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Abstract: The article outlines the motives for power and 
the forms of managerial influence in шге management 
processes. Motives in particular are a prerequisite for 
managers to gain power which could take different forms. 
Managers are the ones who determine the methods for its 
use. Usually this happens when the various methods for 
influence are taken into account. These methods also the 
main source of communication between managers and 
employees in organizations.  
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I. INTRODUCTION 
 

The methods through which managers influence their 
employees are related to power. Managers should have 
power so that they could affect better their employees’ 
behavior [4].  The literature on the issue [2, 10] states 
that power and influence differ and that it is necessary to 
take into account this difference. Power in organizations 
entitles these who possess it to give orders through the 
formal communication channels, namely decisions, 
directions, etc. Influence results from power and refers to 
the informal procedures for influencing employees’ 
behavior.  

 
 

II. THESIS 
 
The effective use of power requires the study of 

certain issues which motivate managers to possess it. 
Managers have different motives which are determined 
by their intentions for using it. 

Research [3, 8, 9] outlines the various aspects of their 
importance which are characterized by the following:   
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● Managers require power to achieve their 
goals. Even when managers have good ideas they could 
not realize them without using power. This means that 
they have to communicate with more powerful 
individuals or groups, which is a prerequisite for creating 
conflicts. This in turns leads to a greater possibility of not 
achieving their goals.  

● Managers need power to reduce the 
uncertainty or frustration of employees. In this case they 
use power to create positive attitudes towards work in 
their staff. The effective use of power is a prerequisite for 
ignoring people’s negative emotions, mistrust and also 
limiting their resistance. 

● Managers need power to generate even 
bigger power. When they have formal power and access 
to the organization’s resources, managers aim at 
increasing this power. This would result in greater 
influence on staff and would eventually allow them to 
use it for a longer period. Having in mind these motives, 
managers invest in power and naturally expect adequate 
returns [3].  Some managers empower other employees 
in the desire to achieve greater influence in executing 
power (and taking decisions). 

The empowered are expected to support their manager 
which would help him to achieve his goals and 
strengthen his position. For this reason, many for the 
managers who have hold their positions for long periods 
are surrounded by people who have been delegated 
authority. These people would be loyal to their manager 
and would facilitate the implementation of his/her ideas 
(through the decision - taking process). A problem may 
arise from the lack of correct judgment as to whom 
managers could delegate authority. Obviously not 
everybody makes a good professional partner and often 
some people lack qualities that would enable them to use 
power. Another aspect of investing in power is when 
managers use financial stimuli. When employees are 
satisfied with their payment they are more willing to 
cooperate with the managers, i.e. acknowledge their 
power, rather than oppose them. 

● Managers need power to satisfy personal 
ambitions and achieve personal objectives. Work refers 
not only the professional interests of managers but also to 
their ego. This is a natural process of human psychology 
since individuals always aim at (consciously or not) 
receiving positive assessment from others, which in turn 
would lead to good self-assessment. Often managers are 
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well-accepted (seemingly) by their employees not 
because they are good professionals but because they 
have power. This satisfies managers but does not refer to 
their actual competences.  This creates the understanding 
that managers have motives for power when they would 
like to conceal personal (character related) or 
professional shortcomings. Power compensates 
egocentrism of individuals (managers) by giving them 
privileges to influence the right of choice of others 
(subordinates) or to restrict their development.    

Three processes could be distinguished as a result of 
applying power. They could be analyzed with reference 
to their social influence within the organization [7].  

○ Agreement, when an individual accepts someone 
else’s idea because the latter has influences the former 
who expects positive reaction (benevolence) in return. 

○ Identification, when an individual approves the 
behavior of another person. This creates possibilities for 
personal satisfaction and desire for closer communication 
with the latter. 

○ Inner conviction, the motive of the other person 
is very obvious to the one who is influenced due to 
similar ideas and values.  

It is very likely for managers who execute the power 
they need to influence their subordinates in various 
manners compared to managers who do not have power. 
To influence successfully, managers should determine 
the methods to do so. The important ones are [2]: 

- persuasion; 
- incentive (stimulus); 
- coercion. 

The guidelines for authoritative attitude in the 
management process are related to influencing through 
persuasion. The aim is to provoke reaction in the signal 
receiver based on the understanding that that message 
senders (managers) have the correct arguments for 
performing the desired actions. This process is connected 
to the managers’ ability to communicate with 
subordinates and earn their trust. Some authors [2,6] 
clearly distinguish between stimulus  and coercion. 
Stimulus is a form of positive attitude towards staff and 
its aim is to make them follow particular instructions. 
Coercion has the opposite effect. It ignores the 
employees’ refusal to work for the completion of task 
and achievement of goals set by the manager (by 
imposing sanctions and punishments). 

  
1. Persuasion  

This is an approach which can take different forms for 
influencing employees’ behavior. It is used when 
managers want to persuade staff to follow given 
instructions (tasks and goals). To a great extent, this 
activity is determined by the fact how well managers 
have explained the particular situation. The matter is 
analyzed from the perspective of the psychological 
aspect of influence (persuasion). Of course, this will also 
depend on the qualities of managers. For this reason, 
persuasion is perceived as “influence on behalf of the 
signal sender that his/her argument is correct” [2].  It is 
necessary for managers to have verifiable facts (or to 

present them as such) which would influence the 
behavior of signal receivers. The latter have to be 
convinced that the facts and statements presented by 
managers are undeniable. At the same time managers try 
to use their power effectively. 

Researchers [2, 4, 10] have studied the issues of 
ineffective persuasion and the benefits of using authority. 
On the basis of these research findings it is possible to 
outline several unique characteristics of these processes. 

The ineffective persuasion in using authority could be 
due to the following more important tendencies: 

♦ Subordinates are not convinced that the tasks 
they perform are productive. To a considerable extent 
this is due to the managers’ behavior while the reasons 
for the staff’s negative attitude towards them could be 
different. Employees either do not like them (because 
managers do not use power efficiently or have not 
managed to outline convincingly the organization’s 
goals) or they do not intend to follow given instructions. 
This serious mistake is due to insufficient goal-setting 
since managers have failed to explain to subordinates the 
organization’s priorities. The latter are not willing to 
develop themselves creatively and do not participate in 
the management process.   

♦ Employees are reticent, indifferent and cautious 
to objectives. Even when power is used appropriately, 
goals would not be achieved when employees lack 
motivation. Then employees could use positive stimuli or 
sanctions.  

♦ Subordinates do not trust the manager and 
perceive  them as a threat or as someone who uses power 
to control their behavior. If staff does not believe the 
manager, s/he would find it difficult to persuade them 
accept the organization’s goals. There is a gap in the 
communication which could lead to more serious 
consequences or conflicts. When the two parties do not 
trust each other it is difficult to achieve significant 
results.  

♦ Sometimes employees do not show interest in 
payment or are not afraid of punishments. Then the role 
of the manager is to convince them work for achieving 
the organization’s goals is more difficult. This is a 
negative prerequisite for using persuasion as a means 
power realization. If the manager fails to assert his/her 
understanding (which is in accordance with the 
organization’s goals) in the management process, his/her 
stability could be threatened.  

Effective persuasion in applying power could be a 
result of the following more important tendencies: 

■ The manager has to persuade employees that 
their work is of great importance for the organization and 
that they contribution is invaluable. In this way managers 
gain confidence that they can deal with given tasks and, 
therefore, show more interest in their work. 

 ■ The manager has to persuade employees in 
his/her good intentions towards task duty performance. 
This is a prerequisite for building trust between the two 
parties, i.e. manager – subordinate, in the communication 
process and therefore, a factor for stability and 
sustainability in the management process.   
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 ■ The manager must have good communication 
skills so that s/he can affect employees’ behavior. The 
ability to persuade is a matter of practical experience and 
the possession of various techniques which in general are 
aimed at provoking subordinates’ responsibility so that 
they fulfill given tasks or respond to sent messages.   

 ■ The manager must keep all employees involved 
in the achievement of goals informed. The collective 
decision taking process increases the effect of the 
persuasive actions of managers.  

 
2. Incentive (stimulus)   

Unlike persuasion, where employees perform certain 
tasks even without receiving material benefits, using 
stimuli could be related to material rewards. In this case, 
influence has a more specific significance since power is 
related to an argument which provokes interest in 
employees. In this type of influence managers combine 
elements of power and the resources provisioning of the 
organization’s activities [6, 10]. In addition, this 
instrument integrates some motivational mechanisms 
which determine people’s behavior (in parallel to power). 

 
3. Coercion 

In this case influence is exercised through measures 
based on power and these measures determine 
subordinates’ actions. Coercion is a negative technique 
for achieving the organization’s goals. For staff it is the 
worst possible scenario to suffer from consequences of 
using power. Sanctions have to be imposed only as a last 
resort measures because they create possibilities for 
conflicts which in turn hinder the effective achievement 
of goals. Coercion as an element of the manager’s 
influence is associated to workplace unrest, resistance 
and disobedience on behalf of employees. Therefore, 
managers have to plan carefully the coercive use of 
power and do it only when this is necessary. 

 
 

III. CONCLUSION 
 
In the management process managers have various 

motives for power. The different forms of influence, 
namely persuasion, stimulus and coercion, have great 
importance for the communication within organizations. 
Their effective use determines the sustainability of the 
manager processes. Persuasion and stimuli refer to the 
managers’ attitude towards employees and the methods 
for using power. Coercion could be applied if managers 
have power or other methods for influencing staff. Their 
use depends on the mentality of managers and the 
specific situation in which they are applied.            
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