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THERE’S MORE THAN ONE WAY TO CRACK AN EGG: 
BUILDING A CAREER YOU LOVE 
PROFESSOR RANDALL S. PETERSON
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What I Was Told in Graduate School

Research is King! Be a Great 
Teacher

Administration 
and Service

Be a Good 
Teacher

Administration 
and Service

Apply What 
You Know

Versus What I Learned Along the Way
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A nonlinear path!
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MY HISTORY
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A nonlinear path!

Demographic diversity
Personality
Values

Leadership
Resolution Strategies

Trust

Agricultural 
Education

Psychology

Communication Organizational 
Behavior
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Team                                
Conflict

Processes

Conflict
Outcomes 

MY RESEARCH (BROADLY)
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How can conflict help teams be more effective?

Demographic diversity
Personality
Values

Information Processing
Team Viability
Performance

Leadership
Resolution Strategies

Trust

Research Methods
 Q-sort
 Concept Mapping
 Attribute Alignment 
 Longitudinal designs
 Experiments
 Qualitative content 

analysis 
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How can conflict help teams be more effective?

Demographic diversity
Personality
Values

Information Processing
Team Viability
Performance

Leadership
Resolution Strategies

Trust

Research Methods
 Q-sort
 Concept Mapping
 Attribute Alignment 
 Longitudinal designs
 Experiments
 Qualitative content 

analysis 

Team Types
 Work Teams
 MBA Teams
 TMTs
 Boards



WHY I STUDY INTRAGROUP CONFLICT

8

A normal part of working in teams (i.e., most teams report 
experiencing conflict), but often dreaded

Not uniformly bad or good – can be the source of strategic 
advantage, but can also be the cause of dysfunction and failure 

Managers spend about 20% of their time resolving conflict (e.g., 
Thomas & Schmidt, 1976) 
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A Short History of Team Conflict Research

Team Conflict 1.0 Team Conflict 2.0 Team Conflict 3.0
Team Conflict Processes

1950s to 1990s
Conflict Types 

1990s to 2010s
Microfoundations

2020s onwards

Organizational conflict 
processes and stages 
(e.g., Pondy, 1967)

• Observation of 
business and 
government conflict 
situations

• Conflict resolution

FOCUS ON 
CONFLICT 

PROCESSES

With thanks to Sivahn Barli for suggesting this way of thinking about it
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Increased Performance/
Decreased Satisfaction

Resolution Focus: Creating Explicit Rules

Reacting to previous disruptions by restructuring
and clarifying expectations, including:
• Written rules & punishments
• Majority rules at decision time
• Arbitration approach to conflict

Increased Performance/
Increased Satisfaction

Resolution Focus: Equity

Foreseeing problems and pre-emptively organizing
to eliminate disruptions, including:
• Work assignments based on skill
• Forecasting scheduling and work-load problems
• Focusing on content over delivery style

Decreased Performance/
Decreased Satisfaction
Resolution Focus: Adhocracy

Reacting to previous problems by focusing
on minimizing individual misery, including:
• Divide and conquer
• Avoiding debate, choose easy solution
• Trial and error to correct process
• Avoiding group meetings

Decreased Performance/
Increased Satisfaction
Resolution Focus: Equality

Anticipating how group decisions impact
individual feelings, including:
• Work assignments based on volunteers
• In place analysis, include all ideas
• Strong focus on cohesion

Whole Team Strategies

Conflict management strategies that 
focus on the board goals over 

specific individual complaints/quirks

Strategies to Manage 
Individuals 

Conflict management strategies that 
focus on individual’s complaints and 

requests over the group’s goal

Reactive Strategies

Conflict management strategies applied 
in reaction to existing problems

Pre-emptive Strategies

Conflict management strategies to pre-
empt negative effects of conflict

12
Figure from: Behfar, Peterson, Mannix, and Trochim (2008). The Critical Role of Conflict Resolution in Teams. Journal of Applied Psychology, 93, 170 – 188.
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Figure from: Behfar, Peterson, Mannix, and Trochim (2008). The Critical Role of Conflict Resolution in Teams. Journal of Applied Psychology, 93, 170 – 188.

Whole Team Strategies

Conflict management strategies that 
focus on the board goals over 

specific individual complaints/quirks

Strategies to Manage 
Individuals 

Conflict management strategies that 
focus on individual’s complaints and 

requests over the group’s goal

Reactive Strategies

Conflict management strategies applied 
in reaction to existing problems

Pre-emptive Strategies

Conflict management strategies to pre-
empt negative effects of conflict

Voting

Compromise or 
Consensus

Discuss or 
Debate

Open 
Communication

Idiosyncratic 
Solutions

Avoided or 
Ignored

Rotating 
Responsibilities
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CONFLICT IN TEAMS (EARLY PROCESS-ORIENTED WORK)
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Team Conflict

Information Benefits: 
Access to Diverse 

Information
Team Performance

Poor Social Cohesion:  
Ineffective Team 

Information Sharing

+

+

+

-



Conflict
Low High
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Conflict
Low High
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Conflict
Low High
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A Short History of Team Conflict Research

Team Conflict 1.0 Team Conflict 2.0 Team Conflict 3.0
Team Conflict Processes

1950s to 1990s
Conflict Types 

1990s to 2010s
Microfoundations

2020s onwards

Organizational conflict 
processes and stages 
(e.g., Pondy, 1967)

• Observation of 
business and 
government conflict 
situations

• Conflict resolution

FOCUS ON 
CONFLICT 

PROCESSES

Task, Relationship, & 
Process conflict (e.g.
Jehn, 1995, 1997) 

• Student teams
• Experiments
• Surveys of team 

members

• Benefits of conflict

FOCUS ON 
CONFLICT TYPES

With thanks to Sivahn Barli for suggesting this way of thinking about it
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TEAM CONFLICT RESEARCH
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Conflict Type Research Explained the Inconsistencies in Conflict Process Work

This approach emerged in the 1950s with the distinctions first made 
between task and relationship conflict.

 Conflict types (e.g., Guetzkow & Gyr. 1954)

This approach became the mainstream in the 1990s
 Conflict types (e.g., Jehn 1995, 1997)

Using this general approach we know a lot about:

 Measuring conflict types (e.g., Jehn, 1995; Behfar,  Mannix, Peterson, & 
Trochim, 2011)

 Consequences of conflict (e.g., de Wit, Greer, & Jehn, 2012)

How much conflict is in this team?

 Stephanie: 4.5/7

 Jorge: 5/7

 Nilema: 5.5/7

 Gang: 4/7
Mean level: 4.75/7



CONFLICT IN TEAMS (EARLY PROCESS-ORIENTED WORK)
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Team Conflict

Information Benefits: 
Access to Diverse 

Information
Team Performance

Poor Social Cohesion:  
Ineffective Team 

Information Sharing

+

+

+

-
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Task Conflicts entail disagreements among group 
members about the content and outcomes of the task 
being performed. Leading to…



Task conflict, De Dreu, 2006

Conflict
25
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Task Conflicts entail disagreements among group 
members about the content and outcomes of the task 
being performed. Leading to…

Relationship Conflicts involve disagreements among group 
members about interpersonal issues, such as personality 
differences or differences in norms and values. Leading to…



Task conflict (De Dreu, 2006)

Conflict

Relationship conflict, 
(Jehn, 1995; Amason, 1996; 
Simons & Peterson, 2000; etc.) 

Reverse 
Causality 

for 
Relationship 

Conflict 
(Peterson & 

Behfar, 2003)

27

Correlated
on average

+ .7
(Simons & 

Peterson, 2000)



Task Conflicts entail disagreements among group 
members about the content and outcomes of the task 
being performed. Leading to…

Relationship Conflicts involve disagreements among group 
members about interpersonal issues, such as personality 
differences or differences in norms and values. Leading to…

Process Conflicts are disagreements among members 
about the logistics of task accomplishment, such as the 
delegation of tasks and responsibilities (these proxy for 
relationship conflict).

28



Task conflict (De Dreu, 2006)

Conflict

Relationship conflict, 
(Jehn, 1985; Amason, 1996; 
Simons & Peterson, 2000; etc.) 

Correlated
on average

+ .7
(Simons & 

Peterson, 2000)

Reverse 
Causality for 
Relationship 

Conflict 
(Peterson & 

Behfar, 2003)

Early Process Conflict is OK
Late Process Conflict is bad

(Jehn & Mannix, 2001)

29
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PROBLEMS WITH THE CONFLICT TYPE PARADIGM

Problem 1

Proliferation of Types
 What started as task and relationship, now includes process, 

contribution, logistical, status, etc.: Behfar, Mannix, Peterson, & Trochim, 
2011; Bendersky & Hayes 2012

Problem 2

Data/Theory Inconsistency
 Reverse causality, scale differentiation problems: Peterson & Behfar, 2003; 

Behfar, Mannix, Peterson, & Trochim, 2011
 Asymmetry of conflict perceptions: Jehn, Rispens, & Thatcher, 2010

Problem 3

Assumptions Questioned
 Assumption is that conflict operates primarily at the team-level: Jehn, 

Rispens & Thatcher, 2010; Sinha et al., 2016
 Assumption is that conflict with one- or two-members spreads to team-

level: Jehn, Rispens, Jonsen, & Greer, 2013; Korsgaard, Ployhart, & Ulrich, 
2014
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A Short History of Team Conflict Research

Team Conflict 1.0 Team Conflict 2.0 Team Conflict 3.0
Team Conflict Processes

1950s to 1990s
Conflict Types 

1990s to 2010s
Microfoundations

2020s onwards

Organizational conflict 
processes and stages 
(e.g., Pondy, 1967)

• Observation of 
business and 
government conflict 
situations

• Conflict resolution

FOCUS ON CONFLICT 
PROCESSES

Task, relationship, & 
process conflict (e.g.
Jehn, 1995, 1997) 

• Student teams

• Experiments

• Surveys of team 
members

• Benefits of conflict

FOCUS ON CONFLICT 
TYPES

Origins & evolution of 
conflict (e.g., Humphrey et 
al. 2017, Park, Mathieu, & 
Grosser, 2020; Shah, 
Peterson, Ferguson & 
Jones, 2021)

• Network measures 

• Social relations models

• Conflict management

FOCUS ON CONFLICT 
STRUCTURE 

With thanks to Sivahn Barli for suggesting this way of thinking about it





RESEARCH QUESTIONS
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How does it evolve over time?

Where does team conflict begin?

Does this differ for task and relationship conflict?



POSSIBLE ORIGINS OF CONFLICT

34
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POSSIBLE ORIGINS OF CONFLICT

“You and I go 
hard at each 

other like we’re 
going to war”

 Dyad

 History, miscommunication, perceptual differences, etc. (Wall & 
Callister, 1995)

 Interpersonal interactions form the foundations of team conflict 
(Humphrey, et al., 2017)

“I knew you 
were trouble 
when you 
walked in”

 One individual

 Bad apple: “chronic behaviors that impair group functioning” (Felps, 
Mitchell, & Byington, 2006; Peterson, Davidson, & Moynihan, 2007)

 Principled dissenter (e.g., Nemeth, 1986; 2018)
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POSSIBLE ORIGINS OF CONFLICT

“Us and 
Them”

 Subgroups

 Social categorization; faultlines (e.g., Brewer & Kramer, 1985; Tajfel & 
Turner, 1979; Lau & Murnighan, 1998)

 Coalitions (e.g., Carton & Cummings, 2012; Mannix, 1993)

“And everyone’s 
competing for a 
love they won’t 

receive”

 Entire Team

 Uniform level of conflict due to a shared task and social context 
(Korsgaard, et al., 2014)

 Routinized pattern of interactions (Marks, Mathieu, & Zaccaro, 2001)
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“All this bad 
blood here, won't 
you let it dry?”

 Continuity

 Conflict stays at the level at which it originated

 Examples: ostracizing a dissenter, not getting involved in interpersonal 
conflicts of others (Carment & Rowlands, 1998; Nemeth, Brown, & 
Rogers, 2001; Thomas, 1992)

“You go talk to 
your friends, talk 

to my friends, 
talk to me”

 Contagion

 Conflict flows from a lower level to a higher level

 Direct or indirect, emotions are contagious (Barsade, 2002; Foulk et 
al. 2016; Jehn et al., 2013; Korsgaard et al. 2014)

POSSIBLE EVOLUTION OF CONFLICT

“Let’s play the 
blame game for 

sure”

 Concentration

 Conflict flows from a higher level to a lower level

 Scapegoating (Gemmill, 1989; Rothschild, et al., 2012)
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METHODOLOGICAL APPROACH

Study 1
Qualitative

 Coding of written conflict episodes (executives and students)
 Who is involved at the start and end of the conflict?

Study 2

Over Time Quantitative
 Network study of team conflict over time (students)
 Who is involved in team conflict over three time periods?
 Does this differ for task and relationship conflict?

Study 3
Quantitative

 Network study of team conflict over time (bicycle manufacturer)
 Do origins matter for team performance?



Example quotationOrigin

“Many of the conflicts surrounded one girl on the committee that opposed every suggestion 
the committee or I made.”

Individual

“At first these two debated about differing ideas on what the venue and theme should be. As 
time went on and neither gave way on their idea it became more about winning to them than 
about finding a good working solution.”

Dyad

"Earlier this year we were in the midst of commissioning a new major substation. The team 
working on the project were from Engineering, Maintenance, contractor and operations… The 
conflict started when the team from Engineering and contractor were not ready to 
entertain and carry out tests requested by the Operations and Maintenance. The 
concerns of the Engineering and contractor was that tests were not stipulated in the specs and 
that could have an impact on schedules. The concerns of the Operations and Maintenance was 
that, not conducting the tests could have future negative impacts on the reliability of the new 
system and lead to loss of production later.”

Subgroup

“When we had our first meeting after the challenge was announced, everybody came up with 
their own idea on how we could build our robot…Every member thought their idea was 
the best and wanted to use their own.”

Team

39

QUALITATIVE RESULTS



QUALITATIVE RESULTS

N = 112 papers UG v. Exec: X2(5) = 6.60, p = .25
40



QUALITATIVE RESULTS

And later involved…
The conflict started 

because of… TeamSubgroupDyadIndividual

7%0%1%18%Individual

5%9%17%3%Dyad

2%24%0%0%Subgroup

14%1%0%0%Team

41
N = 109 papers UG v. Exec: X2(11) = 11.84, p = .38



OVER TIME QUANTITATIVE 

Task conflict. At times, we had task-related disagreements (i.e., we had different viewpoints on the 
task, different ideas about the task, or differing opinions about the work being done).

Relationship conflict. At times, we had difficulty getting along (i.e., our personalities clashed), we 
disagreed about personal matters and non-work things (i.e., social or personal things).

Random coefficient model to estimate effect of individuals, dyads, subgroups, and teams on 
conflict (controlling for rater bias).

Individual Dyad Subgroup Team

42



WHAT DOES CONFLICT LOOK LIKE?

43
Shah, Peterson, Jones, & Ferguson, 2021



OVER TIME QUANTITATIVE RESULTS
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How does team conflict evolve over time?



OVER TIME QUANTITATIVE RESULTS

45

How does team conflict evolve over time?



Task conflict.
At times, we had task-related disagreements (i.e., we had different viewpoints on the 
task, different ideas about the task, or differing opinions about the work being done).

46
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Dyad Dyad Dyad

Task conflict.
At times, we had task-related disagreements (i.e., we had different viewpoints on the 
task, different ideas about the task, or differing opinions about the work being done).



HOW DOES KNOWING  ABOUT MICROFOUNDATIONS HELP TEAMS BE MORE 
EFFECTIVE? HOW ARE WE MOVING AHEAD IN TEAM CONFLICT RESEARCH?

 The most widely taught team conflict management models typically focus on whole team cooperation 
(relationships) versus competition (task) (i.e., negotiations frameworks) (e.g., conflict modes work),. Given what we 
know now, they are insufficient to understand and effectively manage intragroup conflict.

48
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 Task Conflict is more likely to result in 
positive outcomes for the group. 

 How many and type of people matters – a 
debate between two people is healthy, 
multiple dyads is OK too.  

 Conflict that involves the whole team 
almost never ends well. You need neutral 
players. But go back to something 
everyone can agree on and start over if 
you can.   

 When the argument is stuck by two 
powerful subgroups, especially if it 
becomes about ‘winning’ rather than doing 
what is right for the whole group….invite 
another idea in. 

HOW DOES IT MATTER? 

 Origin matters – do not involve the whole 
team if the problem is one or two 
members. 
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A Short History of Team Conflict Research

Team Conflict 1.0 Team Conflict 2.0 Team Conflict 3.0
Team Conflict Processes

1950s to 1980s
Conflict Types 

1990s to 2010s
Microfoundations

2020s onwards

Organizational conflict 
processes and stages 
(e.g., Pondy, 1967)

• Observation of 
business and 
government conflict 
situations

• Conflict resolution

FOCUS ON 
CONFLICT 

PROCESSES

Task, relationship, & 
process conflict (e.g.
Jehn, 1995, 1997) 

• Student teams
• Experiments
• Surveys of team 

members

• Benefits of conflict

FOCUS ON 
CONFLICT TYPES

Origins, structure, & 
evolution of conflict 
(e.g., Humphrey et al., 
2017; Park, Mathieu, & 
Grosser, 2020; Shah, et 
al, 2021)

• Network measures 
• Social relations 

models

• Conflict management

FOCUS ON CONFLICT 
STRUCTURE 

With thanks to Sivahn Barli for suggesting this way of thinking about it
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What I Was Told in Graduate School Versus What I Learned Along the Way

Research is King! Be a Great 
Teacher

Administration 
and Service

• Do high quality 
research

• Publish lots of 
research

• Don’t waste time on 
other things that are 
less important (e.g., 
conferences, 
practitioner outlets, 
service, etc.)

CITATION COUNTS

12,500 Google Scholar Citations 

Journals
 Journal of Personality and Social 

Psychology
 Administrative Science Quarterly
 Academy of Management Journal
 Journal of Applied Psychology
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What I Was Told in Graduate School Versus What I Learned Along the Way

Research is King! Be a Good 
Teacher

Administration 
and Service

• Do high quality 
research

• Publish lots of 
research

• Don’t waste time on 
other things that are 
less important (e.g., 
conferences, 
practitioner outlets, 
service, etc.)

CITATION COUNTS

Apply What You 
Know
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What I Learned Along the Way

Research is King! Be a Great 
Teacher

Administration 
and Service

• Do high quality 
research

• Publish more where 
you can without 
reducing quality

• Engage in 
administration and 
service where it will 
help you learn the 
practical realities of 
what you study

CITATION COUNTS

Apply What You 
Know
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What I Was Told in Graduate School Versus What I Learned Along the Way

Research is King! Be a Good 
Teacher

Administration 
and Service

• Make it rigorous 
and evidence-based

• Make them work 
hard for it

• Edutain them 

TEACHING 
EVALUATIONS

Teaching Successes

• Do high quality 
research

• Publish more where 
you can without 
reducing quality

• Engage in 
administration and 
service where it will 
help you learn the 
practical realities of 
what you study

CITATION COUNTS
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What I Was Told in Graduate School Versus What I Learned Along the Way

Research is King! Be a Good 
Teacher

Administration 
and Service

• Make it rigorous 
and evidence-based

• Make them work 
hard for it

• Edutain them 

TEACHING 
EVALUATIONS

Apply What You 
Know

• Do high quality 
research

• Publish more where 
you can without 
reducing quality

• Engage in 
administration and 
service where it will 
help you learn the 
practical realities of 
what you study

CITATION COUNTS
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What I Learned Along the Way

Research is King! Be a Great 
Teacher

Administration 
and Service

• Do high quality 
research

• Publish more where 
you can without 
reducing quality

• Engage in 
administration and 
service where it will 
help you learn the 
practical realities of 
what you study

CITATION COUNTS

• Make it rigorous 
and evidence-based

• Meet students 
where they are, 
build on what they 
already know

• Edutain them as 
much as you need 
to in order to keep 
them engaged 

TEACHING 
EVALUATIONS

Apply What You 
Know
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What I Was Told in Graduate School Versus What I Learned Along the Way

Research is King! Be a Great
Teacher

Administration 
and Service

• Mostly avoid until end-
of-career

• Administration is an 
alternative career path 
when your research is 
not going well

• Facilitate research in 
the role (e.g., editorial 
boards)

EDITORIAL ROLES
FACILITATE 
RESEARCH

Editorial Work
 Organization 

Science
 Academy of 

Management 
Review

 Journal of 
Applied 
Psychology

 Small Group 
Research

 Academy of 
Management 
Discoveries

 Communiction
Research

 Deputy Dean 
(Faculty)

 Chair of Research 
Ethics Committee 
(IRB)

 Department Chair 

• Do high quality 
research

• Publish more where 
you can without 
reducing quality

• Engage in 
administration and 
service where it will 
help you learn the 
practical realities of 
what you study

CITATION COUNTS

• Make it rigorous 
and evidence-based

• Meet students 
where they are, 
build on what they 
already know

• Edutain them as 
much as you need 
to in order to keep 
them engaged 

TEACHING 
EVALUATIONS
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What I Was Told in Graduate School Versus What I Learned Along the Way

Research is King! Be a Great
Teacher

Administration 
and Service

• Mostly avoid until end-
of-career

• Administration is an 
alternative career path 
when your research is 
not going well

• Facilitate research in 
the role (e.g., editorial 
boards)

EDITORIAL ROLES
FACILITATE 
RESEARCH

Apply What You 
Know

• Do high quality 
research

• Publish more where 
you can without 
reducing quality

• Engage in 
administration and 
service where it will 
help you learn the 
practical realities of 
what you study

CITATION COUNTS

• Make it rigorous 
and evidence-based

• Meet students 
where they are, 
build on what they 
already know

• Edutain them as 
much as you need 
to in order to keep 
them engaged 

TEACHING 
EVALUATIONS
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What I Learned Along the Way

Research is King! Be a Great 
Teacher

Administration 
and Service

• Do high quality 
research

• Publish more where 
you can without 
reducing quality

• Engage in 
administration and 
service where it will 
help you learn the 
practical realities of 
what you study

CITATION COUNTS

• Make it rigorous 
and evidence-based

• Meet students 
where they are, 
build on what they 
already know

• Edutain them as 
much as you need 
to in order to keep 
them engaged 

TEACHING 
EVALUATIONS

• Engage where it 
helps you learn

• Administration can 
be an educational 
career break from 
research

• Facilitate research in 
the role (e.g., editorial 
boards)

EDITORIAL ROLES
FACILITATE 
RESEARCH

Apply What You 
Know



WHAT ABOUT? 
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What I Was Told in Graduate School Versus What I Learned Along the Way

Research is King! Be a Great
Teacher

Administration 
and Service

Apply What You 
Know

• Practitioner books 
can reach a 
massive audience

• Getting in the press 
gets you in front of 
people who will pay 
for your knowledge

• Experience 
consulting makes 
you a better teacher 
and researcher

HAVE AN IMPACT 
ON THE WORLD

• Do high quality 
research

• Publish more where 
you can without 
reducing quality

• Engage in 
administration and 
service where it will 
help you learn the 
practical realities of 
what you study

CITATION COUNTS

• Make it rigorous 
and evidence-based

• Meet students 
where they are, 
build on what they 
already know

• Edutain them as 
much as you need 
to in order to keep 
them engaged 

TEACHING 
EVALUATIONS

• Engage where it 
helps you learn

• Administration can 
be an educational 
career break from 
research

• Facilitate research in 
the role (e.g., editorial 
boards)

EDITORIAL ROLES
FACILITATE 
RESEARCH
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What I Learned Along the Way

Research is King! Be a Great 
Teacher

Engage 
Administration 
and Service

• Do high quality 
research

• Publish more where 
you can without 
reducing quality

• Engage in 
administration and 
service where it will 
help you learn the 
practical realities of 
what you study

CITATION COUNTS

• Make it rigorous 
and evidence-based

• Meet students 
where they are, 
build on what they 
already know

• Edutain them as 
much as you need 
to in order to keep 
them engaged 

TEACHING 
EVALUATIONS

• Engage where it 
helps you learn

• Administration can 
be an educational 
career break from 
research

• Facilitate research in 
the role (e.g., editorial 
boards)

EDITORIAL ROLES
FACILITATE 
RESEARCH

Apply What You 
Know

• Practitioner books 
can reach a massive 
audience

• Getting in the press 
gets you in front of 
people who will pay 
for your knowledge

• Experience 
consulting makes 
you a better teacher 
and researcher

HAVE AN IMPACT ON 
THE WORLD



AN EXAMPLE
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1) Peterson, R. S., & Behfar, K. (forthcoming). 
The Reality of Relationships: The Art of Navigating 
Interdependence with Others, at Home and at 
Work. Bloomsbury Business. 

2) Scholarly paper under review



BUILDING THE CAREER YOU LOVE

64

Find your balance of 
research, teaching, 
service, and 
application.

Look for synergies in 
the activities of the 
job.

If you love what you are 
doing, you’ll be great at 
it, which means others 
around you will see the 
value in it.

Don’t wait forever. If 
you have tenure, 
NOW is the best 
time to get started.

There are lots of ways to find meaning 
in this profession. Never let someone 
else define that for you.  

What I have learned on the journey….



Find me on Linked-In, Twitter (@DrRSPeterson), online (www.randallspeterson.com) for advice (rpeterson@london.edu)
Written Work (Books):

1. Peterson, R. S., & Brown, G. (2022). Disaster in the Boardroom: Six Dysfunctions Everyone Should Understand. Palgrave MacMillan.
2. Peterson, R. S., & Mannix, E. A. (Eds.) (2003). Leading and Managing People in the Dynamic Organization.  Erlbaum.

Written Work (Practitioner)
1. Peterson, R. S., & Behfar, K. (2022). When to Cooperate with Colleagues and When to Compete. Harvard Business Review. March/April Issue
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