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Chapter 1 : Different Types of Power
Managers can use legitimate power in the event of an emergency in order to make the employees function at their
optimal. However, too much dependency on legitimate power can be harmful. The effect of legitimate power disappears
as soon as the leader loses his formal position.

People follow leaders because they have power and because people follow them, the leaders get the power to
lead. Knowing how to use these powers is important to be able to use them effectively. In this article we will
take a look at the five different types of power and look at some tips on how to use them effectively. Tips on
Using the 5 Different Types of Power in Management Of the five major sources of power, some derive from
formal designation, while others come from personal qualities. Coercive, reward and legitimate power can be
categorized in the formal power category. The remaining two types,expert and referent power,are personal
powers. Legitimate power Also known as positional power, this kind of power derives from the formal
position of a person in an organization. Managers can use legitimate power in the event of an emergency in
order to make the employees function at their optimal. However, too much dependency on legitimate power
can be harmful. The effect of legitimate power disappears as soon as the leader loses his formal position. So,
instead of depending solely on legitimate power, you should use your natural leadership skills for controlling
or leading people. Essentially the way a person behaves or reacts to someone in a position of power can be out
of respect or fear, such as the fear of disappointing or being fired. If it is fear then this can only create a certain
level of quality output for so long. Coercive Power The ability to influence people with threats and
punishments is referred to as coercive power. For example, managers can threaten an employee to fire them
from a job, charge a penalty or give them a poor performance review to force him into putting more effort in
the job. Although this is not a long term solution, at times managers can use this to meet strict deadlines or in
times of an emergency. Continual use of this power will only alienate team members and cause them to leave
the organization and in the process be a very unhappy person. Reward Power The ability to reward people is
also a source of power. Known as reward power, this can be used for motivating the team members to improve
performance. However, there are some practical problems when using this type of power. The final decision
regarding these matters is generally taken by the board of directors or executive team. Moreover, repetitive use
of this power can decrease its effectiveness of rewards to the recipients. One other difficulty with reward
power is that every person has different wants and needs and one type of reward will not satisfy all team
members or employees. Some want money and others want power themselves, some just want to be noticed. It
can be an intricate and difficult process to determine what rewards best motivate each employee and in some
cases you just may not be able to offer the reward. Expert Power The ability to influence others using your
skills, knowledge and expertise on a particular domain is referred to as the expert power. This kind of power
depends more your personal skills. So, in order to use this power consistently, you should keep on enhancing
your skills. One good thing about this type of power is that it is not dependent on your formal position. An
important tip about using your expert power is that you have to have confidence in your abilities and
knowledge, if you do not show confidence in yourself your expert power, well, has less power. What are you
great at? Referent Power This kind of power derives from the relationship of a manager with the other
employees. Leaders with charismatic personality can use their charm and charisma to get the best out of the
employees. Excessive dependency on this type of power can be harmful as well. However, if used properly, it
can be quite effective. For effective project management, you should use each of these five types of power at
the right opportunity of using them. Remember, power can be used for many purposes, to lead and direct and
to influence and negotiate. Using your power is not all about how you lead your team but also how you
interact with and influence other people such as sponsors and stakeholders. Think carefully about how you use
your power. What situations can you think of that you have used a different type of power? How did it go? Put
a comment below to let us know.
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Click on the Windows 10 icon in the taskbar, located in the bottom left-hand corner of the screen. Then click on
"Settings", which can be found directly above the Windows 10 icon.

Is this the same boss? They were stunned because, until recently, Cheryl was not the most respectful,
people-oriented boss. She had previously balked at my suggestion that she tell her team about what managerial
areas she was working on improving. I had shared with Cheryl that doing this accomplishes a number of
importance objectives for managers who want to boost employee engagement. Not only does this satisfy an
important human need â€” the need to believe one matters â€” it also increases the likelihood that employees
will voice their concerns in the future, rather than remain silently resentful and disengaged. That simple
demonstration of decency and integrity sends a powerful message to employees about the character of their
manager. It also earns major respect and goodwill from employees. Despite the benefits I articulated, Cheryl
remained skeptical of my recommendation. If she revealed what she perceived as a chink in her armor, maybe
her team would become more vocal in expressing displeasure and disagreement, and then make her life more
difficult. As part of her case against sharing with her team, Cheryl commented on the fact she had NEVER had
a manager do such a thing in her 30 year career. I wish I had. Will you model a better, more respectful way?
Think of how much you would appreciate it andâ€¦how their doing that would make you have even more
respect for them. Thanks for bringing it to my attention. When you think of your own experience as an
employee, you will recognize immediately how this works. Second, because we respect people who admit
their mistakes and shortcomings, when a manager does this, they gain more respect. Because most people in
positions of power rarely do this, when they do, it makes an indelible impact. It was clear that after reflecting
on the points discussed above, her view of authenticity and vulnerability had shifted. Because she was willing
to step outside of her comfort zone, she could see the impact being authentic and open with her team could
have. How you can apply this Next time you attend management training or a leadership conference, take
notes on what areas you need to work on. It might sound something like: Heyâ€¦you know I went to that
management seminar last week. I wanted to let you know about a couple of takeaways I left with â€” things I
am going to be working on. One big one is realizing I do way too much pointing out what needs to be fixed
and not enough acknowledging the really great things you all do. I realize how important it is to let you know
how much I value and appreciate it when you go the extra mile or really hit it out of the park with a project.
The other thing that really hit me is how I need to back off with the micromanaging. Also, I will be checking
in about this in a month or so, to ask for feedback on how you see me doing in these areas. You can share it
with your team and then share what areas you realize you need to work on, and ask for feedback. While they
might be reluctant to give you feedback in the beginning, if you demonstrate your sincerity by implementing
the changes and checking in with them over time, they will begin to see that you mean it. The difference it can
make Years ago, a manager in an ongoing management development program shared how he noticed a huge
difference in his team after he shared with them what he was working on because of the series. He also asked
them for feedback. Because he demonstrated openness and interest in their feedback, they became far more
active and engaged. Rather than simply let him do all the thinking and generating ideas for improvement, they
started showing initiative, bringing ideas to him about how they could improve processes and the customer
experience they delivered. If you are willing to be open in the ways described in this article, you will open the
doors to the kind of unguarded, candid relationships with your employees that lead to engaged employees and
high performing teams.
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Power Management is a feature of some electrical appliances, especially copiers, computers, GPUs and computer
peripherals such as monitors and printers, that turns off the power or switches the system to a low-power state when
inactive.

When battery saver is turned on, the system places restrictions on all apps. This is an existing feature that is
improved with Android 9. These changes apply to all apps, whether or not they target Android 9. Based on the
app usage patterns, each app is placed in one of five priority buckets. The system limits the device resources
available to each app based on which bucket the app is in. The five buckets prioritize apps into groups by the
following characteristics: Active An app is in the active bucket if the user is currently using the app, for
example: Working set An app is in the working set bucket if it runs often but it is not currently active. For
example, a social media app that the user launches most days is likely to be in the working set. If an app is in
the working set, the system imposes mild restrictions on its ability to run jobs and trigger alarms. For details,
see Power management restrictions. Frequent An app is in the frequent bucket if it is used regularly, but not
necessarily every day. For example, a workout-tracking app that the user runs at the gym might be in the
frequent bucket. If an app is in the frequent bucket, the system imposes stronger restrictions on its ability to
run jobs and trigger alarms, and also imposes a cap on high-priority FCM messages. Rare An app is in the rare
bucket if it is not often used. If an app is in the rare bucket, the system imposes strict restrictions on its ability
to run jobs, trigger alarms, and receive high-priority FCM messages. Never Apps that have been installed but
never run are assigned to the never bucket. The system imposes severe restrictions on these apps. The system
dynamically assigns each app to a priority bucket, and reassigns the apps as needed. The system may rely on a
preloaded app that uses machine learning to determine how likely each app is to be used, and assigns apps to
the appropriate buckets. If the system app is not present on a device, the system defaults to sorting apps based
on how recently they were used. More active apps are assigned to buckets that give the apps higher priority,
making more system resources available to the app. These restrictions apply only while the device is on
battery power; the system does not impose these restrictions on apps while the device is charging. Every
manufacturer can set their own criteria for how non-active apps are assigned to buckets. You should not try to
influence which bucket your app is assigned to. Instead, focus on making sure your app behaves well in
whatever bucket it might be in. Apps that are on the Doze whitelist are exempted from the app standby
bucket-based restrictions. Best practices If your app is already following best practices for Doze and app
standby , handling the new power management features should not be difficult. However, some app behaviors
which previously worked well might now cause problems. Do not try to manipulate the system into putting
your app into one bucket or another. If an app does not have a launcher activity, it might never be promoted to
the active bucket. You might want to redesign your app to have such an activity. In this case, you may want to
redesign some appropriate notifications so they allow a response from the user. For some guidelines, see the
Material Design Notifications design patterns. In fact, the only intended use for high-priority FCM messages
is to push a notification to the user, so this situation should never occur. If the user repeatedly dismisses a
notification, the system gives the user the option of blocking that notification in the future. Do not spam the
user with notifications just to try to keep your app in the active bucket! If apps are split across multiple
packages, those packages might be in different buckets and, thus, have different access levels. You should be
sure to test such apps with the packages assigned to various buckets to make sure the app behaves properly.
Battery saver improvements Android 9 makes a number of improvements to battery saver mode. The device
manufacturer determines the precise restrictions imposed. For example, on AOSP builds, the system applies
the following restrictions: The system puts apps in app standby mode more aggressively, instead of waiting for
the app to be idle. Background execution limits apply to all apps, regardless of their target API level. Location
services may be disabled when the screen is off. Background apps do not have network access. In addition,
there are other, device-specific power optimizations. For full details, see Appendix: Testing and
troubleshooting The new power management features affect all apps running on Android 9 devices, whether or
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not the apps target Android 9. You can use Android Debug Bridge commands to turn some of the features on
and off. Android Debug Bridge commands You can use Android Debug Bridge shell commands to test several
of the power management features. An app can also find out its bucket at runtime by calling the new method
UsageStatsManager. Battery saver There are several commands to test how your app behaves in low-power
conditions. Last updated August 6,
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Power has been an important aspect of human civilization since time immemorial. Power might be physical, political or
social. In the context of business as well, power dynamics tend to influence decisions and people transactions heavily.
So defining power can be difficult as it is understood and.

Frequently Asked Questions What is a web browser? Web browsers are software programs that allow you to
search for information on the Web. Click on this link to find out which browser you are currently using: Why
do I need to update my browser? Duke Energy recommends the following browser versions to ensure
continued secure use of Duke-energy. How do I upgrade my browser? From the list of web browsers , click
the browser you wish to upgrade. Should you require assistance with the upgrade, please refer to your
browsers website for troubleshooting tips. Unfortunately, Duke Energy will not be able to assist you with your
personal browser upgrade. What can I do? Here is a screenshot of the Advanced tab in Internet Explorer. What
do I do if my operating system is not compatible? Some older machines have older operating systems that may
not be compatible with newer browsers. If you are unable to upgrade your browser due to your operating
system, you will need to visit your operating system providers website for information and support. What is an
operating system? Examples of mobile operating systems for phones and tablets include Android, iOS, Fire,
and Blackberry. Please visit the website for your operating system for details on upgrading and
troubleshooting. The following link is a free diagnostic tool to help you identify your operating system. You
can pay by phone for a fee by calling the General Customer Service contact numbers provided above. You can
report your outage by texting OUT to You can also report your outage by calling the Report an Electric
Outage contact numbers provided above.

Page 5

DOWNLOAD PDF THE POWER MANAGERS
Chapter 5 : Unsupported Browser - Duke Energy
Get bill credits for reducing your home's energy use during periods of high demand. You'll also help the environment and
the community.

Different Types of Power Different Types of Power Power has been an important aspect of human civilization
since time immemorial. Power might be physical, political or social. In the context of business as well, power
dynamics tend to influence decisions and people transactions heavily. So defining power can be difficult as it
is understood and interpreted in several ways however power can definitely not be called a force which gets
you what you want. Power basically emanates from position or authority which can influence people both
positively and negatively. For simplicity and understanding purposes power is usually classified into following
categories: Coercive Power- This kind of power involves the usage of threat to make people do what one
desires. In the organizational set up, it translates into threatening someone with transfer, firing, demotions etc.
Reward Power- As the name suggests, this type of power uses rewards, perks, new projects or training
opportunities, better roles and monetary benefits to influence people. However an interesting aspect of this
type of power is that, it is not powerful enough in itself, as decisions related to rewards do not rest solely with
the person promising them, because in organizations, a lot of other people come into play like senior managers
and board. Legitimate Power- This power emanates from an official position held by someone, be it in an
organization, beurocracy or government etc. Expert Power- This is a personal kind of power which owes its
genesis to the skills and expertise possessed by an individual, which is of higher quality and not easily
available. In such a situation, the person can exercise the power of knowledge to influence people. Since, it is
very person specific and skills can be enhanced with time; it has more credibility and respect. Referent PowerThis is a power wielded by celebrities and film stars as they have huge following amongst masses who like
them, identify with them and follow them. Hence, they exert lasting influence on a large number of people for
a large number of decisions; like from what car to buy to which candidate to choose for a higher office in the
country. So, power can be defined in a number of ways however what is important is the usage of the power
by people who possess it. Within the organizational context the power dynamics and equations need to be
carefully managed as they have a huge impact on the motivation and engagement level of employees. A very
hierarchy and power driven organization finds it difficult to accommodate new and innovative ideas, any
change is vehemently refused, egos clash and lesser opportunities are made available for the high performers,
thus delaying organizational growth. On the other hand, in an organization which is flat in structure, people
are encouraged to innovate and explore, thus bringing in new concepts and ideas to accelerate organizational
growth and expansion.
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The power manager is responsible for managing power usage for the system. It administers the system-wide power
policy and tracks the path of power IRPs through the system. The power manager requests power operations by
sending IRP_MJ_POWER requests to drivers.

At every level of the organizational structure, leaders have power over certain aspects of the company. For
example, the CEO has the power to lead the business strategically. A manager has the power to develop plans
for the business. A supervisor has the power to implement those plans with his team. Leadership is closely tied
to power in a business setting. Where does that power come from? Bertram Raven and John French, American
sociologists, conceptualized five distinct sources of power in their landmark study in If the followers see
value in someone as a leader, even if they are not in an actual position of power, that person will hold more
power than someone who has hierarchical status but no respect from the followers. The different kinds of
power are not mutually exclusive and can be combined. For example, someone can have both reward power
and referent power. One power can also lead to another power, like expert power leading to a promotion to
gain legitimate power. Appreciating Reward Power Positional power is based on the idea that if employees do
their jobs well, they will be rewarded by the leader. It is assumed that as a society, people are more inclined to
do things for others if they are getting something in return. Rewards can come in the form of salary increases,
bonuses, additional paid vacation days, organizational awards, promotions and compliments. Within a
business setting, this source of power can be used to motivate employees to go above and beyond their duties.
Leaders within the business that hold reward power can use it to influence the performance of their followers.
While reward power can be one of the most motivational sources of power, problems can also arise due to the
use of incentives. Sometimes, the reward being offered does not hold enough perceived value to others, such
as a bonus that is only a nominal amount. Often, rewards need to be bigger and better than the previous time to
entice employees to act. If given too often, rewards can lose their effectiveness. Also, if rewards are handed
out unfavorably, such as to employees who do not necessarily deserve them, they can harm the morale of the
company and cause employees to decrease productivity. Video of the Day Brought to you by Techwalla
Brought to you by Techwalla Fearing Coercive Power Coercive power, another positional power, is based on
the idea that the leader can punish those who do not listen to his instructions. This source of power is used to
enforce certain rules within the organization in a strict manner, scaring people into obeying to avoid
punishment. Threats often used in companies that rely on coercive power include salary cuts, vacation day
cuts and terminations. If used optimally, this source of power can result in improved performance of
employees, ensuring that they challenge themselves to be better at work. Coercive power requires employees
to be compliant with the rules of the leader. Sometimes, this source of power can be abused, leading to
problems in the workplace. Leaders who depend on this type of power often lose the respect of their
subordinates due to their use of constant threats. Coercive power can lead to dissatisfaction at work and
creates an unwelcome and unproductive workplace culture. As a result, this source of power enables the leader
to give her subordinates orders, review their work and provide guidance and feedback. Legitimate power can
also be lost if the leader no longer holds that specific title. For example, if the leader was a marketing manager
within a business and held legitimate power, she could lose that perception of legitimacy if she took a different
role within the company. If she was demoted, for example, she would no longer be seen as someone with
legitimate power. Respecting Expert Power Part of the personal power category, expert power is based on the
idea that the leader has superior expertise and knowledge within an organization. People who have unique
specializations or have done extensive research in certain aspects of the business are valuable to the company.
With this kind of expertise, someone with expert power persuades employees, delegates tasks and enforces
guidelines. Often, people with expert power have the respect and admiration of their fellow workers. By
strategically offering their knowledge and experience to the company, someone with expert power can become
indispensable to the organization. This can result in promotions, where the expert power can be turned into
legitimate power. Also, employees with expert power can be sought after by other organizations who want to
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leverage their knowledge and experience for their businesses. Admiring Referent Power Referent power,
another part of the personal power category, is based on the personality, charm and likability of the leader.
Their source of power is within themselves. A manager with referent power has strong relationships with
employees. Similarly, employees with referent power interact well with other employees and may have close
ties to people in leadership positions. They are often approachable and garner respect from their coworkers.
Plus, they are relatable to many different kinds of people and seen as a role model employee. Because people
with referent power, managers and otherwise, have a lot of influence over others within the company, they
have a lot of responsibility on their shoulders. While many people can handle this duty, some people can lose
themselves and take advantage of how much others trust them.
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speaker, author, and strategist on performance improvement.

They do so deliberately and consciously as well as intuitively and unconsciously. Power-oriented behavior has
an impact on managerial career progress, on job performance, on organizational effectiveness, and on the
personal lives of employees. It involves the combined topics of power, influence, authority, and organizational
politics. There is a curious inconsistency between the relevance of power to management and the lack of
serious discussion of the subject in management literature. To remedy this situation, the purpose of this book
is to help managers and students of management gain a basic understanding of the acquisition and use of
power in managerial jobs, since there is a critical need for skillfully executed power-oriented behavior and an
understanding of the positive function such leadership behavior serves and how it can help organizations, their
managers, and society at large. Therefore, this book is focused on answers to the following seven questions:
For most people, the net result of both negative and positive attitudes toward power is an awkward
ambivalence, since power fascinates and repulses them at the same time. Ambivalent attitudes toward power,
together with the lack of useful information about power and management, breed both naive and cynical
beliefs about what effective and successful managers do. These beliefs can be very costly in both career
problems and organizational problems. Power skills are not the only factors that are necessary for success in
management, since intelligence, maturity, and hard work also are essential, but they are a crucial aspect of
good leadership. They do so because they recognize that as long as their organization has to compete with
others to get support from its environment, those who can manage the most problematic environmental
contingencies are really the most important people in the organization. Everyone in an organization, must
depend on a powerful manager, and that situation gives him or her a great deal of power! A summary of the
"acquisition of power" by a manager: The complex situation managers often find themselves in includes not
only relationships with subordinates but dependent relations with superios and peers both inside and outside
the organization. Efective managers use their power to manage all these relationships. They do not just
manage their subordinates they manage their bosses, their organizational peers, and outsiders too! Effective
managers seem to recognize the importance of using power to manage upward and laterally as well as the
traditional downward relationship. When job-related dependence is reasonably low, a manager can
successfully cope with that dependence without having to resort very much to coercion, manipulation, and the
like. But as job-related dependence increases, the more acceptable methods seem generally to be less able by
themselves to cope with what can be a terribly complex, demanding, and difficult situation. And that lack of
understanding can create serious career problems for them, especially when they accept a new job or a
promotion into a position that seems similar to previous jobs but that has significantly more job-related
dependence! Many factors seem to be closely related to that variation: Job responsibilities The more
responsibilities inherent in the job, the more the incumbent is forced to rely on others to perform tasks and
cooperate, and thus the greater the dependence. Direct and indirect reports The more people who report
directly and indirectly to a managerial positioin, and the greater the difficulty of replacing those people or
doing their jobs, the greater the position-related dependence. Self-containment The less a managerial job is
designed to focus on self-contained tasks, the more the job is interdependent with other jobs and departments,
and thus the greater the job-related dependence. Bosses The more higher-level positions that have some
authority over a managerial job, the greater the dependence in that job. Because of factors 1 and 2, as one
moves up the management hierarchy dependence tends to increase. Because of factors 1 and 2, line managerial
jobs tend to have more dependence associated with them than staff jobs. Unlike a staff manager, a line
manager often has bottom-line responsibilities which make him dependent on many others. The following
factors relate to the average amount of dependence in all managerial jobs in an organization:
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Chapter 9 : POWER IN MANAGEMENT
Effective managers engage in power-oriented behavior in ways that are tempered by maturity and self-control. 7 They
seldom, if ever, develop and use power in impulsive ways or for their own.
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