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When we speak of gate Keepers we mean Key individuals in positions of 
some power and decision-making within organizations, government, clubs 
and even families. These can be high placed managers, executives, CEO’s or 
Administrative, Operative or Supportive staff. What they have in common is 
the ability to accept or reject something that you wants. 
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Gatekeeping processes can control or influence the entry or access to that particular arena, 
allocation of resources, information flows, setting of standards, development of the field and the 
agenda, or the external image of that arena. Gatekeeping can function as exclusion and control, on 
the one hand, and inclusion and facilitation, on the other. Gatekeeping may be used by some 
individuals or groups in Gatekeeping positions to promote their own or their reference group 
interests and to exclude or hold back certain groups (as in, for example, nepotism, favouritism).  
 
In relation to science and academia, Gatekeeping as a concept was first used only to refer to 
scientific publishing, and editors of scientific journals were characterised as "gatekeepers of 
science" (de Grazia 1963 and Crane 1967). Robert K. Merton argued this usage to be too restrictive 
(1973, 521) and that Gatekeepers also regulate scientific "manpower" and allocation of resources 
for research. He characterised the Gatekeeper role as the "fourth major role" or function of 
scientists, in addition to those of researcher, teacher and administrator. Gatekeeping is, according to 
Merton, "basic to the systems of evaluation and the allocation of roles and resources in science" (p. 
521), and "affects contemporary science in its every aspect" (p. 523). Gatekeepers evaluate "the 
promise and limitations of aspirants to new positions, thus affecting the mobility of individual 
scientists and, in the aggregate, the distribution of personnel throughout the system" (p. 523). 
Gatekeeping operates through both hierarchies and panels of peers, at every level in science, and in 
various arenas (publishing, scientific societies, 
appointments to academic posts, grading of 
students, allocation of funding etc.). 
Gatekeeping is a matter of both the process of 
decision-making and the content of decision-
making, thus affecting the differential 
development and direction of academic fields, 
favouring some research questions and 
disfavouring some others. In this sense, 
Gatekeeping in research funding is fundamental 
to the construction of scientific knowledge.  
 
Gatekeeping can be analysed as "practical", day-
to-day mundane ways in which social 
hierarchies, social divisions, and persistent 
distinctions are produced, reproduced, and 
sometimes challenged, ameliorated and changed. Gatekeeping processes apply across a very wide 
range of social arenas (from micro to macro) and in a wide range of forms of social hierarchies and 
social divisions, such as gender divisions. Women’s historical exclusion from various professions, 
from education and training, and from several formal and informal organizations and social arenas 
can be understood as a result of a range of gendered Gatekeeping processes. This historical 
exclusion has mainly occurred in contexts where the Gatekeepers have been exclusively or 
predominantly men.  
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The concept of Gatekeeping was introduced into social sciences by Kurt Lewin 
(1943). It has been applied to study various social arenas, recently, for example, 
professions (Ishida et al. 2002), allocation of services such as education (Enders 
2001) and health care (Stevens et al. 2000), employment of immigrants 
(Paananen 1999) and media and publishing (Clayman 1989).  

Kurt Lewin, another of those who left Germany as the Nazis consolidated their 
power, adapted and applied the Gestalt perspective to personality theory and 
social dynamics and called it "Field Theory." He Translated gestalt ideas into social experience 
involving people and made them useful in this context. He was a social reformer as well as a 
psychological theorist. Widely recognized as the founder of the sub discipline of social psychology, 
he was especially interested in the applications of psychology to psychological problems and 
founded the Society for the Psychological Study of Social Issues, Division 9 of the American 
Psychological Association. He was also responsible for the founding of the National Training 
Laboratories in Bethel Maine, best known for "sensitivity training" for corporate leaders.  

Kurt Lewin drew together insights from topology (e.g. lifespace), psychology (need, aspiration 
etc.), and sociology (e.g. force fields – motives clearly being dependent on group pressures).�

�� �!�

The aim of today’s KIiT Session is to; 

�  Identify common types of Gatekeepers (Brain Storming) 

�  What their power is (Workgroups) 

�  And how to work with it in the form or role playing 

 

The style of today’s session is based on the effective learning model or “retention after 24 hours”; 

 if you do this once you will remember 
 read 10% 
 hear 20% 
 see 30% 
 do (or get done to you) 40% 
 see and hear  50% 
 discuss 60% 
 see, hear and do 70% 
 personally experience 80% 
 have to prepare & teach 90% 
 teach, do and show 99% 
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They are everywhere. Almost every company has them, and if you have been in business for any 
length of time you have met them. Gatekeepers can be found in almost any position in the company, 
and no two gatekeepers are alike. However, gatekeepers all share one common trait: they do not 
have the authority to sign your deal. Their job is to mediate between you and the real decision 
makers within their organization, and for that reason talking to gatekeepers is counterproductive yet 
essential. 

There are fundamentally two types of Gatekeepers; 

3������������'��������� ������������
It is the person who is the protector, the guard of something or someone. A person who believes 
they are contributing to the group by keeping unwanted persons, ideas or requests out. This can be 
the social club director, an assistant, partner to a key person, parent or even child. No one put them 
there yet no one (much) seems to object. 

3�����������
�����	� ������������
Is the person who is paid to do the job. They are appointed by the CEO, Company, 
Executive, Manager, Customer or some person of Power (to make decisions) to sort 
the good from the garbage. It is fairly common for people of power and influence to 
put several layers of Gatekeepers between themselves and ‘the general public’. It is 
also well know that some of the greatest operators work in such a way that they do 
not use Gatekeepers and still manage not to be inundated by requests. Dick Smith 
prided himself and his success on his Open Management Style, ergo, no 
gatekeepers.  

 

Most times though, the Gatekeeper will 
be have a mix of both. Even Yang 
Gatekeepers expand their role to what 
they understand may be the common 
good beyond the Authorisers 
expectations. And Yin Gatekeepers 
would not survive if they did not have 
some type of support or at least are 
tolerated by the people they support. 
And of course, there needs to be 
something behind the gate!  
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Following are some common methods of by-passing Gatekeepers. It is interesting to see the list as 
most people prefer only two or three of these. Most try first one method and then fall back on a 
secondary; and if they are really good, have a possible third. But very few people would consider all 
of the possibilities below 

 BENEFITS Show how it would benefit the person you are trying to see (or even the 
Gatekeeper) by allowing you to get through. 

 RULES It is always good to know the operating Rules and Procedures of the 
person if they represent an organization or entity. Even private person have 
principles and habits that can be discovered and used. 

 PERSITANCE Return to the point, request again and in different ways. Call, come in, 
send a message even someone else with the same request. 

 RELATIONSHIP You may have a relationship with the person and by including this 
personal note could invalidate any processes and procedures that the 
Gatekeeper may have. It could even threaten their position. 

 AGREEMENT You may have an agreement with the person you wish to talk to and thus 
override and ‘general’ guidelines. 

 FLANK By opening a secondary line of communications another person in the 
company, department, shop or office, you may be able to bypass the 
gatekeeper. This may simply be another sales person, another telephone 
operator or just someone else. If this is not possible than a slightly different 
slant on the enquire can result in a different person being responsible or 
even and escalation. 

 STEALTH A highly effective strategy is to gradually pull additional members into the 
discussion. Have your partner with you or refer to someone else you spoke 
to on a prier occasion. 

 BLUFF  risky but can operate if you are really not getting anywhere. By 
appropriate listening and intuition you may be able to notice what the 
person is avoiding, not saying or even trying to hide. Gentle tests in 
direction could show the weak spot in the Gatekeepers position 

 BLACKMAIL is always very dangerous even when done in a very mild mannered and 
gentlemanly way. But you need to have something to use . . .  

 FORCE  if you are a person of very strong nature you can almost threaten you way 
in. But again this can have consequences and often doesn’t work 

 ESCALATE If you find that you are being are stalled and the matter is warranted, 
escalating the discussions to a higher level. If you are dealing on 
someone’s behalf, set up a meeting between your boss and the Gatekeepers 
boss. If you are dealing on your own behalf discover the procedure, guides, 
process or methods to escalate the matter. 

 PARACHUTE IN As a strategy of last resort, and at the risk of antagonizing the gatekeeper, 
you may choose to go over the gatekeeper’s head directly to the decision 
makers. You should only attempt this risky manoeuvre if you have 
determined that this is the only way to resuscitate the deal and you have 
nothing too lose. 
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Not every method is for everyone. Just as there are the 4/5 Animal Styles of Shaolin Kung Fu, some 
of these work best for specific type of people. often these are the preferred ways. By identifying 
which you are and what you prefer you will be able to identify a greater amount of fall back 
positions to use. 
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There will be more methods and sub methods. But the aim of this course is to make you aware of 
the possibilities and give you a chance to try it out on each other.  
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 Gatekeeper _________________________________________________________________ 

 
_________________________________________________________________ 

 
_________________________________________________________________ 

 

 Problem _________________________________________________________________ 
 
_________________________________________________________________ 

 
_________________________________________________________________ 

 

 Circumstances _________________________________________________________________ 
 
_________________________________________________________________ 

 
_________________________________________________________________ 

 

 Success _________________________________________________________________ 
 
_________________________________________________________________ 

 
_________________________________________________________________ 
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 Supplicant _________________________________________________________________ 

 
_________________________________________________________________  

 
_________________________________________________________________ 

 

 Problem _________________________________________________________________ 
 
_________________________________________________________________ 

 
_________________________________________________________________ 

 

 Success _________________________________________________________________ 
 
_________________________________________________________________ 

 
_________________________________________________________________ 

 
_________________________________________________________________ 

 


