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Abstract 
This study investigates the influence of power (politics) in the development of 
business strategies of a company established in the oil and gas industry – a 
sector which is characterized by the presence of high risks and uncertainties and 
conflicts of interest. To meet this purpose, were set some intermediate objectives: 
to identify the process of development of the company's strategy, the strength of 
its main domestic coalitions and finally their internal processes of negotiation. 
The initiatives of directors and three internal coalitions suggest that the 
strategic actions implemented by the company were influenced significantly by 
internal politics. More than that, it was also possible to verify that this influence 
is manifested mainly by: use of mid-level management as an influence 
instrument; use of conventional policy tools, use of political games (games to 
consolidate and protect position); strategy seen as positioning determined by the 
dominant coalition and actions to reduce power. By using negotiation, economic 
and operational arguments, technical knowledge of industry practices and 
political games, the coalitions of employees changed the map of the internal 
power and generated a direct impact on the results of the organization. 
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INTRODUCTION 
The study of the political action of the members of the organizations as key factor for understanding the 
strategic dynamic has been a focus of ininterrupted interest in organizational studies. Since Weber, 
authors like Selznik, Crozier, Cyert, March, Pettigrew, Mintzberg, Clegg, and, in Brazil, Machado-da-
Silva and Motta, have been devoted to the study of power and its influence on various aspects of 
organizational life. 
As Morgan points out (1986), an organization can be understood as a political arena, with the 
confrontation between groups in defence of their own interests. The legitimacy of the interests is made on 
the edge of power, whereas the relations between individuals. Thus, the dimension of power is a major 
focus of analysis of the internal environment of an organization, in that it supports the configuration and 
the preservation of the interests of groups (JACOMETTI; MACHADO-DA-SILVA, 2003). It's fair to say 
that not always the power relations can be observed directly, it is necessary to find them in the structure, 
management models, in organizational policies and strategies (FARIA, 2003). 
The process of strategies definition is also subject to internal disputes among the groups in each 
organization, taking into account the diverse form with each group interprets the reality (CYERT; 
MARCH, 1963; JACOMETTI; MACHADO-DA-SILVA, 2003). Through negotiation, economic and 
operational justification and use of policy, coalitions of employees try to modify the map of internal 
power and direct the results expected by the organization. 
Within the school of power as part of strategic thinking, Mintzberg, Ahlstrand and Lampel (2006) 
characterizing the development of strategy as an open process of influence, emphasizing the use of power 
and politics to negotiate favorable strategies to certain interests. The word power is employed, at this 
school, as influence beyond the purely economic. So, politics becomes synonymous with exploitation of 
power. This includes clandestine movements to overcome internal competition considering cooperative 
arrangements between the participants (MINTZBERG, AHLSTRAND; LAMPEL, 2006, p. 174). 
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The school of power was defined with two fronts: the micro and the macro power. Micro power considers 
the politics within an organization, with agents defending their own interests when acting in internal 
conflict or cooperation. Macro power considers the external environment of the company, with one 
organization acting in conflict or cooperation with other organizations. 
This research studies the conflicting interests of internal coalitions (micro power) that can influence the 
process of business strategies definition and the choice of strategic actions (VASCONCELOS, 2009).   So 
the study was limited to discuss the power within the organization (micro power) in the process of 
business strategies definition. Already the macro power, which is the practice of power by one 
organization to influence the external environment was not object of this research. 
 
The relationship between power and business strategy 

For Morgan (1996), the organizational life can be understood as an arena where the interests of 
individuals come into conflict, in contention for resources. With the practice of power these conflicts of 
interests are resolved. 
According to Morgan (1996), fourteen main power sources can be used by members of an organization to 
expand its interests, in the solution of organizational conflicts. These fourteen sources are: formal 
authority; control over scarce resources; use of the organizational structure, rules and regulations; control 
of the decision-making process; control of knowledge and information; control the limits of the borders; 
ability to deal with uncertainty; control technology; interpersonal alliances, networks and control the 
informal organization; control of internal conflicts; symbolism and meaning administration; sex and 
gender relations administration; structural factors that define the stage of the action; the power they 
already have. 
These sources keep relation with social domination sources identified by Weber (1974), as well as the 
areas of uncertainty studied by Crozier and Friedberg (1977). The resources that the organization 
depends on to function generate are so-called zones of uncertainty. Individuals need to be able to provide 
to the organization those resources. Thus, individuals who have or dominate these features (especially 
via technical knowledge), control these areas of uncertainty, expanding their power. 
The strategy can be defined as a process of decision about the allocation and commitment of 
organizational resources. This process will be subject to internal disputes among the groups that make up 
an organization and direct strategic and operational actions, in accordance with their interests and 
understandings (CYERT; MARCH, 1963; PETTIGREW, 1977). Mintzberg et al. (2006) recognize the 
existence of conflict and negotiation in the process of strategy definition as an influence process, in which 
use of power and politics leads to favorable positions to the interests of these groups. 
According to Hitt, Ireland and Hoskisson (2002) strategy is an integrated and coordinated set of 
commitments and actions, whose aim is to explore the core competencies and achieve a competitive 
advantage. It is also the default strategy that integrates the main goals, policies, and action sequences of 
an organization in a whole (QUINN, 1980). A properly formulated strategy helps to organize and allocate 
the resources of a company. Skills and internal weaknesses, changes in the external environment and 
competitive movements affect the definition and implementation of the strategy in the organization. 
Goals and objectives define the results expected by the Organization, but do not establish how the 
strategic outcomes should be achieved (execution of a strategy). 
Strategic objectives and actions for the purpose of this work, are the reactions of industry and require a 
significant commitment of organizational resources. Tactics actions are also moves that the company 
adopts in response to competition to set the strategic action; involve a smaller amount of features and are 
relatively easy to implement and to reverse. The strategic actions should be specific, aligned with each 
other and reinforced by internal actions (HITT; IRELAND; HOSKISSON, 2002). 
If the resources needed to run the strategic actions are not enought, an organization will be forced to be 
more creative, to do more with its limited resources, unlike the traditional pattern of strategy, which 
focuses on the degree of fit among the internal resources and external opportunities (HAMEL; 
PRAHALAD, 1989). For these authors, the strategic objectives create gaps between resources and 
ambitions. Senior management then challenges the organization to fill those gaps with the search for new 
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opportunities. However, rules or guidelines, called policies by Quinn (1980), should be used to define the 
scenario where the action must occur.  These rules are presented as contingent decisions to resolve 
conflicts between objectives. 
Mintzberg and Lampel (1999) understand the preparation of the strategy as an essentially political 
process – a process involving bargaining, persuasion and confrontation between the actors who share the 
power. For these authors, define a strategy for the way politics means having progressed step by step, 
through processes of negotiation. For MacMillan and Guth (1985), Mintzberg; Ahlstrand; Lampel (2006), 
the instruments or politics tools for classic negotiation are: 

 Objectivity: as in many cases it is possible to achieve very similar results using different paths, the 
General Manager must recognize that achieving a successful result is more important than impose 
the method to achieve it. 

 Satisfaction: the politicians soon learn to achieve satisfactory results is much better than to fail in an 
attempt to achieve optimal results through an unpopular strategy. 

 Generalization: shift focus from specific issues to other more general (for example, cost-cutting to 
improve productivity) can increase the management options in their search for strategy and 
associated policies that are, at the same time, effective and able to obtain organizational commitment. 

 Focus on the most important issues: raising the issue at a higher level, many short-term interests may 
be postponed in favor of long-term vantages, more fundamental. 

 Anticipate the behavior of the coalitions: coalitions are formed around the issues currently faced by 
the organization. General managers must be prepared to devote some time to the definition of 
current and recent issues, identifying the participants of the coalitions that formed about each 
question and then analyzing the apparent reasons for which the different members joined the 
coalitions. 

For Clegg, Carter and Konrberger (2004), can be a mistake to trust on strategies defined by a closed 
group, with no specific analysis of the internal and external scenarios, without analysis of the current 
situation. To conceive the strategy requires commitment to the power and politics. This helps to better 
understand the decisions made and how not to take a decision, that is, through the maintenance of 
threads off the agenda, and also the way by which the ruling elites wield successfully controls over the 
process of strategies definition. 
According to Wrapp (1967) the successful Manager is sensitive to the power structure of the organization. 
When considering any current important proposal, he evaluates the depth and nature of the groups 
within the organization. his perception allows him to move through the so-called bottlenecks formed by 
the backlash of the different groups of employees. He rarely forces the passage when a bottleneck is 
locked, preferring to pause until it is released. Related to this particular skill is his ability to recognize the 
need of launching new proposals to the organization. 
He knows that the organization will tolerate only a certain number of proposals that emanate from the 
top of the pyramid. The successful manager knows he must work through groups in different hierarchal 
positions and sectors inside the organization. Reflecting on the reactions to his proposals, the manager is 
able to make a better assessment of how to limit internal rejection. It is rarely found a proposal that has 
full support for the whole organization. The emergence of strong support in some sectors of the 
organization is almost certainly signal the emergence of strong opposition in others. 
If the definition of the strategy in a company can be considered a process of planning and analysis, 
cognition and learning, can also be a process of negotiation and concession between individuals, groups 
and coalitions. Politics comes naturally with the appearance of any ambiguity, such as: environmental 
uncertainty, competing goals, perceptions, or scarcity of resources. Based on this premise, the ones that 
advocate the strategic school could claim not to be possible to propose, let alone implement, optimal 
strategies. Competing goals of individuals and coalitions will ensure that any proposed strategy will be 
disturbed and distorted every step in the way (MINTZBERG; AHLSTRAND; LAMPEL, 2006). 
According to Mintzberg, Ahlstrand and Lampel (2006), the people plays various political games in 
organizations. Among these can be mentioned some best known: game of insurgency; game of counter-
insurgency; sponsorship game; game of forming alliances; game of building empires; game of budgeting; 
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game of skill; the domain game; game of line versus advice; rival sides game; candidate strategic game; 
blow the whistle game; set of gossips. The authors also mention various policy tools used in negotiation 
processes such as: objectivity, satisfaction, generalization, concentrating on issues of utmost importance 
and the anticipation of the behavior of coalitions. 
According to Ouimet (2002), policy strategies used by employees who do not have formal power in the 
company can be classified into two groups: strategies of consolidation of power and protection strategies. 
The strategies of consolidation of power include the power play used by employees with little 
organizational power available, but that, in a context of favourable development, their work evolve. 
They benefit, so a positive work climate due to various reasons, such as chief caring, honest and well-
meaning co-workers, harmonious working relationships between employees, a balanced organizational 
stress and stimulating financial situation for the company. The use of the strategy of consolidation of 
power allows the actors to increase the importance of their resources and, consequently, increasing the 
chances of climbing in hierarchical levels. It involves seven power games: game of the cubs; bulletin 
game; game of tambourine; runner game; game of give and take; game of gear noise; game of mentoring. 
Protection strategies, that befit particularly well to an employee who has little power and is limited to 
working in an organizational context, include 12 power plays. They are: fox game; game of the 7 hours 
man; sandwich-man game; safecracker game of open doors; default game mnemonic; the game ticket for 
sightseeing; game of the cuckoo; game of battle of honor; duck game tottering; the fog game; game of 
conformity to the rules; the diplomatic ballet game. 
According to the results of research conducted by Ouimet (2002) with 103 managers, the most popular 
games, as a way of consolidating power, were game of playing the tambourine and the game of mentor 
and, as protection of position, the fog game and the compliance to the rules game.  The tambourine game 
is the subtle and skillful diffusion of personal achievements. For this, it is necessary to disclose and 
humbly his last acts of fearlessness to the people who can give him good visibility. The information 
should, in principle, spread quickly. He can also use the intranet, whatsapp or any social network to post 
important information about him. The key element to achieve better results from this game is never 
communicate directly his own achievements to key stakeholders, such as, for example, his immediate 
superior. 
It is important to never be identified as the source of emission of the good news to his own respect. It is 
necessary, then, to have a third person between the employee and the recipient. With respect to the game 
of mentor, he is to undertake actions to become a pupil of a respected person, who knows the company's 
organizational culture. His advice will make it possible to improve the understanding of the dynamics of 
informal social networks. In addition, the mentor will launch his pupil in certain specific rituals of real 
firm symbolics. Mentor protégé will have privileged access to the fundamental values of the company: its 
mission, its foundation myths, the explorations carried out by its founders, the system of beliefs and 
attitudes to promote its mission, the taboos and prohibitions. 
In the game of fog, faced with adversity the staff decide to renounce the talk. So, when it operates in a 
climate of unfavourable work and the power is revealed less tenuous opponents know about his life 
details, the more they will have difficulty in capturing their weaknesses. Matter, therefore, say as little as 
possible about the private life and stop strictly professional information. When asked about the private 
life, can be vague and explore a discontinuous conversation. With respect to conformity to game rules, 
the clerk, with few means to enforce his opinion and adjust to an adverse context, has a high interest in 
respecting the policies and procedures. The protective shield and above all legitimate rules allows him to 
increase the protection and develop more easily in a mechanistic or organizational culture with people of 
analytical personality. 
Can be stated that the game of rules compliance is presented as the most effective means of defense in the 
mechanistic and professional bureaucracies. The rules laid down by the members in a position of 
authority allows then to protect and legitimize their defensive actions. 
According to Mintzberg, Ahlstrand and Lampel (2006) in the vast majority of organizations there are 
three systems that use media defined as legitimate, meaning that their power is officially recognized: 
formal authority, established culture and technical authority. Sometimes these means are used to achieve 
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illegitimate purposes. Then arises a fourth system, politics, whose means may also not be legitimate, but 
that can be used to search for purposes that are, in fact, legitimate. Thus, the policy can ensure that all 
sides of an issue are fully discussed, whereas other systems of influence can promote only one; can also 
stimulate necessary changes that are blocked by most legitimate influence systems; and, finally, can make 
ease the way for the implementation of changes. 
Under the strong influence of the power game, the resulting strategies tend to be emerging and assume 
more the way of positioning (of the ruling coalitions) and evade than prospects.  
Mintzberg, Ahlstrand and Lampel (2006) argue that an organization completely dominated by the power 
game does not have a dominant part, does not have a dominant coordination mechanism and no stable 
form of centralization or decentralization, and are usually characterized by actions of unbundling. 
Sometimes these situations are temporary, and reflect difficult transitions in the strategy or structure 
evoking the conflict. Others are more enduring, as when the Organization faces internal competitive 
forces strong, for example, between the departments of marketing and production. The authors explain 
that the definition of strategy involves more than power. With attention focused on division and 
fractionation, the power set can leave aside the role of integrative forces, such as leadership and culture, 
even in conflict situations. In addition, while it is true that the political dimension can have a positive role 
in the organizations, can also be a source of waste and distortion in organizations. 
 
METODOLOGY  
In the present research was studied a company specialized in the service sector of the oil and gas 
industry, located in the city of Rio de Janeiro, Brazil and subsidiary of multinational company. The oil 
and gas sector is characterized by the high presence of risks and uncertainties, as well as conflicts of 
interest between coalitions of professionals (experts) that make up the companies of the sector. In 
addition, the market is strongly influenced by international fluctuations, which represents potentially 
greater uncertainty for the operations of a multinational subsidiary (VASCONCELOS, 2009). 
Were documented ten interviews with employees who are in charge of functions distributed in four 
hierarchical levels, including CEO, CFO, COO, CIO, managers and technicians. Were interviewed four 
directors, two project managers, two engineers, two planning board members, making the total of ten 
participants in the research.  The employees interviewed were selected from the identification of specific 
strategic actions approved and rejected in the annual planning exercises of the company. Prior to the 
interviews, the researcher has consulted internal documents, plans, business models, management 
reports and reports to shareholders (VASCONCELOS, 2009). 
The researcher also had access to the intranet pages of restricted use of the employees, in addition to 
consult the contents of the home pages of the company. Active observation was also used not only to 
gather evidence, facts, activities and behaviors relevant to this study, but also with the intention of 
identifying non-verbalized subjectivities, that is, hidden in speeches of respondents. From the analysis of 
this material was created a mixed grid of possible answers (categories) to the questions of the interview 
script (VASCONCELOS, 2009). 
 
DISCUSSION  
The company 
The researched company is a subsidiary of a multinational group, and operates in the Brazilian market as 
a provider of services, high technology, contractors for big companies in  the oil and gas industry. The 
Corporation to which belongs the company researched developing (domestically and in conjunction with 
partner companies) technology and equipment to provide support services to large groups of companies 
that are players in the industry oil and gas. 
To meet the demand of its customers in Brazil, the company is structured internally as a matrix 
organization, with a combination of characteristics of functional organizations and those oriented to 
projects. The directors and managers of the business units act as managers of portfolios and projects, each 
service contract regarded as for the purpose of project management, planning and control. Using the 
matrix structure, the company features, in their business units, many of the characteristics of a project-
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oriented organization: full-time project managers with considerable authority (line) and receive the 
service support given by the administrative staff, marketing, project managers, and other employees of 
the functional departments (advice). 
 
Strategic actions  

The International corporation conducts annual exercises for international strategy definition, and the 
brazilian subsidiary, simultaneously with the Corporation, carry on its planning cycle and early strategy, 
with the focus on the environment. In both cases, scenarios are made, industry analysis, SWOT analysis, 
trends (economic, technological, market and policies), behavior of customers, contractors and 
competitors. The process to develop the strategy starts with the international scenarios, and from them, 
local scenarios are developed. 
Were identified by respondents three strategic actions implemented in two planning cycles: 1 business 
unit operation 1, business operation unit 2 and business operation unit 3. Business unit 1 uses of specific 
equipment is part of the Corporation's portfolio in all the subsidiaries and representations all over the 
world, including in Brazil. The Corporation, at the international level, has developed its own technology 
in providing this type of service and uses own equipment, already on a large scale. From the technology 
already dominated by the Corporation, the offer of this service came to be made in Brazil and already is 
considered one of the main items in the portfolio of differentiated services. 
Business unit 2 is the result of a strategic action that was put into practice with the acquisition of a local 
company that specializes in this type of service, and who acted as hired company before. All resources 
(human, material and technological) were absorbed as part of the acquisition. 
Similarly to the strategic action of  business unit 2, the business unit 3 decided to develop human 
resources to operate third-party equipment to support the offshore fields of oil prospection and 
production. It was also a brazilian initiative, which received a great incentive with the acquisition of a 
company specialized in providing this type of service. 
 
The identified internal coalisions  

Due to the highly complex technical activities, the directors, managers and employees surveyed are 
professional experts in services for the oil and gas industry. The Board of the company consists of skilled 
professionals in training courses, postgraduate studies and specializations, and with proven experience in 
operating activities of exploration, production and support to offshore oil and gas fields. 
The answers of the interviewees and the result of observation during the survey indicate the company 
being researched an organization run by professional experts in their branches of acting technique, 
approaching the structure configuration and power named professional organization (MINTZBERG et 
al., 2006). This configuration was observed in the company researched, among other aspects, by the 
strong delegation of power granted to the experts and the intense political activity practiced internally 
during the process of development and approval of strategic actions. 
The researcher found evidence of the application of technical skills of Directors, managers and 
practitioners and the complementarity between them for the definition, background and implementation 
of strategic actions that bring benefits to the company and extend the differential practiced in customer 
service. 
The researched company board of directors is also formed by experienced professionals. The decisions 
and actions recorded during the period of the survey demonstrated the practice of negotiation between 
the members, the opinion of the experts in each field.  The Directors responsible for business units 
directly influence the strategy and the decisions of the Board, with their expertise and market-oriented 
field of advanced techniques. The Board, formed by the General Manager and administrative directors 
(advisory services), operates in direct support to the business units and strengthens the positions of 
Directors of business units (line). 
It was observed that the company researched heard in detail the position of Director of the business unit 
1 about an opportunity of new project that would require the joint performance of three business units. 
However, it was found that the preparation of this project was widely dominated by experts of the 
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business unit 1, with the remaining business units providing support in the field. Only upon acceptance 
by other units of the arguments presented the Board of Directors approved the project. The proposal was 
then formalized to the customer. 
Objectively, were identified three coalitions (dominant) of members of the organization: Staff 1, formed 
by employees from marketing and General Office support; Operation 2, formed by employees of the 
business unit 2; and Operation 3, which is the coalition formed by the employees of the business unit 3. 
The coalition Staff 1 acts throughout the company and proposed strategic actions of success such as the 
strategic action which resulted in the creation of business unit 2. The coalition Operation 3, formed by 
employees of the business unit 3 is the one that has the largest number of participants. It operates 
primarily with the members of the Board of Directors of the company. The Operation 3 recommends 
directly the directors about the industry scenario and the behavior of customers and competitors. 
Respondents commented that participants of the coalition Operation 3 are seen as influencers and are 
consulted by the Board during the process of planning and strategy studies in relation to industry 
scenarios. 
The coalition Operation 2 is responsible for the proposed strategic actions geared to its thread. The 
participants of this coalition are specialized professionals in support services to the offshore oil industry. 
Their proposals, according to respondents, are oriented mainly to the growth of the services and 
internationalization. 
About built-in groups that most influence the strategic actions of the company, the answers pointed to 
two coalitions: Staff 1 and Operation 2. The answers of the participants suggest that the Staff 1 staff in 
head office, by the Board, and that participates in all contacts with clients and prospects, answering calls 
and sending business proposals, is always ahead of others employees. 
Cleverly, the employees at Operation 1 uses the knowledge acquired in their activities to influence the 
drafting and subsequent adoption of strategic actions. The coalition Staff 1 is the only  one on company 
research that does not have source in your frames of previous acquisitions. The Staff 1 was formed by the 
Director who selected candidates and completed with the hiring of specialists in the industry of oil and 
gas. 
With respect to the other group mentioned by the interviewees, the coalition Operation 3, is comprised of 
experienced professionals who have worked in several companies in the oil industry. Participants enjoy 
prestige by the current Board of the company and also exert strong power of persuasion since their 
admission - fact that happened through an acquisition. Currently these experts form the business unit 3, 
which provides specialists to operate third-party equipment. Since then, with positive operational results, 
began to influence also on business strategy. 
 
The power game  
The participants of the Staff 1, Operation 2 and  Operation 3 coalitions demonstrated during the research, 
knowledge of internal process of formulating strategies and tools, standards and methodology used as 
support for the definition of strategic actions. The practice of power game set by the participants of the 
coalitions happens initially within each business unit. As soon as the process of definition of studies for 
strategic action is completed, with the definition of a winning proposal, and which will later be presented 
as candidate for the company's strategy, there is a natural movement of unification of forces of the 
participants. All of employees are adopting as their the strategic action proposal chosen to represent the 
interests of their coalition. 
 
Classic politics tools  
It was found that some classic political tools were used by the administration of the company researched, 
such as: (i) satisfaction, (ii) generalization, (iii) concentrating on the most important issues and (iv) 
anticipation of the behavior of coalitions. 
About the tool that consists in accepting that achieve satisfactory results is much better than to fail in an 
attempt to achieve "great" through unpopular actions, the company researched allows to business unit 2 
doesn't adopt all standards recommended by the Corporation.  That is, it allows the experts to continue 
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using the parameters, policies and procedures which were adopted before the acquisition of the company 
that was transformed into the business unit 2. With that satisfaction tool has collaborated to obtain results 
within the international parameters and with good acceptance by professionals allocated in this business 
unit, which revealed that feel safer in their work with the authorisation to continue using their health care 
and safety procedures. As a cohesive group and used to work together in aggressive environment, 
experts consider essential to participatory activities during the work. From this experience, participants of 
the coalition adopt similar practices in the preparation and defence of its proposed strategic actions. 
The practice of mainstreaming policy, i.e. change of focus to specific issues to other more generic (for 
example, cost-cutting to improve productivity) is used as a form of postponement of decisions. An 
example of use by the company's Board searched occurs in relation to proposals for strategic actions 
originated by coalition Staff 1, when the Board asks that these new proposals have usually based on 
already internationally approved strategies. Staff 1 interviewed participants indicated that from the 
request of the Board, the internal process of preparation of the proposed strategic actions became more 
robust, because starting from ideas already discussed internationally and from then on, their excuses 
become more comprehensive as well as based on numbers and values previously discussed. 
With regard to concentration tool on issues of utmost importance they use allows many short-term 
interests may be postponed in favor of long-term interests, more fundamental. This practice is 
emphasized during training sessions about strategy. When examining proposals for strategic action, 
during the annual planning, the company researched announces greater weight to approval of the 
proposals is always assigned to those of greatest importance to the deal, the medium and long term. 
Finally the company searched also adopts the anticipation of the tool behavior of coalitions, i.e. attempts 
to identify participants for coalitions and analyze the apparent reasons for which different members 
entered in these coalitions. With this practice, according to the respondents, the company researched can 
implement effectively actions of magnification or reduction of power that will be needed. This happened 
when the company investigated realized (and supported later) coalition Operation 3 desire to centralize 
in each equipment decisions on offshore support activities. 
With respect to the tool objectivity, that is to recognize that achieving a successful result is more 
important than impose a specific path to reach it (policy) it was not practiced in the company during the 
search period. The main reason for it non-use is due to the fact that the business units are formed by 
specialists hired from small and medium-sized companies that try to remain with their original policies, 
standards and practices. So the political tool objectivity is partly left out for the adoption of policies, 
standards and recommended practices for International Corporation (standardization). 
 
Politics games to consolidate or protect the position 

The game of budgeting is practiced by project managers, when they seek to use the resources allocated to 
their projects to justify strategic initiatives. The project managers of the business unit 3 use the budgeting 
game to attract human resources of greater seniority for their projects and expand their power basis. 
These projects have greater visibility in the company due to financial return achieved and professional 
exposure with the client and the market. 
The game of skill is practiced by engineers and technicians during projects development. They seek to 
disseminate the results achieved in the projects, which has their origin in the application of individual 
technical knowledge and assistance from the group of employees within each project. With that, the 
image of these employees solidifies the basis of technical knowledge put into practice to achieve results 
for the company.  The games are practiced when strategic candidate employees use policy tools to 
promote their strategic initiatives. 
The line versus staff games are practiced in the company researched advice by employees of the coalition 
Staff 1 (advice) when they try to protect their position through the minimization of the influence of 
employees of business units (line). During the interviews, it was explained that the coalition Staff 1 seek 
to always expand the possible expected results of strategic actions proposed by them, to the detriment of 
results arising from strategic actions proposed by the coalitions of employees of business units. 
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According to information received from respondents, formation of alliances is practiced by managers of 
each project or each team allocated in different equipment when they seek to consolidate in a single 
proposal for strategic action to be submitted during each planning cycle. This, indeed, was the only quote 
made by respondents about the negotiation process within the same business unit. 
The insurgency game was practiced initially by employees who formed the coalition on the environment 
area in response to the rejection of their proposal for strategic action.  The researcher noted, during the 
research, that these same employees began to practice the game of battle of honor in defending proposals 
for strategic actions aimed at the environmental area. On the basis of his proposals have been rejected by 
the Board, finally these employees started to practice the game of conformity to the rules. This was done 
to protect their positions, according to information obtained in the interviews, while waiting for the new 
planning cycle, when they wish to submit new draft strategic action related to the protection of the 
environment. 
Already experts at  business unit 2, also hired as part of an acquisition, practicing the game of noise. Thei 
use this procedure to obtain more resources and support along the direction of the company seeking to 
consolidate a position of importance that existed before the acquisition being implemented. 
 
Use of power reduction actions 
The only action of reduction of power commented by respondents in our survey took place having on 
one side, the direction of the company researched, and other non-dominant coalition, Staff 2, formed by 
the group of employees on the environment area, which presented the proposal for action-oriented 
strategic projects of preservation and environmental audit.  In a previous decision of the Board of the 
company researched, was ruled out in the short term, the expertise in environmental services. Therefore, 
proposals for strategic actions addressed to environment projects were discouraged in strategy. With the 
insistence of the participants of this coalition, the company researched opted to use the episode as a 
model for the other employees. 
As reported by the respondents, the company searched immediately relocated the members of the 
coalition in different projects in different business units, separating the members of the group. With this 
decision, formally eliminated the coalition Staff 2 before possible negative reactions could spread by other 
sectors of the company. 
As the acquisition of the company in which these professionals acted was motivated by the need to use 
knowledge in project management – and did not experience in the environment – the company 
researched decided to separate the professionals, with the extinction of the group and immediate transfer 
of components for other areas and specific functions. So, was given to each of the new employees the 
opportunity to develop professionally and contribute positively to the company's results, using their 
experience as project managers. 
 
Use of mid-level management as an element of support for the coalition's interests 
In the searched company the mid-level management exists only formally in the functional boards. In the 
business units, what we call middle-level management is composed, in their most, by experienced 
engineers who act as project managers with customers, and report directly to the director of each 
business unit. 
As they work in projects, directly with the other technicians and specialists, these project managers 
demonstrate their strength to the Board, from the knowledge and mastery of the techniques of thread in 
that expertise, in exercising influence about their teams, as well as in the direct relationship they maintain 
with client representatives during the provision of the services or project lifecycle. 
The annual staff review process (human resources) in the company is based on recommendations 
formalized by project managers for each employee of their project. These recommendations are submitted 
to the committee composed of the members of the Board. The result of the Committee contains a ranking 
of employee performance and a list of employees for possible promotions. Wage increases are distributed 
to employees annually, according to their rank position on the list organized by human resources based 
on classification of employees and on the list for future promotions. 
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Career and succession planning is done using the information from the list of promotions and potential 
observed by individualized for each employee evaluated. Therefore, the recommendations contained in 
the periodic evaluations made by project managers about the measured results and estimated potential 
employees are considered relevant, according to the information obtained from the respondents. 
The direction of the company recognize the essential character of the commitment of middle 
management, both on the boards and in the functional departments of the business units, where middle 
management is formed by project managers. The directors act as facilitators, through vertical and 
horizontal communication channels within their business unit or functional Board within each committee 
defined by the Executive and industry boards (Board of Directors of the company) and between the 
company and intermediate managers (functional managers and project managers). In this way, facilitates 
the forwarding of proposals for strategic actions of internal coalitions. 
 
CONCLUSION 
The present research sought to investigate the influence of the power game (policy) in the process of 
delopment ot business strategies in a company of the oil and gas industry, a sector characterized by a 
high presence of risks and uncertainties, conflicts of interest and professionalism (specialization of 
employees). To meet this purpose, were established some intermediate objectives: identify the process of 
development of enterprise strategy research, its main internal coalitions and their internal trading 
processes. 
The selected company turned out to be a fertile area in political negotiations dominated by coalitions of 
professionals.  In terms of structure and power configuration, it was observed that the company is indeed 
a professional organization (MINTZBERG et al, 2006) characterized, inter alia, by the strong delegation of 
power granted by the experts. 
It was noticed that in the company the strategy is understood as a matter of market positioning 
(MINTZBERG, AHLSTRAND and LAMPEL, 2006) which is significantly influenced by the dominant 
coalition Staff 1. In the case, the coalition Staff 1 influenced the company's strategy to propose the 
acquisition of the company that originated the business unit operation 2. The acquired business was 
transformed into a new business unit that went to work in conjunction with the operação1 business units 
and operation 3 business unit. 
The survey results indicated a sharp use of classical political tools as: satisfaction, generalization, 
concentrating on issues of utmost importance and the anticipation of the behavior of coalitions. It was 
observed the presence of political games such as: budgeting, game of skill, strategy, online game 
candidates versus advice, training game of alliances, insurgency, battle of honor, conformity to game 
rules, sponsorship and the game noise. It was also verified the presence of reducing power as was the 
case of the actions of the Board against a coalition of smaller power, through reallocation of its 
participants. 
The results listed above suggest that the process of forming business strategies,  in the researched 
company, is significantly influenced by the power game, confirming the theoretical assumptions that 
support this study. 
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