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"A: The gualities of leadership that

e brl'e.,mdlw duals and organizations

0. deal W|th the organizational and
Ideological divisions that create
inefficiency, separation,and
m‘cu\/@, friction




1sforming differences inside
the ﬂrwnlza Ionh, and with external
sta eholabers to opportunities for

change and mcreaSed
eness



"A: Cooling down conflict that is too
P tfﬂ-@nd warming up supressed
2onflict t’ﬁat is too “cold,” so that it
reaches aitemperature range that |s
R A
transformation)
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.......... not partisan

ICI . . . not “knowing”

~ .  X.e. “projecting”)

.. ... not fear
........ not domination,

or “winning”



. Integral Vision
Systems Thinking
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5. Conscious Communication
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I nteg rlty

’Isl.nt gral Vision
2. Systems Thinking



~ *““The first act of a leader
T b

“ie 0 ( i - 79
IS to define reality.
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cadership Is An Art




he commitment to leading the whole

py-acknowledging the legitimacy
of divergent wofldviews and
working with them to create
positiveyoutcomes t
collaboration anc

ovation



A way of Iearnlng and leading

that includes all dimensions
I"‘\.

of an issue or problem,

and-al

‘'who are affected by It

of the “stakenholders”
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4. Inquiry
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Als'an individual draws up the
boundaries ofthis soul.

He establishes at the same time the
battles.of his ¢ ul.”

cen Wilber
No Boundaries



o challenge the
assumptions on which
(:“-\"

borders™ are based,

nd to increase awareness
~ of the whole.



) o uroolzm cay bz s0)yzd
From 1Nz samz consciousnzss
Tnar epzaizd i - wz must |z

T 322 Triz Yorld anzyy.

Albert Einstein




The a hH Ity to witness ourselves,
including ou “Shadow*,”
72 %‘We can perceive

ore accurately and
change It more e LCCLL\/@"””’

* paradoXx of self-avwareness



s asking questions that are
gpen-ended and generative

e | tenln
a umTty, ‘not knowing”

e openness to learn

Example: Mohammed Yunus, founder of the Grameen Bank)
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Trust

he mtentlon to keep one’s

. CoN o tence:the skill and capacity to
egp commitme );
3. Teliability: a “track record”

RESU

*Julio Olalla, Newf
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5. Conscious
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fverobal Brawling] Low Trust
Presentatior
Discussion

i
cgotiation

High Trust



Ground Rules

Respect
Openness
: L Sstening
wFairness
Privacy
Commitment







o Assuming that there is a right answer, and you have it.

o Combative: participants attempt to prove the other side wrong.

See two sides of an issue.
It’s all about,winning.
= "_" -
teming. to find flaws and make counter-arguments.

Defend our-own.assumptions as truth.

Searching for. flaws and weaknesses In others’ positions
- * By creating_a winner anc lost! discourages further discussion.

Seeking a conclusion or votejthat ratifies your position




o ASsUuming many people have pieces of the answer.

o Collaborative:. participants work toward common understanding.
See all sid e f an
About exple-m.qg common ground.

- _
stéhing to understand, find meaning and agreement.

ISsue.

Reveal and exa nine our assum tlons

Searching for strengths and alu 5 in mhc |)0% tions

-+ Keeps the topic open even after the discussion ends.

new options, not seeking closure




thers a OS

dlscussm
Seeking

your posi

ItIO -

Searching for
strengths and value In
others’ positions

Keeps the topic open
even after the
discussion ends







RIDGING THE
ZATION DIVIDE
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s acting together effectively for a

common purpose that produces tangible

esults for allinvolved
o leading to results that are:

a) Inmovative (add value),
(c) sustainable (value endures)




“SI'he purpose of life is...

to know oneself.

~We canr 10t do so unless we learn
to identify ourselves

ith'all that lives.”

mh<|1o<<w|\ (‘(|10|H

Bread Labor: The gospel of work



8.

From an integral perspective,
anctninking systemically,
now do we communicate

rou.g'b INquiry and dialogue
to rldge with others
to create true mnovatlon —
innovation that transforms
'geO@OULMxH<JHf9HSHCCS
INto opportunitiess
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) “We”
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“Leading Through

a |7C\/CIO|’>iI’ 1g an integral perspective
‘WiIthIN your enterprise.

o A gmhnglt internally to your own
internal conflicts.

- Building relationships with those
outside your organization. .

e Modeling and advocating this Kin (
of leadership In your Industry anc
community




s Higherjon satisfaction. Talent will be
attracted to your workplace rather than
re Jul&@', EOWer turnover.

Increased productivity. Organizational

inefficieneies mee reduced and

Of ﬁhtunltles for growth optimized.

Stronger client relationships. Customers,
suppliers, and othe
will be'more likély tac
you.

cternal stakeholders
/ant to work with

INncreased innovation. Creative

breakthr 1ghs \/W)C IMmore M\CL\A
l AT ddoas — -
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" CONTACT ME:
. Mark Gerzon
markgerzon@aol.com

w.mediatorsfoundation.org
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