Dr. Conflict
by Mark Light, MBA, PhD

It’s tough dealing with board differences, even when you have the
power to influence the participants. So, when you don’t have power,
the challenges may seem insurmountable. Dr. Conflict outlines six steps
for facilitating board members’ working together when frictions arise.
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What should you do about your fractured influence? One alternative, painful
as it may be, is to step aside. On the positive side, you could build your personal
power significantly by shepherding the
process of finding an independent evaluator. Another alternative is to reboot your
brand with all of the board members,
both sides of the “half and half.”
Assuming a reboot, Dr. Conflict’s
second tip is to pump up your influence.
This begins with being clear about the
agenda, which in your case has a clear
visionary texture: assist the board
members “to work better together when
fundamentally different worldviews and
beliefs drive the differences about what
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is a value-creating, win-win agreement
that is a must-do in your situation. Fisher,
Ury, and Patton advise using their four
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the people from the problem; focus on
interests, not positions; invent options
for mutual gain; and insist on objective
criteria.9
If you do as Dr. Conflict advises, you’ll
be strong on influence for a successful
outcome: a board focused on important
work and respecting the different worldviews and beliefs of its diverse members.
Just one last tip: remember that doing
important work doesn’t require homogenizing differences and suppressing
dissent. Indeed, persistent unanimity
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and harmony is as sure a sign of faltering governance as the opposite.

Subscription information for
the print magazine

N otes
1. Jeffrey Pfeffer, Managing with Power:
Politics and Influence in Organizations
(Boston, MA: Harvard Business Press, 1992),
30.

88  T H E N O N P R O F I T Q U A R T E R LY 

W W W. N P Q M A G . O R G • S U M M E R 2 013

