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Initial Political Analysis

1. Draw the top three levels of your organization in chart form, using people’s names and titles. Add other relevant individuals and groups from your project community for your particular change effort. If you are changing only a portion of your organization, choose the individuals and groups that will be directly involved with the change, including the individuals who will have final authority over the change effort. Circle the most influential and visible members on the chart as an indication of your initial impressions of their political weight.

     
2. Review the following scales and rate each key person on your chart. Answer according to your perceptions of people’s recent behavior patterns. Indicate your responses by putting people’s initials on the line by the appropriate number. Note any comments or explanations as needed. These ratings will highlight the people needing special focus or attention during the change.

DEGREE OF PULL/INFLUENCE

	1


	2
	3
	4
	5

	No Pull

No Influence


	
	Moderate Pull

and Influence


	
	Very High Pull

Very High Influence



	 FORMCHECKBOX 


	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 



AGGRESSIVE VS. PASSIVE BEHAVIOR

	1


	2
	3
	4
	5

	Acts Passively,

if at All
	
	Balances Aggressive

and Passive Behavior
	
	Very Aggressive in

Actions and Words

	 FORMCHECKBOX 


	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 



RESPECT FROM OTHERS

	1


	2
	3
	4
	5

	Is Not Respected

by Others
	
	Moderately

Respected by

Others
	
	Very Respected by

Others

	 FORMCHECKBOX 


	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 



DEGREE OF OBSERVABLE AND FELT AUTHORITY

	1


	2
	3
	4
	5

	No Authority can be

Observed or Felt


	
	Moderate Authority

Is Observed or Felt
	
	Much Authority Is

Observed or Felt

	 FORMCHECKBOX 


	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 



CONSIDERED TO HAVE ACCESS TO CRITICAL INFORMATION, RESOURCES

	1


	2
	3
	4
	5

	No Access to Critical

Information,

Resources
	
	Moderate Access to

Critical Information,

Resources


	
	Very High Access to

Critical Information,

Resources

	 FORMCHECKBOX 


	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 



LASTING EFFECT OF ACTIONS

	1


	2
	3
	4
	5

	Actions Never Stick
	
	Actions Have a

Moderately Lasting

Effect Once Taken
	
	Actions Stand Very

Firm Once Taken

	 FORMCHECKBOX 


	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 



SELF-CENTERED VS. ORGANIZATION-CENTERED

	1


	2
	3
	4
	5

	Totally Self-Centered
	
	Balanced View of Own Needs and Organization’s

Needs
	
	Totally Organization-

Centered



	 FORMCHECKBOX 


	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 



RIGIDITY OF OPINION VS. OPEN TO INFLUENCE OPINION

	1


	2
	3
	4
	5

	Totally Rigid in

Opinion
	
	Balanced in Having a Strong Opinion

and Being Open to

Adjusting Own Opinion
	
	Very Open to Being

Influenced

	 FORMCHECKBOX 


	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 



3. Scan the rest of the organization’s members (or your project community) using the same factors. Write down any noteworthy names and their titles. Include your reason for noting them.

	NAME
	TITLE
	REASON NOTED

	     
	     
	     

	     
	     
	     

	     
	     
	     

	     
	     
	     

	     
	     
	     

	     
	     
	     

	     
	     
	     

	     
	     
	     


4. Consider the following categories, and list appropriate names under each: 
· Who are considered the Opinion-Leaders?

     
· Who is well-liked?

     
· Who is perceived as a high-performer?

     
· Who is considered “well-connected”?

     
· Who is considered a visionary with the ability to follow through?

     
· Who has the most natural and obvious orientation to the WIN-Win-Win mindset and your organization’s over-arching needs?

     
5. Now consider the opposite point of view:

· Who gets in the way of action, either overtly or passively?

     
· Who incites trouble or fear in the ranks?

     
· Who gets lost in operating details and loses focus or the Big Picture?

     
· Who is seen as critical and/or resistant to new ideas?

     
· Who is perceived as a “worrier,” although not necessarily with malicious intent?

     
· Who appears to be solely driven by his or her own self-interests?

     
The people you listed in question #5 will require special attention to minimize their negative effect, or possibly change it to positive.

6. Identify those key managers or groups who are likely to:

· Strongly support the change effort:

     
· Strongly resist the change effort:

     
· Remain uncommitted or do not care one way or another:

     
Circle the names of those people in question #6 who are most likely to be open to executive influence and become supporters of your transformation.

It is far easier to influence the “uncommitted” to move to the positive than it is to turn all of your resistors around.

7. Identify the people who are involved in pre-existing political relationships with other individuals or groups central to your change effort. Who bonds together? Who acts automatically against one another? List only those relationships which will impact your change.

     
8. What is the political history of this particular change effort?
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