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Daimler CDA Coach Day 

Keynote Speaker: Felicitas von Elverfeldt on the topic: "Dealing with 
Power" 

Perhaps you know meetings that bring the following image to mind: 

"A large sandbox in which many boys and a few girls appear to be building a 
sandcastle together. Mostly, though, it is about the size of the shovels…" 

What is really going on there? Do boys behave differently from girls? Does top 
management tick differently from middle management? 

Here is a brief overview of how my talk is structured: 

1. What is power? Sources of power, recognising and using power 

2. How middle and senior management differ 

3. Masculine versus feminine leadership style in dealing with power 

4. Examples of how power is handled 

The following is deliberately pointed and simplified, of course. Reality is far more 
complex. 

 

1. What is power? 

"Power is always a great temptation for one's own character." (Herrhausen) 

"Power can be defined as the credible ability to compel people to do or refrain from 
doing things that they would not do or refrain from doing of their own accord." 

"Compel" here means, for example, pressure such as cc'd emails or the promise of 
advantages. 

 Power needs co-players: chiefs need their tribe. 

 Coercion depends on the other person playing along — out of fear or hope. 

 No one has to do anything… (except die.) 

 Both fear and strong hope make us self-focused, so that we can no longer see 
our own resources realistically within the power game. 

 Over-adaptation to the powerful often arises from conflict avoidance or from 
fear — for example, fear of one's own self-responsibility. 

 

Three central sources of power in an organisation 

a. Hierarchical position — the significance of the role 
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b. Personality / external impact 

 What do people believe me capable of? 

 Am I perceived as resilient, socially competent, and strong in conflict and 
decision-making, even under pressure? 

c. Networks and relationships 

Recognising power 

 Develop an interest in power and reflect on your personal relationship to it. 

 Build and cultivate relationships and networks. 

 Learn to handle conflict constructively. 

 To analyse power structures, ask:  

o Who wants more from whom? 

o Who depends on whom? 

o Who can be useful to whom, and how? 

 

2. How do middle and senior management currently differ? 

The T-culture of middle 
management 

The P-culture of top management 

Team, Trust & To Do Power, Perception & Personal Benefits 

Main driver: achievement motivation / 
ambition, making a contribution, 
competence 

Main driver: vision / own agenda, power, 
external impact 

Focus: technical content, tasks — 
"What can I do?" 

Focus: image, networks — "What do I 
stand for?" 

Interest in developing the operational 
business of their own unit 

Interest in steering and strategy questions 
of the company and in external impact, 
community 

Language: direct, honest, open Language: indirect, discreet, diplomatic 

Common behavioural pattern among 
peers: cooperative, task-oriented 

Common behavioural pattern: calculating, 
competitive, power-oriented 

Team-oriented and collegial, trust 
Lone fighters, calculated networks, 
mistrust 
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Source: Elverfeldt, von, Felicitas: "Selbstcoaching für Manager", 2005 

The T-culture could shape the future in New Leadership. 

 

3. Masculine and feminine leadership style in dealing with power 

Everyone has masculine and feminine parts. (Example: an all-male and an all-
female working group.) 

The table describes typical tendencies drawn from research and coaching practice. 
Individual differences are often greater than gender-specific ones. 

Masculine leadership style Feminine leadership style 

Enjoys testing the pecking order Passion for the job and the team 

Strives for calculated alliances: rather 
dominant in the group process 

Strives to create social structures: 
rather cooperative and socially 
oriented 

Status-oriented; leadership as a primary 
driver; seeks opportunities for 
advancement 

Task-oriented; leadership emerges 
through topics and meaning 

Succession planning: a crown prince from 
the inner circle 

Succession planning based on 
competence, performance and 
personality 

Playful appetite for risk; tends to 
overestimate themselves 

Protective and preserving qualities; 
tends to underestimate themselves 

Fights to defeat the opponent; control 
Connects in order to win the opponent 
over 

Source: Elverfeldt, von, Felicitas: "Selbstcoaching für Manager", 2005 

 

4. Examples of how power is handled 

 Skilful positioning 

 Alliances formed in advance 

 Transference (sacrificial lambs) 

 Obfuscation, disguising one's true goal 

 Sitting it out, wearing the other side down, getting out of the way 

 Creating new and surprising situations 
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 Kairos: choosing the right moment 

 Beating the grass (to see what stirs) 

How do you recognise people who deal with power consciously? 

 They have a clear vision and clear goals, and they set priorities. 

 They are aware of their sources of influence and their resources, and they 
expand and use them. 

 They constantly analyse the power structures and the key people in their 
professional environment, along with their motives and interests, and they 
make use of this. 

 They manage information deliberately and strategically, and are themselves 
extremely well informed through their networks. 

 They handle their own emotions well, have a high degree of self-control, can 
set boundaries, and deal with conflict constructively. 

 They have very good networks among the powerful and cultivate them. 

Food for thought 

1. Where do I stand on the subject of power, and how do I handle it 
professionally? 

2. What will change for my internal or external clients on the subject of power in 
the future, and how can I be useful there? (E.g. Who will hold power in 
future, and through what? Example: the Facebook generation hands power 
over to the community online.) 

3. Where can I, as a coach or in HR, provide support in dealing with power — 
and where does my role end? (Power and powerlessness.) 

 

"Anyone who thinks they are too small to have power has never had a mosquito in 
their bed!" 


