Dr. Conflict
by Mark Light, MBA, PhD

Dr. Conflict allows that outsourcing noncore functions can be an effective time and
cost saver—but, he advises, keep such important functions as fundraising and grant
reporting in-house. And is your supervisor a narcissistic nutcase? Dr. Conflict says,
consider talking to an attorney, do not interact with your supervisor without
witnesses nearby, and get your networking into gear: you may need a new job.
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