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Our chosen figures included such prominent social change agents as His Holiness the Dalai Lama, Ella
Baker, Elizabeth Fry, Dr. Martin Luther King Jr. , Coretta Scott King, Nelson Mandela, Archbishop
Desmond Tutu, Mohandas Gandhi, Bill Wilson of Alcoholics Anonymous and Thich Nhat Hahn. When
we asked ourselves what common characteristics these leaders possessed, we came up with a short but
powerful list: a well-developed spiritual life; a recognition of the value of mindfulness as a practice; a
commitment to living the change they sought, even in the face of overwhelming challenges; an awareness
of the importance of their inner strength, evident in their writings and actions. We believe their
contributions in the world spring from a place of great inner clarity and spiritual conviction.

Getting Some Ground Beneath Us:
Our Initial 21 Interviews

In our interviews, we presented our hypothesis and invited responses. If there was general agreement, we then
proceeded to ask,“If you had the means to change this situation, what would you do? How would you help
activists make the connection between their inner experience and their outer work? How would you support
the personal development of social activists and innovators?” As we gathered information, it informed our
understanding and so we made subtle changes to our interview questions and responses. We call this a“rolling
dialogue,” a synergistic collaboration that changes both interviewer and interviewee.

At the outset, our challenge was to find a cross-section of front-line activists to act as a representative sample of
what is happening in the social change field. For this we looked to conferences both in Canada and the U.S. In
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September 2005, before our project had formally begun, we went to the Social Venture Institute (SVI), a
program sponsored by the Hollyhock Leadership Institute on Cortes Island, B.C. This five-day symposium
attended by 115 social-purpose business representatives was our first glimpse into the complex network of
social activism in Canada. It offered rich insights and gave us many contacts to pursue.

In April 2006, just after inaugurating our project, we went to a gathering of progressive foundations and social
activists at the Momentum 2006 conference in San Francisco, sponsored by the Tides Foundation in the U.S,,
Changemakers, Funding Exchange, Resource Generation, Third Wave Foundation, Threshold Foundation and
the Women Donors Network. When we told participants about our project, they were intrigued and offered
many suggestions of people or organizations we could interview.

Also in early 2006, we interviewed representatives of Esalen Institute’, one of the most widely known and
longest running personal growth centres in North America. Gordon Wheeler (president), Nancy Lunney-
Wheeler (executive director of programming) and Nancy Worcester (donations coordinator) were very
generous with their time. The Wheelers clearly resonated with our project and expressed an interest in hearing
about our findings at the end of our research phase. This was the first of many such requests. In a recent
newsletter from Esalen, Gordon wrote of how he viewed the relationship between social change and personal
development.

To me, that's always been the signature of Esalen, the deepest heart of the Esalen intention and message: the idea

that personal transformation and social transformation are one and the same - they can never be meaningfully

separated. If I work on myself just for myself, what's the point? And if T try to work “on” the world while leaving

myself out of that equation — well, just who or what will be the vehicle of the change I'd like to see? How is that
going to work? To be real, the change has to be integral. It has to include you, and it has to include me.

Like personal growth centres in Canada such as Hollyhock Retreat Centre and The Haven Institute, Esalen
has recently been taking stock of its history and engaging in planning its future direction. The term “spiritual
activism” seems to characterize one of the primary strategic thrusts arising out of their planning deliberations.
“We've always had a spiritual stream here,” said Gordon, “but it's one of our major strategic mandates to deepen

that and take it into spiritual activism as well.”

The major dilemma Esalen is facing is also at the heart of the Contact Project’s challenge: Where can we make
a difference in the world with the knowledge and experience that has amassed in the field of personal
transformation? Nancy and Gordon summarized the challenge:“Where do we take these 40 years of human
potential work, particularly in mind, body, spirit, and use it in the world?” This desire was repeated many times

during our interviews by those who have developed a robust understanding of personal development.

Our journey to San Francisco also brought us to Cathy Lerza, a veteran of social activism and a senior
philanthropic advisor at the Tides Foundation; Randall Miller, associate director of Philanthropic Services at
the Tides Foundation; and Liza Siegler, manager of the Threshold Foundation. As they reflected on the
present approach to social change, their comments outlined a number of themes they thought were prevalent

within the field:

+ a tendency to mimic existing (corporate) images of power
+ a constant sense of intense urgency

+ a scarcity mentality

+ no effective way to resolve conflicting values

+ burnout

7 www.esalen.org/
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“There’s certainly a sense that something isn't working in the social change movement in America and the way
we've gone about our business,” Cathy suggested.”Something has to change”

These prominent activists provided us with a wealth of potential contacts and were the first to mention the
Rockwood Institute in California, founded by ex-Greenpeace campaigner/organizer André Carothers together
with Robert Gass, a Harvard-trained psychologist and organizational development consultant. In a short time,
Rockwood became a powerful centre of non-profit leadership development. Cathy described their work:“It’s
about finding out who you are first and then figuring out what you put out in the world in a really authentic
way. It challenges what power is and how you use power. It has really taken off and it is pretty amazing how
successful they've been in the very short space of five years.”

This was our first indication of a growing interest among activists and innovators in doing things with more
personal awareness. Cathy recounted a talk given by Michael Lerner® in which he asked what it would be like
if we allowed ourselves to spend more time feeling (our emphasis) what it is like to live in the “6th Great Mass
Extinction”? And how would that change our grant making and what would it mean to stop trying to“save”
things? These dramatic questions fed our growing sense that activists are beginning to ask new kinds of
questions in bringing about social transformation.

Our initial interviews provided a wealth of ideas and potential contacts that proved instrumental in
determining our next steps. The upcoming challenge of analyzing the wealth of material we were
gathering was becoming apparent.

An Emerging Resonance:
Initial Confirmation of our Hypothesis

In May 2006, we were excited to attend the Hollyhock Leadership Institute’s inaugural meeting of the Social
Change Institute (SCI), a gathering of more than 100 social activists and innovators, largely from British
Columbia. This was a unique opportunity to invite front-line social activists and innovators to provide us with
their views on the role of personal development in the social change movement. One of the keynote speakers,
Van Jones (quoted eatlier in this document), got everyone talking about the role of the personal in social
change. In reﬂecting on the dysfunctional behaviours that go on within the social change movement, he
concluded that“a lot of people come to this work hurt already, and hurt people hurt people.” To drive home this
point, Van Jones went on to say:

I think it’s because some of the family of origin and childhood trauma issues are not discussed properly. So people

bring all these pains, hopes and expectations and see their social activism as being their new family and home.

“This is going to be where I'm respected now.” If you load up the political space with all of these emotional needs

so the whole room is just waiting for the first disappointment, disrespect or misunderstanding to trigger all of my
familial pain and childhood trauma and then yours, then the whole thing [collaboration] goes crashing down.

He was quick to point out his observations were based in personal experience.

A lot of my observations about personal development impacting social change activists are autobiographical. I've been
in a bunch of coalitions that either I or some other egomaniac managed to wreck over some silly bullshit. I've seen
that process and been a part of that process and been a problem in that process for a good part of my adult life.

8 Michael Lerner is President of Commonweal based in Bolinas, California. He is also the Board Chair of the Jennifer Altman Foundation, and
co founder of the Health and Environment Funders Network
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Additional comments on some of the more dysfunctional aspects of social change organizations from other
participants included:“We fail to operate at a values level. We operate on the level of correctness, accuracy and
intellectual elitism™ and “People are getting bogged down by their intractable differences.”?

Mary Gordon, also an Ashoka Fellow and founder/president of the very successful social change initiative
Roots of Empathy, talked about the practical need for greater self-awareness.“] know my frailties and I make
sure that I'm very clear with everyone who works around me on what these are.” She encouraged us to

humanize the role of the social activist/innovator by reinforcing the notion that you're not supposed to be able

to do everything, It's OK to be fallible.

She believes most social innovators are likely to be seat-of-the-pants people who have a set of positive social
skills that have allowed them to “get a posse together” However, as an initiative grows, different skill sets come
into play and“if you can't manage the folks in head office, forget it. It's going nowhere because it will fall apart.”

The need for greater insight into one’s inner experience was confirmed in almost all of our conversations with
social activists and innovators at SCI. Many noted the lack of a common language for discussing these issues.
When we were presenting our ideas and hypothesis, everyone understood what we were talking about, but they
said they wouldn't have been able to articulate it so clearly. Van Jones stressed the importance of developing a
new language that gives social activists and innovators “some real power over their inner experience and then to
put a floor under those terms and spread them.” He also noted the importance of having an appropriate place
to do this work:

We don't have a place for this. So it all gets loaded in the wrong places. My argument would be that we have to
look at our structural and operational level. Where’s our church, our place for spirit> Where do we get to be
witnessed? Where do we go to be celebrated? Where do our wounds and accomplishments get to be
acknowledged? If that's not built in, you're going to have awful coalition meetings. Then you're going to have people
that were friends become enemies, and then you're going to have fracturing of the social capital that gives you the
ability to develop political capital.

Jackie Larkin currently co-facilitates workshops with Maggie Ziegler called Reconnecting to Life (inspired by
the writings and mentoring of Buddhist scholar, eco-philosopher and activist Joanna Macy). For many years,
Larkin served as an education coordinator with the British Columbia Nurses Union. She echoes this call for a
place to connect the personal and the global.

There is a need for a place for our despair and joy where we can explore their inter-connectedness. By honouring

our deepest feelings of about the suffering and uncertain future of our planet and by opening to our gratitude and

capacity for joy, we unlock energetic and cognitive blocks. This provides a ground for experiencing our

interdependent and interconnected relation to all of life, growing our ecological self and nurturing a shift in
consciousness which opens the way forward to a socially just and environmentally sustainable world.

Refining our Research Approach: The ‘Rolling Dialogue’

Our notion of a collaborative rolling dialogue was deeply enhanced by the wisdom we discovered in the next
interviews. Soon after our experience with participants at SCI, we visited with Al Etmanski, another Ashoka

Fellow, and his wife, Vickie Cammack, both founders of PLAN, a not-for-profit charity helping families who

9 Tonya Surman, Executive Director of the Centre for Social Innovation in Toronto
10 Judy Rebick, Canadian Auto Workers’ Sam Gindin Chair in Social Justice and Democracy at Ryerson University in Toronto

11 www.plan.ca
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have a relative with a disability. They'd been commissioned by the J. W. McConnell Family Foundation'? to
investigate how grant makers could be more effective in addressing the roots of social and environmental
challenges. Their research seemed on a parallel course to our journey and we were eager to learn from them.

With the depth of experience they had in the field of social change, they provided us with an extensive list of
umbrella organizations of social activists and innovators across Canada. Together with this rich tapestry of
connections, they offered some powerful words of advice, some of which continue to challenge us.

Al and Vickie encouraged us to present ourselves as explorers, carefully listening to what people had to say and
keeping an eagle’s view in looking for patterns. They suggested we keep asking ourselves who our audience is so
we wouldn't overlook less-travelled paths and miss people who are off the traditional networks. Most
important, they wanted us to take our discoveries and spread them “further, broader and deeper,” while avoiding
making early conclusions. They told us they continually ask people,“This is what we're thinking now; what
about that?” They commented:

So we continued to evolve, sculpt and shape things. We could see what started to have legs; things that stuck with

us that we felt comfortable saying and what we thought had a connectedness to it. We had to curb our tendency to

want to PrOVe that we were Worth What they were Pa.ylng us or that we were aChieVing reSuItS¢ We had to talk to

each other a lot about the fact that in an exploration phase you should not produce and you should wait for the

clicks’. So by freeing yourself up, you can go into areas that nobody really told you where to go and you'll come

back with something interesting. I don't think it would happen if we hadn't of stepped back and waited to find the

people who are passionate about a piece of this. We didn't see ourselves as the experts. All we were doing is
observing the patterns. The rest just happened.

They suggested that it would be a good sign when we inevitably came across other people doing the same thing
we were doing. They noted there are all kinds of people in intermediary organizations providing trainings for
social activists, and that some of it might pass as personal growth, “but it’s really tangential.” They described our
research as another piece of the puzzle to create a new architecture needed for social change in the 21st century.
They posed this question:“What is the spiritual, emotional, mental and physical condition that will allow for

continuous social enterprise or ongoing activism that we require to address our issues?”

Al suggested concentrating on three core actions during our research process. First, he suggested we ask people
about what is working for them. Second, he wanted us to reflect on our discoveries, taking a big-picture view,
looking for patterns, best practices. Third, he counselled sharing, or finding ways to bring people together so
they cross- pollinate, expanding upon the evolving body of knowledge and exploring ways of using it. Al
cautioned us not to force ourselves into action or delivery too early.

If you move into action or recommendations too soon, it could be that before your three years are up you're already

starting to infuse and insinuate, but you stumble. The reality is your structure is going to evolve out of your

processes. So you're going to grab bits and pieces from different sources and create something that's unique. The

point that’s really critical is the interplay between chaos and order. It’s not one or the other, it’s both. Often we feel
a dissonance in that experience but try to make ourselves feel at home.

They also encouraged us to try out what we were learning on a small scale. This had already been one of our
strategies, as we had initiated an exploration project focused on developing online support for a personal
development centre in Canada.

Al and Vickie were also one of the first to encourage us to publish what we were learning. They thought our
research could identify opportunities, barriers and patterns of effective supports for personal development and
these could contribute to a highly effective strategy contributing to everybody’s knowledge and learning. They

12 www.mcconnellfoundation.ca/
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gave us the accompanying Venn diagram (right) saying,

“This kind of presentation helps everybody appreciate the
nature of your'work. It 1de11t1ﬁes the streams of activities SHARING
and how they interconnect.

Finally, they encouraged us to keep connected to our vision
so we could stay focused on what we know to be“true”’
They encouraged us to keep going back to our
methodologies and asking, “Does this new learning fit our
values and current understanding? Is our framework still
relevant or do we want to adjust it?” They also suggested
finding a Socrates-like person with an outside perspective who regularly queries us about what we are learning,

Altogether, these strategies have augmented and clarified our concept of a rolling dialogue. They have
strengthened our commitment to our process as well. We are deeply grateful for the wisdom offered to us by Al
Etmanski and Vickie Cammack. This Chronicle is in part a product of their suggestions. Many times we have
wanted to jump into action to create a program, only to return to their admonition to let the process of our
rolling dialogue guide us and let us know what is needed. This process takes time to mature.

Dana Carman, a founder of Pacific Integral®?, provided additional perspective on the daunting task we set for
ourselves. Reflecting on the growth of his own organization, he described it as unfolding organically and gave
us inspiration to follow our method of ongoing collaboration.
Presently, what we are learning to do is to create a community, an online community, a community that has
conferences, that follows the creative commons, where as things get developed they are shared. It seems to be
developing organically. It seems to me that there are like-minded people all over the planet. So it's not so much
about building Pacific Integral as it is about discovering the integrity of what we are as one node of many and then
connecting with other nodes in a way that we're providing support and development for like-minded individuals,
organizations and systems.

At the end of our first year of interviews we realized that our research approach was evolving from a way
to gather information to a co-participation with our interviewees in discovering and elucidating the
complexity of needs and interests within the social change arena. As well, we began to see clear evidence
of a sea-change among activists towards acknowledging those needs and wanting to meet them.

Synthesis of Our First Year of Interviews

At the end of our first full year of interviews, we had more than a thousand pages of transcripts and a wealth of
information that needed to be sorted into a framework. We were aware of Ken Wilber’s Integral Model as a
paradigm for understanding the evolution of consciousness. Wilber’s work was again brought to our attention
by Darcy Riddell, program consultant for the Hollyhock Leadership Institute. She was instrumental in
weaving the Integral approach into SCI's program and other conversations taking place within the social
change movement. She had invited Pacific Integral’s Dana Carman (quoted above) to make a presentation at
SCI 2006 called Leading through Complexity: An Integral Approach. In a conversation we had after the

conference, he summarized his thoughts on the impact of Wilber’s model.

13 “Pacific Integral is committed to the conscious evolution of individuals and organizations to support the emergence of a sustainable, equitable and
beautiful future for humanity.” www.pacificintegral.com/
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When you start dealing with adaptive challenges like social change, you've got to look at all four quadrants. You've

got all four quadrants bumping up against each other and sustainable adaptive change requires consideration of

how each quadrant interacts and impacts the others.

10

Intentions Behaviour
Sensation Facts
Perception Form
Emotion Skills
Mental Models Habits
Values/Beliefs Actions
Paradigms Structures
Norms Processes
Traditions Practices
Shared values & Beliefs Outcomes
Culture Social System

Our adaptation of Ken Wilber's Four Quadrant Integral Model

These conversations convinced us to use Wilber’s model as a method of synthesizing our research material. We
took the main points or perspectives arising out of an interview and placed them in one of the four quadrants

shown above based on whether it corresponded to one or more of the quadrant descriptors.

We condensed each interview transcript into three tables of four quadrants each. The three tables were titled:
issues, solutions and resources/networks. The interviewee’s main points and perspectives were placed in the

appropriate quadrant with as little editing as possible so the integrity of the original comment carried through.
pprop q gasp grity g g

We combined these quadrant documents into a summary that included both the most poignant and the most
repeated points in each quadrant. We looked for patterns that were present in the data and synthesized them to
reveal the essence of the emerging pattern. These were mapped onto the appropriate quadrants. We did not

map the resources/networks as there was no basis to synthesize this information into quadrants.

First and foremost, we present these tables to the reader as condensed primary
statements made by our group of social activist/innovator interviewees. We strived to
ensure that the core meaning of their comments was preserved. We encourage the
reader to preview the tables on pages 11 and 12 before reading our comments.
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Individual/Interior Issues

Facing “Cold Heaven” alone. Lack of
psychological and social support

Need authentic, effective leaders who have
strong intra- and Inter-personal skills

Personal conflicts, power struggles, denial of own
process, and individual’s pain interfere with
action within groups and between groups of like-
minded people

¢ Need to recognize and discuss the concept that
spirituality/inspiration/intuition is an important
component of action

e People unaware or ignore relationship between
social change and personal development. Not on
the agenda

o Activists struggle with the weight of many people
relying on them

e |solation of social activists/innovators

¢ Need culture of reflection (e.g., Learning from
success and failure)

Collective/Interior Issues

Quadrant synopsis of issues

Individual/Exterior Issues

More burnout, loss of meaning, despair =
quitting or getting sick

Doing too much with too little
Personal development seen as selfish and off-task

Exhaustion sets in while struggling with
worthiness and living up to an “ideal” self --
effectiveness suffers

Unsustainable human resource usage

Leadership core competency training alludes to
but does not focus on intra- and inter-personal
skill development

Lack of capacity to deal with specific personal
challenges of activist/innovators

Need “champions” to promote importance of
personal development in activism/innovation

Need to develop networks of organizations
involved in personal development and spiritual
activism

Collective/Exterior Issues

As we examined the results, a picture emerged. Social activists and innovators were indeed experiencing
symptoms we anticipated such as frustration, burnout and despair. To compound the issue, few supports were
identified for these issues, either from the social change culture or from the systems supporting change agents.
For example, the culture was described as not highly valuing personal development work. At the same time,
both the culture and system often encouraged isolation and living up to exhausting work norms. The meta-
message appears to be that you are on your own if you can't handle the pressure of the work.

Many noted that the sector’s traditional response to these symptoms is to support skills development (e.g.,
leadership training), but that there is little in the way of systemic or cultural supports within the social change
world for dealing with these symptoms directly through personal development. Many people told us that the
organizational costs of this lack of connection with inner experience were high, and for some individuals, very
high. As we noted above, the book Getting to Maybe describes this as hitting cold heaven.” Without
psychological or social support, the consequences of being overwhelmed with despair certainly impair activist
effectiveness and in some cases have severe and potentially lethal consequences.

While each quadrant offers its own picture of the issues, the interaction of the four quadrants also sheds light
on unseen barriers that in fact reinforce the initial issues. For example, while training for the inner self is offered
in many formats and settings outside the social change arena (moving clockwise from top left, quadrant 1,
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Individual/Interior Solutions Individual/Exterior Solutions
e Develop awareness of spectrum of resources and e Promote sustainable and integrated approaches
contexts for individual therapy and for individual to action
witnessing of pain in collective activities e Create opportunities for rest, reflection, and
e Establish safe spaces that are nurturing, loving rejuvenation
and encourage living life, not just pronouncing

it e Practice living with the paradoxes
oni
e Bring more humour into your life

Develop programs that help people, especially
young leaders, learn tools and skills for X
communication, being present/authentic, and development issues
connecting with self and others.

e Build a common language for discussing personal

e Create culture of cyclic action, reflection, learning e Provide a “retreat” that is relaxing, informative,
and new action transformative and is viewed as legitimate

° Proyide venues for peer learning (e.g., sharing ¢ Educate for building skills in communication and
stories of success and challenges) intra-personal navigation

* Develop opportunities for mentorship e Provide venues for dialogues including diverse

¢ Facilitate dialogues on shared values/beliefs and perspectives and inclusion of the people in
creating common visions "power”

e Develop a culture of individual initiatives in united
"big picture” context (i.e., support and connect
organic initiatives)

Collective/Interior Solutions Collective/Exterior Solutions

Quadrant synopsis of solutions

Individual/Interior Issues), it is seen as selfish and off-task (quadrant 2, Individual/Exterior Issues). In this
light, it is clear that any training offered to this audience would have to be perceived as directly having an
impact on the effectiveness of the social change task. It is therefore not surprising that current leadership
training for the social change sector focuses on Collective/Exterior Issues (quadrant 3), touching only lightly
upon intra-and inter-personal skill development and so avoiding deeper issues that may be present.

The importance of taking into account the interdependency of the quadrants was also apparent when viewing
the“solutions” table (above). A positive example of this may be seen in Hollyhock Leadership Institute’s

(HLI’s) Social Ventures Institute and Social Change Institute. Its main purpose is to address solutions
identified within the Interior of the Collective: the culture and worldviews quadrant (4) of our analysis. These
solutions in turn interact with solutions in other quadrants: for example, opportunities for rest, reflection and
rejuvenation (quadrant 2), a venue for diverse perspectives (quadrant 3), and opportunities for retreat (quadrant
3). The growing success of HLI's programs may lie in the fact that they address more than one quadrant.'*

A limited number of programs do exist that touch on intra-personal training for social activists/innovators.
These include Robert Gass's the Art of Leadership, offered through Hollyhock in Canada, the McConnell

Foundation’s learning circles, as well as the work of Buddhist scholar and eco-philosopher Joanna Macy, whose

14 In the spring of 2009 the Hollyhock Leadership Institute was closed, a victim of the current economic crisis.
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Work that Reconnects!® workshops are given in Canada and the United States. Workshops inspired by Macy's
work are also given in Canada by Jackie Larkin(quoted eatlier) and Maggie Ziegler and are called
Reconnecting to Life. While we see these innovations as being very positive, our research is highlighting the
gaps that remain when addressing the specific learning needs of social change agents in Canada. We address
this issue in our “Ways of Working with People” section and in our concluding remarks to this Chronicle.

At the end of our first year of interviews, we believe we see in these summary tables a clear message: that
social activists are suffering from a lack of attention to their inner selves and that support for them is
both needed and wanted. We see this as supporting in part our original hypothesis, that leading effective
social change requires a deep understanding of, and congruence between, one’s inner experience and one’s actions for
change in the external world. In addition, we have learned that there are no resources in Canada for a long-
term, comprehensive, sustained response to this need and that are solely dedicated to developing
intra-personal and relational skills for social change agents (i.e., strategic solutions that would be placed
in the upper left quadrant of our model).

Barriers to Participation in Personal Development

We presented the data accumulated in the first twenty-one interviews at the 2007 Social Change Institute in a
workshop entitled Linking Personal Growth and Social Change. An updated edition of that presentation can
be found on our website. While we were worried that no one would attend our workshop, our fears were soon
calmed by the sizable gathering of activists who had come to see what the Contact Project was all about.
During a brief initial discussion of our findings, it became clear that we had struck a chord with our research.
People were eager to learn what we thought could be done about the pressing needs our research had

illuminated. Many wanted to keep in touch.

In our workshop we asked participants to go to one of five stations, each describing a barrier for social activists
and innovators in doing personal development work. Station topics reflected the most common barriers
identified by our interviewees, which were:

+ values and beliefs

+ lack of appropriate program delivery modalities and follow-up
+ relevance to training mandate of organization

+ cost

+ safety

Each group then presented its results in the manner group members felt best communicated their perspective.
The funniest and most touching presentation was a skit based on an activist who had just come back from a
personal development experience and was trying to get his colleagues interested in bringing this learning into
the organization. The litany of reasons for not pursuing this idea included such comments as“That sounds too
touchy-feely for me,”“I don't have time for that soft stuff” and“That’s great that you found’ yourself, but we
have real work to do.” While the skit provided a comprehensive list of direct and non-direct verbal and non-
verbal responses, the message underneath their humour appeared to us to be the varying degrees of fear about
doing personal development work. Furthermore, admitting that one needs this resource commonly brings with
it a stigma or sense of failure. The resistance to acknowledging human frailty was palpable in the skit. Within

15 A subsection of Section 2 of this Chronicle (Ways of Working with People) deals with this workshop.
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SCI 2007 Workshop Storyboards: Linking Personal Growth & Social Change

all the presentations, we noticed greater clarity about the barriers to doing personal development work than
about the solutions to those barriers.

14

Each group also recorded its dialogue on the storyboards presented above and on the following page. The range

of barriers is extensive. Our presentation/workshop yielded a wealth of information that will inform the
development and marketing of our program.

After our presentation at the 2007 Social Change Institute, we had more questions than answers. Our list of
barriers for bringing personal development to social activists was growing. Even though the initial indications
are that social activists and innovators agree with our hypothesis to varying degrees and are highly supportive
of our initiative, we were in awe of the complexity of the challenge before us and how it was expanding at an
alarming rate. We also felt the powerful intensity of our desire to meet the needs we had discovered in the
social change agent community. We imagine this desire parallels the intense desire for social justice or
environmental action that is shared among all social activists, innovators and change agents.
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Insights from Funders and Conveners™

Early in 2007, after completing our first round of interviews as described above, we began interviewing
conveners and funders of social activists and innovators. This approach came at the suggestion of Al Etmanski
and Vickie Cammack. We interviewed fourteen conveners and funders in all. What did these organizations see
as they looked at the health and wellness of those engaged in this sector? What did they notice as groups of
social activists gathered together? What personal development challenges seem to be endemic to the work of

social change?

We are using the term “conveners” for umbrella organizations that bring together front-line social activists and
innovators serving the same sector or combining sectors (i.e., social justice, environmental, community
engagement, etc.). We were interested in the networking and skill development opportunities they offered.
Many social activists and innovators reported to us that these gatherings often brought an“opportunity to
recharge my batteries” or to ‘connect with like-minded souls.” These phrases describe a process of reconnecting
with “my passion” or “why I do this work.” Put another way, they are perhaps describing their desire for
experiences that strengthen their connection between their inner world and their outward expression, thus
becoming more effective and congruent in their actions in support of social change.

While visiting central Canada in the winter of 2007, we spoke with Paul Born, the executive director of
Tamarack, an Institute for Community Engagement, which is focused on building vibrant and engaged
communities in Canada. He describes the struggle many social activists/innovators have with worthiness and
the weight of many people relying on them. When an innovation is successful, suddenly thousands of people
are relying on the innovation and the activist comes to a point where people see them in a certain way. The
question he poses is,“In the face of that projected identity, what keeps people grounded in who they are?” At
every stage of the innovation, a number of responses present themselves: take on that identity (and potentially
lose yourself); reject the identity (Tam really a fraud); or somewhere in between these extremes. This can be an

overwhelming experience.

Paul believes that support is needed when the social activist/innovator is faced with the pressures of success
and people are relying on them and projecting greatness on them.“What I find most powerful in my work life is
to be part of a circle of people who have the same pressures and, in that context, work through issues,” he told
us.“The question is — what's the environment you need to create that will support a social innovator who really
needs that kind of work?”

We also heard from many that support was essential when the initiative was failing or making no headway.
When funders appear ready to abandon a project, a sense of futility or inadequacy threatens to consume the
dwindling energy of an activist. Anger and blame contribute to the spiral into burnout. In success or failure
scenarios, Paul believes that loving support is a key element of a transformative environment.“People need to
come to a place where they are loved. You can't do personal work in a context where you don't feel loved.”

Dr. Ted Reeve!?, director of Faith and the Common Good, a Toronto-based interfaich organization focused on
creating a healthy society, concurs.”I believe the formative piece of most pedagogy is spending time with each

other. You need to create a culture of engagement, spiritual rejuvenation, connection and care for each other””

16 There are more than 9,000 foundations in Canada, but only a few specifically fund social activists. Three of the most notable in Canada are:

Tides Canada Foundation, based in Vancouver, which focuses on values-led philanthropy in the areas of environmental sustainability and progressive
social change and under whose umbrella the Contact Project is housed;

J. W. McConnell Family Foundation, based in Montreal, which focuses on active citizenship and resilient communities;
Maytree Foundation based in Toronto, which focuses on systemic poverty.

17 www.faith-commongood.net/
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Katharine Pearson'®, the former project director of Sustaining Social Innovation for the McConnell
Foundation, also agreed and pointed out some reasons that activists/innovators don't seek such loving support
from staff and family members.“Social innovation leaders can’t open up in front of their staff because they
believe they can't show weakness. They can't do this with their families either because they don't want to

burden their families or partners.”

She saw opportunities in the notion of creating a special space or forum for this kind of support. In her
experience, many activists/innovators are driven by their passion. Their entire sense of self is tied up in what
they're doing.“For them, when they hit an obstacle, it is not just gee there’s a block and if I develop the right
plan I will get past it, she observes. It becomes personal - it's devastating” She noted that funders are equally
unlikely to let anything personal out among their peers.

While seeing the need for personal work, Katherine was also cognizant of the resistance to it. She emphasized
the importance of informing people about the nature of a personal development curriculum when inviting
people into such a space; “what it is and how they can justify their participation in it," as she put it. She also
stressed the need for a design that ensures adequate time for doing personal work.“Personal development can
be very risky, and if people are not informed of what they are participating in, for some people it can be very
devastating. It is also irresponsible to open personal space in a short time frame. You need an appropriate
amount of time for people to let down their defences.

Tzeporah Berman, a seasoned activist who is co-founder and strategic director of ForestEthics, was encouraged
by friends to attend the first Art of Leadership workshop at Hollyhock. She gives a vivid personal example of
the kind of response that can happen when personal development is unexpectedly on the agenda of a training
program.
I was a day in to his [Robert Gass's] exercises and I was outraged by it. I can remember being really angry. If T want
therapy I'll hire a therapist and these people have no right and this is not my personal life, this is my professional

life and I'm not going to talk about my personal issues here. It took me that full five days to get over the anger and
to actually get stuff out of it.

However, she acknowledges that times have changed and that there is greater acceptance of personal work

among activists than there was six to eight years ago.

Robert Gass of the Rockwood Institute and the Art of Leadership adds two other elements for a successful
transformational environment: relevancy and pacing. Content has to relate to the day-to-day experience of the
participant, and facilitators must be aware of where each participant is at and move at a pace that will allow
them to remain open to the experience.”I think the trick was credibility,” says Gass.“Going 80 percent of the
way towards where they are and taking good care to make sure participants really understand. Do not make

them do the work of translating. Love helps too.”

Ratna Omidvar, executive director of the Maytree Foundation, whose organization provides leadership training
to activists in the field of social justice, is very pragmatic when considering exploring personal development for
social activists. She is interested in how it helps or hinders someone in the pursuit of their cause.”In order to
add value, interventions should be practical,” she says. I think you link yourself to what is happening on the
ground. Then insert yourself as a value-added piece in the pursuit of the organization’s mission.”

Paul Born and Katherine Pearson both spoke of the McConnell Foundation’s learning circles'® as an example

of an effective personal development space. They pointed particularly to McConnell’s peer-input process. These

18 It is with sadness that we note Katharine Pearson died on May 24, 2008.

19 A Learning Circle is a way of constructing a series of small group meetings to draw on the knowledge and experience of a group of people.
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offer participants a chance to communicate their current challenges in an intimate setting (a small group of
peers). They're an opportunity to experience a shared unpacking and clarifying of issues that inevitably
generates new perspectives and strong interpersonal bonds. Fundamentally, the circles offered a caring and
empathetic experience where, as Paul emphasizes, “It’s very seldom that someone doesn't end one of those full
of emotions.” Katherine concurred when describing these sessions.

Peer input sessions provide a structured problem-solving exercise which offer people permission to move on. Even

all of the funding and technical assistance didn't offer the richness the peer sessions offered for some people -

coming together in a safe environment. What people valued most was the personal, the ability to talk to their peers
about struggles, issues and blocks without being judged or held accountable.

Both Paul and Katherine noted that most of what constitutes space for personal work is ad hoc and is not part
of a coordinated, comprehensive effort on the part of the social change movement. Most people in this sector

have to deal with their issues on their own, and this usually occurs only after hitting a wall - hard. By that time
it is usually too late and the potential for the person leaving their activist role due to burnout or despair is high.

Katherine also acknowledged that going more deeply into personal issues requires a high level of skill and
training that is not currendy a part of the training or experience of the average activist/innovator, convener or
funder. Katherine believes funders in Canada are likely to be interested in supporting this“new pathway” but
would want to be sure of the credibility, skill, knowledge and experience of the organization offering personal
development support. If this were in place, she thought funders would then feel more comfortable working

through partnerships.

In imagining the rollout of such a program, Paul suggested that if the funder has the strength to be present, it
would mean everything to the people that are being invested in. "There’s somehow an authenticity loop,” says
Paul.“You're not being done to, you're being done with. That's the stuff that sustains.” In other words, if the
funder is present and aware of the situation, people within the program will have a sense that the funder is
willing to be authentic and vulnerable with them, and therefore will more easily be perceived as an equal by
them. However, Katherine cautioned that a power imbalance must be considered in the design of any learning
space involving personal development.“The reality is there is always going to be imbalance between the funder
and the social innovator, if ultimately we come back the week following a personal development course and

there’s a proposal on the table”

In the United States, there are many funders of social activists and innovators, too numerous to list here.
However, we were surprised to find a unique collaborative called Seasons Fund for Social Transformation,
whose six original founding organizations are the Fetzer Institute, the Ford Foundation, the Hidden Leaf
Foundation, Jewish Funds for Justice, the W. K. Kellogg Foundation and the Seeds of Justice Fund. Their
mission springs from “a shared belief that cultivating a rich inner life is both a worthy end in itself and an
overlooked pathway to heightening the impact, effectiveness and sustainability of social change initiatives.”
Their mission is very much in alignment with ours.

Tara Brown of the Hidden Leaf Foundation, now co-chair of the Seasons Fund, has been working with her
colleagues on ways funders can excite and invite social activist/innovators to focus inwards and then on how to
transfer that learning to organizations, thereby stimulating culture change. She believes we're at a critical
juncture regarding how to bring social change and personal development work together — how to influence
social change work so it is practiced differently.

Seasons Fund has been meeting for over a year and our larger intention is to resource the field of inner work for
outer change."Resource it” means helping to mature the field so it can articulate itself so others get interested as

20 www.seasonsfund.org/index.html
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funders and practitioners, as well as bringing many more dollars to the field. Many of the people we work with
want to do this work and they have very limited budgets and their funders say no — we'll give you money for this
campaign but we don’t see the value of this work for that campaign. So our hope is to try and educate practitioners
to be able to articulate that to the donors so there is funding and that is not a limitation.

She wants to see the concrete tools of the personal development world applied in a way that makes a significant
difference in the way social change work is done. She is emphatic about supporting change that emanates from
within organizations.

I'm definitely convinced that people within the system have to be the ones who bring the change. Our job on the

outside is to support those people because I believe change happens from within. Those people already know the

system they’re working in. I've watched a lot of personal development spiritual trainers try to find a way to affect

social change movements and they don't get very much receptivity. It has to be someone who has a social change
credential.

Robert Gass agrees. He saw a number of people in the United States trying to offer support, but he believes it
was seen by many activists as disconnected from the practical:“There were numbers of people trying to offer
things to this group in the States — I would say spirituality, more the psychology. Lots of people wanted to offer
meditation, spiritual approaches to activism, and what we saw is individuals going off and receiving some of
this but unable to actually integrate it in any meaningful way into the organization.”

However, Tara Brown and Robert Gass concur that acknowledging the spiritual dimension should be

prominent in any program for social activists/innovators. As we noted above, Robert says that love is a
necessary component. Tara began her interview by requesting a statement regarding our orientation to
spirituality. It's that important to her.

Initially, the Seasons Fund began by providing motivational grants for people who had done Rockwood-style
work or who were trying to do it with other training organizations. More recently, they are providing funding
for more comprehensive training in this area directly to organizations in the social justice field. Tara Brown
acknowledges that the amount being given to date may be insignificant, but it still sends an important message.
“It is motivational and validating for the leader to be able to say that there is a foundation or a funder that is
interested in us doing this transformational work or doing this organizational development.’

Tara now believes one of the keys to stimulating interest is having models for success. She notes that the
prominent environmental activist organization ForestEthics has been doing things differently for a number of
years due to its organizational exploration of personal development at the Rockwood Institute. There has been
a consistent effort to apply what they have learned. The results: a pleasurable place to work, a very significant
reduction in staff turnover and the attracting of additional people who want to work with them.“ForestEthics
is trying to be more overt that this should be a core competency of all social activist training and social activist
work,” Tara told us.

She knows of six social justice organizations in the United States that have explicitly been pursuing personal
work within an organizational context over the last five years. She noted that the Center for Community
Change, based in Washington, D.C,, is putting its key leaders across the country through a three-tiered
leadership training program. One of the mandates is personal development. This is a two-year funding
commitment taken on by the Hidden Leaf Foundation.

To have one of our leading social justice organizations say OK, this needs to be a core competency — we're not
winning, were not happy, we're not successful individuals and we're not successful with our work because we're so
burnt out and we're coming from anger. There’s a true recognition that the old way isn't working,

Tara pointed out that Rockwood’s training has opened a door for personal work to become an important
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consideration for social activists and innovators within their organizations. It has also affected how they work
for change in the world. She is clear that a great deal of individual, organizational and cultural resistance still
needs to be taken into account when expanding this opening into a more comprehensive approach.
In my experience, it's exciting, They get enlivened by it, they're open and curious and then they get back and don't
know what to do about it. Nevertheless, if there’s a significant handful - like the groups I have been mentioning —

that have some support to actually deepen it and change their little subculture, then it feels like an important seed
of change. That germination is happening, so I'm quite optimistic at this point.

Upon interviewing these funders and conveners we realized that there exists among them a broadening
and well-founded enthusiasm for the value of personal development for social activist/innovators.
Compassion for change agents was paramount among them; they were also aware that a lack of personal
support for activists is compromising the activists ability to work effectively and sustainably. We took
from these interviews additional confirmation that our original hypothesis has a firm foundation in the
realities of the social change movement. We were also excitedly realizing that our own initiative is timely.

Personal Development within a Social Change Organization:
The Rockwood Institute and ForestEthics

In our second round of interviews we were directed towards several people who had experienced Robert Gass
facilitating the Rockwood Institute’s Art of Leadership, a program for social activists that incorporates personal
development. We were eager to learn how Rockwood was formed and what made it tick. We were especially
interested in the practical effects of this program on a prominent and highly successful environmental
organization called ForestEthics.?!

Originating in the U.S., the Art of Leadership was brought to Canada by Karen Mahon of the Hollyhock
Leadership Institute (HLI). Karen and a number of her colleagues had experienced it in its eatly years, finding
it very beneficial to their work as activists. The Art of Leadership is now an annual offering at Hollyhock. It is
always full. Its success has led to Hollyhock offering the Art of Leadership Level II, part of the continually
expanding programming at the Rockwood Institute.

Robert Gass was the original program designer for the Rockwood Institute as well as a founder. He and André
Carothers, a former Greenpeace activist, had identified a major gap in leadership training for social change
organizations. Together, they began working to fill this gap.
What we saw at that time were incredibly well-meaning, brilliant people putting a lot of effort into it and not a lot
of results coming out the other end. We saw painful gaps in base understanding of leadership and management.
There was a lack of any kind of training for leaders and managers. So what you end up with, because a lot of the
[organizations] were small, [is] they wouldn't capture the collaborations and coalitions and sense of partnerships
because of their low interpersonal skills, low self—knowledge and low emotional intelligence. They were often
incapable of collaborating because all this personal stuff would come up and they had no way of processing or
understanding and they would take it out on each other.

The Art of Leadership started in 2000 and was originally characterized as“leading from the inside out.”T
would say the key has been that our work was completely integrated into the work and sensibilities of the
activist,” said Robert, describing the primary pitch they employed to get social activists interested in the

training. “Rather than starting with a come over here and learn to be a good human being, we started with the
g g g g

21 Our comments on Rockwood Institute will be expanded in the“Ways of Working with People” section that follows.
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everyday problems of activists and things they were already committed to and said hey, we can help you
do that better.”

Judy Rebick, a prominent Canadian social activist and Rockwood alumna, believes that most social activists
perceive their personal and work lives as being quite separate, their work lives being their main focus.” They
will find time to develop their skills to enhance their effectiveness in their work life and their boss will find the
term ‘leadership skills’ more to the point,” says Rebick.“Many people consider ‘personal development’ to be a
little self-indulgent.”

Tzeporah Berman is a seasoned social activist in the environmental movement and a co-founder of
ForestEthics. She stresses the importance of generating a curriculum that has “takeaways,” things that improve
the way business is done the day one gets back.“Providing personal development is important, especially if it is
given through a skills focus, a daily practice focus, so there are tangible pieces that people can bring away with

them that they can incorporate into their daily lives and into their group work environments”

Robert believes that clarifying the linkages between personal development and social activism is essential. The
linkages need to be practical, not theoretical.“If you show them the linkage between this thing called inner
work and the thing they care about, the commitment is 1,000 percent and they're very self-disciplined, so when
they take to the inner work, they really move with it.”

Using leadership themes common in organizational training, Gass intertwines personal development elements
that are relevant to practical everyday aspects of leading.“Our approach to leadership was very much about
personal growth, about spiritual development — we used that language for it. But it was mixed in with the skills
needed to be a leader. The inner work was always oriented and put in the context of — we know what you face
as leaders and here’s how this thing called your ‘trigger’ relates to your work as leaders.”

The initial Rockwood workshop was the result of André's Greenpeace connections. He asked thirty of his
friends and colleagues to attend. Despite their initial reluctance, the program was a phenomenal success. Since
then, their growth has been dramatic. A chord was hit among social activists and word of mouth spread
quickly. Rockwood’s programs have had long waiting lists in the United States. It soon became clear that a
more comprehensive program was required. A year-long training program was born that incorporated many
more aspects of leadership and organizational development training.

The participants who signed up for Rockwood’s first year-long intensive training were inevitably interested in
bringing what they learned into their organizations. In the fall of 2007, we spoke with Tzeporah Berman about
ForestEthics's decision to include the Rockwood learning as a major influence on how they interact internally
and externally.”I think the reason we went down this path with ForestEthics is because there was enough of
our senior management who experienced how much it could increase the performance in our work and relating
to each other”

Both she and executive director Todd Paglia have completed the year-long Rockwood training. In reflecting on
her choice to continue learning within the expanded Rockwood programs, she said she wanted to learn how to
create effective organizational environments that would lead to better results. In her words,“I wanted to
understand how to better use my own power in order to make change in the world and to help create a space
and a focus in groups’

In reviewing some of her motivation for making this shift in perspective, she describes her old work patterns as
“fuelled by passion, anger, aggression and a lot of moral high ground. It was thoroughly exhausting”” She says
the main motivation for trying personal development work was “hitting the wall. T had a pretty bad burnout
experience when I was at Greenpeace and I either needed to find new tools to do this work or not do this work
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at all anymore. So I was pretty focused on finding some new tools.” Through her training with Rockwood, she
was able to see a different way of doing her work.

I think just connecting my emotional well-being and very simple things like how centred I am, my breathing and

my own daily practice to my work in the world, to my negotiations and my campaign strategy, was quite

revolutionary for me. What I would have considered any form of spiritual practice and my work were separate
places before the Rockwood training.

The training also helped resolve what Judy Rebick described as“the dysfunctionality of how debates happen,
how discussion happens, how we treat each other.” Through specific practices introduced throughout the
Rockwood training, Tzeporah began to shift how she related to people at work.“I started to be able to see
people instead of just positions and to have real conversation with people instead of fighting about the issues,”
she explained.“I was actually creating dialogue.”

Originally, Tzeporah participated in the training with colleagues in the Great Bear Rainforest campaign. Her
experience fuelled her interest in bringing the principles of personal development into ForestEthics.I think
that experiencing the training together — those of us that were in daily negotiations together — was seminal in
the success of the Great Bear Rainforest campaign. I think this is true in ForestEthics because a lot of our staff
decided to take these programs.”’

She easily made the connection between her own personal work and bringing her learning to the whole
organization. She recognized that her personal patterns influenced her leadership style and that in turn
influenced her relationships with staff and external stakeholders.
One of the things Robert did that I think was incredible was you had to send out an evaluation to people that you
work with. It was anonymous and they sent it back. That first evaluation was earth-shattering for me. It tore me
apart, and over the year Robert helped me pick up the pieces. The first evaluation said things like, “For all the
reasons we want Izeporah on our side - she is very powerful and dogmatic - those are all the reasons we're

terrified of her and we're scared to say anything to her unless we're really sure” I realized that rather than
empowering my staff and being a mentor, I was creating a little frightened army. That was devastating.

The year-long training provided insight into how to build a healthy organization focused on empowerment. At
the end of the training, Tzeporah's second 360-degree feedback evaluation was entirely different from the one
taken before the training.

We believe this personal transformation paralleled and contributed to the changes within ForestEthics,
catapulting them to their astonishing successes, protecting over seven million acres of endangered forests and
transforming the paper policies of multi-billion-dollar companies including Staples, Office Depot, Victoria's
Secret and many more.

Additional Barriers and Concerns Relating to Personal Development

Many of those we interviewed expressed fears that supporting staff in doing personal development work could
result in staff leaving their social change activity: that their new awareness would take them in another
direction. Katherine Pearson (quoted earlier in this document) didn't see this as a given and if it did occur, she
didn't believe it should be considered a negative result.“Often there are individuals in one organization that
leave and go off and create something new,” said Katherine.“We'll often follow them because some of them are

amazing.’

However, concern remains about draining already limited resources. Although she sees clearly the positive
effects of personal development on social change, Tzeporah Berman believes the next five years will be critical
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in terms of whether or not massive social disruption can be avoided as a result of climate change.”T guess the
first thing that comes to my mind is a fear that you're going to draw out social activists who are sorely needed
right now, especially, I think, environmental activists in the climate era — and draw them out of the movement’

So the draining of social capital is one of the reason for resistance to personal development. As well, limited
resources and fear of the unknown can easily shut down interest in this path of learning. When Tzeporah talks
to her colleagues in other activist organizations about going down the personal development road, she gets the
following responses:

I think most other organizations I talk to look at it and think,“We have limited resources. If we're going to do

anything, why don't we go for a more traditional team building [approach] that has clear outcomes or more

traditionally skill-based things”? Or,”We're going to open a Pandora’s Box of personal issues and then they’re going
to be uncomfortable at work together because they will have shared too much.”

Even those who experience successful training have concern that new learning wears off, particularly when
there is no support or follow-up. If an individual goes to one course, gets energized and then doesn't have their
colleagues’ support to experiment with new behaviours, it doesn't take long for the learning to be shelved.
Tzeporah believes that without the support of a coach or trainer when a particularly difficult situation arises,
the learning can be seen as ineffective in the real world.

I find that all too often these things are one-offs. This work is about trying to incorporate it into your life and to
actually create daily practices. People can have a totally transformative workshop experience and within six months
of that workshop, a good 80 percent of the benefits will be gone unless they incorporate it in their lives.

However, ForestEthics’ management continues to be supportive of bringing the Rockwood experience into
their organization. Todd and Tzeporah have been adapting the learning so it is relevant to the work setting in a
way that strengthens both the individual’s and the collective’s work. Todd summarizes how he sees the
contribution.

For the folks doing cutting edge, hard-hitting work to protect forests, this kind of support is very important. T am
convinced that our staff retention (which is very good for a non-profit) is in part related to the work we have done
with Rockwood, with angel Kyodo williams and other trainers, because it helps my employees in their day-to-day
jobs but also in their lives and that is a great contribution for ForestEthics to make.

Many activists we spoke to understand the systemic implications of having everyone in the work environment
being supportive of life balance and improving relational skills. They saw it as a major contributor to alleviating
burnout and the increasing sense of despair so endemic in the movement at present. Tzeporah hopes that
looking at the inner experience will provide pathways for dealing with these major challenges.

I'm seeing more and more people turn away from environmental activism because of a sense of despair and defeat
— that it is too big, that they're not going to have an impact. If we don't find a way to turn that into engagement or
empowerment, then we're in trouble. So it is something that I think about a lot but I haven't yet found anyone
doing any workshops or curriculum or writing that I think has a lot of answers there.

We take Tzeporah's comments as encouragement as we head towards building a program of our own. At
the end of a total of thirty-five collaborative interviews within the first two years of our project we were
convinced that both our hypothesis and our mandate had powerful relevance in the social change arena.
Clearly Rockwood opened the door to an awareness of the impact of one’s inner experience on leadership.
ForestEthics’ adept and effective application of Rockwood learnings demonstrates the practical potential
for increasing individual effectiveness and increasing the social capital available to the social change
movement. They gave us considerable inspiration to provide personal development support to
activist/innovators.
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We believe that some of the concerns activists have will eventually abate as program participants
experience the increased effectiveness and strength to be gained from programs such as we intend to

offer. We are increasingly buoyed by the building interest in our project from everyone with whom we
have spoken.
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Program Content Research:
Ways of Working with People

Y THE END of our interviews with social activist/innovators, funders and conveners we were growing
Bconﬁdent that our initiative was timely. Our research has uncovered a growing understanding in an
increasing number of social change agents that developing intra-personal, relational, self-care and spiritual skills
makes activism more effective and sustainable.

Although the four of us have extensive experience as participants and leaders in a wide variety of ways of
working with people, the field is constantly evolving and our mandate is to “research what personal growth
activities are taking place in the social change movement, and what significant gaps or enhancements exist that
could benefit from a charitable personal-growth program.” We do not want to reinvent the wheel. We are
seeking prospective collaboration partners who might offer program elements already developed and that need
only to be adapted to our purposes. We asked ourselves the questions: Are there additional organizations
addressing the issue of personal development for social change practitioners? How do these educators work
with people and what content do they deliver?

We are not just looking for another “leadership” approach. Our primary concern is to find transformational
curriculum that helps individuals make the connection between their inner experience and their outer work.
We are looking for methods new to us and for deeper insights. As personal growth and sustainable
transformation take consistent learning, we are interested in approaches that provide practical daily tools to
reinforce this learning to the benefit of the participant, their organization and society. We are hoping for
synergy among these program elements such that we can provide the best possible program for activists.

In the fall of 2007 we turned our focus to seeking out and interviewing such organizations. In this section of
the Chronicle, we report on what we learned in interviews with seven of them. We do not strictly adhere to the
chronology of the interviews, all of which took place between the fall of 2007 and January of 2008. Rather we
ordered our interviews to reflect the evolution of our thinking as we explored these exciting concepts and
deeper learnings that were leading us towards the implementation of our program.

We certainly got what we were looking for! As you will see, we found remarkable organizations with
extraordinary ways of working with people. The Rockwood Leadership Program is the gold standard in North
America for providing leadership training to activists. Nonviolent Communication (NVC) is a worldwide
movement of people who want to “be the change” so much that they practice making other’s needs as important
as their own. Rev. angel Kyodo williams is a spiritual teacher, long-time activist and artist. Her comments in the
Presence Project subsection go right to conflicts central in the hearts of activists. The Haven provides
programs that participants "come alive” to their deepest emotional, relational and spiritual experience.

We decided to investigate Learning as Leaderships programs because we had heard they led participants to
make strong practical connections with themselves and others as a way to be more effective in their business
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and personal lives. What we discovered were unique programs that have powerful activist foundations as well.
The Process Work Institute has fully integrated personal work and activism in radical ways. Process Work
leaders go to places like Israel/Palestine and facilitate conflict resolution and personal development/leadership
programs. At this writing, we have not yet attended Joanna Macy’s the Work That Reconnects, though we plan
to do so in June 2009. So we decided to give a summary of this long-running, well-known and well-respected
program specifically providing personal development for activists.

It is with great pleasure that we introduce you to these wonderful organizations.

Rockwood Leadership Program

The Rockwood Leadership Program in Berkeley, California, is the largest and best-known provider of personal
development programs for social activists in the United States. Since its founding in 2000, its list of
participants and alumni has grown to be a who's who of American activists.

Rockwood’s current vision, as taken from its website, is:

+ of thousands of inspired activists trained in partnership, communication, conflict resolution, team-building
planning, and producing powerful results, and

+ of thousands of non-profit organizations endowed with the skill and heart to bring out the best in their
people, collaborate effectively with allies of all kinds, and produce real, lasting change.

Two of us enrolled in Rockwood’s six-day entry program, the Art of Leadership, offered at Hollyhock on
Cortes Island, B.C., by Robert Gass, a co-founder of Rockwood. We also interviewed him at that time and, in
the fall of 2007, journeyed to Berkeley to speak with some of the Rockwood team, including André Carothers,
Robert’s co-founder, Akaya Windwood, president and CEO, and Elizabeth Wilcox, director of development.

Because we don't want to reinvent the wheel, we initially thought we might work in collaboration with
Rockwood. However, at the end of our Berkeley meeting, André Carothers told us that we know more than we
think we do and that we should design and deliver a program of our own. Upon reflection, we agree because we
are steering towards a different path within the same field. There is much for us to learn from Rockwood’s
experience, though.

Program Origin, Content and Psychological Depth

Rockwood began as a collaboration between a social activist (André Carothers) and a trained psychologist
specializing in organizational development (Robert Gass). Having identified a pronounced absence of
leadership training for social activist organizations, the two set out to create a program designed specifically for
this culture that would be sustainable and replicable.“T did 98 percent of the design and André built the
infrastructure,” Robert told us.”My intention was to bring it to scale, which meant I was very careful in
designing it so that it was replicable and did not depend on my charisma or experience level”

The course is built on the premise that good leadership is essential to running an effective social change
organization. Over the years it has been expanded and modified by Rockwood. The original Art of Leadership
is a sequence of modules that examine the participant’s perceptions around power and leadership. It compares
what participants consider their ideal leadership style with their “actual” style. The actual style is obtained
through a combination of personal reflection and traditional organizational feedback techniques such as 360-
degree surveys. These are obtained through anonymous feedback from colleagues on a variety of leadership
characteristics. Identifying the gaps between their ideal and actual leadership style, participants explore
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behaviours that either support or hinder their ability to lead according to their own ideal and that of
their colleagues.

Van Jones, a Rockwood alumnus, believes the 360-degree evaluation helps bring to light those aspects of
self that for a variety of reasons remain hidden and yet have a large and negative impact on the work of social
change.

You actually never see the bad news about yourself that everybody knows. The minute this aspect of you comes

up, “Should we invite that person to the conference or have that person join the coalition?” that thing that

everybody knows about you, you will not know about yourself because everyone is“polite.” In other words, lying,

dishonest and manipulative. So operating your side of this passive aggressive culture means it’s very hard to learn

anything and very hard to grow up.

The program also focuses on “triggers,” external events that evoke an instantaneous, negative emotional
response. Through reflection, these are then linked to the participant’s defensive responses. This sequence
artfully moves from straight-up leadership training into the realm of personal development. It requires a
high degree of skill on the part of the facilitator. The design affords the facilitator some latitude in deciding
how deep to take the group, but the overall design is not intended to go very deeply into a person’s
psychological makeup. During our interview with Robert Gass, he compared Rockwood programs to work
being done in other personal development centres.“Except for that one exercise [“triggers’], the work that is
happening here doesn't actually require the level of depth psychology work that people are doing at other

personal retreat settings.”

The Art of Leadership is primarily centred on how to be a better leader and therefore how to be a more
effective change agent. It does, however, provide the participant with enough of a starting point to consider the
notion that their inner experience impacts their work life. And that their inner experience may require more
attention than they have been giving it.

One Rockwood alumnus expressed concern to us about the potential for a participant to go too deep without
sufficient support. Robert Gass has the skills and experience to deal with such situations on the spot. He is
aware of the need for follow-up and often refers participants to other practitioners and centres. However, this
remains a challenge when facilitators do not have his depth of training in psychology.

Program Expansion

The initial program first offered in 2000 was very successful. Refinements and additional programs soon
became a priority. Participants were very interested in exploring more deeply some of the initial insights they
had in the Art of Leadership. They also wanted ongoing coaching, custom consultation for working with their
organizations and networking opportunities. In response to these needs, a year-long intensive, the Rockwood
Fellowship, was created — a series of residential programs spaced throughout the year with coaching provided in
between.

More recently, with the support of foundations, the Fellowship has evolved into a program for specific fields or
sectors. It includes the Art of Leadership and other core programs and has added an advanced training and
dialogue retreat focused on opportunities to build specific collaborations and/or new initiatives.

Today, Rockwood has grown from the initial two-person kitchen table collaboration into ten full-time staff,
nine trainers and six coaches. It continues to evolve based on the feedback it receives from participants and
through the guidance of its full-time staff and board of directors. In 2007, Rockwood considered expanding its
offerings by adapting the Art of Leadership for the social entrepreneurial sector, a fast-growing focus of
philanthropic organizations. However, the inaugural program has been delayed for a future date.
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André pointed out that the kind of programming Rockwood can now contemplate is quite different from the
options during its start-up phase.
We did a profile of all our 600-700 alumni. Twenty percent come from environment organizations west of the
Rockies. When you have that in the alumni, you can start to think about network effects and follow-on events and
all sorts of things that fit our movement-building mission that a start-up couldn't even contemplate. Incentive for

doing certain kinds of work in different kinds of places with different kinds of communities is very complex in
your seventh year. It’s not quite so complex in your first year.

As well as being influenced by the needs of alumni, content is now being influenced by funders interested in
leadership development that supports their particular issue or sector. They have demonstrated a willingness to
fund sector leaders to take Rockwood training if the program can be seen as supporting the issue or sector they
are trying to move forward. This is part of the complexity André spoke about as the organization matures.
While it opens opportunities for expanding the range of training, it also brings challenges in continuity of
funding and potentially influences where the line is drawn between leadership-skills-based training and
personal mastery work.

More programs offered to more sectors in more regions demand more staff, more logistics and more
administration. When we visited, the staff had just moved from André’s house to a dedicated office space. The
kind of staff required was changing and original roles were starting to shift. Since our visit, André Carothers
has moved into the new position of founder and senior fellow and Akaya Windwood has become president and
CEQ, taking over day-to-day management. These shifts reflect successful natural evolution.

Self-reflective leadership is needed to recognize what new demands must be met by a constantly evolving
organizational structure. For example, given that program fees don't fully cover expenses, additional fundraising
options need to be considered. Organizationally, this was handled by hiring staff specializing in this field. Each
such decision must be made in a timely manner so the organization can evolve smoothly.

Despite all this change going on, Rockwood has created an organizational culture that models what it teaches
in terms of pace. Akaya described how this plays out in day-to-day operations.“One of the things we are
committed to is a reasonable work pace,” she said,“and that this is a place where we, internally, have folks that
can have that pace and go on vacation and be paid well and take care of ourselves and our communities.”

Multi-racial and Multi-cultural Issues

In the early days, participants travelled to Berkeley for the Art of Leadership program. Today the programs
take place around the United States, with two programs offered in British Columbia.

While the attendees of the first program were André’s colleagues, it was recognized early on that any program
focused on leadership for social activists had to reflect the audience it was aimed at. Since social justice groups
covered a wide range of ethnic and cultural diversity, Robert and André paid a lot of attention to this issue.

Robert told us,

We took a very powerful strategic position about a year into this to become a multi-racial organization and be one
of those unifying forces in our country that brings together white people and people of colour. We have been
remarkably successful at doing so. For the first two years, our training was ninety percent white. Now when I train,
on average, one third are of colour. The majority of our training staff are people of colour. In our case we are one of
the few organizations in our country doing this depth work in a multi-racial environment. I see this as one of our
greatest achievements. It is a huge investment in energy and heart and struggle to make that work.

Akaya Windwood describes some of the specific changes put in place to support this decision.

We have the leaders or the trainers in pairs. They're always a person of colour and a white person. Sometimes it is



THE CONTACT PROJECT'S CHRONICLE OF PROGRESS 29

two people of colour, but never is it two white people that go out and train together just because we're trying to
model new ways of leadership and what it looks like. We really have a high commitment to that, so anybody
coming into the program would say,'Oh I see myself reflected in some way. That has made a profound difference.

Developing Program Trainers

Finding a supply of facilitators able to lead the programs has been a challenge as Rockwood expands. Trainers
were selected initially because they already had years of experience behind them. Rockwood doesn't have the
resources to train trainers from scratch. In addition, they have to have a certain degree of competence around
multiple issues (e.g,, social justice, environment, power and rank, leadership competencies, etc.). Once the
initial program proved successful and additional programs were in demand, Robert Gass looked to his
colleagues in the field of organizational consulting for additional trainers.

So we're taking the people who have been doing the work for twenty years and are really good at it. We were

Iooking for people who already had the intuition and stuff in play. They were all in their forties and fifties, kind of

at the height of their career. So it was not training they needed. It was an orientation or a kind of acculturation.

Three out of five made it. The two that didn’t were fantastic trainers. However, at the end of the day, they thought
they didn't have enough credibility with all the activists.

Real-time training had exposed challenges arising from what actually happens in the workshops. It was very
different from the corporate settings André and Robert were used to. This affected how trainers would be
selected in future.
In the second round of training we decided that [because] the culture gap was so great, if we could possibly find
trainers and facilitators that actually had activist backgrounds, it would be much easier to go that way. So the next
group we only had people from the activist world. That took a lot of doing to find people with the requisite

training skills. Like maybe one out of ten people you started talking to proved to have the chops, basically, as
facilitators.

We asked Robert about using people from the personal development field as trainers. He didn't think it would
be an easy transition for them. He believes it is easier to fill someone in on depth work than to fill them in on
the social activist culture.”It’s not an easy jump to make from a personal growth centre,” he remarked. It is an
easier jump to make if someone has been a consultant or a trainer [in the activist field] and you can fill them in
with some depth work.”

The unique demands of this kind of leadership means that finding approved trainers continues to be a
challenge for the organization. Robert is now focusing more on training facilitators. When we spoke to him in
2007, he was two-thirds of the way through a year-long training program, training thirty-two people as
facilitators because that is what the market was demanding. However, it takes time to ensure the high quality

of trainers Rockwood is known for.

Trainers do not work full time at Rockwood. This reduces the organization’s financial commitment but adds a
level of complication in terms of availability and scheduling. André described the range of training days they
get from their present faculty.“They are adjunct faculty, an equivalent that you would have in a university. We
get between twenty and sixty training days from each of them a year and they go off and do other stuft”

Conclusions

Rockwood’s spectacular expansion in eight years, from a gather-your-colleagues-together experimental
program to servicing 1,500 top-line activists per year, is evidence of an acute need for leadership training
in the social change arena. Rockwood’s attention to applying its programs to the day-to-day working



THE CONTACT PROJECT'S CHRONICLE OF PROGRESS 30

reality of social change is another key to its stunning success. Van Jones comments:

What's especially helpful and effective about Rockwood leadership is their focus on what is actually likely to
happen to you on any given Monday trying to do this work. It’s really grounded in what triggers you and
how you are going to deal with that. What are the ways that you lie to yourself and other people about your
work? So you get some things visible.

The 360-degree feedback model, learning how to deal with triggers and providing multi-racial/cultural
leadership all contribute to that applicability.

When we left Berkeley in 2007, we had the impression that Rockwood was moving more towards direct
leadership training rather than dealing with the in-depth psychological and spiritual work in which we
are interested. Observing their growth into areas of increasing complexity is salutary. In addition to
needing leaders experienced in social change, we will need leaders experienced in personal development.
While we are marching to a different drummer with regard to program content, we see more similarities
than differences with Rockwood in:

+ the need for relevance and responsiveness to activist issues
+ the necessity of evolving into ever-increasing levels of complexity
+ the overall year-long program structure

+ “training the trainers” issues

Nonviolent Communication (NVC)

Nonviolent Communication is a global movement helping people connect compassionately with themselves
and one another. It was founded by Marshall B. Rosenberg, Ph.D., who also founded the Center for
Nonviolent Communication (CNVC) to facilitate the international propagation of this life-serving method of
connecting. The CNVC certifies trainers, distributes books and other materials, accepts donations and acts as
a coordination/support centre for training projects around the globe. The CNVC keeps the integrity of
Marshall’s original material intact.

Marshall continues to co-lead international trainings and other workshops. He continues to write books,
pamphlets and handbooks as well, with more than twelve titles of his own currently available on the CNVC
website. His original book, Nonviolent Communication (1999), has sold more than 150,000 copies worldwide and
been translated into twenty languages.

NVC has taken off like wildfire around the world and the CNVC is healthy and thriving, According to its
website??, in January 2008 there were 249 certified trainers practicing in twenty-six countries. Many NVC
centres have been established and it's being taught in selected schools across Canada and the U.S. It has also
been used in countless arenas of conflict, from couples to intra-city gangs to the Middle East and warring tribes
in Africa. It's used in prisons and in parenting. It's taught to children as young as five years old, who learn to
facilitate each other in disputes. There are established CNVC projects in Asia, Southeast Asia/Oceania and

Eastern Europe.

Two of us in the Contact Project, Brad and Frank, have extensive training in NVC and have practiced it for
many years, though we are not certified trainers. We both learned NVC in part through contact with Marshall
in many workshops. The practice of NVC has profoundly altered our view of the possibilities of human

22 www.cnvc.org/
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interaction. From the outset of the Contact Project, we have been sure that NVC will permeate any workshops
we create or writing we produce. We use NVC principles and practices in our meetings and interactions with
others. We believe Nonviolent Communication will support the transformation of consciousness that we

would like to help bring about in the world.

In our research for the Contact Project, we interviewed or had contact with four people actively engaged in
bringing NVC principles to a wider audience. In the fall of 2007 we interviewed Ike Lasater, an NVC-trained
mediation lawyer in San Francisco, who has taken NVC to the legal profession. He has great enthusiasm for
NVC and encouraged us to develop a program instantly! On that trip, we also interviewed Miki Kashtan,
certified NVC trainer and co-founder of Bay Area NVC. In early January 2008, we participated in a weekend
workshop led by Rachelle Lamb, a certified CNVC trainer in British Columbia. In September 2008, we
sponsored a successful three-day NVC training to faculty and staff of the Haven Institute. It was led by Penny
Wassman, a founding director of the BC Network for Compassionate Communication?, a certified CNVC
trainer and one of only three NVC trainer assessors for both North and South America. Although popular
belief says“an expert is someone from out of town,” our learning of NVC has been substantially deepened
through our contact with Penny and Rachelle, who live close by.

NVC is a way of connecting with others, a form of consciousness-raising, a method of personal development, a
conflict resolution model, a spiritual practice, a world view and a radical form of social activism in that it
changes the consciousness of those who practice it. This life-serving practice could not have gotten very far if it
was boring, so we will begin by talking about how engaging and enjoyable it is. And because the way NVCis

taken to the world community is unique, inspiring and very effective, we'll describe how it's done.

The Magic of NVC

When NVC s first introduced to people, it is often taught through Nonviolent Communication language,
which guides people to connect with the human spirit undetlying verbal communication. The practice of NVC
language strengthens one’s ability to respond compassionately to oneself and to others, and it inspires
compassion from others. Marshall believes we have a universal need to connect and contribute to each other’s
well being.

I think it’s natural for us to use our energies to simply contribute to one another’s well being, and if we were to

really have natural language for doing that, we would only have a language for staying connected to each other

moment by moment, seeing what the possibilities are.2*

NVC language encourages people to clearly distinguish between observations, feelings, needs and requests
when communicating. At first, participants are invited to put their communication into a form that reflects
those distinctions. Key among these is attention paid to the “needs” underlying all human interaction.

In NVC, the word needs has a very specific meaning, It does not denote what is lacking in any given moment (I
need a coffee), nor does it denote desire for another person (I need you). In NVC,“needs” stand for the deepest,
universal human energies, expressed as values such as autonomy, connection, health, acknowledgement or
nurturance (see footnote for a complete list of needs)?. Needs are what is most deeply alive in a person at any

23 www.bcncc.org/
24 Resolving Conflicts with Children and Adults, VHS video (1991; Albuquerque, N.M.: Center for Nonviolent Communication)

25 This list of needs is taken from the CNVC website. It is not intended to be complete. We have noticed that each trainer has their own list. Very often in
trainings, a new list is harvested from the group of participants.

CONNECTION: acceptance, affection, appreciation, belonging, cooperation, communication, closeness, community, companionship, compassion,
consideration, consistency, empathy, inclusion, intimacy, love, mutuality, nurturing, respect/self-respect, safety, security, stability, support, to know and be
known, to see and be seen, to understand and be understood, trust, warmth

PHYSICAL WELL-BEING: air, food, movement/exercise, rest/sleep, sexual expression, safety, shelter, touch, water
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moment. Compassion in NVC is the practice of identifying and valuing those needs in oneself and others, and
it often stimulates working together towards fulfilling those needs.

Being directly in touch with the human needs that underlie actions and verbal expression is illuminating and
transformative. NVC asserts that everyone is always attempting to meet their needs as best they can, although
they may not be expressing those needs in a way that can be easily understood. For instance, you may find
yourself in traffic, thinking someone is an idiot because their car pulled in front of you. If you shout and shake
your fist at them, you are unlikely to get the kind of understanding, responsiveness and connection you would
like. In other words, you are not likely to get your needs for safety, cooperation or respect met. Similarly, when
value judgments are expressed with the words“you must or have to” and “you should or ought to,” these words
lead to what Marshall describes as “conflict resolution suicide.” The moment I bring those words into it, I am
asking for a fight. I am essentially saying I think I am right. [I am] trying to get what [I] want, not what both
people want."?

In NVC, the use of such words is considered an alienated expression of need because the deeper need, while
always present, is not directly expressed. The alienated expression, though intended to meet the deeper need, is
more likely to achieve the opposite. Let’s return to our road rage example. Imagine if you had the opportunity
to approach the driver of the other car with,“When you pulled in front of me I was worried about the safety of
my family,” and followed that with a clear request that incorporates a willingness to hear the other person, such
as“Would you be willing to share what's going on with you?” Expressing your own needs and responding to
others needs in this manner is likely to be more enjoyable than reacting with an alienated form of expression
such as anger or defensiveness. It is also more likely to be resolved in a peaceful interaction in which your needs
and theirs are met. In this respect, the practice of NVC creates a world that is deeply enjoyable and enlivening,

Practicing NVC routinely encourages the peaceful fulfillment of everyone’s needs. Early in our exposure to
NVC, we watched Marshall work with a couple who had been experiencing a difficult, multi-year conflict
around property and children. Within fifteen minutes or so he had listened to them and articulated each of
their needs in a way that each could hear. Shortly after that, they came to a tentative resolution of their
difficulties. Although it was clear that more work needed to be done, the outcome that day was witnessed with
feelings of astonishment and delight from the audience as we saw needs for understanding, acceptance and
harmony being met. This is key to the NVC principle: that once conflicting parties have a grasp of each other’s
needs, a solution can often arise spontaneously and quickly. Some people refer to this phenomenon as an

example of the magic of NVC.

Another time, Marshall told us of a meeting he participated in with warring groups in Africa. Prior to this
meeting there had been serious conflict in which people had died. They started with heated accusations, calling
each other murderers, and eventually worked towards an understanding of each other’s needs. By the end of the
meeting, one of the leaders was moved to say, “If we can talk to each other like this then we don't need to fight.”

There’s a tendency to write about Marshall because he is the founder and iconic leader of NVC. He would be
the first to point out that moments like those described above are recapitulated every day by thousands of
NVC practitioners all over the world.

HONESTY: authenticity, integrity, presence
PLAY: joy, humor
PEACE: beauty, communion, ease, equality, harmony, inspiration, order

MEANING: awareness, celebration of life, challenge, clarity, competence, consciousness, contribution, creativity, discovery, efficacy, effectiveness, growth,

hope, learning , mourning, participation, purpose, self-expression, stimulation, to matter, understanding
AUTONOMY: choice, freedom, independence, space, spontaneity
26 Resolving Conflicts with Children and Adults, VHS video (1991; Albuquerque, N.M.: Center for Nonviolent Communication)
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Identifying and consciously seeking the fulfillment of needs, which is at the heart of NVC practice, naturally
produces a change in consciousness because we move towards living more closely to what is most alive in us
(needs consciousness). Using NVC language and intent puts us in touch with the flow of life in our language
and experience. Ordinarily, we tend to create fixed images of one another. In conflict situations, this can result
in what Marshall has called “enemy images.” Needs consciousness restores the ability to connect to the living
reality behind these images.

Living in this way has its own kind of magic because we gradually feel more empowered and settled in our lives.
When we come in touch with our own needs and the needs of those around us, we have an increasing sense of
commitment to the life expressed through those needs. In this way, NVC is a personal and interpersonal
spiritual practice and has a way of being deeply inspirational because the process of “natural giving” emerges.
This entails the gradual realization that one of the most satisfying things we can do is contribute to the well-
being of others. Marshall connects this to our spiritual development.

I believe we need to have a certain kind of consciousness, a certain kind of spiritual clarity to really apply NVC

language' Unless we are coming from this kind of awareness, then NVC language just sounds like some

mechanical contrivance.?’

New students of NVC who attempt to follow the rather simple NVC language guidelines quickly discover
that it involves multiple challenges. For instance, it is not always easy to put our own interests aside to focus on
what is alive in another person, even though that is the surest way to form a connection with another. And it is
also not always easy to focus on what is alive in ourselves (self-empathy). These are skills that we develop over
time, at first practicing them rather clumsily (as we have discovered). As Marshall is fond of saying,"A thing
worth doing is a thing worth doing poorly.” Eventually, employing the training wheels of observations, feelings,
needs and requests turns into a relatively deft ability to keep what is alive in people at the forefront of
interactions.

This can lead to a profound change in consciousness and foster a transition to a life focused on what is alive in
ourselves and others. As we take the time to learn the complexities of this form of compassionate connection,
our relationships become more satisfying. Of course, the process is often bumpy and messy. And if we are
connected with the underlying life energy in those around us and in ourselves (the qualities we call human
needs), we are more consciously aware of the spectrum of feelings that cover the full range from pain to joy.
When in negotiation, coping with conflict or dealing with an enemy image, NVC teaches us to remember that
we as humans all share the same universal needs. Things generally go more smoothly if others sense that we
value their needs. Practically speaking, if parties take in, understand and experience each other’s needs, then a
lasting solution to the conflict is more likely.

Speaking personally, we notice that other people in our lives will usually not consider the deeper changes we
would like them to make unless they are sure at a gut level that we are interested in their needs being met. In
other words, they are not likely to change unless they feel a connection with us, unless they are valued in their
humanity. Paradoxically, we find that in valuing other’s needs, we are influenced by them and are more willing
to work towards making the deeper changes in ourselves that reflect not only our own yearnings but those of
the other person as well. We believe that the practice of NVC makes people much more effective
interpersonally, with family, friends or career. In the long-term, the two of us who have had extensive exposure
to NVC (Brad and Frank) credit the consistent practicing of pursuing NVC consciousness with greatly
deepening our commitment to peaceful social change.

27 Ibid.
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NVC and Social Change

Marshall Rosenberg himself has directed considerable thought and action towards social change. He has
written books on the subject, including The Heart of Social Change (2003) and Speak Peace in a World of Conflict
(2005). At the time we were in workshops with him (2000-2005), he was devoting every waking hour to
spreading NVC everywhere. His is a spiritually based activism (as expressed in his 2004 book Practical
Spirituality) in which he is engaging language and awareness to direct people towards peaceful (and therefore)
sustainable change.

Marshall once told us the story of his exit from the world of psychology. One day he was a well-established
clinical psychologist with a good income; the next day he was driving taxi to support his family and developing
NVC. He told us that after a period of contemplation, he realized that his practice of traditional psychology
was not helping people in the way that he would like. He then made a passionate decision to pursue his deepest
needs, perhaps for contribution, caring, connection and community. Through this realization he developed
what he considered a more effective paradigm for social change:“The best thing that I've found at this point [is]
this: change the paradigm within myself, to liberate myself from the way I was programmed and to be in
harmony with how I choose to live."?®

The practice of NVC is a radical form of social action in that it returns practitioners to being conscious of
what is fundamentally alive in themselves and others. As they hold themselves to increasing authenticity and
accountability and work towards compassionate understanding of everyone’s needs, practitioners of NVC are
the change they want to see in the world. By focusing on the universal needs alive in all people, NVC finds a
way to speak across racial, religious, gender, socioeconomic and cultural divides to the point where
commonalities are intensely experienced. This brings people together. Often, creative new strategies emerge
from this profound contact that are satisfying to both parties and can be pursued jointly.

Social change is what NVC seeks to bring about, and Marshall believes education is a fundamental means for
achieving this.“So let’s do our best to share the new paradigm with others. That's one way to create social
change. Share what works for us, what makes our life richer without blasting the old paradigm.”” As part of
their training and mandate, certified trainers are asked to take NVC to the world. Some give online workshops
specifically directed to social change activists. Still others are active around the world in prisons, arenas of war
and community and organizational change projects.

Larger programs for activists have been attempted but have not successfully proliferated. However, as of
January 2009 we are in contact with Dian Killian, Ph.D., founder and director of Brooklyn NVC, who is co-
facilitating with four others a program that started in April 2009 directly applying NVC to social change. Dian
told us that this project-oriented program incorporates many innovations. These include paying specific
attention to body sensations and other clues that can guide one to a quick and profound connection with
feelings and needs. They also plan to integrate the latest adult learning techniques in the curriculum and use
state-of-the-art Internet teaching groups for support between residential segments of the program. We are
interested in many aspects of their program as it might influence the development of our learning space. We are
very eager to see the results of augmenting the original NVC ideas with teaching innovations and presentation
to social activists in a project-oriented format.

28 Marshall B. Rosenberg, The Heart of Social Change: How to Make a Difference in Your World (Encinitas, Calif.: Puddledancer Press, 2003), p. 1
29 Tbid, p. 2
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The NVC Open Source Curriculum3°

As a social change phenomenon, NVC is a grassroots movement spreading from person to person and region
to region. Its program delivery is similar to the highly successful 12 Step Program in that its content is not
restricted from being shared by anyone; it is in the public domain. Additionally, what makes NVC unique
among personal development paradigms is that the principles and practices of NVC are continually under
development in myriad ways around the world while attention is paid to staying consistent with Marshall
Rosenberg’s original practice and intent. In this subsection, we examine the philosophy and practicalities of this
loosely structured paradigm.

As demand continues to grow, the CNVC continues to refine its offerings to help individuals integrate NVC
into their lives. They encourage starting local practice groups and have developed a variety of toolkits®! to help
get them started. Individuals who are not certified trainers can also provide training that includes NVC
principles; they ask only that a set of guidelines be followed to protect the legal service mark Nonviolent
Communication and to ensure trainers without formal certification are not portraying themselves as certified
CNVC trainers. Together, these initiatives are designed to support anyone who wants to spread the concepts
and principles of NVC. They do not rely solely on highly trained individuals, an approach that can create

bottlenecks for growth because of the time and resources needed.

The CNVC website®? has a page entitled “Sharing NVC,” and among its guidelines is the following statement,

directed to anyone using NVC material:

So you have no objection to any of us going out and teaching NVC?

Not at all, we encourage it. We appreciate your sharing from your own experience and clarifying that your teaching
is based on your understanding of Nonviolent Communication. We do, however, request that you acknowledge
Marshall B. Rosenberg and mention local or regional NVC organizations and certified trainers, as well as provide
CNVC contact information.

These guidelines are meant to maintain the integrity of the NVC process while not restricting its expansion
into the world.

To further ensure the integrity of the NVC process, creating certified trainers was an obvious strategy to
pursue since Marshall could not meet the growing demand for workshops himself. A certification process was
developed for individuals who want to both deepen their practice of NVC and share their knowledge and
experience with others. Trainers must have a thorough knowledge of NVC, the ability to teach it and sufficient
awareness to live the process they teach.

Some might see a trainer certification process as discouraging non-certified trainers from using NVC material.
However, the website explains the CNVC's strategy.®

If you do not want to discourage people from teaching NVC, why do you create CNVC certified trainers?

Our intention is not to discourage people from passing on their valuable learning in ways that are meaningful to

30 “An open source curriculum (OSC) is an online instructional resource that can be freely used, distributed and modified. OSC is based on the open
source practice of creating products or software that open up access to source materials or codes. Applied to education, this process invites feedback and
participation from developers, educators, government officials, students and parents and empowers them to exchange ideas, improve best practices and
create world-class curricula. These development’ communities can form ad-hoc, within the same subject area or around a common student need, and

allow for a variety of editing and workflow structures.” From Wikipedia: http://en.wikipedia.org/wiki/Open_source_curriculum

31 For instance, we noticed this excellent offering recently on the CNVC website:“A NVC Toolkit for Facilitators should be out by next month, available
through Amazon or from Raj Gill or Lucy Leu or Judi Morin for $75.It includes a 500+ page manual of 74 exercises plus online video clips of 21 of the
exercises plus online templates and instructions for learning aids and handouts.” It can now be found at: www.amazon.com/s/ref=nb_ss_gw?url=search-
alias%3Daps&field-keywords=nonviolent+communication+toolkit.

32 www.cnvc.org/
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them. We do wish, however, to protect the integrity of NVC as a body of teaching. We therefore certify teachers
whom we trust to communicate the purpose and the model in an accurate, thorough, and reliable way. Certified
trainers also commit themselves to support the work of CNVC, which is described in the trainer agreement.

It takes a number of years to become fully certified as an NVC trainer. Many trainers create NVC
communities or networks in their region to continue spreading the principles of NVC. This builds a growing
matrix emanating from the original ideas. In this respect, NVC trainers resemble social change activists,
putting their energy into spreading what they deeply believe in, often with limited financial reward and facing
considerable hardship. NVC trainers pay for their own education, find their own clients and create their own
networks and audiences.

In our interviews with N'VC trainers, we were interested in learning firsthand how facilitators were adapting
the material. Having been steeped in “original” N'VC at the feet of Marshall Rosenberg himself, we have been
impressed with the new ways trainers have created to deliver, develop and deepen the original ideas over the
years. They have shown they have the proven ability to replicate NVC with their own comprehension and
presence. In this way, it is quite clear that CN'VC'’s unique open paradigm is powerfully and successfully
supporting the proliferation of NVC throughout the world.

One of the results of the openness in the NVC world is the existence of a number of organizations promoting
the principles of NVC that do not have formal ties with the CNVC. Brooklyn NVC3, mentioned above, is
one of these. So is Bay Area NVC®, created in 2002 to formalize a collaboration of locally certified CNVC
trainers. As it grew, it created its own training program both for general promotion of NVC and for developing
their trainers. The latter program currently has no formal relationship to the CNVC certification program.
Co-founder of Bay Area NVC, Miki Kashtan, owns that her work has evolved considerably from the original
ideas while keeping well aligned with their spirit.

Another interesting example of this trend is the NVC Training Institute,*® which offers trainings throughout
North America and Europe. It is comprised of long-time trainers Robert Gonzales, Susan Skye, Wes Taylor
and Towe Widstrand. Both Robert and Susan, whom we have known for years, have developed NVC thought

and usage in ways that have greatly expanded our understanding and practice.

Conclusions

From the moment of our founding, we have intended to incorporate the principles and practices of NVC
into our own program for social activists. We know of no other way of working with people that so
practically and effectively connects people compassionately on a moment-to-moment basis through
attention to what is most deeply alive in them (needs). It is a language and consciousness that, once
adopted, can move one’s awareness to peaceful, connected, sustainable outcomes for negotiations and
conflicts. We believe it will easily combine with any of the other ways of working mentioned in Section 2
of our Chronicle. In addition, we are inspired by NVC'’s form of open source curriculum, as we would like
the participants of our learning space to creatively spread their learning to their families, organizations
and communities.

33 www.cnvc.org/
34 www.brooklynnvc.org/
35 www.baynvc.org/

36 www.nvcti.com
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The Presence Project: Personal Transformation
Leading to Social Transformation

We spoke with Rev. angel Kyodo williams of the Presence Project in December 2007. An African-American
Zen Buddhist priest with a powerful interest in social action, she is the founder of the Center for
urbanPEACE (now the Center for Transformative Change) and, more recently, spiritual director of the New
Dharma Meditation Center in Oakland, California, a training centre dedicated to bridging the inner and outer
lives of agents of social change. The author of Being Black: Zen and the Art of Living with Fearlessness and Grace
(2002), she is a graduate of the year-long Rockwood Fellowship program and a board member of the Seasons
Fund for Social Transformation, ForestEthics, Seeds of Justice, Social Justice Leadership and YES!*”

For a number of years, Rev. Williams has been moving towards a deeper approach to linking personal
development with social change. She notices a new awareness among activists. She wants the issues of our day
and the pressing need for social change seen in a new way, through the application of insights from inner
awareness practice and Zen. The Presence Project initiative is intended to support this growing awareness with
practical integration of these insights into the work of social transformation.

Activists are savvy. They are sophisticated enough to know they can feel themselves starting to equivocate about
“It’s not Working for me, but ..."” That opens something up. I think Zen has been useful in learning something
about causing that great big tear in people, where they're suddenly wallowing around in their own misery in a way
that makes us really sure that we just can’t close it up and make it go away. Zen's got a good angle on that.

Origins of the Presence Project

Rev. Williams'’s original intent was to create a place where people could do personal work (i.e., awareness
g P peop p
practices) that would ‘change the world.”

The meditation centre’s charge was to create a space for awareness practices where people of colour would feel safe
- and to be open to all people. But the notion being [that] if there was a space that we started and ran and were
fully part of the implementation of, it would change things.

When she described the evolution of her thinking and reasons for moving on from this initiative, the pace of
change was central.

I had this belief - a very hopeful belief - that when people discovered their own nature and deepened into a
practice, they would recognize being of service was the only thing that was left in the world. That is what we're
here for. So I came to have a feeling that it wasn't happening quickly enough for me, and basically this meditation
centre — as much as it served a particular population — it wasn't going to change the world. So we closed the doors

and stopped and said OK,“What's going to change the world?”

During this period, Rev. Williams was invited and agreed to participate in the Rockwood Institute because she
was ‘curious about this activist and personal development thing” She had already been developing curriculum
and wanted to know what others were doing. It was through that experience and through conversations she was
having with a number of activists that she began to rethink her approach.

So we ended up here and changed our name to Center for Transformative Change.?® Now our intention and very
specific charge is to be a centre for the integration of spirituality and social change — in whatever that spirituality
might be. To provide opportunities, to ignite the conversation and to convene and train people who consider
themselves agents of social change so they might see how this integration is not only helpful, but essential.

37 www.angelkyodowilliams.com/about/bio.html

38 The Presence Project is under the umbrella of The Center for Transformative Change.
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Core Beliefs

She is clear that change begins with a person’s inner experience — how they make sense of the world and how
they respond through their actions.
If we're not present with ourselves and others — then there is really no change that is going to come about. We are
inclined towards repeating and re-creating the same structures that we say we're here to take apart. In truth, we
can't because we're doing it from the same rootedness in violence, aggression and disconnection. So our hope here
is to help people see that and to help people that have already decided they're going to do something to change the

world. We're just hoping and praying we can get them to change the way they do that change and change where
that change is coming from. We think that then leads to social transformation, not just change.

Her words echo our belief that leaders of many of the social movements we admire understood the importance
of having their outer work reflect their inner experience and made this an intricate part of their practice and
work.“The leaders of those social movements were deeply grounded in their personal practices,” she told us.
“We don't have to call them spiritual. They were deeply grounded in their personal practice and their
development of relationship to themselves.”

Rev. Williams believes that while the Rockwood Leadership Program has been successful at linking personal
process and activism, it has also revealed a need to go deeper. She and many alumni we spoke to share this
belief. In this regard she spoke of her work with Todd Paglia of ForestEthics, a colleague she met at Rockwood
who actively sees that need.

Todd caught something here. There's something more to this — just even for himself personally than we could get

at in just the Rockwood training, So he has run everyone in the organization through Rockwood, but he knows

that it goes deeper and he knows that it goes further.... [He said,] “We need someone like you that is there to help

tease out the stuff — you know, the sediment — really shake it up and also to be there to support them when it is

shaken up”’

Her work with ForestEthics is designed to collaboratively explore alternative ways of approaching social
activism (outer work). She characterizes the process as shaking loose alternative ways by going inward. She is
quite direct in her critique of what is happening in the non-profit sector and believes a radical new approach
will be necessary to bring about deep social transformation.

We act as if we're doing something different and we're not. It's the same overworking, the same aggression, and

the same lack of self-care that we see. In fact the corporations are doing better with self-care, I think, these days.

So we're perpetuating the same misery. For me the question is,"How is that Working for you?” The truth is just
what it is.

Rev. Williams's commitment to the Presence Project is rooted in the consequences of not doing inner work.
Having spent a good part of her adult life witnessing many aspects of the social change movement, she is blunt
about the results to date. It is time for someone to pull the curtain back and let us all know as activists that if

we think we're doing change - not only are we not doing change, we're causing more harm.”

She went on to ask how people could “imagine themselves doing any kind of work in service to others without
compassion?” She also stressed the importance of collaboration in moving forward in this newly emerging
approach to social change. She was excited to hear of our project and expressed a desire, as many did, to know
what we uncovered on our journeys.
It’s time to be honest and it’s time to not be so arrogant that you think somehow you are going to transcend this
enormously wide-ranging culture, the thickness of this, by yourself. As Martin Luther King said,"Anyone that

thinks they can do it by themselves is sleeping through the revolution.” So there are all sorts of ways to pull and

speak to people.
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It's always just heartening to know of the different streams because I know if there are enough streams — we are so
different and particular when we are, until we're not. So that there’s a stream that someone can get into - that this
particular stream exists is a beautiful thing,

Curriculum Development

To teach people to avoid this misery and resulting ineffectiveness, Rev. Williams is developing a curriculum
designed to reach a broad range of social activists and encourage them to move to a deeper level of
consciousness, revealing the transformational power of connecting more deeply through relationship to self and
others.

Somewhere along the line I thought that if I am going to package“it,” I have to figure out what“it”is and I kept

pulling and pulling and discovered that“it” is fundamentally relationship and “it” was the practice of relationship in

all of its many forms. First and foremost it’s the relationship to one’s self that creates spaciousness and an
opportunity that was just out of our reach prior to cultivating this relationship with self.

She describes her approach as helping people see how one’s inner self can be transformed instead of hidden.

I find bringing people in, right to the doors, is the hardest part. Then, from there, just speaking the words that touch
that place that each of us have kept tucked away and hidden and we've got our hands locked around. We say,“I
know that's there. I know that you know that you're in confusion about it and there actually is something you can
do about it. It isn't something you just have to live with” Naming [it].

At some point we all come into this recognition of,“What am I doing?” and this fundamental dissatisfaction that
we experience and that we can do something about. We don't have to live with this persistent, nagging
dissatisfaction that actually causes us to do more and go after more and grab at more because we think that’s how
we're going to get that nagging voice to be quiet and go away.

I think the activist’s desire to be effective is an incredible springboard and to have the conversation about the
rootedness of their work - that where they're coming from is actually expressing itself in all the ways that they do
their work. So if they're coming from pain, they are expressing pain. With their best intentions they are still
expressing fundamental pain. If they're coming from a place [of feeling] unloved, that, even with the best
intentions, is seeping into all the work that they're doing, and if they truly want to be the change, they have to
change themselves. They have to make sure that the source that they are drinking and feeding from and feeding
other people they serve from, is a clean source, otherwise it is just like DNA. It’s just being passed down
generation after generation.

Presence Project Design

Specifics of the Presence Project’s design were, at the time of our interview, still being worked on. Rev. Williams
describes its fundamental focus as helping a person move through their natural defences, which have in the past
successfully served to protect them. Naming defensive behaviours and honestly assessing their impact opens
the potential for growth.

I call that having the experience of integration or integrity where now truth and honesty can come forth because

the initial resistance is passed through. Once you can receive information, then you actually are prepared to go

through the experience of vulnerability - to actually allow something greater than yourself to be witnessed, to be
experienced.

The Presence Project’s format will interrupt behaviour patterns so they can be witnessed and named. Her hope
is that the dissonance will encourage people to say,“We have to think about this differently. We have to do this
differently. So that leads to some kind of convening or training.” Rev. Williams describes the single most
important insight she hopes the Presence Project will bring people to see:

We're very, very different, incredibly unique and we're cut from the same cloth at the end of the day. We have
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enormously wide‘ranging ways of expressing from our cultural context, regional context — all of the contexts that
we come from, expressing essentially a fairly limited number of truths and experiences. So it is universal that way.
Genetically we're just not that different when you get right down to it. And so I wanted to be able to use that in
order to be able to speak to people but also enable people to know that they're not so separate and we're not so far
away from each other. That shifts things for people dramatically. Just to discard the idea we're not just out there
alone and that our experience is not something that only we're having. That everyone is having this fundamental
experience of discontent that we're trying to figure out. And that everyone is gifted with the right and
responsibility to not have that discontent be the totality of their experience. That they can move beyond that.

Rev. Williams wants to ensure a participant’s opening is supported for the long term. Transformational change
takes place by moving through openings over the course of a lifetime. It's not a one-time occurrence. Brief
encounters with personal opening experiences in programs can be followed by shutting down or closing up -
bringing up the defenses again. This can lead to“T'll-never-do-that-again” decisions arising from a sense of
isolation, distrust or even hopelessness.

I have for a long time been biased against creating openings and not being there to support what is on the other
end of that. The Presence Project is my breakaway from that thinking because I think it can be - it’s about the
depth. You know, create an opening but don’t let the ripple dig a hole.

Program Form and Training Issues

The Presence Project will be a national tour in which activists will be invited to come and talk about burnout,
aggression and their lack of self-care. Rev. Williams understands that she needs to be able to speak with
credibility about class and race issues as well as social conditions. She recognizes that it is essential when
working with activists to meet them where they are. She is in the process of training a team of leaders, or
“warriors,” who are also rooted in their own activism.

There's a term in Sanskrit, it's called “samvega,” and it’s a funny kind of word. Like a lot of Sanskrit words, it doesn't
have a direct translation, but it means that experience you have when you meet the truth of your life, of how you're
operating in your life and the experience of a kind of devastation. So these people have met that and then taken up
the charge of going, “gotta do something about that"I spent the last three years with people knowing that I had to
have a team who wouldn't just speak the speak, but they could walk it and talk it. And they could look like many
of the activists, that they had street credibﬂity‘

“Samvega” sounds a lot like a version of “cold heaven” to us at the Contact Project. The Pali Buddhist dictionary
we consulted defines it as:“The oppressive sense of shock, dismay, and alienation that comes with realizing the
futility and meaninglessness of life as it's normally lived; a chastening sense of one’s own complacency and
foolishness in having let oneself live so blindly; and an anxious sense of urgency in trying to find a way out of
the meaning]ess cycle.”

Rev. Williams continued:

There is one woman here that has literally put her body on the line to defend Palestinians from Israelis that would
beat on her. So she can speak from that and talk about that kind of fierce and justified anger, recognizing that
when she found herself wanting to do harm to a child, that there was something wrong with the setup ... that she
had to face something very deep in herself, and she had to change that before she could really do any good work in
the world. But she kicked and screamed the whole way until she really got to the sense of like “wow.” So this is now
a person that can speak from“it,” from the most classic activist perspective of — you just have to do. She can speak
to them from her own direct experience — not my words, not my ideas, not my concepts — and say yeah. I felt that

too. I thought, you have to keep doing,

So that’s a big part of it — cultivating people that are coming from an embodied place that have real credibility that
activists can relate to and that we're not just coming from someplace else.
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To develop such a team takes time. Rev. Williams is training her team from scratch. She has set up a residential
community within which the training takes place twenty-four hours a day. She describes the Center for
ransformative Change as being grounded in a“transformative practice communi y," with an emphasis on
Transfc tive Ch b ded transf t t t th h
learning from being in community. She is exploring what many activists see aseither/or choices” of doing
personal work or working for social change. She wants to demonstrate that activists can do both — improve
both their personal mastery and their work in the world.
We happen to also do our meditation and our yoga and this is my Petri dish, my testing ground if you will, for
people that are going to have jobs, live in the world, do all these things, and cultivate a strong and rigorous practice
life and to see what comes out of that and to use what comes out of that — the actual evidence of that — to be the
catalyst for other people to say,“Oh, it's possible. We can dispense with the idea that you have to choose either/or.

You either have to go away and leave the world or you have to just come in the world and do, do, do.” But we're
dispensing with this dichotomy and we're ailowing for the truth of the paradoxes that exist.

To help deliver her curriculum, Rev. Williams is identifying and supporting a group of gifted trainers who she
hopes will develop to the point where they can hold the space for other activists as they explore the “tear””
I'm a fierce advocate [of ] let’s go deep and not go wide in terms of what we do with this work. Let’s spend time

cultivating more deeply the people that have a real ground and can speak, before everybody starts hanging out
their shingle and becoming the next trainer in this work.

She listed some of the primary characteristics she believes are central to how she is preparing the warriors in
her organization to do depth work.
I think cultivating discernment is key in any situation in which you're inviting people to open themselves up. First
and foremost you cultivate curiosity, discernment and an enormously healthy dose of willingness to question. To
do this work effectively, you have to be willing to live with that tension. So I live twenty-four hours a day with the

tension of people being very willing to question me. And I trust that they're not going to go out and become
sycophants to just any situation. They're not going to be infantilized.

She is creating an environment in which her trainers are not just learning “about” insight, they are “embodying”
the insight. She noted that those who only have insight usually don't have a strong enough presence to hold the
space for others as they open and become vulnerable, causing more damage than good.

We can go to that place too where we just have been waiting so long that we just give up everything to the first

person that appears to have insight. I think lots of people have insight but they're not embodied in that insight.

So they are using great insight combined with a lack of Working through their own stuff ... I think that we are

plagued with that now. There are a lot of people that are well-trained, but there are a lot of people that appear
to be well-trained.

Conclusions

Taking our leave from angel Kyodo williams, we noticed that we were all moved by this intelligent and
compassionate woman. Through her example of presence we became more deeply certain that the social
change we wanted to support would be rooted in compassion, for self and for others. Her courageous
articulations of the deep and complex issues facing social change agents are breathtaking in their clarity
and rootedness in spiritual commitment. In this way they are highly original though equally grounded in
common sense. We came away deeply inspired and curious about the next chapters of her work.
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The Haven Institute

The Haven is a Canadian residential personal and professional growth centre located on Gabriola Island in
British Columbia. It is similar in some ways to Esalen and Hollyhock® - all have their roots in the human
potential movement of the 1960s. Uniquely, however, The Haven's founders developed a substantial core
curriculum® that can lead to a variety of certifications, the most prominent of which is the Diploma in
Counselling*. In addition to the core curriculum, The Haven offers a wide range of professional and personal
development courses.

About 1,500 people take The Haven programs each year. There are more than seventy-nine graduates of the
diploma course, which is rigorous and time-consuming, and more than seventy-five people currently working
through the various levels of internship towards their diplomas.

All four Contact Project members have participated in The Haven's core programs as well as many others.
Frank is the first diploma program graduate (1984); Ian holds a diploma and is a member of the core faculty;
Karen and Brad are both in the intern program, which leads to a diploma. We have witnessed The Haven's
success countless times in helping participants move through and resolve difficult issues in their lives. We count
ourselves among the number of people whose lives have been deeply influenced by these programs and
facilitators on a very personal level. As well, The Haven has been formative in shaping our perspective on what
aids personal transformation.

The Haven was founded in 198342 by Dr. Bennet Wong, a Menninger—trained psychiatrist, and Dr. Jock
McKeen, a physician and traditionally trained acupuncturist. Both are authors and lecturers with many books
to their credits. In 2004, The Haven became a foundation independent from its founders. While this transition
brought up concerns about the organization’s ability to survive the loss of its charismatic founders, the
continued strong enrolment and exceptionally high participant approval ratings received through exit surveys
has allayed those concerns. In the transition period, the resiliency of the core program structure and the ability

of core faculty to continue to deliver high-quality facilitation have been proved.

The Haven Institute is now owned and operated by The Haven Foundation. Here is its statement of purpose:

Through the activities of The Haven Institute, The Haven Foundation embodies a philosophy dedicated to the
enrichment and effectiveness of people’s lives. Our education programs and leadership offer people opportunities
to gain new awareness, meaning and perspective in their lives. We believe human beings can best realize their full
potential by embracing the principles of self-responsibility and wholesome relationship with others and the world
around them. We promote a society where human beings are fully present and alive and we promote a world

where all life is treated with open curiosity, a generous spirit, goodwill, compassion, dignity and respect.43

To most directly introduce readers to The Haven, we will describe the most commonly taken core program,
Come Alive. We will follow this with a brief discussion on the flow of the curriculum and the “train the
trainers” aspect of the diploma training programs. We'll conclude with The Haven's relevance to and
connection with social activism.

39 Esalen, near Big Sur, California, and Hollyhock, on Cortes Island in British Columbia, pursue their mandates by offering a wide spectrum of courses.

40 “Core curriculum” refers to a sequence of programs designed to build upon the learning of the participant. For a more complete understanding of the
core programs, visit http://haven.ca/db/a.courseIndex/

41 The“new” diplomas are the Diploma in Haven Group Facilitation and the Diploma in Haven Counselling Skills.

42 Prior to establishing The Haven on Gabriola Island, the founders were leading programs at the Cold Mountain Institute on Cortes Island. During this
period, they developed many of The Haven's current core programs. They also came in contact and were influenced by numerous leaders in the human
potential field — Alan Watts, George Leonard, Peter Koestenbaum, John Enright, Virginia Satir, Al Huang, Paul Reps, Poldi Otlando, John Blofeld,
Joseph Campbell, the Grofs, the Simontons, Sam Keen and Gregory Bateson. In the summer of 1980, after much strain over personal and theoretical
differences, Cold Mountain Institute was wound down, and Jock and Ben formed the Cortes Centre for Human Development, which later evolved into
The Haven.
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Come Alive

Attending a program at The Haven is always an enlivening experience. Come Alive starts with introductions
and moves through exercises and activities that bring people closer together, establishing ground rules, trust
and safety. A communication model is taught that creates an atmosphere of self-responsibility, curiosity and
openness in which experimentation is valued. Participants sit in a circle on the floor. At some point the leaders
begin to work with participants individually in the middle of the circle, tailoring their experience to what is
appropriate for them. Some of the myriad methods used at The Haven include:

Conversation — in which an issue is explored using a communication model that emphasizes self-responsibility

and awareness of body responses

Bodywork — charged breathing, movement, acupuncture, acupressure, working through issues, boundaried
anger work

Gestalt - “two chair” work in which people converse in role-play with absent parents, friends, perpetrators, etc.
Sometimes three or more chairs are used.

Psychodramas and family reconstructions — in which a situation is re-enacted, and family and other
relationship dynamics are revealed, sometimes dramatically

Great care is taken to be sure that group members want to participate; there is no requirement at any time to
do so. Each Come Alive program (as well as most others at The Haven) is led by two faculty members plus a
number of assistant leaders and interns. This assures that participants not working in the centre of the circle
are attended to as needed.

As the work with each person progresses and they face issues more deeply or discover what they did not know,
they experience a profound shift in energy. This is key to transforming the pain they have been feeling into
acceptance, resolving their beliefs around a traumatic experience and reconnecting with their deeper energies.
That's why the program is called Come Alive. The person’s experience (and the groupss) is often enhanced at
the end of this experience by a piece of recorded music, chosen by the leaders. This can create a quiet moment
of depth, or a highly dramatic one, sometimes transforming into movement around the room. With this
intensity of emotion, most everyone in the group participates at a feeling level and experiences their own

resonance and transformation, with intense connection among participants.

By the end of the program, most if not all participants have taken the opportunity to do individual work in the
centre of the room, either during day sessions, led by the leaders, or smaller group evening sessions, led by
assistant leaders and interns.

There are frequent opportunities for participants to “check in.” They are encouraged to speak about their
feelings as well as to integrate their learning cognitively. Presentations are interspersed throughout the program
imparting various proprietary cognitive models, such as“The Ideal Self,“The Communication Model,”The
Resonance Model,” and “the Power/Strength Model.” Each day also includes unstructured time for participants
to reflect, exercise and pursue activities to support their learning. To support participants moving more fully
into their bodies, there are movement classes and highly skilled body workers offering a variety of massage
techniques.

At the end of the program, the participants join together in a dance. In earlier years, there was also an

opportunity to take part in Follies* where participants were invited to sing a song, perform a skit, read a poem,

43 http://havenfoundation.org/vision.html
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tell a joke, etc. The Haven believes the principles of healing are similar to the principles of expression and
creation. In other words, people are encouraged to keep taking risks and therefore become more and more alive.

Most who come to The Haven for the first time are facing difficult life issues. The range includes the ending of
a relationship, sexual abuse, depression, loss, isolation, addictions, criminal behaviour, family issues, career path,
loss of meaning in one’s life and coping with teens as well as handling anger, grief, fear or anxiety. As the issues
that brought them to The Haven move towards resolution, they discover that a wide variety of life-enhancing
programs are offered. It is not unusual for participants to return many times over many years, dealing with the
multiple challenges that life presents and forming profound connections with fellow participants, family,
colleagues and friends. As The Haven's mission statement asserts,  The essence of The Haven is human

connection and recognition ...”

In a North American culture in which many are seeking anaesthetization through overwork, drugs and alcohol,
shopping, owning things, denial and eating, The Haven offers participants the opportunity to face and work
through their pain and, in doing so, become more alive and, ultimately, more deeply honest, capable and
responsible. The Haven believes aliveness results from consistently experiencing the full range of individual
emotion and expression. This is practiced with caring and respect for others.

The Core Curriculum

Many of the centres we interviewed, such as Esalen or Hollyhock, meet their mandate by offering a wide
spectrum of courses put on by renowned ‘guest” leaders. This approach allows the centres a high degree of
flexibility in forming their curriculum from year to year. They can offer leading edge material without having to
develop either the content or the trainers.

Influenced by their own experience and the human potential movement of the 1960s, The Haven’s founders
chose to take a distinctly different route in offering a core curriculum because they wanted to provide a place in
the world for people to come together to heal, rediscover their interconnectedness and become vibrant.“Core
curriculum” refers to a set of related programs that have been specifically developed to reflect the organization’s
beliefs about effective means for expanding an individual’s awareness. The founders’ fundamental beliefs are
that people can best learn, grow, answer their own questions and make life choices through a connection with
others and a willingness to learn and to explore. Breath and body awareness are a cornerstone of this

exploration.

The story of how Bennet Wong and Jock McKeen saw this fascinating dynamic play out in their own office
waiting room is a delightful part of The Haven's origins. Ben’s clients were adolescents dealing with depression,
anxiety, adjustment reactions, parents, learning disorders, addictions and delinquency. They were often facing
major decisions about life directions. JocK's clients were generally elderly people referred for chronic conditions
such as arthritis and pain that acupuncture could help. In the common waiting room, these two disparate
groups would meet and encounter each other. People began to come eatly for their appointments to partake in
the “happening” occurring in the waiting room. It seemed the two age groups had much to gain from each other
and were seizing the opportunity. The older people brought cookies to their new young friends; the support
staff got involved, becoming very personal and engaged with the clients. By the time clients arrived for their
individual hour with Ben or Jock, they were already enthusiastic and enlivened from their interactions with
people in the corridors outside. Many times, clients would invite others from the waiting room into their own

appointments, spontaneously creating groups within the context of individual counselling.

44 This tradition still exists as part of Reflections and the Living Alive Phase Programs.
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These experiences proved to be very stimulating to the doctors, who no longer found themselves the focus of
the ensuing discussions. Within the social interactions of their own waiting room they were finding the same
phenomenon they were experiencing in their group work at the Cold Mountain Institute: people could learn
from and with one another. Furthermore, the doctors suspected that the changes their clients were making were

more substantial and more solid.

The flow of the core curriculum starts with a focus on self. As participants become more aware of their own
patterns and move beyond what Ken Wilber has termed the egocentric level, the curriculum focus shifts to self
in relationship to others. These programs are designed to help participants see how they operate in
relationships of all sorts (work, sexual, primary, friends, etc.). After participants complete a defined set of

core programs, there is an option to continue their learning in a role supporting the development of others.
They can apply to participate in the intern program where their self-awareness is further developed in service
to others.

The core curriculum also evolved as the founders realized people were choosing repeated trips to the well to
navigate their difficult waters. Practically speaking, they were responding to a growing demand from their
clientele. Core programs at The Haven resemble and build upon the Come Alive format, particularly the
month-long Living Alive Phase One and Living Alive Phase Two. Phase One deals with the self; there is ample
opportunity to deal with personal issues in depth. Phase Two, which deals with self and other, is in part made
up of shorter programs such as Sex and Identity, and Relationships. Phase Three (New Horizons) focuses on
how individuals learn and the concepts that underlie The Haven’s programs. It's an intense learning experience
with an extensive preparatory reading list. A wide variety of additional programs are offered, such as Anger,
Boundaries and Safety; Couples in Conflict; Addictions: Choiceful Transformation; and Awakening Your

Erotic Body, to name only a few. For a list of the programs offered at The Haven, go to:
http://haven.ca/db/a.courselndex/.

In creating the core programs, the founders soon recognized the need for a teach-the-teachers curriculum; they
responded with an internship program in which individuals continue to learn about themselves by developing
the skills to work with others. The diploma training programs offer certification for leaders who have learned
how to lead the complex curriculum. The need for more specific programs for the interns evolved. Currently
there are seven core programs, seven programs for interns and seventy-four additional programs outside the

core curricula. Interns are encouraged to take a number of these non-core programs to fill out their learning

(e.g., Dealing with the DSM IV., Anger Boundaries & Safety, Skills 1 - 4, etc.)

The journey from the Come Alive entry program to the completion of a diploma takes many years and offers
world class training in individual counselling skills and in group facilitation. The process takes a minimum of
2,000 hours of group time. As a participant moves through the internship process, considerable attention is
paid to their progress through several levels of achievement. A few graduates become core faculty members
while others take their learning and experience into their own field of practice.

The Haven Institute and Social Activism4®

Social activism concerns itself with the use and abuse of power in relationships, families, communities, in the
environment and between nations. Around the world, power-over-other patterns of behaviour are pandemic,
deeply entrenched and cruelly manifest.

45 These thoughts on power and strength are taken from a February 1, 2009 private talk by Drs. Wong and McKeen. It is likely that the distinction between
power and strength is the creation of Dr. Wong.
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At the core of the philosophy established by The Haven's founders is a key distinction between power and
strength. Power is defined as the energy we use to control ourselves and others; strength is defined as the
energy we use for growth and connection. In this philosophy, both power and strength have equal value; both
are vital to being human.

From The Haven’s philosophical/psychological perspective, problems arise when the ego’s natural interplay
between these two polarities is interrupted. This is apparent when a person, community or society becomes
fixed in one polarity. Spending too much of one’s energy trying to control oneself or others can result in many
of the issues that participants bring to The Haven (loss of meaning, burnout, etc.). At the core of this stasis is a
lack of connection to one’s self and others. This is experienced as ongoing unresolved conflict, perpetual self-
righteousness, rigidity, numbness, addiction, sickness and a disconnection from one’s deeper spiritual energies

and values.

The Haven'’s psychological perspective offers compelling insight into some of the motivations for the choice of
power rather than strength. In their A Manual for Life (1992), Drs. Wong and McKeen describe their
perspective on the underlying motivations for the present fascination with power in the world.

No matter how well one does in life, the feelings of helplessness are always imminent. In response, each person

develops personal attitudes and qualities to prevent the self from sinking into helplessness. What western culture

has offered has been an education in acquiring power, which we define as the state of having control over other
people or things. The more control that a person has, the more remote are the feelings of helplessness. (p. 56)

Sinking into helplessness can be an unconscious process, though not always, and the resulting choice to step
into power can also be unconscious. As social activists face huge issues crucial to our planet or society on a
daily basis, their lifestyle is prone to inducing feelings of helplessness. As we learned from social activists
themselves, many current social change initiatives and interpersonal interactions between activists are rooted in
power-over-others strategies that result in win-lose outcomes, destruction of initiatives and sometimes serious
burnout. These issues are not exclusive to activists; they are found throughout society.

We believe experiential and conceptual learning about power and strength could be of great value to activists.
The Haven'’s philosophy and ways of working with people have a unique ability to define these issues and
facilitate a return to a strength/power balance. They invite people to reacquaint themselves with their strength

and offer the opportunity to cultivate that strength and relate to others from that base.

The Haven environment provides a safe place to return to that inner strength through a wide variety of
methods such as breathing, disclosure, releasing emotions, physical movement and interpersonal sharing.
Activists could have the opportunity to restore their aliveness, natural curiosity and sense of fun and
connection. This could result in increased creativity, adaptability, co-creation, empathy and an empowering

reconnection with their deepest values.

The cultivation of inner strength involves developing introspection and an openness to one’s feelings (including
those of helplessness) and taking responsibility for those feelings. It involves being able to be both personal and
vulnerable in conversations at any level. This can be empowering, uncomfortable, enlivening and connecting,

In addition to allowing activists to reconnect, The Haven's exploratory environment would give them a place
where they could examine their own uses of power and make new choices. Activists might learn to model
strength more consciously, thereby being the change they wish to bring about in the world.

This discussion of power and strength reminds us of Martin Luther King’s quote on the front page of this
Chronicle:“Power at its best is love implementing the demands of justice, and justice at its best is power
correcting everything that stands against love.” Fluidity between power and strength expands the range of
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responses we can bring to life. We think this expanded consciousness could contribute significantly to how
social change is approached and is more likely to lead to sustainable transformation in the world.

The Haven Speaks on Social Activism

While The Haven was formed as a healing and growth centre, the newly appointed executive director, John
Shields, is a lifelong social activist. He was elected seven times as president of the British Columbia
Government Employees Union, a fourteen-year tenure. He began his own inner development work at a Come
Alive workshop with the founders more than thirty years ago when they were still at Cold Mountain Institute
on Cortes Island. At that time, John worked in the field of social work. Currently he is leading an exploration to
expand The Haven’s core programs and has expressed great interest in the vision of the Contact Project.

What you've described as a way of creating partnerships or locales or a place for in-depth dialogue, recharging,

giving people new perspectives — really fits with my sense of what is possible to do here. I think neutral settings

where people can come together — not inside the environmental or trade union environment, but have them come

into a learning environment or a healing environment or a nurturing environment and partake in it without having
to own the turf - is really important.

Drs. Wong and McKeen have this to say about social activism:

I believe if we live what we preach, people will be curious. And if we try to preach to them, we get nowhere. That's
what I say to social activists all the time. They're lost once you start preaching. So instead we were connected on a
heart level. Righteousness comes about through objectification. Our fundamental belief is if we truly get in touch
with the connectedness that is already there — that joins all of us as human beings, as living beings which includes
all the animal world, then we will not harm one another. We will only harm one another to the extent that we
objectify one another.

Ric Careless*, a fully engaged social activist who has participated in many Haven programs over the years and
who has a strong relationship with Drs. Wong and McKeen, told us:

You guys really just go do it. I mean when you talk about the body stuff or the feeling stuff — absolutely. The

energy and the feeling is core. It's what it means to be a human being, But you can do it with an elegance that

doesn't scare people. I actually think there’s a lot in Come Alive that’s pretty brilliant. I certainly think that breath

work is just a super-fast way — a super-fast way — to get there. And you know what Ben and Jock say. It doesn't

matter what technique you use, what really matters is that you get personal with that individual. That's what

changes people.

Conclusions

As a way to transform the very deepest personal issues, elements from The Haven core programs could
provide healing and nourishment for activists, as well as deepening their ability to communicate fully and
directly from their heart. We believe this would contribute to their health and aliveness, giving them a
more powerful connection to their inner strength and spiritual dimension. . We value The Haven'’s
emphasis on breath and body awareness and believe experiential and conceptual learning about power
and strength could be of great value to activists. These unique approaches would contribute substantially
to social change agents’ effectiveness in making sustainable changes in the world.

46 Ric Careless co-founded the Sierra Club of BC. He is now the executive director of BC Spaces for Nature. Previously, he served as executive director of
Tatshenshini Wild as well as chair of its International Network, which represented 10 million members in leading North American conservation groups.
Through effective lobbying techniques featuring mediation and consensus building, he has led campaigns that have preserved more than three million
hectares in B.C., including Spatsizi Plateau, Purcell Wilderness, Height of the Rockies, the Chilcotin Ark and the Tatshenshini, core to the largest
international park in the world. He was named Environmentalist of the Year (1991) by Equinox magazine and River Conservationist of the Year (1993)
by American Rivers, and has received both the Sierra Club U.S Special Achievement Award (1994) and the Order of British Columbia (1994).
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Learning as Leadership (LaL)

Based in San Rafael, California, Learning as Leadership delivers a unified series of personal development
programs that taken contiguously span fourteen months. We had heard high praise about Lal’s unique
approach to leadership and personal development from an alumnus of Rockwood who had wanted more in-
depth training. Talking with him coincided with our decision to expand our search to programs offered in the

corporate world.

Though directed towards large organizations in the government and corporate worlds, LaLs trainings can be
taken by anyone and have had high praise from activists. Claire Nuer and Sam Cohen are the founders of LaL.
Claire died in 1999 at the age of 66. Her husband, Sam, still participates in designing and facilitating LaLs
public programs. Together they developed the programs more than 25 years ago from their personal exploration
of their own issues, which involved much experience with depth psychology and transformational change’ The
programs also evolved out of Claire’s direct experience as a Holocaust survivor. LaLs content and delivery
methods are unique in our experience. They are highly effective, judging by testimonials, repeat business from

major household-name corporations and our own personal experience of them.

Our initial meeting was with Shayne Hughes, chief operating officer, Lara Nuer, program designer and
facilitator, and Noah Nuer, CEO, program designer and facilitator. Based on that meeting, three of us (Brad,
Ian and Frank) decided to take Personal Mastery, the first segment of their fourteen-month program to see if
the content would be useful for our own proposed program. We believe we will be much more effective
program designers if we go through the learning experience ourselves, struggling with the rigours and
challenges of the teachings. In this way, we hope to become more congruent with our beliefs and more skilful in
knowing what works.

Although we have had extensive experience in personal development programs, we were impressed by how
deep this work took us, how healing it was, how much new information about ourselves it delivered and the
effectiveness of the tools we took home. Subsequently, we signed up for the remainder of the fourteen-month
4-Mastery suite, and we're glad we did.

We will discuss the form of the programs below. But before that, to give you a better sense of what they are all
about, we will tell you about Claire Nuer.

Origin and Content

LaL is described on its website?” as an evolving program arising out of the life experience of Claire Nuer.
Claire’s daughter, Lara, told us during our initial meeting that her mother had been a social activist all her life.
It was only after hitting a wall, when she was diagnosed with cancer and given three months to live, that she
realized that the parts of her life she had hidden from herself were taking a toll on her whole self.“She spent
her life fighting the enemy on the outside,” said Lara,“and all of a sudden the enemy was on the inside, which
led her to a whole introspective path which started this methodology.”

In Claire’s own words:“I confronted the wall when I was very ill, and since day after day I was not dying, which
was not part of the prognosis, I began on this journey. I wanted to tell people, Don't wait until that point to

change your life!”4

Developing a school of psychology or program based on the founder’s personal experience is a major theme

47 www.learnaslead.com/

48 Claire Nuer, “Eco-system Leadership,” Perspectives on Business and Global Change 13, no. 2 (1999): 45.
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within the human potential field. A good example is Jung’s exploration of the unconscious; there are numerous
others. As the website says:

Claires training in this field was not drawn from an academic background, but rather her own personal life

experience. Surviving the Holocaust left her with an unshakeable commitment to be a constructive force in the

world; overcoming terminal cancer led her to study the field of human potential and inspired her to teach others

that we do not have to wait until we are faced with a crisis - such as disease, divorce, or bankruptcy - to re-clarify

our deepest goals and aspirations and to change our behavior, communication and relationships with others.

Claire’s passionate, deeply heartfelt pursuit of this goal attracted many sources of academic support. The
website names some of the better-known figures who have contributed through collaboration.

Originally developed by Claire Nuer, the LaL methodology is aligned with and built upon the work of a number
of other pioneers and researchers in related fields. Professor Maxie Maultsby, PhD, the creator of Rational
Behavior Therapy, and Peter Senge, PhD, MIT professor and author of The Fifth Discipline are two of many
collaborators of note that influenced the constant refinement of this very comprehensive study of human behavior
and potential.

At our initial meeting, Lara immediately connected with our project’s mission. In reflecting on her mother’s
process, she said, "Her ego was getting in the way of the difference she wanted to make in the world. That was
really the starting point of this work.” Shayne Hughes, chief operating officer, described this realization more
specifically.

1 think she saw that all her life she had been ﬁghting for peace, but she had been ﬁghting to be right about her type

of peace. There were other people that were wrong and she was the victim and she was going to show you that this

is the way to do it. I think part of her process was realizing that she was a victimizer and she was imposing her

own kind of right and wrong orientation. And that she had felt justified doing that because she was a victim and
she had lost her father in the Holocaust. I think it was a real shock to her.

Although the program is delivered in a cognitive way, Claire’s path of self-healing acknowledged mind-body
connections from the start. Shayne described Claire’s hope that if she could understand and change her inner
experience, this could change the outward manifestation of her life force and therefore her health.“She really
became convinced that the way she thought and how she interacted was having a huge impact on her emotions

and, therefore, her emotions on her health”

Claire also believed, as do her daughter Lara, son Noah, husband Sam and the LaL staff, that her work could
influence the creation of our collective future in a new way. She believed that making a difference was up to
each of us, that people needed to take responsibility for their behaviours, which meant becoming fully
conscious of them. She wanted people to reach within themselves and find their “noble goals,” reflecting the
deepest and most life-serving purpose of their lives. Not always consciously acknowledged, these goals tend to

be focused on service to others.

In a speech she gave to the World Business Academy in Chicago in 1999, she warned of the potential for all
of us to act solely out of self-interest. This tendency has led to horrific tragedies for humanity throughout
the ages.

We all want leaders who make a difference. We talk about the need for clear vision, passion, enthusiasm,
commitment. Hitler provided that to millions of people — as did Lenin, Stalin, and Mao. These were people who,
looking for how to make a difference for their people — but only for their people, with their truths and their values -
led to the worst destruction, massacres, and genocide in the history of mankind. The perpetrators of these crimes
were not barbarians, but well-educated people like you and me. Millions of men and women - leaders, scientists,
philosophers, physicians, professors, artists, engineers, bankers, business leaders — became killers without whom
such destruction would have been impossible. This has always posed a big question for me, because it shows me
our daily responsibility — if we do nothing to take a stand, then we become implicit participants.
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During the Holocaust, businesses made a fortune exploiting racism and hatred for their own financial gain. What
would allow us to be certain to not reproduce or simply continue to create companies that can lead to an ex-
Yugoslavia, Algeria, Auschwitz, and all the other current conflicts in the world today? T have to ask myself, if I had
been born in Germany in 1923 instead of the Jewish ghetto in Paris in 1933, would I have been a Nazi? It is not an
easy thing for me to consider. I wish I could say,”Who me? Impossible!” It gives me vertigo. But today, with my
daughter, with my husband — mostly with my husband — and my colleagues, when I know that I am right, or when
I think somebody is going to make me wrong, what do I do? What do you do? What are all the different ways that
we “kill” other people every day, fearing for our own survival or loss of power? What does this mean? What is the
teaching? How can we be leaders who will not perpetuate this kind of destruction?*

In struggling with this question, Claire noticed two contradictory motivating systems operating simultaneously
within: the “egosystem” and the “ecosystem.” The ego Claire identified was not the psychic mediator of Freud's
psychology; nor did she emphasize, like the Buddhists, that the ego is an illusion. She focused on the
egosystemss lifelong drive to create and preserve a self-image designed to prevent a person from re-contacting
their deepest anxieties, anxieties created in childhood. For Claire, those anxieties and the egosystem are
endemic in each of us. They are a fact of our existence, no matter how wonderful or traumatic our early
experiences in life. When this egosystem dominates, it is the greatest human source of personal pain and
suffering. It creates disease. It creates destructive disharmony with others. It is the cause of and is reflected in

the systemic failures in our relationships, families, organizations and cultures.

Conversely, as described by Lara Nuer, the ecosystem operates through ‘compassion, trust and dialogue, and
creating that often demands going through our greatest fears.” Cultivating one’s ecosystem, then, involves the
consistent willingness to face one’s deepest anxieties. In addition, it involves consciously maintaining an aware
connection to one’s highest purpose in life through our noble goals. Paradoxically, the roots of these goals can
be found in what we never again want to do in life. Claire’s comments, again from her 1999 speech in Chicago,
illustrate this.

There is a different starting point to be found in what we no longer want. We have not really learned how to find

our passion, our noble goal. We are not taught that, but when we look at what it is we no longer want, deeply, and
we squeeze it like a lemon to get that essential juice, my “never ever again”looks strangely like my noble goal.

For example, I no longer want to participate in creating a context for destruction, and my noble goal is to co-create
a context for humanity. This goal can take on different faces; it can inspire our entire life. It doesn’t mean that we
ever reach it or achieve it; simply, it draws us ever forward. I'll use words that are strong, that frighten me: instead
of being dependent upon my ego, my “little Hitler” inside, I choose to be dependent upon my noble goal. My
objectives and goals begin to take on different faces. My path, my challenges, my relationships, my work — all will

depend upon my noble goal >

Although Claire struggled with the deepest of human issues, her program is acutely practical. At the Contact
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Project, we continue to be impressed that these ideas are the foundation of a highly successful course in
leadership for corporations. Such organizations demand effectiveness for their money, and they get it in these
programs. One reason why the programs make participants more effective is because they learn how to relate to
others from their ecosystems.

Program Structure and Content

Presently, Lal’s central program is called 4-Mastery, four separate programs that take place over fourteen
months: Personal Mastery, Time and Mastery, Shared Mastery and Sustainable Mastery. Each session can

49 Ibid., 44
50 Ibid., 47-48
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accommodate up to 125 participants. These programs are supported by bi-weekly telephone coaching sessions
and an innovative 360-degree feedback collection involving hour-long telephone interviews with six to eight
people closest to the participant. Feedback follow-up is done over the Internet at two other points during the

fourteen months'

The suggested program sequence is shown below. Although there are a number of ways to move through the
programs, two Personal Mastery programs per year and only one for each of the other programs limits one’s

options.
Initial Mid-year Year-end
Assessment Assessment Assessment

S50
pE
Personal Shared Sustainable
Mastery Mastery Mastery Mastery

A
\

On-going coaching

LaL also offers an on-site program entitled We Lead, designed to help an organization go deeper and effect a
culture change. It generally accommodates up to sixty people. We Lead provides 4-Mastery concepts to a wider
range of employees and can be tailored to fit an organization’s needs.

360-DEGREE Feedback Process

We started with Personal Mastery; there are other entry points as well. Prior to attending, we went through the
unique 360—degree feedback process. From the website:

We each have blind spots regarding our context and behavior, so the 4-Mastery program includes an integrated

360° feedback service that allows participants to more effectively define and measure their goals for the program.

You choose six to eight stakeholders in your life, personal and professional, who commit to providing their candid
perspective at three check points during the year.

The feedback process, which involves extensive coaching consultation with the participant as well, helps
participants see themselves more clearly so they know what they want to focus on in the workshops. (This
might have some readers experiencing intense mortification by proxy, as not everybody has tolerance for intense
scrutiny of their blind spots, and not everybody welcomes seeing what they need to work on.) The feedback
process, in focusing the participant on the reasons why they are taking the program, also avoids the scenario of
someone being “sent for their own good” by a boss or significant other. That scenario would compromise the
sense of safety so necessary in personal development work.

We found the feedback process illuminating, bracing and challenging. There was quite a lot for us to work on,
as it turned out.
Personal Mastery

This nine-day program is given in lecture format, with leaders seated on a dais at the front and participants
seated in rows facing them. As the program progresses, cumulative exercises slowly create a coherent and clear



THE CONTACT PROJECT'S CHRONICLE OF PROGRESS 52

picture of what is driving our behaviour patterns, both in terms of what we strive for and what we are afraid
will happen to us. Shayne comments:

We try to get to the root of what we call a person’s egosystem. There really are — at the depth of us - some core ego
goals we can crystallize around —“What I'm trying to prove to other people”...

We are trying to get people to see that we have confused goals. We have goals to learn, we have goals to contribute,
we have goals to make a difference, we have goals to grow and at any given point in time we trash all of them
because we have this other goal, which is to look good.

The exercises have many forms. Most are centred on filling out large charts, which to the participant are
sometimes quite mysterious because some of them are not filled out in a linear fashion. It takes many days to
draw the charts to their conclusion. In the meantime, participants share what they are learning at each stage
with neighbours or, using a microphone, with the whole group. Through skilled facilitation, the process relies
heavily on the wisdom of the participants as well as the facilitators and staff in the room.

As the foundations and the structure of our egosystems became clear to us, we noticed we were experiencing a
mixture of pain, resistance and relief, especially during the first five days. At times our mood was grim and the
pain intense. Revisiting family or social situations that created that pain was not pleasant. Yet we noticed that
as we shared our stories and learning with others, a powerful and enjoyable bond was building with them, a
bond nurtured by basic honesty. Healing took place at many profound levels.

In this process we were discovering our own egos, the “little Hitlers” Claire spoke of that have the potential to
be so very destructive in so many areas of our lives. One of us from the Contact Project has a particularly
painful family history. On day four or five of Personal Mastery, he shared some of his conclusions about his
egosystem with one of his neighbours. She replied,“T don't know whether to feel embarrassed that the
circumstances of my childhood seem much easier than yours, or that our egosystem issues are so similar, given
such different experiences.” While anyone’s family history is quite personal to them, an egosystem resides in

CVCI‘YOHC'

When a person chooses to step out of the egosystem and into the ecosystem, there is quite a bit of relief within
oneself as well as within one’s family, friends and community. It can be difficult to stay conscious enough to do
that consistently, however. The drivers of the ego, those deepest anxieties we have that we don't even want to
tell ourselves about, let alone tell others, are constantly at work. A fourteen-month program such as 4-Mastery,
with lots of coaching support and hard work on the part of the participant, substantially assists the long-term
transition from an egosystem to an ecosystem. We believe that transition is a lifelong project, a personal

transformation.

There are many more elements within Personal Mastery, such as examination of conscious and unconscious

belief systems learned from parents, siblings and life experiences. By detecting how those beliefs play out in

communication and behaviour patterns, the program strives to expand the mastery of relating to oneself and

others. Lara Nuer says,"Awareness of the costs and consequences of our past behaviour gives us the foundation

to ask tough questions and make informed choices.” Lara went on to tell us something her mother often said:
My biggest obstacle to healing isn't my cancer, it's my beliefs about my cancer. I'm sure I'm going to die. I'm sure I

can't kill it. It is all these beliefs that are giving you this negative emotion every day and how do I change those
beliefs? That is much more difficult than cancer.

The pacing of the program is a challenge for facilitators. Shayne noted that some participants complain about
the length of the workshops. The leaders are constantly faced with participant resistance to committing their

time and resources.
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If you just want the idea, that's very fast. The problem isn't [getting the idea], it is the emotional realization. We
often have people express that"“it’s too slow, it’s too slow.” Then they start understanding what we're asking them to
do, and then we hear,“it’s too fast, it’s too fast. Slow down.” There’s always a difficult transition period there.

Program Content Summary

There is much more content in the remaining three programs in the 4-Mastery series than can be described

here. To summarize:

Personal Mastery gives individuals an initial handle on the ego and the ways in which it doggedly asserts itself.
This program challenges belief systems, uncovers noble goals and delivers many tools with which to become

more connected to others and effective in life.

Time and Mastery provides skills that support spending our time in service to that which is most important
to us (instead of wasting it in distractions and ego goals). Those who were mortified at the intense scrutiny of
the 360-degree feedback process might also cringe at the seeming constriction of committing to setting specific
times for specific tasks within each workday, and then actually following through. More than one of us did.
Time and Mastery’s skills offer clarity on choice points for focusing on ego goals or noble goals. Ultimately, they
encourage a person to be present more fully in each moment and in one’s life.

Shared Mastery provides methods for organizations or families to clarify and organize their goals. It’s also a
mid-year review of basic concepts. Through filling out yet more charts and receiving excellent coaching, the
Contact Project took a giant step forward as a team in this program. We came away with a new, detailed
organizational structure, clear knowledge of what we do that gets in our way, and confident belief in our
clarified goals and deliverables. We were also introduced to many of our “elephants,” giant, previously invisible

issues that were trampling on our effectiveness. We arrived with six and came away with a whole herd!

Sustainable Mastery is an opportunity to take stock, through a final case study, of learnings from the entire 4-
Mastery program. One can assess one’s progress and clarify next areas of focus. We plan to experience this
program in late 2009.

Take-aways from these programs combined with clarity around noble goals and specific daily practices offer

participants clear pathways for making changes in their lives, sometimes sweeping changes.

Training Facilitators and Program Development

Training facilitators has always been a challenge for LaL. Given the highly skilled nature of the facilitation, it
takes years to become adept at delivering the content and holding the space for participants as they grasp their
new learning. The present structure delivers a high-quality experience for participants. However, it cannot be
easily expanded to accommodate a significant increase in participants. Even though the principals are very
interested in increasing their impact with the tools they have developed, Shayne explained that a significant
bottleneck for growth is having enough trained facilitators and coaches to deliver programs.

Our model with how to train trainers is a real struggle for us. We haven't found a model that works. It is a very,

very long training process for us to get someone initiated to actually doing it. It’s a four-, five-, six- or seven-year

process. As we work with higher and higher levels of organizations, we get pickier and pickier about who we let do
what we do.

Two primary considerations in expanding the impact of their curriculum are maintaining the depth and impact
of the present program and keeping a life balance (i.e., workload vs. family life vs. personal time, etc.), Shayne
told us.
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You've asked the question, where are we going, and that’s part of our question. For the moment, we are very small
and we are very condensed. We really don't have the bandwidth to expand the level of in-depth that we're doing.
So part of the question is do we want to keep on slowly trying to add people and stay small or do we want to find a

way to touch people more broadly, but probably more superﬁcially‘
Lara added,

I think the answer is that we're really grappling with that question. In fact, we have a retreat coming up and it's a
question that we haven't faced very consciously, we were just going organically. And because we're handling it OK,
we just weren't consciously facing the question. But now we'e at the period where we're experiencing growth pains
and we need to be making conscious choices, so we're in that reflection.

Many of the training issues raised mirrored the challenges of Rockwood Institute, The Haven Institute and the
Presence Program. Following successful curriculum creation, each organization is faced with delivering a highly
sophisticated training for a growing audience. Replicating the effectiveness of the program without losing its

essence is a unique challenge for Lal’s founders.

When we asked about the current influences on content, Lara said time limits them to refinements based on
their experience and that of participants at each workshop.

The two ways we're doing it is by learning from our own experiences in terms of our dynamics, our own process.

Learning from the participants is the second way, what happened in this workshop? What worked, what didn’t

work? What do we eliminate and what else do we create? So if you attend a Personal Mastery today versus five or

ten years ago, 50 percent of it is different maybe. But there are some core things that have stayed the same. What

we don't have time to do is to go experience a lot of other programs out there and then see what could enrich

what we do.

The programs continue to evolve as new influences are considered and incorporated, not only by internal
changes but by external influence. Most recently, Nonviolent Communication, the work of Marshall
Rosenberg, is being incorporated, a seamless fit with Lal’s existing beliefs, in our opinion.

Conclusions

The name Learning as Leadership implies that effective leadership is an experience of learning. It is
wonderful as an applied concept. As we consistently untangle ourselves from our egosystems, working to
leave emotional drama behind and focusing ourselves on our noble goals, we are discovering that we are
increasingly sharper, more effective and more connected to others. LaL believes that its workshops and
coaching eventually lead a person to having a“mind like water,” lucid, not hung up with distractions, easily
flowing where it needs to go.

If anyone had told us that we would have rediscovered what the Dalai Lama calls our natural affection for
others through filling out complicated, mysterious and sometimes frustrating charts, we would not have
believed them. LaLs methods are most unusual. As with the description of other ways of working with
people, it is not possible to describe in detail the many innovations of thought and structure within Lal’s
universe of programs, though we would like to.

We believe the story of Claire’s struggle with her egosystem and the programs resulting from those
struggles would be highly engaging and useful to any group of people wanting to be change agents in the
world. We intend to have many more meetings to fully explore our respective visions and collaboration
potential.
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Process Work

Process Work, or Process Oriented Psychology, was founded by physicist and Jungian analyst Arny Mindell in
the late 1970s. Previously, Arny had graduated with a master’s degree from MIT and moved to Zurich to pursue
a Ph.D. in physics at the ETH (the European MIT). However, on his first weekend there, he struck up a
conversation with an older Swiss gentleman who turned out to be the head of the Jung Institute and nephew of
noted psychologist Carl Jung. This compelling conversation led Arny to immerse himself in Jungian psychology.
He initially became an analyst but broke away from the traditional Jungian approach when he became fascinated
with links between body experience, particularly physical symptoms, and how they are mirrored in dreams. He
adopted the term the ‘dreambody” to denote the ‘dreamlike, unifying field that gives expression to body symptoms
and dreams alike.”!

In his early work, Arny focused on how the dreambody produces in individuals unconscious “signals,” or pieces of
information that are sometimes easy to perceive and sometimes less so. Early Process Work focused on ways to
improve interpersonal communication through making those signals conscious. In our conversation with Arny in
the fall of 2008, he summarized his journey since then.

There's only one thing that I do - even though I've written 19-20 books — there’s really only one thing, Holding to

that one thing is very, very helpful. And that one thing is something that people have always known about and that is

“what’s happening” What's happening with me? What's happening with other people? This one thing, How do I

open up and notice and use it in a profitable way? So I find it in that person or I find it in that group or I see them

doing it or I see you doing it and I point that out. Oh look, this is what you're doing. That way it gets out because it
already is ou.

Since the early days, Process Work has passed through many stages to become a form of psychotherapy,“an
awareness discipline with a wide variety of applications™? and a method of social activism. Before we go into more
detail about Process Work, we would like to tell you the story of how we came in contact with Process Work,
introduce you to some Process Work faculty members and convey Arny’s response to our project. We find great
resonance with this vibrant form of working with people. We are particularly excited about the progression of
Process Work from its Jungian roots to embracing social activism.

Initial Meetings with Process Work Faculty

Through what only can be described as synchronistic events, Catherine Fallis, a faculty member of The Haven
Institute, directed us to look into this complex and life-serving way of working with people. She suggested their
approach was very complementary to work being done at The Haven and noted that Process Work was being
applied to social activism. Subsequently, two separate emails from other Haven faculty came our way notifying us
that two faculty members of the Process Work Institute would be in Victoria during October 2008. Gary Reiss,
Ph.D,, and his partner Sharon (Sage) Emery, a licensed marriage and family therapist, were presenting their
yeatly seminar here in Victoria. Prompted by this convergence of events, we decided to ask them over for dinner.
Gary later said he doesn't often accept such invitations since he is usually quite occupied with his seminar.
However, his curiosity got the better of him! Our evening of fascinating and lively conversation revealed
considerable resonance of ideas and intention. This led to an invitation for us to meet on the Oregon coast for an
exploration of the potential for collaboration.

In December 2008 at Yachats, Oregon, we spent a weekend with Gary, who is a senior faculty member at the

51 Julie Diamond and Lee Sparks Jones, A Path Made by Walking, (Portland, Ore.: Lao Tse Press, 2004), 6
52 Ibid., 15
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Process Work Institute in Portland and works as a therapist rurally. His current passion is bringing the
principles of Process Work to conflict resolution in hot spots like Israel/Palestine. Gary has written several books,
among them Changing Ourselves, Changing the World (2000), which focuses on bringing Process Work to

social change.

We also met with Julie Diamond, Ph.D.,, director of Training and Development for the Process Work Institute.
Julie has written, with Lee Spark Jones, A Path Made by Walking (2004), a history and explication of the
psychotherapeutic aspect of Process Work. We will include excerpts from our interviews with Gary and Julie at
the end of this section.

Our visit to Yachats coincided with the presence of Arny and Amy Mindell, who were taking time off from their
hectic schedule to relax. We were delighted to have an extended period of time with Arny and Amy. As you will
see, Arny had a very positive response to the Contact Project.

Arny and Amy, husband and wife, are inseparable and have been Working co-creatively since the early days of
Process Work. They have a unique role as founders, main theorists and visionaries of Process Work. Arny has
remained consistently generative by writing more than twenty books, leading countless workshops with Amy all
over the world, founding (with Amy and others) the Process Work Institute in Portland and influencing the
founding of Process Work institutes in many countries. As well as leading workshops with Arny, Amy has books
and articles to her credit and works with art, music and puppets. Amy has been credited with making“the

spiritual dimension of Process Work more explicit”>> with her book Metaskills: The Spiritual Art of Therapy (1995).

During our interview with Arny and Amy, we touched on the important elements of making collaboration
effective. The first thing he wanted to see was our mission statement because “It’s not just words. If it’s real, it will
help centre you and help you in everything you do.” He quietly read through our document, then handed it back
with a warm smile and said “Count me in. This is something I can really line up with.” He suggested we add the
phrase “learning and knowing more about our diverse natures” to our vision statement, an addition we happily
incorporated’ He sees the vision statement as a vital document that centres the energy of participants in any
collaborative initiative.

How you formulate what you say attracts or can repel or make others afraid. So your vision statement is extremely

important. And then, if it is really deep inside of you, you just stick to that and that will help you through everything.

And then you are able to let go a little bit when others come and say,"Well, we do it this way” Then it’s a little easier

to flow and say, “Well, that's part of what we want to do too, perhaps.” You can use that with their specific natures.

That'’s the way to build a really large organization, a core that hasa huge periphery to it — a large circumference. I see

you having a core concept: let’s get activists humanely and personally together enough so that we can change the

world so it's more enriching for everybody. That's really great, and if you can really hold to that and stay close to that

when another group comes in and says,“Well, we do it this way and you are not taking our ethnicity into account

enough,” then you will be able to say,”Well, this is part of what we need.” Then you will have a strong organization.

The strength of what you do could be amplified by connecting with other organizations that appreciate what you are

doing‘ Then your own strength increases.

Although he had just met us for the first time, Arny had zeroed in on one of our key challenges: how to
collaborate with diverse people and organizations.

The relationship between social change and personal development is stated unequivocally in his book Sitting in the
Fire (1995) and reflects our initial resonance with Arny and Amy. The following quotes from the book support
our view that personal development can be more than healing or growth. It is a call to be in compassionate
relationship with the world:

53 Ibid., 10
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In my view, if you only change yourself and take that to be more important than anything else you could do, you
make a political statement to the effect that you are independent of other people, spirits, animals and the
environment. ...

If you loved others, you would say that everything around you is you too. You may be liberal politically, but you
segregate others from you when you avoid the trouble of relationships. You push those who are closest to you away
and you keep the whole world at arm’s length. How you use your power is not an individual matter; it is politics.

One virulent source of racism - the mainstream’s alleged impotence to change the world — would disappear
tomorrow if we realized that addressing conflicts and creating good relationships are keys to a meaningful life. Until
you as a mainstream person address conflicts of rank and race, you must answer the question,“Who is racist?” with,“T

am.” (p. 156)

Process Work: A Journey from Personal Development to Deep Democracy

Our synchronistic encounter with Gary and Sage in Victoria opened the door to a way of working with people
that is much more broad and diverse than we had anticipated. Process Work connects inner experience with

outer action in profound ways.

Process Work is taught at Process Work institutes, each with its own certificate or degree-granting function, in
the U.S., the UK., Poland, Slovakia, Greece, Australia and Japan. For instance, the institute in Portland offers a
diploma and Master of Arts in Process Work, a three-year Master of Arts in Conflict Facilitation and a
Certificate in Process Work. The Process Work faculty’s commitment, generativity and creativeness is reflected in
the many Process Workers around the world working with people and groups, writing books, teaching and
engaging in social activism.

Over the years, Process Work grew beyond Jungian psychotherapy to be employed in working with small and
large groups of people in conflict resolution. It has grown to encompass “worldwork,” which addresses social and

political tensions in community forums, organizations and other group settings.

The origin of Process Work can be traced to Arny’s reluctance to accept the notion of his own disease as a process
external to himself."He thought that body symptoms, like dreams, must contain meaning and purpose for the
individual” wrote Julie Diamond and Lee Sparks Jones in the opening pages of A Path Made by Walking. In other
words, rather than speak of his symptoms as something outside himself, he began to see them as integral to his
whole self. From this experience he proposed a concept, the dreambody, our unconscious as an active agent
constantly expressing itself in our lives.

Over a long period of time the concept of the dreambody has expanded significantly as this quote from the
current Process Work Institute website>* reveals:
He discovered that the unconscious manifests not only in night time dreams but also in physical symptoms,
relationship difficulties, addictions, and social tensions. Drawing from his background as a physicist, as well as from

Taoist principles, shamanism, Zen Buddhism and communication science, Mindell formulated the idea of the
“dreaming process,” a coherent and meaningful fow of experiences that underlies all life events.

How to be in touch with this“meaningful flow” is key to understanding how Process Work is practiced. The
concepts of the unconscious, individuation, the edge and signals are central to its practice. While the ensuing
discussion involves psychological terms that may be unfamiliar to many people, we encourage readers to stick

with it because it reveals the natural connection between personal growth and social change.

In Process Work, the term the unconscious encompasses perceptions, beliefs, ideas, experiences and events with

54 www.processwork.org/about.htm
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which an individual does not identify (such as physical symptoms, relationship difficulties, etc.). The personal
growth and healing process of individuation, originally a Jungian term, involves making whole the differentiated
components of a person’s psyche (i.e., conscious and unconscious aspects of the self) through increased
awareness, inclusion and integration of those unconscious aspects of the self.

In Process Work terminology, experiences the client can identify are called primary process to emphasize their
place in the foreground of awareness. Experiences that the client marginalizes as“other” are called secondary
process, to emphasize their place in the background of awareness. When a client is encouraged to embrace or
identify with a secondary process experience, they are generally reluctant or even unable to do so, as though a
boundary separates the primary from the secondary processes. This boundary is called the edge. It is the edge of
what a person knows about their own psyche or identity.

The edge is explored by interventions, which might include verbal exploration, imagery, movement, deep body
experience, interpersonal relationship and many others. These methods are supported by the metaskill of
awareness. In fact,“Process Work is now described as an‘awareness practice’ because its emphasis is on awareness,
both the practitioner’s and the client’s, rather than on any particular intervention.”® This reflects Arny’s comment
to us (above) that the“one thing” he does is stay in touch with “what’s happening.”

Of course, learning the particular methods of intervention are important steps, but as Gary told us in an
interview,“So you're supposed to have in your toolbox tons of tools. But the whole thing is feedback-oriented,
your feedback or the other person’s feedback.” Feedback, the perception of signals (unconscious information), is

an important route to awareness.

The edge might be found in recovering cognitive and emotional memories of abuse and integrating them into a
person’s awareness. It might be found in recovering one’s projections — attributing to others qualities we desire in
oneselves. For instance, if a person sees others as intelligent and themselves as stupid, they might work towards
realizing or developing their cognitive abilities. The edge might be found in learning to speak up when well-
established family norms have suppressed that ability. And the edge, the boundary of what a person knows about
themselves, might be crossed when they discover the meaning of their physical symptoms.

These personal development ideas and healing practices have been brought to bear directly on social issues by
Process Work practitioners. This is an extension of including all parts of one’s personal process (passing through
edges and into individuation) to embrace all parts of the social organism and all parts of the environment. As
Process Work grew, it began to develop ways of working with people whose behaviour is outside “‘normal,” those
who are in extreme states. Similarly, Process Work began to see the value of extreme social realities outside the
main stream of “normal” experience. Socially rejected people are accepted within one’s personal process and so

within the social organism.

Going through psychological edges can be met with considerable resistance as noted earlier. We have noticed that
our psychological reluctance to accept difficult social realities or responsibilities resembles in a feeling way our
reluctance to move through edges more closely related to psychological healing. We believe that beyond these

edges is a deep caring for others, for humanity and for our environment.

Psychological awareness lends itself to healing of interpersonal and social rifts, endemic injustice and the
restoration of the environment. Going beyond edges can allow one to take in and integrate more of one’s own
experience and more of the experience and realities of others, contributing to personal individuation and social
integration/ transformation.

55 www.processwork.org/about.htm
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Arny coined the term deep democracy to include all elements of society, not just the will of the majority."Deep
democracy suggests that all voices, states of awareness, and frameworks of reality are important. Deep democracy
also suggests that the information carried within these voices, awarenesses, and frameworks are all needed to
understand the complete process of the system. Deep democracy is an attitude that focuses on the awareness of
voices that are both central and marginal "

We believe Arny’s call for deep democracy may well hold one of the keys to our very survival on this planet. As he
describes its importance, it speaks clearly to the interdependence we have with each other, other species and our
environment.“Deep democracy is that special feeling of belief in the inherent importance of all parts of ourselves
and all viewpoints in the world around us ... Deep democracy is our sense that the world is here to help us
become our entire selves, and that we are here to help the world become whole.” (The Leader As Martial Artist,

1992, p. 13)

The Dreambody, Dreaming Process and Social Change

Over the years of developing Process Work, Arny deepened the concept of the dreambody to go beyond the
“dreamlike, unifying field that gives expression to body symptoms and dreams alike” that we spoke of in our
introduction. He posited a“dreaming process,” which he explained as“a sentient reality beneath the threshold of
awareness, an unknown wholeness out of which signals, dreams and other experiential phenomena arise ... He
developed sentient methods that help people glimpse this non-dualistic level of reality and bring insights and
expanded perspectives back to the everyday world of conflict and problems” (A Path Made by Walking, 2004,
p.13-14).

The concept of the dreaming process resembles Jungs “universal unconscious.” It also draws on quantum physics
in ways we will not attempt to explain here. This concept helped him to see more deeply into the source of social
pain.“Wherever he worked, Mindell saw that suffering came not only from social problems, inequity, and
injustice, but also from treading too lightly on the surface of existence, from an inability to connect to non-
ordinary reality” (A Path Made by Walking, 2004, p. 13). Arny and Amy are currently exploring the new “sentient
methods” to resolve personal, relationship, familial and social conflicts. These methods help access and mobilize

deep, creative resources and draw connections between seemingly disparate ideas, beliefs or social realities.

Because we participated in Arny and Amy’s God Mind Workshop in Yachats, Oregon, in February 2009, we can
confirm that these new and highly unusual ways of working with people are effective and practical. Using those
“sentient methods,” we noticed that change seemed to spring effortlessly from briefly visiting non-ordinary reality.
We witnessed ourselves moving along with or resolving issues we were struggling with, resulting in a significant
change. We saw thorny relationship issues move towards resolution and quarrelling groups come together. We

were also able to take home an ability to work with these methods and replicate them.

Worldwork: An Expression of Deep Democracy

The psychological methods and principles of inclusion within Process Work's deep democracy manifests as social
activism in the activity Arny calls worldwork. He believes this widely applicable new method of working for social
change can help with conflict resolution and organization-building skills around the world, bringing people
together in new ways.

Some global theories and beliefs behind our attempts to organize groups propose beginning with people in
reasonable states of mind. Angry people seem evil or chaotic according to these theories. The attitude of deep
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democracy, in contrast, must strive to develop a worldwork that deals with everyone, even those in violent emotional
states and chaotic conditions, because these prevail during periods of rapid change. (The Leader as Martial Artist,

p-13)

We noted above that the Process Work Institute has added a Masters in Conflict Resolution to its curriculum,
aimed specifically at assisting social change. The genesis of this interest can be traced back to 1990 when Arny
began writing about applying Process Work to global conflict. His books describe the evolution of his experience
and learning in highly troubled regions. In Sitting in the Fire, he emphasized the consequences of not helping
groups understand and communicate what is at the root of their conflicts.“If we do not approach the spirit of
groups — the spirit of love, jealousy, hostility or hope — stalemates and repetitions of world history result. To
achieve sustainable peace, we need to break through to a new level of communication” (p. 23)

In this book, he offers many insights into the awareness and skills worldwork facilitators require. He invites
facilitators into the elder role as defined by elder traditions around the world. He sees the world’s present
potential for developing a new level of consciousness and believes this can be assisted by trained worldwork
facilitators who help people develop a new lens through which to see disease, conflict and violence. He believes
these extreme states can be seen as the new voices of leadership rather than evil pestilence that must be repressed
or eliminated. He describes the context for conflict through the lens of rank, power and prejudice in relationship.
He offers a view of acts of revenge and terrorism as reactions and responses crucial to bringing about cultural

transformation.

Arny’s call to include history and politics and their relationship with inner states resonates with many of the
comments social activists and innovators shared with us. More than one seasoned activist stressed the importance
of developing credible facilitators who understand and reflect the range of forces that undetlie prejudicial and
racist behaviour in both its personal and systemic forms. As Arny explains in Sitting in the Fire,“Facilitators -
especially those from the mainstream — must realize that racism is economic, institutional, national, personal,

interpersonal and psychological” (p. 151).

At the root of his thesis is a call for radical awareness. Arny is calling for a deeper level of personal responsibility
in how this impacts the greater whole — our relationships, our diversity, the environment and our ecology:
“Nothing less than a revolution in consciousness, in moment to moment awareness will suffice to change the way
we get along together. First we have to change our attitude toward change, open up to trouble and notice how

power is used” (p. 229).

We share the Mindells’ belief that this new awareness will engender a heightened desire for service in the world
based on a broader consciousness. And this broader consciousness comes through the disciplined work of
expanding our understanding of our inner experience with our outer work.

Now service to the world will also be a form of inner work that sees the connections between inner states and the

outer atmOSphere‘ Inner Work beCOmeS Worldwork When You nOtice hOW your dreams connect Wlth iSSuCS Of rank

and roles, race, gender, violence, women's rights, war, nuclear threats and ecology. As the healing community itself

recuperates from its focus on the individual independent of the world, therapy and politics will come together, both
of them committed to the health of the larger political body and the environment. (p. 238)

Interviews with Senior PWI Faculty: Gary Reiss and Julie Diamond

In our December interviews at Yachats, we entered a two-day “rolling dialogue” similar to what we had initiated
with activists, but this time with a group of professional therapists and group leaders who were actively engaged
in personal development as it impacts social change. The wide-ranging, stimulating and heartfelt dialogue
touched on many practical topics, such as curriculum design, how to work with social activists in a way that will
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appeal to them, philosophy of activism, difficulties that activists face, painful encounters and how to develop
effective activists. Their comments were useful, giving us confidence that this group would make substantial
contributions as we collaborate on building a learning space to support the personal development of social
activists and innovators.

As we noted eatlier, Julie Diamond is the director of Training and Development for the Process Work Institute in
Portland. We were delighted with her enthusiasm and clarity in describing the strengths of its programs. As we
deepened our understanding of each other’s work, our dialogue clarified some of the principles we all agreed were
essential to successful social activism or innovation.

Certainly if you're an activist, how you connect and how you relate to people is the Alpha and Omega of your

effectiveness. If you can't get on with people, it doesn't matter how great you are, how urgent it is. So putting people

as the cornerstone — like relationship as the cornerstone is paramount - in addition to the incredible content you
want to deliver or the personal growth experiences you want to deliver.

Julie’s comment reflected our beliefs that developing relational leadership is central to the change we would like to
see in the world. To build this capability, Process Work training programs emphasize the development of a
relationship with a mentor.

One of the things that we've done that I think is the cornerstone of our program — even beyond content - is

mentorship. It’s not just like an academic advisor. The mentors actually evaluate and give you feedback all along and

it's a very, very challenging and growthful experience. All of our programs have this big focus on what we call one-to-
one work or mentorship work. I think that’s a high leverage point in training,

Julie was quick to grasp our project and freely provided innovative suggestions based on her experience working
with social change agents.
I've done social activist training and they have a very low tolerance for theory that is not immediately connected to
practice. So one of the things that might work is to immediately get them into some kind of project - an
apprenticeship project or internship project— where whatever they get in that first experience they’re immediately

applying the learning to some project with others in the world. Right at the beginning, For an activist I think this
doesn’t make sense until you start to relate it to the world and apply it.

In noting that building community is very important for activists, Julie was reflecting thoughts we had heard from
activists in our original research.“I think that also the cohort, the coming together and being together in
communities is really, really deepening,” she told us.

Gary commented on the physical condition of a group of activists he knew currently Working in South Africa.
There are acute physical costs for activists, particularly when practicing in an intense arena. His description was
both painful and hopeful as he emphasized that healing stress can point the way to more effective conflict
resolution.

What I'm going to be teaching about this year is the body as a reflection of war and how the body in war zones

reflects the outer conflict in body symptoms. I got that because I was studying how many of our students are social

activists in South Africa. They range in age from about 33 to 75, and all the students I'm working with have major

physical symptoms. Major. Severe back injuries, arthritis, cancer — almost every one of them. So I started studying

that. What the heck is going on? That's what I'm helping them work on - their body symptoms as reflection and also

how the body symptoms may show them the key to working on the conflicts. If they can figure out how to work on
it internally, then they can figure out how to work on it externally.

Process Work has a wonderful term for personal development — burning our wood. It means working through core
issues that drive unconscious behaviour so that a person can be free to be present with and facilitate others. Gary
gave us examples of activists (including himself) who had worked through their issues so thoroughly that they
could facilitate without one-sidedness:“I have seen activists who have been terribly, terribly hurt - like lesbian
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activists that were terribly, terribly hurt — who burn so much wood that they can then facilitate with people who
are homophobic. Or for me having to burn my wood around anti-Semitism was really intense”

He also stressed the importance of cultivating fluidity.

Self-nurturance and preservation training and also I think this whole thing about fluidity ... getting fixed in one role,
one-sidedness over too long a period of time, may not be the best for your physical and spiritual development. It may
not be the best for social change. So a lot of what Process Work is teaching is fluidity so you're not just identifying
one side. As a Process Work trainer, you always have to find the other as you.

“Finding the other as you” requires that a person attend to oneself before attempting to be present for others. And
“finding the other as you” sounds a lot like Nonviolent Communication to us. We were noticing once again that

there is much common ground in the organizations we interviewed.

Gary recounted the time when Process Work first confronted activists on this subject.

I know a turning point was at a worldwork conference in D.C. on racism because it was the first time that we
challenged some of the social activists on our team that they were so one-sided and wouldn't open up to the other
side and that was drawing a line around that. I'm sorry you're a great civil rights leader, you're a great this or you're a
great that, but we're a facilitation team and you can't just come out and say, “T refuse to have any feeling or
understanding or openness to the other side.” So, how to develop that consciousness for social activists? And again,
the theory in Process Work is you need it because if you can't get out of a role and can't get fluid, you're more
susceptible to nature or the outside knocking you out of that role. Yeah, if you look at how many social activists are
knocked out by attacks or violence or early illnesses or burnout, you'll see the consequences of this one-sidedness.

Arny and Amy dropped into our meeting in Yachats and said many useful things. Arny believes learning the basic
principles of Process Work, what he calls the first step, can take between two or three years. However, developing
mastery in Process Work is the “second step”- where you apply your cognitive understanding while under duress.
Can that person who has gone under the first training do that under duress or in action? It is one thing to do it
within a training and it’s another thing to put you in a pot where you're disliked or people are afraid of you or don't

know you. The timing on such a second training is indefinite and may take a whole lifetime for some people and

other people it may take half an hour. They're already there.

Will our participants be able to take what is offered in our learning space and use it under duress or in action?
That is an important question we face as we grapple with yet another rich aspect of the growing complexity of
approaches we have experienced and intend to incorporate. We are thrilled by the support we received from Gary
Reiss and Julie Diamond and look forward to more interactions with these creative and insightful facilitators and
program designers.

Conclusions

In person and through their writings, Arny, Amy, Julie and Gary model humility and cultivate a sense that
the wotld can find its way through to a deeper, broader and more inclusive level of consciousness. They
actively share their often painful experiences in learning to use Process Work as a means to develop
consciousness and bring opposing groups together. The vital impact of their work is evident in the rapidly
growing sphere of influence of Process Work. Personally, their calendars are full for more than a couple of
years and they continue to be called into highly volatile situations to offer their insightful facilitation.

In Process Work, we have found potential collaboration partners who have long experience in practically
combining personal growth and healing with social change and world consciousness development. We
believe an important aspect of our learning space curriculum has the potential to be filled with the
collaboration of our Process Work colleagues.
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We are grateful to Arny and Amy, Julie and Gary for showing a deep interest in what we are trying to
accomplish and for offering their active support through freely giving their time and ideas. We are inspired
by the clarity and courage of their call for greater personal awareness in the service of us all learning to live
in harmony. We left Yachats full of ideas, with a commitment to pursue the dialogue and see where this
collaboration will take us.

We leave the last word to Arny:

Just as in deep democracy, we give attention to overt and covert social issues and the people who have been
marginalized, so we must give attention to the states of consciousness we have marginalized because they were
unfamiliar. We must ask what those states of consciousness have to say. World change can begin with dreams.

(Sitting in the Fire, p. 187)

Joanna Macy: The Work That Reconnects

Jackie Larkin, former education coordinator with the British Columbia Nurses Union, introduced us to the
work of Joanna Macy, The Work That Reconnects. Jackie and her partner, Maggie Zeigler, lead Reconnecting
to Life workshops, drawing on Joanna Macy’s work. We have not interviewed Joanna Macy. In keeping with our
approach of understanding program design by going through the learning experience ourselves, we will attend a
five-day intensive with her in June 2009. We include The Work That Reconnects in this section because we
believe we would like to include elements of it in our proposed program. For the purposes of this short section,
we draw heavily on material from her website®.

Beginning in the late 1970s, Joanna Macy began leading programs and writing articles and books after
experiencing a transformative awakening. As she says in describing her biography Widening Circles, A Memoir

(2007):

This story of my life recounts how a devout Cartesian, schooled at a French lycee, falls in love with her world and
ends up as a Buddhist teacher of deep ecology. Adventures along the way move between Himalayan hermitages
and political action, impelled by a determination to wed spirituality with social change.

At first her work was known as Despair and Empowerment work; later it was known as an expression of deep
ecology; then it evolved into Councils of All Beings; now it is known as The Work That Reconnects.
Profoundly based in Buddhism, systems theory and Gaia*® theory, it asserts that people are an intrinsic part of
the web of life on earth, that we can regain our awareness of it and direct feeling contact with it, and that we
can regain our moral power in relation to it. The pain that people feel in relation to the world is the flip side of
the same coin of our love for the world. Once deeply reconnected to that love, people have eagerness and the
resiliency to stand up to the problems in the world.

In a training DVD*, Joanna Macy calls The Work That Reconnects “a form of group work designed to enliven

57 www.joannamacy.net/index.html

58 “The Gaia hypothesis is an ecological hypothesis proposing that the biosphere and the physical components of the Earth (atmosphere, cryosphere,
hydrosphere and lithosphere) are closely integrated to form a complex interacting system that maintains the climatic and biogeochemical conditions on
Earth in a preferred homeostasis. Originally proposed by James Lovelock as the earth feedback hypothesis, it was named—at the suggestion of his neighbor
William Golding—the Gaia Hypothesis, after the Greek supreme goddess of Earth. The hypothesis is frequently described as viewing the Earth as a single
organism. Lovelock and other supporters of the idea now regard it as a scientific theory, not merely a hypothesis, since they believe it has passed predictive

tests.” From Wikipedia: http://en.wikipedia.org/wiki/Gaia_hypothesis

59 Joanna Macy, The Work That Reconnects, A Training DVD (2006). It is available online free of charge at
http://www.turntowardlife.tv/joanna_macy_workshop_video/about.htm. Also distributed through New Society Publishers

(http://www.newsociety.com)
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and strengthen us to take part in the healing of our world.” Her website provides a statement of “The Goals of

the Work”®%;

The central purpose of The Work That Reconnects is to help people uncover and experience their innate
connections with each other and with the systemic, self-healing powers in the web of life, so that they may be
enlivened and motivated to play their part in creating a sustainable civilization. To do this, we pursue these
contributing goals:

+ to provide people the opportunity to experience and share with others their innermost responses to the

present condition of our world

+ to reframe their pain for the world as evidence of their interconnectedness in the web of life, and hence of
their power to take part in its healing

+ to provide people with concepts—from systems science, deep ecology, or spiritual traditions—which

illumine this power, along with exercises which reveal its play in their own lives

+ to provide methods by which people can experience their interdependence with, their responsibility to, and
the inspiration they can draw from past and future generations, and other life-forms

+ to enable people to embrace the Great Turning as a challenge which they are fully capable of meeting in a
variety of ways, and as a privilege in which they can take joy

+ to bring people into mutual support and collaboration in working for the world”

While it is a form of personal development because it involves turning inward and deeply experiencing one’s
inner energies, it is not a form of therapy. Rather, it is a process through which grief can be witnessed and
gratitude fostered as ways to reconnect with one’s natural balance within the living system of the world. As she
notes,“What people most need to hear is what's inside them.” This she calls “truth work,” defined as people
contacting their deepest honesty.

This results in deeply empowered activism that can work towards restoring the natural balance of living
systems (Gaia). Indeed, Joanna often sounds like a traditional activist while she is simultaneously drawing on
the power of being.

Gratitude helps us to be fully present ... When we are fully grounded then we can know what we are also carrying,

which is [that it is] intolerable and unspeakable what we are doing to our world and to other beings ... making

room for that truth speaking feeling ... to honour our pain for the world. This is the most subversive thing you can

do. This is what the industrial growth society and the corporate military empire wants us to not do. They want us

to numbly follow orders and just see what next we need to buy, to make ourselves feel good or look pretty or smell

right or go someplace fast. But we are going to pause and now honour our pain for the world. This is a jewel we

carry inside.t!

Experiencing pain is essential to people waking up to who they are. That's because the act of blocking pain cuts
off love and connection to the earth. Numbing to pain also reduces one’s personal power and energy for
bringing about change. As she says,“When we are not afraid of [the experience of pain] then nothing can stop
us.’61

There is a great deal to feel pain about and the issues are huge.

The ecological and social crises we face are inflamed by an economic system dependent on accelerating growth.
This self-destructing political economy sets its goals and measures its performance in terms of ever-increasing

60 wwwjoannamacy‘net/html/ reconnects/goalswork.html

61 Joanna Macy, The Work That Reconnects, A Training DVD (2006)
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corporate profits—in other words by how fast materials can be extracted from Earth and turned into consumer
products, weapons, and waste.%?

She believes that her work is part of a worldwide transformational shift similar in scope to the invention of
agriculture or the Industrial Revolution. This she calls“The Great Turning”:
A revolution is underway because people are realizing that our needs can be met without destroying our world.
We have the technical knowledge, the communication tools and material resources to grow enough food, ensure
clean air and water, and meet rational energy needs. Future generations, if there is a liveable world for them, will

look back at the epochal transition we are making to a life-sustaining society. And they may well call this the time
of The Great Turning.%®

For her the collapse of our current unsustainable way of life is inevitable. The Great Turning reflects our
universal pain regarding the loss of the natural world, which is unprecedented in history and is the pivotal
reality of our time. It also reflects our reconnection with gratitude, the experience of interdependence that
arises from that experience of gratitude, the consequent growth of the ecological self and the wisdom this
nurtures for producing a paradigm shift in thinking, As people open to their natures, the work does itself. It’s as
natural as returning home. People want to be allied with the health of the planet.

Similar to Nonviolent Communication, The Work That Reconnects is a grassroots social change phenomenon
in which people are encouraged to learn to spread this work to others. It is designed and intended to be shared.
In the training DVD mentioned and footnoted above, Joanna Macy invites the viewer to learn to facilitate
workshops. She notes that previously gained “expertise” might interfere with leadership effectiveness and that
she had no training in facilitation when she started her journey.

She has had substantial success in her work being accepted and embraced. Judging by amap on the home page
of the website, The Work That Reconnects is currently being taught all over the world.** As well, Joanna
Macy’s book Coming Back to Life (1998) is currently available in Spanish, Russian, German and Portuguese
editions.

Our Impressions

It’s much too early in our efforts to understand The Work That Reconnects to draw conclusions. Our
impression is that it fits very well with the other ways of working with people that we've chosen. We feel
strongly allied with Joanna Macy’s idea that contacting our pain releases constructive energy, allowing us
to feel a much broader range of feelings and putting us in touch with the reliable and sustainable vastness
of our ground of being. In this regard, we see how her work refreshes and renews, releasing people from
despair and empowering them to act from a place of connection with the earth and with their deepest

energies.

It is a great advantage that Joanna Macy has spent many years learning how to contact activists on their
own ground and is largely familiar with the issues facing them. We were delighted to hear her say,“Our
psycho-spiritual orientation can take the ... prissiness out of our attitude and replace it with a kind of
compassion, making room for a gentler collapse.”“A gentler collapse” refers to the inevitable collapse of
our current unsustainable way of life. That sounds to us as if she acknowledges that self-righteousness is

62 Ibid.
63 Ibid.
64 Ibid.
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best replaced with compassion for all living beings, including the people in the corporations who are not
behaving as activists would like them to. Clearly The Work That Reconnects is a form of personal
development that is an activist expression of a compassionate commitment to life.

Conclusion to Program Content Research:
Ways of Working with People

We are deeply moved by the dedication we have witnessed in each of these organizations to heal people and
foster closer contact with one another and the environment. The organizations are very different in their
approaches to personal development and social activism. Our experience in our exposure to them through
interviews, books, workshop participation and study tells us they are compatible with one another; indeed, they
invite combination because of their different capabilities. We believe they have the potential to be highly
synergistic when put together in a program for social change agents.

This section is the longest of the three in our Chronicle because we wanted to provide the reader with as much
understanding of these organizations as possible. By documenting these remarkable ways of working with
people, by breathing life into description, we hope to have accurately reflected their true substance.

By spring of 2009, with the wealth of connection and experience we have been fortunate enough to acquire
through our interactions with these highly skilled practitioners, we were ready to write our conclusions and
begin constructing our own program for “a unique learning space that will respond at the personal level to the

emerging collective need for a deep, broad and lasting transformation of consciousness.”
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Our Way Forward

We know that what we think of as our “personal work” — healing and building our capacity for
integrative, responsible, satisfying living — and what we think of as “service in the world” are really
not separate, and in the end not separable. We develop our capacity to create, love and grow in
order to do something with it; and if were already engaged with the world of service in its infinite
forms then without that attention to our personal development, we risk losing effectiveness

and getting in our own way.

— GORDON WHEELER, President of Esalen®®

“No problem can be solved from the same level of consciousness that created it.”

— ALBERT EINSTEIN

What is Alive in Us

E ARE NOW in the process of creating a one to two-year personal development program for social
V. V activists/innovators. We intend to collaborate with five of the personal development organizations
reviewed in the previous section. In creating a program that connects the inner with the outer, we are inviting
any person interested in social change to be a leader through connecting with their heart and acting accordingly,
fostering the habit of using their mind flexibly to learn and grow, and participating with others through life-
serving actions. Our passion for this task parallels the intense desire for social justice or environmental

stewardship shared among social activists, innovators and change agents.

Our original mission was to investigate “personal growth activities in the social change movement, and
significant gaps or enhancements that could benefit from a charitable personal-growth program.” Our search to
date has shown limited personal development programming being offered to Canadian social
activists/innovators. What is being offered, while highly effective to a point, is for the most part an extension of
programs originally developed in the United States where the focus is more on leadership skills than we intend
for our learning space.

Here is our revised vision statement:

We believe the current level of personal consciousness in the world is the central challenge in dealing with
the global dilemmas we are facing: climate change, species extinction, genocide, widening gap between have
and have not, etc. Our “rolling dialogue” with social activists and personal development facilitators indicates
there is a sea-change taking place in personal consciousness within North America as well as some other
parts of the world. The Contact Project envisions creating a unique learning space that will respond at the
personal level to the emerging collective need for a deep, broad and lasting transformation of consciousness.

65 Gordon Wheeler,“Our Shared World: The Death of the Big Cat,’ Esalen E-news, December 2008
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In service of this ideal, we want to work collaboratively with other organizations, combining our insights,
approaches and skills. We want to contribute to a collectively more relational and loving way of being, sorely
needed to address the major challenges of our time. Specifically, our intention is to open a learning space
that values our diverse natures and natural equality and encourages relational leadership skills. These are
core competencies for social activists/innovators. Congruence between oné’s inner experience and one’s
actions for change in the external world is essential for inspirational social change. To this end, we will foster
a felt sense and working understanding of the value of ones inner experience — thoughts, feelings, beliefs,
values and meaning.

When Arny Mindell, the founder of Process Work, read our vision statement during our visit at Yachats, he
wisely pointed out that we were working on something that is emerging everywhere:

You three are wanting social activists to be more conscious about things and make a better world. A little bit of

that is almost everywhere, soitisa huge concept. So you can look like the ones bringing it out - and you are, bless

you — but it’s there in everyone. So everyone is collaborating with you but they haven't discovered it yet. That's the
attitude I would suggest. It will lower your blood pressure and make things easier for you.

We like the idea of keeping our blood pressure down! From time to time, we have noticed ourselves behaving a
lot like many other people we have observed who are under stress while pursuing their dream intently. We snap
at each other, isolate ourselves, become self-righteous, etc. Struggling with our human reactions, we endeavour
to remain congruent with our values of curiosity, kindness and compassion towards ourselves and others -
direct expressions of what is important to us. The intention to transform our all-too-human reactions through
these values is deeply alive in us.

Arny’s comment reminds us that we are surfing on the wave of that sea-change in consciousness within the
activist world and beyond, something we learned in our interviews with activists. His calming remarks remind
us too of Al Etmanski and Vickie Cammack of the PLAN Institute for Caring Citizenship. Their early urgings
to let our “rolling dialogue”lead us through a natural process of development was a constant source of
inspiration. Al told us,
The reality is your structure is going to evolve out of your processes. So youre going to grab bits and pieces from
different sources and create something that's unique. The point that's really critical is the interplay between chaos

and order. It's not one or the other, it's both. Often we feel a dissonance in that experience but try to make
ourselves feel at home.

To us, Al and Vickie's comments mirror precisely Arny and Amy Mindell's developed interest in capturing the
core messages of all relevant voices while valuing the creativity of chaos. As we proceed with our collaboration
with five personal development organizations, we will keep Al, Vickie, Arny and Amy’s advice and intent in
mind. And, in doing so, we hope to bring together a consciousness-transforming curriculum in a personally
sustainable way.

Our excitement about creating a program is heightened by the opportunities we see for expressing and
communicating our accumulated learning in many additional formats, this Chronicle being one. We are
developing a website®; we already publish a newsletter®’; we can identify subjects for more than one book; we
envision elaborate dialogue with many organizations we have not yet come in contact with; we want to develop

open source ideas and practices that can be used by anyone. For now, we are in the process of creating our
program, due to be offered in the fall of 2010 or early 2011.

Finally, what is alive in us and excites us very much is the prospect of meeting the people this program is

66 www.contactproject.ca

67 Sign up at http://www.contactproject.ca
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intended to serve. As you will see below, we are very interested in meeting them where they are, in providing
learning that is perceived as immediately relevant and vital. And undoubtedly, despite our best intentions to
work in a sustainable and balanced fashion, we will stay up nights finding ways to do this! In the process of
meeting activists, funders, practitioners of personal development and others, we intend to broaden our network
by expanding our “rolling dialogue,” which we believe will deepen our learning as it has from the very beginning,

Curriculum Collaboration Partners

Our plan to collaborate with five strong and independent personal development organizations, each with its
distinct and well-established way of doing things, has been called innovative and radical by more than one
person of note. They also pointed out what a challenge it may prove to be. In response, we point out that
respecting diverse perspectives and finding ways to live and work creatively and harmoniously with those
perspectives is central to the work of social change. We want our curriculum design to reflect this core aspect of
the social change work we wish to support, and our intention is to go about this task in the same way. We
believe each organization brings qualities and perspectives that complement each other’s way of working with
people and will strengthen the parts as well as the whole curriculum:

+ We are choosing The Haven because of its ability to experientially connect body, mind and spirit and
facilitate aliveness and relationship. We value The Haven’s emphasis on the body’s wisdom through breath
and body awareness. We also believe many of its conceptual models could be of great value to activists,

specifically the learning about ideal self and how individuals use power and embody their strength.

+ Nonviolent Communication encourages people to speak and live from their deepest aliveness and value
what is alive in others. We know of no other way of working with people that so practically and effectively
connects people compassionately on a moment-to-moment basis through attention to what is most deeply
alive in them (needs). It is a language and consciousness that, once adopted, can move one’s awareness to

peaceful, connected, sustainable outcomes.

+ Learning as Leadership illuminates the human tendency to protect self-image at great cost, paradoxically
providing a clear path to one’s“noble goals” and enhanced effectiveness through interpersonal connections.
The work brings great clarity to the way in which we construct what LaL calls our egosystem, which
attempts to keep us safe from “never again” experiences — experiences we unconsciously vow will never
happen again. LaL gently develops the personal mastery to free us from our attachment to ego strategies,
allowing us to release our energy into focused “ecosystem” contributions to our relationships and the world

around us.

+ Process Work integrates psychology, physics, spirituality and activism. It offers both well-documented ways
of working in more traditional psychology and new “sentient methods” that are very dynamic, a lot of fun and
like nothing we have ever seen before. Process Work supports moving towards a deeper, broader and more
inclusive level of consciousness. Through the full implications of the individuation process, Process Work
asserts that “extreme states” in psychology and culture are crucial parts of the deep democratic whole. We are
very excited about the creative edges they are exploring that provide new responses to and ways of working
with racism, violence, revenge, power over others and the misuse of rank. We want to develop our own
facilitators who reflect Process Work's interest in fostering deep democracy and life-serving worldwork.

+ Joanna Macy’s The Work That Reconnects has long been connected with social activism and will offer
many lessons in this regard. Spiritually, it reveals a path of releasing pain and, through that experience,
renewing one’s connection with the earth. At this writing, we have not yet met Joanna Macy, and we look

forward to finding creative ways of incorporating her ideas and experience in our program.
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These five organizations are united in valuing the self, emphasizing the importance of building relationships
and noticing the personal responsibility that grows from developing the self. All have deep spiritual values. All
five have roots in social activism/innovation and are themselves agents of change.

We decided not to include Rockwood Leadership and the Center for Transformative Change (the Presence
Project) in our initial curriculum collaboration. We plan to keep in contact as they evolve their programs so we
can deepen our understanding of what they do and to stay open to possible synergies in the future. We also

remain open to incorporating new ways of working with people as we become aware of them.5®

Our primary goal at present is to weave these ways of working with people into a coherent program that fosters
powerful effectiveness in social change agents. We believe it will support their work by offering them the
opportunity to experience how transformative change actually happens — how an in-depth exploration of our
inner world is linked to our actions in the outer world. It is a distinct experiment to expose change agents to
the best in personal development and then witness its potential for supporting social change initiatives and

movements.

As angel Kyodo williams of the Presence Project said,”With the awareness that comes from being in
relationship to one’s inner life, we can sow the field in which our motivations grow, so that our good intentions
for true justice will seed more solutions, rather than aggression; deeper connection, rather than separation;

sustainability, rather than burnout.”®

The Program: Content and Issues

Our program will be an invitation to a lifelong path of personal transformation in the service of social change.
It will be a combination of cognitive and experiential learning that will facilitate aliveness, awareness, reflective
curiosity, compassion for self and others, inner strength, authenticity and being in service to the world. Healing

will be an essential component of the program; it will not be its central purpose.

In this way, it will not be a traditional leadership program, though we intend to provide the self-knowledge and
skills to be a powerful social change leader in any role within or outside of an organization. The word
“leadership” ordinarily conjures up images of hierarchy in most people. Our use of the word leader, however,
implies deep democracy (inclusion of all points of view), relational skills and the ability to creatively lead

or follow.

First and foremost, the program will focus on issues that activists identified during our research. The program
must be immediately and directly relevant to the lives of the participants. Cathy Lerza, senior philanthropic
advisor at the Tides Foundation, gave us a great start when she identified these themes within the culture of

social activism:

+ a tendency to mimic existing (corporate) images of power
+ a constant sense of intense urgency

+ a scarcity mentality

+ no effective way to resolve conflicting values

+ burnout

68 Most recently we are scheduled to meet with Anima Leadership, an innovative Toronto based leadership training organization whose stated aim is “to
promote Aligned Personal Functioning (APF) where what we think, how we feel, what we say and how we act are integrated and in alignment”.

http://animaleadership.com/philosophy
69 Excerpt from a talk given by angel Kyodo williams at the Center for Transformative Change, 2008.
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Our research as documented in this Chronicle augmented this list, providing depth and colour:

+ a struggle with the weight of many people relying on them

+ alack of psychological and social support to deal with the specific personal challenges of activist/innovators
(e.g., overwhelm, despair, facing “cold heaven” alone, verbal attacks, living with paradox, power and rank,
martyrdom, etc.)

+ personal pain/conflicts, power struggles, denial of own process, lack of self-care and how these hinder
collaborations within and between groups of like-minded people

+ an activist/innovator culture that is unaware or ignores the relationship between social change and personal
development, which is sometimes seen as selfish and off-task

+ aneed to meet together for support and collaboration and escape isolation
+ aneed for authentic, effective leaders who have strong intra- and inter-personal skills
+ human resource usage that is unsustainable and inevitably results in exhaustion

+ aneed to recognize and discuss the concept that spirituality/inspiration/intuition is an important
component of action

At the outset of our program design process, we are faced with how to adapt our five chosen ways of working
with people to speak most effectively to these issues. To help us with the complex collaboration process, we
have engaged Julie Diamond of the Process Work Institute. (Julie was instrumental in the design of the PWI
master’s degree in Conflict Resolution and contributed substantively to many other PWTI initiatives, including
the drawing up of its ethics policy.) Together with Julie, we are planning collaboration meetings in 2009-10.
These will challenge our potential curriculum partners to identify the personal development issues in each of
the points listed above and find the best tools to deal with them. We anticipate this process will find synergies
between our partners, which will result in a dynamic new program.

Meeting Participants Where They Are

The three visionaries of the Contact Project are middle class white guys. We mention this because we have
taken to heart the wisdom of Rockwood Leadership, Process Work Institute and others who see the
importance of developing a clearer sense of rank and power as well as developing a program that values our
diverse natures and natural equality. We completely agree. We want facilitators in front of the room who do their
best to reflect and represent the program participants’ cultural, ethnic and sexual identity, appearance and

world-view.

In the long-term, we would like to foster program facilitators with diverse racial, sexual and cultural identities
who also have both personal development and activist experience. But it takes a long time to create a personal
development facilitator; most definitely it does if that leader is to guide participants into deeply transformative
emotional experiences. And it takes a long time to develop a seasoned activist.

This is not an easy problem to solve. At a minimum, we initially plan to pair a program leader who is a
personal development specialist with an activist leader who represents racial, cultural and/or sexual identity
diversity. We intend our program to be a living example of deep democracy, where diverse identities are
included and celebrated.

We are also strong believers in eliciting the wisdom of the participants. We see our program as an
interaction between the knowledge, skills and processes of the work itself and the accumulated experience of

the participants.
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At this writing, we are in the earliest stages of design and are considering many options. Activists like to be
engaged, so we may make our program project-centred. In other words, anyone who takes the program would
have the opportunity to work on themselves in relation to a new or ongoing project with which they are
involved. We may also ask participants to evolve a statement about their own theory of personal and social
change as a way to express their beliefs and engage with others who are expressing theirs. We want to stimulate
a continual and evolving dialogue within the participant and the communities within which they interact.

In meeting activists where they are, we will be challenged to remain accessibly human so that we meet them on
an equal footing. We do not see ourselves or our collaboration partners as gurus; we are just as human as
anyone else and we prove it regularly! We would like to be present in our personal vulnerabilities while
remaining facilitators; existing in our humanity while speaking from our personal authority (based on our
experience in this field) but not in an authoritarian way.

To become self-righteous or preachy about our beliefs or offerings would be the kiss of death for our enterprise,
and it has surely contributed to the failure of many a social change initiative. That's why it is so vital that, from
the beginning, we start on an equal footing with the participant, demonstrating how deeply we value their
realities and personal context — to meet them where they are.

Ongoing Support

When a person begins to try on new ways of being, support is required. We will be including multiple forms of
coaching, mentoring and group (cohort) learning. We believe this is a core element of sustainable personal
transformation — giving participants opportunities to practice what they learn, get feedback and accurate
mirroring, and build relationships. In the area of coaching and mentoring, the spectrum of approaches ranges
from peer to professional coaching. The main issues we have to resolve with these approaches are affordability,

quality and replicability.

Activists have told us that there is an aloneness in their profession. We want to provide a structure for them to
get peer support and contact, so we may put them in groups of four and five for the entire length of the
program.

The value of peer coaching is exemplified by the 12 Step program, which we believe is one of the most
successful personal development approaches ever designed. Participants help each other learn new behaviours
to cope with the stresses of life. By continuing to follow the 12 Step program, participants soon become
sponsors of others without any “formal” training. The number of 12 Step programs throughout North America
attests to the success of this simple peer-coaching strategy. The good that has come from this approach has
been well documented by others.

At the other end of the spectrum is the professional, full-time, paid coach. While it is very popular among
senior executives as an effective means of developing leadership skills, this is a very complex and expensive
strategy. Because of its cost it is also the most difficult to develop for our initiative.

Our challenge is to create an effective and affordable support system. At this stage in our exploration, we have
no conclusions but are heartened by the variety of approaches now available and the creative use of new
technologies. We are excited by some of the new online coaching initiatives being tried by educational
institutions. These may offer affordable and quality options to explore.
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A Core Issue: Human Frailty and Overactivism

We are acutely aware of the enormous pressure in our society to accomplish and perform. This has resulted in a
frenetic pace for many people, accompanied by a high level of tension in their bodies and a tendency towards
brusqueness, personal isolation, anger and burnout. A quote given to us by Carolyn Bateman, our editor,
summarizes this issue as it relates to activism. It is from Thomas Merton, the much beloved twentieth-century
Trappist monk, activist and writer of more than 70 books.

There is a pervasive form of contemporary violence ... and that is activism and overwork. The rush and pressure of

modern life are a form, perhaps the most common form, of this innate violence. To allow oneself to be carried

away by a multitude Of Conﬂicting concerns, to Surt‘ender to too many demands, to Commit Oneself to too many

projects, to want to help everyone and everything is to succumb to violence. The frenzy of our activism neutralizes

our work for peace. It destroys our own inner capacity for peace, because it kills the root of the inner wisdom
which makes work fruicful.”°

In this regard, we remember a passing remark from Dian Killian of Brooklyn NVC who noticed that when
people become intensely task oriented, even if they cultivate NVC consciousness every day, there is a tendency
to lose that life-serving consciousness and lapse into a more contracted, critical way of being.

NVC asserts that even when criticism or other forms of violence take place, deeper energies (“needs”) are in
play and want to be expressed. Passion for a cause, for instance, can undetlie intensity of action. However,
passion can so easily turn into drivenness, and drivenness can take on a life of its own, start feeling like an
obligation and consume one’s life. It is abundantly clear that overactivity can become an addiction, impairing

one’s connection with one’s deeper energies.

As a group, we at the Contact Project struggle with this tendency to push ourselves, and we see our personal
issues reflecting those of activists. We believe we can't lead others very well in their contemplation of issues
such as this one unless we work through them personally. So we make balance and sustainability an

organizational/personal goal and then watch ourselves carefully to see what we actually do.

Sometimes we don't do very well. We feel the weight of our responsibility to our roles in the Contact Project.
We are deeply committed to the importance of our endeavour and have long-term personal connections with
each other. We don't want to fail people who are dear friends and colleagues. And so, from time to time, we
engage in exactly the kind of overactivity and overactivism Thomas Merton spoke of. Our egos drive up our
stress levels, and the result has been internal conflicts within our group. We make remarks that call up the
ghosts of family issues, resulting in periods when we become very sensitive around each other. We go to our
corners, feel vulnerable and hurt, and spend some time behind our defences.

Then we individually and collectively review our values and noble goals, use our tools and practices and come
limping back to greater connection and understanding, These experiences are always humbling. We can delay
our learning by engaging with our voices of self-criticism and righteousness, the ones that say,“You should
know better since you all have extensive training and experience in personal development.” By engaging our
commitment to self-connection by returning to our practice of self—empathy, however, that habit of self-
criticism softens into mourning over the pain of disconnection as we once again rediscover what is deeply alive
in us.

Venturing into conflict and verbal violence is common to all of our journeys. The experience we recount above
is our most recent reminder that we are continually offered learning opportunities and that the journey into
understanding our selves has no end.

70 Thomas Merton, Conjectures of a Guilty Bystander (Garden City, N.Y.: Doubleday, 1966), p. 73
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We ask the reader, where do you stand in relationship to this issue? Does it touch you? Have you had

experiences or are you having experiences like the ones we have just discussed?

Personal Development and Transformation

To the Contact Project, personal development means going inward in order to know ourselves better. It involves

a broad spectrum of learning, including but not limited to:

+ understanding and experiencing the value of letting our emotions come to the surface
+ owning up to the destruction our egos cause in our lives

+ assessing our capabilities realistically

+ developing the ability to learn from our actions and to change

+ experiencing the connection between healing, growth, expression and social action

+ softening and connecting with our compassion for self and others

+ learning how to guide ourselves through this learning process

Transformation in the Contact Project’s terms refers to what happens when the above process is taking place.
As we become increasingly aware of our inner selves, deeper energies are liberated and deeper connections with
others occur. These tend to inform and expand our choices and actions in a life-serving way. We believe that
when social change agents pursue personal development and transform their lives, they will gain the personal
awareness, knowledge, skills, strength and supportive network to deal with the rigours of the enormous issues
facing them today.

Anyone on this path knows it is fraught with human challenge and not at all a linear process. Opening to
deeper energies can involve healing old wounds from family and community. This can uncover pain on the way
to releasing deeper feelings, sometimes unpleasant feelings such as anger or grief. Yet becoming aware of those
feelings can lead to greater spiritual awareness and deeper interpersonal connection, as our collaboration
partners know very well.

This sense of a deeper connection with spiritual values can inform our work in a practical way.

They are qualities that can be brought to public speaking, for instance in Martin Luther King Jrs“T have a
dream” speech and, more recently, U.S. president Barack Obama’s and“Yes we can” speeches. Some can bring
them to the negotiating table: we have in mind a story told by Tzeporah Berman about going back into
negotiations on the Great Bear Rainforest campaign with the commitment to honour the humanity of her
“opponents.” Everyone has had this experience, if only fleetingly. The results speak for themselves, in the
moment and over a lifetime.

Transformation is an ongoing process, not a one-time cure for life’s ills. It's cumulative, though. As we engage in
the process of personal development, we can“burn enough wood” so that we are less susceptible to being
triggered, as Gary Reiss told us. It's a practice that requires consistent work. We believe the outcome is to make
our energies more available to living in the present. We also believe, as our founder Brad Jarvis said in a quote at
the beginning of this Chronicle, that as inner turmoil is resolved, the twin needs to connect and contribute
come forward naturally. Thus can personal transformation lead to social transformation.
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Concluding Remarks

This document was written to introduce our project and share our research with social activists, innovators,
funders, conveners and personal development organizations. As you know, activists tell us there is a need for
the program we propose. We believe the issues that activists identified are reflected not just in the activist
community but throughout society. And Thomas Merton’s words, written more than forty years ago, are more
relevant than they ever have been. So we see a broader application for our findings throughout society. We

believe these very human issues can best be addressed through a transformative change in consciousness.

Initially we are focusing our collaboration efforts on our potential curriculum partners. In the longer term, the
sustainability of our program will in part rely on extending our collaboration with conveners and funders. For
now, our task at hand is to design and deliver a program that creates deep and durable transformation in
activist/innovators with ripples into the wotld around them. Our long-term vision is to provide a program of
very high standards in content and integrity. Canada has a long tradition of playing a significant role in helping
bring people together in a common purpose. We hope to strengthen this tradition by creating a focal point for
developing a Canadian capacity to support the personal transformation of individuals and organizations
involved in social change work.

We are finding that our ideas and program may have international appeal. Gary Reiss of Process Work recently
said this to us in an email:

We are also now looking at developing a certificate program to train Palestinians and Israelis together, and
beginning to define what kinds of inner development and outer training is needed, specifically in war zones. The
most interesting feedback was from the Palestinians who said don't give us more dialogue groups, there are plenty
of those, give us programs to train us as facilitators. The worldwide need for this and what you all are creating is
enormous.

We believe facilitators will naturally arise out of the kind of consciousness-changing program we intend. So we
need to get on with it. Once again, we turn to one of our interviewees for wisdom and inspiration. As you may
remember, Ric Careless is a senior environmental activist with significant accomplishments in environmental
activism and deep experience in personal development. He had this to say:
In the end, you're never going to get it right.” You're going to get close enough and then go with it and learn on the job.
But I think you are going to find that the world is likely evolving, It is going to be way more receptive. What I think is
going to happen is people are realizing, jeez, I actually need my fellow man. I honestly believe this. I think we're going

to see a re-blooming of social consciousness and caring, It's going to be tough times. It's going to be scary. It's going to be
rockn’ roll. But I think we're going to see a re-emergence of that, and so the stuff you're talking about is fundamental.

There are a lot of people who can benefit from this project - I'm a good example. I was running around trying to do my
environmental activism work and there were patterns in me that were really causing me difficulty. I would have crashed
and burned. I would have been out of this work a long time ago. If that had happened, there potentially would be
millions of less acres of forests protected because I didn't know how to deal with some of my stuff.

Our program is primarily conceived for people who are dedicating their working lives to bringing about
change in their chosen area of focus. This program is for you if you are working in the front lines of social
change, if you are supporting them through specific actions such as convening or funding, or if you want
to make a life-serving difference in the world.

We are aware that we are joining millions of people already working for a better world: for peace, for
environmental protection and for social justice. Our greatest hope is that we will make a lasting
contribution to this work by finding pathways to a sustainable transformation of consciousness we
believe is so sorely needed in the world today.
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Appendix A:
Who We Interviewed

April 2006

Cathy Lerza, Senior Philanthropic Advisor,

Tides Foundation, San Francisco, California

Randall Miller, Associate Director of Philanthropic

Services, Tides Foundation, San Francisco, California

Liza Siegler, Manager, Threshold Foundation, San

Francisco, California

Jane Levikow, Director of External Relations,
Tides, San Francisco, California

Gordon Wheeler, President, Esalen Institute,
Big Sur, California

Nancy Lunney-Wheeler, Executive Director of
Programming, Esalen Institute, Big Sur, California

Nancy Worcester, Associate Director of Development,
Esalen Institute, Big Sur, California

Michael Mendizza, Executive Director, Touch the
Future, Ojai, California

June 2006

Dana Carman, Principal of Pacific Integral, Seattle,
Washington

Al Etmanski and Vickie Cammack, Executive
Directors of PLAN Institute for Caring Citizenship,

Vancouver, BC

Mary Gordon, Founder/President, Roots of Empathy,

Toronto, Ontario

Jackie Larkin, former Education Coordinator with the
BC Nurses Union, Vancouver, BC

Nina Simons, Social Entrepreneur, President and Co-
founder, Bioneers, Santa Fe, New Mexico

Rod Taylor, Spiritual Teacher, Yellowknife, Northwest

Territories

Van Jones, at the time of our interview Executive
Director, Ella Baker Center for Human Rights, U.S. he
is now special advisor for Green Jobs, Enterprise and
Innovation for the White House Council on

Environmental Quality, Oakland, California

Cathy McNally, Manager, The Haven
Institute, Gabriola Island, BC

November 2006
Joel Soloman, Founder, Tides Canada, Vancouver, BC

Dana Bass Soloman, CEO,
Hollyhock Institute, Cortes Island, BC

February 2007

Nathan Ball, Executive Director,
L Arche Canada Foundation, Toronto, Ontario

Paul Born, Executive Director, Tamarack
Institute, Waterloo, Ontario

Paul Bubelis, Executive Director, Sustainability
Network, Toronto, Ontario

Julia Deans, Toronto City Summit Alliance, Toronto,
Ontario

Betsy Martin, Senior Advisor and Program Consultant,
Community Foundations of Canada, Montreal, Quebec

Ratna Omidvar, Executive Director,
The Maytree Foundation, Toronto, Ontario

Katharine Pearson, Project Director,
J-W. McConnell Family Foundation, Montreal, Quebec,

(now deceased)

Judy Rebick, CAW-Sam Gindin Chair in Social Justice

and Democracy, Ryerson University, Toronto, Ontario

Dr. Ted Reeve, Executive Director Faith and The

Common Ground Network, Toronto, Ontario

Tonya Surman, Executive Director, Centre for Social
Innovation, Toronto, Ontario
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May 2007
Medea Benjamin, Co-founder, Code Pink,

San Francisco, California

July 2007
Cathy and Ernie McNally, Faculty Members and, at the

time of interview, Haven Managers

The Haven Institute, Gabriola Island, BC

August 2007

Robert Gass, Co-founder of the Rockwood
Institute, Berkeley, California

September 2007

John Shields, Executive Director, The Haven Institute,
Gabriola Island, BC

October 2007

André Carothers, Co-founder; Akaya Windwood,
President and CEQ; and Elizabeth Wilcox, Director of
Development, Rockwood Institute, Berkeley, California

November 2007

Tzeporah Berman, Program Director,
Forest Ethics, Vancouver, BC

December 2007

Tara Brown, Seasons Fund, and former Director, Hidden
Leaf Foundation, Sebastopol, California

Shayne Hughes and Lara Nuer, Learning As Leadership,
San Rafael, California

Miki Kashtan, Director, Nay NVC, Berkeley, California
Cathy Lerza, Senior Philanthropic Advisor,

Tides, San Francisco, California.

angel Kyodo williams, Founder, New Dharma Meditation
Center, Berkeley, California

Rachelle Lamb, President, Mindful Communication,
Victoria, BC

Tke Lasater, Partner, words that work, San Francisco,
California

February 2008

Elizabeth Gorla, Coach, Consultant, Facilitator, Artist,
Duncan, BC

Tam Lundy, Provincial Facilitator,
BC Healthy Communities, Vancouver, BC

March 2008
Jed Emerson, Blendedvalue.org, Colorado, US

Bennett Wong and Jock McKeen, Co-founders of the
Haven Institute, Nanaimo, BC

September 2008

Tan Chisholm, Executive Director of Columba 1400
Community & International Leadership Centre,

Sidney, BC

Daniel Kim, Co-founder of Pegasus Communications and
MIT Center for Organizational Learning, Massachusetts

Derek Lacroix and Maureen Jack-Lacroix, Co-founders of
Be The Change Earth Alliance, Vancouver, BC

October 2008

Ric Careless, Founder, BC Spaces for Nature,
Gibsons, BC

December 2008
Gary Reiss, Senior Faculty Member of the Process Work

Institute, Eugene, Oregon

Julie Diamond, Program Director for the Process Work
Institute, Portland, Oregon

Arny Mindell, Founder of Process Work, Yachats, Oregon

Amy Mindell, Author and Senior Process Work Institute
Faculty Member, Yachats, Oregon

February 2009

Randy Wong, Haven Institute Board Member,
Victoria, BC



Biographies

of key Contact Project members

lan Curtinis project
director of the Contact
Project. He is president of
IC Possibilities Consulting

Inc., a Victoria based

company specializing in
relational leadership and
teamwork. IC Possibilities
facilitates dialogues within
and between organizations,
engaging in the art of living
change‘ Tanis an experienced
consultant and facilitator
with an extensive
background in labour,
business and government.
He started his career as a
staff representative for the
United Steelworkers of
America where he was
engaged in a variety of social
justice campaigns ranging
from improving pension and
health and safety legislation
to job retraining for isolated
communities. Ian is currently
a member of the core faculty
of The Haven Institute, a
residential training centre on
the leading edge of personal
and professional
development that promotes
self-responsibility, effective
communication, healthy
relationships and integration
of body-mind-spirit through

experiential learning,

Brad Jarvis is the founder
of the Contact Project and
serves on its steering
committee. He holds an MA
in philosophy and has a year
of doctoral work specializing
in moral, social and political
philosophy. He is presently
the president of an
investment company and
combines this work with a
cleep interest in the human
potential movement. He has
pursued this interest in a
Variety of contexts, including
The Haven Institute on
Gabriola Island, training in
Nonviolent Communication
(NVC) and as co-founder of
the Cardiff Place Cohousing

Community in Victoria.

Frank Quinby serves as
chair of the steering
committee of the Contact
Project. He has had a wide
range of careers that include
management consulting,
university research, the
entertainment business and
oceangoing sailboat
manufacturing. An interest
in psychology has been a
constant thread throughout
his life. For twenty six years
Frank has worked as a
psychotherapist and has led a
variety of groups facilitating
personal growth and lifestyle
education. He is the first
graduate to receive a
Diploma in Counselling
from the Haven Institute.
Frank understands the
challenges facing social
activists through his personal
experience of moving from
the U.S. to Canada in
response to the Vietnamese
War. Frank comments, "We
are excited to have found
wonderful ways of working
with people which can
inspire and empower social
activists and innovators at
every level!’

Karen Stephens is
Executive Coordinator for
the Contact Project. Her
background encompasses
marketing, sales, training and
counselling. For 15 years she
was owner and manager of a
business that assisted
hundreds of socially
marginalized people
overcome issues and barriers
to employment. She believes
strongly in community
contribution and has served
as a board member and/or
volunteer for several
organizations. Karen has a
keen interest and
commitment to her own and
others’ personal growth and
education. She is dedicated
to learning and is studying at
the Haven Institute as a
Senior Intern. She believes
in transforming the world by
encouraging human potential
and self reliance, one person
at a time!
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