Discussion Topic #4 Prompts
Prompt #1:  What did you learn about organizations, and/or the behavior of individuals within an organization?  How do the ideas presented in Part Four (the Political Frame) of the B&D textbook enrich your understanding of the ways in which organizations and the people working in them function?

Within Part Four (Bolman & Deal, 2013), I discovered that five aspects to summarize the political perspective. “The political frame views organizations as roiling arenas, hosting ongoing contests of individual and group interests,” (Bolman & Deal, 2013, p. 188). First, organizations are perceived as coalitions, a group alliance formed around a common goal. Within organizational coalitions, we find our second proposition; members endure various values, beliefs, culture, and perceptions different from their own (Bolman & Deal, 2013). We move on to the third and fourth consideration being the belief that all significant business decisions involve allocating scarce resources. Bolman & Deal (2013) found, “scarce resources and enduring differences put conflict at the center of day-to-day dynamics and make power the most important asset,” (Bolman & Deal, 2013, p. 189). Lastly, our fifth concept identifies where organizational goals and decisions begin to surface. The political perspective believes bargaining, negotiating, and advocating for position among competing stakeholders is what propels organizations. Considering these five views helps to understand why and how a leader with a political frame makes and carries out decisions. 

Prompt #2: How can you apply the concepts that you have learned about in the readings to your personal or organizational life?  Be specific.

Even though I do not like the idea of politics when used, Part Four of our text illustrates that all organizations experience forms of politics. It is an unpreventable aspect of all businesses, but I am not alone in cringing at the word. “Politics and politicians are widely despised and viewed as an unavoidable evil,” (Bolman & Deal 2013, p. 183). However, no matter how much politics and politicians are disliked, to run an organization successfully, they must be considered and appropriately managed. 


As I mentioned in a previous discussion board, I worked at a bead store and can create and repair jewelry. Ideally, I dream of owning my own handmade jewelry business one day. In this organization, there will undoubtedly be politics revolving around the stone, pearl and other materials used. Some of these materials will be scarce resources suggesting, “that politics will be more salient and intense in difficult times,” (Bolman & Deal 2013, p. 189). Understanding the correlation between power and dependency, with the political frame, I would assume, “goals structure, and policies emerge from an ongoing process of bargaining and negotiation among major interest groups,” (Bolman & Deal, 2013, p. 204). As for controversial scarce resources, a political frame would be an effective approach in creating and abiding by proper procedures, laws, and standards. 

Prompt #3: Compare how structural theorist, human resource, and political frame theorists view power. 

Organizations that follow the structural frame are likely to follow top-down rules and procedures. “Structures in stable environments are often hierarchical and rules-oriented But recent years have witnessed remarkable inventiveness in designing structures emphasizing flexibility, participation, and quality,” (Bolman & Deal, 2013, p. 48).  Individual power will vary depending on the role held within a structural organization. The structural view focuses on individual roles and relationships but finds power when working in groups and teams. The ability to successfully run an organization gains from redesigning the structure accordingly (Bolman & Deal, 2013). 


Unlike the structural frame, the human resources frame considers the influence people and organizations have on one another. Even in hierarchal organizations when applying the human resources approach leaders empower their followers by asking advice and including followers in the decision-making process. This frame believes employees will stimulate the organization when they are satisfied with their work. “A good fit benefits both: individuals find meaningful and satisfying work, and organizations get the talent and energy they need to succeed,” (Bolman & Deal, 2013, p. 135). 


Unlike the other two approaches, the political frame identifies leaders as authority figures that hold most, if not all, the power in an organization. This frame, “recognizes the importance of individual (and group) needs but emphasizes that scarce resources and incompatible preferences cause needs to collide,” (Bolman & Deal, 2013, p. 195). The success of the organization relies heavily on the decisions of the authority who hold the power. 

Prompt #4: What are the four strategies of principled bargaining?  Come up with an example of a bargaining situation in which you were involved (or that you are familiar with).  Connect the use (or failure to use) each of the strategies within the context of your example.  

        Fisher and Ury’s strategies revolve around the concept that “positional bargaining” is used too often and should be replaced by “principled bargaining” (Bolman & Deal, 2013). The four strategies Bolman & Deal (2013) mention start with negotiators separating people from the problem. When emotions get involved, the best decision can easily become distorted. It is best to approach the people and the problem as different issues. For example, if a fire broke out at my job, I would control the problem of fire by calling the fire department and handle the people by comforting, inquiring and sympathizing. I would not attempt to put out the fire while talking to victims. During this fire I would follow the second concept and focus on the interests of my followers, not their positions. When a crisis breaks out, a manager is not focused on the roles of his employees. Instead, they would be focused on their health and life. Similarly, when dealing with any issue, it is important to understand that, “if you get locked into a particular position, you might overlook better ways to achieve your goal,” (Bolman & Deal, 2013, p. 216). When too much focus is put on one role, organizational improvements, ideas and solutions may be lost. 


The third strategy mentioned involves keeping an open mind to invent options that create mutual gain. “More options increase the chance of a better outcome,” (Bolman & Deal, 2013, p. 2016). When a leader immediately dismisses alternatives, it not only minimizes potential outcomes, but can increase groupthink. Lastly, the fourth strategy is establishing agreeable, “standards of fairness and both substance and procedure,” (Bolman & Deal, 2013, p. 217). By developing clear values early, an organization can create momentum and motivation. Working at Yankee Candle, I was well aware of their standards and procedures, but they were not mutually beneficial. This started my resentment toward direct authority figures and guided my exit from the organization. 

Prompt #5:  Throughout your progression in the Organizational Leadership program, you have had a number of courses that include content complementary to the political frame.  Please highlight what you would consider to be two of the most important things (ideas, concepts, theories, models, processes, skills, etc.) that you have learned in previous coursework that you can relate to the Political frame.  Briefly discuss each key learning, the course where you learned it, and its connection with the Political Frame. 

In one of the first courses I took towards my degree, OGL 200 - Introduction to Leadership, we examined leadership types and skills. Within the political frame, “there is no guarantee that those who gain power will use it wisely or justly,” (Bolman & Deal, 2013, p. 204). This statement in our text reminded me of the authoritarian leadership style I have learned about. These leaders have established central power and limit follower’s political freedoms. This type of leadership develops tits own governance to establish control over followers. In an organization, this perspective would dictate employees towards specific tasks rather than involve them in the organization as a whole. 

       During my OGL 360 - Assessment of Leadership course, we established that leaders can be found anywhere, in any type of organization or group. I revisited a Table from our text, The Leadership Challenge (2012). Table 12.1 titled Who Are Role Models for Leadership, lists eight role model categories and their respondent age category. Choosing from, “business leader, community or religious leader, entertainer or cinema star, family member, political leader, professional athlete, teacher or coach, or other/none/not sure,” (Kouzes & Poser, 2012, p. 330), individuals decided which they identified as their role model. Family members were highest (40% 18-30 years old, 46% over 30 years old). Following behind were the teacher or coach, community or religious leader, and business leaders. Political leaders are third least considered role models (4% and 4%), with only professional athletes and entertainers trailing behind. I thought that this was interesting considering the political frame we just learned about. I mentioned that I do not favor political perspectives, and I was satisfied to find Kouzes and Posner agree, “that the experience of leadership is not something that happens only at the very top of organizations or that is confined to formal organizations at all,” (Kouzes & Posner, 2012, p. 331). Everyone experiences leadership, everywhere. 

Prompt #6:  How does politics work in an organization, group, or team with which you are affiliated?  

To shift the focus away from business organizations, I instead analyzed a volleyball team I once participated. During high school, sports are very competitive, and it is arguably necessary to be involved in club teams to succeed, or even make, the high school team. During a season of club volleyball, our coach briefly mentioned that next practice we would vote for our team captain. Since our coach told us two days before we were to vote, some teammates started lobbying and campaigning for certain individuals, or themselves. Instead of informing the team that we would be voting that day, giving us forewarning provided the opportunity to develop power over weaker teammates, forcing them to vote for someone, even if they were not the best candidate. 

        When the vote finally occurred, it was clear that our new captain was bribing, promising, and convincing teammates to vote for her. I do not have an issue with campaigning, but I feel as though the new captain took advantage of the lapse in time when the appropriate candidates relied on honesty and integrity. If the vote took place on the same day it was mentioned, my teammates would have made up their minds without others’ foreign influences. “But the political view suggests that exercising power is a natural part of ongoing contests. Those who get and use power to their advantage will be winner,” (Bolman & Deal, 2013, p. 203). Depending on the perspective, some might argue all teammates had the same amount of time to campaign, even though it was not clearly stated, everyone had the same opportunity to exert their power. Personally, I think that after my coach had found out about the campaigning, she should have acknowledged it and allowed another week or so for all the girls who wanted to campaign to get the chance. 

Prompt #7:  How does politics affect outcomes in your place of employment (or other organization) for, say, customers, employees, colleagues, stockholders, surrounding community and/or any other stake-holders?  How has your organization or team demonstrated being a political arena and/or political agent?  Describe enough of a situation concretely to provide context and use concepts from the readings in your response.  

 When I worked at Bulls/Sox Basketball and Baseball Training Academy, it was very much a hierarchal organization controlled by big politics. Employees were forced to carry out motions and procedures within a top-down approach that, in reality, were detrimental to the company. “Large corporations are often controlled by senior management rather than by stockholders or the board of director,” (Bolman & Deal, 2013, p. 204). Catering to the needs of CEOs and upper management caused rumors to surface about the Academy considering selling, closing, and even bankruptcy. Although I did not have complete organizational knowledge in my role as a front desk clerk at the Academy, I still observed a poorly managed facility in which individuals outside of the organization were attempting to lead by making internal decisions from an external position. 
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