths for other types. By recognizing your special gifts and encouraging their
growth and development, you will more readily see your place in the world, and be
more content with your role.

Nearly all ENFJs will recognize the following characteristics in themselves. They
should embrace and nourish these strengths:

Making others feel valued and important

Quickly seeing the positive and negative aspects of a human situation
Expressing their feelings clearly

Offering loyalty and commitment to partners, family and work mates
Trying to always find the solution which works for everyone
Encouraging humor and self expression in others

Finding ways to help others fulfill their needs

Affirming positive community values

Naturally falling into leadership roles in their community

ENFJs who have developed their Introverted Intuition to the extent that they can see
the possibilities within their perceptions will enjoy these very special gifts:

Understanding and empathizing with the feelings of others; realizing “where
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they are coming from”.

A talent for creative expression which can turn ordinary things and situations
into something magical.
An enhanced feeling of connection with and sensitivity to the world around them.
The ability to see many facets of a problem and the many ways it might be
resolved for the best.
The ability to make creative and valuable use of time spent alone.
Openness to the spiritual connections between all things
They become increasingly creative, visionary and empathetic, and are therefore
effective and kind managers of businesses, people, and various situations that life
presents.

Potential Problem Areas

With any gift of strength, there is an associated weakness. Without "bad", there would
be no "good". Without "difficult”, there would be no "easy". We value our strengths,
but we often curse and ignore our weaknesses. To grow as a person and get what we
want out of life, we must not only capitalize upon our strengths, but also face our
weaknesses and deal with them. That means taking a hard look at our personality type's
potential problem areas.

Most of the weaker characteristics found in ENFJs are due to their dominant
Extraverted Feeling overvaluing what they see as objective values in the external world
and thereby judging too much by the needs of others, or by appearances. This is
primarily due to the ENFJ having not fully adapted their Introverted Intuitive function
sufficiently for them to be able to discern the vast range of ways in which they might
be being missing the underlying needs within themselves and being misled by such
appearances. The ENFJ naturally looks outward to find value and satisfaction, and
whilst it is essential that this direction be taken to fulfill their primary needs of relation
and comfort, without the supportive balance of a well developed Intuitive function,
ENFJs can overvalue the external world to the point where they lose sight of
themselves, becoming fixed in their judgments about people and the world. In such
cases, the ENFJ will tend to live in a rigid - and to others, somewhat surreal - world of
definite values which often seems “overstated” or obsessively connected to other
people or human situations.
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Explanation of Problems

Nearly all of the problematic characteristics described above can be attributed in
various degrees to the common ENFJ problem of wanting to find the “proper” value in
everything. If the ENFJ does not learn how to see beneath the appearance of what they
quickly judge as good or bad about the people and situations in their external
environment, they will only use their introverted intuition to support those judgments
they feel are good for them and disregard not only other possibilities but their own
quality of inner life as well. The consideration of these less obvious possibilities and
their own needs requires that the ENFJ recognize that their own value judgments are
indeed subjective, and that it is not appropriate or effective to apply them across the
board to all civilized people. The practice of standing back and looking objectively at
their own value system is not something that the ENFJ is accustomed to doing; trying
to avoid abstract rationalization of problems and the feelings they engender is a natural
survival technique for the ENFJ personality. The main driver to the ENFJ personality
is Extraverted Feeling, whose purpose is above all to find and discriminate the values
in people and human situations. If their ability to find a specific and worthy value in a
person or situation is threatened, the ENFJ shuts out the threatening force. This is
totally natural, but unfortunately the individual who exercises this type of agenda
protection regularly will become more and more rigid in their judgments and
expectations of people, but even less concerned with the effect such conditions have
upon themselves. Where the unbalanced ENFJ does acquiesce to the images of
intuition, these will generally be skewed to support the subjective agenda of dominant
Feeling. In this way they always find justification for their determinations and their
self sacrifices to people, things and situations, and they will be unable locate the reality
of another’s true feelings, nor be interested in discovering that their seemingly
objective judgments miss the reasons and subjectivities underlying both their own and
others lives or worldly situation.

Petulance, pensiveness and a sense of being let down by others can often be the end
result of this one sided approach to the world, whilst if the ENFJ is in a strong
company or relationship position they might become driven to manipulate others and
situations to conform to their own feeling needs and value judgments, irrespective of
any true value to the situation or for the other persons involved. In this case, the “big
picture” valued for its great worth to all, becomes a dominant drive which seeks to blot
out or crush any opposition by claiming the moral high ground, even to the point where
the ENFJ sacrifices their own life to the “cause”. The inability to recognize the plethora
of subjective possibilities their feelings bring into their lives strip the unbalanced ENFJ
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of their access to both a deeper connection with others and the possibility of refining
and developing pathways to the kind of self understanding and self nurturing their finer
judgments might otherwise lead them to.

Solutions

To grow as an individual, the ENFJ needs to focus on paying attention to their inner
images. This means they need to be open to the possibilities that lie beneath their
judgments and values, rather than just accepting the appearance of values which
accord with their sense of rightness. The ENFJ needs to understand that developing
their ability to see the subjective possibilities within themselves and others does not
threaten their ability to make correct judgments, but rather enhances it, and enhances
their personal chances for achieving a measure of success in their lives.

The ENFJ concerned with personal growth will pay close attention to their motivation
for accepting values that come to them. Are they trying to see the background of
circumstance behind their own and others value judgments, or are they trying to
maintain their own image of how things “ought” to be? The goal is to find a balance
between what seems correct and valuable and the many possible ways in which such a
judgment might be subjective and not necessarily the best for themselves or a situation.
Obviously, this is not entirely possible, but it is the exercise to keep in mind. They need
to see the many divergent images of values and their conflicts which affect them,
without feeling threatened, and without losing their sense of what is right and wrong.

Living Happily in our World as an ENFJ
As can be seen from the above, some strongly expressed ENFJs can have difficulty

fitting into society. Their problems are usually due to their Extraverted Feeling function
being so dominant that they are so strongly bound to what they see as objective values
that they cannot relate to the world except via the objects of their feeling. In such cases
the intensity of their judgments can actually drive others away from them, and the
resulting lack of close relationship felt as a personal failing for which the ENFJ feels
guilty. Such guilt can drive even more strongly affective behavior which leads the
ENFJ to ignore their own needs entirely, or it can become a negative drive to
manipulate others to conform to their one-sided vision of the world. The ENFJ who
consistently tries to see the underlying possibilities and the scope available in each
situation will be able to see the right path to take with each person and situation in their
life. This will always lead them to toward closer relationships, happiness and great
achievements.
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The key to personal growth for the ENFJ is competent execution of Introverted
Intuition. Because it is often hard to define what this represents subjectively to each
person, here are some action-oriented suggestions that will help lead you down the path
towards more effective use of the Introverted Intuitive function.

Specific suggestions:
When confronted by a person or situation which seems to be rejecting or rebuffing your

value judgments and your mind filling with all the arguments, images and alternatives
to the situation, look closely at those you are immediately rejecting as negative or
unsuitable ways to proceed. Within these images often lie paths to understanding and
agreement if you look more closely. Some of these images hold the key to seeing
another’s feelings and point of view more clearly. Remember, what seems positive to
you may not be everything or even important to another.

Behind everything of value that you see lies much potential. Try not to be satisfied with
just a good result, but let yourself imagine the ways in which a person might fulfill all
their creative aspects; the ways in which a situation might become useful to many more
than just what it was made for. Try to imagine everything as a source of untapped
magic and creative power — let your mind see all the things it might become. Above all,
apply this exercise to yourself, as if you were seeing yourself in a mirror: just as you
would another person whom you love.

When you are alone try to become fully aware of how it feels to you, try to recognize
the emptiness as a lace of potential, try to imagine what you might be able to do for
others in this empty time, try to realize that you are not truly alone but with this special
person who is yourself. What would you do for this person if you could make their
private world a better place?

Everything wonderful in life proceeds from the qualities which lie behind it. You can
feel these things, these drives and attitudes which seem to come from a place outside,
perhaps from the creator expressing himself within people and nature. Letting the sense
of these background qualities permeate your drive to life will give you purpose and
meaning. Allow yourself to feel the meanings and purposes of the world, let them
become a valuable gift which can be expressed in your dealings with others and in the
things you strive for.
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Ten Rules to Live By to Achieve ENFJ Success

1.

Feed Your Strengths! Make sure you have opportunities to involve yourself with
others in situations where your input is valued.

Face Your Weaknesses! Realize and accept that some traits are strengths and some
are weaknesses. By facing your weaknesses, you can overcome them and they will
have less power over you.

Express Your Feelings. Understand that your feelings are as important as others are
in the overall situation. Without your feelings and needs being valued the best result
Is not realized, so value and speak to your own feelings as much as you value those
of others.

Make Decisions. Don't be afraid to have an opinion. You need to know show others
the qualities and  potentials you can see are worthy of action.

Smile at Criticism. Try to see why disagreement and discord indicate the
differences between people, and use this as an opportunity to make your value
judgments useful for growth, because that's exactly what they are. Try not to feel
responsible for another’s criticism, but try to hear it and understand the feelings and
images it engenders within you. Then you may see a path not only to agreement but
to a shared and truly valuable end.

Be Aware of Others. Remember that there are 15 other personality types out there
who see things differently than you see them. Most of your problems with other
people are easier to deal with if you try to understand the other person's perspective.
Be Aware of Yourself. Don't stint your own needs for the sake of others too much.
Realize you are an important focus. If you do not fulfill your own needs, how will
continue to be effective and how will others know you are true to your beliefs?

Be Gentle in Your Expectations. It is easy for you to see the value in others, but
stressing this too much can drive them away. Try to show that you understand their
fears and limitations and lead them gently to see how you feel: lead them gently
into understanding and love.

Assume the Best. Don't distress yourself by feeling that your values are lost upon
others — they are not. Perhaps it just has to sit with them too. Let the situation
resolve itself and never stop believing that love is the true answer.

10. When in Doubt, Ask Questions! Don't assume that the lack of feedback is the same

thing as negative feedback. If you need feedback and don't have any, ask for it.

This content comes from: http://www.thepersonalitypage.com/, and much of it was
written by Robert Heyward.
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Portrait of an ENTJ - Extraverted iNtuitive Thinking Judging
(Extraverted Thinking with Introverted Intuition)

The Executive

As an ENTJ, your primary mode of living is focused externally, where you deal with
things rationally and logically. Your secondary mode is internal, where you take things
in primarily via your intuition.

ENTJ's are natural born leaders. They live in a world of possibilities where they see all
sorts of challenges to be surmounted, and they want to be the ones responsible for
surmounting them. They have a drive for leadership, which is well-served by their
quickness to grasp complexities, their ability to absorb a large amount of impersonal
information, and their quick and decisive judgments. They are "take charge" people.

ENTJ’s are very career-focused, and fit into the corporate world quite naturally. They
are constantly scanning their environment for potential problems which they can turn
into solutions. They generally see things from a long-range perspective, and are usually
successful at identifying plans to turn problems around - especially problems of a
corporate nature. ENTJ’s are usually successful in the business world, because they are
so driven to leadership. They're tireless in their efforts on the job, and driven to
visualize where an organization is headed. For these reasons, they are natural corporate
leaders.

There is not much room for error in the world of the ENTJ. They dislike seeing
mistakes repeated, and have no patience with inefficiency. They may become quite
harsh when their patience is tried in these respects, because they are not naturally tuned
in to people's feelings, and more than likely don't believe that they should tailor their
judgments in consideration for people's feelings. ENTJ’s, like many types, have
difficulty seeing things from outside their own perspective. Unlike other types, ENTJ’s
naturally have little patience with people who do not see things the same way as the
ENTJ. The ENTJ needs to consciously work on recognizing the value of other people's
opinions, as well as the value of being sensitive towards people's feelings. In the
absence of this awareness, the ENTJ will be a forceful, intimidating and overbearing
individual. This may be a real problem for the ENTJ, who may be deprived of
important information and collaboration from others. In their personal world, it can
make some ENTJ’s overbearing as spouses or parents.
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The ENTJ has a tremendous amount of personal power and presence which will work
for them as a force towards achieving their goals. However, this personal power is also
an agent of alienation and self- aggrandizement, which the ENTJ would do well to
avoid.

ENTJ’s are very forceful, decisive individuals. They make decisions quickly, and are
quick to verbalize their opinions and decisions to the rest of the world. The ENTJ who
has not developed their Intuition will make decisions too hastily, without understanding
all of the issues and possible solutions. On the other hand, an ENTJ who has not
developed their Thinking side will have difficulty applying logic to their insights, and
will often make poor decisions. In that case, they may have brilliant ideas and insight
into situations, but they may have little skill at determining how to act upon their
understanding, or their actions may be inconsistent. An ENTJ who has developed in a
generally less than ideal way may become dictatorial and abrasive - intrusively giving
orders and direction without a sound reason for doing so, and without consideration for
the people involved.

Although ENTJ’s are not naturally tuned into other people's feelings, these individuals
frequently have very strong sentimental streaks. Often these sentiments are very
powerful to the ENTJ, although they will likely hide it from general knowledge,
believing the feelings to be a weakness. Because the world of feelings and values is not
where the ENTJ naturally functions, they may sometimes make value judgments and
hold onto submerged emotions which are ill-founded and inappropriate, and will cause
them problems - sometimes rather serious problems.

ENTJ’s love to interact with people. As Extroverts, they're energized and stimulated
primarily externally. There's nothing more enjoyable and satisfying to the ENTJ than
having a lively, challenging conversation. They especially respect people who are able
to stand up to the ENTJ, and argue persuasively for their point of view. There aren't too
many people who will do so, however, because the ENTJ is a very forceful and
dynamic presence who has a tremendous amount of self-confidence and excellent
verbal communication skills. Even the most confident individuals may experience
moments of self-doubt when debating a point with an ENTJ.

ENTJ’s want their home to be beautiful, well-furnished, and efficiently run. They're
likely to place much emphasis on their children being well-educated and structured, to
desire a congenial and devoted relationship with their spouse. At home, the ENTJ
needs to be in charge as much as he or she does in their career. The ENTJ is likely best
paired with someone who has a strong self-image, who is also a Thinking type.
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Because the ENTJ is primarily focused on their careers, some ENTJ’s have a problem
with being constantly absent from home, physically or mentally.

The ENTJ has many gifts which make it possible for them to have a great deal of
personal power, if they don't forget to remain balanced in their lives. They are
assertive, innovative, long-range thinkers with an excellent ability to translate theories
and possibilities into solid plans of action. They are usually tremendously forceful
personalities, and have the tools to accomplish whatever goals they set out for.

Jungian functional preference ordering:
Dominant: Extraverted Thinking

Auxiliary: Introverted Intuition Tertiary: Extraverted Sensing Inferior: Introverted
Feeling

ENTJ’s generally have the following traits:
Driven to turn theories into plans

Highly value knowledge

Future-oriented

Natural leaders

Impatient with inefficiency and incompetence
Want things structured and orderly

Excellent verbal communication skills
Dislike routine, detail-oriented tasks
Self-confident

Decisive

ENTJ’s are especially well-suited to be leaders and organization builders. They have
the ability to clearly identify problems and innovative solutions for the short and long-
term well-being of an organization. Having a strong desire to lead, they're not likely to
be happy as followers. ENTJ’s like to be in charge, and need to be in charge to take
advantage of their special capabilities.

ENTJ Strengths
Genuinely interested in people's ideas and thoughts

Enthusiastic and energetic

Take their commitments very seriously

Fair-minded and interested in doing the Right Thing
Very good with money
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Extremely direct and straightforward

Verbally fluent

Enhance and encourage knowledge and self-growth in all aspects of life
Able to leave relationships without looking back

Able to turn conflict situations into positive lessons

Able to take constructive criticism well

Extremely high standards and expectations (both a strength and a weakness)
Usually have strong affections and sentimental streaks

Able to dole out discipline

ENTJ Weaknesses

Their enthusiasm for verbal debates can make them appear argumentative

Tendency to be challenging and confrontational

Tend to get involved in "win-lose" conversations

Tendency to have difficulty listening to others

Tendency to be critical of opinions and attitudes which don't match their own

Extremely high standards and expectations (both a strength and a weakness)

Not naturally in tune with people's feelings and reactions

May have difficulty expressing love and affection, sometimes seeming awkward or
Inappropriate

Can be overpowering and intimidating to others

Tendency to want to always be in charge, rather than sharing responsibilities

Can be very harsh and intolerant about messiness or inefficiency

Tendency to be controlling

May be slow to give praise or to realize another's need for praise

If unhappy or underdeveloped, they may be very impersonal, dictatorial, or
abrasive

Tendency to make hasty decisions

Make explode with terrible tempers when under extreme stress

What does Success mean to an ENTJ?

ENTJ people are realists, in the most basic sense of the word. Not only because their
thinking is based upon a clear view of how things actually are in the world around
them, but also because their ideas and strategies are structured around those
unambiguous, “down to earth”, commonsense beliefs which sum up the obvious and
undeniable in life. But while ENTJ’s might be pragmatic about the immediate situation
before them, they are scarcely satisfied with it until it can be made more productive,
useful or valuable. The ENTJ’s reasoning on such matters is always clear and generally
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unemotional. If action can improve an item or a situation then it ought to be taken, and
the ENTJ will always be found in the midst of such action, organizing, planning and
leading the way forward until the best result possible has been realized. This makes
success for an ENTJ something that can be clearly seen, a real world result which can
be measured. And whether measured in dollars, bricks, bread or just happy people, the
successful ENTJ knows the result is due to their belief that it is just plain commonsense
to try and make the best of every situation and get the most out if it for the most people.

Allowing Your ENTJ Strengths to Flourish
As an ENTJ, you have gifts that are specific to your personality type that aren't natural

strengths for other types. By recognizing your special gifts and encouraging their
growth and development, you will more readily see your place in the world, and be
more content with your role. Nearly all ENTJ’s will recognize the following
characteristics in themselves. They should embrace and nourish these strengths:

Able to cut straight to the chase in any situation and not be sidetracked by non-essential
Issues.

A propensity for leadership which follows naturally from their ability to control and
manage real time/real world situations.

A talent for factual analysis unbiased by prejudice or emotion.

A “can do” approach to life which makes the working environment a positive place
for them.

A strong regard for positive social and economic institutions, structure and
government.

Second to none time and space management skills, everything organized and in its
place.

Able to constantly synthesize and adapt new ideas and concepts into strategies for
business, social, financial or environmental development.

ENTJ’s who have a well-developed Introverted Intuitive function to complement their
dominant.

Extraverted Thinking will enjoy these very special gifts:

A talent for creating great benefits through the addressing of social justice issues.

The ability to recognize and mediate their potentials in accord with the expectations of
others.
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An approach to life which includes an awareness of the differences between their needs
and those of others.

Able to know when to stop and take stock of life and recognize the qualities of the
moment.

A talent for showing others the way to get past difficulties in their outer life

A broadening of their own ambitions which includes rather than excludes others from
the decision making and the benefits which flow from their achievement.

Potential Problem Areas

With any gift of strength, there is an associated weakness. Without "bad", there would
be no "good". Without "difficult”, there would be no "easy". We value our strengths,
but we often curse and ignore our weaknesses. To grow as a person and get what we
want out of life, we must not only capitalize upon our strengths, but also face our
weaknesses and deal with them. That means taking a hard look at our personality type's
potential problem areas.

ENTJ’s are strong, right minded and rational people. This should be kept in mind as
you read some of the more negative material about ENTJ weaknesses. These
weaknesses are natural. We offer this information to enact positive change, rather than
as blatant criticism.

Most of the weaker characteristics in the ENTJ stem from their dominant Extraverted
Thinking function overtaking their personality, stifling the natural expression and
balancing value of the other personality functions. In such cases, an ENTJ may show
some or all of the following weaknesses in varying degrees

May be unable to understand other people’s needs where these differ from their own.
May unwisely assume their ideas are the only right ones and are therefore being fully
implemented by others.

May become childishly petulant or angered when confronted by situations which
require feeling judgments.

May become so engrossed in a plan or ambition that personal needs and the needs of
others are forgotten.

May take every decision not made in agreement with their rational beliefs as a personal
rejection.

May be easily taken in or manipulated by others via agreement with their rational
attitudes.

May become obsessed with small obstructions and difficulties to the point where the
overall plan is forgotten
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May believe natural limitations are actually ailments which ought to be eradicated

May assume others are ever plotting against them.

May believe only their own view of the world or a situation is correct, even to the
point that they make it into a kind of dogma which must be followed by those around
them.

Explanation of Problems
Most of the problems described above can be seen as a direct result of a too dominant

Extraverted Thinking function ruling the personality. In most cases this is exactly what
is happening, but it is also worth recognizing that some of the weaknesses in the
ENTJ’s personality that are more apparent to other Types, flow not so much from the
excesses of the ENTJ’s dominant function, but from the natural inferiority of their
feeling function and its lack of adaptation. We must also recognize that the level of
expression of all functions in all people is variable and that some of the problems
discussed here apply only to strongly expressing ENTJ’s, where the attitude which
flows from using Extraverted Thinking exclusively to guide them through life creates
its own particular problems.

The over dominance of Extraverted Thinking leads to an intensely intellectual way of
seeing the world, where values such as right and wrong, good and bad, useful and
useless are judged only by their applicability to an almost mathematically exact - and
to the ENTJ - always rational, attitude to life. Without the balance provided by other
ways of seeing or judging, the ENTJ is unable to account for actions based upon the
inner views or feeling behavior of others, hence such things are always judged
negatively, either as irrelevant - or at best - as being of small consequence.
Additionally, with their thinking attitude always turned outward and totally subject to
the world beyond their senses, without the balance of some internally felt objectivity
the ENTJ will often follow their ideas and ambitions without consideration for their
own physical and emotional needs. Indeed, the ENTJ often feels that if only his project,
his work, his outer reality would just fall into line with his own rational views then all
would be well within his world and all his needs would be met. Unfortunately such an
attitude can never be satisfied, for the world is not only rational, but also full of
situations and human behavior which must be appreciated and understood by quite
different, and again - to the ENTJ — often seemingly absurd criteria.

A healthy personality needs to have a good balance between its dominant and auxiliary
functions. For an ENTJ, dominant Extraverted Thinking needs to be well-supported by
their auxiliary Introverted Intuitive function. If Introverted Intuition exists only to
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support the intellectual rationale created by Extraverted Thinking, then neither function
Is being used to its full potential.

Introverted Intuition is the ENTJ’s access to their inner world, to the information that
could tell them how the world is affecting them. Because it is introverted, its images
arise from the subjective depths of the mind, and contain all that the ENTJ has not
considered within their strictly rational and object oriented view of the world.
Introverted Intuition provides the personally biased information the ENTJ needs to
balance this world view and protect the ENTJ from being totally swallowed up by their
selfless and yet single minded attachment to facts, figures and a rationale they accept
only from the world outside themselves. Because this inner information is often
opposed to the ENTJ’s strongly held ideas it is often rejected, or if accepted, turned
outward to make negative judgments about external situations or the behavior of
others, rather than seen as a corrective balance to the ENTJ’s own attitudes and
behavior.

Solutions

To grow as an individual, the ENTJ needs to recognize the role Intuition plays in their
life, and learn to understand its language. In particular the ENTJ needs to realize that
their intuitive function is not directed outward to the world, that its images are
personal, subjective and relate directly to the way the ENTJ’s inner self is being
affected by both the outside world and their own behavior.

Introverted Intuition is not an obvious process to understand, and quite unlike the
rational, straightforward thinking the ENTJ is used to. Nevertheless, if understood and
fully utilized to support thinking, it can make the ENTJ the most outwardly effective
and productive of all the personality types. For this reason it is essential to allow this
gift to become what it can be, rather than limiting its talents and allowing it only to
speak when it seems to agree with the ENTJ’s outwardly focused thinking. Below are a
few specific suggestions to help you apply Introverted Intuition.

When confronted by a situation which requires an important decision, try to put it off
for long enough to be able to sit quietly with it. In doing so allow yourself to feel and
see the images which arise in your mind regarding this situation. Try to set aside those
which appear immediately as the products of your own beliefs and thinking, and regard
the others closely. If these images and ideas were the opinions of people whose
judgment you trusted implicitly, try to question them in your mind and find the reasons
why they consider things in such a way.
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There are some people around you who always seem to know just which way to go or
how things work or what the outcome of a certain situation will be without them
seeming to have sufficient information to be able to do so. These people are intuitive
types and their world is full of possibilities which they can immediately recognize as
apt to certain situations. You also have this talent, but you have a habit of not following
it, rather you prefer to think it out and find the options which “ought” to be correct. |
placed ought in quotes for a very good reason here, for you know yourself how often
things have developed in the direction you had an inkling of, but refused to accept
without thinking. Try to let these immediate impressions have their moment and
recognize them as true possibilities which ought to be examined more closely.
Understand that they are not baseless images and ideas but rely upon valid sources of
information which you simply screen out of your life by habit.

Living Happily in our World as an ENTJ
Some ENTJ’s have difficulty fitting into our society. Their problems are generally

associated with a strongly dogmatic and overly rational approach to life, coupled with
an almost total lack of ability to understand the needs of others. Where such a strongly
expressing difficulty arises, the ENTJ finds themselves constantly embattled by a world
which refuses to conform to their ideals and creates situations in which the ENTJ is out
of their depth. Such situations are often met by the ENTJ with such a childish
emotionality that others are put off and isolate the ENTJ emotionally. Such ENTJ’s
often find themselves without friends, and with business partners or employees who are
unwilling to engage the ENTJ upon any matter other than strictly task related
questions. Such behavior in others only serves to bring out underlying sentiments in the
ENTJ which, via their badly adapted intuitive function, speak to them of plots,
nastiness and covert obstructive behavior on the part of others. Suffice to say, such
suspicions and childish sentiments coupled with dogmatic demands to conform to the
ENTJ’s own way of seeing the world can soon destroy families and close relationships.

It is incumbent upon the ENTJ to break the circle of such behavior by allowing their
Introverted Intuition a place in their life. Through attention to this function the ENTJ
can discover a path to understanding and recognizing the effects not only their own
behavior has upon others, but also the greater possibilities which lie within themselves
for not only a harmonious relationship with others, but also a greater sense of what
might be best for themselves.

Understanding the feeling needs and judgments of others is not an easy task for the
ENTJ, but through their Intuitive function they can find images and ideas which -
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whilst not speaking directly to the feeling judgments of others — might allow them to
see outside the strictly rational circle of their world view in such a way as to recognize
that there is indeed a different perspective which must be taken account of.

Ten Rules to Live By to Achieve ENTJ Success

1.

Feed Your Strengths! Give yourself every opportunity to show others your
appreciation of a situation and how you could see it through to a good outcome.
Take charge where you can make it count.

Face Your Weaknesses! Understand you have limits too. Your careful world view
is not the whole deal. How things look and feel may not concern you, but they
concern many others. Try and allow such things to be and learn from them.

Talk Time to Find Out How Others Really Think. You need to drive past your
thoughts with others and let their appreciations of a situation reach you at a deeper
level. It will then be possible for you to take account of their needs as real world
objectives which if included in your ideas will bring greater harmony and quality
to life and relationships.

Take Time Out To Let The Whole Situation Speak To You. Don't dismiss those
abstract and seemingly hard to understand or bothersome aesthetic and feeling
judgments coming from others or from inside yourself. Drop everything for a
while, stop thinking and worrying and just relax into those ideas and let them
speak to you. Perhaps they can be accommodated, perhaps something is hiding in
there which offers a new way

When You Get Upset, You Lose. Your energy and rational understandings are
strong assets, but can be very harmful if they turn against you and leave you with
nothing but emotions you cannot deal with. Remember that others cannot always
be expected to fall into your ways of seeing, and when your drive to make them
do so fails you will suffer feelings of resentment and even abandonment. You
cannot deal with the world like this. Moderate your ideas, allow others their
spaces, and you will grow.

Respect your need for intellectual compatibility. Don't expect yourself to be a
"touchy-feely" or "warm-fuzzy" person. Realize that your most ardent bonds with
others will start with the head, rather than the heart. Be aware of other's emotional
needs, and express your genuine love and respect for them in terms that are real to
YOU. Be yourself.

Be Accountable for Yourself. Don't blame the problems in your life on other
people. Look inwardly for solutions. No one has more control over your life than
you have.

Be Humble. Judge yourself at least as harshly as you judge others.
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9. Take a Positive Approach to Differences in People. Don't distress yourself and
others by dwelling on what seem to be their limitations. They need you to guide
them and you need them to see things through. Try and recognize who can
perform the most ably within certain fields outside your own competence. Let the
feelings of others become a strength rather than a hindrance to you.

10. Don't Get Obsessed! Recognize the value that personal world has to you, your
friends, your family, your own inner sense of self worth and life. Take pride in
just being a good person and don’t allow external situations to control you. Try to
relax and let the moment belong to the best things you can find in others and
yourself. Nothing out there is more important than your own happiness.

This content comes from: http://www.thepersonalitypage.com/, and much of it was
written by Robert Heyward.
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Portrait of an ENFP - Extraverted iNtuitive Feeling Perceiving
(Extraverted Intuition with Introverted Feeling)

The Inspirer

As an ENFP, your primary mode of living is focused externally, where you take
things in primarily via your intuition. Your secondary mode is internal, where you
deal with things according to how you feel about them, or how they fit in with your
personal value system.

ENFPs are warm, enthusiastic people, typically very bright and full of potential.
They live in the world of possibilities, and can become very passionate and excited
about things. Their enthusiasm lends them the ability to inspire and motivate others,
more so than we see in other types. They can talk their way in or out of anything.
They love life, seeing it as a special gift, and strive to make the most out of it.

ENFPs have an unusually broad range of skills and talents. They are good at most
things which interest them. Project-oriented, they may go through several different
careers during their lifetime. To onlookers, the ENFP may seem directionless and
without purpose, but ENFPs are actually quite consistent, in that they have a strong
sense of values which they live with throughout their lives. Everything that they do
must be in line with their values. An ENFP needs to feel that they are living their
lives as their true Self, walking in step with what they believe is right. They see
meaning in everything, and are on a continuous quest to adapt their lives and values
to achieve inner peace. They're constantly aware and somewhat fearful of losing
touch with themselves. Since emotional excitement is usually an important part of
the ENFP's life, and because they are focused on keeping "centered"”, the ENFP is
usually an intense individual, with highly evolved values.

An ENFP needs to focus on following through with their projects. This can be a
problem area for some of these individuals. Unlike other Extraverted types, ENFPs
need time alone to center themselves, and make sure they are moving in a direction
which is in sync with their values. ENFPs who remain centered will usually be quite
successful at their endeavors. Others may fall into the habit of dropping a project
when they become excited about a new possibility, and thus they never achieve the
great accomplishments which they are capable of achieving.

Most ENFPs have great people skills. They are genuinely warm and interested in
people, and place great importance on their inter-personal relationships. ENFPs
almost always have a strong need to be liked. Sometimes, especially at a younger
age, an ENFP will tend to be "gushy" and insincere, and generally "overdo™ in an
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effort to win acceptance. However, once an ENFP has learned to balance their need
to be true to themselves with their need for acceptance, they excel at bringing out
the best in others, and are typically well-liked. They have an exceptional ability to
intuitively understand a person after a very short period of time, and use their
intuition and flexibility to relate to others on their own level.

Because ENFPs live in the world of exciting possibilities, the details of everyday
life are seen as trivial drudgery. They place no importance on detailed,
maintenance-type tasks, and will frequently remain oblivious to these types of
concerns. When they do have to perform these tasks, they do not enjoy themselves.
This is a challenging area of life for most ENFPs, and can be frustrating for ENFP's
family members.

An ENFP who has "gone wrong" may be quite manipulative - and very good it. The
gift of gab which they are blessed with makes it naturally easy for them to get what
they want. Most ENFPs will not abuse their abilities, because that would not jive
with their value systems.

ENFPs sometimes make serious errors in judgment. They have an amazing ability
to intuitively perceive the truth about a person or situation, but when they apply
judgment to their perception, they may jump to the wrong conclusions.

ENFPs who have not learned to follow through may have a difficult time remaining
happy in marital relationships. Always seeing the possibilities of what could be,
they may become bored with what actually is. The strong sense of values will keep
many ENFPs dedicated to their relationships. However, ENFPs like a little
excitement in their lives, and are best matched with individuals who are comfortable
with change and new experiences.

Having an ENFP parent can be a fun-filled experience, but may be stressful at times
for children with strong Sensing or Judging tendencies. Such children may see the
ENFP parent as inconsistent and difficult to understand, as the children are pulled
along in the whirlwind life of the ENFP. Sometimes the ENFP will want to be their
child's best friend, and at other times they will play the parental authoritarian. But
ENFPs are always consistent in their value systems, which they will impress on
their children above all else, along with a basic joy of living.

ENFPs are basically happy people. They may become unhappy when they are
confined to strict schedules or mundane tasks. Consequently, ENFPs work best in
situations where they have a lot of flexibility, and where they can work with people
and ideas. Many go into business for themselves. They have the ability to be quite
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productive with little supervision, as long as they are excited about what they're
doing. Because they are so alert and sensitive, constantly scanning their
environments, ENFPs often suffer from muscle tension. They have a strong need to
be independent, and resist being controlled or labeled. They need to maintain
control over themselves, but they do not believe in controlling others. Their dislike
of dependence and suppression extends to others as well as to themselves.

ENFPs are charming, ingenuous, risk-taking, sensitive, people-oriented individuals
with capabilities ranging across a broad spectrum. They have many gifts which they
will use to fulfill themselves and those near them, if they are able to remain
centered and master the ability of following through.

Jungian functional preference ordering for ENFP:
Dominant: Extraverted Intuition

Auxiliary: Introverted Feeling
Tertiary: Extraverted Thinking
Inferior: Introverted Sensing

ENFEPs generally have the following traits:
Project-oriented

Bright and capable

Warmly, genuinely interested in people; great people skills

Extremely intuitive and perceptive about people

Able to relate to people on their own level

Service-oriented; likely to put the needs of others above their own

Future-oriented

Dislike performing routine tasks

Need approval and appreciation from others

Cooperative and friendly

Creative and energetic

Well-developed verbal and written communication skills

Natural leaders, but do not like to control people

Resist being controlled by others
Can work logically and rationally - use their intuition to understand the goal and
work backwards towards it

Usually able to grasp difficult concepts and theories

ENFPs are lucky in that they're good a quite a lot of different things. An ENFP can
generally achieve a good degree of success at anything which has interested them.
However, ENFPs get bored rather easily and are not naturally good at following
things through to completion. Accordingly, they should avoid jobs which require
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performing a lot of detailed, routine-oriented tasks. They will do best in professions
which allow them to creatively generate new ideas and deal closely with people.
They will not be happy in positions which are confining and regimented.

Most ENFPs will exhibit the following strengths with regards to relationships
ISSues:

Good communication skills

Very perceptive about people's thought and motives

Motivational, inspirational; bring out the best in others

Warmly affectionate and affirming

Fun to be with - lively sense of humor, dramatic, energetic, optimistic
Strive for "win-win" situations

Driven to meet other's needs

Usually loyal and dedicated

Most ENFPs will exhibit the following weaknesses with regards to relationship
ISsues:

Tendency to be smothering

Their enthusiasm may lead them to be unrealistic

Uninterested in dealing with "mundane™ matters such as cleaning, paying bills,
etc.

Hold onto bad relationships long after they've turned bad

Extreme dislike of conflict

Extreme dislike of criticism

Don't pay attention to their own needs

Constant quest for the perfect relationship may make them change relationships
frequently

May become bored easily

Have difficulty scolding or punishing others

What does Success mean to an ENFP?

ENFPs are motivated in everything that they do by a desire to understand the world
around them. They are constantly searching about. Mentally and physically, for
input that will help them to better understand the Big Picture. They are open-
minded to new people and new experiences; they’re eager for the opportunity to
understand what the new people and experiences are all about. ENFPs use their
understanding of the world to serve the agendas of their value systems. An ENFP’s
value system often includes respect for the needs and desires of individual people
over the needs of a social group. Their respect for the individual makes them
dislike controlling others, and being controlled by others. ENFPs are passionate
about their beliefs, whatever they may be. They often stubbornly adhere to their
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value system regardless of threats to its validity. They are more concerned with
keeping true to what they believe than they are with expectations or demands from
the social group that they function within. ENFPs dislike personal criticism,
because it threatens their validity as an individual and the validity of their value
system. ENFPs may internalize anger rather than express it; their respect for other
individuals makes it difficult for them to hurt others. An ENFP’s feeling of success
depends upon the availability of opportunities to grow their understanding of the
world, upon feeling that they’re living true to their personal value system, and upon
the condition of their closest relationships.

Allowing Your ENFP Strengths to Flourish
As an ENFP, you have gifts that are specific to your personality type that aren't

natural strengths for other types. By recognizing your special gifts and encouraging
their growth and development, you will more readily see your place in the world,
and be more content with your role.

Nearly all ENFPs will recognize the following characteristics in themselves. They
should embrace and nourish these strengths:

They’re exceptionally perceptive about people and situations. They’re often able to
quickly and accurately assess where someone is coming from.

They accept and value people as individuals, and are strongly egalitarian. They
believe that individuals have the right to be themselves, and are very tolerant and
accepting of most people.

They’re often deep and intelligent, and may be quite brilliant in their ability to
tie things together.
They’re wired to look for connections in the external world, and so they may
mentally put things together more easily than others.

Their interest in understanding the world usually makes them in tune with
what’s socially acceptable and what isn’t. This may help them to be popular and
likeable.

They’re highly creative. This ability may be used in an artistic way, or may
be used to generate ideas and new ways of thinking.

ENFPs who have developed their Introverted Feeling to the extent that they apply
judgment to all of their perceptions will enjoy these very special gifts:

They will have the ability to follow through on projects they’ve begun.

They will be less gullible and malleable, and generally more able to discern
between “good” and
“bad”, rather than accepting everything without question.
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They may be highly artistic.

They will have the ability to focus and concentrate deeply on tasks. This
enhanced ability to think and process information internally will make them more
capable on many levels.

They will balance out their desire to meet new people and have new
experiences with the desire to put their understanding to use in some way.

They will find more meaning and purpose in their lives.

Potential Problem Areas

With any gift of strength, there is an associated weakness. Without "bad", there
would be no "good".

Without "difficult”, there would be no "easy". We value our strengths, but we often
curse and ignore our weaknesses. To grow as a person and get what we want out of
life, we must not only capitalize upon our strengths, but also face our weaknesses
and deal with them. That means taking a hard look at our personality type's potential
problem areas.

Most of the weaker characteristics found in ENFPs are due to their dominant
Extraverted Intuition overshadowing the personality to the extent that they don’t
apply judgment to anything. Or, they may use their primary judging function
(Introverted Feeling) to support the agenda of Extraverted Intuition, i.e. to
rationalize and support the idea of welcoming all experiences and accepting all
individuals. In such cases, an ENFP may show some or all of the following
weaknesses in varying degree:

May be what many would call a “sucker”; vulnerable to schemers and con artists.
May get themselves into dangerous situations because they’re too eager to push the
envelope of their understanding, and not willing to apply judgment to anything.
May feel intense anger towards people who criticize them or try to control them.
But will be unable to express the anger. Left unexpressed, the anger may fester and
simmer and become destructive.

May blame their problems on other people, using logic and ration to defend
themselves against the world.

May develop strong negative judgments that are difficult to unseat against people
who they perceive have been oppressive to them.

May get involved with drugs, alcohol, or promiscuity, and generally seek mindless
experiences and sensations.

May skip from relationship to relationship without the ability to commit.

May start projects but be unable to finish them.

May be unable to stick to a career or job for any length of time.
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Explanation of Problems
Nearly all of the problematic characteristics described above can be attributed in

various degrees to the common ENFP problem of wanting to understand and
experience everything at any cost. If the ENFP does not learn how to discriminate
things and people in their external environment, the ENFP will begin to use their
judging function (Introverted Feeling) as solve a “rubber stamper” to support their
agenda to seek out experiences. This is a natural survivalist technique for the ENFP
personality. The main driver to the ENFP personality is Extraverted Intuition,
whose purpose is to understand the world as one Big Picture, seeking connections
and meaning in everything. If their ability to seek understanding is threatened, the
ENFP shuts out the threatening force. This is totally natural, but unfortunately the
individual who exercises this type of agenda protection regularly will become more
and more unable to apply judgment to anything. When the unbalanced ENFP does
apply judgment, it will generally be skewed to support their subjective agenda.
They will always find justification for their own inappropriate behavior. They will
be unable to finish anything that they start, and generally wander through life from
experience to experience.

It’s very common for ENFPs to resist applying judgment until they feel they truly
understand a person or situation. However, part of the understanding process
includes using discernment to classify qualities. If the ENFP shuts judgment off
entirely, he or she will not achieve their ultimate goal of understanding; rather they
will jump from experience to experience in a purposeless fashion.

Anger can be a problem for anybody, but may be especially so for ENFPs who have
not sufficiently developed their Introverted Feeling. The desire to keep everything
non-judgmental, combined with the tendency to use Introverted Feeling as
justification rather than true judgment is a recipe for suppressed anger. These are
very contradictory forces. “l hate you for judging me” is an ironic feeling, but is
unfortunately common. The inability to apply judgment or to accept negative
judgment prevents the ENFP from expressing negative judgment, and therefore
causes them to stew in their anger, rather than deal with it.

Solutions

To grow as an individual, the ENFP needs to focus on applying judgment to all of
their perceptions. This means they need to decide how they really feel about people,
places and things, rather than allowing their feelings to hang open indeterminately.
The ENFP needs to understand that developing their ability to discern qualities does
not threaten their ability to understand the world, but rather enhances it, and
enhances their personal changes for achieving a measure of success in their lives.
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The ENFP concerned with personal growth will pay close attention to their
motivation for making a judgment. Are they trying to really determine the objective
value or merit of something, or are they trying to defend their individual right to not
be judged or controlled? The goal when judging something is to not let your
personal agenda influence your opinions. Obviously, this is not entirely possible,
but it is the exercise to keep in mind. You want to open your mind to judgment
without feeling threatened, and without using your own judgment in a defensive,
rationalizing mode.

Living Happily in our World as an ENFP
As can be seen from the above, some ENFPs can have difficulty fitting into society.

Their problems are often due top feeling different from others because of their
dominant Intuition, and being unable to stick to anything long enough to feel a
sense of accomplishment. They feel like they don’t fit in, and can’t find the place
where they belong in the world. The ENFP who consistently makes decisions and
applies classifications to their ideas will be able to turn their ideas into reality, and
experience the feelings of accomplishment and success that accompany being
effective.

The key to personal growth for the ENFP is competent execution of Introverted
Feeling. It’s difficult for most to understand what this means, much less incorporate
that directive into your life. | have created some action-oriented suggestions that
will help lead you down the path towards more effective use of the Introverted
Feeling function. Specific suggestions:

When you feel angry or resistant towards someone who you feel is criticizing you,
take this as a cue that you are not judging effectively. When that happens, take a
step back from your anger and try to really hear what the person is saying
objectively. Rather than expending mental energy in defining how the other person
IS wrong, try to judge what the person is actually saying.

Periodically make lists of goals and accomplishments. Revisit your goals and
accomplishments as often as you’d like to maintain a sense of direction.

Spend time alone regularly for the purpose of thinking through issues in your life.
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Ten Rules to Live By to Achieve ENFP Success

1.

10.

Feed Your Strengths! Make sure you have opportunities to have new experiences
to feel your quest of understanding the world.

Face Your Weaknesses! Realize and accept that some traits are strengths and some
are weaknesses. By facing your weaknesses, you can overcome them and they will
have less power over you.

Express Your Feelings. Don’t let anger get bottled up inside you. If you have
strong feelings, sort them out and express them, or they may become destructive!
Make Decisions. Don't be afraid to have an opinion. You need to know how you
feel about things in order to be effective.

Smile at Criticism. Try to see disagreement and discord as an opportunity for
growth, because that’s exactly what it is. Try not to become overly defensive
towards criticism; try to hear it and judge it objectively.

Be Aware of Others. Remember that there are 15 other personality types out there
who see things differently than you see them. Most of your problems with other
people are easier to deal with if you try to understand the other person's perspective.
Be Aware of Yourself. Don't stint your own needs for the sake of others too much.
Realize you are an important focus. If you do not fulfill your own needs, how will
continue to be effective and how will others know you are true to your beliefs?

Be Accountable for Yourself. Don’t waste mental energy finding blame in other’s
behavior, or in identifying yourself as a victim. You have more control over your
life than any other person has.

Assume the Best. Don't distress yourself by assuming the worst. Remember that a
positive attitude creates positive situations.

When in Doubt, Ask Questions! Don't assume that the lack of feedback is the same
thing as negative feedback. If you need feedback and don't have any, ask for it.

This content comes from: http://www.thepersonalitypage.com/, and much of it was
written by Robert Heyward.
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Portrait of an ENTP - Extraverted iNtuitive Thinking Perceiving
(Extraverted Intuition with Introverted Thinking)

The Visionary

As an ENTP, your primary mode of living is focused externally, where you take things
in primarily via your intuition. Your secondary mode is internal, where you deal with
things rationally and logically.

With Extraverted Intuition dominating their personality, the ENTP's primary interest in
life is understanding the world that they live in. They are constantly absorbing ideas
and images about the situations they are presented in their lives. Using their intuition to
process this information, they are usually extremely quick and accurate in their ability
to size up a situation. With the exception of their ENFP

cousin, the ENTP has a deeper understanding of their environment than any of the
other types.

This ability to intuitively understand people and situations puts the ENTP at a distinct
advantage in their lives. They generally understand things quickly and with great depth.
Accordingly, they are quite flexible and adapt well to a wide range of tasks. They are
good at most anything that interests them. As they grow and further develop their
intuitive abilities and insights, they become very aware of possibilities, and this makes
them quite resourceful when solving problems.

ENTP's are idea people. Their perceptive abilities cause them to see possibilities
everywhere. They get excited and enthusiastic about their ideas, and are able to spread
their enthusiasm to others. In this way, they get the support that they need to fulfill their
visions.

ENTP’s are less interested in developing plans of actions or making decisions than they
are in generating possibilities and ideas. Following through on the implementation of
an idea is usually a chore to the ENTP. For some ENTP’s, this results in the habit of
never finishing what they start. The ENTP who has not developed their Thinking
process will have problems with jumping enthusiastically from idea to idea, without
following through on their plans. The ENTP needs to take care to think through their
ideas fully in order to take advantage of them.
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The ENTP's auxiliary process of Introverted Thinking drives their decision making
process. Although the ENTP is more interested in absorbing information than in
making decisions, they are quite rational and logical in reaching conclusions. When
they apply Thinking to their Intuitive perceptions, the outcome can be very powerful
indeed. A well-developed ENTP is extremely visionary, inventive, and enterprising.

ENTP’s are fluent conversationalists, mentally quick, and enjoy verbal sparring with
others. They love to debate issues, and may even switch sides sometimes just for the
love of the debate. When they express their underlying principles, however, they may
feel awkward and speak abruptly and intensely.

The ENTP personality type is sometimes referred to the "Lawyer" type. The ENTP
"lawyer™ quickly and accurately understands a situation, and objectively and logically
acts upon the situation. Their Thinking side makes their actions and decisions based on
an objective list of rules or laws. If the ENTP was defending someone who had actually
committed a crime, they are likely to take advantage of quirks in the law that will get
their client off the hook. If they were to actually win the case, they would see their
actions as completely fair and proper to the situation, because their actions were lawful.
The guilt or innocence of their client would not be as relevant. If this type of reasoning
goes incompletely unchecked by the ENTP, it could result in a character that is
perceived by others as unethical or even dishonest. The ENTP, who does not naturally
consider the more personal or human element in decision making, should take care to
notice the subjective, personal side of situations. This is a potential problem are for
ENTP’s. Although their logical abilities lend strength and purpose to the ENTP, they
may also isolate them from their feelings and from other people.

The least developed area for the ENTP is the Sensing-Feeling arena. If the Sensing
areas are neglected, the ENTP may tend to not take care of details in their life. If their
Feeling part is neglected, the ENTP may not value other people's input enough, or may
become overly harsh and aggressive.

Under stress, the ENTP may lose their ability to generate possibilities, and become
obsessed with minor details. These details may seem to be extremely important to the
ENTP, but in reality are usually not important to the big picture.

In general, ENTP’s are upbeat visionaries. They highly value knowledge, and spend
much of their lives seeking a higher understanding. They live in the world of
possibilities, and become excited about concepts, challenges and difficulties. When
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presented with a problem, they're good at improvising and quickly come up with a
creative solution. Creative, clever, curious, and theoretical, ENTP’s have a broad range
of possibilities in their lives.

Jungian functional preference ordering for ENTP:
Dominant; Extraverted Intuition

Auxiliary: Introverted Thinking Tertiary: Extraverted Feeling Inferior: Introverted
Sensing

ENTP’s generally have the following traits:
Project-oriented

Enjoy generating ideas and theories

Creative and ingenious

Bright and capable

Flexible and Diverse

Excellent communication skills

Enjoy debating issues with other people
Excellent people skills

Natural leaders, but do not like to control people
Resist being controlled by people

Lively and energetic; able to motivate others
Highly value knowledge and competence
Logical, rational thinkers

Able to grasp difficult concepts and theories
Enjoy solving difficult problems

Dislike confining schedules and environments
Dislike routine, detailed tasks

ENTP’s are fortunate in that they have a wide range of capabilities. They are generally
good at anything which has captured their interest. ENTP’s are likely to be successful
in many different careers. Since they have a lot of options open to them, ENTP’s will
do well to choose professions which allow them a lot of personal freedom where they
can use their creativity to generate new ideas and solve problems. They will not be
completely happy in positions which are regimented or confining.

ENTP Strengths
Enthusiastic, upbeat, and popular
Can be very charming
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Excellent communication skills

Extremely interested in self-improvement and growth in their relationships
Laid-back and flexible, usually easy to get along with

Big idea-people, always working on a grand scheme or idea

Usually good at making money, although not so good at managing it

Take their commitments and relationships very seriously

Able to move on with their lives after leaving a relationship

ENTP Weaknesses

Always excited by anything new, they may change partners frequently

Tendency to not follow through on their plans and ideas

Their love of debate may cause them to provoke arguments

Big risk-takers and big spenders, not usually good at managing money
Although they take their commitments seriously, they tend to abandon their
relationships which no longer offer opportunity for growth
What does Success mean to an ENTP?
ENTP personalities are motivated by possibilities. They love the outside chances; the
new or unusual combinations lurking within the ordinary everyday world of things and
ideas. For them, something is always on the up, something is always tantalizing their
desire to re-orchestrate life into new patterns and shapes; new ways of fulfilling what
can be as strong as a never ending desire to beat the odds and win at every game in
town, or as mild as a quirky personal need for constant variety and change. With their
thinking tied to the myriad possibilities they see in the world, they act swiftly and
decisively upon those angles, choices and combinations scarcely noticed by other
types, but through which they can build whole new frameworks or completely redefine
an existing external situation in such a way that it appears new, revitalized and once
again full of promise. Sameness, stasis, conservatism - even daily routine - can be
loathsome to fervent ENTP’s, whose drive is always to be into something new,
different and full of fresh possibilities, and who, given the opportunity, will always be
the first to show others a new path to success in a venture, or to find a way of doing
something that no-one has done before.

ENTP people measure their success by their “aha” moments, by the sense of
satisfaction which comes as they spread their newly written maps before them and
contemplate the new adventure, design, investigation or conquest which has now
become their road ahead. What has gone before, previous achievements, ways of living
- even people met along the way - are often now forgotten or considered passé, mere
steps along a path which has now brought a new frontier to be exploited for its gifts.
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Whether it is the search for knowledge, money, power, fame or pleasure, the ENTP
will be found at the frontline, gazing into the distance and discovering new avenues
toward, bigger, better or more satisfying outcomes.

ENTP’s are the great problem solvers, discoverers and re-inventors of the world. Their
insights into the world around them, their ability to see new ways of putting things
together and making them work can bring them great success in virtually any industry
or human pursuit that interests them. For this reason the ENTP is happiest in situations
where they can use their intuitive powers freely and have the space in which to think
upon the aspects and angles which come to them. Without fulfilling work and the
freedom to use their mind most productively, ENTP’s can quickly tire of a limiting
situation. For this reason an open road toward success is an extremely important factor
in the ENTP’s life. Some, given a little opportunity, will clear one for themselves, but
of all the types, it is the ENTP who has most need to be aware of the life and career
situations they might commit to without sufficient thought for the future.

Allowing Your ENTP Strengths to Flourish
As an ENTP, you have gifts that are specific to your personality type that aren't natural

strengths for other types. By recognizing your special gifts and encouraging their
growth and development, you will more readily see your place in the world, and be
more content with your role.

Nearly all ENTP’s will recognize the following characteristics in themselves. They
should embrace and nourish these strengths:

The ability to hold many points of view in mind and see their differing merits.

Seeing ways to do things others have not thought of.

Able to give quick and diverse answers to any question of interest.

Seeing the other side of a situation and making it known.

Being able to juggle many differing jobs or processes at the one time.

Easily capable of holding your own in any argument or discussion.

The ability to quickly find the best or most useful side of others. Seeing the many
connections between events and things which are not immediately obvious to others.

ENTP’s who have developed their Introverted Thinking to the extent that they

regularly and carefully interpret the information their Extraverted Intuition brings to
them will enjoy these very special gifts:
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The ability to solve puzzles and problems that have no obvious way to resolution.

The ability to define schematically a new structure or design and know it will work.
Knowing and giving to others the very thing they need when they are not sure
themselves.

A talent for innovative creation in writing, music or the visual arts.
The gift of knowing which new ideas or changes will enhance rather than detract from
their relationships with others

Potential Problem Areas

With any gift of strength, there is an associated weakness. Without "bad", there would
be no "good".

Without "difficult”, there would be no "easy". We value our strengths, but we often
curse and ignore our weaknesses. To grow as a person and get what we want out of life,
we must not only capitalize upon our strengths, but also face our weaknesses and deal
with them. That means taking a hard look at our personality type's potential problem
areas.

Most of the weaker characteristics that are found in ENTP’s are due to their dominant
function of Extraverted Intuition overtaking the personality to the point that the other
functions exist merely to serve its purposes. In such cases, an ENTP may show some or
all of the following weaknesses in varying degrees:

The inability to maintain a comfortable situation or relationship once its
possibilities have been realized or exhausted.
A tendency to consider careful or meticulous thinkers as unworthy plodders or
time wasters.
Blindness to the needs and feelings of others not directly involved in the
ENTP’s current area of interest.
A lack of sensitivity to the feelings and ways of those who might need
reassurance, security or commitment.
The inability to deal carefully and calmly with the finer details of a situation or
work in progress.
Becoming overly annoyed by minor setbacks or small things that have to be set
right before the goal can be realized.
A tendency to be arrogant or boastful, or to demean those who cannot see the same
answers.
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Can often find themselves in bad situations by too quickly taking a big step forward or
by being “too smart for their own good”.

Explanation of Problems
Nearly all of the problematic characteristics described above can be attributed in

various degrees to the common ENTP problem of being so fascinated with their
Extroverted Intuitions that they fail to develop a careful thinking process sufficient to
balance it. Leaps of perception, new ideas and strange but fascinating juxtapositions
are wonderful for the potential freshness and possible success they might bring. But if
not carefully appraised and chosen wisely they can also take us far from the right path
in life, take us from our friends, spoil our relationships and even bring personal or
financial disaster. Without a well developed thinking function, the ENTP is always in
danger of leaping over social, financial and personal constraints for the sake of
following a new vision. This might be as simple as arousing the wrath of ones partner
by suddenly deciding to by an expensive gadget or change something around the house
without being concerned for their input or feelings, or as complex as allowing an ill
considered entrepreneurial idea lead them into financial and social disaster, simply
because the one sided vision of Extroverted Intuition does not recognize or count the
amount of small but important details which need to be right before such ideas can be
realized.

Without a solid thinking function, the ENTP can easily discount or fail to notice the
essential ethics of social and interpersonal relationship, often considering themselves
“above” or untouched by such limiting values and often discounting the possibility that
their actions might be or hurtful or seen as unethical by others. It is not that the one
sided ENTP is deliberately hurtful, but simply ignorant of the effects which can flow
from their often compulsive need for change or need to show how clever or individual
they are. In the ENTP, the lack of a well developed Feeling Function means that they
must learn to “understand” feeling in both themselves and others and come to terms
with its affects. This understanding can only come from thinking carefully about the
ways feeling affects not only themselves, but others, and the importance others place
on this function. The ENTP has a feeling function more or less global in character and
one which does not judge fine differences. This inability to discriminate feelings can
allow the ENTP to say and do much that leaves others in the cold, so an effort to think
about the feeling process can be essential. Without the understanding this brings, the
ENTP can separate themselves from the ground of their life, from the constancy of
their friends and family and, without even realizing it, they can easily find themselves
in untenable positions where, without support, they wonder why they are suddenly
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alone and lost.

Another significant problem arises where the ENTP has grown within or is locked by
circumstances to an environment which limits their freedom or their ability to utilize
their specific abilities. This forces the ENTP to narrow down their intuitive process to
the point where it retains at least some freedom to operate within their life. Under such
conditions however, the intuition is free only to range over a small and limited field of
vision, a field which usually consists only of the very things the ENTP is normally
unconcerned about: the small details of life and its familiar objects. Without the ability
to take stock and apply careful thought to the ways they might expand their horizons,
the ENTP in such situations can become morose, niggardly and obsessed with the most
minor or intangible details — to the point where such minutiae fill their life and each
day becomes a frustrating process of eliminating again and again the little problems
which ever seem to stand in the way of the “big” picture — a picture which, as those
around them know only too well, will never be realized.

Solutions

To grow as an individual, the ENTP needs to focus on carefully analyzing the
information they receive via their Extraverted Intuition. They need to allow themselves
sufficient time and space to relax with the ideas and possibilities they can see. It is all
too easy for the ENTP to assume that what they see is what they need. Careful thinking
can allow the ENTP to figure out the best possible ways to proceed out of all the
possibilities that come to them. At the same time, even if they are not able to share
them, ENTP’s need at least to understand the joys and satisfactions that others derive
within those situations the ENTP would not normally choose in life. Awareness of the
ways and needs of others can be the key to understanding the most life affirming way
ahead for the ENTP, for there is always a danger that they might choose paths without
regard to the feelings and needs of others close to them. The ENTP learns from
analyzing his experience, so the best way for the ENTP to grow as a person is to
develop his thinking capacity. Thus, that while the desire to run out and do something
"new" is an ENTP pattern of need, this need must be integrated into a whole way of life
in which the rest of our human needs and those of others who rely upon our presence
are also satisfied. Your task, as a person interested in personal growth, is to understand
yourself in a truly objective fashion, and how you can best give to the world, rather
than just exploit the possibilities it bring to you.

The ENTP should always pay close attention to why they are acting upon new
information. Are they acting out of a carefully considered motive to realize something
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truly worthwhile for themselves and others? Are they really seeking to improve life, or
concerned with just making the next play, proving the point, showing others the moves
or climbing the mountain just because it is there to climb, regardless of the
consequences? Living Happily in our World as an ENTP

The problems ENTP’s might have fitting into the world are not usually directly related
to friends or relationships. Rather, the ENTP has trouble maintaining a stable and
consistent lifestyle. While this can affect love relationships, the ENTP usually has such
an endearing and capable “way” about them that others tend to follow their lead, even
in the most trying of situations. The problems the ENTP generates in life are those
associated with their constant need for individuality, excellence and new experiences
which test their talents. While this can place great demand upon relationships, tensions
are usually only apparent where the ENTP has made a love match with a person whose
security needs are greater than their ability to allow their ENTP partner the freedom
they need. The self aware ENTP must therefore not only be careful in considering their
career choices, but also in choosing a life situation with a partner. Of all the types, the
ENTP is most uncomfortable with compromise and ought not to place themselves in
situations which demand it. Most importantly the ENTP must become aware, through
careful analysis of experience, just what kind of changes for the good or bad have been
the direct result of their need for constant refreshment of life. Only through this
awareness will the ENTP be able to focus on those perceptions which promise a better
and more fruitful life.

Most ENTP’s will experience career/life frustration and some relationship difficulties
through their lives. The ENTP with well-developed Introverted Thinking will find
these times easier to deal with. Accordingly, we offer some general suggestions for
dealing with these difficulties, as well as some advice that will help the ENTP develop
their Introverted Thinking.

Specific suggestions:
Take time to really listen to the thoughts of others and try to see how they understand

the world. Think about the ways in which your view of the world and your needs can
mesh with theirs.

Don't expect others to simply follow you or expect that they should see what you can
see as a worthy goal. A good exercise is to imagine yourself as a blind or severely
disabled person. Try to get the feel of what it would be like to have to organize your
life from such a different perspective. Would your goals still be valid? Would they
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need re-thinking? Consider the possibility that while your way of thinking leads you to
see other types as having limited vision or ability, the truth is that they are no more
limited than yourself, but simply have a differing focus in life and differing needs.

Realize and accept that for you a satisfying relationship will require you to attend to the
small details of life and show an awareness of your partner’s feelings. You might find
this difficult, but it will pay the biggest dividends in return for your effort.

Expanding your appreciation of the differences between people will expand your
understanding of human expectations. Try to figure out the personality type of people
that you know and encounter in your life. Take care to listen to what people express
within different social and work situations. Notice the different ways they go about
their dealings with others or solving their problems. Do not try to compare or judge
their ways against your own, simply try to recognize the many ways it is possible to be
at peace in the world.

When having a conversation with a friend or relative, spend at least half of the time
talking about them. Concentrate on really understanding where the person is coming
from with their concerns. Ask questions. Think of the people who are closest to you.
Remember that they have their own passions, satisfactions and needs. Try to visualize
what that person is doing, and narrow down to how they are feeling at this moment; to
one thing they might be thinking about. Don't pass judgment, just consider and reflect
on why they might think or feel in just such a way.

Ten Rules to Live By to Achieve ENTP Success

1. Feed Your Strengths! Realize your gift of seeing past the obvious brings you a
great capacity to reward yourself and others through your cleverness. Make sure
you engage in activities and which can expose this potential at its most valuable
level.

2. Face Your Weaknesses! We all have weaknesses. Recognizing your weaknesses
for what they are (without beating yourself up) will give you the power to change
your life for the better.

3. Talk Through Your Perceptions. Discussing what you see with others will them
understand where you are coming from, and offer you the chance to discover the
ways in which their input can balance your ideas.

4. Relax and Enjoy the View. Take the time to consider what you have, the gifts life
has already brought to you. Try and discover the value and importance of those
constant day to day things which support and nourish you.
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5. Be Aware of Others Understand that everyone has their own lives and their own
perspectives. Everyone has something to offer. Try to identify people's personality
type.

6. Recognize Norms and Structures Are Necessary. Remember that without the
support and constancy of others, no-one can follow their dreams. The path you
walk was laid by others, each of its stepping stones created to fulfill a different part
of the human need for constancy and security. Without this support structure, you
cannot go far.

7. Get Out of Your Comfort Zone Understand that the only way to grow is to get
outside of your comfort zone. If you're feeling uncomfortable in situation because
it seems to be going nowhere, that's good! That's an opportunity for growth.

8. ldentify and Express Your Feelings You may have a hard time understanding your
feelings. It's important that you try to figure this out. Don't let people down. If you
determine that you value a person, tell them so every time you think of it. This is
the best way to make them feel secure in your affections, and so to promote a long-
lasting relationship.

9. Be Accountable for Yourself Remember that no one has more control over your
life than you have. Don't be a victim.

10. Assume the Best, But Be Wary. Your positive attitude nearly always creates
positive situations. Just remember: to make them lasting and worthwhile you must
build them on solid, carefully planned foundations.

This content comes from: http://www.thepersonalitypage.com/, and much of it was
written by Robert Heyward.
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Portrait of an ESFJ - Extraverted Sensing Feeling Judging
(Extraverted Feeling with Introverted Sensing)

The Caregiver

As an ESFJ, your primary mode of living is focused externally, where you deal with
things according to how you feel about them, or how they fit in with your personal
value system. Your secondary mode is internal, where you take things in via your five
senses in a literal, concrete fashion.

ESFJ's are people persons - they love people. They are warmly interested in others.
They use their Sensing and Judging characteristics to gather specific, detailed
information about others, and turn this information into supportive judgments. They
want to like people, and have a special skill at bringing out the best in others. They are
extremely good at reading others, and understanding their point of view. The ESFJ's
strong desire to be liked and for everything to be pleasant makes them highly
supportive of others. People like to be around ESFJ’s, because the ESFJ has a special
gift of invariably making people feel good about themselves.

The ESFJ takes their responsibilities very seriously, and is very dependable. They
value security and stability, and have a strong focus on the details of life. They see
before others do what needs to be done, and do whatever it takes to make sure that it
gets done. They enjoy these types of tasks, and are extremely good at them.

ESFJ’s are warm and energetic. They need approval from others to feel good about
themselves. They are hurt by indifference and don't understand unkindness. They are
very giving people, who get a lot of their personal satisfaction from the happiness of
others. They want to be appreciated for who they are, and what they give. They're very
sensitive to others, and freely give practical care. ESFJ’s are such caring individuals
that they sometimes have a hard time seeing or accepting a difficult truth about
someone they care about.

With Extraverted Feeling dominating their personality, ESFJ’s are focused on reading
other people. They have a strong need to be liked, and to be in control. They are
extremely good at reading others, and often change their own manner to be more
pleasing to whoever they're with at the moment.
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The ESFJ's value system is defined externally. They usually have very well-formed
ideas about the way things should be, and are not shy about expressing these opinions.
However, they weigh their values and morals against the world around them, rather
than against an internal value system. They may have a strong moral code, but it is
defined by the community that they live in, rather than by any strongly felt internal
values.

ESFJ’s who have had the benefit of being raised and surrounded by a strong value
system that is ethical and centered around genuine goodness will most likely be the
kindest, most generous souls who will gladly give you the shirt off of their back
without a second thought. For these individuals, the selfless quality of their personality
type is genuine and pure. ESFJ’s who have not had the advantage of developing their
own values by weighing them against a good external value system may develop very
guestionable values. In such cases, the ESFJ most often genuinely believes in the
integrity of their skewed value system. They have no internal understanding of values
to set them straight. In weighing their values against our society, they find plenty of
support for whatever moral transgression they wish to justify. This type of ESFJ is a
dangerous person indeed. Extraverted Feeling drives them to control and manipulate,
and their lack of Intuition prevents them from seeing the big picture. They're usually
quite popular and good with people, and good at manipulating them. Unlike their ENFJ
cousin, they don't have Intuition to help them understand the real consequences of their
actions. They are driven to manipulate other to achieve their own ends, yet they believe
that they are following a solid moral code of conduct.

All ESFJ’s have a natural tendency to want to control their environment. Their
dominant function demands structure and organization, and seeks closure. ESFJ’s are
most comfortable with structured environments. They're not likely to enjoy having to
do things which involve abstract, theoretical concepts, or impersonal analysis. They do
enjoy creating order and structure, and are very good at tasks which require these kinds
of skills. ESFJ’s should be careful about controlling people in their lives who do not
wish to be controlled.

ESFJ’s respect and believe in the laws and rules of authority, and believe that others
should do so as well. They're traditional, and prefer to do things in the established way,
rather than venturing into uncharted territory. Their need for security drives their ready
acceptance and adherence to the policies of the established system. This tendency may
cause them to sometimes blindly accept rules without questioning or understanding
them.
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An ESFJ who has developed in a less than ideal way may be prone to being quite
insecure, and focus all of their attention on pleasing others. He or she might also be
very controlling, or overly sensitive, imagining bad intentions when there weren't any.

ESFJ’s incorporate many of the traits that are associated with women in our society.
However, male ESFJ’s will usually not appear feminine at all. On the contrary, ESFJ’s
are typically quite conscious about gender roles and will be most comfortable playing a
role that suits their gender in our society. Male ESFJ’s will be quite masculine (albeit
sensitive when you get to know them), and female ESFJ’s will be very feminine.
ESFJ’s at their best are warm, sympathetic, helpful, cooperative, tactful, down-to-earth,
practical, thorough, consistent, organized, enthusiastic, and energetic. They enjoy
tradition and security, and will seek stable lives that are rich in contact with friends and
family.

Jungian functional preference ordering:
Dominant: Extraverted Feeling

Auxiliary: Introverted Sensing Tertiary: Extraverted Intuition Inferior: Introverted
Thinking

ESEJ’s generally have the following traits:
Organized

Loyal

Can be depended on to follow things through to completion
Enjoy creating order, structure and schedules

Enjoy interacting with people

Warm-hearted and sympathetic

Tend to put others' needs above their own

Very good at giving practical care

Very cooperative, good team members

Practical and down-to-earth

Value peaceful living and security

Enjoy variety, but work well with routine tasks

Need approval from others

Receive satisfaction from giving to others

Live in the here and now - dislike theorizing about the future
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The ESFJ has two primary traits which will help define their best career direction: 1)
they are extremely organized and enjoy creating order, and 2) much of their self-
satisfaction is gotten through giving and helping others. Accordingly, they will do well
at tasks which involve creating or maintaining order and structure, and they will be
happiest when they are serving others.

ESFJ Relationships
ESFJ)’s are warm-hearted individuals who highly value their close personal

relationships. They are very

service-oriented, and their own happiness is closely tied into the happiness and comfort
of those around them. They are valued for their genuine warm and caring natures, and
their special ability to bring out the best in others. They usually do not handle conflict
well, and may tend to be very controlling or manipulative. Relationships are central to
their lives, and they put forth a great amount of energy into developing and maintaining
their close interpersonal relationships. They expect the same from others.

ESFJ Strengths
Put forth a lot of effort to fulfill their duties and obligations

Warm, friendly and affirming by nature

Service-oriented, they want to please others

Take their commitments very seriously, and seek lifelong relationships

Responsible and practical, they can be counted to take care of day-to-day
necessities

Generally upbeat and popular, people are drawn towards them

Generally very good money managers
Traditionally minded and family-oriented, they will make family celebrations and
traditions special events

ESFJ Weaknesses

Generally uncomfortable with change, and moving into new territories

Extreme dislike of conflict and criticism

Need a lot of positive affirmation to feel good about themselves

May be overly status-conscious, and interested in how others see them
Have very difficult time accepting the end of a relationship, and are likely to take the
blame for the failure onto their own shoulders

Have difficulty accepting negative things about people close to them

Don't pay enough attention to their own needs, and may be self-sacrificing

May tend to use guilt manipulation as a way to get what they want
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What does Success mean to an ESFJ?

The ESFJ is called the “caregiver”, and for good reason. Caring is the very nature of
their personality; a personality driven by feeling judgments and supported by a strong
sense of the world around them. The ESFJ not only sees how situations affect
themselves and others, they are concerned about it. Everything that makes them feel
valued and successful is bound inextricably to the value and concern they need to
exchange with others. “Give and ye shall receive” is the motto of the ESFJ, whose gifts
serve the most important function in all communal human processes, from the family to
the wider world of care giving such as hospitality, primary teaching, nursing, aged
care, social services, human resources and so on.

Whilst their judgments might be bound by a somewhat conventional moral code, the
ESFJ always stands up for what they are certain is the best for others. In some
situations this trait can lead them into disaster, particularly if they are thrust into an
unsuitable role. The ESFJ thrives best where they can make the decisions and organize
things to suit their own way of seeing the world. Regardless however of their particular
station in life, the ESFJ is at their best when it involves caring for and about others,
measuring their success by the happiness and gratitude which is reflected back to them
from the people in whose lives they play a part.

Allowing Your ESFJ Strengths to Flourish
As an ESFJ, you have gifts that are specific to your personality type that aren't natural
strengths for other types. By recognizing your special gifts and encouraging their
growth and development, you will more readily see your place in the world, and how
you can better use your talents to achieve your dreams. Nearly all ESFJ’s will
recognize the following characteristics in themselves. They should embrace and
nourish these strengths:

A strong sense of what is right and wrong

Easily empathizes with another person

Able to share feelings with other people

Cares greatly about the welfare of others

Open, honest and forthright about the way they see things

Sensitive to the needs of others, particularly those judged to be less fortunate.

Strongly upholds traditional and safe ways of living

ESFJ’s who have a strongly expressed Introverted Sensing function will find they also
enjoy these very special gifts:
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Very sensitive to how any situation might be inwardly affecting another person

Able to see the potential in any human environment for enabling the comfort and
safety of others

A flair for dramatic illustration and story telling which makes them excellent
teachers of the young

Able to make strong, people oriented administrative decisions

A skill with fashion and decoration which makes people feel good about
themselves

Able to see outside the “square” and adjust their values to the facts of a situation.

Potential Problem Areas

With any gift of strength, there is an associated weakness. The strong expression of any
function can overshadow others, whilst at the same time its own associated and
unexpressed inferior function can mine the unconscious mind and throw up annoying
resistances and unsettling emotions. We value our strengths, but we often curse and -
even more limiting to our potential development - ignore our weaknesses. To grow as a
person and get what we want out of life, we must not only capitalize upon our
strengths, but also face our weaknesses and deal with them. That means taking a hard
look at our personality type's potential problem areas.

ESFJ’s are kind, steady and responsible beings with many special gifts. | would like the
ESFJ to keep in mind their many positive traits as they read on, and remember that the
weaknesses associated with being an ESFJ are natural to your type. Although it can be
depressing to read about your type's weaknesses, please remember that we offer this
information to enact positive change. We want people to grow into their own potential,
and to live happy and successful lives.

Many of the ESFJ’s weaker characteristics arise because their dominant and
Extraverted Feeling function can overshadow the rest of their personality. This
generally results in two notable effects. With their Introverted Sensing function unable
to provide sufficient balance to their sharply defined feeling judgments, they often miss
the relativities and contingencies of the real world. This very often leads them into
conflict with those who believe a situation needs to be properly analyzed before its
realities can be seen and acted upon. Secondly, with their sense of the world controlled
by feelings alone, the narrowly defined ESFJ will nearly always find themselves at
odds with any view of the world that does not see their own clearly held judgments to
be primary, or which does not accord them the “feeling toned” responses they expect.
This can produce a range of effects, every one of which ends in conflict for the ESFJ,
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either with others or with their own feelings.

Without a sound appreciation of the concrete world, an ESFJ may show some or all of
the following weaknesses in varying degrees:

May be unable to correctly judge what really is for the best

May become spiteful and extremely intractable in the face of clear logical reasoning.
May be unable to shrug off feelings that others are not “good people”.

May be unable to acknowledge anything that goes against their certainty about the
“correct” or “right” way to do things

May attribute their own problems to arbitrary and improvable notions about the way
people “ought” to behave.

May be at a loss when confronted with situations that require basic technical expertise
or clear thinking.

May be oblivious to all but their own viewpoint, valuing their own certainties to the
exclusion of others.

May be unable to understand verbal logic, and quickly cut off other’s explanations

May be falsely certain of the true needs and feelings of others.

May be extremely vulnerable to superstitions, religious cults and media manipulation.
May react too quickly and too emotionally in a situation better dealt with in a more
pragmatic fashion.

Explanation of Problems
Nearly all of the problematic characteristics described above can be attributed in

various degrees to the ESFJ’s externally mapped, feeling based view of the world not
being successfully coupled to an appropriate level of Introverted Sensation. Without
this internal balance, the ESFJ’s perceptions and ideas are determined by feeling
judgments which are not in always a valid basis for understanding.

ESFJ’s are usually stable, certain, reliable and caring in their approach to life, but if
unbalanced they are likely to treat any point of view other than their own with a kind of
amused indifference or a tendency to keep those with differing attitudes and opinions at
a distance. Whilst this is natural survival behavior for the strongly expressed ESFJ
personality, if they do not learn how to deal with the wide range of differing viewpoints
they come into contact with, ESFJ’s can find themselves waging a self created war
against all that opposes their own. This conflict often expresses itself in various
unambiguous and simplistic “Us verses Them” generalities, or a penchant for smugly
and narrowly defining other people by arbitrary or superstitious belief systems, which
often actually symbolize and define their own conflict. At its worst, this conflict with
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the obstinate and unfeeling contingent realities of the world creates a situation where
the ESFJ retreats to a kind of psychological castle where, not only none but those who
have the “right” or “nice” approach can enter, but also where the ESFJ’s feeling based
and often tortured logic, attitudes and judgments reign supreme and cannot be
questioned; a place where: “give and you shall receive” can ironically twist quickly
into: ““off with his head!”

The main driver to the ESFJ personality is Extraverted Feeling, whose function is to
judge the relative human value of the ideas, behaviors, situations and objects they
perceive. The resulting world view is tidy, and ordered according to its worth to the
ESFJ’s own particular character: “Everything has its place and everything in its place”.
If this picture of the world is threatened by external influences, the ESFJ generally tries
to shut such new information out of their lives. This is totally natural, and works well
to protect the individual psyche from getting hurt. However, the ESFJ who exercises
this type of self-protection regularly will find they can only connect and relate with
those who do not actively disturb their increasingly narrow and rigid world view. They
will always find justification for their own inappropriate behaviors, and will always
find fault with the outside world for problems that they have in their lives. It will be
difficult for them to maintain the flexibility needed for a healthy relationship with the
messy world outside because the differing ways others value things is a constant
affront to their personal judgments.

It is not an uncommon tendency for the ESFJ to support their feeling judgments by
selectively using only their immediate perceptions of a situation and how it appears to
them. However, if this tendency is given free reign, the resulting ESFJ personality is
too self-centered to be happy or successful. The ESFJ's auxiliary function of
Introverted Sensing must be allowed to grow beyond this limit, where it is used only to
support Extraverted Feeling judgments. If the ESFJ uses Introverted Sensing only to
serve this purpose, then the ESFJ is not using Introversion effectively at all. As a result,
the ESFJ does not sufficiently recognize and understand the vast number of contingent
and differing ways in which the world is perceived by others. They see nothing but
their own perspective, and deal with the world only so far as they need to in order to
support their perspective. These individuals usually come across as somewhat illogical
and full of fixed and often rather staid or conventional ideas about the world. Other
people are often surprised by the simplicity, ambiguity and often unrelenting
vehemence of their ideas.
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Solutions

To grow as an individual, the ESFJ needs to focus on opening their perspective to
include a more accurate picture of the world and its ways. In order to be in a position in
which the ESFJ is able to perceive and consider data that is foreign to their value
system, the ESFJ needs to recognize that their world view is not threatened by the new
information. The ESFJ must consciously tell himself/herself that the judgments of
others are not unrelated to reality; that the ideas of others are also just and valid within
a wider and less rigorous vision of the world.

The ESFJ who is concerned with personal growth will pay close attention to the way
things appear to them. Do they try to find the basic connections between the elements
of a situation? Or, do they appreciate only those elements which accord them a feeling
of worth? At the moment when some connection or relationship between things is
perceived, is the ESFJ only concerned with whether that perception supports something
they value? Or is she/he concerned with becoming truly appraised of how things fit
together in the world? To achieve a better understanding of others and the world in
which they live, the ESFJ should try to put themselves into the minds of others, to
locate and recognize how others see things, before making judgments. They should
consciously be aware of their tendency to discard anything that doesn't agree with their
carefully adjudicated system of relative worth, and work towards lessening this
tendency. They should try to see the way others might see situations, without making
personal judgments about how others ought to feel. In general, they should work on
exercising their Sensation in a truly introverted sense. In other words, they should use
Sensation to recognize that all parts of a situation are necessary for its functionality and
that valuing one function or objective connection over another narrows their ability to
deal with the real world as it truly is. The ESFJ who can successfully envision the
world as a realm of functioning and connected parts which are all necessary to its
balance can be quite a powerful force for positive change.

Living Happily in our World as an ESFJ

Some ESFJ’s have difficulty fitting into our society. Their problems are often a result
of an inability understand the connections and relationships necessary to each situation,
a too conventional and dogmatic set of values which limits the way others can relate to
them, or an unrealistic and illogical view of the world. These issues mostly stem from
using Introverted Sensation in a diminished manner: the lack of a strong internally
focused viewpoint allowing an often ambiguous and yet strongly defended set of values
to control the personality. An ESFJ who attempts to envision a more accurate and
impartial view of the world for the sake of understanding the ways of others, rather
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than quickly deciding how things alone affect them, will have a clearer, more objective
understanding of how society is dependant not only upon adherence to values and care
for others, but also how the world relies upon structure and laws which function
regardless of their human value. He or she will also be more comfortable and less
likely to demand that the world and the behavior of others conform to values of right
and wrong, good and bad, worthy and worthless etc. Such well-adjusted ESFJ’s will fit
happily into our society.

Unless you really understand Psychological Type and the nuances of the various
personality functions, it's a difficult task to suddenly start to use Sensation in an
unambiguous and totally introverted direction. It's difficult to even understand what
that means, much less to incorporate that directive into your life. With that in mind, |
am providing some specific suggestions that may help you to begin exercising your
Introverted Sensation more fully:

Take care to try and discover how others see things. Try to notice the connections they
make between ideas and objects. Don’t immediately compare your own vision of
things to theirs; simply accept that for them the world fits together in a valid way.

Think of those times and situations in your life when you felt misunderstood or
disregarded by others. Now try to understand how one or two other people would see
the situation. Don't try to assume they would judge as you do: "she would have to feel
the same way if that happened to her”, or "he would change his tune if he saw things
from my point of view". Rather, try to understand how they would truly see the
situation. Would they analyze it through a code of values, or see it as an opportunity to
grasp a wider perspective in which a solution can be found? Would it affect them
personally or would they view it impartially? Try to determine their point of view
without passing judgment or comparing it to your own.

When having a conversation with a friend or relative, dedicate at least half of your time
to finding out how the other person sees the world around them. Concentrate on really
sensing the relationships within what they describe. Tell them how you see the world
and compare. Ask questions about why things seem so to them.

Think of the people who are closest to you. As you think of each person, tell yourself
"this person has their own life going on, and they are more concerned with their own
life than they are with mine." Remember that this doesn't mean that they don't care
about you. It's the natural order of things. Try to visualize what that person is seeing
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right now. What connections are they making or enacting, what thoughts are they
having? Don't pass judgment, or compare their situation to your own.

Try to identify the personality type of everyone that you come into contact with for any
length of time.

Ten Rules to Live By to Achieve ESFJ Success

1.

Feed Your Strengths! Let your talent for caring and giving spill out into the world
around you, show your gifts to the world. Allow yourself to take opportunities to
nurture and develop situations in your home and work environments which bring
value for yourself and others. Find work or a hobby which allows you to realize
these strengths.

Face Your Weaknesses! Realize and accept that some things are never going to be
how you would like them to be. Understand that other peoples need to deal with the
world regardless of how it seems. Facing and dealing with discord or differences in
others doesn't mean that you have to change who you are; it means that you are
giving yourself opportunities to grow. By facing your weaknesses, you honor your
true self and that of others.

Discover the World of Others. Don't let yourself fall into the trap of thinking you
always know what is right for others. Open your heart to the possibility of
understanding that their true needs are something that must be discovered through
recognition that their view of the world might be very different, yet just as valid as
your own.

Don’t be too hasty. Try to let things settle before you make a judgment, allowing
others to discover the best for themselves while you try to see all the variables and
contingencies in a situation.

Look Carefully at the World. Remember, things are not always what they seem on
the surface. You might need to look deeper to discover the truth, particularly when
it seems you are sure of your first quick judgment. There are layers of meaning and
truth beneath everything.

Try to Let Others Take Some of the Load. By letting others make their own
judgments, you are not letting things get out of control, but are validating their own
need to be a part of your life. Remember, it is better to guide another to see your
point of view than keeping them out of the picture.

Be Accountable to Others. Remember that they need to understand you and your
needs too. Express your doubts and difficulties as well as your reasons and let them
become partners to your goals.
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8. Don’t Hem Yourself in. Staying in your comfort zone is self defeating in the end.
Try to make every day one where you get out and discover a little something
different about the world and others. This will broaden your horizons and bring new
ideas and opportunities into focus.

9. Assume the Best and Seek for it. Don't wait for others to live up to your
expectations. Every person has a goldmine of worth in them, just as every situation
can be turned to some good. If you let yourself believe this, you will find yourself
discovering ways to make it true for you.

10. When in Doubt, Ask For Help! Don't let your fears leave you on the horns of a
dilemma or lead you into disaster. If you are uncertain of something or someone
then get input from others who have greater experience in dealing with this
difficulty.

This content comes from: http://www.thepersonalitypage.com/, and much of it was
written by Robert Heyward.
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Portrait of an ESFP - Extraverted Sensing Feeling Perceiving
(Extraverted Sensing with Introverted Feeling)

The Performer

As an ESFP, your primary mode of living is focused externally, where you take things
in via your five senses in a literal, concrete fashion. Your secondary mode is internal,
where you deal with things according to how you feel about them, or how they fit with
your personal value system.

ESFP's live in the world of people possibilities. They love people and new experiences.
They are lively and fun, and enjoy being the center of attention. They live in the here-
and-now, and relish excitement and drama in their lives.

ESFP’s have very strong inter-personal skills, and may find themselves in the role of
the peacemaker frequently. Since they make decisions by using their personal values,
they are usually very sympathetic and concerned for other people's well-being. They're
usually quite generous and warm. They are very observant about other people, and
seem to sense what is wrong with someone before others might, responding warmly
with a solution to a practical need. They might not be the best advice-givers in the
world, because they dislike theory and future-planning, but they are great for giving
practical care.

ESFP is definitely a spontaneous, optimistic individual. They love to have fun. If the
ESFP has not developed their Thinking side by giving consideration to rational thought
processing, they tend to become over-indulgent, and place more importance on
Immediate sensation and gratification than on their duties and obligations. They may
also avoid looking at long-term consequences of their actions.

For the ESFP, the entire world is a stage. They love to be the center of attention and
perform for people. They're constantly putting on a show for others to entertain them
and make them happy. They enjoy stimulating other people's senses, and are extremely
good at it. They would love nothing more than for life to be a continual party, in which
they play the role of the fun-loving host.

ESFP’s love people and everybody loves an ESFP. One of their greatest gifts is their

general acceptance of everyone. They are upbeat and enthusiastic, and genuinely like

almost everybody. An ESFP is unfailingly warm and generous with their friends, and
267



they generally treat everyone as a friend. However, once crossed, an ESFP is likely to
make a very strong and stubborn judgment against the person who crossed them. They
are capable of deep dislike in such a situation.

The ESFP under a great deal of stress gets overwhelmed with negatives thoughts and
possibilities. As an optimistic individual who lives in the world of possibilities,
negative possibilities do not sit well with them. In an effort to combat these thoughts,
they're likely to come up with simple, global statements to explain away the problem.
These simplistic explanations may or may not truly get to the nature of the issue, but
they serve the ESFP well by allowing them to get over it.

ESFP’s are likely to be very practical, although they hate structure and routine. They
like to "go with the flow", trusting in their ability to improvise in any situation
presented to them. They learn best with "hands- on" experience, rather than by studying
a book. They're uncomfortable with theory. If an ESFP hasn't developed their intuitive
side, they may tend to avoid situations which involve a lot of theoretical thinking, or
which are complex and ambiguous. For this reason, an ESFP may have difficulty in
school. On the other hand, the ESFP does extremely well in situations where they're
allowed to learn by interacting with others, or in which they "learn by doing".

ESFP’s have a very well-developed appreciation for aesthetic beauty, and an excellent
sense of space and function. If they have the means, they're likely to have to have many
beautiful possessions, and an artfully furnished home. In general, they take great
pleasure in objects of aesthetic beauty. They're likely to have a strong appreciation for
the finer things in life, such as good food and good wine.

The ESFP is a great team player. He or she is not likely to create any problems or fuss,
and is likely to create the most fun environment possible for getting the task done.
ESFP’s will do best in careers in which they are able to use their excellent people
skills, along with their abilities to meld ideas into structured formats. Since they are
fast-paced individuals who like new experiences, they should choose careers which
offer or require a lot of diversity, as well as people skills.

ESFP’s usually like to feel strongly bonded with other people, and have a connection

with animals and small children that is not found in most other types. They're likely to
have a strong appreciation for the beauties of nature as well.
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The ESFP has a tremendous love for life, and knows how to have fun. They like to
bring others along on their fun-rides, and are typically a lot of fun to be with. They're
flexible, adaptable, genuinely interested in people, and usually kind-hearted. They have
a special ability to get a lot of fun out of life, but they need to watch out for the pitfalls
associated with living entirely in the moment.

Jungian functional preference ordering:
Dominant: Extraverted Sensing

Auxiliary: Introverted Feeling Tertiary: Extraverted Thinking Inferior: Introverted
Intuition

ESFEP’s generally have the following traits:
Live in the present moment

Are stimulated and excited by new experiences
Practical and realistic

Warmly interested in people

Know how to have a good time, and how to make things fun for others
Independent and resourceful

Spontaneous - seldom plan ahead

Hate structure and routine

Dislike theory and long written explanations

Feel special bond with children and animals
Strongly developed aesthetic appreciation for things
Great people skills

ESFP’s are good at many things, but will not be happy unless they have a lot of contact
with people, and a lot of new experiences. They should choose careers which provide
them with the opportunity to use their great people skills and practical perspective,
which will also provide them with enough new challenges that they will not become
bored.

ESFP Relationships
ESFP’s are fun and delightful to be with. They live for the moment, and know how to

make the most of each moment. They are genuinely, warmly interested in people, and

love to make others happy. They're usually very kind-hearted and generous, and are

always going out of their way to do something nice for someone. Their affection is

simple, straight-forward and honest. They dislike theory and complexities. They often

resist forming relationships which require them to function on a high Intuitive or
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Thinking level. They prefer for things to be light and happy, although their warmth and
affection runs deep. Their potential downfall is the tendency to live entirely for the
present moment, and therefore to sometimes be unaware of the direction that their
relationship is heading, or to be easily distracted from long-term commitments.

ESEP Strengths
Enthusiastic and fun-loving, they make everything enjoyable

Clever, witty, direct, and popular, people are drawn towards them

Earthy and sensual

Down to earth and practical, able to take care of daily needs

Acrtistic and creative, they're likely to have attractive homes

Flexible and diverse, they "go with the flow" extremely well

They can leave bad relationships, although it's not easy

Try to make the most of every moment

Generous and warm-hearted
ESFP Weaknesses

May be frivolous and risky with money

Tend to be materialistic

Extreme dislike of criticism, likely to take things extremely personally

Likely to ignore or escape conflict situations rather than face them

Lifelong commitments may be a struggle for them - they take things one day at a
time

Don't pay enough attention to their own needs

Tendency to neglect their health, or even abuse their bodies

Always excited by something new, they may change partners frequently

What does Success mean to an ESEP?

ESFP’s can’t help but spontaneously grasp the moment, particularly if it offers a new
sensation or

experience. And while the ESFP might seem to others to only be interested in piling up
new experiences, or reliving old ones just to savor the quality of the sensations or lively
enjoyment they bring, the ESFP has in fact a far more subtle relationship to life and the
world around them. Indeed, with their curious mixture of Extraverted Sensation and
Introverted Feeling, the ESFP can show a wealth of complexity in their ways, even if to
the ESFP themselves, considering such matters is felt to be a tedious and - to their way
of seeing the world - quite unnecessary task. For this reason, just defining what
success means to an ESFP requires more than simply assuming that a life filled with
satisfying, quality experiences necessarily fulfills this criteria, as the ESFP’s true needs
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and satisfactions will depend greatly on the strength and refinement of their Sensation
and Feeling functions. But there is one thing that defines all ESFP’s, and that is their
exuberant ability - and need - to engage with other people and express that which grips
them. So, whilst success might come through many different paths, and be felt by the
ESFP in modes and preferences not necessarily understood as success by other types,
the successful ESFP will nevertheless always be found where they can live in full and
open engagement with people and able to express their talents, appreciations and joys
before the world at large.

Allowing Your ESFP Strengths to Flourish
As an ESFP, you have gifts that are specific to your personality type that aren't natural

strengths for other types. By recognizing your special gifts and encouraging their
growth and development, you will more readily see your place in the world, and how
you can better use your talents to achieve your dreams.

Nearly all ESFP’s will recognize the following characteristics in themselves. They
should embrace and nourish these strengths:

A great ability to understand the objective world, its facts and realities.

A talent for entertaining and pleasing others with words and actions.

An aptitude for getting the most out of any situation or place.

Very skilled at finding the best of things for themselves and others.

A warm and generous attitude both as a giver and receiver.

Exceptional natural musical and dramatic skills.

A detailed and finely nuanced appreciation of the outside world.

Adept at detecting and recognizing the effects of minute changes to their
environment.

A talent for learning to do practically anything by just watching and doing.

A reassuring and practical sense of the world which supports others.

ESFP’s who have developed their Introverted Feeling to the extent that they can

integrate the concrete world of their perceptions with a responsive and healthy system

of personal values will find that they enjoy these very special gifts:

Their refined tastes will make it a joy for others to be in their company and homes.

Their ability to weigh the value of their actions gives great force to their talent for

entertaining people of all tastes.

They will quickly differentiate between those things which are of greater and lesser

Importance to a situation.

They will not just seek entertainment and things for their own sake, but will seek
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always to find that which they feel will provide the most value and reward for
themselves and others.

The ESFP who augments their ability to recognize opportunities (Extraverted Sensing)
with a strong internal value system (Introverted Feeling) will find themselves more
likely to attract, and be attracted into, very rewarding relationships with others -
particularly with those of the opposite sex.

They will recognize and promote the talents of others.

They can be counted on to defend the best and most life promoting aspects of the
world.

Potential Problem Areas

With any gift of strength, there is an associated weakness. Without "bad", there would
be no "good". Without "difficult”, there would be no "easy". We value our strengths,
but we often curse and ignore our weaknesses. To grow as a person and get what we
want out of life, we must not only capitalize upon our strengths, but also face our
weaknesses and deal with them. That means taking a hard look at our personality type's
potential problem areas.

ESFP’s are kind and creative beings with many special gifts. | would like for the ESFP
to keep in mind some of the many positive things associated with being an ESFP as
they read some of this more negative material. Also remember that the weaknesses
associated with being an ESFP are natural to your type. Although it may be depressing
to read about your type's weaknesses, please remember that we offer this information
to enact positive change. We want people to grow into their own potential, and to live
happy and successful lives.

Most of the weaker characteristics that are found in ESFP’s are due to their dominant
Extraverted Sensing function overshadowing the rest of their personality. When this
function smothers everything else, the ESFP can't use Introverted Feeling to properly
judge the value and propriety of their perceptions or actions. The first ten of the
following weaknesses derive in varying degrees from this problem alone, whilst the
rest are due to the additional effect of the ESFP’s unique make up and result from their
diminished capacity to use abstract reasoning:

May be seen by others as unnecessarily coarse in their behavior and life choices.
May be unable to value or may ignore the preferences and needs of others.
May perceive even the most careful and objective criticism as simply a ploy to spoil
their enjoyment of life.
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May have skewed or unrealistic ideas about the feelings of others.

May be unable to acknowledge or hear anything that would lead to second thoughts or
a more careful appreciation.

May blame their problems on the world at large, seeing themselves as frustrated heroes
battling against the odds.

May become totally self focused and oblivious to the havoc they wreak on others
feelings.

May uncaringly use totally inappropriate social behavior simply to make a point.

May be overbearing in their judgments upon the taste and dress of others.

May come across to others as boastful and rash in their attitudes.

May rationalize the ways of the world in the most inane or simplistic ways.

May believe the most extraordinary things about inanimate objects and their workings.
May feel overwhelmed with tension and stress when driven into a situation which
requires deep and careful consideration.

Under great stress, may feel the world around them is alive with dark, unseen
influences. Another difficulty, which is not so much a problem for the ESFP but for
those around them, particularly if Introverted Thinking or Intuitive types, is that even
when joyful or in the midst of life, they may be perceived as coldly self absorbed and
oblivious to the feelings of others, even when the truth is quite the reverse. Should it
somehow matter, then when in the company of such people, the ESFP should take
some trouble to express their feelings and value judgments.

Explanation of Problems
Nearly all of the problematic characteristics described above can be attributed in

various degrees to the common ESFP problem of being overly absorbed by the
sensations and immediate apparent facts of the external world. ESFP’s are usually very
spontaneous and outgoing people who have little time for analysis of the complexities
behind the world they live in. They are likely to treat any point of view other than their
own rather shortly, waving away in particular the more intellectual and intuitive
understandings of others as irrelevant and totally secondary to the obvious realities of
life. If the ESFP does not learn how to deal with the tension that arises between, what
to them is the most obvious and satisfying way to deal with the world and those deeper
intricacies which lie behind its facade, the ESFP will begin to shut out any incoming
information which produces this tension. This is a natural survival technique for the
ESFP personality. The main driver to the ESFP personality is Extraverted Sensation,
whose purpose is solely to perceive the realities of the external world and by which the
ESFP orients themselves towards the things they need or desire. If an ESFP's image of
273



the world is threatened by demands for careful judgment or reasoning, the ESFP shuts
out the demand in order to preserve and honor their world view. This is totally natural,
and works well to protect the individual psyche from getting hurt. However, the ESFP
who exercises this type of self-protection regularly will become not only more and
more careless of other people's needs and perspectives, but also cut off in a world
where the facts and realities which they perceive become interwoven with a belief
system which supports only the ESFP’s desire driven view. Under such circumstances
they will justify their own inappropriate behaviors in the most astounding or rationally
simplistic ways, and will always find fault with others for trying to complicate and
disturb what ought to be a simple and obvious way of life. It will be difficult for them
to maintain close personal relationships because they will not only have unreasonable
and simplistically concrete expectations, but will be unable to understand why such
expectations cannot be easily met.

It’s not an uncommon tendency for the ESFP to look to their inner world only for
feelings that justify their desires and perceptions. However, if this tendency is given
free reign, the resulting ESFP personality is too self-centered to be happy or successful.
Since the ESFP's dominant function is Extraverted Sensing, they must balance this with
an auxiliary Introverted Feeling function which is sufficiently refined to make
reasonably objective judgments about the value of the ESFP’s actions and the people
and things in their life. The ESFP makes value judgments via Introverted Intuition.
This is also the ESFP's primary way of dealing with their own internal subjective
world. If the ESFP uses Introverted Feeling only to serve the purposes of Extraverted
Sensing, then the ESFP is not using Introversion effectively at all. As a result, the
ESFP does sufficiently consider the effects of their actions and perceptions sufficiently
for a strong value system to arise in their personality. They see nothing but the joys,
satisfactions and sensations of the world outside themselves, and deal with feeling only
so far as it supports their need for constant stimulation and gratification. These
individuals can often come across as coarse and lustful, although can just as easily
seem the complete opposite, as refined and tasteful connoisseurs who, nevertheless, at
closer quarters reveal their complete indifference to anything but the satisfaction of
their own desires.

At this point, | would like the reader to understand that, as with all personality types,

serious problems are usually only encountered by those whose dominant function is

unusually strongly expressed against the other functions. Such situations are rare and

although the problems discussed here can indeed be felt to some level by all ESFP’s,

most people regardless of their personality type tend toward a balance within both their
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personal and worldly relationships which occurs despite differences in personality
preference; a balance driven by the need for comfort in others and the human capacity
for love. So whilst it is essential for us to fine tune our relationships through knowledge
and understanding of our differences and peculiar needs, it is also good for us to
remember that the most simple and childlike longings of the heart can also be most
powerful guides to happiness.

Solutions

To grow as an individual, the ESFP needs to focus on increasing their self
understanding to allow a rational and more objectively reasoned value system to arise
within themselves. In order for the ESFP to more validly judge the value of their
desires, actions and the things they allow into their world, the ESFP needs to know that
their world view is not being threatened but qualitatively reinforced by the strength and
objectivity of their judgments. The ESFP must consciously tell himself/herself that a
feeling that does not agree with their desires or perceptions of the world is not an
indictment of their character but a clue to greater understanding.

The ESFP who is concerned with personal growth will pay close attention to their
motivation for valuing certain actions, interests and possessions over others. Do they
attend to their feelings to judge such things according to a strong set of values which
accords also with the needs of others? Or, do they judge only to support a personal
desire? At the moment when something is felt, is the ESFP concerned with adjusting
that feeling to fit in with what appears to them as the most important things in the
world? Or is she/he concerned with allowing their feelings to be fully realized? To
achieve a better understanding of their feelings, the ESFP should try to allow feelings
their full force, before setting them against their strong desires. They should be
consciously aware of their tendency to discard anything that doesn't agree with their
immediate sense of appearance, and work towards lessening this tendency. They
should try to see situations from other people's perspectives, without making personal
judgments about the situations or the other people's perspectives. In general, they
should work on exercising their Feeling in a truly Introverted sense. In other words,
they should use Feeling to understand how the world of their perceptions affects their
inner life, using it to discover the values that truly matter, rather than simply to support
their wishes. The ESFP who successfully creates a strong value system can be quite a
powerful force for positive change.
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Living Happily in our World as an ESFP
Some ESFP’s have difficulty fitting into our society. Their problems are often a result

of an uncaring attitude to anything other than the moment, an unawareness of the needs
of others, or too simplistic a set of expectations. All of these issues stem from using
Introverted Feeling in a diminished manner. An ESFP who uses feeling to judge the
value of their perceptions and actions, rather than one who uses it only to support their
desires, will have a clearer, more refined appreciation of the world and what it can
offer. He or she will also be more aware of how others may feel, and will have more
realistic expectations for others' behavior within a relationship. Such well-adjusted
ESFP’s will fit happily into our society.

Unless you really understand Psychological Type and the nuances of the various
personality functions, it's a difficult task to suddenly start to use Feeling in an
Introverted direction. It's difficult to even understand what that means, much less to
incorporate that directive into your life. For the ESFP, the most important thing is to
recognize and understand that Feelings must not be confused with sensations or the
emotions they unleash. Quite often we say “it feels good” when we really mean that the
sensation we are experiencing is good. The sense of “Feeling” from a psychological
viewpoint is that it underlies that rational, judging factor which discriminates rightness
or applicability from wrongness or misapplication, guilt from pride etc. With this in
mind, | am providing some specific suggestions that may help you to begin exercising
your Introverted Feeling:

When a new prospect enters your life and stirs your appetite, sit with it for a moment in
your mind and allow yourself to notice whether you have a lurking judgment about it.
Try to allow this judgment to come forward on its own behalf and do not try to
rationalize it nor be afraid of it. Imagine that you are hearing this judgment from the
lips of another person, or perhaps from God, anything to let it be felt objectively within
your mind. What is your Feeling function saying about what your exciting new
prospect really means to you?

Think of a situation in your life in which you are sharing your joys and enthusiasms
with others, perhaps entertaining them. Perhaps you are an entertainer. Watch the looks
and body language of others as you speak or perform and notice that not all seem to be
offering the same emotional responses to your words or actions. Each one is feeling
you a different way, judging you a different way. Try to notice the same function
within yourself now, the responsive person within you who is also judging your words
and actions. How is he/she reacting to you?
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When having a conversation with a friend or relative, dedicate at least half of your time
to discovering their values and reasons. Concentrate on really understanding why they
feel as they do. Ask questions, and take some time later to ask those same questions of
yourself.

Think of the people who are closest to you. As you think of each person, tell yourself
"this person has their own life going on, and they are more concerned with their own
life than they are with mine." Remember that this doesn't mean that they don't care
about you. It's the natural order of things. Try to visualize what that person is doing
right now. What are they feeling, what judgments are they possibly making about what
Is happening to them? Don't compare their situation to your own; just try to discover
how you would feel in their situation.

Try to identify the personality type of everyone that you come into contact with for any
length of time.

Ten Rules to Live By to Achieve ESFP Success

1. Feed Your Strengths! Encourage your natural expressive abilities and hands-on
talents. Nourish your appreciation of the world. Give yourself opportunities to
enjoy life to the full.

2. Face Your Weaknesses! Realize and accept that some traits are strengths and
some are weaknesses. Facing and dealing with your weaknesses doesn't mean that
you have to change who you are; it means that you want to be the best you
possible. By facing your weaknesses, you are honoring your true self, rather than
attacking yourself.

3.  Express Your Feelings. Don't let worries build up inside of you. If you are
troubled by doubt or fear, tell those close to you who will listen and offer counsel.
Don't make the mistake of “blipping over it” or “sorting it out” some quick fix
way.

4. Listen to Everything. Try not to accept everything at face value. Let everything
soak in and listen to your feelings.

5.  Smile at Criticism. Remember that people will not always agree with you or
understand you, even if they value you greatly. Try to see disagreement and
criticism as an opportunity for growth. In fact, that is exactly what it is.

6. Be Aware of Others. Remember that there are 15 other personality types out there
who see things differently than you see them. Try to identify other people's types.
Try to understand their perspectives.
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10.

Be Accountable for Yourself. Remember that your every word and action affects
those around you, so it is important for you to be fully responsible for your self,
and to the values you hold.

Be Gentle in Your Expectations. You will always be disappointed with others if
you expect too much of them. Being disappointed with another person is the best
way to drive them away. Treat others with the same gentleness that you would
like to be treated with.

Assume the Best. Don't distress yourself by assuming the worst. Remember that a
positive attitude often creates positive situations.

When in Doubt, Ask Questions! If something seems to be wrong and you can’t
put your finger on it, maybe someone else can. Remember, there are many ways
of seeing the world, and perhaps someone else’s way will reveal the truth.

This content comes from: http://www.thepersonalitypage.com/, and much of it was
written by Robert Heyward.

278


http://www.thepersonalitypage.com/

21

Portrait of an ESTJ - Extraverted Sensing Thinking Judging
(Extraverted Thinking with Introverted Sensing)

The Guardian

As an ESTJ, your primary mode of living is focused externally, where you deal with
things rationally and logically. Your secondary mode is internal, where you take things
in via your five senses in a literal, concrete fashion.

ESTJ's live in a world of facts and concrete needs. They live in the present, with their
eye constantly scanning their personal environment to make sure that everything is
running smoothly and systematically. They honor traditions and laws, and have a clear
set of standards and beliefs. They expect the same of others, and have no patience or
understanding of individuals who do not value these systems. They value competence
and efficiency, and like to see quick results for their efforts.

ESTJ’s are take-charge people. They have such a clear vision of the way that things
should be, that they naturally step into leadership roles. They are self-confident and
aggressive. They are extremely talented at devising systems and plans for action, and at
being able to see what steps need to be taken to complete a specific task. They can
sometimes be very demanding and critical, because they have such strongly held
beliefs, and are likely to express themselves without reserve if they feel someone isn't
meeting their standards. But at least their expressions can be taken at face-value,
because the ESTJ is extremely straight- forward and honest.

The ESTJ is usually a model citizen, and pillar of the community. He or she takes their
commitments seriously, and follows their own standards of "good citizenship" to the
letter. ESTJ enjoys interacting with people, and likes to have fun. ESTJ’s can be very
boisterous and fun at social events, especially activities which are focused on the
family, community, or work.

The ESTJ needs to watch out for the tendency to be too rigid, and to become overly
detail-oriented. Since they put a lot of weight in their own beliefs, it's important that
they remember to value other people's input and opinions. If they neglect their Feeling
side, they may have a problem with fulfilling other's needs for intimacy, and may
unknowingly hurt people's feelings by applying logic and reason to situations which
demand more emotional sensitivity.
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When bogged down by stress, an ESTJ often feels isolated from others. They feel as if
they are misunderstood and undervalued, and that their efforts are taken for granted.
Although normally the ESTJ is very verbal and doesn't have any problem expressing
themselves, when under stress they have a hard time putting their feelings into words
and communicating them to others.

ESTJ’s value security and social order above all else, and feel obligated to do all that
they can to enhance and promote these goals. They will mow the lawn, vote, join the
PTA, attend home owner’s association meetings, and generally do anything that they
can to promote personal and social security.

The ESTJ puts forth a lot of effort in almost everything that they do. They will do
everything that they think should be done in their job, marriage, and community with a
good amount of energy. He or she is conscientious, practical, realistic, and dependable.
While the ESTJ will dutifully do everything that is important to work towards a
particular cause or goal, they might not naturally see or value the importance of goals
which are outside of their practical scope. However, if the ESTJ is able to see the
relevance of such goals to practical concerns, you can bet that they'll put every effort
into understanding them and incorporating them into their quest for clarity and security.

Jungian functional preference ordering:

Dominant: Extraverted Thinking Auxiliary: Introverted Sensing Tertiary: Extraverted
Intuition Inferior: Introverted Feeling

ESTJ’s generally have the following traits:
Natural leaders - they like to be in charge

Value security and tradition

Loyal

Hard-working and dependable

Athletic and wholesome

Have a clear set of standards and beliefs which they live by
No patience with incompetence or inefficiency
Excellent organizational abilities

Enjoy creating order and structure

Very thorough

Will follow projects through to completion
Straight-forward and honest
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Driven to fulfill their duties

ESTJ’s have a lot of flexibility in the types of careers that they choose. They are good
at a lot of different things, because they put forth a tremendous amount of effort
towards doing things the right way. They will be happiest in leadership positions,
however, because they have a natural drive to be in charge. They are best suited for
jobs which require creating order and structure.

ESTJ Relationships
ESTJ’s are very enthusiastic people who are driven to fulfill their obligations and

duties, especially those towards their families. Their priorities generally put God first,
family second, and friends third. They put forth a tremendous amount of effort to meet
their obligations and duties, according to their priorities. They are dedicated and
committed to their relationships, which they consider to be lifelong and unalterable.
They like to be in charge, and may be very controlling of their mates and children.
They have high esteem for traditions and institutions, and expect that their mates and
children will support these as well. They have little patience and need for dealing with
people who see things very differently from the ESTJ.

ESTJ Strengths
Generally enthusiastic, upbeat and friendly

Stable and dependable, they can be counted on to promote security for their
families

Put forth a lot of effort to fulfill their duties and obligations

Responsible about taking care of day-to-day practical concerns around the house

Usually good (albeit conservative) with money

Not personally threatened by conflict or criticism

Interested in resolving conflict, rather than ignoring it

Take their commitments very seriously, and seek lifelong relationships

Able to move on after a relationship breaks up

Able to administer discipline when necessary

ESTJ Weaknesses
Tendency to believe that they are always right
Tendency to need to always be in charge
Impatient with inefficiency and sloppiness
Not naturally in tune with what others are feeling
Not naturally good at expressing their feelings and emotions
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May inadvertently hurt others with insensitive language
Tendency to be materialistic and status-conscious
Generally uncomfortable with change, and moving into new territories

What does Success mean to an ESTJ?

People with the ESTJ personality type have a high value for social order and structure.
Throughout his or her life, the ESTJ develops a set of judgment standards that they use
to order events and impressions that exist in the world. These standards are essentially
social principles. The ESTJ believes very strongly in their principles, and strongly
disapproves of any violation. The ESTJ believes that their principles define appropriate
behavior and attitudes, and therefore should be followed unconditionally. Just as they
naturally create rules, and are therefore natural leaders, ESTJ’s also believe in
following existing social rules. They often lead, but can follow easily if they trust the
authority of the system they're following. The ESTJ can be quite harsh about the
violation of a principle. It is more important to the ESTJ that the principle is honored
than that they consider the position or feelings of the individual who transgressed
against the principle. Their harshness of manner may damage personal relationships,
until the ESTJ incorporates standards for behavior within personal relationships into
their system of social rules. The ESTJ truly enjoys being around other people, and
wants to promote traditional relationships. An ESTJ may feel successful if they are able
to live their lives within their defined system of principles, but their true and lasting
success will come from the ability to create and sustain good and lasting principles, and
thus to address all situations in their life adequately and consistently.

Allowing Your ESTJ Strengths to Flourish

As an ESTJ, you have gifts that are specific to your personality type that aren't natural
strengths for other types. By recognizing your special gifts and encouraging their
growth and development, you will more readily see your place in the world, and be
more content with your role.

Nearly all ESTJ’s will recognize the following characteristics in themselves. They
should embrace and nourish these strengths:
They believe strongly in doing their duty, and perform out of a sense of duty,

rather than an expectation of getting something in return.

They usually have a good memory.

They're natural leaders.

They are usually good strategists and "game™ players.

They are generally law-abiding and hard working.
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They are Loyal -- to their family, friends, country, etc.

ESTJ’s who have developed their Introverted Sensing to the extent that they
regularly use their tremendous inner stores of data when forming their principles for
behavior enjoy these very special gifts:

They understand and create effective and fair principles that are unconditional,
and in so doing, they perform a great social service.

They may make outstanding Judges and Politicians.

They live their life in a highly ethical and moral manner.

They are great strategists, and may make great military commanders.

They're able to create systems for behavior to meet all of the needs that they
encounter in life. In such a way, they are satisfied because their world is organized in a
principle-centric way that is effective and enduring.

Potential Problem Areas

With any gift of strength, there is an associated weakness. Without "bad", there would
be no "good".

Without "difficult”, there would be no "easy". We value our strengths, but we often
curse and ignore our weaknesses. To grow as a person and get what we want out of life,
we must not only capitalize upon our strengths, but also face our weaknesses and deal
with them. That means taking a hard look at our personality type's potential problem
areas.

Most of the weaker characteristics that are found in ESTJ’s are due to Extraverted
Thinking taking over the personality to the extent that other functions work only to
serve Extraverted Thinking's agenda. In such cases, an ESTJ may show some or all of
the following weaknesses in varying degrees:

May be unaware or uncaring of how they come across to others.

May deliberately bully people into behaving a certain way (with the justification that
they're enforcing a principle.)

May quickly dismiss input from others without really considering it.

May have difficulty communicating their thoughts and feelings to others.

Maybe have difficulty understanding the importance of considering people's feelings,
and trying to meet their emotional needs.

May hold grudges, and have difficulty forgiving people.

May have an intense and quick temper.

May be highly controlling towards others.

May be unable to place value on individual life.
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May be unable to see the long-term impact of their behavior.

Explanation of Problems
Nearly all of the problematic characteristics described above can be attributed to the

common problem of Extraverted Thinking overtaking the ESTJ personality to the point
that all other personality functions exist only to serve Thinking's needs. A healthy and
successful personality needs to have a good balance between its dominant and auxiliary
functions. For an ESTJ, dominant Extraverted Thinking needs to be well- supported by
the auxiliary Introverted Sensing function. If Introverted Sensing exists only to support
the agenda of Extraverted Thinking, then neither function is living up to its potential,
and the subject ESTJ is not reaching their potential in their job or their personal
relationships.

In the case where auxiliary Sensing is underused, the ESTJ will live entirely within the
boundaries of their existing principles. They will hold up their own set of principles as
an inalienable representation of the Right Thing To Do, and apply everything they
encounter in life to this principle system. If they perceive behavior that does not fit into
their set of principles, they will ruthlessly judge it and shut down any alternative view
of the violation. In being so tied to their Extraverted Thinking process, they lose the
ability to truly consider incoming information, and therefore lose the ability to
synergize with other people and solve problems in an effective way. Perhaps most
importantly, the ESTJ loses the ability to connect with their own Self. They become out
of touch with their own personal needs, and dissociated from their core self. The net
effect of these happenings is an ESTJ leader who expects absolute adherence to his or
her demands; who lacks the ability to see long-range implications associated with these
demands; who is unwilling to consider alternate solutions or plans; and who is
dissociated from any personal priorities or value system. Such a leader is unlikely to be
effective and successful in their job or personal life, although are likely unaware of the
reasons for their problems.

It is quite common for people to allow their dominant function to overrule their
personality. In the case of the Extraverted Thinker, allowing Thinking to dominate
without counter-balance can have great impact on the social interactions of the ESTJ.
Female ESTJ’s may be viewed as overbearing, controlling, or masculine, and may not
be as readily accepted by social standards. This may cause low self- esteem in the
female ESTJ. Male ESTJ’s are somewhat worse off, because social stereotypes may
encourage them that they are entitled to be domineering. They may have no interest in
growing beyond their limited outlook.
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Extraverted Thinking is a personality function that creates structure by identifying and
adhering to logical principles. It is a social form of judgment, in that it is defined by the
external world, rather than by an inner sense of right and wrong. The true strength of
Extraverted Thinking is its highly ethical nature. It is not swayed by individual appeals
-- it believes wholeheartedly in the merit of the Principle. If the Principle exists, then it
should be followed. Once the Extraverted Thinking type has identified the principle, it
is their business to enforce that principle. The Extraverted Thinker does not expect
anything back for living by that principle. It expects that the principle should be
respected without condition. In other words, the ESTJ believes that you should do
what's right because it is what's right, rather than doing what's right because you want
something in return. In this ideal sense, Extraverted Thinking judgment is the
cornerstone of laws and legal systems. Extraverted Thinking has much to offer our
society, in its purity of intention. Introverted Sensing, the auxiliary function of the
ESTJ, is the means of observing data and storing it for future reference. Introverted
Sensing is capable of considering and storing huge amounts of data. When this data is
fed into the dominant Thinking function, the personality uses real data to form
principles and enforce structure upon the world. In the case where the ESTJ has an
overly-dominant Thinking function, the importance of the auxiliary Sensing function is
reduced. Data cannot be seen outside of its context within a principle. The ESTJ will
not be able to see beyond the fact that a principle has been violated. They will be
unable to see the data objectively.

Solutions

An ESTJ who is interested in coming into his or her own potential should consciously
try to suspend judgment until all of the facts are known. An effective ESTJ is not afraid
to redefine principles when information cannot be understood or dealt with effectively
within their known systems. Practicing this sort of behavior will help auxiliary
Introverted Sensation to flourish, and thereby allow the entire personality to become a
more effective and positive force.

For example, an ESTJ friend recently told me that he was convinced that his mother's
cleaning lady was a con-artist. | asked him why he thought so, and he said "because she
takes money and does absolutely nothing." Apparently the house was not being cleaned
to his standards. He believed that the cleaning lady was paid to do a certain job, and he
expected that it would be completed to a certain standard for a certain fee. This was his
principle. She violated that principle by not doing the job well enough. The fact that
she took money for a job that she didn't do was nothing less than criminal behavior to
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him. When | asked him if the cleaning lady had been given directions on what
specifically to clean, he said he didn't know, but that she was a cleaning lady so she
should know what to do (another principle.) We soon discovered that the cleaning lady
was paid about half the going rate for her job. When | explored this situation a bit
further (out of concern for my friend's mother) I discovered that the cleaning lady had
almost no guidance on what to clean, but that she was busy the entire time that she
hired, and that she was perhaps not the cleanest of cleaning ladies. When she was given
more direction, she performed to a better standard. My assertion that the cleaning lady
kept busy the whole time that she was hired was flatly rejected by my ESTJ friend. He
would not consider that piece of information, nor would he consider the fact that she
was paid much less than the standard rate for cleaning ladies. Within his principle
system, she was a con-artist, and he did not consider data that might offer an alternate
explanation.

Rather than simply rejecting the new information that became available, my ESTJ
friend could have altered his principles slightly to allow for differences in personal
capabilities and results amongst individuals, and to allow for the fact that the cleaning
lady getting a lower rate of pay did offset the lower quality of service at some level.
Using the new data (made available by Introverted Sensing) to tweak and redefine his
principles would allow him to create a more effective system of principles that would
be better able to handle similar future challenges.

In general, developing Introverted Sensing is the ESTJ's key to optimizing the
effectiveness and resiliency of their principles. It will also improve their general
balance of character, and therefore open the door to growth within other aspects of their
psyche.

Living Happily in our World as an ESTJ

Some ESTJ’s have difficulty fitting into our society. Their problems are often
associated with being controlling of others, having unreasonable expectations for
others' behaviors, failing to consider others' needs and ideas, and generally coming
across too strongly. These issues stem primarily from the common ESTJ habit of using
Extraverted Thinking in a mode in which it quickly and automatically applies existing
principles against the external world, rather than taking the time to weigh their inner
data against their principles for behavior. ESTJ’s need to be able to use their rich store
of internal data to feed their principles. Insisting on adherence to steadfast principles
while ignoring factual information is a recipe for trouble, such as we have seen with
various dictatorships throughout history. In order to flourish in a healthy way, the ESTJ
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has to recognize the importance of their inner data stores, and needs to use all available
data to form good principles. In order to accomplish this, the ESTJ needs to recognize
the importance of Introversion, and develop the use of their highest introverted
function, Introverted Sensing.

Specific suggestions:
Try to gather all available facts before you pass judgment. Ask questions if necessary.

Make sure that you understand the idea that is being communicated. After you
understand the idea, figure out how it fits into your principle system.

Be willing to create new principles and change existing principles based on new
facts.
If you become angry, walk away. When you allow anger to control your actions, you
lose, and quite possibly somebody else loses too. After you have dealt with your anger
and calmed down, continue with what you were doing.

Try to identify the personality type of everyone that you encounter frequently in
your life.
Remember that Intuitives sometimes speak in an indirect, wandering way. Try to have
patience with this, and remember that everyone has something to offer.

Remember that you have the most to learn from those people who are very
different from you.
They have something to offer you, no matter how difficult it may be for you to see it at
first.

Ten Rules to Live By to Achieve ESTJ Success
1. Feed Your Strengths! You have been given the great ability to create logical,

ethical principles that transcend personal experience. Allow these principles to be
as good as they can be by creating them with consideration for all available data.

2. Face Your Weaknesses! See your weaknesses for what they are, and seek to
overcome them. Especially, resist the tendency to judge too quickly, and remember
the importance of considering other people's feelings.

3. Talk Through the Facts or write them down. You need to step through the facts in
order to define good principles to live by. Verbalizing them or putting them down
on paper may be a valuable tool for you.

4. Take in Everything. Don't dismiss ideas prematurely because you think you
already know the answer. Seek first to understand, and then to be understood.

5. When You Get Angry, You Lose. Your passion for your principles is admirable,
but becomes destructive when you fall into the "Anger Trap." Remember that
Anger is destructive to personal relationships, and can be extremely hurtful to
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10.

others. Work through your anger before you unleash it upon others. Disagreements
and disappointments can only be handled effectively in a non- personal and
dispassionate manner.

Be Yourself in Relationships Don't expect yourself to be a "touchy-feely" or
"warm fuzzy" person. Realize that your most ardent bonds start with the head,
rather than the heart. You expect your actions to speak for themselves to your
loved ones. This may not be enough for some. Be aware of other's emotional
needs, and express your genuine love and respect for them in terms that are real to
YOU. Be yourself.

Be Accountable for Yourself. Don't blame the problems in your life on other
people. Look inwardly for solutions. No one has more control over your life than
you have.

Be Humble. Judge yourself at least as harshly as you judge others.

Resist the Urge to Control Others. You can't force others to adhere to your ways of
thinking. You may think that you know what's best for others, but you really only
know how they can best act according to your ideas of what is right. Just as you
are entitled to live as you see fit, so are they. Instead of judging and controlling
others, focus on using your judgment to create better impartial principles.

Spend Some Time Alone. Encourage the development of your introverted side.
You'll find many tangible benefits to becoming a better-rounded person.

This content comes from: http://www.thepersonalitypage.com/, and much of it was
written by Robert Heyward.
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Portrait of an ESTP - Extraverted Sensing Thinking Perceiving
(Extraverted Sensing with Introverted Thinking)

The Doer

As an ESTP, your primary mode of living is focused externally, where you take things
in via your five senses in a literal, concrete fashion. Your secondary mode is internal,
where you deal with things rationally and logically.

ESTP's are outgoing, straight-shooting types. Enthusiastic and excitable, ESTP’s are
"doers" who live in the world of action. Blunt, straight-forward risk-takers, they are
willing to plunge right into things and get their hands dirty. They live in the here-and-
now, and place little importance on introspection or theory. They look at the facts of a
situation, quickly decide what should be done, execute the action, and move on to the
next thing.

ESTP’s have an uncanny ability to perceive people's attitudes and motivations. They
pick up on little cues which go completely unnoticed by most other types, such as
facial expressions and stance. They're typically a couple of steps ahead of the person
they're interacting with. ESTP’s use this ability to get what they want out of a situation.
Rules and laws are seen as guidelines for behavior, rather than mandates. If the ESTP
has decided that something needs to be done, then their "do it and get on with it"
attitude takes precedence over the rules. However, the ESTP tends to have their own
strong belief in what's right and what's wrong, and will doggedly stick to their
principles. The Rules of the Establishment may hold little value to the ESTP, but their
own integrity mandates that they will not under any circumstances do something which
they feel to be wrong.

ESTP’s have a strong flair for drama and style. They're fast-moving, fast-talking people
who have an appreciation for the finer things in life. They may be gamblers or
spendthrifts. They're usually very good at story telling and improvising. They typically
make things up as they go along, rather than following a plan. They love to have fun,
and are fun people to be around. They can sometimes be hurtful to others without being
aware of it, as they generally do not know and may not care about the effect their
words have on others. It's not that they don't care about people; it's that their decision-
making process does not involve taking people's feelings into account. They make
decisions based on facts and logic.
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ESTP's least developed area is their intuitive side. They are impatient with theory, and
see little use for it in their quest to "get things done™. An ESTP will occasionally have
strong intuitions which are often way off- base, but sometimes very lucid and positive.
The ESTP does not trust their instincts, and is suspicious of other people's intuition as
well.

The ESTP often has trouble in school, especially higher education which moves into
realms where theory is more important. The ESTP gets bored with classes in which
they feel they gain no useful material which can be used to get things done. The ESTP
may be brilliantly intelligent, but school will be a difficult chore for them.

The ESTP needs to keep moving, and so does well in careers where he or she is not
restricted or confined. ESTP’s make extremely good salespersons. They will become
stifled and unhappy dealing with routine chores. ESTP’s have a natural abundance of
energy and enthusiasm, which makes them natural entrepreneurs. They get very excited
about things, and have the ability to motivate others to excitement and action. The can
sell anyone on any idea. They are action-oriented, and make decisions quickly. All-in-
all, they have extraordinary talents for getting things started. They are not usually so
good at following through, and might leave those tasks to others. Mastering the art of
following through is something which ESTP’s should pay special attention to.

ESTP’s are practical, observant, fun-loving, spontaneous risk-takers with an excellent
ability to quickly improvise an innovative solution to a problem. They're enthusiastic
and fun to be with, and are great motivators. If an ESTP recognizes their real talents
and operates within those realms, they can accomplish truly exciting things.

Jungian functional preference orderinag:

Dominant: Extraverted Sensing

Auxiliary: Introverted Thinking Tertiary: Extraverted Feeling Inferior: Introverted
Intuition

ESTP’s generally have the following traits:
Action-oriented

Live in the present moment

Dislike abstract theory without practical application
Like to see immediate results for their efforts
Fast-paced and energetic

Flexible and adaptable
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Resourceful

Seldom work from a plan - make things up as they go

Fun to be around

Highly observant

Excellent memory for details

Excellent people skills

Good-natured

Excellent ability to see an immediate problem and quickly devise a solution
Attracted to adventure and risk

May be flashy or showy

Like initiating things - not necessarily following them through to completion

ESTP’s have some advantageous traits which are unique to their personality type. Their
skills of observation make them extremely good at correctly analyzing and assessing
other peoples’ motives or perspectives. Their people skills allow them to use this
knowledge to their advantage while interacting with people. For this reason, ESTP’s
are excellent salespeople. They also have a special ability to react quickly and
effectively to an immediate need, such as in an emergency or crisis situation. This is a
valuable skill in many different professions, perhaps most notably in action-oriented
professions, such as police work. ESTP’s enjoy new experiences and dealing with
people, and dislike being confined in structured or regimented environments. They also
want to see an immediate result for their actions, and don't like dealing with a lot of
high-level theory where that won't be the case. For these reasons, they should choose
careers which involve a lot of interaction with people, and do not require performing a
lot of routine, detailed tasks.

ESTP Relationships
ESTP’s are gregarious and fun-loving individuals who want to make the most of every

moment. They love action, and always seem to be doing something. This enthusiasm is
carried over to their personal relationships, which they approach with the desire to
make the most of their relationships on a daily basis. They tend to get bored easily, and
may be prone to switching relationships frequently unless they find an outlet for their
boredom elsewhere. They approach life on a day-by-day basis, so long-term
commitments are not naturally comfortable for the ESTP. They may feel tremendously
committed, but they want to take their commitments day by day.
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ESTP Strengths
Can be quite charming

Witty, clever, and popular

Earthy and sensual

Not personally threatened by conflict or criticism

Excellent and clear-headed dealing with emergency situations

Enthusiastic and fun-loving, they try to make everything enjoyable

As "big kids" themselves, they're eager, willing and able to spend time with their
kids

Likely to enjoy lavishing their loved ones with big gifts (both a strength and a

weakness)

ESTP Weaknesses
Not naturally in tune with what others are feeling
Not naturally good at expressing feelings and emotions
May inadvertently hurt others with insensitive language
May be very good with money, but highly risky with it as well
Living in the present, they're not usually good long-range planners
May fall into the habit of ignoring conflict, rather than solving it
Don't naturally make lifelong commitments - they take things one day at a time
Prone to get bored easily
More likely than other type to leave relationships quickly when they get bored
Likely to enjoy lavishing their loved ones with big gifts (both a strength and a
weakness)

What does Success mean to an ESTP?

With a dominant function of Extraverted Sensing, and an auxiliary function of
Introverted Thinking, people with the ESTP personality type have a heightened need
for sensory exp