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Thinking and working in

Context

We are living in a time of tu-
multuous change. New eco-
nomic circumstances can cre-
ate anxiety, uncertainty and
doubt. A changing context has
the power to make us see and
feel things differently, or
cause us to want to act differ-
ently.

All behavior is appropriate in
some context. As human be-
ings we are all capable of do-
ing the most amazing and
tragic things. So take time to
invest in yourself, in your abil-
ity to overcome fear, face the
facts of life and seek new op-
portunities.

It’s also a good time to be
flexible and ensure that all
your actions have positive
intentions. Are you doing your
best with the resources you
have available to you?

The most important resources
for change are authority (top-
down), environment (outside-
in), culture (bottom-up) and
capability (inside-out). To find
out more go to my new web-
site:www.changezone.uk.com

The focus for this edition is to
explore the role that context
plays in communication and
change leadership.

| hope you enjoy it.

Steve Trivett

Stephen R Covey

Seek First to

Understand

“We can rush in to fix things with
good intentions, without taking time
to diagnose, to really, deeply under-

stand first.”

Stephen R Covey ‘The Seven Habits of Highly Effective

People’ Simon & Schuster 1992

Stephen Covey makes the point
that “the gate of change can
only be opened from the inside”
and that “we cannot open the
gate of another, either by argu-
ment or emotional appeal”.

When we know ourselves at a
deeper and more meaningful
level as human observers, our
deepest values and unique ca-
pabilities will shape our view of
reality.

Knowing how we create our
map of the world can empower
us to see new possibilities.. Do-
ing something different can
open up a different ‘way of see-
ing’ that can lead us to a hap-
pier and more fulfilling life and
way of communicating..

It was the philosopher and
therapist Paul Walzlawick who
observed that “all behavior is
communication” and that “we
cannot, not communicate”. Ob-
servable patterns of interaction
in speech and gestures can be
misunderstood if taken out of
context. If the mind of the lis-
tener knows what they are feel-
ing, looking and listening for,
they can reveal more of the
personality of the speaker.

It is vitally important to clarify
context as it influences our un-
conscious thoughts and assess-
ments, and for understand
things better. But how?
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EDITOR’S NOTE

It is often stated that
context is all important.
But what is context ?
How does it influence our
actions and reactions?

So many misunderstand-
ings happen when the
context is unclear. To
have a shared under-
standing we have to
share the same meaning,
the same interpretation
and make the same dis-
tinctions.

But we all see the world
differently and have dif-
ferent mental maps. Con-
text is therefore a social
construct and a biological
necessity. We are struc-
turally coupled with our
environment.

Language is used to com-
municate meaning and
create shared environ-
ments. Our emotional

responses are always

stronger when we are
associated with the ex-

perience.

Steve Trivett

‘

THE MEANING IS IN THE CONTEXT |

It is the context of an action
not the action itself that gives
it meaning. Context deter-
mines other people’s inter-
pretations, their actions and
communication.

How often have you misinter-
preted someone else’s inten-
tions, until you have first tried
to understand and empathise
with the context that gave
rise to their ‘way of being’ at a
particular point in time. Such
misunderstandings can often
be a cause of anger, fear,
anxiety, surprise, embarrass-
ment or laughter.

Context can influence how we
think and feel. This can affect
our body and mood state.
Body language alone can re-
veal all you need to know.
This is reinforced by the
moods and words we use.

This would suggest that all
behaviour is appropriate in
some context, but not in all
contexts. For example, when
people give way to authority
(the top-down dynamic of
change) they can be brain-
washed to behave in mysteri-
ous, even violent ways.

When the bottom-up dynamic
is at work we follow the col-
lective will. Context is the
outside-in change dynamic
that influences our ‘way of
seeing’ the world.

Because we have to give the
context gives meaning, reality
is just our perception. How
we perceive it is reflected in
our language, mood and body
states. As a result, inappropri-
ate behaviour may simply be
a misinterpretation of the

CONTEXT

(Outside-In)

data. One person’s good
choice might be seen as a
poor choice by someone
else. People usually choose
what they believe is in their
best interests. Even the road
to hell can be paved with
good intentions.

The current world recession
was created by people sim-
ply doing what they thought
was in their best interests.
The economic environment
encouraged risk (outside-in),
every financial system in
relationship (bottom-up) as
they benefitted leading au-
thorities (top-down) around
the world. The result was a
way of seeing (inside-out)
that created a new world
view.

The same is true of individu-
als. Context has a big influ-
ence on our ‘way of seeing’.
Even in a network of rela-
tionships, some are ‘nodes’
exerting more authority that
others. Multiple perspec-
tives give rise to trends that
become new ways of seeing
and new ways of relating.

AUTHORITY

(Top-Down)

——  \\/ AY OF SEEING

(Instde -Out)

RELATIONSHIPS

(Bottom-Up)

People will see the same
things in different ways be-
cause they have different
maps of the world. Some
maps work well in a certain
context whilst others don’t.

We create our view of con-
text from the inside-out and
so create our perception of it
from the way we interact
with the world We also draw
on our own experience as
well as those in authority
whose views we share.

Sometimes it is helpful to

“chunk” a context to get at
the bigger picture or under-
stand things in more detail.

To give meaning to a behav-
iour we have to understand
it’s context first. This requires
us to be curious, to ask ques-
tions, to listen and notice
which sensory system is being
used most, what values and
beliefs are important and
what goals or intentions are
being played out.

Steve Trivett
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An NLP perspective on GContext

by David Smallwood

In this article David looks at context from a Neuro-Linguistic Programming (NLP) perspec-
tive. His interest in NLP started in the early 1990's, when he came across it on a negotia-
tion skills course. Now as a Master Practitioner and Certified INLPTA Trainer he provides
NLP training to suit people with a wide range of interests. Business, social work, personal
development, teaching, health, psychotherapy, sales, or just plain curiosity - David's blend
of humour and expertise means his courses have a wide appeal.

Go to: www.thelearningpath.co.uk

‘Context’ is one of those words we call a nominalisation. Although presented as a noun, it is
in fact a process, and as a ‘thing’ it does not exist. You can easily test this by trying to put a
context in an envelope — noting that the word 'context’ written on a piece of paper is no
more a ‘context’ than the word ’‘steak’ written on a menu is something you are likely to eat.

The word can be denominalised into ‘somebody contexting’. The
point here is that contexts are created and how you create them
depends on the perceptual filters you choose to apply. There is no
right or wrong way to do this, and some ways will produce more
useful results than others.

Nominalisations ?

These are verbs that
have been turned into
nouns. A context does
not exist until it is con-
When we observe a piece of behaviour in a certain place and a cer-  textualised by the mind
tain moment in time, we have two contexts: place and time. When and given meaning.
similar behaviours take place in similar places and times, we call it a
pattern. Pattern detection is fundamental to choosing appropriate interventions (how to

help people). One category of patterns is Metaprograms and one
Metaprogrammes ?  example of this is ‘Towards’ or ‘Away From’.
These are filters the
mind uses to determine

how we perceive the
world around us and
how we behave in it.

Some people move towards what they want, some people move
away from what they don’t want. This behaviour is unlikely to be
consistent in all contexts. Maybe at work someone’s mindset is or-
ganised around avoiding losing, whereas when they play sport their
mindset is towards winning. The issue is, how far can we generalise
these contexts?

For example, they might move towards winning at tennis (by trying to hit winners), but
move away from losing at snooker (by trying to keep the cue ball safe). Now suppose they
take up badminton —should we predict that they will try to win, or try not to lose?

What will happen when they play tennis against their boss, their wife, their 12 year old
daughter? What happens when they play against their wife at the local sports club, and
when they are on holiday together? The answer is we don’t know.

Values change with context too. You are an honest person. You go out for a romantic dinner
withy our boyfriend. He is late. The people at the next table are noisy. You argue. You agree
to stay and have a meal together. You pay and leave, and as you walk towards you car you
check the bill and realise they have forgotten to charge you for the wine. What do you do?

When a good friend and neighbour borrows £10 and later offers to repay you the £20 he
borrowed. Now what do you do? There is no such thing as an honest person. Just a person
who generally behaves in certain ways in certain contexts.

DAVID SMALLWOOD

“When we observe a
piece of behaviour in a
certain place and a cer-

tain moment in time,
we have two contexts:

place and time.”

The Learning Path

empowering you and your business

The Learning Path Group was
founded by Ellen Bothwick in
1998 to help people achieve
life changing behaviour in
their personal and profes-
sional lives.

David Smallwood is part of
The Learning Path Group
where he delivers a wide
range of NLP training . He has
trained people from very
different backgrounds includ-
ing sales, complaints han-
dling, negotiation, social
work, personal development,
teaching, health. psychother-
apy, weight management
and forensic psychology.

David is a certified INLPTA

Trainer in Business-Focused
NLP as well as being a certi-
fied NLP Health Practitioner.

David has been practicing
since the early 1990’s and
remains true to the NLP the-
ory developed by Bandler,
Grinder and Dilts.

Cont’d on page 3
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So when we make generalisations about people’s behaviour from observing them in different contexts, we must remember
that we have created the categories of contexts we have chosen to generalise into, and that these are as much a function of
the filters we have chosen to apply as they are a reflection of structures in the real world.

And how long is a generalisation valid for? Only until we make the next set of observations. This is an alarm bell warning
against putting people into behavioural categories and calling them a ‘Visual’, or a ‘Towards Person’, or a ‘Creative Thinker’, or
an ‘Introvert’. People are none of these, but they may exhibit these behaviours in specific contexts.

" All meaning is context dependent "

Presuppositions about Context

Two of the presuppositions of NLP are especially relevant to the issue of Context. The first is that behaviour in and of it-
self has no meaning. An elderly man sides astride a beautiful young lady in a dark alley, his lips forced hard against hers.

The beginning of rape, or an off duty paramedic delivering mouth to mouth resuscitation? Only context gives the behaviour
meaning.

| approach you at the gym and give you an empty milk bottle, which | insist you hold upside down in your left hand. What does
my behaviour mean? In itself, it means nothing. It means | have given you an empty milk bottle, and | have insisted you hold
upside down in your left hand. Any other meaning has been created by you, and for themselves by anyone watching.

The other presupposition is that all behaviour is useful in some context.

A manager constantly shouts at his staff, swears, abusively criticises them for not doing what he has told them to do, insists on
everything being done immediately, has unreasonable expectations about how quickly things can be done. In most contexts
this is inappropriate. When the building is one fire, he may be the best person to be stood next to.

The NLP techniques for Reframing are based on identifying which of these two presuppositions applies in any given situation. A
Context Reframe looks for when the behaviour is valuable, and the Content Reframe looks for a different and more useful
meaning.

A story about fish

Another technique for Reframing is called ‘Change Frame Size’. As the size of the frame changes, so too does the meaning. It
dovetails with the Metaprogram of whether someone’s behaviour is contextualised or detailed.

6‘)@ At first we see a fish

GX Now we see a small fish being eaten by a big fish.

Finally we see that the big fish was unaware he was going to be eaten by an even bigger fish because he was so concerned with eating
the smaller one. Maybe the small fish is safe. Maybe we only see what we are looking for.

Creating your own Context

Not only do our values, beliefs and capabilities influence how we will behave in any context, they also filter the way in which we per-
ceive contexts. As our values, beliefs and capabilities change, they alter the awareness we have of our environment. Context is not a
static thing, it is an ongoing process of people contexting. A slice of cake may be comfort food, but slicing the cake is the real thing.
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In this book by Susan Campbell
offers readers practical tools on
how to be and whatto doina
world of increasing complexity.
Susan explores ‘both/and’ think-
ing, systems thinking, paradox,
conflict, trust and what she calls
‘meta skills’ that focus on essen-
tial techniques for managing
chaos in life and at work.

“If the world is to change for the
better, so must we. This involves
personal learning that enables
us to perceive and engage with
positive change as it is happen-

”

ing.

Published: Simon & Schuster 1995

You can view events from an
associated or dissociated posi-
tion.

To be associated with an experi-
ence, you are seeing and feeling
the event through your own
body. You are ‘in the moment’.
When you are dissociated you
can see yourself having the ex-
perience, but not the feelings

These are the different states or
‘ways of being’ that we can use
at will to draw on experiences
from the past or to imagine the
future.

Dissociating painful memories
from the past can be useful as it
reduces the emotional content of
this memories, thereby enabling
us to learn from them and if
necessary change them.

INTERPRETATION
OF CONTEXT

OUTSIDE
CONTEXT

FILTERS

DELETIONS :
DISTORTIONS :

GENERALISATIONS

Pictures
Sounds

Feelings

i

Language

Time & Space
Memories
Decisions

Meta Programmes
Values & Beliefs

-

A New Way of Seeing

In the words of the late John

Lennon ...

“Reality leaves a lot

to the imagination”

How true this is. Our minds
take the sights, sounds, feel-
ings, smells and tastes from
the outside world and shape
them into unique experiences
with associated thoughts,
emotions and behaviours.
They are unique to the indi-
vidual as we interpret our
experiences in slightly differ-
ent ways. This is because we
delete, distort and generalise
different bits of the informa-
tion we take in uncon-
sciously.

The mind stores and organ-
ises memories in relation to
time and to context. The
interpretations and distinc-
tions we make influences our
state or ‘way of being’ in the
world.

To change we have to change
our language and behaviour,
both of which are influenced
by our thoughts, moods and
physiology.

sounds and feelings. We fil-
ter much of what we take in
so we only experience what
we don’t filter out. We filter
our experiences, reflected in
the meaning we give to the
words we use to describe
them, the way things get
done, our conclusions about
what’s right and wrong and
the decisions that have or
have not worked for us. We
develop feelings and emo-
tions linked to these things
and this can create mood
states shaped by our beliefs
and assumptions.

It is common for people to
believe that their context
‘makes them’ feel, say and
do the things they do. We
may not be able to change
the context, but we can
change what it means to us
and how we decide to re-
spond. It is the ‘way we see’
or perceive these events
that determines their im-
pact on us and our impact
on others.

If we decide to see ‘global
warming’ as a threat to the
existence of human life on
the planet, it influences
how we talk about energy
and waste, as well as the
choices we make and how
we then live our lives. We
have to see things differ-
ently to do them differently.

It was Albert Einstein that
observed that

All these mind processes, our
level of consciousness and
thoughts determine our
choices about the language
we use and the behaviours
we adopt.

The meaning we give to
things is created from a com-
plex interplay of sensory
driven experiences—the
strongest of which is observa-
tion and imagination —our

“we cannot solve
problems with the

same kind Of think-  ‘Way of Seeing”. We have to
ing that created see things differently if we

” are ever to change them for
them. the better.

We interpret what we ex-

perience through pictures, Steve Trivett
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In this item Steve draws on the work of Dr Charles M. Savage in “Fifth Generation Management” and Tad
James in “Timeline Therapy and the Basis of Personality” to explore how the concept of ‘clock time’ has
blinded us to the importance of ‘human time’ in shaping our understanding of context.

We create context. What is inside
us creates a map of what is out-
side us. We perceive context and
express it in our own way. We
give birth to new arrangements,
new patterns or new ways of see-
ing the same things in a different
context.

When we see a situation we
helped to create we may be in-
spired or depressed by it, depend-
ing on whether it matches our
vision of what we wanted (our top-
down perspective) or creates the
relationships we expected (our
bottom-up perspective).

What’s more, we can observe the
impact of the process and the
value of the outcome (our inside-
out perspective). This is really a
self-dialogue with ourselves in a
given context.

When applied to a work context
for example, work is transforma-
tive—we become something as we
see ourselves in a future context.
Work is also reflective and defines
how we have developed in a past
context. We create these patterns
as a continuous dialogue in the
context of time.

In today’s workplace time is of
major importance. Increasing
stress is generated from tighter
deadlines and the time it takes to
do things when resources are in
short supply. It is ‘clock time’ that
has created a separation between
past and future contexts. In
‘human time’ we assume that past
and future are integral to the pre-
sent context.

In ‘clock time’ the past is left be-
hind and the future has not yet

Past

Through Time

arrived. This is the mind creating
context as a line.

If you ask someone to picture a
memorable moment from child-
hood and ask them where that
picture is located in space around
them you will get an idea of
whether they see time on a line
going from side-to-side in front of
them or from behind them.

You can read more about time-
lines in Tad James‘ book ‘Timeline
Therapy and the Basics of Per-
sonality’. Meta Publications 1988

Fascinatingly ,the memory
changes over time as the pictures
we hold are subject to changing

Future Future

Past

In Time

interpretations. We modify them
by changing the meaning they
hold for us now. The past flows
with us as a resource and influ-
ences what we consider is possi-
ble in the future.

The future is not really ‘out
there’. Like the past it is very
much here in the present. So,
how we see ourselves in the past
is intrinsically linked to how we
see it from today’s perspective.

Clock time then is an important
backdrop for human time, but in
human time we can grasp pat-
terns that cause us to anticipate
what could happen in the future.

Many of us experience hab-
its that have patterns of
experience that we can find
very difficult to break out of.
They generate compulsive
behaviour reinforced by
how we see the context.
One way is to see the an-
swer as being ‘out there’.
That is, to reinterpret the
context that feeding the
habit and rearrange it into
new “ways of doing things”
in the future. But we know
that tomorrow never comes
and the future can only be
anticipated by taking actions
today—which will then
change things tomorrow
(which of course is today).
Likewise, the actions we
took yesterday (which of
course was today) will make
their contribution to tomor-
row (which becomes today).

We can envision a future
state for ourselves if we can
shake off a past state that
may be stopping us taking
action today. Neuro-
Linguistic Programming
(NLP) works because it fo-
cuses on changing the lan-
guage, thoughts and body
states that are not working
for us ‘today ‘with one that
can work for us ‘today’. All
parts of us have to work as
an integrated whole, even
though some parts may be
in conflict. This preference
comes from the inside-out,
but is influenced by the
context that works on us
from the outside-in.

By restructuring the way we
see context we can greatly
influence how we anticipate
our ability to act to achieve
our goals. We can create
what we can imagine (from
the inside-out) in a given
context (coming from the
outside-in), in association
with others (working from
the bottom-up) towards a
vision of what is possible
(viewed from the top-down).

To explore Steve’s Dynamic
Change Model in more de-
tail, go to:
www.changezone.uk.com
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Some people prefer to think
sequentially to keep their
thoughts and lives ‘in time
order’, whilst others see the
world as a series of random
yet connected events.

The complex world we now
live in makes it rarer than
ever to find a predictable
environment, yet we expect
consistency and fairness in
the way we are treated—
especially as consumers and
citizens.

In his book ‘Leading with
NLP’” Joseph O’Connor talks
about “everything being
equal” as a deadly phrase,
because everything is never
equal. There are always
exceptions or side effects.

The reason why we never
really solve problems is that
we are always looking for
the ‘quick fix" and thereby
fail to grapple with its
deeper and more complex
non-linear causes.

This is why we remain in
denial about climate change,
food production, oil depend-
ency, population growth,

We use language to explain
context, by creating mean-
ing, making assessments and
assertions, forming declara-
tions of intent, explaining

thoughts, emotions and
reactions.

In this book Shelle Rose
Charvet explores the link
between language, behav-
jour and context.

Published: Kendall/Hunt 1997

Communication in
Formal and Informal
Contexts

To gain a better understand-
ing of context, leaders proc-
ess formal and evidenced
communication from official
channels that give the bare
information, and more de-
tailed and subjective informa-
tion from informal contacts.
Both are needed to make
sense of a situation.

Informal meetings allow
questions to be asked to clar-
ify the official information
and apply it better. A balance
needs to be struck between
structure, creativity and or-
der.

It is possible for us to lose
ourselves in the ‘outside’
world and fail to communi-
cate with ourselves on the
’inside’.

Without consciously realising
it we can find ourselves stuck
in habits and procedures and
fail to consider possibilities.
Some “creative disorder” may
be needed. You may be living
in a chaotic situation, where
every decision is made in the
context of an impending cri-
sis. In this context you may
need to create more order
and structure to help you.

We must be careful when
judging people from the out-
side as they may seem calm
and in a state of ‘flow’ yet
inside they may be experienc-
ing turmoil as conflict be-
tween their values and judge-
ments.

In organisations, leaders of
change search for meaning
and evidence to support their
visions. They look to make

changes IN the system to
maintain stability and con-
trol through constant ad-
justment to what is hap-
pening ‘out there’. They
also see changes OF the
system that involves
deeper and wider changes
to ensure survival in a rap-
idly changing context.

It is just as important to
know what is working and
needs to be maintained
and what is not working
and needs to be renewed.

Individuals and organisa-
tions are the same in this
regard. They perform best
in a state of “inner bal-
ance”, a state between
chaos and order where
change is dynamic and re-
sponsive to changing envi-
ronmental conditions.

Effective Change Leaders
both formally on behalf of
their organisations and
informally on behalf of
themselves (and those they
work with) need to ask four
fundamental questions.

1. What is our purpose?
2. How do we stay viable?

3. How do we deliver high
performance?

4. How do we cope with
continuous rapid change?

Problems arise when there is
too much formality and pro-
cedure to respond quickly
enough, or there is too

much innovation causing
people to become confused,
disorientated and stressed.

The best way to deal with
uncertainty and change is to
develop the language and
behaviours of change lead-
ership.

Organisations and human
organisms are living things
and need to be treated as
such. Change is needed to
keep organisations ‘alive’,
which means changing peo-
ple from the inside-out. They
must be prepared to em-
brace uncertainty with curi-
osity, to replace resistance
with an exploration of possi-
bilities and adopt new ‘ways
of seeing’ themselves in a
new context, one that is
knowledge rich and supports
personal learning.

Leadership is first and fore-
most a journey of self-
development, of finding in-
ternal and external re-
sources to overcome chal-
lenges. Success comes from
having clear intentions and
paying attention to them in
the way we talk and behave.

To tap into the diversity of
talent and perceptions peo-
ple have they must be able
to communicate in ways that
suspend assumptions and
distinguish between opinion
based assessments and evi-
dence based assertions.
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B REFRAMING

You can reframe a belief, behav-
iour or relationship by putting it
in a different context. This gives
it another perspective or a dif-
ferent meaning. If the belief or
behaviour is limiting our ability
to solve a problem or see new
possibilities, changing the con-
text can bring new interpreta-
tions which enable those possi-
bilities to be seen, felt or heard.

It is often used to help the mind
create different context to ap-
pear by looking at it from an-
other point of view so that you
can feel say relieved or able to
deal with the situation better.

For example if your manager
criticises you for not being objec-
tive enough in your assessment
of others, you could see this as
being good with people or great
at appreciating the creativity of
others. You ‘reframe’ it AS IF it
were a positive comment.

This is the basis of many jokes.
When comedian Ronnie Barker
walked into a shop and asked
for “forkandles” the assistant
thought he was asking for “four
candles” when he actually
wanted four handles for his
forks.

If you are in conflict with a part
of yourself or someone else,
reframing could help you switch
the time frame, switch into an-
other body, assume you had the
information or resources you
needed or consider alternative
solutions to a problem.

So, reframing is changing the
way an event is perceived,
thereby changing its meaning. In
a coaching context you can en-
courage your client to see words
in a different way.

Reframing is at the root of crea-
tive thinking. Just asking a client
who is being negative about
their own behaviour “in what
context would this behaviour be
seen as positive” refocuses the
mind on an alternative perspec-
tive.

Everyone then is entitled to
their point of view because that
is what it is, just a point of view.
The meaning you make seeing
things from that position de-
pends on how you make sense
of the experience—which is
always going to be partly cor-
trect. This is because the brain
filters the data it draws in
through its senses by generalis-
ing, distorting or simply deleting
it. Our unique experiences
cause us to see different conse-
quences from the connections
made with other similar experi-
ences.

Even the new science of Quan-
tum Physics allows matter to be
seen as waves or particles as
your awareness flips from one
world view to another.

Coaches can use the discipline
of Neuro-Linguistic Program-
ming (NLP) to help their clients

reframe their view of things by
adopting different perceptual
positions.

First Position is how you see
things in the moment, from the
‘inside-out’, being yourself and
engaging directly in an associ-
ated way.

Second Position is when you
reframe to think and act as if
you were someone else, still
associated as if you were taking
on a role as an actor might. You
are putting yourself into some-
one else’s frame of mind and
body, imaging how they might
see things and behave as a re-
sult. We do this when we hear
our parents, boss or godhead
talking to us from a position of
authority and this is a ‘top-
down’ perspective.

Third Position is you observing
yourself or an activity from the
‘outside-in’. You have the sense
of not being directly engaged
and have stepped back from
you in the First Position. This is
you as a witness just using your
senses and being unable to
express your judgement or as-
sumptions about what is hap-
pening. Here you are dissoci-
ated from the experience ob-
serving your own behaviour in
the picture.

Fourth Position is when you
reflect and assess that what you
observed in Third Position could
have been done differently.
Both coach and client need to
reflect on how well they are
doing and what they could do
better in future.

In 1998 Robert Dilts introduced
a different understanding of the
Fourth Position by describing it
in terms of “we”. This was be-
cause it “involves being associ-
ated in the whole system or
‘field’ relating to a particular
interaction. This can be seen as
the view that might be adopted
by a group of individuals shar-
ing the same culture. In my
Dynamic Change Model | see
this as the ‘bottom-up’ perspec-
tive.

Steve Trivett

A frame is a mental model, a
set of assumptions you carry
in your head that helps you
negotiate particular territory
of experience.

Reframing is the ability to
understand and use multiple
perspectives in order to see
things differently.

New solutions require a
reframe of our thinking.
Change requires symbols
around which a new culture
can grow.

In organisations there are
political, structural, human
and symbolic frames for
situations that are ambigu-
ous, generate conflict, or
work from the bottom-up.
lon order to get congruence.

“The most beautiful and
deepest experiences a man
can have is the sense of the
mysterious. It is the underly-
ing principle of religion as
well as a serious endeavour

in art and science. He who
never had this experience
seems to me, if not dead, is
at least blind. To sense that
behind everything that can
be explained there is a some-
thing that our mind cannot
grasp and whose beauty and
sublimity reaches us only
indirectly as a feeble reflec-
tion.”

Reflecting on these
words of Albert Einstein
it is possible to imagine a
Fifth Position of a world
beyond the familiar
where our mind deals
with ambiguity and un-
certainty.
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When considering emotions
and the meaning of words
we find they are tied with
time.

Feelings of guilt or shame
often relate to something
that happened in the past.
Yet, we may be holding on
to that guilt today and allow
it to influence how you live
tomorrow.

Going back in time to pic-
ture what was happening
say just ten minutes before
the event about which you
felt guilty took place, we can
ask ourselves - Where is the
guilt or shame now? From
this perspective the memory
will be different. Is it still in
front of us? Well no, be-
cause there were things you
didn’t know then that you
know now, so be gentle on
yourself.

This simple exercise can
help to destroy the guilt for
most people, as it appears
unnecessary and no longer
important or relevant, espe-
cially when we now have
subsequent experience and
knowledge to draw on.
What was unknown to us
then is only too apparent
today because we have
more resources to draw on.

If that event in the past re-
mains in the past, it loses its
power over us today. Itis a
memory of then—not now.
When you discover new
ways to interpret the event
from the reasoning re-
sources you have available
to you today, you can let go
of the guilt and preserve the
learning.

What is happening here is a
recognition that a context
drawn from the past will be
given a meaning different
from the way we might as-
sess it today. Our uncon-
scious mind can make more
distinctions because it has
learned to think and react in
more effective ways than it
could back then.

However, there may be a
part of us that thinks it is still
important because it deliv-
ers benefits for us today.

We then explore what else
we could do to reframe
those thoughts enabling us
to forget those guilty feel-
ings.

We are dealing here with
feelings, not facts. Our feel-
ings reflect how we choose
to react to events outside
ourselves. The event did not
induce the guilt, we did. If
our mind created it then we
can just as easily eliminate it
from our mind.

Holding on to perceptions
that no longer serve us is
one of the biggest blocks to
learning. If we stay in touch
with current reality, we need
to let go of the guilt, shame
and other fantasies and
fears that stop us making
the most of our present mo-
ment.

For more information on
these techniques read
‘Timeline Therapy’ by Tad
James & Wyatt Woodsmall.

Steve Trivett

Warren is an author, counsel-

lor, coach, trainer and facili-
tator. He is the founding
member of the Emotional
Fitness Institute. He worked

in the UK where he lived until
1994 when he moved to prac-

tice on Alberta, Canada. He
holds a degree in philosophy,

social science and psychology,

and has authored fifteen
books. His latest is called

“Recipes for Inner Peace”
For more information go to:

http://www.efitinstitute.com

Warren Redman

When people deal with sig-
nificant events in their past,
they actually change their
perception of those events.
It involves reflecting on real
meaning. This way the pre-
sent can be connected with
the past and shape inten-
tions for the future.

For example, John Heimler
transformed his experience
of NAZI concentration camps

into a personal success story.

He came to see that it was
love that sustained him
through the blackness of
Auschwitz because it was
something that could not be
taken away from him and
could endure.

It is possible to be happy if
we understand that we can
anchor it at anytime. It then
becomes a resource avail-
able to us now and is not
dependent on having a
happy past.

The past does not have the
power to control us today
if we do not allow it to.
We do not have to blame
ourselves or others for our
past as we can decide to
see it differently today.
We can redefine our atti-
tude to the past.

To do this we need to dis-
connect our feelings inside
us to events outside us
that cause us to react
negatively or positively. To
change our reactions we
have to change our
choices. It requires inner
balancing to realise how
we can unlock the things
that are holding us back
from a better future.

We can discover a new
way of being by changing
the way we think, feel, act,
and talk by bringing them
into harmony.
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Seeing within a

In this article Steve Trivett looks at concepts from Complexity Science to tease out the nature of context. It
provides the initial conditions for growth, learning and change. Context is structured as systems within
systems and has self-organizing and emergent qualities. Context creates space for possibilities and con-
straints. A context is therefore dynamic, constantly evolving and adapting to how we want to see it.

Whether we are trying to make sense of our lives
or our work we have to be sensitive to the oppor-
tunities and constraints placed on us by the situa-
tion we are in.

The context for most of our actions and interac-
tions is that of a complex adaptive or evolving sys-
tem. In such a living system there are a huge num-
ber of possible states influenced from the inside-
out or the outside-in. People are free to interact
locally from the top-down or bottom-up. How they
behave and combine is largely unpredictable and
emerges in ways that reflect the conditions and
rules prevailing at the time.

In many social, economic and organisational set-
tings, overall behavior emerges from the combined
impact of people’s interactions. The current world
recession and credit crunch was not planned, but it
was predicted by those with an understanding of
Complexity Science. They could see how significant
changes in the nature of banking relationships
would have unpredictable consequences to the
world economic system. Because these interac-
tions were non-linear they could not be controlled
by a system that was just adapting to a changing
context.

Context it seems is not stable, it is constantly shift-
ing. It is dynamic, subject to human perception and
interpretation. As a result the map they we create
is not the territory. There are ‘agents’ in the living
organism that ‘push out’ like the tentacles of an
octopus seeking opportunities to improve. Others
are ‘pulling-in’ like a hedgehog to preserve the
status quo. Both are survival mechanisms.

I

Evolving System

Autopoietic System

Helps a living entity
decide what is ‘me’
and what is ‘not me’.
It is a survival
mechanism.

Helps a living entity
adapt and fit into
its environment.
It is a survival
mechanism.

2L

Murray Gell-Mann, a Complexity Scientist, ob-
served that . . .

“The common feature of all living processes is that
they acquire information about their environment,
identify the patterns and condense them into a
model or map that determines their behavior.”

The behavior that emerges results from a process
where local interactions of people, bacteria or
ideas (bottom-up forces) influence global struc-
tures (top-down forces) and vice versa. How you
see things now is influenced by the way thoughts,
feelings and senses have interacted in te past and
the resulting structure that gave meaning to them.

To engage with continuous change of increasing
complexity is to admit to the possibility that more
than one thing can be true at once. Dr llfryn Price
in his book ‘Shifting the Patterns’ observed . .

“Just as rainfall follows established routes, so per-
ception follows established ways of seeing. Even if
the light sources which perturb the back of the
retina, or the acoustic waves that hit the eardrum,
are identical, what will be noticed by different
individuals will depend on the perceptual lens
through which we give meaning to the world.”

We can think of ‘landscapes of perception” where
patterns in habits and rules of behavior, ways of
thinking, systems of language and states of rela-
tionship all coalesce like many rivers pouring into a
delta that filters them before resulting water
reaches the sea.

==

Initial conditions are important in Complexity The-
ory. If we have a way of seeing things that works
for us it gets embedded over time like rivers in a
landscape. Change involves seeing the initial ex-
perience differently so that it is given a different
meaning. New perspectives will then begin to flow.

Everything is connected.
Boundaries are fuzzy. In an
ecosystem, all actions can
potentially affect all other
things.

As a result, in a living system
we cannot control the interre-
lationships from inside—to get
in control. Neither are they
outside our control. In an eco-
system there is co-control.

Ecology in NLP deals with the
relationships between a client
and their context, their natural,
social and created environ-
ments and how they might lose
control of their goal or the
change might give way to his or
her relationships and environ-
ment.

It is a frame within which
coaching for a desired outcome
is checked against the conse-
quences of the client's whole
life and mind as context. It
treats the client's relationship
with self as a system and his or
her relationship with others as
subsystems that interact, so
that when someone considers
a change it is important there-
fore to take into account the
context and the consequences
it might have on the client
achieving the change they
want.

As Gregory Bateson observes in
‘Steps to an Ecology of Mind’

“For every organism there are
limitations and regularities
which define what will be
learned and under what cir-
cumstances this learning will
occur.”

Clearly what stimulates the
brain are changes in context
rather than the unchanging
aspects of our experience.

Victor Shklovskij is quoted by
Naom Chomsky as saying that

“People living at the seashore
grow so accustomed to the
murmur of the waves that they
never hear it. By the same
token we scarcely ever hear the
words we utter. .. we look at
each other, but we do not see
each other any more. What
remains is mere context.”

Identifying and honouring the
power of context ensures that
we make sense of things within

the constraints of the map we
and others create from the

world around them.
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Based on then work of
Robert Dilts and Gregory
Bateson, the concept of
logical levels can aid our
understanding of the
change process.

It categorises information
according to the way we
make important distinc-
tions in our experience.
The influence is felt from
both the top-down and
the bottom-up.

How we see ourselves
connected to others and
the world around us in-
fluences our beliefs and
values, and the strategies
we use to be successful in

Express Self Sacrifice Self

9 Coral
Integral Holonic )
(Emerging) 2 Turgquoise
YWhole View
T rellow
Flex Flow B Green
Human Bond
A Jrange
Strive Drive 4 Blue
2 Red - Truth Force
Power Gods .~ 2 FPurple
HKin Spirits

1 Beige
Survival Sense

Our diverse views, beliefs and identities can be represented by eight memes or value systems, which
can be applied to individuals or entire cultures as they develop. They are summarised the diagram in
the "What is Enlightenment" Magazine (Winter 2002). To get more detailed information go to:

www.changezone.co.uk/dynamics/spiraldynamics.html . A deeper analysis can be found in Don Beck
and Christopher Cowan's book "Spiral Dynamics" . Published by Blackwell in 1996.

different contexts. Like-
wise, context influences
how we behave, which

helps create the beliefs

that make us who we are.

Our beliefs and our val-
ues shape our under-
standing of why things
are possible or impossible
for us. They provide us
with a rationale and drive
our actions in context.

Plrpose
! Identity

Values

Ompei

Behaviour

Environment

For more information go
to:
http://www.renewal.ca/nl
8.htm

How we see, do and feel
things in a given context is
shaped by our values and
beliefs. For example, when
youngsters feel vulnerable
they join a gang (2). They
gain their power through
rights of passage and alle-
giance to the group, to deal
with threats and aggression
(3). The group gives life
meaning and purpose with a
strict code of conduct (4).
Competition with other
gangs and individuals within
the gang forces members to
take risks and play the game
(5). Eventually the gang con-
text is unable to feed the
human spirit’s need to be
freed from cold rationality.
dogma and divisiveness (6).
Eventually we grow tired of
competing and value our

ability to choose and make
decisions that enable us to
find peace of mind and satis-
faction with life (7).

Young people who grow in a
different context go through
the same stages in life but
with different experiences.

You can also see values
linked to context in different
types of work. For example,
in local government you will
find the policy people want-
ing to promote green values
- the importance of commu-
nity involvement and putting
the customer first. The or-
ganisation development
people will be pushing or-
ange values - striving for
excellence and continuous
improvement. Elected politi-
cians may be dominated by
the egocentric red values -

determined to get what they
want through domination.

These values emerge in indi-
vidual behaviour as well,
with blue people coming
across as authoritarian and
righteous, orange people
manipulating relationships
and events to influence the
direction of change, and
green people who are sensi-
tive and caring, wanting eve-
ryone to share in the bene-
fits of what they can create
by working in partnership.
Values influence how we
express ourselves on the one
hand and what we are pre-
pared to sacrifice to get
what we want on the other.
Values and beliefs can
change drastically when the
context changes.

Steve Trivett
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Most of us want to express
things that matter to us. But
how those things are pre-
sented in language can be
influenced by our assess-
ment of the context. What
we are talking about could
be personal or professional
and be relevant to a particu-
lar time, place, relationship
or event.

By clarifying context we can
reduce misunderstandings
and the misinterpretations
that can lead to misguided
action. This happens be-
cause we listen to things
that matter to us, making an
interpretation of what an-
other person has said, rein-
forced by our own feelings
and experiences.

What we say and how we
say it will always be inter-
preted by others according
to their context for listening.
In other words, the meaning
they are listening for.
There’s the meaning the
speaker wants to convey
that is important to them,
which needs to match the
meaning the listener is
searching for.

Professor Alan Sieler makes
the point in his articles
about conversation (go to:
newfieldinstitute.com.au )
where he states that a useful
question to ask is ...

“What listening am | speak-
ing to? In other words,
where are others ’‘at’ in their
thinking and feeling which
will need to be acknowl-
edged if they are to be re-
ceptive to the ideas that |
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Language

No match — No meaning

want them to embrace.”

Often there is no match be-
tween speaker and listener
because the context is not
clear enough for a meaning-
ful connection to be made.

What the listener then takes
a way and acts on is their
own interpretation of what
was said using their own
internal representation sys-
tem. The model of the world
used by the speaker leads to
language that can create
different meaning for the
listener as they are using a
different world view to make
sense of the language used.

It cannot be assumed that
just because we are using
the same language that we
mean the same things. What
is a “small change” for one
person can be a “big issue”
for another.

A common thinking pattern
in ‘coaching for change’ is
that small changes sustained
over a long period are more
likely to succeed than big
changes over the short term.

This may work if the context
stays pretty well the same,
but if the context shifts, as it
would if you take on a new
job, new relationship or new
responsibilities, then misun-
derstandings can occur.

What might initially be wel-
comed on the basis of the

language used by the
speaker drawn from their
perception of the context is
experienced as something
very different in the mind of
the listener. What chal-
lenges one person is a night-
mare scenario for another.

It is important therefore to
speak with the listeners
needs in mind. This involves
paying more attention to
and checking out how our
language we choose to use is
received by the listener in
terms of ensuring that there
is a match between the
meaning intended and the
meaning interpreted.

One way to do this is to ask
for feedback with the inter-
ests of the listener in mind,
with questions like . . .

How do you see it ?

What would you say is im-
portant to remember from
what you have heard ?

How do you feel about that?

Is their anything that you
would like to clarify that is of
concern to you ?

How the listener responds to
such questions can provide
useful insights into how they
may be interpreting what
you are saying from their
own interpretation of the
context.

Steve Trivett

In their book ‘Mind in Context’,
Robert Steinberg and Richard
Wagner seek to bring the gap
between those who believe
that cognition depends on in-
teraction with the outside
world, and those who feel it
resides inside the mind.

This is an attempt at arguing
that there is a dynamic balance
where both perspectives can
be true at the same time.

Many scientists, biologists and
animal intelligence researchers
are reluctant to admit that
parrots can use context and
speak in some form of conver-
sational language.

Q&) Some people who
have had excep-
’/) tional talking par-
V‘- rots thought they
were speaking in
context, but were
never believed.
But parrots it
seems do learn to talk in con-
text and can even understand
sophisticated conversational
language.

Go to:
http://budgieresearch.homestea

d.com/

In “The Next Common Sense”
Michael Lissack & Johan Roos
use landscape metaphors to
contextualise the way leaders
of change can manage com-
plexity in modern corporate life
during times of rapid change.

- -,ﬂ They refer to
“situatedness”
where context
drives the rules.

Published by
Nicholas Brealey
1999




How do we go about leading ontological change in our
selves and in the bigger system ? To lead change we have
to see it and then agitate, motivate and activate it to make
it happen? So, what is involved ? How is it done ? What
resources do we need ? How do we know if it’s right? Who
needs to be involved ?

Steve Trivett

Personal & Professional Change Coach
2 Thatched Cottages

Broadway Lane, Fladbury,

Worcestershire. WR10 2QF The new ‘Leaders Digest’ provides a vehicle for you to tell

your story and share your experience of what holds the
key to ontological / sustainable change. Perhaps you are a
coach, mentor, educator, business leader, service manager,
community leader, politician, change professional or some-
one trying to make change happen for themselves.

Office: 01386-861-841
Email: steve@changezone.co.uk

Mobile: 07866-731-231

If you would like to share your stories, thoughts, experiences, articles, websites, change tools, leadership tech-
niques, books, theories, favourite DVD’s, etc., that demonstrate ontological or dynamic change—get in touch.

As Change Leaders we have an important role to play in We are living in an age where we are only six relationships
making the world a better place. To some this may sound away from connecting everyone on the planet. We need to
egotistical, even arrogant, but we all need to really listen create shared visions, sustainable environments, combine
to others, seeking to understand their way of seeing and our capabilities and value cultural diversity, all vital if we
how this shapes their way of being. We must adopt an really want to coach people to create a more peaceful and
attitude of openness, curiosity and eagerness to learn. viable world order.

It seems that when Change Leaders act as Ontological
Coaches they can change the context that then influences
the way people interact and behave. They pay attention
to the impact language, mood and body state have on
creating the conditions for change both within and be-
tween people.

Coaches bring various people into contact, enhancing their
ability to communicate and foster the circulation of posi-
tive energy. This creates a context (of outside-in energy)
for unleashing the vision (top-down energy), the capabili-
ties (inside-out energy) and the culture (bottom-up energy)
that needs to changed for the better.

Coaches work to help change the world one person at a

f/f--.,\ time. Not by coercion or instruction, but by helping people
. | connect with the more noble aspects of their humanity and
"\___,.r' to live life to the full—in ways that benefit themselves and
wmu those around them. Like a virus, the ‘self-organising’ na-
oo OOWENeay ture of coaching has the effect of bringing ideas, cultures,
people and desires together for mutual benefit. Remember
Spinoza’s notion that “desire is the very essence of man”.
E = z g Change Leaders are doing today what they want to have
= E The E_E. N happen in the future. They are synthesising the talents and
E‘f Change gg | I conditions that will lead to a more sustainable world.
o Zone gL~ . .
= & | :1‘ For this to happen the main sources of energy for change
E ':' must be balanced (see my Dynamic Change Model) to be
sustained in a dynamic relationship. Changes in one di-
CULTURE mension can lead to changes in another. Change Coaching
Rotorrllp Energy works to make those changes more positive and help the
client to see that there is always a solution for them in a
given context. The coach facilitates the interaction of the
external world (the territory) and their internal representa-
tion of it (the map). As the poet David Whyte observed in
STEVE’S DYNAMIC CHANGE MODEL ‘The Heart Aroused’ . . . “difficulties can fall away when we
It is important that leaders of change adopt a multi- make”our inner territory larger, while simplifying our outer
work”.

dimensional views of change that accepts and integrates
situations, people, dreams and human needs of all types. Steve Trivett




