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PREFACE

Are you ready and willing to commit yourself to achieving peak

performances in your life? If you are, then I want to welcome you to

a Neuro-Semantic adventure that you’ll experience via this book.

Welcome to this journey of discovery and intense activity!
“Adventure . . . journey . . . intense activity?” I thought I
was just buying a book I could leisurely read for some
mindless distraction, something to do at the airport, on the
beach, or while waiting at the mall.”

If that’s your motivation and intention then immediately put this book
back on the shelf. The escape literature of romance novels and sci-fi
books are two aisles over. This book will be a waste of your money
and time and probably only serve as a torture to your peace of mind.

You’re still here? You are ready for a life-transforming experience of
an adventurous journey into what’s possible for you to achieve?
Good. You’re ready to be awakened, challenged, and engaged in
ways that will take you out of your comfort zone? To be stretched
beyond what you thought possible? Excellent. Have I got a series of
experiences for you!

I have written Achieving Peak Performance to be the most
experiential book I’ve ever written. I’ve written it to offer you as
much as possible a personal journey into the unleashing of your
potentials. It is not as personal or intimate as having a personal coach
work with you, but it is the next best thing. What will that mean for
you as you read?

. It will mean that there will be an Action Plan for you to
interact with and act on within each chapter. Sometimes there
will be an exercise to do; sometimes a series of actions to
engage in with others.

. It will mean that there are lots and lots of Patterns within the
chapters, patterns that you can use to create new states of
mind-and-emotion to enhance your resourcefulness and
develop your capabilities for peak performance.



. It will mean that there are processes for you to engage in to
expand your self-awareness as you set new frames and/or
suspend old frames.

Because this is a Neuro-Semantic book, I often refer to many of the
other models within NLP and Neuro-Semanitcs. These models
include the following:

. The Meta-Model of language

. The Model of Meta-Programs

. Cinematic Features of our Mental Movies (Meta-Modalities)
. The Meta-States Model

. The Matrix Model

. The Axis of Change

. The Self-Actualization Quadrants

I have written the text so that you’ll learn enough about these models
as you progress through the book. For more about them, refer to
Appendix A which provides a short description of each.

This book also is the fifth in the series of Meta-Coaching.

Volume I: Coaching Change (Axes of Change) (2004)

Volume II: Coaching Conversations (2002)

VolumelIll:  Unleashed: Guide to Self-Actualization (2007)

Volume IV:  Self-Actualization Psychology (2008)

Volume V: Achieving Peak Performance (2009)

Volume VI: Unleashing Leadership: Self- Actualizing
Leaders and Companies (2009)

Volume VII: The Crucible (2010)

Volume VIII: Benchmarking Intangibles

A Special Recognition to Adrian Beardley of Tasmania Australia—
a friend, a Neuro-Semantic trainer, a Coach, and a man with a vision
that was only exceeded by the size of his heart. As this book goes to
print in May, 2009, Adrian died after a bout with cancer. Adrian
created most of the diagrams in this book and will be remembered by
the many lives he touched.

Those who contributed to proof-reading the text of this book and who
identified the scores of grammatical mistakes and mis-spellings that I
graced the manuscript with include Sue Anderson (Australia), Brand
Coetzee (South Africa), Douglas Cartwright (England), and Diya
Welland (New Zealand). Thank them with a peak performance hug
when you see them.



Chapter 1

PERFORMANCE

AT A HIGHER LEVEL

The bottom line to achieving success in any area or field is
performance. It is action—effective action that makes a difference,
that is, that produces the results that you desire.

. Can you do (get yourself to do) what you want to do?
. How well can you perform that task?
. Can you take effective action to achieve your goals and turn

your dreams into reality?

In this, knowing what to do and how to do it is not sufficient for
success. It is only when you can get yourself to act on your
knowledge that you experience the knowledge as ‘“‘power”—the
power that makes a difference in your life. Knowledge only becomes
powerful as you express the information in effective actions. So the
bottom line is action—intelligent, informed, and wise actions.

Yet even effective action is not the final step if you want to be truly
successful. Getting yourself to act is one thing, organizing those
actions so that they are regular, systematic, dependable, consistent,
and intuitive is quite another thing. Only then can you count on
yourself for being able to consistently perform. And this introduces
the idea of “installing” what you know so deeply and thoroughly in
your body that what you know becomes embodied. Then, with
embodiment you experience an unconscious competence where your
effective actions are part and parcel of your identity and style. There
you have them within you at an unconscious level so you perform
them intuitively. Would you like that? Isn’t that the kind of



Achieving Peak Performance Chapter | Performance at a Higher Level

integrated learning that you are after? Isn’t that the vision for a high
quality of consistent performance?

Consistent Performance?
“I would like to get that idea inside me so that it’s really
mine.”
“Jim has such a great personal charm when it comes to
negotiating, I wish I could do it like he does!”
“I don’t know where Brenda learned to stand up for herself so
firmly and in a way that doesn’t offend. She has it so well
ingrained inside her that I don’t think it’s possible for anyone
to run over her.”

If you have ever entertained these kinds of hopes, dreams, wishes, or
desires, then you know what it is to want something thoroughly
incorporated within your personality. When something gets inside
you so deeply, so thoroughly, so completely, and so fully that it’s just
the way you operate, just the way you “are,” you can say that the
acquisition of the desired ideas, beliefs, skills, understandings, etc. is
now embodied or installed in your personality.

The installation met'aphor Knowing what’s right isn’t the hard part,
comes fromhow we install the hard part is doing what’s right.

items in our homes or
offices and how we
officially install someone into a role or position in a group, business,
or political position. Today we install new software programs into
our computer, and we also un-install old programs. Installation
describes the process of how we put something inside of something
else. In the context of learning, we talk about having learned
something, perhaps a procedure, a new way of doing things and we
may say, “That idea is well installed. I have it.” Or, we may say the
reverse, “I’ve learned that, but I just don’t have it installed yet.”

This means that you can learn something and know it intellectually
and yet not have it available to you experientially. Consider some of
the learnings, knowledge, skills, and models that you “know”
conceptually and which are also thoroughly installed within you.
Make a list of them (see the Action Plan at the end of this chapter).
For instance, is riding a bike a learned skill that is thoroughly installed
in your neurology? How about typing? Knowing how to behave in
arestaurant? Driving on the motorway?
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When I made my list of installed programs that are so much a part of
my sense of being, I listed numerous things that I had once
memorized. As I recalled poetry, pledges, biblical passages,
quotations, etc., I realized that this “knowledge” is now so ingrained
inside that I could not forget them. That would be like forgetting the
alphabet or the numerals.

I never open up a book and go, “Opps! I forgot the alphabet again.
Let me see, ‘Abcdefg...”” Ido that sometimes with some
foreign languages (e.g., Koine Greek and ancient Hebrew), but not
English. It’s like some people who are masterful phobics and who
never go, “Damn it! I forgot to be afraid in that elevator.”

Skills can become so ingrained, so internalized, so much a part of
who you are, how you experience yourself, how you move through
the world that we say that the learnings or knowledge is completely
yours and intuitively governs the quality of your performance. As a
Neuro-Semanticist, I am absolutely fascinated in how that happens.

. What are the processes involved in installing an idea or
knowledge or skills?

. How does abstract knowledge get inside so that it becomes a
person’s operational programs?

] What learnings, teachings, training mechanisms are involved
in effective installation?

. What patterns of installation can you use, learn, or develop?

. What beliefs, values, and decisions enable you to more
effectively incorporate in your body what you know in your
mind?

An Idea Whose Time Has Come

Theidea of translating great ideas andnewest knowledge into muscle
memory so that it is thoroughly installed within you and automatically
governs your performances is an idea whose time has come. That’s
because installing what you know reduces the knowing-doing gap.
And when you close the knowing-doing gap, you increase your
effectiveness, efficiency, and productiveness. By installing your
learnings so that they become truly yours, you are able to actually do
and achieve what you know. Performance at this level then enhances
life in a thousand ways.

Why is this idea of accelerating your skills of implementation an idea
whose time has come? Because today with the pace of change, new
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technology, and the world as a global community, you need to be able
to incorporate your learnings at a greater speed. You need the ability
to implement those models and skills while the moment is hot. And
with the pace of change, you need this more than ever before. You
also need to be able to unlearn old skills and release old models so
that you can flexibly adjust as things change.

With the ever-increasing rate of information acceleration, even more
important than that knowledge, is your ability to act on it, to put it to
use, to take the next step in development, to learn from that, and to
integrate it so that you can actually improve your performance. And
that is what this book is all about.

Implementing for Enhanced Performance

I have written Achieving Peak Perforimance for everyone interested
in improving his or her skills and ability to accelerate the competency
learning process. What does this entail? This means identitying the
critical success performances in your area of interest, developing a
robust strategy, playing to your strengths, modeling best practices,
refining and developing your performances, eliminating every
interference, using every process that enables you to fully embody the
performance, streamlining the “flow” state where you are at your best,
and enjoying the benefits of your peak performances. Ah, that’s a
lot!

Who is Achieving Peak Perforiance for? I’ve written this primarily
forleaders, managers, trainers, coaches, and consultants—people who
work with improving performance. I’ve also written it for anyone
interested in closing the knowing-doing gap and being able to produce
one’s best. My background in psychology and experience as a
psychotherapist, trainer, consultant, and coach has led me to realize
that the bottom line of success is the quality and consistence of one’s
performances. Knowing what to do and feeling good about yourself
and others as you do it is simply not sufficient. You must know how
to translate what you know into actual performance. At the level of
companies and groups, we must become oriented to implementing.
We must become competent in making things happen in creating a
performance culture.

. How do we get these new skills and patterns installed into our
own behaviors?
. How can we translate these great patterns to others so that

they are installed in their behaviors?
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. How does the installation process work?

* What arl;e the mechanisms The idea of translating our
involved’ ) great ideas and newest

J How can I become masterfulin | knowledge into muscle
installing training objectives | memory so thatit is
into participants so that they thoroughly mstalled.wnhm
are authentically embodied? us so that we can quickly

act on it is an idea whose

. How can 1 take my
performance to ever higher
levels of excellence?

time has come.

We know that performance willimprove very little if all we do is read,
think, talk, reflect, and meditate. It will improve, but the improvement
will be minimal. To improve the quality and quantity of performance
significantly and to raise it to new levels requires doing. It requires
taking effective action and this means practicing, experimenting,
refining, using feedback, learning more, testing, etc.

The Neuro-Semantics of Performance

If you are new to Neuro-Semantics, this field is first and foremost
about two phenomena: performance and meaning. In previous
writings, 1 have focused mostly on meaning or semantics. You can
find this in Meta-States, Mind-Lines, Winning the Inner Game, and
The Matrix Model. We are semantic in our nature because meaning
is not given, we have to create it. Without instinctual programs
informing us about what a thing is, how it works, what it’s for, what
we’re to do, etc., we have to find and create meaning. That makes us
meaning-makers and we create meaning in multiple ways, at multiple
levels, and in multiple dimensions.

We are also neurological beings. We learn and incorporate our
learnings in our physiology and nervous systems (in our body) which
is why we are by nature, neuro-semantic. The ideas, as the meanings
that we find and create, are learned in our brain and throughout our
entire body. That’s why we have the phenomenon that we call
“muscle memory.” The neuro-pathways that run our brain-and-body
activate the motor cortex that sends commands throughout the rest of
the body so that we can learn and “know” things in our body.

Because of this dual interplay of meaning and performance, Neuro-
Semantics studies, explores, models, and then replicates through
training, consulting, and coaching the best meanings that we can
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invent so that we can perform them in our body. We also look at
every performance as expressing, manifesting, and making-real some
meaning. Every skill, behavior, action, competency, experience, and
state is actualizing some meaning. The question is always, “What
meaning?” “What knowledge are you actualizing in your actions?”

This positions Neuro-Semantics to be about enriching your
performances with the best and most robust meanings. Performance
that’s not driven, motivated, and informed by the highest and best
meanings will be mediocre, average, even insipid performance. Via
Neuro-Semantics, we explore how to update old meanings that we are
still performing, releasing meanings that are not appropriate, even
toxic to us, and undoing the meaning-making process.

In all of this, Neuro- o .

. O - Knowing is not enough; we must apply.
Semantics  distinguishes Willing is not enough; we must do.
itself for being able to get Goethe

results, to raise the quality
of performance, and to
actually install new patterns.

What explains this? Part of the explanation is due to our constant
focus on mind-body-emotion as a holistic system. We refuse the trap
of separating mind from body, but work with these as variables of the
system. To do this we use the holistic term—state. That’s because
we know that mind-and-body operate synergistically as a dynamic
mental and emotional state. We explain it also by the self-reflexivity
inherent in the Meta-States Model. This is what empowers us to be
able to apply knowledge and insight to ourselves. This enables
“walking our talk” which increases our power of congruency.

With this focus on performing meaning and enriching the meaning of
our performances, Neuro-Semantics has a natural affinity to
implementation. This is where many disciplines and models fail. They
have great ideas, but lack practical ways for incorporating great ideas.
They have cutting-edge models and knowledge, but lack methodology
for implementing that knowledge. And because performing your
meanings, adding rich meanings to your performances, and eliminating
all non-productive performances describes the heart pulse of Neuro-
Semantics, the focus here will be on the translation from mind to
body.
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With the acceleration of information, your abilities to assimilate and
integrate what you know can easily be swamped. You need a frame
of mind that empowers you to both understand and use information
so that you are constantly taking effective action to make your dreams
come true.

So, are you ready to implement knowledge and turn it into skill,
competency, performance, and results? Are you up for the challenge
of closing your knowing-doing gap by incorporating concepts, beliefs,
decisions, and meaning as you embody and integrate then within you
so that they become your way of being in the world? If so, this is the
book for you!

Accelerating Performance with Meta-States

In this book, you will learn to work with your states and meta-states
to accelerate the quality of your effective actions. To accomplish that
we will extensively use the Meta-States Model. You will find that
almost every pattern in this work is a meta-stating pattern. If this is
a new model for you, then here is a quick description of the meta-
stating process. We begin with a primary state, that is, a state of
mind-and-body that is about some stimulus “out there” in the world.
Primary states are direct, immediate, and highly kinesthetic.

. “I fear the way that dog is barking at me.”
. “I’m so angry at him for the way he put me down.”
. “I really enjoyed the play tonight.”

Figure 1:1

Components of State Expression of State

Mind: The VAK and Language Modalities

Person (( ) p Speech

\/ o

Body: Physiology, Neurotogy
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A meta-state arises when you respond to your response.

. “I hate it when I become so afraid of things.”
. “I feel ashamed of getting angry about his response.”
. “I love having fun at the play.”

Now the stimulus which sets off the second state is not “out there.”
The stimulus is now your own thinking-and-feeling. You are
responding to your first response. You are reflecting back onto
yourself with more thoughts and feelings. This creates a meta-state.

Figure 1:2

Thought-Feelings

Mﬁta'statﬂ of “Joy" and uFunn
Thought-
Feelings of
Primary Level ng Ab ut something to learn

J : ‘; “Learning”

A meta-state is a higher state to the first one. Itis about the first one.
And because it is above and beyond the first, it sets the frame for the
first. It qualifies the first.

If I fear my anger, then I have fearful anger.

If T enjoy learning, then I have joyful learning.

With meta-states you texture or qualify your first states. In a meta-
state, the primary state doesn’t go away, instead you transcend and
include it within a higher state. You embed the first state within a
higher. This creates more complex and systemic states.

In healthy and high self-esteem, I think and feel value, worth, and
importance about myself as a human being. I think “my value is
unconditional, it is not conditioned upon looks, money, degrees,
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status, or anything else.” This high level concept is an abstract
understanding or belief about human beings and human nature. That
means every meta-state is at the same time, a belief, an understanding,
an abstraction, a concept, decision, intention, etc.

What is the process for building up meta-states? It is to apply one
state to another state. So in creating self-esteem, you access several
states, acceptance, appreciation, and then awe or esteem. You think
about something that causes you to feel and experience “acceptance,”
“appreciation,” and “awe.” Once you access that, you then reflect
that feeling state back onto your thoughts-and-feelings about yourself
as a person. By transcending your everyday sense of self with awe
and including it inside of a sense of awe, you bring the state of awe to
yourself. When you do that with appreciation, you create self-
appreciation. When you do that with acceptance, you create self-
acceptance.

The meta-stating process involves accessing and applying one state to
another. If the state you access isn’t strong enough or intense
enough, you amplify it so that you have enough neurological energy
to apply back to yourself. After you apply one mental-emotional state
to another, then you give it a chance to integrate. This allows the
transcending and including or the embedding process. So you
appropriate the higher state to the lower state. We can do this with
a question:

Feeling this respect of persons fully as you feel angry and that

some value is violated, how does that transform your

experience of anger?

We can do it with a suggestion or direction:

As you feel that sense of unconditionality as when you look
at a newborn infant and know that the baby doesn’t have to
prove anything, but is infinitely valuable and precious and
loveable and you feel that fully, notice what happens when
you hold that feeling and apply it to yourself. . . knowing you
began as a newborn infant and have grown to the person you
are today and that deep inside at your core is an
unconditionally valuable person and as you feel that, would
that make a difference if you lived your life from this
perspective? What if you feel this fully and use it as your core
of worth? How does that transform things?
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In meta-stating you are setting up one state of thought, emotion, or
body as a higher frame to another thought, state, or experience. While
there are lots of ways to do that, you are essentially creating a meta-
relationship between the layers of your thoughts. Or to express it
more dynamically, you are layering more and more resourceful
thoughts and feelings upon your previous thinking and emoting. As
such, the higher thoughts and feelings as states are being set as the
higher frames that run the show. So in the end, in meta-stating you
create a self-organizing system, a matrix of frames that defines and
governs your subjective reality.

There are five steps then in the basic meta-stating process:

1) Access the state that you want to set in a meta-relationship.

2) Amplify the state so it has sufficient neurological energy.

3) Apply to the referent state or experience.

4) Appropriate the higher to the lower into the relevant contexts.

5) Analyze the end result to make sure it is ecological, realistic,
productive, enhancing, empowering, and congruent with values.

Figure 1:3
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Action Plan

1) Make a list of the things you know intellectually which are also
completely embodied in your neurology. Writing this list will achieve
several objectives: you’ll give yourself evidence from your own
experience that you can and do translate ideas into neurological
patterns.

2) Make a list of things that you know intellectually but are not fully
incorporated within you yet. Beside each one, gauge the degree to
which it is now embodied. Gauge from O (not at all) to 10 (totally).
Date your entry and update it from time to time.



Chapter 2

CLOSING

THE KNOWING-DOING

GAP

For most of us, there is far too much of a gap between knowing and
doing. We know more than we do. Isn’t that true for you? Isn’t it
true that you know a great deal more than you do?

. We know more about healthy eating and exercising than we
put into practice.
. We know more about listening, being patient, validating, being

affirmative, and other relationship skills than we do, especially
when we’re under pressure and feel stress.

. We know more about business, selling, and marketing than we
do.

. We know more about learning, accelerating our learning than
we practice.

Our performance in dozens of areas consistently falls short of our
knowledge. If you were to measure your level of actual performance
against your level of knowledge, would you discover that you, like
most of us, are constantly under-performing? You over-know and
under-perform. This is normal and, for the most part, as it should be.
Well, to a degree. And that’s the point. The problemis not that there
is a gap. That’s inevitable. The problem is how much of a gap is
there and what you are doing to close the gap. Sometimes the lag in
the transfer of knowledge to action becomes too much of a gap, it
becomes a gulf.
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. To what degree are you able to fully perform what you know?

. Is the gap between what you know and what you do too
much? How do you know?

] How big is the gap?

. How much of a gap can you endure?

. What causes or contributes to your knowing-doing gap?
. What are you doing about closing the gap?

. How successful are you in closing the gap?

J How mindful are you when you are doing that?

Let what’s in the Mind be in the Muscles

I first became aware of the knowing-doing gap when I was involved
in my original research for the Wealth Creation training that I created
as a Neuro-Semantics approach. As I studied the literature of the
field, almost everything was written in terms of principles— concepts,
abstraction, vague truths like “laws of wealth,” “rules for becoming
wealthy,” etc. These statements generalized the basic knowledge of
the field into summary declarations, but were not useful for actually
doing anything about it. The ideas are brilliant:

. Spend less than you make.

J Save a little with every paycheck; pay yourself first.
. Think and grow rich.

. Do what you love and the money will follow.

. Use your passion to add value to a specific market.

As I read the literature of the “The truth of the matter is that
field and came across you always know the right thing to do.
wonderful insights, I would The hard part is doing it.”
think, “That’s a great idea!” General Norman Scwarzkopf
“Yes, a truly inspiring idea.
If only I could get myself to
practice that.” “What would I actually do to perform that idea?”

A little later I was reading about the importance of building up capital
for investment. Author after author repeated that the beginning stage
of any wealth building system involves capital, but that you won’t ever
get money to work for you if you don’t have some capital to work
with. Then as I was reflecting on the point, I found myself saying it
aloud.

“Capital is built by saving a small percentage of one’s income

on a regular basis.”
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In doing this, I accidently expressed one of the great wealth creation
principles, a simple yet profound one. It was not profound because it
takes a rocket scientist to figure it out! Such were the thoughts in the
back of my mind as I repeated the insightful statement out loud. And
that quiet meta-comment about the great idea brought an insight to
the front of my awareness.
“Hey, I already know this. But am I acting on it? Am I
actually using and implementing this knowledge? No, not
really. I am not a serious saver. I know I should be. I know
it is important. It is one of my values. But am I doing it in a
committed way? No. Why not? What is stopping me from
doing what I know? What is stopping the performance?”

“Perhaps the most valuable result of all education
is the ability to make yourself
do the thing you have to do when it ought to be done,
whether you like it or not.
It is the first lesson that ought to be learned;
and however early a man’s training begins,
it is probably the last lesson that he learns thoroughly.”
Thomas Huxley

The knowing was already in place, what stopped it from activating my
motor programs so that I could actually use that knowledge and turn
that knowledge into power? What was creating the knowing-doing
gap? “Maybe I don’t believe it?”’ I thought.

“No, but I do. I do believe it.”

“But do I really?” I wondered? So speaking out loud again, I used
the words,
“I believe that capital is built by saving a small percentage of
my income on a regular basis.”

Now insaying that it felt different from saying the previous statement.
It felt more personal. It felt strong, more inside me. It felt like it was
more in my muscles and not only in my mind. So I said it again, and
again. As I did I began imagining that I was saying it to someone, or
a group, and doing so in a way that was fully congruent and
believable. And as I did, the words began to change. The words
become even more personal and the feeling of the statement began to
feel more integrated in my body.
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“I believe that capital is built by saving a small percentage of
my income on a regular basis.”

“I believe that I can build capital by saving a small percentage
of my income on a regular basis.”

“I believe I will build capital as I save at least a small
percentage of my income every week.”

It was funny how saying these words seemed to make the ideas more
vivid in my mind and more real within my neurology. But then again,
that’s what a belief is. Unlike a general idea or principle, a belief is a
comnmand to the nervous system. I also knew that repetition activates
neurology and runs neuro-pathways and so I repeated the belief
statement several more times. It was at that point that I finally heard
myself use the term “will” as in, “I will build capital . . .” Suddenly I
realized that I was now uttering something more and different from
just a belief, now I was issuing forth a decision. It was at that
moment that I consciously turned the statement into a volitional
statement of choice. I was creating a direction and a pathway for my
future in my mind.

“From this day forward I will build capital as I save at least

10% of my income every week.”

Saying it definitely evoked even more feelings. So I tried it on with
different phrases indicating that the idea was of my own personal
choice and volition:
“From this day forward I choose to build capital for my own
personal wealth building plan as I save at least 10% of my
income every week.”
“From this day forward I will refuse to put off building capital
for my own personal wealth building plan and I will save at
least 10% of my income every week.”

Saying this involved even more of my feelings and neurology. It then
dawned on me what I was doing. I was turning an abstract principle
into a belief into a decision and into actual neurological feelings. So
I wondered, What am I feeling?
“Planning my wealth creation plan by building capital for
investment by saving a little bit every week makes me feel a
little anxious about things ... and excited ... and curious
. and hopeful ... and confident ...”

At first, the emotional awareness came slowly. But then as I got into
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it, the feelings began to rush in, and as they did I felt a neurological
push from within to do something. Ah, I had activated some of my
motor programs. Now activating motor programs by playing to our
emotions is a common process in Neuro-Semantics and NLP. Aware
of this I also realized that I had asked a pretty wimpy question. I had
merely asked, “What was I feeling?” I could do better than that. So
using the “as if frame,” I asked, “If I fully believed in this and fully and
completely made this decision, what would I be feeling then?” Then
I continued to speak out loud:
“I"'d be feeling excited about the possibilities of saving,
building capital and investing. I’d been feeling charged up and
juiced about taking charge of my life, my money, my
budgeting. 1’d feel positively proactive.”

Talk about a surge in the neurological energy as emotions were
activated within my body! Talk about activating motor programs.
Motor programs were now definitely being activated! Now I felt as
if it was time to act. Time to do something. And that naturally led to
the next question, “So what is one thing I could do today that would
really give some reality to this idea?”

“Well, I could write this down as my weekly goal.”

And what is one other thing I could do?
“I could ask a friend to hold me accountable to this by giving
him permission to ask me about it.”

With this, I suddenly I realized that what I was doing was moving the
principle of a great idea down the levels of my mind-body system.
How did I do that? I started by recognizing a great idea, or concept,
of some piece of knowledge in my head and I then slowly transformed
that knowledge so that it took the form of a belief, then of a decision,
a feeling, and finally into an action, into a muscular response. It was
in this way that the bare-bones of the Mind-to-Muscle Pattern was
given birth. Since then I have used the pattern to mind-to-muscle all
kinds of great ideas in my head so that they become muscle memory
in my body—my way of being in the world.

The Mind-to-Muscle Pattern

The Mind-to-Muscle pattern utilizes the power of language to
represent step-by-step the levels of the mind that offers you a bridge
from a concept down to belief, decision, state, and finally to action.
But the process doesn’t end there. You can next begin cycling
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through the process over and over. This time going up the levels as
well as back down. Feeding back new informationto the higher levels
and feeding forward energy and organization into your body. This
taps into and utilizes the power of repetition to habituate a new way
of operating. As a neuro-semantic pattern, you activate more and
more of the body by bringing a conceptual state (idea or principle)
down and translating it into other words you enable it to operate
holistically throughout all of the levels. That’s why the linguistic
phrases almost always change as you bring the ideadown and let it be
fully embodied in your neurology.

And by looping back up and adding in other meta-levels
(identification, expectation, pleasure, outcome, intentionality, etc.),
you can set up a spiraling of the mind so that it embeds the everyday
actions inside of multiple frames of meaning.

Figure 2:1

Spiraling

of

thoughts

and (B
emotions

moving up

and up

higher and

higher and

then back down
into the body

How We Extend the Gap between Knowing-Doing

When your mind is filled with great ideas, you have conceptual
knowledge. Most of us know lots of truly great and inspiring ideas,
ideas that are transformative, awe-inspiring, and fabulous. In those
moments when we spend time with such ideas, we live in a very
different world. We feel inspired and enraptured. Then we come
back to reality. And more often than not, we leave the life
transforming ideas in the world of mind without bringing them back
with us to our everyday realities (Figure 2:2).
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Figure 2:2

Effectively Acting On
/ What You Know

Doing

Why do we do this? Why do we not enrich our lives with these ideas?
It seems so obvious that great ideas, insightful plans and intentions,
and larger level perspectives ought to be transferred into our everyday
thinking in order to enhance our performance. So what prevents us
from translating them into neurological patterns for guiding our
actions? What holds us back from letting such in-forin our way of
being in the world?

The answer? Actually there are lots of things that can hold us back
and interfere with the transference.

One deceptive thing that interferes is confusing actual action with
mental substitutions that only give the impression of action. For
example, we often confuse a pre-action like planning with the action
of performance of that plan. After all, it does seem like you have done
something when you have planned, especially if you act to write out
aplan. Butthat’s the trick. You have not. You’re not into the actual
performance yet, just the prelude to it. We have only planned to take
action. This does not de-value planning. Not at all. Planning is
critical. Yet it is just a step toward actually doing something and is
not performance itself.

Other things that extend the gap between knowing and doing have to
do with the inhibitions that fear creates. We become afraid and so we
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feel inhibited from taking acting. We freeze. We become paralyzed
with hesitations and inaction. We know but we cannot do. Another
frame is getting in the way. The fear evokes a higher frame about the
knowing. Somewhere in the back of your mind is a fear frame,
“Danger. Too risky. Avoid.” Fear as a frame increases the distance
between what you know and what you do.

People who suffer from this one typically become suckers for another
deception. They think, “If only I knew more!” So they buy another
book, attend another training, sign up for another course, consult with
another coach, etc. But this also broadens the knowing-doing gap.
As they are learning more, they are still not doing. And because our
problem is not in the realm of knowing, the solution will not be in
learning more. The problemis fear and all of the inhibitions that fear
creates within us. The problem is that your emotion has you and you
are refusing to face the fear and just do what you know would make
a positive difference in your life.

Then there are the taboos that forbid and prevent you from taking
action. These are the structures, or lack of structures, that increase
the gap—systems that don’t allow the translation from knowing to
doing. Do you have a structure set up for acting on your knowledge
about exercise, fitness, eating right, saving money, etc.? Youdon’t?
Then no wonder the gap keeps widening between knowing and doing!
And finally there are more personal things like failing to be action
oriented, excuses, creating meta-states of procrastination,
perfectionism, etc.

Business consultants Jeffrey Pfeffer and Robert Sutton (2000) have
written about the attitudes that increase the gap in their book The
Knowing-Doing Gap: How Smart Companies Turn Knowledge into
Action. The following identifies their list of factors that widen the
knowing-doing gap:

Pseudo-actions deceptions:
1) Framing knowing as sufficient for success.
2) Framing talking (meetings, committees, reports, etc.) as
action.
3) Framing measuring things as action or performance.
4) Framing making a decision as the same as taking action.
5) Framing planning as the same as action.
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Clogging the gap by giving into the inhibitions of fear:
1) Fearing complexity, lack of clarity about what specifically
to do.
2) Fearing risk, mistakes, errors, and imperfection.
3) Fearing competition, focusing on what others are doing and
trying to get ahead.
4) Fearing the new, the different, the unpredictable, falling
back on precedence (standard operating procedures) and so
mindlessly defaulting to what you’ve always done.

Taboos that prevent and forbid action:
“Don’t make a fool of yourself.”
“Don’t risk making a mistake, it’s too dangerous.”
“Don’t be imperfect.”
“Don’t act unless you have full guarantee of success.”

Lack of structure for action:
No structure for following up.
No structure for rewarding learning from mistakes.
No structure for rewarding risk taking.

Personal items predisposing you from taking action:
Not being action-oriented, being inactive and passive.
Making excuses and letting excuses stop you.
Discounting small actions as insignificant or “nothing.”

Deceived by Pseudo-Actions

Question: When is an action not really an “action?”
Answer: When the action does not actually lead to the
required performance.

Many people extend the knowing-doing gap by thinking that studying,
reading, and learning alone is sufficient. It is not. Yet another book,
workshop, training, or tape set will not in itself change anything. You
will only fill your head with more knowledge. It may very well be the
best knowledge in the field. Yet, if you do not act on it, you will get
the same result as if you had learned nothing. Waiting until you
“know it all,” or have an “expert knowledge level” is a perfectionistic
deception that creates personal ineffectiveness. You have to get out
there and make mistakes that you can learn from.
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Yet, fear of making a mistake is yet another way you widen the
knowing-doing gap. Many people fully know what to do yet won’t
act because they fear messing up, making a mistake, risking failure,
etc. So they excuse themselves from the most basic form of learning,
“trial and error” learning. The solution is to do something.
Experiment. See what happens. Did it work or not? If it did not,
then take the “or not” in a matter-of-fact way. It’s just information,
just feedback. No big deal.

If you want to really worsen the knowing-doing gap and make the gap
larger, scare yourself with horror stories about the terribleness of
making a mistake. That will fill your mind-and-body full of fear and
dread and terror of risking a mistake. Do that and you will prevent
things in your mind from getting into your muscles.

Confusing talk with doing is another major way that you can fill your
head with more and more and simultaneously weaken your
performance muscles from actually doing anything.
“Well, we convened a meeting and talked about it!”
“Of course, we did something, we formed a committee to
discuss the problem, we even passed a resolution.”
“Do something about it? We definitely did something, we
spent $20,000 on this report about it!”

To these responses, the bestresponse in my opinion is, “Duh?!” Talk
is not doing. Talk can prepare you for performance. Talk may
empower you to formulate your plans and motivate you, but talk in
and of itself is not performance. Companies that have a culture of
talking about things can get so off-target with this. They can become
highly skilled in creating great overheads, awesome Power-Point
presentations, memorable pieces of literature (the Report), and then
really believe that they are doing something about a problem. But
they are not. Jeffrey Pfeffer and Robert Sutton (2000) write about
this attitude:
“The purpose of the sessions wasn’t really to learn from other
parts of the organization. Instead, the agenda was to impress
your colleagues with the quality of the presentation you were
giving. We’re not in the business of making over-heads! This
firm is just one of many we have seen in which leaders act as
if having something in their mission or values statement meant
that it must be true.” (p. 40)
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Nor is measuring the same as actual performance. The U.S. Post
Office is a great example of measuring things and assuming that
“measuring” is actually doing something that makes a difference. I
have a friend who is a supervisor who measures the feet of mail that
has to be sorted each day. Then from time to time she actually has to
follow the delivery people (the mail men and women) on their routes
to measure how long it takes them, how they park their vehicle, how
many feet from one place to another, etc. She knows that none of this
matters in the long run. She knows that none of this provides better
service to the customers. She knows that none of it improves the
quality of the business. So why do they do this? It is forced
regulation to satisfy Union rules so that the employees will not have
to work too hard and so that they will be sufficiently compensated.

Why does the Post Office engage in this wasteful and mindless
behavior? To satisfy regulations. They also do it because it is easier
to measure time, space, weight, volume, and other tangible things than
the intangible things that really count: sense of responsibility,
friendliness, helpfulness, attitude, cooperation, willingness to pitch in
and help even if its not your project, etc.

To make things worse, most of the things that really count are
intangible and are a hundred times more difficult to measure. We
certainly can’t measure them in the same way we measure feet of mail.
The Benchmarking model and process that I will later introduce for
evaluating performance offers one way to measure subjective states
and experiences that are inherently intangible. With the Benchmarking
Model, we can figure out a way so that they can be measured, yet not
with the same kind of precision or ease.

At this point another fear arises, the fear of complexity. Because
systems of interactive parts are complex and involve multiple
contributing causes, we often become inhibited in action, confused
about what to do. The solution for this is to turn our abstract
philosophical language into action-oriented language. We call this
process denominalizing. By denominalizing language, we are able to
create sensory-based descriptions that leads to greater clarity and
precision about what to do. This is what we will explore when we get
to benchmarking performance.

Because Neuro-Semantics is about performing the highest and best
meanings, we are dedicated to closing the knowing-doing gap. That’s
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why we have identified and
develop a great many patterns
for translating knowledge into
life changing performances.
These processes allow you to
develop a frame of mind that makes
embodying knowledge part of
your “way of being in the
world.” As you find knowledge
that makes a difference,
knowledge that maps a piece of
expertise, you are able to
incorporate it so that it informs
the motor programs of your
neurology. It becomes what
you do. No more excuses, you

Chapter 2

** Jargon Alert! **
De-nominalizing

Name something and you
nominalize it. This works
fine for things and objects.
But it sucks when you do
this to processes. So for
processes nominalized and
treated as if they are things,
we need to de-nominalize.
We do this by finding the
verb hidden within the term
and recover the actual

process.

Closing the Knowing-Doing Gap

just get things done. No more
inertia, no more procrastination,
no more taking counsel of irrational fears—just effective action.

. What knowledge do you have that has tremendous potential
just waiting to be released?

. Would you like to release what you know so that it becomes
the engine in your performances?

. Would you like to experience yourself as an efficient person

who takes effective action?

The future does not lie in the hands of those who think, plan, imagine,
dream, and hope, but don’t do. It lies in the hands and feet of those
who act on their reflections. Are you ready to join that future? Then
it is all about the skills of transforming knowledge into action, of
taking today’s level of performance to the next level.

Transforming Knowledge into Action

You have heard that “knowledge is power.” By itself, however, that
statement is deceptively incomplete. Knowledge that you cannot or
do not use, act on, and implement is not power. In fact, knowledge
that you don’t act on will eventually become antiquated and stale. It
can even degenerate into an incompetent arrogance where a person
talks boldly all the while being incompetent in performance. As such,
it is “mere” knowledge—it is castrated knowledge. That’s because it
doesn’t improve performance. Do we need more of that kind of
knowledge? I don’t think so. What we need is dynamic knowledge.
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We need the true power of applied and implemented knowledge. We
need embodied knowledge that is part and parcel of our neurology
and that’s available for real-time performance.

Because we’re dealing in this discussion with two different
phenomena, knowing and doing, we can separate them in our
language. Yet you do so to your detriment. Knowing without doing
creates a dampening, even a deadening, effect in your lives, your
bodies, and your neurology. It can even effect knowledge by making
what you know un-dynamic: academic data that strokes your ego
without enhancing your competency. When you confuse knowing
with doing, thinking that by talking about something you know, you
have done something, the deception turns you into a great arm-chair
critic without increasing your performance.

Given this, our purpose in this book is to close the knowing-doing gap
with Neuro-Semantic patterns by which you can create, enhance, and
evolve performance until you achieve your very best performance. If
you often defeat your best knowledge, understanding, intentions,
values, hopes, dreams, and visions by sacrificing performance to
wanting more knowledge, the patterns here will give you the ability to
turn that around. And when you do, that will improve your learning
efficiency, your actual productivity, and your confidence in
transforming your world.

Embodying for Behavioral Competence

There’s been a good bit of talk about installation in recent years
among trainers, coaches, and educators. Many now realize that if we
don’t incorporate and embody learnings and skills, the learnings will
only be “intellectual” and conceptual and not part of actual
behavioral competence. To come out of a training or coaching
session without the drive and determination to take action weakens
and undermines whatever you have learned. It is in doing that you
test and experience the inner truth of an idea.

. Does it actually work?

. Can you actually increase your productivity by using this
process?

. Does this actually improve your performance?

Knowing your talk, and being able to ralk your talk, is only the
beginning. Next comes the ability to walk your talk. Without walking
your talk you are in a tenuous position, are you not? Left in this
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position, you become “armchair quarterbacks,” critiquing others for
mistakes, but never getting into the game yourself. This will make
you incongruent so that your development and effectiveness will
deteriorate.

There’s areason for that. It’s because we are neuro-semantic beings.
The meanings (semantics) that we create in our thoughts, ideas,
beliefs, understandings, intentions, metaphors, etc. inevitably are
processed within our neurology as we process information with our
nervous systems, brain, brain stem, and our entire body. The
meanings that we create conceptually then become the signals that we
send to our body and the commands that we send to our nervous
system. What results from this? Emotions, inner sensations and
awarenesses, an urge to act, move, and do, and skills and
competencies.

As neuro-semantic beings, we inevitably metabolize our ideas and
meanings. It is also the source of our psycho-somatic experiences.
This is the source of all of our emotions. An emotion, after all, is a
felt meaning. It is the way your body registers the meanings that you
process in your mind. In Neuro-Semantics, we describe emotions as
the difference felt in the body between what you have mapped about
the world and what you experience in the world. This map / territory
difference enables you to feel it so you can then respond
appropriately, either changing or updating yourmap or improving and
enhancing your performance or skills.

This suggests something of incredible importance. It highlights the
fact that you are always embody-ing what you think, believe,
represent, understand, decide, and so on in your mind. Embodiment
is what you are designed to do with information. The word
information reveals this. What does information do within you but
formyouonthe inside? The word incorporate also speaks about this.
Corpus is “body” and so in-corporate speaks about how you put ideas
and meanings into your body.

Our focus in Neuro-Semantics is on the processes for incorporating,
embodying, and installing of skills in order to build up competencies.
The reputation that we have developed in this area has arisen because
of the many patterns that we have developed for implementation.
These began with the patterns that we regularly present in the
Accessing Personal Genius and Living Genius introduction trainings
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to Meta-States:

. Mind-to-Muscle Pattern for taking great ideas and translating
them into muscle.

J The Excuse Blow-Out Pattern for separating silly excuses
from legitimate reasons and refusing to tolerate excuses to
excellence.

. Meta-Yes-ing and Meta-No-ing pattern for refusing or

blowing-out limiting beliefs and creating empowering belief as
well as solidify frames at multiple levels.

. Meta-Alignment Pattern for refining skills and embedding
them in contexts of congruency.
. Accessing Personal Genius Pattern for commissioning your

inner executive to decisively set the boundaries for a piece of
excellence and be able to step in and out of a state of “flow”
at will.

. Dancing With Dragons Pattern for slaying and/or taming
“dragon” or unresourceful states to eliminate the toxic ideas
and beliefs that sabotage your best responses.

. Unleashing Potentials Pattern for self-actualizing as you
synergize your meanings and performance using the Self-
Actualization Quadrants.

. Super-Charging Attitude Pattern for meta-stating and
texturing layers of mental and emotional resources to create
robustly vibrant attitudes.

. The Efficiency Pattern for developing a good relationship to
the idea of efficiency and bringing the art of efficiency into
needed areas of life.

What is the bottom line? Embody-ing knowledge closes the knowing-
doing gap. Rather than continuously filling your mind with more and
more great ideas without developing the skills for bridging the
knowing-doing gap, you focus on the skills and competencies of
putting knowledge into action. You can then enhance your
performance in all of its dimensions.

I began by saying that the bottom line of all success is performance.
Yet that’s not exactly accurate. There’s another piece to now add to
that. Performance is certainly the tangible and objective result that
indicates knowledge, understanding, skill, and competency. Yet
performance alone is not enough— performance must be meaningful.
Perform anything for a period of time that you don’t find meaningful
—significant, valuable, and important—and the performance will
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. W
suffer hat you Put your Creed into your Deed

do  must ma:ke Ralph Waldo Emerson

sense and provide

a sense of “We know too much and are convinced of too little”
significance.

That’s why Neuro-

Semantics simultaneously involves both sides. We focus equally on
performing meaning, getting ourselves to perform the meanings
(ideas, beliefs, understandings, decisions, intentions, etc.) that we have
mapped out in our mind as our inner game. And we equally focus on
enriching our performances with robust and vital meanings. Further,
we also embody toxic and non-enhancing ideas, principles, and beliefs.

Next Stop: The Mind-to-Muscle Pattern

Are you ready to get down to business? Great. When you turn the
page, you will find the central Neuro-Semantic pattern for coaching
your whole mind-body system to feel, own, and experience a great
idea. Let’s go.

THE MIND-TO-MUSCLE PATTERN

The Mind-to-Muscle pattern is the best and most dynamic pattern for
embodying, incorporating, and installing great ideas into the body. As
a meta-stating pattern, it will enable you to turn highly informative,
insightful, and valued principles into neurological patterns that you
feel in your body. The design of this pattern is essentially to coach
your body how to feel great ideas so that you can embody your ideas.

You do this when you learn to type on a keyboard. The original
learning may take a considerable amount of time and trouble in order
to get the muscle patterns and coordination deeply imprinted into your
muscles. Yet by practicing and training, the learnings become
incorporated into the very fabric of the muscles themselves. It
becomes muscle memory. Then the muscles “know.” Your conscious
awarenesses drop away as the learnings become incorporated or
embodied. The same holds true for expertise, excellence, and mastery
in all other fields, from sports, mathematics, teaching, to surgery,
selling, and public relations.

In this you begin with a principle—a concept, understanding,
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awareness, belief, etc., and then you translate it into muscle. 1 have
found this especially true in our modeling projects regarding
resilience, leadership, wealth building, selling excellence, learning, etc.
This pattern creates transformation by moving up and down the
various levels of mind so that you map from your understandings
about something from the lowest descriptive levels to the highest
conceptual levels and back down again.

There are two cautions before you run the pattern:

1) First, do not use a goal for this pattern.
A “goal” is something that you want to do, achieve, or
experience. As such it is a primary state experience, not a
high level concept in your mind. This pattern is for principles
and concepts, not goals. Goals will emerge in the action step
of the pattern thereby allowing you to create a pathway for
step by step action steps into your future. So carefully
examine your idea so that you do not use a goal with this
pattern. For goals, use the Well-Formed Outcome pattern
which you can find in Sourcebook of Magic, Volume I or
Coaching Conversations.

2) Second, be sure you start with a solid, accurate, and ecological

principle.
You will not be checking ecology on the way down through
the mind-body system as you run this pattern, only at the end.
If the idea or principle feels strange, weird, uncomfortable ...
let it be. Those are just feelings. Do not check ecology
during the process. The design here is to start with an
ecological principle and then coach your body how to feel it.
If it is new and different, your current system may not like it.
So be it.

Start with a general principle. A general principle will be aconceptor
abstraction that you can find again and again in the literature that
governs that area. That’s because every field has its general
principles. In health and fitness there are general principles like
“health is a function of eating and exercising moderately.”

I have included most of the language that I use when I demonstrate
this pattern or use it with a person. Because repetition and rehearsal
plays such an important role in solidifying this and making the
translation more and more real, continue to process through the steps
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again and again, calibrating to the person and really getting some
strong neurological responses. The stronger responses you obtain,
the more likely you will assist the person in making the mind-to-
muscle translation andsetting the principle as aframe. Dance with the
feed-back and feed-forward loops in the last step, changing and
varying them as needed.

You will notice that T have some provocation questions throughout
the process. I use these to get a person to fight for and defend the
idea and expressions . . . as this activates the person to become more
involvedin the process, it strengthens the translation. You’llneed lots
of rapport and respect to be able to pull that off. The more you
genuinely care about the person, the better.

As you run the pattern, you can increase your effectiveness if you
keep your eyes and ears open to notice the natural gestures and
movements of the person. People will be demonstrating their natural
“anchors” for the five basic states (principles, beliefs, decisions,
emotions, actions). Watch and listen for them.

The bullet points provide the specific questions you can use as you
assist someone in coaching that person through the process. In fact,
the pattern is written for a facilitator to use in coaching a person
through the process.

The Pattern:

1) Identify a desired principle for incorporation into your muscles.
The principle could be a concept, idea, belief, understanding, value,
piece of knowledge, secret,law, paradigm, model, presupposition, etc.
Any mental awareness will work. It could be a set of competencies
that make up a skill. Pick out something that you want to incorporate
into the very fabric of your muscles.

Specify the concept or principle by stating it, or even better, writing
it down in a clear, succinct, and compelling way. Describe your
theory or theoretical understanding in a paragraph or two. “/
understand . . . I conceptualize . ..” “Intellectually, [ knowthat...”

Beginning with the principle, after the initial “I” there will be no other
personal pronouns but the statement will be stated generally and
abstractly. “Iunderstand that wealth is created by saving a little every
week.” Not: “I understand that I will create wealth by saving a little
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every week.”

. Do you have any great inspiring ideas that you want to
commission your body to feel and act on?

o What idea inspires you that you would like to “feel” in your
body and let become a program for your way of being in the
world?

. What concept or principle do you want to put into your
neurology and commission to run your programs?

J What is your conceptual understanding of this?

. What do you know or understand or believe about this that

you want to set as a frame in your mind?

2) Describe the principle as a belief.

Now use the semantic environment, “I believe . ..” and complete this
sentence by rephrasing the concept and understanding as a personal
declaration of a belief.

. Do you believe this? Would you like to believe it?
. You believe what specifically?
. You believe that? Really? [These questions are designed to

turn the concept into a personalized belief. Expect the
language that the person uses to change and shift until the
person finds “the right words” that work for him or her.]

. You don’t sound very convincing. If you did believe that in
the fullest way possible for you to believe something, if you
really did—what would that sound like? Say “I believe . . .”
and make it sound really convincing.

. If you really, really believed that, would that make a big
difference in your life?
. As you state the concept as a belief saying, “I believe ... ”,

notice what you feel. Now state it as if you really did believe
it and again notice the emotions that arise.

3) Reformat the belief as a decision.

Once the belief is stated in a way that sounds powerful, convincing
and is stated very succinctly so that it feels compelling, reformulate
the personal belief so that it takes the form of a personal decision. To
do this, finish the following semantic environment, “I will . . .”
Describe the belief now as a specific decision regarding something that

you will do. “I am going to ...” “From this day forward, I promise
to..”
. Are you going to do it? Would you like to live by that belief?

[Yes.] You would? [Yes.] Really? [Yes.]
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. Will you act on this and make it your program for acting?

. Are you ready to state it as a decision? Great. Go ahead and
finish this statement, “From this day forward, I will . . .” Or,
“Iwant ... Ichoose... itistimeto...”

. You will do what?

. You really will do this? You’re not just pulling my leg or

telling me that?

4) Rephrase the belief-decision as a state or experience.
As you have expressed this great idea as a belief and a decision, what
have you felt? What emotions have arisen? And if you were to fully
experience this concept—> belief —> decision as an emotional state,
and felt it even more fully, what will you be feeling and experiencing?
Use the semantic environment, “I feel...” Or “I experience...”
. It sounds like you really believe that . . . and I think you
actually are going to do those things to make it happen. . . so
how does all of that make you feel? “I feel . ..”
. So what are you experiencing?
. What would you feel if you were fully believing this
empowering belief and decision and living them?
. Be with those emotions . . . let them grow and extend.
[1t does not matter at this point whether the emotion is
positive or negative. What is important is that you feel
moved (you experience an e-motion) that activates your
body and creates a motion to act on what you are feeling.]

5) State the actions you will take to express the great idea.

This time finish the following semantic sentence stem,
“The one thing that [ will do today as an expression of this
concept, belief, decision, and state is . . .”

Doing this will enable you to begin to formulate specific actions that
will enable you to execute your principles.

. So what one thing will you do today to make this happen?

. You will do that? Really? What else will you do?

. And what one thing will you do tomorrow? And the day after
that?

6) Step into the action and repeatedly move to the next meta-level.
As you fully imagine carrying out the one action that you will do
today . . . seeing what you will see, hearing what you will hear, and
feeling what you will feel as you do it . . . now move up through the
levels . . . into the state from which this action emerges, naming the

35-



Achieving Peak Performance Chapter 2 Closing the Knowing-Doing Gap

state and experiencing it fully, owning the decision, affirming the
belief with a powerful “Yes!” as you do, and stepping up even higher
in your mind into a full awareness of your reasons, understandings,
concepts, and principles that drive this way of being in the world ...
and as you step into that place fully, now bring it back down again
through belief, decision, state, and action . . . noticing how it
transforms everything even more and creates an even greater sense of
empowerment.

Repeat this several times, future pacing as you do.
. Why will you do this?

. And you’ve decided on this?

. Is that really what you have finally decided to do?
. And what idea or principle governs this?

. And you will do this?

. How do you feel about all of this?

. Will it affect your identity? It will? How?
Afterword

After you have run this pattern, you have several more levels that you
can utilize to solidify and install even further.

7) Identify with the principle for self-definition and identity .

. As you experience this new principle in your mind-and-body,
and imagine moving through life with it, does it affect how
you define yourself? Does it affect your identity? Would you

want it to?
. [If yes:] Then go ahead and notice how this transforms and
enriches your own self-definitions . . . and see the you,

experience the you, feel the you . . . who lives by this principle
who operates by this principle incorporated into your
neurology.

8) Check for the ecology of the principle.

. Now as you imagine living with this dynamic and wonderful
principle in your muscles, in your eyes, in your voice, in your
very body . . . Does this serve you well?

. Does it enhance your life, your skills, your expertise?

. Does it empower you as a person and enable you to be more

powerful in this area of interest?
. Does it fit with your values and your visions?
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9) Enrich the pattern with other meta-levels.
. With this what can you now expect? What expectations will
enrich this even further?
. What is your intention in doing this? Do you have any other
intentions? What’s your highest intention?
. How much permission do you now have for this?
[Use the Meta-Questions in Appendix A for more
options.]

10) Confirm and get the person to fight for it.

. So you like this? [Yes]

. Really? You really do? [Yes]

. I don’t think you need this or deserve this! |Yes I do!]

. This is just an exercise and not real; you can’t have this! [I will
to!]

. I’m going to take this away from you! [No, you won’t!]

Alternatives for the Mind-to-Muscle Pattern
Over the years I’ve been experimenting with alternative ways of
running the Mind-to-Muscle pattern. Here are a few of them.

Spatial anchoring. A spatial anchor refers to the actual space that
you use in accessing the various states inherent in the pattern. As a
mime will “anchor” space by his or her movements and gestures,
giving us the sense of walls, doors, windows, falling, etc., so where
we stand and how we stand can “trigger” or anchor a mind-body state
that we can then use. Here you will set up five spaces, one for
Principle, Belief, Decision, State (Feeling), and Action.

Begin the pattern by asking;
“What idea, concept, or principle do you have and believe in
that’s so well integrated into you that it is truly your way of
being in the world? Are there any principles like that?
Perhaps it is, ‘Do to others as you want them to do to you?’
Or, ‘Don’t judge until you’ve walked in another person’s
shoes?””

When the person identifies a principle already fully embodied, then
access that principle and state as fully as possible by asking lots of
questions about it, supporting and validating the person as you do.
Theninvite the person to stand up and step in a space in the physical
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room or location where you are. You might even mark it on the
floor. This space will be an anchor for the principle. Ask lots of
questions about it. What’s the principle? Is this important to you?
How is this important to you? Then ask, “Do you believe in it?”
When the person says yes, invite him or her to take one small step
away from the principle space and into the belief space. Repeat this
and create a decision space, a feeling or experience space, and finally
into the action space.

Doing this creates a felt template in the person’s neurology for
translating an idea into muscle. Now run the Mind-to-Muscle Pattern
stepping the person from the principle space all the way through the
spaces and finishing in the action space. As you do you can set an
“anchor” by holding the person’s arm and walking with him or her,
and/or setting a visual or auditory anchor as you go.

[If anchoring is new to you, see Sourcebook of Magic or almost any

introduction to NLP, User’s Manual of the Brain, Volume 1.]

Sliding Anchor. One of the easiest and most effective “anchors” that
we can set is that of touch. This is especially true when we touch in
unique ways while eliciting and amplifying a particular state of mind-
and-emotion. When we touch the skin of a person’s arm and set up
a continuum so that on one end is the feeling of aversion and on the
other end is the feeling of attraction, and then slide our hand along the
continuum, we can trigger or anchor the experience of degrees of
along that continuum. This is known as a sliding anchor. Here you
will use a touch at various points: head-to-shoulder, bicep, elbow,
forearm, and hand for the five spaces.

With the Mind-to-Muscle pattern, I begin by asking for a person’s
arm. “May [ have your arm for a moment?”’ When the person hands
me his or her arm (!), I test by using my two fingers next to my thumb
and touching for abstraction to action. 1 will then use my two fingers
(index and middle) and trace a “line”” along the arm anywhere fromthe
shoulder to the hand. The language I use as I speak to this is:
“Where would you like abstraction to be and action?
Typically people like to experience action here' at the hand
[touching the back of the hand] indicating taking action and
doing what they know. And typically, most people imagine
that their higher ideas, principles, concepts, and more abstract
understandings are all the way up here’ [touching the elbow,
back of the bicept, or shoulder]. If this herée’ is a principle that
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you want to get into your muscles and actions at this level
[here'], does this structure make sense to you?”

All of that is to set up the sliding anchor from principle to action. I
then like to identify a principle already in muscle-memory and use it
to set the sliding anchor (as in the Spatial Anchoring setup). Once I
have a template on the arm, then I can run the Mind-to-Muscle pattern
using it.

Procedural Knowledge

The kind of knowledge that you can put into muscle memory is
procedural knowledge. So to get your neurology to incorporate it,
you have to create a step-by-step procedure for how to act on the
knowledge. When you do this, you can then train and condition your
neurology to feel what you know. This is obvious when you think
about driving a car, typing, tying a shoe string, etc.

Action Plan

. Run the Mind-to-Muscle pattern on something that you have
already fully embodied. What do you “know” that’s now
dropped into muscle memory? Driving a car? Riding a bike?
Take that “knowing” and back up from Action to State to
Decisionto Belief to Principle. Thenmove forward. This will
set up a strong template pattern for you.

. Run the Mind-to-Muscle pattern on some basic principles such
as the following: Wealth is created by saving a little every
week. Healthis a function of moderate eating and exercising.
Rapport is enriched by using people’s names and asking about
their day.

. Identify five principles that would transform your life and

begin to run the Mind-to-Muscle pattern on these, repeating
it every day for a week.
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Chapter 3

GETTING YOURSELF

TO TAKE EFFECTIVE ACTION

After an exciting and transformative training, some of the questions
that I frequently hear are these:
“This has been great stuff, but now how can I get myself to
practice these new skills so they become fully mine?”’
“How can I transfer what I’ve learned here back home or to
my work place?”

Most of us don’t want to learn new things or invest in training to
never use what we learn and discover. We want to turn our
knowledge into skills that we can use to improve the quality of our
performance and of our lives. We want to use what we’ve learned to
get ourselves to take effective action in our everyday lives.

As you consider the idea of “getting yourself to take action,” do you
immediately realize that this describes a meta-state structure? Do you
see and recognize that the statement has several levels within it? To
make sure you do, let’s now pull apart the meta-levels.

. The primary state here is that of taking action.

] Then there is your sense of yourself as an actor, participant,
and the response-able person who takes that action.

. Then above that sense of self is the meta-level response you

make fo yourself as you get yourself to feel motivated and
organized to do what you know and want to do.
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Figure 3:1
The Meta-Levels of Getting Ourselves to Take Action

Getting Ourselves To Take Action

—

/

Response
Stimulus (( £
Taking Action

As [ have modeled numerous domains of knowledge and skill, from
sales, persuasion, fitness, health, wealth building, leadership, etc., it’s
clear that there is no lack of knowledge of great ideas and principles
in these fields. There is also a tremendous volume of ideas filling
library shelves and bookstores—ideas that could very well make
revolutionary changes in your life. And what you can’t find there, is
readily available for anyone who will get online and google for the
desired information. In all of this, there is a whole world of great
ideas giving you wonderful maps for navigating things. The problem
is not the lack of great ideas, inspiring ideas, knowledge, models, or
principles. The problem is not the lack of information. The problem
lies in the skill and ability to put what we know into action. There are
great ideas—if only we would act on them!

The Question

For over a decade I have begun my Wealth Creation trainings by

asking some very focused questions:
“Does anybody here know anything about finances, budgeting,
saving, entrepreneurship, sales, relationships, business, etc.
that if you would only do on a regular basis would make a
significant difference in your life? Does anybody know even
one thing? Raise your hands if you do.”
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And everybody raises their hands. Everyone!
“Is there anyone here who doesn’t know one thing that could
improve your life? Is there anyone here who acts on every
single thing you know, and does so regularly and consistently?
Is there anyone like that?”

All hands go down on that one. I

have never seen one hand go up “Make it so!”
Captain Jean-Luc Picard,

Federation Star Ship Enterprise

on the second set of questions.
We all know more than we do.
Of course, this describes the
nature of thinking human beings
and, in itself, is a good thing.

“Good?” How? It’s good because we can think without doing. And
that, in turn, serves as the basis by which we can plan our responses.
In thinking and talking we can plan a response. We can step back
from our first thoughts and feelings and evaluate whether we should
act on them. This gives us the sense of choice and from choice,
control. And controlis the foundation for being responsible and being
able to use our responses as powers to influence the world of things
and people. We are not fated as animals to merely react. We can
respond from choice according to our values, visions, and higher
purposes.

So the ability to think without acting lies at the heart of what makes
us uniquely human and responsible and able to run our own brains.

We don’t want to lose or weaken that power. Problems arise when
we think and think and think and think and continue to do so without
ever getting around to acting. Reflecting endlessly without acting—
that is the problem. This problem shows up as procrastination,
inaction, fearful inability to take a risk, caught in mental loops going
round and round without being able to exit and take effective action.

This very human power of thinking and feeling about your responses
is a meta-state structure that you have to control or it will control you.
And whenit controls you, then you end up sabotaging your learnings,
your best intentions, your highest values and frames. It is this very
structure that allows the models of Neuro-Semantics to bridge the
knowing-doing gap and to create a set of patterns for managing the
levels of mind.
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What does it take “Iron rusts from disuse;

then for you to get stagnant water loses its purity . . .
yourself to take | even sodoes inaction sap the vigor of the mind.”
effective action? Leonard da Vinci

1) A thoughtful
analysis of your
situation. First, open your eyes and senses to assess your current
situation. As you diagnose your present state, you will be thinking
about it in order to more thoroughly know it.

2) An equally mindful choice about what you want. Assess your
talents, gifts, predispositions, and the environment in order to decide
on a direction and some goals. Identify your desired outcome state.
What do you want?

3) The creation of a plan. Invent a process or strategy for moving
from where you are to where you want to get. Create a well-formed
outcome plan for getting there—an inner game of what to do, how,
when, etc.

4) An accessing of the required resources. Access the resources
you’ll need for your journey. Identify the first thing to do, the next
thing, etc. This details the action steps of the plan which begins to
make the outer game vividly real.

5) A flexible awareness of emerging results. Create an openness to
your situation at each moment, constantly checking out what’s
happening, what’s working, how well it’s working, what’s not
working, what you need in order to make it work, etc. This opens up
feedback loops so that you can stay current and flexible in moving
forward.

That’s what it takes for you to get yourself into action. Yet there is
yet another action to consider before you jump into the fray of
developing new skills and competencies. You need to ask the talent

questions.
. “Is this a talent that I have?”
. “Do I have an aptitude for this?”

While you can learn and develop skills in almost anything, it is unlikely
that you willbecome a top performer in an area outside of your talents
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and strengths. That’s why it’s important to play to your strengths.
Excellence in any performance is impossible without the basic
disposition and capacity—what we call “talent.” You can get by in
areas wherein you lack aptitude and talent if you learn and develop
sufficient skills. But you can only become great in the areas of your
natural gifts and strengths. That’s why it’s critical that you identify
your strengths. Then you can begin to learn about them, discipline
yourself in those areas, focus on developing those competencies, and
add plenty of passion to your aptitudes.

Talent Search (S.W.0O.T. Analysis)

The SWOT questions are designed to enable you to begin your talent
search. Use these to explore your strengths and weaknesses and to
begin to identify your untapped potentials. Use the following
questions to explore your strengths, talents, and capacities and the
skills that you could develop from your talents, your weaknesses and
hurts (which also may be a place of rich potentials and possibilities),
and the threats and opportunities before you.

Strengths: Advantages
What are your talents, strengths, and capacities?
What are your core competencies?
What advantages do you have in terms of your innate gifts?
What competencies and proven skills do you have?
What do you uniquely offer?
What expertise have you developed over the years?
What expertise do you bring into your performance from other
areas?
What are your passions and interests? What do you love
doing?
What supporting skills do you need for top performance?

Weaknesses: Dis-advantages
What are your weaknesses?
How have you been (or are) hurt in some way by life?
What traumas or dramas have you been through?
What critical skills are you deficient in?
What skills do you need to develop to be fully effective?
Are there any “fatal flaws” that need to be addressed?

[A fatal flaw is a weakness in an area that makes it nearly
impossible for people to approach their potential: lack of
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discipline, lack of talent, poor attitude, inability to get along,
etc. A fatal flaw is an action, attitude, or way of interacting
that you can derail yourself from your best.]

Threats:
What threats do you sense blocking your path?
What factors might impact negatively on you and your
situation?
What changes might be threatening or upsetting?
What are some of the stresses and stressors that you face?
What risks or fears do you sense lie in your pathway?
What things undermine your resourcefulness?

Opportunities:
What opportunities do you see before you?
What circumstances could you use as an opportunity?
What problems or needs do you have a passion to address?
What opportunities could you create or activate?
What opportunities do you want and long for?

Taking the Talent Search to a Higher Level

After you have engaged in the basic SWOT analysis, move up to do
acomplete Meta-SWOT. This idea was first identified and developed
by Denis Bridoux (Mentoring and Coaching, 2003) involves using the
Meta-Questions (Appendix A) to explore the higher dimensions of
your inner and outer situation. To do this, simply explore any specific
strength, weakness, threat, or opportunity.

. What do you believe about that?

. What does it mean to you?

. What memories are associated with it?
. What imaginations?

. How do you evaluate it?

While talent is a great head start to excellence, it is no guarantee.
Talent is only potential. For it to become a reality, you have to train
and develop the talent so it becomes an actual skill. Because there’s
a lot of talented people who are not using their gifts, we must add
plenty of attitude to the aptitudes that we have innately within.

Do You Have a Strategy?

Within and above every performance is a strategy. The strategy is
the inner know-how regarding how to engage in the performance.
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The strategy is the inner formula that specifies what to do, in what
order, in what way, with what style, etc. Doing something as simple
as spelling accurately involves a strategy as does getting out of bed in
the morning with a sense of zestful energy and anticipation. These are
generally very simple strategies. Even engaging in unproductive,
toxic, and unhealthy psychological behaviors involves a strategy.
There’s a strategy in depression, in schizophrenia, in keeping a
resentment alive for years.

There’s also strategies for leadership, management, delegation,
negotiation, creativity, innovation, writing a best seller, selling a big
ticket item, entrepreneuring, dating, staying in love, defusing a
hothead, starting a business, running a marathon, winning at tennis,
coaching an executive, and a million other things.

This realization brings us to the first questions regarding any
behavioral performance:

. Do you know what to do?

. Do you have a strategy?

. Is the strategy a winning strategy, ecological, flexible, and
well-designed to the outcome?

. Do you have a strategy for learning it, refining it, and taking
the performance to the next level?

. Do you know the critical success variables that make the
performance effective and relevant?

. Do you know how to get a strategy, or to elicit a winning
strategy, from a top performer?

. Are you capable of learning and enhancing the strategy?

. Do your talents and predispositions enable you play to your
strengths with the strategy or will you be playing to your
weaknesses?

I first learned strategy elicitation, unpacking, designing, and
installation in my studies of NLP. Robert Dilts’ book, NLP: The
Study of the Structure of Subjectivity (1980) is the best book on the
subject. After developing the Meta-States model, I wrote a second
book on the subject integrating the meta-levels into strategy work,
NLP Going Meta (2004). 1 have also developed several training
manuals for modeling: Neuro-Semantic Modeling, Cultural Modeling,
Matrix Training, and so on.
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Strategy Elicitation

Suppose you want the recipe of a delicious dish. What do you need
in order to create that delicious dish? You need specific information
about the elements to use, the amounts, the order for mixing them
together, temperature, etc. The same thing holds with regard to
detecting and using the structure of subjective experiences to create
experiences of excellence. The following offers the basic pattern for
eliciting a strategy from another person.

The Pattern:

1) Begin by establishing a positive frame for rapport.
“You do that very well! Would you teach me how to do that?
Suppose I lived your life for a day, how would I do this?”

2) Access the state.

The person needs to fully and congruently associate with the
skill or state. To fully elicit their strategy, you may want to
take the person back to the place where the behavior naturally
occurs. This lets the context, with its natural anchors (i.e.,
sitting at typewriter) elicit the response. Or we can elicit the
state by reproducing a portion of the context (i.e., tonality,
gestures, playacting, etc.).

3) Intensify the state.
In elicitation, you will want to amplify and intensify the state.
Doing this helps because the more of the state you evoke, the
more of the experience you will have to work with. This will
also enable you to more fully access the state.

4) Explore the how.
"How do you do this?"

If the person has conscious awareness of their strategy, they will tell
you. At least they will tell you their thoughts and beliefs about it. If
not, look for them to demonstrate it behaviorally. Eliciting a strategy
primarily entails techniques of probing questions by which you evoke
a person to carry out a task (actually or in thought) whichrequires the
activation of the strategy.

. Have you ever experienced a time when you really felt
motivated to do something?
. When did you last feel naturally and powerfully motivated?

. How do you experience the state of feeling exceptionally
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creative?
. Have you ever gotten into a situation where you felt very
creative?

Typically, accessing questions involves a person recalling an

experience.

. What did it feel like?

. How did you do it?

. When do you feel best able to do it?
. What do you need in order to do it?
. What happens as you do it?

. When did that last occur?

Such questioning encourages a person to internally access the
representations and steps within their memory which contains “the
deep structure” of the framework of the experience. This trans-
derivational search (from Transformational Grammar) describes how
we “go inside” to search for the referents of our thoughts. Such
referents make up our referent system by which we relate and
understand things. We all engage in these search processes to make
sense of things, to deal with stimuli, and to re-create our states and
experiences. The process of strategy elicitation involves using the
trans-derivational search process to assist someone to go back
through their constructs to recover how they have uniquely structured
the experience, that is, created their maps.

With the Meta-States Model, we use a different metaphor. Instead of
thinking about “goingin” and “down” to the deep structure (the depth
metaphor), we use the height metaphor. Conceptually, we talk about
“going in” and up to the meta-levels or frames that structure our
referents. Instead of “deep structure” we talk about the frame
structure of mind. We talk about the levels or layers that we use in
the referencing process. We talk about “going in” to access our
frame-of-reference, and the entire system of embedded frames within
frames. This enables us to identify all of the contextual frames or the
meta-level frames as higher level “thoughts’-—categories,
classifications, abstractions, beliefs, paradigms, etc. When we put all
of these layers of frames together, we have matrix of frames that
describes and governs the person’s inner subjective reality.

48-



Achieving Peak Performance Chapter 3 Getting Yourself 1o Act

5) Calibrate from an uptime state.
Strategy detection and elicitation necessitates that youbecome
fully alert and open to the person's external cues. This enables
you to effectively calibrate to the state as we watch the person
demonstrate the strategy. Due to the mind-body connection,
peoplewill typically demonstrate as theytalk about problems,
outcomes, or experiences. So as you become attentive to such
"instant replays," you can note how a person cycles through
the sequence of representations that leads to the experience.

6) Ask the person to exaggerate.
If you do not get the strategy through questioning, invite the
person to exaggerate some small portion of the strategy.
Exaggerating one step in a strategy may also access other
representations linked to it as a synesthesia.

7) Stay meta to the content.
Since a strategy operates as a purely formal structure, you
have to “go meta” to the structuring process to notice it. This
will prevent you from getting caught up in the content, that is,
the story and all that’s involved in the content—where it came
from, what we believe caused it, etc.

Strategy Delivery

After the discovery and elicitation of a strategy comes a pattern. A
pattern is designed to facilitate the discovery, creation, or experience
of a strategy. As such, in every pattern there will be numerous
processes which you will use repeatedly. These processes are the
critical success factors which are needed for all of the performance
patterns in Neuro-Semantics and NLP. You already experienced them
in the Mind-to-Muscle pattern and because you will encounter them
again and again as you seek to embody the ideas, with a strategy, 1
have made the following explicit here.

1) Planning to implement

Every pattern essentially facilitates the development of the inner game
in your mind of what to do, when, with whom, how, etc. Generally,
when you have a good game plan for what to do, you’re ready to
begin. So within most of the patterns there will be steps for specific
planning or the development of action steps for doing something.

. What plans do you have to put this into practice?

. When will you do this?
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J Where? In what contexts? With whom?
. How will you do this?

2) Taking interest and getting involved

In order for a pattern to work and to become part of your new inner
game for performance, you have to become engaged in it. The more
the engagement, the more likely you will succeed with the pattern.
This makes your ability to engage yourself, or someone else, an
important part of the process.

As an aside, did you know that the word “interest” speaks about the
power of total engagement? In interest you put yourself into
something, you get inside (“in”) it and even “exist” (“est”) inside of
it. How about that? Taking interest in something is a skill, it is
something that you do. Given that, how skilled are you at “taking
interest” in something? To totally put yourself into something? What
enables you to put yourself more fully into something?

We all naturally take interest in things that change, move, are
dramatic, etc. Yet how skilled are you in taking interest in things that
you would be tempted to call “boring?”

. How do you put yourself info something that’s new or
different?

. How can you put more of your neurology into it? More of
your mind? More of your emotions?

. What do you have to eliminate in order to “take interest?”

Stress, pressure, anxiety, self-doubt, etc.?

Ellen Langer, Ph.D., Mindfulness, describes the nature of involvement
as noticing something new. How do you get involved? What is the
nature of being involved? It is noticing, noticing more things, new
things, and becoming aware of new distinctions.
“Tasks aren’t good or bad; tasks are nothing. You want to
impose a framework on it to make it good or bad; then
behavior that is consistent with that frame will unfold. . .. the
way to get involved, just notice more things.” (General
Semantics Bulletin, p. 40)

Langer’s research involved studying people as they aged and found
that asking or inviting people to notice a particular thing elicited for
those persons more of a sense of engagement and got them more
involved in their own lives. Consequently they remembered more and
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enjoyed more.
“Mindfulness is a process—a way of taking in and using
information that sets you up to be able to reinterpret that
information virtually endlessly, rather than be trapped by it.”

(p. 41)
. How engaged are you in a performance or a pattern?
. How much more interest, passion, engagement can you bring

to your presentation of it?

3) Amplification or sizzling of meanings

A key to installing and embodying an idea is intensity. This is what
you are going after when you are engaging and interest-ing yourself
in the pattern and the outcome. So how do you intensify something?
How do you turn up the passion, interest, and make it more and more
compelling?

How do you amplify your experience, or someone else’s experience,
when you facilitate the process? Amplification of a state, thought,
belief, etc. refers to giving the ideas, knowledge, and skills anenriched
sense of meaning so that it sizzles, so that you feel like drooling when
you consider it. Anytime you take your ideas and skills and amplify
them so that they really affect you emotionally, you make the subject
more memorable and give it more power in your neurology.

. Do I or they need more intensity?

. Am I using words that amplify and intensify the process?
. Does my voice and gestures help or hinder in intensifying?
. How can I put more passion into my elicitation?

4) Somatizing

You have the ability to make ideas somatic (‘“body,” soma). As you
can see and detect frames of mind in the way people walk, talk, act,
respond, hold themselves, etc.—you can also plant and set frames by
using physiology and movement. If you would be cheerful, said
William James, then “act cheerfully.” Eventually the emotions will
catch up and you will actually begin to feel cheerful. Ideas can carry
emotional charges, some more than others. And you can juice them

up.

. How much is your body (or the other’s body) involved?

. How much does the body need to be involved to embody the
idea?

. What part of the body is not involved as it could be?

. Are you coaching your body to feel the idea?
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5) Teasing and Playing

Because your mind-body-emotion system is designed to move toward
pleasure and away from pain, when you don’t frame and present
something as fun and enjoyable, full of pleasure, then it becomes more
difficult and even unpleasant to embody. Conversely, when you
reframe it as fun—watch out! Suddenly things become much easier.
The process may even become “a piece of cake.” It is when you think
of something as fun—you easily enter into it and become good at it.
So the more you can add fun, playfulness, teasing, jesting, etc. to the
installation processes— the better.

Play is fun for many reasons—the emotional intensity, the
engagement, the mindfulness. Playing allows you to enjoy the
learning and thereby makes it more difficult to forget.

. Are you making the pattern fun and enjoyable?

. Are you having fun using the pattern or experiencing the
pattern?

. How can you make it more fun?

. How can you tease yourself or another about this?

6) Layering of Frames
You do not just think, you think about your thinking. You don’t just
feel, you feel about your feelings. Ah, yes, meta-states again! The
meta-levels of your thinking-and-feeling, that you reflexively apply
back to yourself, layer upon layer, level upon level, enable you to
create layers of frames.

So when you use questions and meta-questions, you can not only
explore a belief, you can set and reset multiple frames at the same
time, and sometimes quite covertly. Some questions will deframe and
fragment, some will invite the construction of a more positive and
useful way of framing, and others will solidify that frame as a new
belief.

When you layer one frame upon another frame, make sure that they
are all aligned toward eliciting the same state or experience. With our
conscious mind you can only track so far in keeping so much in
awareness. This allows you to use the very “weight” (speaking
metaphorically) of the frames to work in a presuppositional way. As
you set more layers, you just assume the lower layers and take them
for granted. The layering causes the mind to start assuming and
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accepting the earlier frames as consciousness shifts to other things.
Typically you only need the “weight” of five or six frames before you
accept the first frames without question. At that point, they slide right
on in. [See Winning the Inner Game, 2006, for a whole book about
frames. ]

In the layering of frames, gestalt states emerge from the neuro-
semantic system of your mind-body. If all of the frames are focused
in the same direction, then you experience higher and more intense
energy allin a straight and focused way. If,however, you have some
frames eliciting one thing, and at another level other frames creating
other focus, disorientation, trance, paradox, confusion, and many
other meta-muddled phenomena can occur.

. Are you effectively layering states and frames in the
presentation of the pattern?

. What frames-by-implication are you setting?

. Are these layers of frame making things easier or more
difficult?

. What higher frames will solidify or loosen things?

7) Future Pacing

We end almost every pattern by future pacing in order to establish a
sense of direction into our future with the pattern as a way of thinking,
feeling, and orienting ourselves in the world. In future pacing you put
ideas and responses that you have imagined into your sense of the
future to prepare yourself to see and think that way of operating in
your future. This provides a valuable way of incorporating the
pattern.
. Have you invited yourself, or the other person, to imagine a
future context where thinking and feeling in this new way will
be critical?

. How effectively are you inviting this consideration?

. How good of a test is it for the activation of the pattern?

. Are you checking the ecology of the pattern and new inner
game?

. Have you run an quality control check?

8) Provoking

At the end of most patterns I usually include some kind of provoking
to stir up the person and get him or her to really own and fight for
whatever insights, decisions, or transformations experienced. Now
lots of people relate provoking to being mean or irritating or
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annoying, so we have to engage in compassionate provoking.
Compassionate provoking facilitates and coaches a person to take the
new learnings and meanings and integrate them into his or her own
mind-bodysystem. In this, it is an integration process that allows each
person to customize the pattern.

When you do this, your attitude within and behind the provoking is
absolutely crucial. If the person knows that you genuinely care about
and respect him or her, if they know that you really do have their best
interests at heart, then they will accept the provoking and will use it
to support the process. If, however, you are sarcastic, arrogant,
insulting, dis-respectful, etc., the provoking will not work to help with
the integration, but in fact be counterproductive.

How does this work? In provoking, take anything and everything that
could possibly be a reason or excuse for not integrating the pattern or
engaging in the performance, and use it to question the person in a
provoking way. This will facilitate within the person the ability to
build the kind of robust internal maps empowering him or her to
handle that objection in the future.

Provoking a response is like wrestling with a person’s intention,
motivation, and matrix of frames to try it, to put it to the test, to let it
grow and develop so that it is stronger and more robust.

When you provoke in a humorous way, you add some humor,
laughter, and playfulness to it. Again, this facilitates the provoking to
be received and recognized for what it is—respectful, honoring of the
person, and intended to build up the person. Humorous provoking
adds a touch of lightness as well and thereby reduces the seriousness
that can so easily slip into things. Of course, the humor here is
respectful humor and not aggressive humor that makes jokes at the
person’s expense.

Provoking a person to inwardly fight for what they want and to push
away everything that gets in their way or could get in their way
“sharpens their ego-strength.” Wrestling with them in this way invites
them to create their own answers and solutions and so solidifies a new
understanding, belief, decision, or frame making it more and more
their own.

How do you do this provoking? If youhaven’t seen it in person or via
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a video or DVD, then here’s a list of possibilities.

. “So you like that, do you?

. And I suppose you want to keep that with you?

. But you’d be too dangerous with that . . . I don’t think we
should let you keep that?

. No, you can’t. I’m going to take it away from you.

. You can’t remember that! You can? Nah! You won’t!

. There’s not a single thing that you can do to keep that in your
mind!

. You’d like to have this when you’re at work?

. But there has to be lots of things in the back of your mind
objecting to this, right?

. You can answer any objection that arises? No, you can’t!

. Is this yours? No, it’s mine. I gaveit to you. You can’t have

it.
. They will think you’re on drugs!
. They might laugh at you! And that would be really terrible!

Right?

. But you’re just saying these things, it’s not really real.

. It’s just a pattern and you don’t really want this, do you?

. Well, you might want it, but you don’t really feel it.

. You have not really made images in your mind that translates
this into your mind.

. No, you can’t have this, the world’s not ready for you!”

The Strategic Nature of Patterns

Every performance requires know-how or a strategy. 1If you don’t
know how to lose weight, eat sensibly, negotiate a raise, handle a
strong-willed child, keep yourself up when your hopes crash to the
ground, stay resilient when life knocks you down, etc., then you need
a strategy. You need a strategy for how to engage that activity to
create an important performance. You need a pattern that will give
you a step-by-step process for learning the critical distinctions.

Do you know how to take criticism well and to use it constructively?
Do you know how to motivate yourself? The blunt fact is—if you
don't have a strategy for a particular goal or performance—you won't
be able to do it. Do you have a process for resolving conflicts
respectfully? Do you have the understanding and skills for gathering
high quality information when someone speaks in vague and abstract
terms? Do you have a clear image for speaking affirmatively and
showing affection with those you love? If not, you may simply need
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to learn or invent the strategy that will enable you to pull it off.

You develop your strategies through your experiences, learning, and
discoveries. In such learning you add the requisite distinctions to your
awareness so that you refine your strategy for achieving a given
performance. When you learn, you organize and sequence your
sensory and abstract representations in a way so that you create your
desired skills. As you construct these strategies, you describe them in
terms of what they do—their function. That is, you build up these
strategies to achieve certain outcomes. All of the patterns in this
chapter and the ones that follow are about developing capability and
competence for performance.

* NEW BEHAVIOR GENERATOR

The New Behavior Generator pattern offers you a way to creatively
imagine and design a new behavioral response and a complete
performance script. Use it to begin to expand your choices and
development.

The Pattern:

1) Identify a performance or expertise that you want.
What specific outcome do you want to achieve or experience?
For example, do you want to be more assertive? Do you want
to handle conflict positively? Do you want to accelerate your
learning? Do you want to develop mastery in writing? Do
you want to innovate a new development?

2) Access and anchor the critical components of this expertise.
What are the key elements or components of this response?
Have you ever experienced some part or facet of these
elements, even to a small degree?
When was that, where, what was that like?
Access any past experiences when you did some part of it and
then relive that situation in order to experience those desired
aspects in all representational systems.
Anchor each component piece of this new behavior.

3) Create a full scenario in your imagination.
What is it like when you create a detailed set of images of
yourself engaging in this new behavior?
Can you see yourself doing it?
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Keep editing your inner movie of this desired behavior until
you can set back and observe the entire sequence as you
would a documentary show.

4) Run a check on the ecology, reality, and quality of it.
Are you fully aligned with engaging in this behavior?
Is there any part of you that objects to this new behavior?
Is it ecological for your health, relationships, work, etc. if you
were to make this movie a reality?
Check in all representational systems for any sense of
objection.

5) Check and satisfy any objections.
What is the objection and what does it say that you need?
How will this affect you as you re-edit your movie?
What resource or resources do you need to add to your
strategy?
Is there any objection left when you run another ecological
check?

[Continue this process until there are no objections.]

6) Step into the movie to fully experience it.
If you’re ready to treat yourself to a new behavioral flexibility,
then step inside the images so you can then go through the
sequences from an inside view.
As you experience yourself successfully engaging in the new
behaviors, what can you use for a strong self-anchor for this
state and feeling?

7) Commission your inner executive to take ownership of this
performance.
Will the part of your mind that makes decisions analyze the
movie that you have created and pull from it the essential
ingredients of the process you want to have within?
Will this part of your mind take ownership to run your
neurology for making this expression more real to you?
Will it take responsibility to enable you to do this performance
exquisitely and easily whenever it needs to be done?
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8) Future pace.
As you now imagine taking this new behavior into your future,
are you fully aligned with this?
Any other considerations so that this new response is
completely appropriate?

* SKILL DEVELOPMENT
FOR PROFESSIONAL DEVELOPMENT

This pattern utilizes the three process matrices of meaning, intention,
and state of the Matrix Model and the five content matrices. The
three processes come from cognitive-behavioral psychology while the
five content matrices come from developmental psychology. For
more about the Matrix Model, see the book by that title, also
Appendices C and D.

The Pattern:

1) Identify a skill that you want to develop.
What skill do you want to develop for your professional
development?
What skill would take you to the next level of experience and
development?
What performance do you want to excel at?

2) Create a Matrix of frames about that skill.
1) Intention:
What skill do you want to develop?
Why is this important to you?
What is your first level intention in doing this?
What are your highest intentions for this?

2) Meaning:
What does it mean to you?
What else could it mean to you?
What does this skill development and performance mean to
you?
What do you believe about it?
What frames of mind and attitudes do you need?
What is higher than that?
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3) States:
What states do you need to pull this off?
What feeling states best support this?
What are the best states of those who are experts in this?

4) Power (Resources)
What other resources do you need?
Do you have talent for this?
Is this playing to your strength?
Do you have a natural predisposition for this?

5) Self:
Who would you have to be to fully own this skill?
Who will you be when you have this skill well developed?
What adjustments in your self-definition do you need to make?

6) Others:
Who would be a wonderful mirror to give you feedback as
you develop this skill?
Who will support you in this endeavor?
Who will be your mentor and/or coach?
Who would you like to appoint as someone to hold you
accountable for developing this new skill or taking your skills
to the next level?

1) Intention (again):
How committed are you to this?
How much more committed do you need to be?
What would do that for you?
Are you going to develop this skill? Will you?
How much better will you become at it this month? This
year?
What will you do tomorrow? When will you begin?

7) World:
What domain does this skill or performance occur within?
What do you believe about this field?
What’s your attitude about this field?
How passionate and committed are you to making a
difference?
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* REPRESENTATIONAL CLARITY

While you start with knowing what to do, that’s not the end of the
story about your knowledge. There is also the question of how
clearly do you know what to do and how clearly do you represent it.
Without representational clarity of what you know, you may be
operating from a vague, unclear, fuzzy, even confusing map. If so,
that lack of clarity may undermine your ability to act.

Clarity refers to having all of the essential elements of a process and
being able to represent the action in your mind as if it were a movie.
Such clarity endows you with tremendous power. In clarity lies the
power of sending clean and discreet messages to your mind-body-
emotion system. It gives you the power to know precisely what you
want and what distinctions to make along the way. Clarity in this
sense enables you to more fully install patterns so that the knowledge
becomes skills.

Use the raw material of representation (the see-hear-feel sensory-
based maps) along with words to take charge of the frame setting
process. Since vividness facilitates the installation process, use words
more elegantly, dramatically and vividly to captivate your
consciousness.

The power of expressiveness lies in painting vivid and dramatic word
pictures for yourself and others. Develop word pictures that grab
attention so powerfully that it will not let a mind go until it does its
bidding. What images, words, sounds, and sensations grab you and
pull you so close that you can’t avoid its presence? To grab attention
compellingly, rivet every bit of attention on a dramatic scenario.
Make it memorable, dramatic, and unforgettable by using emotion-
laden terms to conjure up new possibilities. For more about this, see
the book, MovieMind (2002).

The Pattern:

1) Identify a wonderful, dynamic, exciting idea.
What idea would you like to install within yourself as your
frame of mind?
Ifitis a NLP presupposition, which one really inspires you?
What exciting idea pulls on you and compels you to make it
yours?
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As you state it, and find words to express it, how much does
even this put you into state?

1b) Identify a desired performance.
What competency (skill, behavior, performance) do you want
to develop or take it to a new level?
What would this look or sound like if you described it as a
movie?
How well can you see it now, in your mind, from beginning to
end?

2) Step into a state of playful outrageousness.
Have you ever been playful? I mean outrageously playful?
As you recall the feeling of being playfulin an outrageous way
from a memory or imagination, something that invites you to
be a bit of outlandish, notice what happens when you use this
state to express the great idea. How does that feel?

3) Sensationalize the idea or competency as a sensory movie.
What can you do to make the idea dramatic, vivid, and wild?
What moves you to feel that it has become an internal
sensorama land for you?

As you re-write the idea, do so until it becomes refined and
honed more and more compellingly attractive and just notice
what happens to you.

How else can you load the expression of the idea with the
qualities and features that make it more sensational,
memorable, powerful, etc.?

Asyou play with it by finding the voice, gestures, movements,
etc. that give expression to the frame, what expressions work
to really juice it up?

4) Appreciatively enjoy and have fun with the dramatization.
Do you appreciatively enjoy the idea?
Do you have a lot of fun just thinking about how dramatic the
idea now seems to you?
How could you add more fun to it?

5) Say a powerful “Yes!” to it.

As you confirm it repeatedly with a biggerand bigger Yes, just
how much are drooling?
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6) Future pace.
As you stick it as a compelling idea into your future, and
imagine running into it and then through it, what is that like?

* META-STATING OWNERSHIP

Once you know what to do, you have “Change imposed
to take ownership of it so that you | s change opposed.”
build up a robust sense of response-
ablenessabout it. Have you done that?
Do you feel that this is your responsibility and that you own that
responsibility?

Unless you “own” your responses of thoughts, feelings, choices,
actions, etc. as your own, all implementation, embodiment, and skill
development will be most difficult, if not impossible. You also have
to train others to “own” their powers so that they can fully commit
themselves to their choices.

Ownership arises when you invest your ego in something. You do
that by opening your ego-boundaries and bringing that person, object,
or experience into your internal world and making it yours. You can
then say, “Mine!” In so owning and personalizing you begin to
incorporate what you know and somatically acknowledge what you
value and want. The design of this pattern is to use your powers of
ownership to take true control of your response-powers so you can
make things happen.

This pattern enables us to recognize and own our core “powers” or
functions. By meta-stating our core powers, and owning them, we
can create the foundation for personal empowernent and then the
more complex states of responsibility, proactivity, initiative, and risk-
taking.

The Pattern:

1) Access a full experience of your four central powers.
Have you ever felt in control and empowered?
What has enabled you to experience the sense of power,
control, or capability?
As you step back into that experience, how much are you
there again?
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Now with this in mind, notice your two private inner powers
and how you experience them in that context.

Thinking:  representing, believing, valuing,

understanding, reasoning, etc.

Emoting: feeling, somatizing, valuing, etc.
You also have two public or outer powers by which you can
effect yourself and the world. Notice how you used these
powers in that event.

Speaking: languaging, using and manipulating

symbols, asserting, etc.

Behaving: acting, responding, relating, etc.
Just notice and enjoy and appreciate these powers as you
access them fully from that memory. Access them so that you
feel these powers now and set a frame in your mind that
accepts and owns them. Use your hands to mime these
powers in your own personal space to create your Circle of
Power and influence and responsibility.
How fully are you experiencing your powers?

2) Access and amplify a sense of “ownership”
What can you say “Mine!” to fully so that every fiber in your
body knows that it is yours?
Has there ever been a time when you said “Mine!’ that fully?
Recall that time and allow yourself to experience it fully.
Feel it when you strongly sense that something is yours, when
every fiber in your being says, “Mine!”
Keep it small and simple: “My hand!” “My eye.” “My cat.”

“My toothbrush.”

Have you found a “Mine!” that is clearly yours in a positive
way?

How much do you feel that ownership when you say
“Mine!”?

3) Amplify your ownership states until your neurology radiates.
As you amplify your sense of ownership and say, “This is my
zone of power. I am totally responsible for my responses of
mind, emotion, speech and behavior . . .”

What do you notice that transforms things?
How does that feel?

4) Access the states of acceptance and appreciation of “mine!”
What small and simple reference gives you the feeling of
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acceptance?

What do you feel when you welcomed and acknowledged
something? (Menu: a rainy day, the traffic)

As you apply this feeling to that which you own, how does
that feel?

What do you easily and naturally appreciate?

What happens when you feel appreciation about your
ownership?

5) Apply your personal empowerment.
Where do you need a greater sense of your personal
empowerment?
As you consider the skills and competencies that you are
developing, are there any contexts where you need to feel,
experience, and utilize your powers?
Are there any contexts or situations that have, in the past,
created or sense of dis-empowerment?
Feeling fully your personal powers, and holding that
awareness, open up a scene of dis-empowerment in your mind
but only at a rate and speed that your sense of empowerment
grows— and notice how this transforms that imagination
and/or that old memory.

6) Future pace to embody.
Imagine in the weeks and months to come, moving through
the world with this frame of mind about your zone of response
... power... Do you like that? Just notice how it will
transforms things as it allows you to fully claim your mind,
heart, voice, and response powers.
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* SETTING RESPONSIBILITY
TO/FOR FRAMES

Knowing what to do and how to take ownership in doing it is one
thing, knowing the boundaries of where it’s appropriate and where it
is not is another. This is where the to/for distinction comes in.
To/For is the distinction between what you are responsibility for and
who you are responsible to. This distinction critically maps out two
very different concepts and experiences. The word for maps things
about “accountability” and the preposition o maps “relationship.”

For:  You are responsible for
yourself— what you say and do, the
structures and frames that you set up.
You are responsible  for how you
interact, treat people, the spirit and
atmosphere that you set, etc. But, you
are not responsible for how another
person thinks, feels, talks, or acts.
They are responsible for that.

RESPONSE — ABLE
FOR

THINCING

(‘()) SPEAKING
FEELING l& ACTING

RESPONSIBILITY TO/FOR LINE

To: Yet you may be responsible fo

them . . . to them as clients, friends, participants, as learners, as
colleagues, as human beings, etc. If you are in relationship to them,
you may have accepted that there are things that you will give to them
in exchange for what you want them to give to you.

Separating out and stepping into a state of clarity about this
Responsibility To/For Distinction empowers you in relating in a
healthy way, not creating sick and dependent relationships, or getting
off on the “power” or “authority” that comes along with being out in
front as a leader.

The Pattern:

1) Access your power zone.
Access, acknowledge, and appreciate your four neuro-
linguistic powers of thinking-emoting, speaking and behaving.
Step into your power zone and own it fully as you bring
“ownership” as expressed in “Mine!” to your zone of power.
(The Meta-Stating Ownership Pattern).
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2) Distinguish between For and To.

Try on the following lines and notice the degree to which they

fit and settle well inside you.
“I am able to respond (response-able) for my thinking,
emoting, speaking and behaving. I own and
acknowledge my ability to make such responses. They
are mine and I will not hold anyone else responsible
for these powers.”
“I am not able to respond (response-able) for the
thinking, emoting, speaking, or behaving of anyone
else! I cannot and will not assume any ownership over
their power zone. It belongs to them. I acknowledge
that, appreciate that, and will honor that.”

How well do these belief statements settle? If there are any

objections inside you, notice what they are so you can deal

with them shortly (step 6).

3) Step into this experience fully and feel it as you gesture it.
Feel it in your muscles. Let it become part of your muscle
memory.
Invent awesome and memorable phrases for expressing this
basic principle. The ones that work for me are the following.
Use them as they are or to prime the pump of your own
creativity as you invent ones that work best for you.
“If it doesn’t come out of my mind, my mouth, my
heart, my body . . . it’s not mine!”
“I will not insult others by treating them as fragile,
weak, and unable to claim their personality powers.”
“I have my own full time job being responsible for
myself.”
“I refuse to act in a co-dependent way by thinking I
need to rescue others.”
“I will only invite others to contract with me for
assistance, I refuse to be seduced into fixing them or
cramming it down their throats.”
“I don’t have to or need to rescue anyone. Others
have the right to choose to be as unsane as they want
to be! Especially family members!”
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4) Apply to one of your relationships.
Imagine a training group or an individual person who has
contracted for you to do something (coach, train, lead,
manage, be a partner, be a colleague, etc.). Now apply the
responsibility to/for distinction to that relationship.

“I am responsible zo you for what we have agreed that I will
give to you.”

“You are responsible for yourself, for your thinking, feelings,
speaking, and behaving and o me for what we’ve agreed that
you would give to me.”

5) Elicit supporting frames.
What do you need to believe in order for this to become fully
integrated?
Who do you need to be to complete the embodiment?
What other resources would empower you to make the to/for
distinction?

6) Troubleshoot if there are any objections.
Objections to these distinctions will consist of beliefs that
either do not allow you this power or some convoluted mis-
belief that somehow tries to make you responsible for the
responses you are not actually able to generate and so
represents a false map about that.
If the first, give yourself permission to be responsible only for
yourself. How many times do you need to repeat this until it
fully settles?
If the second, give yourself permission to not assume god-like
powers over others.

7) Future pace.
Would distinguishing responsibility to and for empower you?
Do you like this?
Will you remember it?
As you imagine using it as you relate, how does that feel?
How aligned are you with it right now?

-67-



Achieving Peak Performance Chapter 3 Getting Yourself to Act

INTENTIONALITY

As knowing what to do in a given performance is a critical success
factor, so is having a strong intention to do it. Having the capacity to
perform without the will and the intention severely undermines the
performance. Yet how intense is your intention to engage in a given
performance? Do you have a big enough intention? Do you have a
robust and powerful intention that will carry you through in spite of
obstacles?

This brings up a problem in many performances and explains under-
performance. While often you “intend” to do something, your
intention may be so weak that it is easily distracted.
“Oh, yes, I intended to do that, I just never got around to it!”
“Well, as you know, as they say, ‘the road to hell is paved
with good intentions.’”

Intentionality enables you to use your power to rise up to the higher
and highest levels of your mind so you can begin to embody your
highest purposes, intentions, and dreams. In Neuro-Semantics we
distinguish “thought” in terms of intention and attention. These are
different levels and dimensions.

Attention: What you represent on the screen of your mind and

what’s in your immediate perception is what is on your mind. This

describes our attention. What are you attending to? What is getting

your attention? What grabs your attention when you are attempting

to attend to something else? The attention and content of thought

creates your primary level focus and it answers such questions as:
“What’s on your mind? What are you thinking about? What
are you representing? In what way?”

Intention: Yet above and beyond that you have other thoughts,
thoughts in the back of your mind, your higher thoughts about things.
This describes your intention. First you have content—what’s on
your mind, what is before you. Then you have other thoughts, the
thoughts in the back of your mind about the first—these are your
meta-state levels. Your intentions and higher frames generate your
drive and higher level purpose. This answers such questions as:
“Why are you thinking that? What’s your motivation, agenda,
or intention behind that thought? What thought lurks back
there in the shadows of your mind about X7
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Thinking involves both attentions and intentions. Thinking involves
the thoughts in the front of your mind (attentions) and the thoughts in
the back of your mind (higher level intentions). You have thoughts
layered behind or above your thoughts. Precisely because every
thought has an agenda, motivation, or intention you can discern this
two-layered nature of thought.

If you live only at the level of attention, you will be full of attentions.
Yet you can only experience so many attentions before you reach a
threshold and can’t take anymore. Then, as attentions come and go,
you will find yourself easily distracted. Then some doctor will label
you ADD and try to medicate you!

If you live from a higher intentional level, then what you set as your
goal, objective, outcome, purpose, and value will direct and guide
your attentions. Itisinstrengthening and empowering your intentions
that enable you to set your highest intentions as an attractor frame so
that they can govern your daily attentions.

How does this work? How can you learn to do this? First, move up
to your higher intentions and amplify these higher motives for “why”
as your higher intentional states. This will enable you to take an
intention stance. By giving yourself permission to create and live in
the higher intention, you commission your highest intentions as
attractors in your mind-body-emotion system. Then you can give
your attentions to do service to your highest intentions. We describe
the principle that governs this in this way:

Energy flows where attention goes as determined by intention.

Your mental, emotional, and somatic energies go to where your
attention goes. Notice anything—and you will start thinking about it
and experiencing it. In this, you will be sending signals to your body
to respond to it. This describes your attentional life. As goes your
attentions, so goes your energies. No wonder advertizers and
marketers work so hard to get your attention. They know that
without attention, nothing will happen. There will be no market and
no sales.

This also is life in the world of reactivity. Stimulus occurs, gets your
attention, and so you react. The prize goes to whoever creates the
biggest stimulus that generates the most compelling attention. Such
is certainly the life of animals and small children. And sadly also it is
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all too often the life of many adults. Today, it is in vogue to call it
ADD (Attention Deficit Disorder). Yet here is the irony—there’s no
deficit of attention in Attention Deficit Disorder. The deficit is at the
level of intention (IDD, Intention Deficit Disorder). If this was the
end of the story, human possibilities would be severely limited, would
they not?

The good news is that this is not the end of the story. Above and
beyond attention is intention. Yet the intention has to be set and
energized. And not infrequently it has to be refreshed or it will fade
and you will forget as the world of attentions will keep calling to you.
What is the solution? Identify and strengthen your intentions so that
you can take an intentional stance and coach your body to feel your
most robust intentions and then align your attentions to them. That’s
what the next pattern, the Taking an Intentional Stance Pattern,
facilitates.

When you run the following pattern—the key to success will be your
ability to hold the intention frames that emerge and by holding them
for the client, to facilitate the person to access each next level.

* TAKING
AN INTENTIONAL STANCE

The Pattern:
1) Identify an important behavioral task with which you have a lot
of energy, focus, and motivation.
Identify an activity to use as a reference point to explore your
higher intentions.
What are some of the coaching tasks (leadership, business
activities, health and fitness activities) that you engage in?
What do you need to do in order to succeed?

1b) Or, identify an important task that’s hard to focus on.

What are some of the tasks that you engage in as part of your
performance that just as soon as you begin, you have a
multitude of other thoughts interrupting your attention and
preventing focus?

What task, routine, chore do you need to do in order to
succeed which induces a state of ADD in you?

Good, let’s use that activity as a reference point to explore
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your higher intentions.

2) How is that activity important to you?
I take it that that activity is significant, right? How is it
significant? How is it valuable? Meaningful?
In what way?
What else is important about that?
How many other answers can you identify about this activity?

3) Move up the meta-levels . .. one at a time.

So this activity is important to you because of these things.

And how is this important to you? What’s important by

having this?

What is important about that outcome?

And what’s even more important than that?

And when you get that fully and completely and in just the

way you want it, what’s even more important?
[Continue to reiterate these questions over and over
until you flush out and detect all of the higher values.
Write down on paper the levels of higher and higher
intentions. |

4) Step into the higher states of importance to feel them fully.
That must be important to you? [Yes.] So just welcome in
the good feelings that these meanings and significances invite,
and just be with those higher level feelings for a bit.

Do you like that? [Yes.]

Let those feelings grow and intensify as you recognize that
this is your highest intentional stance, this is what you are all
about . .. isn’t it? Now take a moment to fully enjoy this
awareness.

5) Bring the higher states/ frames of mind down and out.
Now experiencing these higher feelings in mind . . . and
letting them amplify so that you experience them fully . . .
imagine this highest intention getting into your eyes and as
you now close your eyes, just be with the feelings and in a
moment I will ask you to open your eyes and to look at that
activity with these eyes. Are you ready? Okay, open your
eyes and with all of this emotion in your body, look at that
activity ... and notice how this [fire anchor] changes that. And
as you imagine that this becomes your way of being in the
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world and imagine moving out into life tomorrow with them

and as youdo ... and as you engage in that work-
related activity that’s part of your life, health, wealth building
plan, etc., notice how the higher frames transforms it . . . and
take all of this into tomorrow and into all of your tomorrows

6) Commission your executive mind to take ownership of this.
There’s a part of your mind that makes decisions, that chooses
the pathway that you want to go, will that highest executive
part of your mind take full responsibility to “be of this mind”
about this activity and to remind you to see the world this
way?

Imagine using this as the basis of your inner life, your way of
being in the world. Do you like that?

7 ) Invite other resources.
Would you like to bring any other resource to this intentional
stance?
Would playtulness enrich it? Persistent? Passion? Etc.

Afterwords

Sometimes when I run this pattern with someone, we will go up

several levels and suddenly the person will realize something.
“It’s not important. I thought it was, but it really is not.
There’s nothing I get that’s more important. Actually, 'm
only doing it, or trying to get myself to do it because it’s
important to someone else or least they say it is. 1 have
accepted it only because I’ve been taught that it should be
important to me. But it is not.”

When this happens, consider it a success. You have just discovered
some behavior or performance that you can eliminate from your *“to
do” list. Now you no longer need to force yourself to attend to it.
Now you’ll have more mental and emotional energy to devote to
attending to the things that truly are important to you.
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* META-STATING DECISIVENESS

Regarding a performance that you want to take to the next level, you
know what to do, you have a strategy for pulling it off, you have
created a clear set of representations, you have set your intentions
around it. Great. Is that it? Is that sufficient?

Yes, if you have alsomade a decision that you are going to do it. So,
are you? Have you made a clear-cut decisive decision that you willdo
it? When we access and use our power to decide, we experience the
state of being decisive. In deciding, you literally de-cide, that is, you
cut off alternatives and push away options as you focus on a singular
pathway. To say “Yes!” to one thing necessitates saying “No!” to
other things. It’s that simple and it’s that challenging.

Decision also involves aligning and empowering your highest
intentions to drive and govern your everyday attentions. In this way,
you engage in pathfinding and pathmaking. When you “make up”
your mind, you solidify your frame of mind as you “hold” a meaning
in mind. This is what empowers you to be decisive.

Thresholding: If objections emerge, it is almost always that the person
doesn’t have permission to decide. To check, ask the person to go
inside and check. Say the words, “I give myself permission to decide
and to be decisive.” As you say those words, what happens? What
do you become aware of? How well does it settle? Any objections?
If so, what is the objection? What stops you from allowing the
permission?

The Pattern:

1) Access the feeling of a ““decision”
Step in and experience a great decision you made that worked
out wonderfully, and which you made with the qualities of —
decisiveness, resolve, without a question, firm, confident, etc.
Cut off the alternatives with your “No!” as you affirm your
preferred choice with your “Yes/!”
Have you ever made a decision that you absolutely knew and
felt was a great one?
Have you ever made a decision that you had to spend some
time clarifying your values and visions and when you did, you
then took effective action?
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2) Amplify the feeling of ‘“decisiveness’’ and apply to your desired
frame or game.
What does it feel like when you juice up this state until it
sizzles with a sense of power and control?
How does it influence and affect your body, eyes, breathing,
and posture?
How much more empowering can you make it now?

3) Make an empowering decision about your decision.
What kind of qualities would you like to embed your decision
strategy within?
What about balance between values/visions, others, health,
etc.
What about thoughtfulness, permission to say “No!” to good
choices, delight and pleasure, proactivity, willingness to take
a risk, the wisdom of consultation?
What other qualities?

4) Access your higher executive.
Because there’s a part of your mind that makes decisions, go
inside and recall a time when you made an executive decision
in your life to go in a certain direction, make a major
commitment to another person, to a job, a company, etc., can
you not?
As you recall it fully so that you step into it again and notice
it, how does that feel?
When you finally made your decision, what was that like?
How do you know when you finally experienced the sense of
decisiveness? What lets you know?

5) Amplify and anchor.
Notice the meta-state frame of mind of “making up your
mind” in a powerfully decisive way and set an anchor for that
meta-state. Now apply this to your decision.
Do you like it?
How would you describe this frame of mind?
What did you eat for breakfast last Monday? (Break state
question).
Now notice what this brings to your mind (fire anchor). Did
that bring back the state?
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6) Identify supportive frames.
What belief supports you being decisive?
What intention would be highly supportive?
What identity, permission, or other resource?

Qualify with the higher frames that you choose:
— Confidence
— Quality Control
— Flexibility
— Open feedback loop
— Compassion

7) Step in and experience it fully and imagine it as a resource for
all of your tomorrows.
What is it like when you imagine going in to all your
tomorrows with this power to make up your mind and be
decisive about the things of importance to you, your values,
and what you want to do?
Will you keep this?
Really?

* FEEDBACK:
RIDING SYSTEM LOOPS

How are you doing? Whatever your answer, how do you know that?
Do you know how you’re doing? How frustrating to be engaged in
something that’s critically important to you and not have a clue as to
how you’re doing or where you stand. Suppose you went bowling
and had to bowl without being able to see the pins, how satisfying
would that game be? Take feedback away and the joy of the game, as
well as the magic of improvement, is taken away.

In taking your performance to the next level, after you have your
strategy, clarity, intentionality, and decision, then what? What else do
you need? The answer is that you need feedback. You need feedback
to see if what you are doing is actually succeeding. Is it working? Is
it moving you to that peak performance that you want to create?
How quickly are you making improvement?
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You severely impair your learning efficiency without feedback.
Without feedback you are working in the dark about the results you’re
getting and whether what you are doing works or not or what you can
do to improve. As you learn to truly welcome feedback, you have to
really know that it’s not about you as a person, but about the results
that you are getting from your actions. It’s just feedback—just
information about actions.

In the human neuro-semantic system, there are several feedback and
feed forward loops. These loops describe the flow of information
through the system and give you insight about what happens
(mentally, emotionally, and personally) along the way. In the Neuro-
Semantic Matrix model we learn to follow the energy of a human
mind-body system in the following loops:

1) The primary loop of stimulus — response.

2) The meta-stating loop system of meaning making.

3) The multiple meta-stating loops within the seven matrices.

All of this means that the more open and playful your attitude about
feedback, the more you can learn, can accelerate your learning, use
everything for improvement, for becoming smarter in your learnings,
and install the ideas, knowledge, and skills that you want for yourself.
Are you game? Then let’s go for it.

The Pattern:

1) Identify the feed forward loops.
What expertise or skill do you want to perform?
What belief, value, understanding, expectation, frame, identity,
etc.?
How do you represent it and encode it on the screen of your
mind as a movie?
Where and when would you like to employ this frame?
As you feed forward your ideas, beliefs, emotions, and
behaviors, what happens?

2) Identify the feedback loops.
What feedback do you anticipate that you will receive?
When will the feedback come?
From what source will the feedback come?
Will the feedback come naturally or will you have to inquire
about it?
Who will notice your performance?
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How will you know that they notice?

What results and effects are you expecting?

What other feedback can you anticipate?

How open are you to that feedback?

When you receive that feedback, what will you do with it?
How will you test it?

3) Imagine activating the loops at the primary level first, then
add the meta-levels.
As you imagine feed forwarding your belief frame out into the
world and then the responses return, notice how this affects
the mental movie that you play on the inside. How does that
feel?
Now notice how you then feed your new ideas and conclusion
back to the higher levels of your mind to new and higher
frames.
Then how that feeds forward down through the levels of mind
. and then out into the world.

4) Enrich your feedback and feed forward loops.
What resources would open up your feedback and feed
forward loops?
What beliefs would more fully support you in this process?
What would be the most empowering thought to feel about
feedback?

5) Future pace and test.
As you think about all of this and add these resources, how
does that settle within you?
Are you aligned with this new attitude and orientation?
So, will you keep it?
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* ACCOUNTABILITY SHAPING

If you want to develop and move your performance to mastery, you
need lots of feedback. You will need good, accurate, useful, and
reflective feedback that truly assists you in tuning up your skills and
integrating new patterns. Only through accurate and timely feedback
can you most effectively install the ideas and skills that you desire.
Doing so allows you to be shaped and to shape others. Via making
yourself accountable to one or more for what you say you want, you
are enabled and empowered to shape your responses most effectively.

. Have you a process for being held accountable for your
performance on a daily basis?

. What evaluation process have you set up?

. What and how do you want to measure your progress?

Follow-throughis all about executing the required tasks and activities
that you want and to move away from non-execution. You need a
process whereby you allow others to hold you accountable.

. Who will you invite into the accountability process with you?

. Regarding what will you make yourself accountable?
According to what criteria?

. How will you measure it?

. How often will you engage in this evaluation process?

. What will cue you that it’s time for a check-up?

. When will you practice or exercise this skill or idea? How
often?

Are you ready to step up to a new level of development and receive
feedback like a professional coach? Is your “receiving feedback”
Matrix well formed and ready to go? What do you need to work on?

The Pattern:
1) Intention: Set a high andtransformative Intention for receiving
feedback positively.
Why do you want to receive feedback? How will it help you?
For what purpose?
Have you decided to refuse to let another’s incompetence or
sloppiness in giving feedback deprive you of the feedback?

2) Meaning: Identify your current frame (meta-state/s) about
feedback (correction, error detection, etc.).

When you think about someone informing you (telling you)

78~



Achieving Peak Performance Chapter 3 Getting Yourself to Act

that you made a mistake, error, messed up, did something
wrong, etc., what thoughts and feelings come to mind?
What state does that put you in?

What do you believe about that?

Deframe the old frames of meaning to slay or tame any and
every old dragon state:

Do these states enhance your learning abilities?

Do these states, frames, meaning serve your creativity,
growth, understandings, etc.?

How do they represent ill-formed maps?

Set new frame that powerfully reframe feedback.

What do you now want to think about feedback so you find it
acceptable and even valued?

Have you the frames set to texture your state for receiving
feedback with the most robust Matrix?

3) State: Separate feedback from the person and even the style.
Most people really do not know how to give sensory-based
feed back. Instead, they give judgments, evaluations, mind-
reading statements, and hallucinations. When they do that to
you, it’s critical that you refuse to let their incompetence or
sloppiness to deprive you of useful feedback. How do you do
that? By conversationally coaching them to translate their
judgments into sensory-based referents so that you can receive
it and experience it as “just information.” To do that use
indexing questions (when, where, what, how, who, etc.) to
squeeze out the specific details hidden inside the criticism.

4) Power: Texture your state with the qualities and resources for
a robust feedback state.
What qualities do you want to texture your feedback state
with?
Do you need more patience, acceptance, appreciation,
recognition of positive intention, commitment to yourself, to
your learning, to your budding genius, etc.?
How hungry are you for feedback? Enough?
Are you able to invite another to specifu the feedback in
precise sensory-based behavioral terms?
Will you make the sensory-based/evaluative distinction when
someone communicates in judgments?
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Will you help the speaker translate from judgment into
feedback?

Will you also stubbornly refuse to buy into feedback that
doesn’t fit for you?

Does your feedback Matrix feel powerful enough yet?

5) Visit the other Matrices. [See appendix D on Matrix Questions]
What frames about Others?
What frames of meaning about the World?
What frames of reference about Time?

6) Future Pace
Now, imagine moving forward with this way of operating with
your feedback matrix fully robust and powerful in this
way—do you like this?
How well will it enhance your interactions and relationships?

* FIRST STEP APPROXIMATIONS

You can shape any behavior, frame of mind, habit, or response if you
reinforce it with pleasure and especially with massive pleasure at
meta-levels. You only need to attach intense pleasure both to the
frame (the inner game) and the game (the outer game).

You never start out in any new knowledge or skill at the top with
refined expertise or with an expert performance. Your first step is just
that—a beginning, a first approximation. From there, you learn how
to use your approximations, along with feedback, to learn how to
move closer and closer to your goals. Every step then become one
step closer. Every step enables you to embody the knowledge and
skill as you make it yours. This is the nature and value of using first
step approximations as part of your development toward mastery.
There is power and momentum in being able to move in the right
direction. There is a building momentum that you can then use for
building up more energy and focus.

The key for development in this is to add massive pleasure to your
first approximations. There’s a reason for this: Pleasure reinforces
every movement and every step forward in the right direction. To do
this, make a list of pleasurable things that you would find “rewarding.”
What would you like to use to reward movement in the right
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direction? The design of this pattern is to use every approximation to
put us in the right direction and to begin moving.

The Pattern:

1) Identify a skill or knowledge that you want to develop.
What is the knowledge, concept, or skill that you want to
develop?
What would a first step, a baby-step, moving toward that
look, sound, or feel like?
What would be some of the first steps?

2) Establish an anchored reward.
How will you or could you reward it?
What for you is fun, rewarding, and delightful?
What pleasurable activity makes you feel more resourceful?
Access fully and set an anchor for two or more of the
pleasures.
Do you now have a pleasure anchor for these?

3) Practice rewarding the early approximations.
Imagine seeing that first step and feel this [fire anchor].
How will you reward yourself?
Who else will reward you?
Who could you invite into a supporting role to provide
rewards like a high five or a meta-high five?

4) Check for alignment and support.
What processes support the change or implementation?
Is your mind-body aligned in support of the new behavior?
Do all of the higher frames in your mind support implementing
this?

S) Add kaizen to the mix.
If kai means “change” and zen “for the better,” then what
changes for the better are you planning?
What if you were to continuously improve (kaizen) in this day
after day, week after week, and month after month?
Would you like that?
How much would you like that?
As you imagine the kaizen of continuous improvement that
follows with that, do you like that?
How much openness to feedback do you now experience?
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* PROPULSION SYSTEM

To achieve peak performance, you have to have a never-die, never-
quit motivation—a passion that will enable you to see things through.
In this, you are pushed and pulled into your desired outcome. And
when you have both pushes and pulls in your motivation, you have a
propulsion system. Aversions and pains kick you in the butt while
attractions and pleasures simultaneously allure you forward. As a
system for enabling you to become more skilled in implementing your
knowledge and skills, a propulsion system facilitates you to embody
what you know in your skill development.

Where there is non-performance or under-performance, you can count
on there being either the lack of attractions or the lack of
consequences. You establish one side of a propulsion system when
you use the Meta-Yes-ing and the Meta-No-ing pattern (Chapter 4).
You de-commission disabling beliefs as you reduce them once again
to mere thoughts as you say,

“Hell No!I will not tolerate or put up with or allow those old

toxic ideas, understandings, feelings, etc. to run my life

anymore.”

You then transform other thoughts into empowering beliefs as you
say,
“Yes! Yes! YES! 1 will welcome and embrace those
empowering and enhancing ideas, understandings, feelings,
and response patterns so that they become my way of being in
the world.”

A propulsion system accesses and utilizes the twin-feelings of
aversion and attraction. So as you identify what you want and why
you want it, you build up your feelings of attraction to a compelling
future. Every empowering concept, belief, decision, feeling, state, and
action that you identify . . . increases the pull of the attraction.

. How strong is the attraction?

. How much stronger would you want the attraction?

. Do you feel compelled?

. Would you like to wake up every day of your life with that

frame of mind?
. What consequence will you set for non-performance?
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A propulsion system also accesses and utilizes the feelings of aversion
in order to get the booster effect. As you look at the ideas, beliefs,
situations, experiences, memories, fears, etc. that hold you back, that
get in your way, that sabotage your best, you identify the things that
you can now turn into powerful aversions. You can then use themto
kick yourself in the butt.

. How strong is your aversion to move away from those
interferences?

. How much stronger would you like to have the feeling of
those aversions?

. Which do you need to sequence first in your awareness, away

from or toward?

If you’re interested in propulsion systems, see the spiral book
Propulsion Systems in NLP and Neuro-Semantics (2002). That work
has a list of eight different propulsion systems.

The Pattern:

1) Prepare for the propulsion.
Identify the meta-program filters of direction and time. Do
you first move toward or away from things? Does either
direction style drive your internal experiences? Where do you
store your time-line in space: to your right, left, immediately
in front, etc.?
Direction sort: Away from — — Toward; balanced.
“Time” spatial sort: left — right — side — other.
Up/Down for “More/ Less” — up for more, down or out for
more.

2) Identify your current motivation.
In what area or about what performance do you want to
create a propulsion system?
How are you motivated about that right now?
When you think about it, do you move toward it, away from
it, or do you feel stuck somewhere in the middle?
Do you need more push or pull?

3) Emotionalize your frame of mind.
What best “emotionalizes” something for you? How do you
activate your emotions?
What would it be like if you sang this frame?
What would the music and dance of this frame be like?
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Suppose you wrote a pledge of allegiance to this frame?
Suppose you put it to poetry?

4) Elicit the twin states of aversion and attraction.
Fully elicit the person’s “states” of attraction and aversion.
Identify three answers to the following elicitation question:
What do you feel strongly compelled toward in your life? As
you think of it— identify what you simultaneously strongly
move away from as you move toward your desired outcome.

. I want you to pick one of those experiences and fully access
the attraction state [or the aversion state]. |This depends
upon the person’s meta-program, toward or away from.]

. Feel this state fully ... how much do you have this state?
Imagine having it all the wayto a1l0... Let it double.
. As I anchor this state, I will be sliding this touch anchor up

(and down) your arm as you sense experience it more or less.
[Slide the anchor up or down depending on what
seems to indicate “more” or “less” to the individual.]
. We are going to keep amplifying both of these states until you
experience the attraction and the aversion states at a 8 to 10
on a scale from 0-to-10. (“I really, really want to get away
from this!”)

5) Establish pain and pleasure leverages.
How would you add massive pain and/or pleasure to this
subject?
What would be massive pain for you if you don’t install this
new frame? What will happen? What price will you pay—
personally, interpersonally, financially, in your health, etc.?
What would comprise massive pleasure if you do install this
new frame? How will this make your life more enriched?
What would kick you in the butt?
How much massive pain and distress do you need to add so
that you will feel it as a red hot poker in the rear end and
move?

6) What “must’” you do or avoid?
A “must” frame-of-reference can empower you to get things
done. You then act because you have to. So, are you willing
to refuse to leave yourself any other choice by leveraging your
old frame as you set a must frame?
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Access a compelling must in your life. What must you do?
What must you not do? What do you absolutely have to do?
When you find a strong and empowering must that’s positive,
access it fully in terms of how you picture it, the sounds and
words you use to encode it, and then step into it so fully that
you begin to experience it bodily. As you do, notice the
physiology of must. Once there, then begin exploring why you
must do this.

Accessing a positive and enhancing “must” in this way gives
you a clear pathway to this neurological state of power. Think
of it as must power. With it, you now have a way to set a
must frame on other things.
[If you experience must or have to as negative, |
recommend that you spend some time de-energizing
those words. Unload them semantically so you do not
merely react to them to your own detriment.]

7) Identify and develop a pleasure anchor.

What is an exquisite pleasure for you?

As you access this state of exquisite pleasure, intensify it to
the point of drool— and then apply it to the new performance.
How’s that?

8) Use the pain / pleasure structure for the propulsion.
Identify the content of the desired propulsion system.

What do you want to become compulsively attracted to . . .
the converse of which you will feel increasingly revolted from
so that you feel increasing pleasure as you move toward the
attraction and more and more pain as you stop moving toward
it?

Just imagine getting more and more of this compelling and
attractive outcome . . . as I slide this anchor in this way and
joyfully imagine the ever-increasing of these values, beliefs,
representations, etc.

Just imagine getting more and more of these things that you
do not want, that you hate, that undermine your success . . .
. and feel this until you say inside, or outside, ‘Enough!”
“No more!” I will slide this aversion anchor more and more
so that you can feel the increasing of this pain when you
hesitate or stop moving toward your goals and you can feel
this as much as you want to until you say, “Hell no!”

-85-



Achieving Peak Performance Chapter 3 Getting Yourselfto Act

. Now imagine experiencing these feelings . . . attraction and
aversion as you move into your future ... [Slide the
anchors . . . as you describe the two directions.]

Establish several loops: “The more— the less. .. ” and “the less---

the more . . ."”

. The more aversion you feel— the more aversion you will feel
until you can’t stand it anymore and you will get the hell out
of there!

. The less aversion you experience— the more attraction you
get to enjoy.

. The more attractions you feel — the less aversions you will
feel or need.

. The less attractions you experience— the more aversion you

will experience.

9) Check Ecology.

. Do you like this? Does this combination of toward and away
from directions serve to enhance your life and give you a
propulsion away from everything that undermines your
success and toward those things that make your life richer and
fuller?

. Does it make your life more balanced, tempered, and
productive?

[Keeprecycling through the Aversions/ Attractions by
eliciting and solidifying meta-level frames that support
each: beliefs, values, principles, decisions.]

10) Symbolize the new direction as your life orientation.

. Let some icon, symbol, word, color, metaphor, etc. o stand
for this toward/ away from propulsion system . .. Just let
something come to mind, and notice how you can use it as you
imagine moving into your future.

. Is every part of you fully aligned with this?

11) Meta-Yes the propulsion system
Do you like this?
Do you want to keep this?
Would this be valuable?
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“NO!” “YES!”
Pains . . . Dis-Values Pleasures/ Values/ Visions
o A
| | The more Attraction
|
\

‘ The more attraction

The More Aversion ‘ The less Aversion
the More . . . The more attraction |

Theless Attraction

|
| |
\ |
| \
‘ ‘ The more Aversion
| |

| |
Aversion Attraction

* ELIMINATING WIGGLE ROOM

How much room do you have to wiggle around with your
commitments and maybe even to wiggle out of them? Do you ever
wiggle out of commitments? As you now realize this phenomenon,
you can now set things up so as to leave yourself no room. Now you
will have to go after excellence and make your dreams come true.
Actually, doing this is part and parcel of every great peak performer.
They burn their boats behind them leaving them without a way to
return so that they have to go forward and make it work. As they
confront their reality, look it in the face, they get their back up so that
they stubbornly refuse to sell themselves short from their goals and
visions. Are you ready to do that?

This kind of dramatic confrontation involves the idea of putting
something so much in your face that you make the attractions and the
aversions completely un-avoidable. Then the subject becomes
inescapable so that you, or another person, have to respondto it. You
have no room to wiggle out of it. It leaves you without excuse.
Would you like to become excuseless?
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With aversions, this becomes a threshold pattern that’s designed to
find an aversion that you say you don’t want, but which you put up
with and tolerate to your own detriment. Upon finding the aversion,
the pattern essentially puts the aversion in your face so that it’s
unavoidable, and continues to do so until you reach a threshold of
pain.

With artractions, this becomes a compulsion or fetish pattern that’s
designed to turn the attraction into a compulsion so that you don’t
have a choice. You now have to respond to it and move toward it.

The problem with many failures-to-implement is that you push the
attractions or aversions off to the side and forget them. You put them
on the back-burner and ignore them. This pattern eliminates the
procrastination, or ignoring of something that you ought to do by
putting it in your face in a compelling and memorable way.  The
design of this patternis to prevent any wiggle-room from not living up
to your highest values and visions.

Once you start this process of thresholding, you need to finish it.
Don’t stop until the aversion bursts. The design here is to move the
person to the place where every fiber of his or her body is totally
disgusted with the idea or feeling of wiggling out of a commitment.
To not finish it is to inoculate the person against it and will make
things worse for the person.

For the coach as the facilitator of this process, you will need to
prepare yourself with the right state in order to “put the idea in the
person’s face.” So, what state, or states, do you need to access so
that you can do this in a way that makes it effective? A menu list
includes such states as the following: playful, respectful, teasing,
mischievous, confrontative, provocative, caring, etc. You will need
to be in the right state to facilitate this, so make sure you are.

The Pattern:
1) Identify the idea that you want or need to put “in your face”
and make it inescapable.
What great idea, wonderful pattern, tremendous empowering
belief, etc. would you like to have before you so that you can
remember it and act on it?
What horrible aversion do you want to keep with you to
remind yourself to avoid?
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Are you absolutely committed to this? [If not then use Meta-
Stating Decisiveness Pattern.]

2) Put the idea / representation in the person’s face.
Do you have a great and inspiring idea —an idea that really
excites you, one that you’d like to wake up every day for the
rest of your life?
What if you miss that completely? What would that feel like?
And why would you miss it?
What would cause you to miss out of the most important thing
in your life? [Elicit the excuse or the barrier, the X.]

Provocative questions:
So X will stop you, you wimp?!
Are you going to let X rob you of this?
So it must not really be all that important to you!

3) Exaggerate until it thresholds.
Imagine the thing which you most dislike continuing and
growing worse and worse over the weeks, the months, and the
years . .. As you imagine that, what do you feel?

What is the most compelling thing about your representation
—in a negative way? Is it the picture —it’s clear, close,
bright, colorful, etc.? Is it the sounds—it’s loud, close, the
tone, its location, etc.? Take the cinematic features of the
representation and amplify the experience by exaggerating it
more and more until it thresholds.

4) Check the ecology at the end and future pace.
So whereare you now? How does the idea of wiggling out on
a commitment or a decision now strike you?
How does this now settle with your health, relationships,
career, etc.”?
As you imagine going into your future, what does your time-
line seem like now?
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* APPLY TO SELF

The nice thing about using the Meta-States model in all of these
processes is it has the apply-to-self mechanism built in. And no
wonder, Meta-States is a model of reflexivity—a model about
reflecting back onto yourself time and again. As a result of this
reflexivity, you are always able to step back from a thought, emotion,
belief, etc. and apply to yourself.

You can also step back at any and all levels of your experience to
notice what you are thinking-and-feeling at that level. This enables
you to recognize the frames that you are setting at that level and what
frames or states you could apply to yourself at that level. This puts
you at choice point and increases your ability to apply great truths and
processes to yourself.

Getting used to working with your self-reflexive consciousness
requires that you don’t go into a spiral and get lost in the process.
This is a matter of practice as well as setting frames.

The Pattern:
1) Identify a positive experience.
What state or experience do you want or want more of*?
Menu list: assertiveness, calm reflection, patience, kindness

when upset, strength of character, time to pace and attentively
listen.

What principle, idea, belief, or practice do you want to have
more self-application in?

Are you willing to apply this to yourself?

Do you have permission to apply this to yourself?

Are you going to apply this to yourself? When?

2) Step back from it to begin noticing your reflections.
As you try it on, in your mind, with a permission statement,
what happens? What comes to you?
What thoughts, emotions, memories, imaginations arise when
you try it on?
Have you traced out the layers of frames upward and gotten
to the end of the matrix of frames? [This is a task of using
meta-questions, see Appendix B.]

3) Design a new inner game for yourself.
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Are you clear about what the experience would be like?
How clear is your inner movie of it?

What else do you need to edit into that movie to make it clear
and compelling?

How complete is it? How important is it to you?

4) Design supportive frames for it.
What do you need to believe, understand, value, decide, etc.?
What higher frame would support that?
Do you now feel that you have a supporting matrix of frames?

S) Apply to self.
How many times do you need to do this until it stays?
After ten or more self-reflexive moves, how do you feel?

6) Accountability check.
Who will you appoint to check in with you about this?
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* TAKING PERFORMANCE
TO THE NEXT LEVEL

Pick a behavior, any behavior, that you actually engage in as a
performance during the days of your life in any given area. What do
you actually engage in and do that’s important, and even critical for
your personal sense of success?
Health:
Eating right. Planning and cooking a healthy meal. Exercising
daily.
Relationships:
Spending time with your loved ones, being firmly caring in
discipline. Investing emotionally in friends and colleagues.
Personal Development:
Studying, taking time to reflect, planning and following
through on development.
Professionally:
Writing a report, memo, article, book proposal, sales letter,
etc., working on a long-term project. Managing the details of
your business.
Financially:
Creating and following a budget. Tracking receipts.

What kind of a performer are you?

. Are you mostly and primarily a top performer? In what areas?

. Are there areas in which you are an under-performer?

. Where in life would you like to take your performance to the
next level?

. Are you crystal clear about where to invest your mental and
emotional energies?

. Is there any area wherein you could become outstanding,

where you could turn in an outstanding performance?

As you know, the bottom line of success in any realm is behavioral
performance. So what are you doing to get the results you want?
Success of any particular behavior is to get the results you want and
the quality of the performance you want. To that end, are you able to
discern between those areas that require fop performance and those
that do not.

With some things (i.e., getting to work on time, picking the kids up
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from school, brushing our teeth, opening bills and paying them),
there’s no need to refine and hone until you are devoting all of your
mental and emotional resources and becoming the best in the world.
In fact, aiming for peak performance in some areas would be a waste
of your resources and energy. Ultimately, you could work out the
optimum speed and time of day for hitting every traffic light so it is
“green’” on your way to work or school, but to what end?

The Pattern:

1) Identify an area where you want to enhance your performance.
In what realm of life do you want to improve your
performance?

What is the performance specifically?

What are the critical success talents, skills, competencies, and
behaviors?

How simple or complex is the performance?

What are the sub-strategies or sub-routines involved in the
performance?

Which sub-strategies or capacities have to be in place to be
able to pull off the performance at the most basic level?
What is your current level of competence at that level?
What strategies and capacities take one from basic
competence to highly skilled?

What is your current level of competence at that level?
What strategies and capacities will take you to the highest
level?

What is your current level of competence at that level?
What are the actions that are required for this?

2) Identify the critical success factors.
What are the critical success factors that determines whether
you turn in an under-performance, a mediocre performance, or
a superior performance?
Do you know anyone who is excellent, superior, or
outstanding in it?
What are the distinctions that make a difference in them?
At the primary level of talent and skill, what’s required?
At the meta-level, what attitudes, beliefs, passion, etc. give the
performance its best spirit and feel?
Do you know the qualities of those who are outstanding?
Are you willing to study, interview, model, and explore to find
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out? How will you do that?

3) Identify the best matrix of frames that support a top
performance.

What are the best states for this performance?

What are the best meanings and intentions?

What are the best belief frames about yourself?

What are the best belief frames about your skills, resources

and powers?

What are the best belief frames about others?

What are the best belief frames about time?

What are the best belief frames about that domain or area?

4) Identify the best perceptual filters for a top performance.
What perceptual filters or meta-programs do the best
performers have?

How do they see things, sort for information, and make
distinctions?

How much flexibility do they have with their meta-programs?
Are there any meta-programs that have to dominate in the
performance? [See Appendix A for more about Meta-
Programs. ]

5) Identify the learning and development curve for a top
performance.
What is the order or sequence of development from the
capacities and sub-routines of a beginner to a top
performance?
What is the best order of learning in order to master the
overall performance?
What time frame can this occur in?
What factors can accelerate this process?
What skills have to become habitual and intuitive for mastery?

6) What higher level frames add the magic touch so that a top
performance becomes truly masterful?
What is the inner “attitude” or “‘spirit” that gives a top
performance that extra special touch?

7) Evaluate your behavioral development.
What new performance does this now open you up to?
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What are the actions that fall out of this performance?
Are you now fully ready to do this?
How aligned are you about this?

* PERFORMANCE REVIEWING

Suppose when you come to the end of a day, a month, and a project,
you regularly take a few moments to review what went well and what
did not? Suppose you bring ruthless honesty to such reviews for the
passionate purpose of learning to take your performance to the next
level? You can use the following pattern as an end-of-the-day review
or as an end-of-a-project review.

The Pattern:

1) Run a movie of your activities and of the performance.
Run a mental movie of all of the activities, events,
conversations, and people that were involved in the
performance.
What stands out? What are you aware of?

2) Freeze frame the movie at places of difficulty or challenge.
Was there anything in the performance that didn’t go as
planned or up to standard?

Was there anything not as smooth, elegant, powerful,
effective, etc.?

Stop the movie whenever you find places where you didn’t
like the response you got from others or where you didn’t like
your own behavior.

What are the problem contexts for you?

How did you do compared to what you forecasted?

What adjustments will you make to improve the performance?
How did you grow personally through the process?

3) Identify resources to apply.
What worked very well?
What actions, feelings, ideas, responses and ways of being
worked well during the performance?
What other resources could you have used and applied from
other contexts?
How could you have made your performance even better?
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4) Identify difficulties to address.
What did not work as well as you would have wished?
When you have identified something, use the levels of beliefs
to ask the following:
Intention: How would you have wanted to affected others?
What do you deem of the most importance in this situation?
Self: What kind of a person do you want to be in this
situation?
Power: What do you want to feel certain about?
What are you able to do or would like to be able to
do?
What feeling or action would you like to have taken?
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Chapter 4

THE ART OF IMPLEMENTATION

verything that you do to install and embody what you know

Efalls into a special area—the science and art of implementation.
And this is the subject of this chapter.

Defining Implementation

Yet what does it mean to “implement” something? The idea of

implementation is pretty simple. Implementation essentially refers to

the following actions:

. To put into action, to act on knowledge

. To bring information down the levels of mind into body

. To integrate and align the information in the system

. To risk experimentation, involvement, engagement

. To learn experientially

. To get knowledge into muscle memory

. To involve the complete mind-body-emotion system

. To coach the body how to feel concepts

. To execute ideas and plans

. To make a concept a part of our way of being in the world,
our modus operandi.

. To move competence from unconscious to conscious

awareness and then to unconscious competence by practice
and habituation until the information — in forms us and
becomes intuitive, natural, and our new default program.

Merely performing and taking action is one thing, having that
performance so well integrated within you so that it is fully and
congruently yours is quite another. Now that you have identified and
developed a new performance, the next step is to install it within you
so that it is fully embodied. That’s what implementation is all about.
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From Knowing to Doing

In Chapter 2 we began with the Mind-to-Muscle pattern as the
solution to the knowing-doing gap and as a central pattern for getting
to performance. We now return to this pattern to think about it in
terms of embodiment or installation.

As I mentioned earlier, I stumbled onto the Mind-to-Muscle Pattern
while researching and during the early trainings after I had modeled
the strategy of Wealth Creation. I was particularly interested in this
because I found that most of the information in the field of wealth
building is encoded in terms of principles. Writers and presenters in
that field have the habit of presenting their information in the form of
principles—*‘the seven laws for building wealth.” Yet hardly any of
them ever provide actual techniques for doing so—technologies in the
form of patterns, processes, step-by-step coaching, etc. They provide
the great ideas, but not the know how that allows a person to take on
those principles and embody them.

Actually, this is true for most fields. In most fields of endeavor, you
can find some truly great generalizations, beliefs, ideas, etc. for how
a person needs to think to succeed in that field. Writers, trainers, and
researchers typically think in terms of the guiding principles and
conceptual frameworks.
“What are the basic understandings you have to know to
function effectively in this domain?”

Taking the approach of identifying principles takes you a long way
down the road to understanding a field (i.e., mathematics,
architecture, chemistry, sales, customer service, psychotherapy,
leadership, entrepreneuring, etc.) and even becoming competent in
that field. Yet it will not take you all the way. It will not because it
does not provide a specific map for navigating the field in terms of
informing you how to learn to think as the experts think.

Into this gap, Neuro-Semantics offer a way to translate the great ideas
into the action of effective behaviors. As a meta-discipline, we shift
from content to structure, from details to form. We move above the
facts and details of what to think to the higher level structural
elements of how to think. Using the levels of mind model known as
the Meta-States Model, you learn how to work with the dynamic
structure of your higher levels of awareness to get yourself to top
performance.
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The idea behind the patterning of
mind-to-muscle in Meta-States is
that you can take a conceptual level
frame-of-reference—some great
idea, understanding, concept, etc.,
and literally incorporate it into your neurology and your muscles.
Then, once it gets into your neurology, you can embody it in your
eyes (your way of seeing the world, your meta-programs), your voice
(your way of talking), and your muscles (your way of being in the
world). This puts the “knowledge” into a form that allows you to
haveready access to it. When you get to this level, the idea operates
as your frame of reference—as your mental-and-emotional
frameworks or Matrix.

Where there is thought,
there let there be muscle.

Most of us who have worked with computers and with various
software programs have so incorporated the conceptual
understandings and processes like function keys, commands, etc. that
now we can make a keyboard sing. Can you? In fact, you may be
able to do so to such an extent, that like typing, you no longer “know”
what specific keys you’re using to center, set off a macro command
and the like. Yet, your fingers know.

Of course, in saying that your fingers know, we have identified a very
powerful, and almost magical, process. It indicates that now a neuro-
semantic program is running the show. When your muscles know
things, we call this “muscle memory.” Muscle memory drives and
governs such complex activities as skating, driving, skiing, reading,
tying a shoe, etc. This means that you have incorporated ideas and
concepts so that they have become embodied at the primary level of
experience as procedural knowledge. Now they hardly seem like
concepts at all; they no longer seem to be things of the mind. You
now “intuitively” know. The knowing is “inside” of you. Somehow.

Well, if you can get higher level concepts and ideas that seem non-
corporal (body, corpus) to become corporal experiences—actual
neurological patterns in the muscles, if you can encode them at that
level, then this gives us something truly worth modeling, does it not?
And that’s precisely what I have been doing with the Meta-State
recognition that we have levels within our mind. We have been using
this discovery in all of our modeling projects and subsequent trainings.

Suppose you wanted to model Wealth Creation. You could read a
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book like The Millionaire Mind (2000) and find all kinds of wonderful
and insightful principles. What you will not find are specific processes
for incorporating the ideas into your body as physiological states.
That explains why most people read and feel inspired and captivated
by the vision that the programs offer, but are unable to replicate it.
Conceptual knowledge and inspiration are insufficient. To achieve
success we have to use specific embodying patterns.

Installing Patterns
You 'have already learne'd and [A gestalt state describes what
experienced several mind-to-

happens when you meta-state
several layers or levels of mind
upon mind. Then out of that

muscle patterns to create your
own personal power of

congruence as you have activated
what you “know” at the higher
levels.  Owning your “power
zone” is one such pattern. There
you accessed a neurological

mixture, the entire system of
interactive parts creates
“something more than the sum
of the parts.” This allows
higher levels of states to

emerge. There’s more about
gestalt states and gestalting in
Chapter 6.]

primary state (i.e., ownership) and
applied it to yourself to activate
your executive powers. This
describes a critical secret of
personal mastery. Doing this also
endows you with the ability to create other meta-states at will as well
as gestalt states.

To achieve this we model both from the top down and from the
bottom up to catch, unpack, and sequence the structure of a subjective
state like “courage,” “seeing opportunities,” and even something as
simple as “optimism.” These are not primary states, nor even simple
meta-states. They emerge from our consciousness operating in a
systemic way so that our meta-stating has the effect of texturing and
coloring our states as it sets higher frames. We refer to this as the
texturing of our states.

This mind-to-muscle process works because your mind-body system
inevitably works to integrate what you know conceptually so that you
know it in your body as well. That’s why mental, intellectual, and
conceptual states do not remain abstract. They keep coalescing into
the primary states. This is not to be confused with the collapsing of
anchors. Coalescing of higher states into lower describes an entirely
different phenomenon. This is the mechanism that turns meta-states
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into meta-programs. When you run this process linguistically, you are
able to translate down into your body the things of your mind—the
higher principles that you want to live by.'

That you all know more than you do speaks of the glory of being
human. It highlights the possibility that you can expand to become
even more than you are, that you can take your performance to the
next level. Yet if you lack a neuro-semantic program for implementing
knowledge, learning more and more and being unable to act
effectively on that knowledge will be a tormenting distress. It will
torment you with all that you cannot do.

The Design of the Pattern

The design of the Mind-to-Muscle Pattern is to translate insightful and
valued principles into neurological patterns in the body. It is to
encode the program into your muscle memory so that it can then run
from that level of experience. The knowledge will be no longer
“heady,” “up in your mind,” or merely “conceptual,” but felt as
“intuitive” and so operate automatically in your behavior. It will be
fully integrated into who you are. Your muscles will “remember”” how
to perform the corresponding actions.

Mind-to-muscle is a coaching pattern par excellence. In this process
you essentially coach your body how to feel an idea. This lets your
muscles “know” and “remember” the operation of the principle so that
your muscles “feel” it. You activate your neuro-pathways that fire the
motor programs in the muscles so the idea becomes your way of being
in the world.

Actually this describes a natural process that occurs all the time.
Consider typing on a typewriter or computer keyboard. The original
learning takes a considerable amount of time and trouble. It demands
rote learning and lots of repetition. To get the muscle patterns and
coordination deeply imprinted and encoded into the muscles, you have
to engage in abundant practice. Yet, once you have practiced and
trained your neurological pathways, then the learnings become
incorporated into the very fabric of the muscles themselves. You
thenlose conscious awareness of the learnings as your muscles run the
operation. At that point, you have translated principle into muscle.
What you know conceptually is now in muscle memory.

The same holds true for expertise, excellence, and mastery in all other
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fields, from sports, mathematics, teaching, to surgery, selling, and
public relations. Begin with principles—concepts, understandings,
awarenesses, belief’s, etc., and translate that level of thought so that it
“comes down” to another level and eventually into muscle itself. I
have found this especially true in modeling resilience, leadership,
wealth building, selling excellence, learning, etc.

The pattern creates this kind of transformnation by taking you up and
down the various levels of mind so that you map from your
understandings about something from the lowest descriptive levels to
the highest conceptual levels and back down again. This is best
accomplished as you let someone coach you through the process. It
typically takes five to ten experiences with this pattern before it
becomes “second nature.” When that happens, then you will be able
to run it on yourself and after that it will eventually happen
automatically. When that happens, it becomes a meta-pattern for how
you think and operate. It enables you to move through life
implementing your ideas. You become that kind of a person—a
person who acts on what you know. And you do that as a matter of
principle.

Figure 4:1

Great Ideal

Model, undeystanding, concept, principle

Attltude, gestalt, meta-state, value

Emotion (an actlon tendency)
The activation of motor programs

( K ACTION...
Action Steps — creating direction

Concrete Representations
Movie
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Mind-to-Muscle as Feed Back and Feed Forward Loops

It really doesn’t matter if you use the top down approach or the
bottom up approach. In fact, by the last step, we engage both
directions.

1) From the Top Down.
Mind-to-Muscle starts at the top with a principle or idea and
brings it down into muscle—this is a feed forward loop. Feed
forward an idea, belief, understanding, knowledge, concept,
inspiration, etc. into your actions. This infuses the output
channel of your talk and behavior with a higher level form of
“energy.” You “energize” your talking and acting with the
idea. For example, what would it be like for you to energize
your tone of voice and gesturing with the idea of confidence?

2) From the Bottom Up.

Open your eyes, ears, skin, etc. and as you use your sensory
systems, take what you notice about the effect of your talk
and behavior and bring it back inside and back up to the idea
or principle to check it out in terms of how successful were
you in speaking and acting confidently. Did it work to your
satisfaction? This is the feed back loop. Monitor the effect of
your actions on the outside world and compare it against the
higher level of mind to see how it fits and to what extent.

The feed forward loop of Mind-to-Muscle enables you to control your
destiny and to run your own life according to your values and beliefs.
Now when you get an idea in your head, you can begin to translate it
down into neurology and outward into proactive action as we
encounter various contexts. That’s the first step of the dance.

The second step involves monitoring things and checking them out in
terms of the idea. Use the feed back loop for running a quality
control of the performance.
Do I like the way I sound? Does my speech convey the care,
compassion, and assertiveness I believe in?

Together the two loops translate information up and down the levels
of mind-and-body and creates a sensitive, responsive neuro-semantic
structure. It creates an ongoing system of mutual influence that keeps
on enriching each other, a network of frames nested inside of yet
higher frames. This re-structures you in mind-and-body so that you
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use feedback and creative thinking as complements to each other.

The Question of Ecology

With this pattern, we check the ecology both before and afterwards,
but do not check ecology during the process. There are several
reasons for this.

First, it is critical that you do not pick a stupid or toxic principle when
you use this pattern. Is the principle ecological? Is the concept
realistic? Is it universally true? Would it make life richer and fuller?
Begin by identifying a great idea, concept, principle, “secret,” “law,”
etc. in your field of endeavor—a principle that has been long tested
and has proven itself as an essential principle for wealth, health and
fitness, learning, selling, influence, etc. When you do this, begin with
an idea that has ecology already built into it because it has long been
tested.

Next, integrate and install that principle into your neurology. This
may cause other conflicting ideas, feelings, principles, etc. to emerge.
Let them. In fact, you want them to arise. If a conflict between the
new frame and some old embodied frame emerges and you feel
uncomfortable about it, just welcome it graciously into your
awareness and beginto explore it. Oftentimes, the “sense of conflict”
is only that, a sense of conflict and no actual conflict at all. You are
only feeling uncomfortable, “weird,” “strange,” because you are
experiencing something unfamiliar. For most people, the sense of
being uncomfortable and not in your “comfort zone” is judged and
evaluated as “bad,” as “wrong,” and the coping response kicks
in—“Stop everything; go no further.”

Ofcourse, aprogram like that in this context will only undermine your
ongoing learming and development. It can effectively con you from
stretching and moving into new territory. So just for the moment, and
just for the purposes of this exercise, welcome the discomfort,
unfamiliarity, etc. and continue to put the principle into your muscle.
By doing this, you are giving yourself a chance to try on the principle.

Then, at the end of the pattern, check the ecology. I have used this
pattern to coach people in putting the basic NLP Presuppositions into
their muscles. And oftentimes, perhaps most of the time, people feel
uncomfortable and want to “check the ecology” at the point of feeling
discomfort. Yet when they do, it messes things up.
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There’s a reason for that. The reason is because any time you check
the ecology while inside of a system, the old system itself will not
want to change. What is at work at that moment is the principle of
self-organizing systems. Don’t ask an alcoholic while intoxicated
about the ecology of drinking ““one more.” Don’t ask a woman
suffering from the pattern of anorexia if it’s ecological to avoid eating
while she’s still thinking and feeling that way. Don’t ask about the
ecology of public speaking when a person is experiencing anxiety
about public speaking.

A new behavior inside an old system of frames will feelun-ecological.
Even though it is the most effective and healing thing for you it will
feel wrong. So when you use the Mind-to-Muscle pattern keep
adding more resources until the system itself changes. Choose some
great principles, proven principles in the field of your interest, and
give yourself permission to feel a little weird until the new mapping
reorganizes your mind-body at all of its levels. As you do, you will be
embodying your highest principles and setting up self-organizing
frames that will allow your mind-body-emotion system to learn a new
way to feel and to operate.

The Implementation Process

The design of implementation is to weave a concept, idea, model,
principle, etc. into the very fabric of your life so that it becomes fully
embodied and integrated into your physiology and nervous system.
The design is to transfer the ideas, concepts, principles, and mental
mapping out of the head so that they become part and parcel of how
you live your life, talk, relate, feel, and move through the world. In
this, implementation is what enables you to use conceptual or abstract
information and make it effective for changing your life and unleashing
your potentials.

An Implementation Model

Now a fully-fledge and formal model involves four things: a
foundational theory, critical success variables, guidelines for using,
and patterns as human technology for taking performance to the next
level. The following makes these explicit as we embody the ideas and
principles.
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1) Theoretical Framework
Implementation is actually your natural

default program until or unless you
learn otherwise. Your mind-body- | A Complete Model
emotion system works as a whole so
that what you think, you feel, and what
you feel, you act upon. The movement
from concept to action is natural and
normal. As you reason and
contemplate something in your cerebral
cortex, you send messages to the lower

1. A theory or theoretical
framework

2. Critical variables

3. Guidelines for using
4. Patterns for using

centers of your brain that creates

emotions —e-motions which highlight the action tendency in every
emotion you feel. The motion that is then created in your body
motivates you to act on, and move out (ex, out) from where you were.
This is how it normally works and yet you can interfere with this
process.

Interference with implementation and embodiment may happen in a
number of ways. Among the most common are:

. By painful experiences so that you become traumatized by
attempting to implement.

. By prohibitions against acting.

. By ignorance of how to implement something, lacking the

specific steps or knowledge, having insufficient knowledge so
we don’t know how to proceed.

. By the difficulty of the implementation and the inability to
overcome that difficulty.

. By being in a state that contradicts or undermines the
implementation.

. By failure to follow-through or to consistently persist at a
task.

. By negative thinking patterns that create disbelief, skepticism,
and doubt.

Without implementation your greatest of ideas, theories, concepts,
and principles become impotent. = You neuter them. It is
implementation that makes ideas truly powerful in changing reality.
After all, plans have to be executed to effectively make a difference.
Planning without implementation is just a mental exercise and one that
actually creates frustration and disappointment.
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When you implement you translate from a concept into your
neurology into your entire nervous system. Your nervous systems are
designed for both excitation and inhibition. Implementation involves
incorporating the “intelligence” or “knowledge” of the concepts into
the entire network so that you do not just “know’ it intellectually, but
in all of the other ways that you can know things.

I't works this way because we are holistic beings. The structure of our
mind-body system shows that we are made to integrate our energies.
When we are not aligned, integrated, theninner conflict occurs and we
feel incongruous, conflicted, and inwardly torn. Studies in cognitive
dissonance reveal the degree to which we need to be able to use and
experience what we know and not just talk about it. When we
become aware of the difference betweenwhat we know, what we seek
to do, what we believe in and what we actually do or achieve, the
dissonance creates a human kind of “pain,” a psychological pain that
we need to reduce and eliminate.

Regarding implementation, we also differ from each other in our
different styles and degrees of implementation activity. The Activity
Meta-Program runs along a continuum from inactive to active,
proactive, and then to reactive. Where do you typically experience
yourself on this continuum?

Inactive Reactive Active Proactive

2) Components: elements, processes

What are the component elements of the implementation process by

which you embody great ideas? What are all of the variables and

contributing factors?

. Concepts, principles, premises, visions, values,
understandings.

. Nervous systems: neurology, physiology, network levels.

. Exciting: inciting, provoking, induction of positive
emotions, amplifying.

. Inhibiting: dampening, prohibiting, induction of
negative emotions, mis-alignments that impede
progress.

. Motor cortex: signals, commands to the body
. Habituation: habits, repetition, learning —> over-learning,
“installation.”
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Practice: practical action, experimentation, trial and error,
play.

Linkages: mind signals body, higher levels command nervous
system, frames-by-implication (FBI) set invisible frames
outside-of-awareness, consciousness governs control,
systemic processes, clusters of processes that work together
with a synergetic effect.

3) Guidelines:
What are the guidelines of implementation? What rules of thumb,
heuristics, etc. govern the embodiment processes?

Act on what you learn as soon as possible.

Never leave the scene of a learning, discovery, feeling without
doing something about it.

Start small and simple and build up to greater complexity.
Take baby steps. The small details count.

Reinforce what works, what moves in the right direction.
Celebrate small successes, count everything as significant that
moves you in the right direction.

Detect and interrupt discounting.

Translate through the levels of the neuro-semantic network so
the concept becomes incorporated into the fabric of the body
or business.

Align all the levels to create focus so that all of the elements
work in concert within a meta-framework.

Because implementation involves both an up-and-down
process you can start anywhere. So start where you are and
enter the system.

Create sufficient energy and enthusiasm for the
implementation.

Coach the body to feel an idea by activating every facet of
your physiology.

Because it’s the feeling that counts, access states with
sufficient intensity as you meta-state new frames.

4) Patterns for Implementation:

What processes as patterns, rituals, and exercises will take a concept
to the gut level so that it becomes incorporated in the body and in
muscle memory? What mechanisms do you have with teeth in them
to translate the great ideas into practice?

Mind-to-Muscle
Meta Yes and No
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Excuse Blow-Out

Coaching the Body

Meta-Alignment

Audaciously bold well-formed outcomes
Commitment pattern

Executive decision making

Follow up and follow through
Meta-Kaizen

Tasking

Recording exercises (journaling)

From theory to guidelines to patterns, all of these factors come
together to give us a strategy of implementation. As a result, this
leads to such qualities as the following:

1) Style of implementation:
Inactively, actively, reactively, proactively
Necessity / desire / possibility
Positive / Negative
Options / procedures
Self / other referent
Internal / external locus of authority

2) Speed of implementation:
How quickly / how slowly
As a whole / piece by piece

3) Beliefs of implementation:
Beliefs that support and enhance or beliefs that sabotage,
interfere and inhibit.

4) Identity of implementation:
Who you are as an implementer, whether your identity allows
you to be a person who execute plans and decisions and make
things happen.

S) Decision making style:
Away from / Toward
Avoidance / Approach

6) Risk style:

Approach / Avoidance
Fast and active / slow and reflective
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Opportunity for advantage / safe and careful

Installation Process Factor

As a trainer, I want to create an impact. That’s also true when I
coach, consult, and write— I want to make a difference and have a
positive impactful effect upon people. Isn’t that true for you as well?
Isn’t that what all of us are after? You want to have a strong and
lasting impact on the people who participate in your trainings and the
people with whom you communicate, you consult, lead, manage,
coach, even love and care for. We want to have an impact that makes
a difference in their minds, hearts, and lives. And you want this
impact to endure so that the benefits continue into everyday life at
work, home, and in other contexts.

On the other side of the coin, when you train, coach, manage, and
lead, the people who you work with similarly want to know that
investing their time, effort, and money will be worth it. In the final
analysis, they are buying the impact and the difference that it will
make in their lives.

. What difference will this make?

. Will the inspiration, knowledge, and skills I learn last?

. Will the skills transfer back to the real world where I live?

. Will the ideas and skills be available when I need them?

. Will T be able to implement the skills at the critical contexts
and times?

. Will I acquire the necessary knowledge and skills offered so
that they become mine?

. In Neuro-Semantics our specific aim is to provide training,

coaching, and consulting so that participants will learn new
ways to run their own brains and manage their lives. To
achieve that, it’s necessary to know how you can get
knowledge into a person’s life deep enough so that it will
stick. Ifthe learnings, insights, and skills come and go, if they
fade away with time, then you have missed something from
truly making them yours.

. How do we take new learnings, insights, processes, patterns,
and models and get them inside us so that they make a
difference in how we think, feel, talk, behave, and relate?

. How do we translate new skills into everyday action?

. How do we transfer them to our workplace, home, recreation,
etc.?
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Our focus here is on installing the perforinance so it becomes fully
embodied. 1t is important to know as much as possible about the
installation process. To that end we ask:

. What factors play a critical role in the learning process that so
thoroughly installs new skills so they become fully embodied?
. What are the components, elements, and contributing factors

for incorporating expertise so you have it within you at the
level of unconscious competence?

Great Ideal

Model, understanding, concept, principle

Belief

Attitude, gestalt, meta-state, value

Concrete Representations

Movie

=

@
( K ACTION...
Action Steps — creating direction

Emotion (anaction tendency)
The activation of motor programs

As we work with the mind-body connection, we are working to
translate mind to body, conscious awareness to unconscious
knowledge, explicit awareness into implicit intuition.

Components and Elements Patterns
and Questions

1) Strategy
Do you have a strategy for engaging in Strategy Elicitation
the performance or expertise? Strategy design
New Behavior Generator
2) Clarity
Have I represented it vividly? Representational Clarity
Do I have representational clarity? Sensory sizzling

Am I crystal clear about what to do? Index Questions
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3) Emotional intensity
Docs the thought of it make me drool?
Am I in the best emotional state in
order to do this?

4) Motivational energy
Do I feel a need for it?
Do I feel excited about it?

5) Fittingness
Does it fit my life situation?
Is it aligned with my highest values?
Does it fit my meta-programs?

6) Identity
Do I want this as part of my identity?

7 ) Responsibility
Do I accept responsibility for this?
Am I responsible for learning it?
Am [ responsible for transferring it?

8) Experimenting and playing
Am I willing to play around with it?
Am I willing to experiment with it?
Will I play around with it with others?

9) Repetition
Am I willing to repeat it until it becomes
second-nature to me?
Will I work with this often enough
to make it habitual?

10) Future pacing.
Have I put it out into my future?

11) Feedback
Will T receive sensory feedback?
Will T look for immediate feedback?

12) Decision

Am I going to do this?
Am I committed to doing this?
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Anchoring
Propulsion Motivation

Amplification
Meta-Stating

Meta-Alignment
Intentionality
Meta-Program Extension

Swish
Self-Definition

Owning Powers
Responsibility To / For
Accountability

Repetition
Spiraling Matrix

Rehearsal
First step Approximations

Time Lines
Ecology Checks
Quality Controlling

Receiving Feedback

Decisiveness
Commissioning Executive
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The Levels of Competency

If installation makes unconscious what you know consciously, then
the embodiment process is one that starts in conscious awareness and
ends in intuitive response. It begins with clumsy self-consciousness
of incompetence and ends in the gracious smoothness of unconscious
competence.

In this process the unconscious is not good nor is consciousness bad
as some have concluded. There are just different levels of “mind.” To
train your “instincts” in a particular excellence, you move through the
levels of conscious and unconscious competency. These conscious
andunconscious levels are the development or stagesthat we typically

Conscious
Competency
Unconscious
Competency
Conscious
Competency
Conscious
Incompetency
Unconscious
Incompetency
Ignorance/Bliss  Painful Awareness Easy Discipline  “Piece of Cake” Higher Knowledge
No Discipline Inadequacy Confidence Mastery of the Skills of
No Skills Self-Consciousness  Adeguacy Intuitive Skills Mastery
No Mastery Unskilled/ No Mastery Growing Mastery Habitual Trainer of
“Hard" “Difficult” Skiliful Programmed Excellence

move through as we learn and develop new skills.

Figure 4:3
Up the Competency Levels

Levels of Competency

1) Unconscious Incompetence

2) Conscious Incompetence

3) Conscious Competence

4) Unconscious Competence

5) Conscious Competence of
unconscious competence
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1) Unconscious Incompetence
This is where we all begin. Here you are incompetent and
ignorant of your incompetence. So you feel just fine. You
don’t know, and you don’t know that you don’t know. This
is the innocence of infancy and childhood.

2) Conscious Incompetence
Then you become aware of your incompetence. Here you
develop awareness and intelligence about skills and
competencies and begin to learn the basics and yet are also
aware that you are currently clumsy and incompetent.
Generally most of us dislike this stage and find the awareness
of our incompetence distressful, even painful.

3) Conscious Competence
Through learning, growth, and development you move to the
place where you are able to operate competently and to pull
off the performance. In this stage, you are aware of what you
can do and how.

4) Unconscious Competence
With habituation of the skills eventually your competency
drops out of conscious awareness so that you begin to
perform the skill automatically so that you don’t even have to
think about it. Your competence is now completely intuitive.

5) Conscious Competence of Unconscious Competence
After you have integrated a performance so it is unconscious
and intuitive you can bring those intuitions back into
consciousness so that you can talk about what you are doing
as you are doing it thereby moving to yet a higher level where
you can provide conscious training for the unconscious
expertise.

Moving Through the Competence Stages

In apprenticing yourself to any discipline, you move through the
developmental stages of competence. As such, you always begin with
incompetence. At first, you have no skill and you don’t even know
that you don’t. In this blissful state of ignorance you are
unconsciously incompetent. Here there is no discipline, no learning,
no skill development, no challenge. Here you live in your Garden of
Eden—Dblissful, happy, and nakedly ignorant. You are unskilled,
unchallenged, and unable to perform in a domain of excellence.

Then you become conscious. Light appears and you realize that a
whole new world of excitement, skill, expertise, and knowledge exists.
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You bite into the forbidden fruit of the “Tree of the Knowledge of
Good and Evil” Yet this creates a certain amount of anxiety,
pressure, distress, and unpleasantness. You now become consciously
incompetent. Here you face for the first time some of the reality
constraints about what it would take to become competent, the work,
the process, the struggle, and the challenge. Here you feel confused,
inadequate, incomplete, “dumb,” and incapable of handling this
domain. And so you are.

In the stage of conscious incompetence you will strongly feel tempted
to run back to the Garden of Innocence. That’s because you don’t
like knowing or feeling your incompetence. None of us do. And if
you run programs of comparison, perfectionism, impatience, etc., you
may get into a state of self-judgment.
“I hate being put down like this.” “What’s wrong with me
that I can’t get this?” “Why does it have to be so hard?” “I’ll
never get this.”

In conscious incompetence the “discipline” of apprenticing yourself to
the new domain seems hard, overwhelming, uncomfortable, and
rigorous. Many people turn back at this point. They refuse to go on
because they don’t have a good relationship with learning itself, with
unsuccessful attempts, with using so-called “failure” and “mistakes”
as just feedback. They don’t seem to know how to give themselves
a chance—an opportunity to grow, develop, and get better. They
don’t embrace and accept the incompetence as just one stage along
the way. They judge and evaluate themselves harshly. If only they
would take a kinder and gentler approach, validating and celebrating
every little step of progress.

Yet if you do the “work” in the second stage, you find yourself
eventually in the marvelous and wonderful place of the third stage. In
conscious competence you feel great. Here the discipline seems easy
and delightful. You have attained a level of competence and so enjoy
it as a skill, confidence and continual development. You have become
a practitioner in the science or art. You know your business, and you
do it well. And though you know that you have many more things
that you can develop, you delight in the level of mastery that you have
attained.

Eventually, this habituates so that you lose awareness regarding how
you do what youdo. You forget where the keysare on the keyboard.
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Yet your fingers know. As it drops outside of awareness, you have
stepped into the next level of development—unconscious competence.
The discipline now seems like “a piece of cake.” You experience it as
“No problem.” You can do it without your conscious mind. The
programs for the competencies have become installed in your very
neurology. Now you do it “intuitively.” There is literally an “in-
knowing” (in-tuition) about the skills. Here the mastery has become
quite pronounced.

We find experts at the level of unconscious competence. Yet this also
means that the expert, typically, will not be able to explain his or her
expertise. They just do it. They have lost awareness of how they do
it.

What’s beyond that? Moving up to a newer and more complex level
of conscious competence of unconscious competence. Here you bring
your competence back into awareness and become aware of its
structure, form, and process. You do that so that you can teach
others how to do this. This is the level of masters.

We all have walked this pathway of competence and have done so
many times in our lives. We have walked it withregard to learning to
talk, walk, meet and greet people, tie our shoes, drive a car, enter a
profession, and a thousand other things. This explains how we can
know something so intuitively. We just know how to type, drive, hit
a ball, etc. The knowing is inside our mind-body system at an
unconsciouslevel. It got in through intentions, attention, and practice
because we put it in as we moved it through the levels of competence.

The Myth of Unconscious Installation

It is precisely because you can and do put things into your
“unconscious mind,” as you habituate and integrate knowledge that
the question of unconscious installation arises. One question on the
mind of many people is, “Can we just bypass consciousness and install
unconsciously?”

Other factors also encourage this question: impatience with the
competency levels, unwillingness to embrace the conscious
incompetence level, and unwillingness to accept the discipline of
practice and habituation. There are also the old myths about
subliminal programming from the old 1950s studies. Once upon a
time when our knowledge was more naive about human psychology,
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we thought that we could subliminally install or program in messages.
By the 1960s in the USA there were even laws forbidding such(!).

Some of this came from an unfounded conclusion that arose when
Penfield began the early explorations into the neuro-sciences. When
he began opening up brains and stimulating parts of the brain with a
tiny electrode, he found that it would at times trigger such vivid
memories that the person would report being there again, seeing,
hearing, feeling, smelling, and tasting what was there originally. Then
some people draw an unfounded and fallacious conclusion from this,
“We remember everything we have ever encountered.”

Today we know better. Our nervous systemand neurology does not
work like a photographic plate or computer chip in recording
information. As we take data in and process it, we model it by
deleting, generalizing, and distorting the information in the encoding.
And that information will degrade if we don’t keep refreshing it. We
can and do forget things.

So can we bypass the conscious mind and install things in our
“unconscious mind?”” The answer is yes and no.

Yes, we can but the content of what we put into the unconscious mind
is not complex content information or competencies. What we can
install are feelings, response potentials, and moods. Accordingly,
most “unconscious” or other-than-conscious trainingcreates response
potential and motivational states. By using various hypnotic
processes you can set a person up to notice, to be motivated, and to
be occupied with something. You can use sentence fragments, non-
closure (not finishing statements), fail to close loops andin these ways
evoke aresponse of interest, curiosity, or discontent. That’s what we
can install unconsciously. = We can do this using post hypnotic
suggestions, embedded commands, and therapeutic metaphors.

But no, you cannot bypass the conscious mind and install complete
skills or complex knowledge in the unconscious. It doesn’t work like
that. In spite of people sleeping with tape-recorders under their
pillows, listening to subliminal tapes, and trying various DHE (Design
Human Engineering)® processes, for transferring any skill or
knowledge into the unconscious mind, it doesn’t work.

The idea that you can bypass the conscious mind and install directly
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into the unconscious level is a troubling assumption that has numerous
problems. First it assumes that there are some complex skills that
have been so installed. But what are they? Can you install the
knowledge and skills for flying a plane unconsciously? Can you
hypnotize a person and install that? What about running a printing
press? How about trading on the stock market? What about surgery,
dentistry, surveying, architecture, speaking foreign languages, etc.?
Well, what about something as simple as driving a car? Could you by-
pass the rebellious mind of a teenager and install good driving skills in
the unconscious? Find out a way to do that or any of these other
things and you’ll become a mutli-millionaire!

Even people highly gifted and talented in these areas have to invest
years of study and practice to become skilled. No one has yet found
a short-cut to apprenticcship in such disciplines. Mastery comes
through consciousness.

The fact is that when it comes to installing high level concepts and
principles into muscle, every expert in every field has to go through
the learning process of apprenticing him or herself to the discipline
and using the neurological mechanisms of repetition, rehearsal, and
patteming of the muscles. We do that with typing, skating, riding a
bicycle, playing basketball or tennis, driving a car, piloting a plane.
This muscle memory later results as our well trained intuitions. Then
we “intuitively” know how to perform the task and the actions and
that moves us to the level of unconscious competence.

Where is there any evidence that complex skills can be installed in a
person without going through the conscious learning process? Sure
we can install a fleeting feeling, but complex skills? Yet what are the
patterns for bypassing the apprenticeship-mastery process? It is
precisely because we do not have “instincts” for how-to-do things as
animals do that we have to learn. We have to use our minds to figure
things out. What we lose in the lack of instincts we gain in openness,
learning, flexibility, and choice.

Howard Gardner’s extensive studies into the biographies of many
geniuses of the twentieth century (Creating Minds) led him to
conclude that mastery in any field, mastery that leads to actual
breakthroughs in those fields almost always takes the genius ten
years— this is now recognized as the famous “Ten Year Rule.”
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The very idea of bypassing the conscious mind and engaging
“unconscious installation” directly is a very questionable process
because it confuses a predisposition and an aptitude with content
knowledge; it confuses content knowledge with actual competency.
It ignores the fact that domains of background knowledge support
skills. In so rejecting theory, conscious understanding, and working
with the higher structures of mind, the so-called ‘“unconscious
installation” actually works to prevent one from learning the skills.

There’s another problem with all of this: It create a false split in the
mind, a war between the conscious and unconscious part of the mind.
When we over-emphasize the unconscious part of mind to the neglect
of the conscious part, we split mind so that we value one part over the
other. As mind is a holistic phenomena it never helps to put it at odds
with itself.

Therefore any attempt to train the unconscious without involving
consciousness distorts our understanding of how each part interfaces
with the other. Sure we can use hypnotic language patterns of
embedded commands, isomorphic metaphors, etc., and get some
“unconscious” responses from people. We can get them scratching
their noses, feeling the need to empty their bladder, and even not
noticing pain as we engage them with something entrancingly
compelling. Yet these are hardly the high quality skills that we seek
to model from experts.

There is finally the problem that if we could install something
unconsciously so that we could just intuitively and naturally perform
some skill without knowing how it happens. Suppose we could, we
would then not have the ability to recover our conscious learning
because we were not conscious in the first place.

Whenmy daughter Jessica turned sixteen and wanted to learnto drive,
I found that I had to bring my unconscious and intuitive way of
driving a standard shift transmission back into consciousness. At first
I felt clumsy and it felt awkward trying to become aware again of how
I was releasing the accelerator as my left foot was engaging the clutch
and my hand was shifting the gears and so on. Yet as I began talking
out loud about what I was doing, as I was doing it, 1 became
conscious again of the processes. And because I could, I could then
show my daughter what I was doing and coach her to do the same.
If this skill had been installed unconsciously, I would not have been
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able to recover it consciously.

So if by-passing the conscious mind is not the way to go in order to
fully embody and integrate a great idea, principle, or insightful
learning, we are now sent back to our original focus. Now we can
return to discover how to work effectively with our mind-body
system.

* META-YES-ING

In terms of installing, a know-how knowledge or principle, there’s
nothing more powerful than the innocent Yes. With Yes you can
induce a state of confirmation and validation. And because of this,
you are thereby able to install or embody ideas and understandings at
all levels of your mind. Saying Yes/ Has the possibility of validating
an idea, emotion, event, person, etc.

This reveals the meaning value of a Yes and the special nature of a Yes
state. It’s a very special and powerful state for incorporating things.
That’s why you have to be careful what you say Yes to. Because it
validates and confirms, it welcomes and invites things into your minds
and life. This is how you install most of the things that you have
inside your mind-and-emotion system.

It is through saying a great big, bold, and passionate “Yes!”

that you welcome things into your world.

The design of this pattern is to validate inspiring thoughts and
understandings so that you can transform them into beliefs. Once you
do that and have a belief, it becomes a command to the nervous
system and initiates a self-organizing process.

The Pattern:

1) Access a strong and robust “Yes!”
Is there anything that youcan think about to which every fiber
of your being can say “Yes!” and can say Yes without any
question or doubt?
Do you have anything like that?
Be with that sense of Yes/ and let it grow and double, and
what does that feel like? Do you like that?
What is the breath of Yes?
How do you express Yes with your eyes, face, and voice?
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2) Amplify that “Yes!”
As you experience the ‘“Yes!” notice the neurology and
feeling of your “Yes!” and how it feels, what feelings does
that create in you? How does it feel?
Notice the voice of “Yes!” Gesture the “Yes!” with your
hands and body.
As you amplify this “Yes!” until it radiates your entire body,
what is the most powerful facet of this state?
How fully do you have the Yes state?

3) Apply this “Yes!” to the thought you want to believe or to a
feeling you want to commission to be yours
And feeling that “Yes!”” even more fully, utter it repeatedly to
the empowering thought that you want to turn into a belief.
Do you want this? Really?
How many more times do you need to say “Yes!” right now
in order to feel that you have fully welcomed it into your
presence?

4) YES the “Yes!” repeatedly and put into your future
This is only an exercise and so you can’t keep this!
You really want this?
Would this improve your life?
Would it be valuable to you?

Afterwords
The power of confirmation, of saying Yes, is powerful beyond what
most people dare imagine. Perhaps because it is such a small word or
such a common experience. After all we say yes hundreds of times a
day.
“Yes, that’s right.” “Yes, that’s true.” “Yes, that’s the way
it 18.” “Yes, that’s real.” “Yes, I like that.” “Yes, I want
that.” “Yes, that would be good.”

Yetitis in saying yes that you confirm things, that you validate what’s
real to you or not, valued by you or not, recognized as part of your
understanding of reality or not. The word yes is your verbal
expression of welcoming ideas, understandings, beliefs, decisions,
feelings, and experiences into your world . By Yes you are able to fill
up the inner space of your life.

Yes also transforms a mere thought or awareness into a nervous-
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system-commanding belief. This begins to explain the near-magical
power of yes and the state of confirmation. Say yes to a thought or
idea, no matter how stupid, dysfunctional, toxic, or hurtful often
enough and you will come to “believe” it. That is, you will come to
consider it and respond to it as if it weretrueand real. Then you will
not only think it, but believe it. It will feelrealto you. You will feel
sure and confident about it. And this is when damage, semantic
damage, can occur. Yes is your power of creating reality, by it you
“make things real” to yourself.

Have you ever validated and confirmed an idea that’s toxic, limiting,
and hurtful? Your Yesbrought it in and confirmed it as a frame. And
if you have confirmed your confirmation and closed off any possibility
of it not being true to you, you have set up a self-organizing process
with that belief, a process that will make that idea real to you as much
as it can.

Yes expresses the confirmation state and it is by confirmation that we
validate and so make a thought or emotion real to us. So before you
say yes to something, consider if you really want to make it real inside
yourself.

* WILD EXPERIMENTING

The sooner after you learn, feel, or decide something, and the sooner
you act on it, the more likely you will take your learning, feeling, or
decision and embody it. If that’s a principle of closing the knowing-
doing gap, then you should choose to never leave the scene of a
learning, decision, or feeling without doing something. This principle
goes back to William James who argued that the way to integrate
something is to act on it as soon as possible. Taking action in this
manner also enables you to develop a bias for action.

William James wrote the following at the beginning of the twentieth
century in Psychology: A Briefer Course.
“Never should we suffer ourselves to have an emotion at a
play, concert, or upon reading a book, without expressing it
afterward in some active way. Let the expression be the least
thing in the world—speaking genially to one’s grandmother .
. . but let it not fail to take place. ... If we let our emotions
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evaporate, they get into a way of evaporating.”

The key is the timing—acting on what you learn as quickly as
possible. Quickly applying a conceptual understanding to a real life
situation helps with the translation while the knowing or feeling is hot.

The Pattern:

1) Identify a learning or feeling you immediately acted on.
Have you ever learned or felt something and immediately did
something about it?
What did you decide that you immediately translated into
action?
When, where, with whom, and how did you do this?
As you go back into state, what were the factors that
empowered you to do this?

2) Give yourself permission to do something no matter how small.
Do you have permission to take immediate action on
something?

If not, then give yourself permission and notice what arises
within you. How well does it settle? How long will you need
to repeat the permission until it fully takes?
Do you need to qualify the permission with keeping the
response small, for a short time frame, etc.?

3) Set a belief system (matrix) of supporting frames.
What would you need to believe to take some small action of
response whenever you learn, feel, or decide on something?
How much do you believe that?
What belief would support that first belief?
[Repeat this several times until you elicit a matrix of
supportive belief frames.]
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* PERSONALIZING

The process and experience that we call personalizing is another
installation pattern par excellence. It is a way to identify with
something in such a way as to make the object of your identification
yours. That same is true of any identity frame. By identifying with
something you define it as your own and bring it into yourself. Yet
you have to be very careful what and how you identify yourself with
things.

Within General Semantics, Korzybski (1933/1994) emphasized the
absolute danger of un-mindfully identifying, which he said inevitably
leads to unsanity and if unchecked, to insanity. As a semantic class
of life you have the ability to create the experience of identification,
that is, to take something outside of yourself and to identify it as part
of yourself.

In identifying or personalizing, we use the tiniest of words, we use the
“to be” verbs. “He is an idiot!” “You are wonderful!” In English, we
language identity frames with the “to be” verbs (is, am, are, was,
were, be, being, etc.). This creates the “is” of identity. Now
identifying things sends commands to your neurology to consider the

two “the same,” and “real.”

In Neuro-Semantics we say that which saves us from the unsanity of
identifying is mindfulness and choice about what and how we identify.
Suppose you began to personalize what you do to make a living. That
would lead to: “I am a coach.” “I am a manager.” “I am an
employee.” If you mindfully identify with something as a matter of
choice and know what and why you are doing it, and doing so as a
construct, then you can use identification to intentionally personalize
in a healthy way that will do no semantic damage.

The Pattern:
1) Choose a frame (idea, state, emotion, etc.) that you want to
identify with.
If you were to consciously choose something that you would
like to identify with, what would it be?
What frame would you welcome as part of your self-defining?
What happens when you personalize it by saying, “This is
about me!”?
How much more do you need to suck it in fully to make it
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yours?

2) Quality control the identification frame.
As you check the ecology of identifying yourself in this way,
does it truly serve you well?
Once you set this, violation of this frame will generate one of
the greatest pains we humans experience—the pain of being
untrue to ourselves. It leads to feelings of being incongruent,
inconsistency, inauthentic, false to self, hypocritical, guilty,
wrong, etc.
Does this identification or personalizing have the kind of
quality that you want?

3) Say and link “mine!” with your identifying.
Access the state of “mine” (or ownership) and claim it fully.
Will you own this?
Is it yours?

4) Identify yourself with the frame.

Recall a time when you positively identified with something
and you had the experience of being so connected to it that
you personalized it.

[Menulist: a pet dog or cat, a girlfriend, school, etc.]
Is this who you “are?”
Is this who you’d like to be?
Define, describe, and vividly represent the frame you desire
and value as part of your identity. See yourself in terms of the
frame.
Use dramatic vividness to spice up this new self-definition so
that it begins to really pull on you. “The me with this frame of
mind.”

S) Quality control it into your future.
Now notice what it’s like as you imagine moving into the days
and weeks and years to come with this self-definition ... do
you like this?
Is it ecological for all your relationships?
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* REHEARSAL

One of the most dependable and predictable ways to install something
inside your mind-body system so it becomes completely embodied is
by using repetition. Repetition gives you a direct, simple, and very
reliable installation tool. Inrehearsal you *“burn a circuit,” as it were,
inyour nervous system as you repeatedly use your neuro-pathways so
that you are much
more likely to think
that way, emote that “No one makes the jump the first time.”
way, and act that way The Matrix

again. This explains
the proverb,
“Repetition is the mother of all learning.”

The Pattern:

1) Embrace the process of repetition.
What kind of a relationship do you have with the idea or the
experience of repetition?
Do you like the idea? To test your relationship with rehearsal,
think about and declare to yourself, “I will rehearse the idea,
state, or frame of . . .” Now notice what happens.
Do you have permission to rehearse?
Are you willing to rehearse?
Does anything stop you from rehearsing?
Do you have a good relationship with the idea of rehearsal?
Will you rehearse? When? How often?
How much spirit will you put into your rehearsal?

2) Make an empowering decision to repeat the frame.
Whenever you discover a great frame, never leave the scene
of that discovery without making a decision to set it as your
frame, and never leave without taking some action to shape
and reinforce it.

Have you made a decision about this idea?

Will you, from this day forward, use this as your frame of
reference and your frame of mind?

What can you do that will act out and embody with all of your
body this frame?

What state does this frame initiate?

How does it show up in your posture, face, tone of voice?
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3) Anchor a looping state of mind for installation.
Recall a time when you had something going round and round
and round in your mind that you couldn’t shake. Then anchor
and use that feeling and experience as a template for the new
frame. [Set anchor]
What is the new idea, emotion, state, or frame that you want
to keep repeating until it becomes yours?
Really, that’s what you want? [Amplifying state]
And it’s strong? [Fire anchor]

4) Put it into your future by connecting to various times and
places in your everyday life.
What are the context markers in your everyday that will cue
the new frame?
What will you see or hear?
As you imagine that now, just feel [fire anchor] it continuing
. looping until you know it is yours ... how does that
feel?

* SWISHING
TO AN IMPLEMENTING IDENTITY

Ifyou personalize the implementation process and completely identify
with it, you might then think-and-feel, “I am an implementor.” “I
embody my beliefs and decisions.” Doing this would then make
implementation even more natural as it simply becomes a part of you
who are.

. Do you have an implementation identity?

J Would you like to?

The Swish Pattern offers an identity or self-definition approach to
installation. It enables you to directionalize your mind-body system
to move toward the kind of person you want to be. Do you have a
clear, vivid, and compelling internal image of the you for whom
implementing and taking effective action is no problem?

This pattern focuses on creating an imaginative me for whom
implementing knowledge in appropriate and ecological ways is no
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problem. This pattern facilitates you to see, hear, and feel the
“resourceful me” fully and completely. The only questions now are:
Where would you like to use this creative image? With whom?
When?

The Pattern:

1) Identify an unresourceful trigger.
What trigger sets off some old response that you don’t like
and which does not serve to enhance your personal excellence
in life?
When does this occur?
Where? With whom?
What is the trigger?
Do you have an image of the trigger that elicits the
unresourceful response?
What does it look like?
What does it sound like?
If I could peak into the theater of your mind and see and hear
what triggers the unresourceful feelings, what would I see?

2) Create a new resourceful trigger.
What would the masterful you for whom it would be no
problem or challenge to put your knowledge into action be
like?
Are you able to describe this fully and completely so that it’s
compelling and exciting? Are you willing to do that?
Have you imagined it so vividly that it feels compelling to you
yet?
As you design the compelling image of the masterful you as
someone who knows and can handle the everyday tasks
involved in a given area, how does that feel?
What else can you do to juice it up so that it becomes more
and more compelling and attractive?

3) Link the two images.

Clear the screen of your mind of the images and beginning
with the old cue image that evokes the old unenhancing
response, are you ready to link the new image to it?

Good, then in the middle of the picture, shrink down the
picture of the You who is an implementation pro until you see
it as a tiny dot in the middle of the other picture. Do you have
that?
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In just a moment, you will let the cue picture fade out and
move back and as it does, let the masterful you picture
quickly and immediately swish in to fill the screen of your
mind. Do this in the time it takes you to say, “Swish!” Are
you ready? Then, go!

4) Swish repeatedly to this new self-image.

As you repeat this process five times, what are you noticing?
Make sure that you clear your internal “screen” after each
swish. Direct the images so that you go only from the
problem fo the resourceful image. This will directionalize
your brain and allow you to install the new image of yourself
as an implementor.

Have you repeated the process five times being careful to clear
the screen each time?

S) Test this by thinking about the old trigger.
What happens?
Do you naturally and automatically swish to the resourceful
and masterful you image of you as an implementation pro?

* META-STATING PROACTIVITY

There’s a difference between taking action in the moment and
proactively planning ahead of time for a chosen response or plan of
action that supports your effectiveness. Proactivity is about your
readiness and ability to act ahead of time when there is no pressure or
urgency to act. Proactivity refers to taking action in anticipation of
things yet to come. Proactivity goes beyond simply being active.
And because it refers to being active prior to when the action is called
for or needed by the external events, it has to be internally
driven—driven by our values and visions. Do you have a proactive
sense of self? Would you like to think of yourself in that way?

The Pattern:

1) Access a proactive identity.
Imagine the you who thinks and acts and responds to the
things of importance to you proactively.
Is this already part of your self-definition and self-identity?
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Would you like it to be?
How would that be valuable to you?
Would there be any other benefits?

2) Create a vivid and compelling movie in your mind of the
proactive you.
What does the proactive you look like?
Sound like?
How does he or she move and interact?
As you step into that movie and try it on, what is that like?
Are there any changes that you’d like to make in editing this
new sense of self?

3) Edit your movie to make it incredibly compelling.
How else could you enrich this movie?
Is it compelling enough so that it’s unforgettable?
What would endow it with that quality?
Have you edited a sense of the future into your movie so that
the proactive you is able to track activities to initiate now for
the days, weeks, and months to come? How does that change
things?

4) Commission it as part of your identity.
Rise up in your mind to your executive level where you make
decisions.
Are youready to commission this as part of your way of being
in the world?
Would you like to do that now?

5) Extend your time perspective
Research has shown that the higher a person rises in a society,
the longer that person’s time perspective into the future.
Those with longer time perspectives are willing to pay the
price of success for a long, long time before they achieve it.
How far out does your time-line go?
How far does it go out around a specific performance?
What happens if you extend your time-line for a longer
perspective?

6) Leverage your productivity by prioritizing

What are the most important things you need to do every day,
that if you did, would give you more leverage over your
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productivity?

What are the activities that you do that are of highest priority?
What activities contribute most to your success?

What activities or skills make (or could make) the most
difference?

Where in your life would timeliness enrich your productivity?

7) Leverage your time management via focus concentration.
Access a concentrated single-minded state to use to do that
one thing at a time and to finish it.

Are you willing to discipline yourself to concentrate single-
mindedly on the most important thing you have to do?
Would task completion give you a surge of energy,
enthusiasm, and/or self-confidence?

* TIME FOR A CHANGE

How you choose to allocate time to something is an important
message about what matters to you. When what you say matters to
you and the time you devote to the activities that manifest your
dreams are congruent, then you have integrity. How do we create
time for the changes that we want? This pattern answers that question
as it enables you to create the time for the changes that you choose to
enhance your life.

The Pattern:

1) Identify an important goal. (Meaning)
What’s important to you that you want to do and know it’s
important, but don’t seem to get around to doing?
What change do you want to make?
What goal do you want to create time for in your life, even
one which may be hard or challenging?
What goal do you want to create for yourself as a coach?
What goal do you want to create for what you do as a coach?
What goal do you want to create for your coaching as a
business practice?

2) Index the Change (Intention about Time)
How much time would you ideally like to devote to this goal?
How often? Daily or weekly? Minimally? Maximally?
How long of a time? How short? Are you doing it now? To
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what extent?

How much time do you actually devote to it? What are the
numbers?

How much time would you typically allocate to it?

3) Identify your Intentions. (Intention)
Why do you want to make this change? What will this give
you?
How important is it?
Do you have a big enough “Why” to do it?

4) Access Resources. (Power)
Do you know how to do this? Do you have a strategy? The
skills?
What are the three most critical resources you need to be able
to pull this off?
Whatis the one or two otherresources that may not be critical
but would flavor the quality of your experience in a new and
unique way?
What frames would you have to have in order to experience
the integrity to do this?
Have you made a commitment?

5) Access Self Frames. (Self)
Who do you need to be to make this happen? What shifts in
your self-definition do you need to make?
What resources for your self-definition, self-esteem, identity,
and so on?

6) Access Intentionality and Time.
Do you really want this? How much do you?
Do you want this enough to devote the minimum time?
Can anything now stop you?

7) Confirm and Solidify.
What is it like when you put this into your immediate future?
Are you aligned with this? Do you like this?
Will you do this?
Will your executive mind take charge to make this happen?
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End of Chapter References

1. For more about the coalescing of the higher levels, see Meta-States (2000), NLP
Going Meta (2004). For more about meta-states being the source of most meta-
programs see Chapter Four about that in Figuring Out People (2005).

2. DHE stands for Design Human Engineering, a model developed by Richard
Bandlerin theearly 1990s. Hehad hoped that it would complement, perhaps even
replace, the NLP model that he had co-created with Dr. John Grinder. It was
based upon the assumption that instead of modeling experts and expertise, why not
start with the idea of simply designing skills and performances, whether there’s
anyone who has ever yet achieved such, andinstalling it. If we had a cyborg and
put simply install a “program” or set of instructions that would create a certain
performance, what programs would we want to create and engineer for humans?
The model and trainings were playful and creative, mostly a function of trance and
how we inwardly represent information in the sensory-systems. Yet it went
nowhere. See my critique on DHE on www.neurosemantics.com Ten Years and
Still No Beef.
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Chapter 5

ELIMINATING

PERFORMANCE

BLOCKS AND INTERFERENCES

have the capability to carry out the strategy, if you have a robust

intention to execute your strategy, along with supporting beliefs
and decisions— you are well along on your way to achieving peak
performance. With all of that in place, the time has now come to ask
some other critical questions:

If you know what to do, if you have a plan for how to do it, if you

. Can anything stop you?

. Could anything interfere with your progress and success?

. Do you have the resilience to bounce back if you experience
a set-back?

. Are you unstoppable?

If you take time to answer these questions around an activity or
performance that you have been working on, thenthey will enable you
to identify any interference or barrier that’s internal or external which
might undermine your performance. What are the things that can
block and interfere with your best performances? Here’s a checklist
of some possibilities:

. Negative emotions that you don’t handle adequately

) “Dragon” states (unresourceful states, negative states turned
against you)

. Fear and the fear emotions: timidity, apprehensiveness, worry,
etc.

) Excuses, “reasons,” explanations

. Procrastination / Perfectionism

o Habits
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) Indecisiveness, lack of decisiveness
. Refusal to give up “options.”

Because numerous things can get in your way and interfere with your
best intentions, I have included the following patterns as part of the
strategy of clearing your pathway and eliminating any and everything
that blocks your way. Precisely because various thoughts, emotions,
memories, fears, frames, beliefs, etc. can get in your way and prevent
the implementation of a great idea, sometimes you have to clear space
before you can even begin with the installation.'

* META-STATING EMOTIONS

More often than not, the problems you have with emotions are with
what we call the negative emotions. Yet it is possible that you also
may have problems with positive ones (tenderness, vulnerability,
openness, spirituality, etc.). Yet to be emotionally intelligent, you
need to develop a strong and powerful relationship to both positive
and negative emotions.

Neuro-Semantics distinguishes feelings from emotions. Feelings are
just kinesthetic sensations and your body are designed to register and
recognize thousands of sensations: cold, hot, tense, relaxed, rough,
smooth, etc. Sensations or feelings are part and parcel of an emotion,
but are not sufficient to be considered a full fledged “emotion.” For
that you also need a piece of cognition—some awareness of the
meaning, value, and evaluation which you give to something. And
when you have this, you have a meta-state. So an “emotion”
structurally is actually a meta-state. We like or dislike (the higher
level interpretation) the smoothness or roughness (the pure sensation
or feeling). We are disgusted or delighted (a meta-level belief) by the
taste being sweet or sour (the sensation).

An emotion is therefore the difference between what you have
mapped in your mind about something and what you are experiencing
in the world due to that map. It’s like a balancing set of scales. On
one side are your inner maps of understandings and beliefs. On the
other side are your experiences in reality. If they balance out, no
emotion, no “urge to move or move (motion) out (ex).” That’s what
an emotion is, a somatic urge activated by our motor cortex to move
out from where we are to somewhere else.
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This creates either inhibitory or excitatory impulses in your neuro-
pathways as the message of the emotion is either stop or go. The stop
emotions are what we experience as ‘“‘negative” because like the
brakes of a car, they move you to stop, look, listen for danger to our
maps—to your meanings and values.
In some way the scale is shifted
downward so that you are not getting
in the world what you had mapped so
you feel upset, frustrated, anger,
fearful, scared, sad, disgusted, etc.

The go emotions are like the
accelerator in a car in that they give
you the message of ‘“‘everything is
right on target, keep going.” So you
feel pleased, contented, delighted,
passionate, joyful, fun, playful,
curious, relaxed, caring,
compassionate, etc. The scale has
shifted upward so that your mapping
results in success in navigating the
territory.

The first insight from this is a pretty

radical realization for many people. Namely, all emotions are right.
They are right to the maps from which they come and the experiences
that they create. Consider that. They are always right. You cannot
be wrong in what you feel. You can be miserable or ecstatic, that
whatever you feel makes sense given how you have mapped things.
What you feel may be the result of some really screwed up maps or
some really incompetent skills, but they are still right given that map
in relation to that experience.

If you have a map that people should never use a strained tone in
speaking, then every time someone feels stress and tenses the vocal
chords and strains his or her voice, you will feel upset, attacked,
insulted, or whatever meanings you give to that experience. You will
be sensitive to the other person’s tone of voice. Your emotion makes
sense and is right. It is right to your map.

Consequently, if every emotion is always right, then you can fully and
completely accept all of your emotions. Indeed this is the first step to
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emotional intelligence. Emotions are just emotions. Now you can
meta-state yourself with that idea—they are just emotions. They are
not commands from heaven, they are not infallible messages. They are
not urges that you have to act on, they are just a bodily feeling of
“moving out” energy.

With acceptance and acknowledgment of emotions as emotions, you
are now at a place of decision. You can choose:

o Shall I listen to this emotion or not?
o Shall I take counsel from this emotion?
. Is it wise to act on this feeling?

You can also explore:

. Where does this emotion come from?

. When I trace it back to the mental map out of which it came,
is that map realistic, accurate, useful, appropriate in this
context, etc.?

All of this enables you to meta-state or frame your emotions with
acceptance, appreciation, curiosity, exploration, acknowledgment,
testing, etc. And when you do that, you generate a higher emotional
intelligence. Now you can have your emotions rather than them
having you.

But if you meta-state your emotions with “negative” emotions, if you
hate, despise, reject, contempt, fear, anger at, guilt, shame, etc. your
basic emotions, you thereby set a frame that will create a war inside
of you when you have the tabooed and prohibited emotion. “Boys
shouldn’t cry!” is a message that has caused many of us guys to bring
shame and rejection to our sadness. And when we do that, we are no
longer free to feel sad. Now we attack ourselves, our experiences,
and our emotion. This creates what we call a dragon state.

This also leads to a basic Neuro-Semantic principle for emotional

intelligence and mastery:
Whenever you bring negative emotional energies (negative
thinking and feeling) against yourself (or against any
conceptual facet of yourself) you put yourself at odds with
yourself. This turns your psychological energies  against
yourself in unuseful, non-productive, and typically toxic ways.
It creates “dragon” or highly unresourceful states.
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The Pattern:

1) Identify an emotional state with which you have difficulties
handling.
What negative emotional state of thought-or-emotion do you
not like, can’t stand, hate, wish you didn’t experience?
What negative states do you feel as “taboo” or prohibit?
Menu List: Anger, fear, disgust, regret, bitterness,
sexual, sensitivity, tenderness, vulnerability, etc.

2) Check and give yourself permission.
As you go inside, quiet yourself, and utter a new permission,
"T give myself permission to feel X,” notice any and all internal
responses that might arise as you say this, and what happens?
How well does that settle inside?
What objections, if any, may arise to this?
What resources would you need to access in order to more
fully accept this?
How do you need to reframe the meaning of the emotion?
How well do things settle when you give yourself permission
congruently with a strong and resourceful voice?
“I give myself permission to feel anger because it
allows me to recognize things that violate my values
and to take appropriate action early.”
“I give myself permission to feel the tender emotions
because it makes me more fully human.”

3) Meta-State the negative emotion with a powerful resource.
What resources do you need?
What frames do you want to set about the emotion?
Menu List:  acceptance, appreciation, calmness,
thoughtfulness, fallibility, playfulness, etc.
How does it transform things when you access and amplify
each resource?

4) Quality control the permission and add needed reframes.
Imagine fully and completely moving into your tomorrows
with this outframe on the negative emotion ... does any part
of you object to letting this operate as your orientation style?
What other resources do you need to add?
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5) Put into your future and install with Meta-Yes-ing.
Would you like this to be how you move through the world as
your new orientation?
Would this empower you as a person?
Would it enhance your life?
Are you aligned with this? Any objections?

* DANCING WITH DRAGONS

Sometimes things get in your way and prevent or stop you from
effectively implementing what you know. These negative and
impoverishing states fall into two broad categories, those that need
taming and transforming and those that need slaying. So here we
will tame our “dragons” that involve legitimate emotions in their own
right, emotions which simply need to be contextualized, tempered,
understood, and qualified. And we will slay the “dragons” that are
comprised of thought viruses and that are sick and toxic through and
through.

"Dragons” here is a metaphor to describe non-enhancing, non-
productive, problematic, un-useful, and toxic states. Obviously, all
states do not serve us equally well. Some can make life a living hell.
Some feel like "dragon” states; some turn us into dragons! Effective
state-management skills enable us to shrink down the dragons, tame
them (put their energies to positive uses), or to slay them.

Since you cannot fully succeed until you take care of your internal
“dragons,” you need to deal with these internal conflicts that tear you
up, sabotage your best efforts, turn your energies against yourself, or
that prevent you from becoming congruent and aligned, you can’t
move on. The design in this is to eliminate self-sabotaging states and
to tame energies that seem out of control, to put a stop to all
interferences so that you can more fully unleash your inner genius.

There are five basic steps for dealing with and dancing with dragons.
These are not necessarily in the order or sequence you will use. Start
by attempting to name the dragon and then do whatever seems most
appropriate as you chase the dragon and circle his cave. You may
have to do that many times before you get the real dragon.

I) Name the Dragon

2) Embrace the Dragon: Kiss the Dragon
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3) Analyze the Dragon with precision questions
4) Starve or Interrupt the Dragon
5) Outframe or meta-state the Dragon

The Pattern:
1) Identify and explore the primary state reference.
What works as a “dragon” to you?
Is it an emotion, behavior, tone, or volume?
What belief, memory, concept, etc. serves as a meta-level
dragon?
How do you represent this?
What lets you know to call this a “dragon?”

2) Identify the meta-level meanings that frame the external
behavior.
Is there a belief, value, or understanding that drives this
“dragon?”
What meaning frames and higher level understandings govern
the experience?
How does this work as a “dragon?”
What is the thought virus? What’s sick and poisonous about
it?

3) Explore the meta-level meanings that drive you.

What causes or contributes this? How does that work?
[This elicits meanings about causation, that is, how
you map out the Cause—>Effect relationship in your
understanding, ]

What meanings do you give to this?

How do you know to call it that?

What do you believe about this?

What do you understand about this?

[This elicits your meanings about meaning, that is,
how you map out what is equivalent to what, your
Complex Equivalences about things.]

What does this mean about you?

How do you use it for self-definition?

[This elicits your meanings about identity, that is, how
you map out how you identify yourself, with what you
identify yourself, etc. hence, your Identifications.]

What is this like? If this was a metaphor, what would it be?
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4) Identify the frames-by-implication about those meanings.
What has to be true in order for that meaning to exist and to
operate so powerfully in your mind-body?

What other frames have you just assumed?
What conceptual universe is presumed by this?

5) Quality control the ecology of the entire semantic system.
Does this enhance your life?
Does it empower you as a person?
Do you want or need this?
What resources would enable you to handle this with more
power and grace?
As you identify and apply these processes to your primary
state and put into your future, how does that feel?
Where’s the dragon now?

THE EXCUSE DRAGON

I developed The Excuse Blow-Out Pattern in this chapter after
encountering three people in a row during the same month who
complained, “But I just can’t apply NLP to myself.” Talk about an
excuse!
“Yeah, this is great stuff. And I’'m a wizard at doing NLP
with others. I canrun the patterns like a charm and help them
get the results they want. But I just can’t do it on myself.”

I didn’t even have to ask about the secondary gains regarding that
excuse. The payoff of that excuse is pretty obvious—the person
doesn’t have to be congruent, walk the talk, invest the time, trouble,
and energy to change, be held accountable, and the person gets to be
really special. “Maybe I'm just more intelligent, quick, sharp, etc. I
see what you're trying to do to me when I play the role of being the
client.”
Yeah, right! Is that just an excuse?

The Nature of Excuses

While some excuses are really stupid, many, if not most excuses are
actually pretty seductive. When someone loads up an excuse with
sophisticated sounding reasons, they can seem so legitimate, so
reasonable, and so right. And for anyone working with others (which
actually is all of us), whether we manage, sell, do therapy, teach,
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parent, relate to loved ones, practice law, etc., dealing with excuses
(our own and others) is an important part of performing at our best.

Since developing the Excuse Blow-Out Pattern, I’ve had lots of
opportunities to get even more acquainted with the realm of excuses
than ever before. It has surprised me at the range of kinds, forms, and
qualities of excuses. And given the sparse amount of research and
study on excuses, this has become a fascinating area of exploration.

It has also made me more conscious of my own skills in excuse
making. Like any area of endeavor, our very interest makes us more
conscious of its presence. It has alerted me to some of the really
sneaking ways I excuse-make that I had not even recognized. Over
the years, it has been funny catching myself looking around, as it were,
for something that I can use to excuse me from some task, obligation,
requirement, request, etc. The strange thing about excuse-making, the
greater and more sophisticated your skills at reasoning, explaining,
and intellectualizing, the more subtle and invisible (to you) your
powers of rationalization. You can come up with more and more
sophisticated B.S. for getting away with things.

Excuse-making in your life becomes political intrigue, courtroom
analysis of strategies, and even high comedy (if you don’t take
yourself too seriously). Most of us snickered when we heard
President Clinton inventing reasons, explanations, and justifications
for why he did not, and could not, have had “sex with that woman,”
and then later began explaining why he did have sex with her, but
really didn’t meanit. My favorite was his retort regarding what is oral
sex, “It depends on what the meaning of is is.”

Level One of Excuse Making
The first level of excuse-making involves simply finding or inventing
a reason that explains why something is out of the question,
inappropriate, not useful or binding, etc. as you look for some excuse.
“But I’'m too tired to exercise.”
“But I’m not the kind

of person who goes to The best day of your life
those kinds of events.” is when you give up making excuses
“But I don’t know and start creating results.

enough.”
“But I’m afraid.”
“But I’ve never done it that way before.”
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“But the traffic was too heavy.”

“But I lost my watch.”

“But my wife would never let me . . .”

“But I'd get dirty and sweaty.”

“It’s too hard.”

“It’s too cold outside.” (“It’s too hot!”)

“It takes too long.”

“What if I make a fool of myself and people laugh at me?”

Structurally, all of these “reasons’ occur at a meta-level to the primary
state of some activity. To the primary experience and all the
thoughts, feelings, physiologies that would be involved if you engaged
in it, you have other thoughts and feelings, usually negative thoughts
and feelings that you use to let yourself off the hook. You don’t want
to be bothered. You dislike the experience. So excuses generally
involve an unpleasant meta-state about some primary experience.

By way of contrast, consider times when you took on the activity. Or
consider someone else who already seems to be turned on by that
activity. In these instances, there is a different frame of mind about
the activity. We or they did not see it as a bother, trouble, boring, or
challenging. We or they had taken a positive mental attitude (e.g., a
meta-state) about the activity. This made excuse-making irrelevant.
We just got right to it, took effective action, and moved ourselves a
little closer to fulfilling our goals.

Anexcuse is a frame about the proposed experience that induces you
to feel put off or bothered in some way. You don’t feelup toit. You
don’t see the value of it. So you attempt to excuse yourself from the
engagement by making up some “reason” that seems to allow you or
another person to grant an excuse. For this reason, excuses generally
operate as a form of persuasion. You essentially say (to yourself or
another),

“Please have me excused from X activity because of this or

thatreason...”

Excuses that occur in an inter-
personal context involve
relationships, expectations, hopes,
agreements, and the like. The
excuses you use with yourself
involve your intra-personal

“Man is not a rational creature,
he is a rationalizing creature.”
Socrates
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relationship to yourself, and to your goals, outcomes, hopes, dreams,
etc. You want to be fit and thin, but then (here comes the excuses)
you're tired, it takes time and trouble, it takes a lot of effort, is it
really all that profitable, etc.

The Cognitive Content of an Excuse

As goes the quality of thinking and reasoning, so goes the quality of
your excuses. This means that excuses can be discerned into two
categories: legitimate and illegitimate. In fact, you can analyze
excuses as you can analyze thinking, cognition, and reasoning. When
you do, you can discern the quality and sophistication of an excuse in
terms of:

. Legitimate and illegitimate excuses
. Logical and illogical excuses

. Good and bad excuses

. Intelligent and stupid excuses

. Rational and irrational excuses

In the literature on persuasion, we know that to use the linguistic
term, “because” helps to sell an excuse and to positively influence
others in our favor. Experimental research has played with people
attempting to cut in line. Those who do try to do so without an
explanation are much less likely to get a positive response than those
who provide a reason. Those who only made the simple request,
“Would you let me cut inline?”” were denied more often than not. But
when they add the word because, the results were nearly magical.
And what’s even more surprisingly magical about it was that it really
didn’t matter too much what the persons said after the word
“because.” You’d think that only legitimate, intelligent, rational,
meaningful, and acceptable would work. But not so. Just about any
excuse tends to work regardless of the quality of the excuse.
“Would you let me cut in line because I'm late for an
appointment?”
Because I’'m pregnant . . .
Because my wife will be mad at me.
Because my kid is sick.
Because I can’t stand this heat.

The Positive Intentions and Payoffs in Inventing Reasons “Why”’
Most people, do not like to think that they are “just making excuses.”
How does that phrase strike you? Do you experience it as a positive
thing or as a negative thing? “Just making excuses.” Do you do that?
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No! Not you. Not me.

We don’t “make excuses,” we only asked to be excused from a task
or obligation if we have a legitimate reason. Ah, the beauty and music
of that word — “‘reason.”

“I had my reasons for doing (or not doing) X.”

“If you only understood why I did that (or failed to do that),

then you’d appreciate . . . ”

“They don’t understand, I had to do X because of . ..”

Notice how soothing, comforting, securing, and “right” these phrases
feel. What is there about human being that we need and want
“reasons,” “whys,” and “becauses?” It seems to be part of our nature
to always need to come up with a reason by which we can explain
things. It’s everywhere because it’s built into our need to make sense
of things and to live in an intelligent world that we can figure out.
And this need or drive seems to begin very early.

“Why did you make that mess?”

“Because . . .”

“Because why?”
“Just because. That’s why!”

It is our need for structure, order, anintelligent world—meaning and
meaningful structures that moves us to become very skilled at finding,
inventing, and creating explanations, understandings, reasons, etc.
And from this drive, we create models of the world, theories,
postulates, etc. This gives birth to science. With an “explanation”
about how something works, what leads to solution, what causes
something else, etc., we develop scientific theories and hypothesis,
test them, refine them, and so develop our knowledge base. I knew
there was a positive intention and payoff for the use of human reason!

Then We Become Devious
Of course, when you have such an incredible power as human
reasoning that can invent new things, expand knowledge, create
civilizations, etc., you know it is liable to abuse. Enter, “The
Excuse.” This has been known for a long time. Socrates was the
philosopher who quipped that—

“Man is not a rational creature, he is a rationalizing creature.”

Allyou need is a little motivation. Add a little dislike, unpleasant task,
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frustration, sense of being bothered, etc., and you have the perfect
context wherein excuses will be generated. It’s predictable. Most
people seem to operate from frames of comfort and ease (“Is it easy?
Will it be fun?), the path of least resistance (“But this is hard?), and
overload (“I have enough to do”). In the context of those frames, it
is easy to grow a whole crop of excuses in no time!

Do you have excuse-generator states? No, that’s the wrong question,
of course, you do. The real question is:
What are your excuse-generator states? When do you seem
to access the exquisite ability to create a multitude of excuses?
When does your excuse-creativity turn on full blast? When
you are tired, frustrated, angry, overwhelmed, upset, hurt,
down, etc.?

Most of us also have the ability to become devious about the way we
try to excuse ourselves fromdoing the things necessary, essential, and
even critical to achieving our goals. The gestalt that emerges from
this mixture is “self-sabotage.” We sabotage our own best interests.
Talk about irrational. Why would we do that? What would get us to
undermine our own success, fitness, health, relationships, etc.? There
must be something else going on here. And yes, there is.

Meta-stating the Excuse-Making State

If “excuses” do not exist at the primary level, but as the meta-state
level of the reasons you feed your mind, and try to feed the minds of
others, regarding why you should be excused from doing something,
then what’s your meta-level thought or feeling about that? How have
you meta-stated the experience of excuse making?

. Do you like the awareness that you’re “just making an
excuse?”’

J Does that awareness make you feel anxious or uncomfortable?

. Do you fear it?

. Do you reject it and refuse to know that about any particular
“reason?”’

These questions begin the exploration of how have you framed the
subjective experience of excuse making. To turn “negative” thoughts
and feelings against yourself and your own experiences banishes
awareness and so reduces the level of your own interpersonal
mindfulness. And that makes you more unconscious about what
you’re doing and how you’re living, which reduces your freedom of

-146-



Achieving Peak Performance Chapter 5 Eliminating Performance Blocks

actual choices, which reduces your power to run your own brain.
And, if continued, it can create a dragon state.

Not a pretty picture. The solution? Accept that you are an inveterate
excuse maker and develop an open willingness to not only recognize
your propensity for excuse-making, but to reality test the excuses, and
hold yourself to a higher standard.

Above and Beyond Excuses

In making excuses, there’s lots of things going on, but not only at the
same level of the primary event or the first meta-level of our excuse
making. More crucial things are happening at even higher levels. To
discover what’s really going on you have to go higher to the frames
about your excuse-making. You have to move up to yet another
level, and usually several other levels. Only then can you flush out
and discover the higher frames that are actually driving the show.
Discover these higher levels for yourself.

The Pattern:

1) Identify a desired outcome.
Think about some activity that, at some level, you want to do,
know that you should do, and know that it would benefit you
if you did do it. For example, perhaps you think these kinds
of thoughts about eating right and exercising, or devoting
more quality time to family and loved ones. Think about
doing those things that awaken the best in you: reading,
listening, dialoguing, investing yourself in new discoveries,
etc.
Got it? Good. Vividly represent and then step into that
representation so that you can sense that goal, outcome, desire

And just feel it. Feel the pull.

2) Let your excuses emerge.

Now as you feel the pull, imagine taking a step to doing something

about that goal. As you do notice if any excuse arises. Imagine

moving out to your goal and noting all of the ways that you excuse

yourself from taking effective action in fulfilling your goals.

. What stops you?

. What do you let get in your way?

. What ideas, reasons, explanations do you give to let yourself
off the hook?
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3) Observe your excuse system.

Now step back, in your mind, from the desired activity and the
excuses so that you can observe the whole dynamic structure of your
thoughts-and-feelings and just notice what comes to mind and heart
as you do.

. How do you feel about your skills in excuse making?

. How do you feel about yourself excusing yourself from being
more fully engaged in life?

] What thoughts bounce around the edge of your consciousness

as you think about this?

You may get things like:
“I don’t know . . .” is the most common answer I get from
these questions.
“I don’t know . .. I know I don’t like it.”
“I feel bad that I don’t push myself.”

The Meta-State Frame of Disliking Excuse-Making

These responses indicate some of the first default responses that you
generate to your excuses which is common to all of us. Welcome to
the club! Commonly few of us do not even want to look at or face the
fact that we let ourselves down, don’t go for the gusto, excuse
ourselves, etc. Yet all of this is part of the human experience.

And because we have a default awareness that we should not “make
excuses” and because we feel bad about doing so, we naturally seek
to avoid awareness of doing so. We try to not know this about
ourselves. Why? Typically because “making excuses” has been
anchored with negative feelings (shame, guilt, being bad, being a
slacker, etc.), so now we are all well trained and conditioned to avoid
that awareness. Isn’t that true of you?

The impact of this desire to avoid awareness of our excusesthen leads
us to do something that makes the problem even worse, although on
the surface, we think it will make the problem go away. What do we
do? We set non-awareness (unawareness) as our basic frame about
this facet of our journey through life.

By not wanting to know your weakness, fallibility, etc. in excuse
making, you frame things so that you become mindless. Then, you
begin to fall into habits (unthinking ways of acting) so that you don’t
maintain awareness of what you’re doing. Obviously to achieve peak
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performance, you will have to break through this meta-level barrier
and create a new level of mindfulness.

For many this is not easy. It is not easy because it’s so painful. As
theyhave tabooed and rejected awareness of their excuse making (did
you notice that there are three meta-levels of frames in that
statement?), they now operate fromthat frame as theirmap. It creates
the frame game of “Hey, don’t ask me; I don’t know. It's just my
Mind!” Of course, this creates psychic danger within.

Un-Awareness Becomes our Inner Game

When you taboo awareness of excuse making and refuse to know it,
because you judge it and hate it (the level above the unawareness),
youset up an executive frame that values “not knowing.” Out of that
then comes the gestalt known as “denial.” This isn’t conscious denial,
but unconscious denial. You’re denying and don’t even know that
you’re denying. You deny that you’re denying! In fact, the whole
structure of these dynamic frames embedded in frames generates a
general sense of being unconscious of your higher motivations and
desires.

This leaves you living at the lower frames only aware of what you
consciously know that you want—your goals and outcomes.
I want to be fit and thin.
I want to make lots of money and become financially
successful.
I want to expand my career.
I want to have a loving and close family.

Yet, above these immediate and conscious goals, you have another set
of goals that you have lost awareness of frames that war and conflict
against your goals.

I want the easy path.

I want a hassle free life.

I don’t want to have to work too hard or struggle too much.

I don’t want to do unpleasant and boring things.

I want to do only stimulating and exciting things. Etc.

At the conscious level, I really do think that I want the goals that I
talk about, plan for, etc., and yet at a higher level, I have programmed
in another whole set of goals. And because these goals are “higher”
in terms of logical levels, operationally they are my real goals. That’s
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because, structurally, higher frames govern and determine lower
levels.

These higher (or more operational) goals are not only different from,
but opposed to and contradictory to my conscious goals. These
higher unconscious goals arise from my higher frames. Yet because
I have forbidden awareness of them, I can’t own them. I can’t accept
them.

Welcome to the Meta-Muddle Dimension

All of this describes the meta-muddles that we create for ourselves
when we do not handle the higher levels of our mind well. To
complicate matters at this point, every little clue of insight that I might
experience about my higher “real” frames, only sends me into anxiety,
fear, and stress. This is the self-organizing nature of the “not willing
to know” frame. What then results? I push awareness away even
further and harder. Of course, due to the paradoxical nature of logical
levels, this increases the strength of the higher frames.

From the Meta-States perceptive, “refusing to know . . .” locks you
more into a position of blindness about your own thinking and feeling.
And that operates from a “fear of discovering my true thoughts.”
Eventually this leads to a self-alienation, a lack of psychological
awareness of yourself, and a self-hatred or contempt. And so the
problem gets worse and worse with this “attempted solution.”

So how in the world can we

solve this mess—this meta- Excuses must be uncovered
and exposed

as the termites of performance.

mess? The solution lies in a
direction that, at first, seems
paradoxical and counter-
intuitive. Namely, full
acceptance of our “excuse making,” stupid explanations, and skill at
being devious. The solution lies first in the direction of refusing to
identify yourself with your thoughts and feelings. When you do that
you can then easily and graciously realize that this is just the way mind
operates and welcome your excuses into awareness. When you do
that, then you can discern between valid and invalid excuses and
refuse the stupid ones—which brings us to the next step.

The Pattern:
4) Welcome your awareness of your skill in excuse-making.
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Access the state of acceptance and even appreciation and set
these thoughts and feelings about your excuse making. It’s
just the use of your powers of “reason.” That’s all. Just
notice the tremendous skill you have at lying to yourself,
trying to get out of things, inventing preposterous excuses,
misusing your rational mind, etc. No judgment.

5) Honestly evaluate the quality and sophistication of your excuse-
making.
From acceptance and appreciation, you can now honestly
evaluate, runan ecology check, reality test, and quality control
the frames that you’re setting via your “reasons.” This higher
level honesty is your friend and your power.

How you Relate to Your Excuse-Making

If you want to create a personal structuring for self-sabotaging in your
children, attach psychic pain to “making excuses” by calling them bad,
lazy, selfish, etc. This will motivate your kids to feel bad about
making excuses so that they will then use their creative imagination
for inventing reasons. As they taboo and reject excuses, they will
eventually lose awareness of the excuses they create and truly believe
that they have legitimate reasons. They will become increasingly
skilled in debating about this which will set self-alienation in motion.

If you want to allow them to own and accept this power, then play
with their “excuses” by validating them as the use of reason and help
them to reality test them. This will enable them to recognize the
difference between legitimate and illegitimate reasoning and teach
themcritical thinking skills. It will also help them to avoid developing
fears about themselves or the fallibility of their thinking.

Welcoming your excuses allows you to then sort through the valid and
invalid ones, to distinguish a legitimate reason from a mere excuse.
Then you can clearly decide, “No!” I don’t need that stupid excuse,
and “Yes, the reasoning that leads me to put this activity off is
legitimate at this point in time.”

Because excuses are terrorists to your highest potentials to deal with
them effectively—recognize their source and nature. The Excuse
Blow-Out pattern that follows is designed to enable you to sort out
excuses from legitimate explanations and to eliminate them from
sabotaging your highest and best.
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* EXCUSE BLOW-OUT

While some “excuses” are legitimate and useful, most are illegitimate,
stupid, and useless. Most only waste your time, sabotage your goals,
and sell you short. This pattern is designed to go after and transform
silly, wimpy, stupid, and unuseful excuses with this pattern, not
legitimate reasons.

To the extent that you refuse to let excuses dominate our lives, you
access more of your own mastery and so become increasingly
emotionally intelligent. When excuses do dominate your lives, you
essentially choose your excuses over your values and visions. When
you do that, you sell the greatness of your values and potentials short.
Knowing that, you can now develop the mindfulness and capacity to
refuse that kind of self-sabotage.

The Pattern:

1) Access an outcome that you want.
What do you want that’s very important to you?
What outcome do you want to achieve or go for that you
know is well-formed and ecological?
What is something that would really improve the quality of
your life?

2) Let the excuse or excuses emerge in your awareness.

When you think about carrying it out, do you find that

numerous excuses come to mind and stop you from acting on

your desired outcome?

Take a moment to imagine going ahead with taking action .
and notice what happens. How do you excuse yourself

from it? Listen to your internal voice.

Feel the excuse. Notice where you feel it in your body. What

does it feel like. In your body? How do you know to call it

an excuse?

3) Quality control the excuse.
Is it just an excuse? Do you want this excuse? Do you need
it?
Does it serve your life at all? Does it enhance you or
empower you?
If there is some part or facet of the excuse that you might need
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or want to preserve, what is it?
What facets of the excuse may serve a positive purpose for
you?

4) Preserve the values and benefits of the excuse.
Goinside and preserve any part of the excuse that might prove
useful to you in some way at some time. Suck out of the
excuse any element (a value, belief, understanding) that could
be useful. Delete and remove all of the value that you can
from the excuse so that all that remains is an empty shell of an
excuse, devoid of any usefulness at all. Notice the value of the
reason— an understanding, belief, or state that you want to
keep with you. Note it and store it as something you can
have apart from this particular stupid excuse.
Is there anything valuable in the excuse? If so, what?
Anything else that you want to take out of the excuse?
How do you think of this value?
How will you hold it in mind as a value?
Is it now just an excuse? Just an empty shell of an excuse?

If not, repeat until you just have an empty shell of an excuse
left.

5) Reject the empty shell of the old worn out excuse.
Access a strong "NO!" state, a "Hell, No!" state. Amplify
that state of "Rejection, Refusal, or Disgust" that comes out
as a "No" fully until you feel it very strongly. Anchor it
spatially in a spot and feel it in your hands and in your feet.
Let it radiate throughout your body. = When you have it
accessed strongly, imagine the empty excuse immediately in
front of you and step into that excuse with the NO!" state.
Stomp on the excuse—stomp it to the ground—with the
power of your "Hell, No!"
Are you going to let this excuse stop you?
Does this serve your highest values and purposes?
Have you blown out all of the old excuse?
Are you free to move forward now?

6) Test the effect of the blow-out.
Now imagine the desired activity that’s ecological and notice
what happens as you think about moving toward it
What do you feel? What comes to mind?
Do you have any excuse lurking that you might use to excuse
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yourself from life, love, and commitment?

7) Access your executive decision state.
Will you now give yourself to this goal?
Will you allow it to become an attractor in your mind so that
as you think of this activity, you feel pulled toward it?
Are you now willing to build the resources so that you can go
after your goal?
The part of your mind that makes decisions, willit now set the
goal as your future and pathway of actions?

* META- “NO!”
FOR CREATIVE STUBBORNNESS

As Yes induces and accesses a state of confirmation, No accesses a
state of disconfirmation and refusal. The “no” state empowers you
to set boundaries, establish limits, and use your stubbornness in a
positive way. If there is a barrier or block, sometimes you just need
to stand up to it and refuse it any reality in your mind-body system.
Sometimes you just need to say no.

Of course, the problem that many people have is that they can’t say
No. They can’t say No to many of the demands and pressures of life,
and they can’t say No to things that limit and sabotage their own
success. At least, they can’t say a No that counts. The design of this
pattern is to provide a way to take a strong stubborn refusal to such
things. It is to access your creative and powerful stubbornness by
which you make up your mind and set boundaries.

The Pattern:

1) Access a good strong “No!”
What threat, danger, or disgusting thing evokes every fiber in
your body to say “No!”?
What gets you to say “No!” in a strong and fully congruent
way?
When you think about something that you can say “No!” or
“Enough!” with every fiber of your being, what comes to
mind?
Say that “No!” again and again until you notice and snapshot
it on the inside.
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Menu of elicitations:
Would you push a little child in front of a speeding bus
just for the hell of it?
Would you eat a bowl of dirty filthy worms when you
have delicious food available?
Would you let someone molest your child?

2) Amplify and Anchor.
Anchor the state of “No!” with your hand gestures. When
you do that, how does that feel?
As you listen to your own voice saying “No!” in a strong and
definitive way, how strong is it?
How much stronger can you make it?

3) Apply your meta “No!”’ to an old limiting belief.

Feeling all of this powerful “No!”, even “Hell No!” feel this
fully as you think about that stupid, useless, limiting belief . .
. NOw.

And you can keep on saying No! to that limiting belief until
you begin to feel that it no longer has any power to run your
programs, that it has no more room in your presence, in your
mind . . .

4) Future pace and confirm.
How many more times and with what voice, tone, gesturing,
do you need to totally disconfirm that old belief so that you
know —deep inside yourself—that it will no longer run your
programs?
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ELIMINATING FEAR
FROM DOMINATING YOUR LIFE

If there’s anything that sabotages a person
from achieving peak performance, it is
fear. The frame and feeling of fear and all
of its related emotions does not facilitate
self-actualization or peak performances.

“Drive out all fear.”
Edwards Deming

Edwards Deming revolutionized the business world and established
many, many business experts frames. As he did this, he initiated the
Quality Control movement that empowered Japanese businesses to
move to the top in terms of quality in the second half of the twentieth
century. In doing this, he created a list of fourteen principles for
business and at the top of them was, “Eliminate all fear.”

This was, and continues to be, revolutionary and even surprising in the
field of business. Many managers, leaders, business owners, corporate
CEOs, experts, and authors still preach the old theory of fear
motivation that Douglas McGregor designated the Theory X of
Management:
“People will not work, will not be motivated, will not do their
best if fear isn’t driving them. That’s why you have to
motivate people with fear.”

This theory of human nature proposes the following:
“People won’t work unless they have to. People won’t want
to contribute or cooperate unless there is a terrible
consequence if they don’t. People are basically lazy,
undependable, and don’t want challenges. So put terrifying
fear in them.”

McGregory called this Theory X which sets the frame of fear as a
necessity of humanmotivation. Some managers and bosses and others
even think that they will be more successful in business if they are
rough, tough, hard, mean, threatening, demanding, and frightful. So
they adopt a tough-guy role which involves intimidating, power trips,
ego rushes, and the ability to make people jump.
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The Problem with Fear as a Frame

While the fear frames will work in the short run, they do not work in
the long run. They do not support or enable the development of a
truly human business. What’s wrong with a leader creating a fear
atmosphere? There are lots of problems with setting frames of fear,
dread, apprehension, worry, etc.

1) Avoidance: When we feel fear, we move away from things. It
creates avoidance and freezing behaviors. This is valuable for true
dangers and threats, but not for a strategy for creating a workplace
culture of high performance, not for texturing and qualifying our style
of leadership or management.

Setting up a frame of fear for those who deal with you, or for yourself
in your responses, creates a focus on what to avoid and to move away
from. This particular focus of avoidance then trains your mind to be
oriented to dangers, threats, things that could go wrong, and
problems. As a result, you have less consciousness and focus on what
you want, on solutions, on possibilities, on opportunities. This does
not make for excellence in business or in most areas of life.

Further, in groups, this undermines team work, cooperation,
collaboration, and community. Fear puts people at odds with each
other. Fear causes us to look at each other as enemies, opponents,
and competitors. And as fear reduces creativity, it increases
defensiveness.

2) Deception and falsehood. Given the states that fear creates in
yourselfand others (i.e., worry, apprehension, anxiety, paranoia, etc.),
fear motivates you to keep things from others, to not share, to not
communicate openly, and to not believe or trust in others. Fear of
making mistakes, fear of not measuring up, fear of not getting as big
piece of the pie, fear of being defeated, etc. causes you to put on airs,
create impressions, hold your cards close to your chest, falsely
represent yourself, not offer your problems or failures to others for
help, and hide your mistakes.

It doesn’t take much imagination to contemplate the kind of
atmosphere that this creates in a group of people whether a company,
corporation, community, or nation. It creates a fear culture, an
environment where it is not safe to be real, to be open, to authentically
share and to cooperate. It invites a culture of deceit and falsehood
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where people actually fear being open, truthful, authentic, etc.

3) Avoidance of feedback and truth. 1f feedback enables you to keep
improving, to make good use of kaizen (small incremental
improvements) and to honestly face what is not working so that you
can design with better solutions, then fear sabotages all of that. When
you use fear as your frame, you feel apprehensive and hold back from
welcoming feedback. You label feedback as “failures” and fear it.
You play the game of avoiding owning your problems or mistakes
because you feel threatened as you think that this puts you one
“down” in the competitive game.

When you fear mistakes, you attach negative emotional states to
feedback. You then develop a bad relationship to feedback. And that
makes it so that you cannot use it in a straight forward way for
improving and developing. You then fear being open, real, or an
honest sharing of your problems and mistakes. This leads to all kinds
of avoidance behavior: denial, cover-up, posturing, worrying about
image, etc.

4) Short-term individualistic thinking. Because fear focuses on
dangers and threats, it orients you to yourself.  Yet focusing
exclusively on yourself—and specifically to your safety, status, image,
etc.-——consumes energy we could otherwise have devoted to attending
to the things and people that actually support career success. This
creates a focus away from long-term solutions and proactive thinking,
Fear makes you more reactive. To think long-term and systemically
means that you take into consideration other factors than just your
own safety. You think about the systems and systems within systems
that you live and move and do business.

Operating from fear disturbs your vision to see others as competitors
rather than collaborators. You think in individualistic terms rather
than cooperative and community terms. You want to win even if
others have to lose because you think that when others win, you lose.

5) Blaming. Given all this focus on threat, problems, and avoidance,
given this structure of fear about mistakes, fear seduces you into
playing the blame game. After all, who blames? Is it not those who
feel insecure, anxious, and threatened? Also, those who don’t want
or can’t accept their own responsibility and straightforwardly look at
mistakes. They have to blame. They have to accuse and insult and
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shift the responsibility.

6) Undermines creativity. As fear moves you away from risk taking,
adventure, and fun, it moves you away from creativity. Fearful people
timidly cower because they focus on problems, they look for things to
go wrong. This is not the state of mind that encourages innovation in
business or life.

Driving Out Fear

Fear as a frame and way of looking at the world, and the games that
it initiates, cannot and will not serve you well in the long run if you
want to be successful, achieve peak performance, and make a
difference in the world. No wonder Edwards Deming recognized the
importance of driving out all fear. He was adamant about it being
destructive personally, physically, and psychologically. But how do
you do that? How do you drive fear out?

1) Create a sense of security for yourself and others.

Security provides a great antidote for fear. Insecurity and threat
initiates fear. Conversely, feeling safe and secure inoculates you
against unreasonable, irrational, and groundless fears.

. How secure are you within yourself?

. How secure is your sense of self-value and self-worth?

Esteeming yourself as valuable, worthwhile, and having innate
unconditional dignity provides a great grounding and securing that
makes you immune to the majority of fears. And, when you can and
do esteem yourself unconditionally just because you are a human
being, it is easy (very easy) to esteem others unconditionally.

Base your esteeming, valuing, and giving worth to yourself and others
for no other reason than the fact that we are all human beings. Then
you can stop playing the One Upmanship Game with yourself and
others. Making esteem (self-esteem, other-esteem) conditional will
seduces you to rank people as more or less valuable. This is a major
mistake. People are people. Each and every human being is a
mysterious wonder—fallible, liable to error, and yet incredibly sacred.

2) Create safety nets for yourself and others.

With an internal and unshakable (unearned) value and worth, you can
then make the distinction between person and behavior. People are
more than what they do. You are more than what you do. What you
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do is an expression of yourself, it is not the totality of you. What you
are is unconditionally valuable; what you do is always and only
fallible. What you are describes yourself as a human being—your
self-esteem. What you do describes you as a human doing— your
self-confidence to do things.

Knowing that you and Person Behavior
others are more than

what we do allows us t0 | whoyouare ——  What youdo
create safety nets for all | Human being ——  Human doing
of us so that when we Unconditional ——  Conditional
fail, mess up, and blow it No conditions ——  Many conditions

(which we will), our

fallibility will not

undermine our sense of personal value or our learning. Only when
you can thoroughly learn what does not work are you free to try
something new. Discovering what does not work can be taken as
something to feel bad about or as an occasion to celebrate learning a
better approach.

This realization creates a safety net for failures. How? By refusing to
connect failure, mistakes, errors, etc. with catastrophe you drive out
fear. You set a safety net—they are just mistakes. They are just part
of learning. How can you make it safe to make mistakes? What
safety nets can you, or should you, create so that you can take the
risks to experiment, play, discover, and learn?

3) Recognize and then refuse to over-value fear.

Fear has value as a primary state when it is in reference to a true
danger or threat that’s “out there.” Any other use of fear is not useful
or legitimate and should not be tolerated. To take fear as an emotion
or danger and threat as a concept and over-value it as if it were a key
secret of life only sets you up for paranoid living. It creates a
personality structure of timidity and indecisiveness. Then you might
even be seduced to think that people work at their best when driven
by fear, that you manage best by being tough and threatening. This is
not a wise direction.

4) Refuse to be governed by fear.

When you load fear with too much meaning, fear begins to drive how
you think, perceive, evaluate, sort, reason, etc. This lets it become
too pervasive in your life. Accessing a state of fear and then applying
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that fear to many other things—to ideas, people, experiences,
anticipations, etc. sets up a fearful and dreadful approach that results
in over-cautiousness. It puts you into a place where you become
timid, apprehensive, worried, anxious, etc.

5) Think about what you want in the long-term.

If fear orients you in an away-from and avoidance mode, you can turn
this around by developing a vision of what you want to go toward.
“Great! If you don’t want that, what do you want?” This questionre-
orients you to a compelling vision and dream as it re-focuses your
attention and it chases out fears. Eliminate fear as your motivation and
orientation by thinking of long-term effects and legacies, about what
you can do to move in that direction, and about the solutions that will
move you there.

6) Value mistakes, failures, and feedback.

If fear mis-represents and mis-codes “failures” and “mistakes,” then
you can also chase out fears as you reframe failures and mistakes as
valuable learning processes. The more you know how to creatively
use and embrace mistakes as experiments in learning and creativity,
the more you will eliminate fear from becoming a meta-level fear and
a frame of mind. And doing that will change the games you play in
life.

Given all of this, are you ready to blow-out all of your fears which are
unrealistic and non-productive? Are you ready to rid yourself of a
fearful mentality that creates timidity and hesitation where it is not
needed? Then the Fear Blow-Out pattern that follows will give you
the ability to do precisely that.
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* FEAR BLOW-OUT

Because you can give your fears too much meaning and significance
and develop a habit of listening to them far too much, the emotion of
fear can get in the way of performing at your best. You can access
states of fear too often and too intensely and so stop yourself from
taking action on those things that you value as well as the vision you
set. You can give way to fear so often that fear can be set as a higher
frame of mind darkening your perspective and interfering with
achieving peak performances. To counteract these toxic effects, use
the following pattern.

The Pattern:

1) Access your inspiring knowledge or goal.
What do you know, understand, or believe that’s meaningful
and important in living a full life?
Do you know how to represent it so fully so that you feel a
growing excitement from it?
How do you do that?
How much more energy can you put into it to make it even
more compelling?
What do you want to do to actualize this?
What actions and performances are needed to make this real
for you?

2) Now think about acting on that knowledge or goal.
As you now think about acting on it, what do you notice in
terms of fears, apprehensions, and worries?
What fears do you need to welcome in your awareness?
How intense are these fears?
Where do you feel the fear in your body? Where else?
How do you feel it as fear? What’s occurring?
How do you know to call these sensations fear?
What are your thoughts and meanings of danger or threat?

3) Consult with the fear.
What is the fear about? What are the thoughts behind the
fear?
How accurate or inaccurate is the message of that fear?
Is it truly dangerous?
Dangerous to what? In what way? To what degree?
How useful is the fear?
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Do you need to take counsel from this fear? To what degree?
What learnings and insights do you want to take from this
fear?

4) Decide on the limits of the fear.
Where do you want to put the border and boundaries of the
fear?
How much power do you want to give to this fear?
Where do you want to put the line between fears-to-face and
fears-to-heed?

S) Access resources with which to temper the fear.
What resources would you like to access to temper your fear?
What about calmness, confidence, a stronger appreciation of
your outcome?
What other resources would you like to access?

6) Executively decide about how to respond.
What fear will you listen to? To what extent? In what
contexts?
How will you listen to it?
What questioning and explorations will you make in response
to it?
Where will you draw the limit on the fear?

7) Blow-out any residue of the fear with your resources.
When you meta-state the fear with your resources, when does
the fear blow-out, so that you feel a sense of courage and
boldness to face things?
How many times do you need to loop back to texture yourself
with more resources?
Are you feeling courageous now?

“Those who want to become wealthy have to learn
to manage their fears and especially their fear of
risk. We have to move beyond playing it safe to
playing it smart.”

Robert Kiyosaki
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* COURAGE

Achieving peak performance takes courage. It takes courage to think
big, courage to look beyond problems to see and invent solutions,
courage to believe in oneself, courage to take effective actions, to
learn a discipline, to invest years of study and patience, to speak up,
to risk disapproval, to risk looking foolish, etc.

We have many ways by which we can build the courage gestalt. It all
depends on the specific state-on-state arrangement you put together.
So to design engineer the meta-state of courage, what are the
components that you need in a given context?

. Playful risk-taking danger

. Joyous excitement of fear (or in spite of fear)

. Boldness to take risks in reaching objectives

. Overwhelming sense of one's desired outcome or value

. Not-caring what others say or think while moving forward
. Rejecting concern about embarrassment as irrelevant

The Pattern:

1) Identify the referent experience in which you want “courage’ to
emerge.
What activity, situation, context, etc. would you want or need
“courage?”
Where do you need courage? When? In what context?
What is fearful? What is intimidating? What triggers
hesitation?
What is the degree of fear or hesitation that you face?

2) Matrix detection: Flush out current frames and meta-states.
What’s fearful, threatening, dangerous, etc. about this
situation?

What do you think-and-feel about your fear?

How well does the fear serve you?

Does your thoughts-and-feelings about the fear serve you?
Have you had enough of this old fear dominating your life?
How realistic is the fear?

What is realistic about the fear that you need to deal with?
What is not realistic about the fear that needs to be released?

3) Meta-state the resources to elicit the gestalt.
As you experiment with boldness, passion, compelling
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outcome, excitement, curiosity, playfulness, and other
resources, access and bring each resource state, one at a time,
so that you apply it to the primary state of fear.

After each application of another resource, step back and
access how much courage has now emerged within you.
How much more do you need?

How much more would you prefer and desire?

What else do you need in effectively handling this situation?

4) Confirm and consolidate?
With all of this in mind, how does this [fire anchor for the
gestalt state) affect this (the referent experience]?
How does it transform the situation for you?
Do you like this?
Are you fully aligned with this? Any objections?
Will you keep this? How?

* META-STATING
PROCRASTINATION

Have you ever let procrastination stop you from implementing what
you know to do and want to do? Procrastination can and does
interfere to keep you fromfully installing new learnings or embodying
a new performance. You can give in to numerous voices and feelings
so that you put off what you want to do that would enable you to
achieve peak performance.

The Pattern:
1) Access a trigger for procrastination
Do you ever procrastinate on things? Really? When? Where?
With what?
Do you even put off doing something that you ought to do
and that you know would enrich the quality of your life?
How do you know to put it off? What triggers you to do that?
Is the trigger —
An unpleasant feeling, discomfort, tension,
emotionally painful?
The idea of the effort or work that it would take?
Boring, menial, trivial, insignificant, like a tiresome
chore, tedious paperwork or housecleaning?
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Fear that it won’t be good enough, that there are
flaws, that you will be judged inadequate?

2) Acceptance: noticing the sense of procrastination, welcome it.
What do you easily accept?
What happens when you apply acceptance to just
acknowledge, notice, and welcome X into your awareness.
What happens when you just welcome in the uncomfortable
feelings?
What happens to the procrastination when you just let the
negative feelings come in?

3) Identify the map/ territory distinction that creates the emotion.
What map are you using to evaluate the experience which then
leads to the feeling of procrastination?

What standards are you using to evaluate the activity and/or
the emotion?

What expectations? What does the feeling of procrastination
mean?

4) Permission: check and/or give the permission for feelings.
Do you have permission to experience the X feelings that urge
you to procrastinate?
Do you have permission to engage in this activity that you’re
putting off?
Do youhave permission to be imperfect, fallible, to take risks,
to not know everything?
Give yourself permissionand notice whathappens to the sense
of “putting off.” What happens?

5) Identify the importance and value of the task or activity.
Is this activity important? How? Why? In what way? How
does it benefit you? Your life?
What is important about that value?
Step into the state of positive intention for the activity, and on

up several levels to the highest value of the activity ... and
amplify ... now, with that in mind . . . think about this
activity . .. and notice what happens. How do you now

think or feel about it?

6 ) Additional resources for meta-stating.
What other resource would you like to bring to the
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procrastination state to blow it out?
What if you put off the putting off?
What if you felt fully passionate about the activity?
What if you refuse to be a person who sells yourself
short?

7) Test and future pace.
As you now orient yourself to what has evoked
procrastination in the past and step fully into that experience,
what happens now?
Do you now have enough resources so that procrastination
will no longer be a problem to you?
Do you like this?

End Notes:

1. “Clearing thepath” is the theme of Day 2 of APG (Accessing Personal Genius)
training when we run the Dancing with Dragons pattern and also Day 2 of the
Ultimate Self-Actualization Workshop when we create and use the Crucible
change pattern.
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Chapter 6

THE EXPERIENCE OF

PEAK PERFORMANCES

From Good to Great

level and do so until you can reach the peak of what’s possible for

you, what is a peak experience like? How will you know when
you reach it? Are there any signs or indicators?

If your ultimate objective is to take your performances to the next

The exciting answer is, “Yes there are.” From the work of Mihaly
Csikszentmihalyi on Flowto Maslow’s work on self-actualizers to my
own work on using the Meta-State model of accessing personal
genius, today we know a lot about the peak performance state,
experience, and the peak performances that result.

In this chapter, you will discover how to use the accessing personal
genius pattern to step into the flow state at will, the self-actualization
quadrants wherein you create the flow state by synergizing your meta-
programs and optimize your performances. In these ways you will be
able to reach the meta-levels of performance.

In addition, I have included several patterns here that will assist you
in reaching peak performance: gestalting, super-charging your
attitude, meta-alignment, meta-stating efficiency, stretching,
leveraging high return behaviors, and persistence.

In a peak experience, you become so fully engaged with what you are
doing that you feel almost as if you have “become one” with that
activity. Then, being engaged so fully, you find yourself completely
engrossed with no room for double-tracking in your mind. As you
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enter fully into the moment, you lose your sense of time. The
movement feels timeless; being in that eternal moment, time stands
still for you as the external world rushes on. You also lose your sense
of the world, of others, even of yourself. Yet with the loss of
awareness of these features of regular consciousness, something else
happens.

When you step into this total engagement state, you experience
yourself as being all there. And that enables you to have more access
to all of your knowledge, skills, and abilities. It seems that you are “in
the zone” of your best where you are optimally effective. In this peak
experience, it feels to you that things just flow and so we call it the
flow state.

Now most of us experience this state from time to time. We enter
into it when we are fully engaged in a game, or at the movies, or at a
party, or when engaged in an enthralling story, or when deep in an
intimate conversation. The problem, however, is that the state seems
to come and go without
rhyme or reason. It
appears when we least “Do what you can,

expect it and it vanishes with what you have, right where you are.”
when we most need it! Theodore Roosevelt

The question then is
how can you develop
and work with the flow
state so that you can
step into “the zone” at
will.

Knowing what’s right isn’t the hard thing;
Doing the right things
—that’s the hard thing.

Because a peak experience involves a laser-beam focus of your
mental, emotional, personal, physical, and spiritual energies—there is
a loss of consciousness in it, and especially self-consciousness. And
because of that you are hardly ever aware of being in a peak
performance state at the time when you are init. It is only afterwards
when you reflect upon the experience that you become aware that you
were in it. When you are in the experience, you are not aware of it
because you are so present fo the experience that you're engaged in.

There’s something else about peak experiences. When you are in a

peak experience, you typically do not experience the peak experience
as a happy, ecstatic, or pleasurable experience. In fact, it is more
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typical that when you are extending all of your energies and straining
your capacities to their limits as you stretch forward to do your very
best in the engagement you experience it as effort. It is only
afterwards as you review the performance that you experience it as a
sense of joy, happiness, and pleasure at having performed as you did.
And that joy is more typically focused, not on the outward
achievement, but mostly on what the experience did to you personally.

It is from multiple peak experiences over a number of months or even
years that you are able to take your performance to the next level and
eventually create consistently top or peak performances—even world-
class performances. This is where persistence, resilience, and the
kaizen of continuous improvement come into play.

So, given all of that, how ready are you to learn the distinctions and
skills for stepping into a peak experience at your choice whenever you
so desire?

* ACCESSING PERSONAL GENIUS

The term genius in Neuro-Semantics means that you are “in the
zone,” in a totally committed and passionate state in which you
become so totally engaged that the world goes away, your sense of
self goes away, time vanishes, and your focus becomes highly
intentional as if it is a laser beam. To access a personal genius state,
you will establish a set of frames that protect your focused state so
that you can get lost in the experience and trust yourself so that you
can step out when you so choose.

The design of this pattern is to give you the ability to create and
access various “genius” states of engagement. Then you will be able
to choose when and where to step in and out of a “flow” state at will.

The qualities of a “genius” state involve focus, clarity, commitment,
engagement, being lost in the moment, at your best with all of your
resources available, “in the zone,” experiencing “flow,” etc. Because
such states are very focused, you willneed to protect them so that you
don’t contaminate them, dilute them, or reduce them. Finding your
own template for how you get lost in a state enables you to recognize
that personal genius is fully possible for you, that you’ve been there
before, and that you can now mindfully control the process.
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Stepping in and out of the genius state allows you to find and
experience the differences that make a difference and to use those
distinctions for creating ecological boundaries. These distinctions
inform your neurology for when and where to cue the state. By
stepping cleanly out of the state, and shifting the focus of your mind
and body system, you learn to separate from this intense flow state so
that you can leave it cleanly. Do this repeatedly until you can do so
impeccably . . . with no residue left over.

The practice of interrupting further enables you to learn to trust
yourself, to trust that you will not lose the state and to trust that you
can always get it back. This then changes your relationship to the
experience and to the idea of “interruption” as interruptions become
less and less jarring.

The pattern involves inviting a person to be interrupted and to handle
that interruption effectively by stepping out of state, handling
whatever is interrupting, and then matter-of-factly stepping back into
state. Begin by practicing how to best respond to an interruption.
Then take charge of it by interrupting yourself so that you step out of
state with a minimum overlap, and then back into the state in a
moment’s notice.

The brain/ nervous system will learn this pattern quickly and achieve
the desire level of competency of state shifting. When the person
carries over no mental or emotional residue from one state to the
other, but cleanly separates and breaks between them and can then
step back in and re-access that state with a strong intensity, you have
achieved the goal of this exercise.

Finding a Template for your Genius State

First we access a naturally occurring “genius” state and use it as a
template for the process. Doing this does several things. It creates an
awareness that you already can and do access focused states of “flow”
in which you get lost in an experience. It also refreshes and enriches
the natural genius state. It creates a sense of self-confidence about
this process and a self-efficacy for running your own brain in this way.
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The Pattern:

1) Access a state of innocent witnessing and/or observing.

What is it like for you to access a pure and discreet state of
“just observing?”

As you step into this position, just notice some of the colors
and sounds, etc. of this room. How is that?

Is there anything you need to release in order to be here fully?
Have you ever stepped back from something and just observed
things?

As you relax all of your muscles, just observe and enjoy.

2) Identify a fully committed state wherein you can “get lost” in the

State.

Take a moment to think back over your history of special
moments, has there ever been a time when you were “in the
zone,” in a state committed to only one thing? What was that
like?

Have you ever been committed to something else?

As you find a specific state that you have fairly easy access to
and which you can elicit fully, choose a state that comes as
close to a full 100% commitment as possible.

3) Access the focus state fully.

What do you call this commitment state?

As you recall a time when you were really into this state, step
into it fully, seeing what you saw, hearing what you heard, and
feeling what you felt. Just be there fully and completely.
Describe it until you refresh it and it amplifies. How much are
you experiencing it now?

When you have fully accessed this state to a level of 8 or 9 on
a scale of 10, nod to let me know or say so.

4) Practice stepping in and out of the state for impeccable state

shifts.

In just a moment I want you to step out of this state fully and
cleanly, leaving this state intact and as you step out, taking as
little of it as possible. Okay? So ready, go. Step out to your
observer position.
Would you like to imagine a bubble that protects and secures
this genius state?
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5) Access an executive level of mind wherein you make decisions.

There’s a part of your mind that makes decisions, that decides
when and where to have this genius state. As you now allow
a part of your awareness to rise up from the focused state to
this executive level state that it can take charge of things while
you get lost in this state. Would you like that?

Would you like this executive level of mind to run the choices
you make so that you can be cued about when it is appropriate
for staying in this state or coming out? Would you like your
executive mind to determine when to make the switch in and
out of the genius states and to determine the contexts for the
“cage” or boundaries of your genius state?

Good. Now, just inside your mind, allow your executive level
of awareness to answer the following questions:

Time: When should you have this state? When should you
not?

Place: Where should you have this state? Where not?
Style: How should you? In what way, withwhatstyle? How
should you not?

Criteria: According to what other criteria and qualities?
Contexts: In what context or contexts? In what contexts
should you not?

Intention: Why should you? Your reasons, agendas,
motivations? Why should you not?

Relational: With whom? With whom not?

Meaning: For what significance or meaning? What meanings
to not give it?

Resources: What other characteristics and features could you
add to this state that would even more fully express the quality
and efficiency that you want? Any other resources to add to
the genius state? Love, respect, daring, fallibility, balance,
etc.?

Emergencies, Interruptions: For what emergencies or
concerns will you step out and interrupt this genius state?
Other: Any other considerations that you would like to
determine the boundaries of this genius state?

6) Commission the executive meta-state and future pace.

Are you willing to take full responsibility for setting these
parameters for this commitment state so that you can fully
experience this commitment state? [Yes!]

Are you willing to take responsibility for letting yourself fully
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experience this intense and passionate state? For knowing the
limits and boundaries, when to have it and when not, how to
have it and how not, will you signal X when to step out?

. As you imagine moving out into your future, are you fully
aligned with this? Any objections?

Building a New Genius State
Now that you have a template for how you create and experience one
flow state of focus, we are ready to create additional states.

The Pattern:

1) Access the new desired focus state
What focus state of engagement would you like to build?
What do you call that state?
Have you ever had a little bit of it? Good. Access what you
can, seeing what you saw, hearing what you heard, and feeling
what you felt. Go there and be with it fully. Amplify. Use
your imagination and the “What If . . .” frame to assist.

2) Access a simple state of just observing
Step in and out of this new genius state, practicing a clean
state shift, in order to make the distinctions that allow you to
know how to have it upon cue.

3) Use your executive mind to further develop the genius state
Re-access the state and then rise up in your mind to the part
of your mind that makes decisions so that you, in that facet of
your awareness, can answer the following questions.

. World:

Place: Where should you have this state? Where not?
Contexts: In what context or contexts? In what contexts
should you not?

. Time: When should you have this state? When should you
not?
. Intention:

Criteria: According to what other criteria and qualities?
Value: Why should you have this state? How would it be
valuable to you?
Emergencies: For what will you be interrupted? What
emergencies will bring you out?

. Power:
Style: How should you? In what way, with what style? How

-174-



Achieving Peak Performance Chapter 6 Experiencing Peak Performance

should you not?

Resources: What other resources would you like to add to this
state that would even more fully express the quality and
efficiency that you want? Any other resources to add to the
genius state? Love, respect, daring, fallibility, balance, etc.?
Others:

Relationship: With whom? With whom not?

Self: Who will you become as you engage in this focus state?
How will this affect your self-definition and sense of self?
Meaning:

For what significance or meaning? What meanings to not
give it?

Why should you? Your reasons, agendas, motivations? Why
should you not?

4) Commission the executive meta-state and future pace

Are you willing to take full responsibility for setting these
parameters for this commitment state so that you can fully
experience this commitment state? [Yes!]

Are you willing to take responsibility for letting yourself fully
experience this intense and passionate state? For knowing the
limits and boundaries, when to have it and when not, how to
have it and how not, will you signal X when to step out?

As you imagine moving out into your future, are you fully
aligned with this? Any objections?
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THE META-LEVELS OF
PEAK PERFORMANCE

Think about something that you do. Any activity will work. Think
about any activity, behavior, and set of actions that make up and
defines a performance of any sort. You can think about various skills
and competencies that you have at work or in your
profession—delegating, leading, creating a product, innovating a new
process, customer service, researching, marketing, selling, etc. Or
you can think of some personal competency that’s more in your
personaland private life —golfing, tennis, skiing, exercising regularly,
handling family finances, parenting, woodworking, enjoying movies,
etc.

At first glance, a performance seems about as simple and direct a
phenomenon as we could imagine. At first thought, a performance
seems like just a set of actions. It seems that way, yet it is not. It
seems like it is just a primary state experience, that what you see in it
is what you get. Again, it is not.

Above and beyond the primary actions that go into making up a
performance, there are many higher level frameworks. In fact, to
take performance to the level of expertise, to take your performance
to the highest level so that it becomes a peak performance, you have
to move up to detect and be able to work with the meta-levels that
actually govern and manage the performance.

Why do you need to do that? You need to so that you can embed the
performance inside of rich and significant meaning. This is critical if
you want your performances to be textured with motivation, passion,
and commitment.

Consider the opposite. If you engage in a performance without
meaning, it will feel empty, trivial, even futile. Not only will it lack
passion and commitment, it will feel positively awful. It is the sense
of meaningfulness in your ideas, understandings, and beliefs which you
bring to your actions that transform those actions into highly
significant performances. Meaningfulness that enables you to take
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your perforinances to ever new levels of skill and passion. And you
do that by framing your actions with meaning and value.

What else does this mean? It means that you actually manage and
govern performance at the higher levels of your mind and
consciousness. It means that without moving up to those meta-state
levels, those levels which are full of meanings and frames and beliefs
about the lower levels, you will never find the leverage points for
enhancing improvement, creating transformation, and becoming
world-class in what you do. World-class performance depends upon
higher level frame of mind (attitudes) and meanings (passions and
intentions).'

So, are you ready for an uplifting challenge? Then let’s move up to
the meta-levels of performance so that you can enrich even the most
mundane and everyday activity so that it is richly robust in meaning
for you.

Detecting the Meta-Levels

As an example of learning how to detect and see the higher levels
above and beyond an activity, let’s use a simple performance. One of
the simplest is that of spelling. How simple is that?

In fact, the developers of the field of NLP modeled what the best
spellers do and came up with “the spelling strategy.” Basically they
discovered that when the best spellers hear a word, as in a spelling
context, they immediately make a picture of the letters. For them, it
is a picture. So they see the letters. Some make the letters very big,
others use color (bright red, orange, blue and yellow), others see them
in special fonts, maybe even in handwriting style, etc.

They also discovered that there’s no sounds in their mind about the
words, especially no phonetics, and no trying to sound out the words.
This means there is no sub-vocalizing, but just a picture of the word.
Then they read the letters. They can just as easily read the letters
backwards as forwards.

As they do this, they run a kinesthetic test, typically a feeling sensation
in the stomach that cues them that the picture they create fits or
doesn’t fit with a remembered picture of the word. This gives them
a “right” or a “wrong” cue. If wrong, they look at the picture again
and compare it with remembered images. If right, they call out the
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letters or write them down.

We call these representational steps a strategy and with micro-
behaviors like spelling, we model the form or structure of the
behavior. In Figure 6:1 I have put the structure of that performance
using the representational steps which we use in NLP to model a
strategy.

Figure 6:1
The Spelling Strategy

Af- ve - V" - K*or | - Exit

K" l
™ — — — — — — — — — —
Hear sound Visually construct Compare theimage  Have feeling thatit  If feels “right” begin to
ofaword a picture of the against remembered  isright or wrong write or pronounce the
word Contrast representations word aloud.

of constructed and
remembered images

If it feels wrong, loop back
torecall another visual image.

Simple and straight forward, right? Well, not exactly. Years ago
when I wrote NLP Going Meta, | used the spelling strategy to reveal
that there’s a lot more to it. Infact, there’s an entire invisible meta-
domain of many levels above it. That book is about the power and
importance of adding the meta-levels, or meta-states, to the modeling
process. The problem is that above and beyond the specific how-to
information about spelling are all of our beliefs about spelling, the
meanings we give to spelling, the reasons, intentions, and
expectations we have about the importance or unimportance of
spelling, how we think about ourselves as spellers (identity), and
dozens of other meta-frames.

. Do we like spelling?

. What emotions and emotional associations do we have to the
activity of spelling?

. What memories from school or home do we have about
spelling words, spelling contests, grades, etc.?

. What does spelling a word wrong mean to you?

. What does it say about you?
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All of these awarenesses and feelings are the meta-states in the back
of our mind about the experience and activity and they dramatically
affect and influence our performance of spelling.

Figure 6:2

Historical Frames About Teachers,

/. Spelling Tests etc. .\
Beliefs about self
Beliefs about spelling

el le

The spelling performance (()j K — Event: A spelling test

Meta-Levels Governing Spelling

Performance Questions
Obviously, there’s a lot more going on behind the scenes in any and
every performance that you engage in than meets the eye.

What does this mean for those who regularly experience
performance reviews?

What does this mean for those who want to take their
performance to the next level?

What does this mean for those who coach, train, or consult with
high performers who want to excel in their field?

What does this mean for those who trouble-shoot poor
performances or those who under-perform?

Ina word it means that you have to look not only at performance’s flow
through its various steps and stages (its horizontal strategy), you also
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have to move upward to the meta-frameworks that involve the

inward mental
contexts (its meta-strategy).
These contexts within the
performer’s mind determine the
beliefs, feelings, identities,
expectations, and scores of

performer’s

Chapter 6

Experiencing Peak Performance

Four Dimensions of Performance
1) Behaviors with strategies

2) Feedback on the behaviors

3) Interferences to the strategy

4) Reward structures

other frames which cannot but
help to influence the
performance.

The Base Levels of Performance

At the base or primary level with any performance there are almost
always numerous steps and stages in the process. These involve the
how-to steps that we can analyze a behavior and break it down into a
flow-chart. In this way we can explore where a person begins, what
happens next, and where does that go and so on until the performance
is completed. Almost everything at the base level is behavioral, and so
governed by the principles of behaviorism or what’s called “learning
theory,” including reinforcements, pain and pleasure, feedback, etc.
This gives us four key dimensions of any performance. Now we can
explore these four dimensions.

Figure 6:3

S —

2
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1) Behaviors with strategies

2) Feedback on the behaviors
3) Interferences to the strategy
4) Reward structures

1) Behaviors with strategies:

We begin with the capacities and talents which enable you to engage in
the behavior and your personal strategies for understanding how to
carry the actions out. Strategy questions explore what to do, how to do
it, when, where, etc. Above and beyond those explorations are the
belief questions—all of your thoughts, ideas, understandings, concepts,
expectations, frames or in a word, meanings, about the performance.
What does it mean? What else?

2) Feedback with behaviors:

Performance only has value and meaning depending on its effects and
results. This is where feedback comes in giving you a mirror so you can
see what happens as a result of the performance. Here we ask,

. Is it working? How is it working?

. How well is it working?

. How do you know?

. How do you measure it?

. How do others perceive it? What’s happening?

The feedback that you receive (in terms of effects, results, and responses
in the environment and from others) gives you corrective information
about the next step and about ongoing adjustments. Of course using
feedback as a mechanism for peak performance depends upon your
openness to feedback and flexible adaptability in terms of making
adjustments. Without such, performance stays mediocre and you are
unable to reach the next level or peak of your performance.

3) Interferences to the strategy:

This dimension of a performance refers to all of the possible
interferences that can arise to constrain or sabotage a performance.
When interferences come from inside—they are personal limitations and
inabilities. When they arise from outside—there are environmental
constraints and social influences. Here we ask:

. Are you staying with it?
. Is anything stopping you? If so, what?
. Do you start well?

. Do you persist?
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. Do you bounce back from set-backs?
. Do you complete what you start?

. How do you handle obstacles?

. How much resilience do you have?
4) Reward Structures:

Leaming Theory (Behaviorism) teaches that what is rewarded grows
and solidifies, and what is not rewarded extinguishes. The theory also
warns about the inhibiting influence that pain, consequences, and
negative results will have on stopping or preventing performance. This
dimension of the reward structures which reinforce what you are doing,
validating and supporting some actions and dis-validating and punishing
other actions plays a crucial role if you want to take performances to
new levels of expertise. That is, you need a structure that supports the
ongoing development of the competency. So we ask:

. What keeps it going?

. Is it well supported? By what?

. How?

. Are there any secondary gains in avoiding it or not developing
further?

The Meta-Levels of Perforinance

So, over and above the base level are all of the frames that make up the
mental context. In contrast to the external things of the base level, these
things are inside. As internal factors they move you into the cognitive
and the conative dimensions, that is, the dimension of thought and
choice. The leader, manager, coach, consultant, or parent who does not
know how to elicit and work with these higher levels of performance
will miss most of what drives behavior and will not know the leverage
points of change.

How do we detect and explore these meta-levels? In the following
diagrams (Figures 6:3 and 6:4), I have made a list of the basic meta-
questions for both the primary and sensory level and for the meta-levels
above the four dimensions of a performance.?

With this we can now engage in a Meta-Performance Analysis in
working with any performance—business, personal, athletic, etc.
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‘igure 6:4

Chapter 6

Experiencing Peak Performance

PERFORMANCE DIMENSIONS AND LEVELS

A Cognitive Behavioral (Neuro-Semantic) Checklist

Belief Questions #12—24

Who are you in this?
Permission to do
without believing
in it?
Value doing it?

Decided to do it?

Believe it will work?

Is it possible to do?
Permission to do?

Resources to

Pains for not doing?
Pleasures for not doing?

Negative consequences

handle it? for doing?
Other priorities? Support in doing?
Aligned to do it?
Got better way? Ecological? Pleasures for doing?
Can follow procedures? Believe in? Believable? Permission?
Don’t believe Discipline
Why do it? Value can handle to handle?
How does it fit? Feedback? the interference?

1 2 3 4
ACTION-PROCESS FEEDBACK | INTERFERENCE REWARD STRUCTURES
Strategy questions #1-6 Questions #7-11 | Questions #25-31 Questions #32-35
What? How? How are you Able and free to do it? Pain? Pleasure?

doing? Incapable? Obstacles? (Punishment)  (Reward)
Who? How do you -for doing it~ + for doing it?
When? know? Doyou | personal limitations + for not doing it - for not
here? think you are Interferences— doing it?
f q wh already oing it?
!Et With succeeding? Internal? . .
whom? How do measure | External? Restraining forces? Driving
Complete it? KPIs? forces?
it? Know how Anything stop you? - pain for doing - pleasure

others perceive

What?

avoiding
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Figure 6:5

META-PERFORMANCE ANALYSIS

Neuro-Semantic Questions and Meta-Questions for Exploration

STAGE 1: The Actions and Process

1. Do you know what to do? Targe
2. Do you know how to do it? Strateg
3. Are you fully capable of doing it?

4. Do you know when and where to do it? Specific:
S. Do you know how to complete it? Completior

6. Are you willing to complete it? Do you know how to improve your performance?

Strategy Feedback Performance Beliefs Interferences Reward Structures
1 2 3 4 5

STAGE 2: Feedback

7. Are you open to feedback about your performance? How much? Feedbacl
8. Do you think or assume that you are already doing it?

9. How are you doing? How do you know?

10. How are you measuring it? What are your KPIs?

11. What do other perspectives see? (Mine, your bosses, customers, colleagues, employees, etc.)

STAGE 3: Performance Beliefs Back of the mind consideration:
12. Do you know why to do it? Motivation

13. Why do you do it? How does it fit into this business?

14. Is this reason strong enough motivation for you?

15. Do you think it will not work?

16. Do you think your way is better? Do you think you have a better way?

17. Do you think something else is more important?

18. Do you have other priorities?

19. Are you aligned in doing it?

20. Have you decided to do it?
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21. Do you believe it will work?

22. Do you want it to work? Do you value doing it?
23. Are you willing to do it even if you don’t want to?
24. Do you have permission within yourself to do this?

STAGE 4: Troubleshooting Interferences

5. Is there anything that stops you or could stop you?

26. Are there obstacles in the way beyond your control?
7. How is it beyond your control?

28. What is within your control?

29. Are there any personal limitations creating incapacity?
30. Are there any personal problems creating incapacity?
31. Could anyone do it?

STAGE 5: Reward Structures
32. Are there any positive consequences for doing it?
What do you get from doing it?
Do you feel supported in doing this?
33. Are there any negative consequences for doing it?
Are you afraid of negative consequences?
What do you get from not doing it?
Do you feel punished in some way for doing this?
34. Is there a positive consequence for not doing it?

What do you get from under-performing and procrastinating?

35. Is there a negative consequence for not doing it?
What price do you pay when you under-perform?
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* GESTALTING
HIGHER STATES

A “gestalt” refers to some configuration of mind-and-emotion that
emerges from many interactive parts in a system so that the result is
*a whole which is greater than the sum of the parts.” In a gestalt state
we have one or more levels of meta-states outframing a primary state
so that as a result something new and higher arises. To create this,
meta-state one resource after another to texture or laminate a primary
state. Keep doing so until a new gestalt emerges. This allows you to
create higher and more complex states. We call these more complex
states, gestalt states.

The Pattern:
1) Identify the state or experience and the component elements
needed to make up a rich and vibrant gestalt.
What state do you want to design?
Menu list: optimism, seeing opportunities, courage,
etc.
What stops you from this rich experience?
What state would counter-act that interference and enable you
to experience the gestalt state?
What elements do you need in order to create this customized
state of mind/body for yourself?
(Calm, empowered, centered, focused, connected,
wonder, grateful, appreciation, excited, passion,
mischievousness, humor, playfulness, etc.)
What else do you need so that this higher state will emerge?
As you access each resource and apply it to yourself, keep
checking to see when the state emerges. Has it emerged yet?

2) Experiment until you identify a gestalt structure.

The gestalt structure will involve a particular syntax, order,
and sequence of the parts that allow the “mix” of thoughts,
feelings, beliefs to work for you in eliciting the higher state.
As you use your discoveries and begin to design engineer the
new state, how playful and experimental do you feel yourself
being as you do this? How much more would you need to be?
As you try on passion, notice how that influences and effects
your primary state . . .
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3) Identify your reference primary state then access and amplify
each resource as you relate it to that referent.
Use small and simple examples until you access the state, then
keep layering it with more of the resources.
Where would you want this higher resource state of . . .
(i.e., courage, seeing opportunities, etc.)?
Just notice that situation, reference, person, etc. ... and
we’ll use that as our reference point.
Have you ever fully felt X (first resource)? Be there again .
Lo fudly L
Now as you feel that, notice how it transforms your
experience of the primary state reference . . .
Is that enough? Need more?
Have you ever fully felt Y (second resource)? Be there in that
... fully ... and as you feel X, you can feel Y also about
that primary state reference . . .
Keep repeating until the gestalt emerges.

4) Apply the gestalt state into your future.
Imagine moving through life in the weeks and months to come
with this higher state of mind . . .
Imagine operating from this frame at work, at home, in your
relationships, etc. Notice how it changes things.

S) Embody it by making an empowering decision as you confirm it.
Do you like this?
Does this enhance your life? Empower you as a person?
Would you like to have this as your program for how to
operate in this area of life?
Is the executive part of your mind willing to take full
responsibly to elicit this when you need it?
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* SUPER-CHARGING ATTITUDES

What is a performance without attitude? It’s nothing. Merely being
able to do something, even doing it with excellence will not lead to a
peak experience and will not guarantee peak performance. Once you
reach a certain level of expertise, attitude increasingly becomes a
critical factor.

An attitude is a gestalt state that you can now install as a frame of
mind. Attitude, as a holistic term, refers to your full mind-body-
emotion stance toward something. It includes your mental and
emotional stance. It includes your physiology. Can attitudes be
taught? You bet. Components of attitude are the components of
state.

What attitudes do you need to eliminate?

What attitudes do you need to build, develop, and install?

What attitudes do you need to juice up or super-charge?

The Pattern:
1) Identify the attitudes that you want to juice up.
Is there any attitude that you’d like to have that would make
your life better?
How would you describe that attitude? What is it like? What
would you call it?
Who else has that attitude?
How is it valuable?
What would it allow you to do or to experience?

2) Specify how you want to super-charge the attitude to make it
more powerful or profound.
In what way would you like to super-charge that attitude?
With what new qualities or properties?
How compelling and memorable would that be for you?
How would that affect you in mind-and-body?
What would you be feeling if you had that attitude fully
installed?

3) Access, amplify, and apply to the primary state.
Where, when, and with whom are you in a state of mind with
an attitude that needs charging up?
As you access each resource, amplify it until it has sufficient
charge, and apply it and then notice how it changes things for
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you.

4) Install it within you for your tomorrows.
So you’d like this attitude as part of the way you go into
tomorrow?
When you future pace it into the weeks and months to come,
how do you like that?
Are you fully aligned with them?
Does any part of you object to it?

* META-ALIGNMENT

Patterns that structure a new way of thinking, feeling, talking, and
acting will not be fully installed until you are fully aligned with it.
That’s why we end most processes by asking:
“Are all of your higher levels of thinking and emoting fully
aligned with this? Are there any parts that object to using
this?”

This pattern provides a way to align with your highest levels and
meta-states to give us an overall sense of integration, congruency,
wholeness, and well-being. The design is to refine and enhance a
behavior for greater pose, power, elegance, or focus, to juice up your
performance to make it more exquisite. I developed this pattern from
the distinctions that Robert Dilts used in creating his “neuro-logical
levels” of behavior, capacity, belief, value, identity, and mission or
spirit.

The Pattern:
1) Identify a primary state sensory-based behavior that you want
more alignment with.
What do you do that you consider very important, but which
sometimes lacks the full range of congruency, power, and
focus that you would like?
What behavior would you like to do with more personal
alignment, congruency, and integrity?
Begin by describing this behavior in sensory-based terms. If
we used a video camera what would we see or hear or feel?
(Behavior)
Where do you do this? (Environment) Where not? When?
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When not?

2) Identify the mental-emotional skills and abilities which enable
you to do this (Capability).
How do you use your thinking-and-feeling to pull this off?
What strategy do you deploy in doing this?
How do you know how to do this?

3) Identify the meta-levels of beliefs and values that support and
empower this. (Beliefs/ Values)

Why do you engage in this?

What beliefs guide this behavior?

What importance does this hold for you?

4) Identify identities which emerges from this (Identity).
Who are you that you engage in this behavior?
What does engaging in this behavior say about your identity?
Who does this make you?

5) Identify the purpose that arises (Vision, Mission, Spirit).
How does this fit into your overall sense of destiny and
purpose?

When you step into this, fully and completely, what do you
experience?

6) Identify the decision that supports this (Decision).
Have you decided to do this? You will?
This is your intention? How have you formatted this decision?

7) Describe these meta-levels of meaning with a metaphor or
story (Metaphor).
What metaphor or story encapsulates this meta-state?
Let it emerge . . . notice also other things that might emerge:
sounds, colors, shapes, music, light, etc.

8) Integrate fully by applying the higher levels to the lower levels.
As you even more fully step into this awareness and
experience it completely, snapshot it and honor it and let it
enrich all of your levels . . . and now imagine bringing this
back down the levels, letting it coalesce into the lower levels
thereby enriching them. How do you now experience the
behavior, environment, etc. when you bring this higher level
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with you? And as you bring each of these levels, in turn, to
bear upon your everyday states, how well do you like that?

* META-STATING
EFFICIENCY

Our first consideration of a performance concerns effectiveness: “Is
this performance effective?” We ask that to discover if you are doing
the right thing. Is what you’re doing moving you in the direction of
your goals, values, and higher intentions? No behavior, no matter
how skillful, is effective if it doesn’t contribute to your ultimate
objectives. Making good time (efficiency) in the wrong direction
doesn’t help you get to your destination. That efficiency would be
ineffective.

So after you establish your effective direction, we ask the efficiency
question. “Is this performance efficient?” While efficiency follows
effectiveness, we ask it to check the quality of your execution. In this
effectiveness is an aspect of strategy and strategic thinking to make
sure that you are on the right path whereas efficiency is about your
tactics ensuring that you are efficient in what you are doing.

Installing a new effective response pattern that works to enrich your
experience makes you effective, yet are we efficient? Are you making
the most of your effort? It is the lack of efficiency that often prevents
you from the top performance that you aspire to.
“Efficiency is one of the most important components of
wealth accumulation. People who become wealthy allocate
their time, energy, and money in ways consistent with
enhancing their net worth.” (The Millionaire Next Door, p.
71).

The design of this pattern is to develop your efficiency so it is
exquisite and smooth.

Primer for the Pattern:

Think of something that you have learned do very efficiently, but
which you did not always do efficiently. Think of that behavior when
you did it inefficiently and now when you do it efficiently. What’s the
difference?
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What saps your energy and focus?
Menu list: Indecisive, bored, unfocused, fear, at cross-

Experiencing Peak Performance

Inefficiently
Wasted time and energy

Didn’t plan ...
Disoriented

Inactive, procrastinating
Back & forth indecisively
Slow: unskilled, laborious
Failure to delegate
Unimportant activities
Clutter

Excessive socializing
Failure to say “No.”
Standards too high

scattered, unfocused

Efficiently

Used time and energy
wisely
Planned, focused, making notes
Thinking strategically, on
purpose
Sorting out Important things
Making a decision and acting
Effective in organizing
Effective in delegating tasks
Eliminate unimportant activities
Eliminate clutter
Balance between activities
Good Boundaries
Optimizing

purposes, too many choices, overwhelmed, regret, status quo, self-

judgment, meaninglessness.

What puts energy into your step?
Menu list: Meaning, focus, purpose, challenge, courage,
commitment, humor, connection, love, contribution.

The Pattern:

1) Access and fully represent “personal efficiency.”

Think of something that you have done with efficiency. When
you did not waste time, effort, energy, or resources doing it.
Has there ever been a time like that in your entire life?
What does personal efficiency, effectiveness, productivity,
mean to you?
What does it look, sound, and feel like for you?
How would that enhance your life?
[Keep asking about how you represent personal
efficiency. Do this until you get a fully described map
about it.]
What key skills or core competencies do you need to
continually practice to increase your output and productivity?
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Do you know that you can increase your efficiency and your
effectiveness by becoming better and better at your key tasks?
Are you willing to become better at the most important things
you do?

2) Check neuro-semantic frames about personal efficiency.
What do you think/ feel about this concept of personal
efficiency?
What comes to mind when you think about personal
efficiency?
Do you access a positive or negative state?
What’s your frame of mind about it?
Does it improve the quality of your life?

3) Check and give permission to take orders.
Do you have permission to “take orders?”
What comes to mind when you think about being “under”
orders? When you have to do something? What’s your
attitude about the things you “have to do?”
Can you give yourself instructions and positively just follow
those instructions?
Give yourself permission if you need to.

4) Amplify the personal efficiency state.
How much do you feel and sense this feeling of personal
efficiency from O to 10?
Allow your feelings and awareness to double. Let it grow and
increase.
What else can you do to step even more fully into this state?

5) Apply this state to your tasks and activities.

Holding this state . . . notice how it begins to transform the
tasks and core competencies of the personal efficiency that
you want.

6) Neutralize and integrate the neuro-semantics of “work,” self-
discipline.
As you feel this fully. .. and let it grow ... You can recall
how that others call this state of personal efficiency “work.”
And you can too . . . know that it’s not really work, but fun
and efficiency.
And experiencing this in this positive way, you can recognize
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that others may look at this and call it self-discipline, and so
can you. But when you exercise your personal power to get
yourself to do what you want to do, should do, when you
need to do it, regardless of whether you feel like it or not, you
know it’s just being efficient!

Do you yet have the habit of just doing the things that need to
be done?

7) Connect and align your everyday activities with your highest
intentions.
Are you clear about your goals and objectives in your
performance? Since your efficiency arises from clarity of
intention, are you now clear about your goals in this
performance?
What are your top 10 goals for this year about this
performance? If you were to accomplish one of these goals,
which one would have the greatest positive impact on your
life? What is your most important goal? Second? Third?
Is every part of your mind full aligned with this efficiency in
the area?
Any objections to being resourceful in this way?

8) Loop back to identity and other higher frames.
If you moved out into your future with this ... day after day,
week after week, etc. would this affect your self-definition?
Your identity?
Would you like that?
This is who you would become more and more?

9) Future pace and symbolize.
Imagine doing this into your future . . .
What is this like? What symbol or metaphor . .. a color,
song, whatever comes to mind that you can use as a symbol
for this way of being.
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* STRETCHING

What’s involved in creating a lifestyle wherein you consistently
produce peak performances? It requires that you continually push and
stretch yourself. There’s a reason for this—success is dangerous!
With success and with living longer and longer with success and great
accomplishments, the more comfortable you will become. And with
comfort, the less able you will rally yourself to something new that
might induce discomfort. With comfort, you get into a rut and your
performance becomes too easy. You may think you have “hit a
plateau” when in reality, you have just gotten comfortable with your
current level.

The fact is, no person or business is at its best when life is too safe or
too comfortable. You can’t afford to live too long in a status quo
mode. To open the door of opportunity for innovation, you have to
drive out complacency. Explore your own situation:

. Am I just maintaining or am I stretching?

. Am I raising the bar of performance?

. What are my performance standards?

. What’s the next level that I could take them to?

. Are my goals challenging or do they elicit a yawn and put me
to sleep?

. What am I doing to differentiate myself so that I stand out?

. What am I doing to reach my full potential?

. What mile markers have I set to measure ongoing progress?

The Pattern:

1) Identify a stretch goal.
What goal have you set or will you set that is a stretch for
you?
How do you know this is a stretch for you?
Would others describe this as a stretch for you?

2) Expand and enrich the stretch goal.
How safe or dangerous is this goal?
How do you determine the safety or risk of the goal?
Can you clearly see all of the steps necessary to reach the
goal?
If so, how it is a stretch?
What is realistic in the goal?
What is the likelihood that you will reach the goal?
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What is a stretch for you? How is it a stretch?
What will stretch in you in order to reach this goal?
How exciting and compelling is this goal?

3) Stretch the stretch goal some more.
How would you measure the size of this goal from being a
small goal to a big goal?
What is a big goal for you?
Have you ever set a big goal and went for it?

4) Develop resources for setting a good stretch goal.
What resources will you need to be able to pull this off?
What success will you have with going after this goal even if
you fall short of completely reaching it?
What mile marker will indicate that you’ve achieved more by
setting this stretch goal?

* LEVERAGING
HIGH RETURN BEHAVIORS

To get the results you want, you have to get the right things done.
Doing the wrong things well, while an act of competence, will not
make the performance difference that you desire. To get substantial
results, you need to find the high leverage actions, actions that bring
a high return on your performances.

The Pareto Principle “Give me a single place to stand,
describes the 80/20 rule and a lever, and I will move the Earth.”
which says that 20 Archimedes

percent of your effort
creates 80% of your
results, or that 20% of people in any organization will be doing 80%
of the work. This arose from Italian economist Vilfredo Pareto who
discovered that a small minority of the top earners always accounted
for a large majority of the total wealth in a country. The principle of
the vital few or a “tipping point” (Gladwell Maxwell) orients you to
finding leverages so that you can concentrate on the key variables by
which you can multiply your effectiveness.
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The Pattern:
1) Identify your 80/20 activities and variables.
What 20% of your activities delivers 80% of your best results?
What are your high return activities for you as a person?
What are your high return activities in your performance?
By way of contrast, what are some of your low-return
activities?
What takes you out of your strengths?
If there are a few key variables that lead to the great majority
of the results, what are those variables?
; Where are you outstanding?
“ Where do you spike (a distinctive strength wherein you are
' unusually powerful)? (Koch, 2003, p. 32)

2) Identify your stop-doing list.
" What low-return tasks do you need to stop doing?
What low-return tasks can you outsource or delegate?
How much time and energy will this free up for you?
How habitual are these low-return tasks?
What seduces you into doing them?
What will you need to do to stop them?

3) Outsource your other 80 %.
Is there any area where you’re working hard to become
mediocre?
What do you need to outsource through partners or
delegating?

4) Develop your top 20%.
What strength do you need to develop and hone and bring to
excellence?
What daily practice can you set up to do that?
What books do you need to read, experts interview, and
trainings take to develop your 20%?

S) Develop a performance plan from your 80/20.
What high-leverage activities in your greatest strengths will
you use to develop into a business or business idea?
What 20% of your people create 80% of the results?
How much time and energy will you devote to them?
What 20% demographic creates 80% of your sales or
business?
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What are you doing with these high-potential sales
demographics?

How will you breathe life into these 20% high leverage
variables?

What will create the most wealth for the least effort and
capital?

How will you keep tweaking and embellishing the 20% to
keep innovation continuing?

4) Commission and future pace.
Will the part of your mind that makes decisions take full
responsibility to give up the low-return behaviors and to
initiate the high-return activities?
As you imagine doing that in the coming days, are you fully
aligned with this?

PERSISTENCE

Finally, you need persistence.
The state of persistence
enriches us with the power to
persevere, hang-in, and bounce

“Success seems to be
largely a matter of
hanging on after others

bgck from set-backs. Things Wfillz;;/;ie;;g;)t.h or

will happen, challenges will

arise, there will be set-backs, “Every adversity

but with resilience and has the seed of
persistence you will not be an equivalent or greater benefit.”
defeated. To persist at a task, W. Clement Stone

job, or work you need to let it
become absorbing, you need to
find value init, and you need to
manage your own states.

In terms of wealth creation, the self-made, first-generation rich
millionaires stayed with their vision and persisted in learning, growing,
and becoming more skilled and competent. Tenacity depends on
intensity and purity of vision. Then you can stick to your vision and
passion. The self-made, first-generation rich millionaires were not
weak of heart, but strong, resilient, and dedicated.

When Andrew Carnegie modeled the secret of wealth accumulation
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of Napoleon Hill, he wrote the following that highlights the
importance of this frame of mind.
“A twenty-year research of hundreds of well-known men, many of
whom admitted that they had accumulated their vast fortunes
through the aid of the Carnegie secret.” (pp. 16-17)

“I had the happy privilege of analyzing both Mr. Edison and Mr.
Ford, year by year, over a long period of years and therefore, the
opportunity to study them at close range, so I speak from actual
knowledge when I say that I found no quality save persistence, in
either of them, that even remotely suggested the major source of
their stupendous achievements. . .. persistence, concentration of
effort, and definiteness of purpose were the major sources of their
achievements.” (p. 164)

Thomas Stanley and William Danko (7996): researched the wealth in

America and came up with some Surprising Secrets.
“How do you become wealthy? Here, too, most people have
it wrong. It is seldom luck or inheritance or advanced degrees
or even intelligence that enables people to amass fortunes.
Wealth is more often the result of a lifestyle of hard work,
perseverance, planning, and most of all, self-discipline.” (pp.
1-2)

Persistence, as the ability to sustain effort in pursuing your aims and

desires in the face of opposition or difficulty, is obviously critical.
“Those who have cultivated the habit of persistence seem to enjoy
insurance against failure. No matter how many times they are

defeated, they finally arrive up toward the top of the ladder.”
(Napoleon Hill, p. 154)

So what makes up this state of mind of persistence? It is based upon
definiteness of purpose, desire, self-reliance, definite plans, accurate
knowledge, cooperation, and habit. These are the elements or
variables that make up the state and this explains that you can
cultivate it as a meta-state or as a gestalt state.

-199-



Achieving Peak Performance Chapter 6 Experiencing Peak Performance

End of Chapter References

1. This means that there’s an entire invisible domain of meta-frames—made up
what we call in NLP and Neuro-Semantics as meta-states and meta-programs
which exist above and beyond any and every performance. So if you want to take
your performances to new levels of expertise, you have to become a meta-detective
and a meta-coach of these higher levels.

2. The source that stimulated me to develop this was Coaching for Improved
Work Performance (2000), Ferdinand F. Fournies, (p. 94). Chapter 7: A Practical
Approach toManaging People in Business. He created 16 questions to explore the
question, “Why don’t employees do what they are supposed to do?” generated from
the responses of 25,000 supervisors and managers.
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LIFE IN THE ZONE

OF PEAK PERFORMANCE

Self-actualization is the center focus of Neuro-Semantics because our
aim is to embody meaning as we perform our highest and best
meanings. This is Neuro-Semantics’ practical focus—actualizing your
highest visions to make themreal in your life as you develop your best
potentials. Given this, we focus our energy on such questions as:

. How do you actualize your potentials?

. How do you identify, find, and develop your potential abilities,
skills, identity, dreams, values, and meanings?

. How do you move from being a novice to developing true
expertise in the areas that you love and are passionate about?

. How do you make real in actual life your highest meanings

and principles?

Because the term neuro-semantics refers to these two facets of human
experience, meaning and performance, it is about two worlds. First,
it is about the internal world of your meanings (semantics). This
relates to all of your ideas, beliefs, decisions, sense of self, etc.
Second, it is about the external world of pragmatic performances
(neurology) which you engage in using your nervous systems and
physiology. And with this we now have three facets that govern the
unleashing process.

If self-actualization emerges through synthesizing meaning and
performance then together these facets of experience make up your
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mind-body or neuro-semantic states and directs attention to three
activities of Neuro-Semantics:
1) Performing meaning: taking the meaningful ideas and
beliefs that you know, closing the know-doing gap, and
robustly acting on your highest and best meanings.

2) Giving rich and vibrant meaning to perforinances:
endowing your everyday activities with the richest and most
robust meanings as you frame and reframe. This enriches your
performances making them more significant and valuable.

3) Suspending meanings: undoing and unmaking any meaning
that leads to non-resourceful performances. It is interrupting
any performances that are driven by limiting and non-robust
meanings. It is releasing old and/or toxic meanings which may
have become embodied creating sabotaging or non-useful
behaviors.

Self-Actualization Quadrants

When you combine your meanings and performances you create a
personal synergy of power and congruency. In Neuro-Semantics we
have designed the Self-Actualization Quadrants to facilitate this. In
terms of performance (and especially peak performance), you can
profile and plot where you are along these two axes.

Because self-actualization is a function of meaning and performance,
these make up the heart of self-actualization and the Self-
Actualization Quadrants. Self-actualization is ultimately based on
these two variables: meaning and performance.

Meaning:
This refers to what you find significant, important, valuable,
and challenging. Find or create what’s meaningful in what
you do so that your experiences and your actions are
significant, valuable, and important. This is where dreaming,
imagining, anticipating and using your mind invests value,
worth, and life into what you are engaged in.

Performance:
Thisrefers to how you are able to actually do your actions and
behaviors. Now take action to make something happen about
what you believe in as important. You have to translate the
great ideas in your head into behaviors in your body so they
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become your way of being in the world.

Figure 7:1

Meaning

Performance

In the Self- Actualization Psychology that Abraham Maslow pioneered
and developed, self-actualization does not refer to an ordinary person
with something added. It is rather the ordinary person with nothing
takenaway. The self-actualizing person is not a super-human, but a
regular person who has transcended most of the limitations that inhibit
and diminish most people. This enables the self-actualizer to be a
“fully functional person” (Carl Rogers).

When we format these two phenomena as two axes, they create four
quadrants. When you put these together you integrate these two key
facets of human nature that many have falsely separated and treated
as polar opposites, being and doing.

These two variables now give us of the Self-Actualization Quadrants.
Based on meaning and performance, these quadrants show how
developing your mind (e.g., your meanings, understandings,
knowledge, beliefs, dreams, etc.) and your body (e.g., your talents,
capabilities, skills, competencies, and expertise), actualizes your
potential self. You can now make what is only potential, actual. As
you map your potentials and latent possibilities, you can then work
out how to integrate and embody your highest meanings.

Abraham Maslow described this integration as a synthesis or synergy.
The synergy of the whole arises from integrating the opposites that are
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typically viewed as a dichotomy. This integration creates a wholeness
that enables you to actualize your whole self to be and do your best
in all of your life. It facilitates a psychological wholeness and health.

The Quadrants

These quadrants map human development along the meaning and the
performance axes. As noted in previous writings,' you can use the
Quadrants to identify or profile where you are in terms of these
factors and what you need to do to move fully into the Fourth
Quadrant—the pathway of self-actualization.

Whenl first developed the Self-Actualization Quadrants, | diagramed
the Quadrants using the X and Y axes as 90 degree axes. You can
also use the Axes in a different way. While the Axes maps meaning
and performance as if they are radically different phenomena, we can
also map them as facets of the same thing. 1 did this originally by
opening up the Axes from being pictured as a ninety-degree angle that
the two axes forma line or a continuum. From the X and Y axes that
create the Self-Actualization Quadrants I diagrammed the two axes
forming a single 180-degree line with each at the polar ends. This
created a new picture. The apparent dichotomy of the polar opposites
with its dynamic tension becomes a continuum.

Figure 7:2

Meaning Performance

Highly Metaphorical ~ Practical Felt Knowl. Habit Competence Mastery
Abstract  Knowledge Knowl. Ritual
Concepts

Historically, in Western countries we have viewed mind and body as
opposites, as polarities. Using either/or Aristotelian thinking, we
interpret reflecting and acting, being and doing, meaning and
performance as opposites. But now we can make them facets of the
same thing.
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Figure 7:3
The Self-Actualization Quadrants
PEAK
PERFORMANCE

* Dreamers
Fluff Land

S.Q.

Meaning / Semantics

III. Creators

”~
o

IV. Self-Actualizers
~

E.Q.

~

1. Undeveloped

~ Pit of
Disillusionment

I1. Performers

1.Q.

* Compulsives
Workaholics

Performance / Neuro-Physiology

Quadrant I: Undeveloped

We all begin here. We are born undeveloped—we don’t know
what anything means and we are unable to do anything! We
begin completely ignorant and incompetent. But there’s good
news: it is all uphill from there. From there you experience an
inescapable development of mind (for meaning, understanding,
believing, etc.) and body (for activities, emotions, skills, and
performance). It is there in your cognitive and behavioral
development that you move out on the two axes.
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Quadrant II: Performers

You act, you behave, you speak, you take action, you react,
you learn to respond. It is in these ways that you learn the
behaviors and the strategies that work for succeeding in
various domains of life. If your style, disposition, and/or
conditioning facilitates this, you increasingly become a skilled
performer. You become the kind of person who finds ways to
act that increase your competency. In this way, you learn a
response pattern to the world of things, events, and people as
being active.

When over-done, however, you will act so quickly and
decisively that you will step forward often and regularly and
may even become compulsive about acting. As this continues,
you give less and less time to reflecting until you become
almost entirely reactive. Do this long enough, however, and
you can burn-out and fall back into the pit of disillusionment.
To create a holistic synergy, you will need an equal mix of
thought and reflection.

Quadrant III: Creators

You also dream, imagine, go off on flights of fantasy. You
invent, you create, you have a million, no, a zillion ideas! It is
in these ways that you spend your time and use your mind. If
this is your primary style, disposition, and/or conditioning then
you increasingly become a skilled creator. That is, you are
brilliant in thinking up ideas and schemes. This is your
strength. You are the kind of person who is forever thinking
and imagining and talking.

Y our primary response patterns is that of reflective rather than
active. When you over-do this, however, you become so
addicted to dreams, options, alternatives, ideas, creativity,
inspiration, etc. and it becomes so much of a rush you spend
less and less time and have less patience with dealing with the
reality of doing something about your dreams. Do this long
enough, and you can become so frustrated that for all of your
good ideas, you aren’t experiencing the success you believe
you should, and so you also fall back into the pit of
disillusionment. So while exciting and positive ideas are
important, you also need an equal mix of acting on your
thoughts to see what works and what does not, and to what
degree.
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Quadrant IV: Self-Actualizers
It is in the fourth quadrant that we create a synergy from
balancing meaning and activity. Here you synthesize meaning
and performance by mixing dreaming and imagining with
pragmatically making things happen as you test and
experiment. Here the dreaming and the daring come together
in a synthesis that allows the emergence of things that are
more than the sum of the parts. Here you create meaningful
activity and actively actualize your most enriching meanings.

So where are you?

Meaning —
How much of a meaning-maker, of a dreamer, of a creator and
creative person are you?
How much of your time do you spend dreaming up great
ideas? Researching books or reflectively thinking through
ideas?

Performance —
How much of a performer are you, a mover-and-shaker, a
person who makes things happen?
How much of your time are you busy with activities, with
actually doing things, with expending all of that nervous
energy in various projects or socializing?

Figure 7:4

PERFORMANCE
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The Meta-Programs of the Self-Actualization Quadrants

Up to this point I have talked about the two axes of self-actualization

in very broad terms, simply as “meaning” and “performance.”
Question: Isit possible for us to analyze these two phenomena
in more detail and identify finer component variables within
them?

Answer: “Yes we can.” Within these two axes are meta-
programs as perceptual filters or frames of mind that make up
distinctions within the meaning—performance continuum.

Now the Meta-Programs Model from NLP is a model about human
perceptual filters that we use to see, perceive, and interpret things.
The simplest one and the one most familiar is the perceptual filter of
optimism—pessimism. “Is the glass half full (optimism) or half empty
(pessimism)?”  “How do you see it, interpret it, feel about it?”
Whatever your answer, you are right. And wrong. It is both. It is
not a dichotomy of opposites, not really. It is actually a continuum of
perceptions so that the fact of a glass with some water in it is both half
full and half empty.

Perceiving it from one side of the continuum or the other leads to
different interpretations and different feelings. Yet both frames of
mind are right and useful. These meta-programs are for the most part
meta-states that have solidified to become the filters or frames that we
use to perceive things. And when a person regularly uses one of the
perceptual choices, that begins to form, influence, and govern the
person’s “personality.”

This explains the close relationship between meta-programs and what
we call “personality.” If a person uses optimism or pessimism to
regularly interpret things, he or she becomes an optimist or pessimist.
At least that’s how psychology has traditionally classified people.
“She’s an optimist.” Yet people are more than this. These are just
ways of operating— ways of seeing, perceiving, and framing things.
So in Neuro-Semantics, we say that personality is something that we
do, it is not what we are.’

Meta-programs as finer distinctions in our thinking and emoting
patterns describe the lens that we use-—our perceptual lens. Now
regarding meta-programs, some of them we use everywhere—in all
contexts. When we do we call that a “driving” meta-program. And
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yet with most of them, we have a wide range of flexibility so that we
can easily move from one side of the continuum to the other. And
with flexibility of consciousness, these meta-programs are not driving
meta-programs. So range of flexibility in different contexts determine
whether we have the meta-program or it has us. And if the meta-
program has you, then you don’t have a choice. You have no
flexibility of consciousness or perception.

Figure 7:5
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If you have a particular style of interpretation and it strongly governs
your responses in most contexts, that driving meta-program creates
both your strengths and your weaknesses. It creates your best skills
as well as blind spots that identify a limitation and inability. If you are
prone to optimism, you can see possdibilities. That’s your strength;
your temptation will be to become over-optimistic. It also creates a
blind spot for seeing the pessimistic side of things.

When [ realized that T could relate the meaning—performance
continuum to the NLP Meta-Programs, this became the next step of
development in the Self-Actualization Quadrants model. Next I went
through the list of 60 meta-programs in the book Figuring Out
People.* Recognizing that some of the meta-programs deal with the
same processes of meaning and performance, I looked for those that
could provide additional descriptions of these axes. Eventually I was
able to identify twelve meta-programs that relate to the continuum.

-209-



Achieving Peak Performance Chapter 7 Life in the Zone

Figure 7:6
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This enables you to profile your strengths using the 12 meta-programs
that correspond to the Meaning—Performance continuum. They
identify what you need to synthesize in order to move more fully into
the fourth quadrant of self-actualization—into the zone of the flow
state.

These perceptual filters indicate which axes you specialize in, which
you prefer and live most of your mental-and-emotional life in. You
can therefore use them to profile your meta-programstyle of meaning-
making and performing. Yes these do influence and form what we call
“personality,” and yet they are fluid enough so that you canalter them
and expand themif you so choose. This identifies the ideal choice—to
expand each perceptual filter so you have complete flexibility in using
both of the axes, so that you have complete choice about using the full
range of the meta-program.

How does all of this relate to self-actualization? If self-actualization
is a function of meaning and performance, if it emerges by
synthesizing your highest meanings with your best performances, then
the detailed analysis of meaning and performance in the meta-program
gives you more distinctions that you can use for gaining leverage for
change and transformation, for expanding your perceptual range.
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Meaning Perforinance

1) Global _ Detail

2) Options _ Procedures
3) Intuitors R — Sensors

4) Possibility ——— Necessity
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6) Reflective =~——+—— Active

7) Being _ Doing

8) Perceiving ——— Judging

9) In Time - Through Time
10) Mis-matching —— Matching
11) Qualitative ——— Quantitative
12) Why - How

The solution to being stuck on one or the other polar ends of a meta-
program distinction is simple: expand the range of your
perceptions—expand your meta-program range. Doing this will give
you a greater range along the meaning—performance continuum so
that you can do either or both. And when you do this, you thereby
unleash potentials that have been hidden from you at the opposite end
of the continuum.?

In terms of self-actualization, you can also use the axes to profile and
diagnose where you are and where you need to expand your range for
unleashing potentials.

The Meanings within Perforinance

If you only explore the first surface level of a performance you will
miss most of what informs, governs, and drives your performances.
You will then only superficially understand your behaviors. And in
the surface view, you will completely miss the inner drive and engine
that gives any performance its quality, feel, and spirit. Since it is
meaning thatdrives and empowers performances, you have to explore
the meaning side of the Quadrants.

This is true of your everyday performances. It is even more true if
you want to explore and model the expertise of peak performances.
In high performance lies higher or meta-frames of meaning in which
the performance is embedded. That’s why exploring the meta-levels
and frames of meaning enables you to find the critical leverage points
whereby you can transform a mediocre performance or behavior into
one of passion, commitment, and focus which thereby enables it to
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become a top-notch performance. And when you do that you enter
into the place of mastery, the “flow” state where you are fully engaged
with all of your resources.

I hope this explains the critical importance of viewing your
performance neuro-semantically. While the neurology comes first and
is what you see externally in behavior, above and beyond the
performance are all of the inner semantics that informs and drives it
with rich meanings. This is what creates passion and commitment.
This meaning-making is what actually makes the performance what it
is.

The Main Points

. You can now work neuro-semantically with your mind-body
system to empower and enrich both the inner meanings of
your frames (the inner game) and the outer expression or
performance of those meanings (the outer game).

. Aim to align, synergize, and integrate your meta-programs to
develop the full range of your perceptual frames. Do that and
you can thereby unleash many hidden potentials.

. This will enable you to be at your best, expressing your
uniqueness in ways that enrich yourself and others. And
because this self-actualizing process is highly generative, you
go from level to level, always taking your performances to
new levels.

End of the Chapter References

1. See The Structure of Personality (2002).

2. There are patterns for expanding meta-programs, see Figuring Out People
(2006) for an entire chapter on this. Also see the Unleashing Possibilities pattern
in Unleashed (2007).
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Chapter 8

WHO WANTS TO BE

AN EXPERT?

THE ULTIMATE SECRET
BEHIND EXPERT PERFORMANCES

of commitment, practice, and dedication. This is the expertise

that we admire, and often stand in awe of in those who are
experts in their field. While it might be nice to go to bed one evening
and wake up to discover that you have suddenly become an expert—it
just doesn’t work that way. There are no instantaneous miraculous
experts. To become an expert in any field requires effort, work,
study, learning, coaching, feedback, more effort, discipline, practice,
more effort.

Expertise does not just happen. Expertise is the result of years

Ericsson who has himself become an expert about expertise writes:
“All the paths to expert performance appear to require
substantial extended effortful practice. Effortless mastery of
expertise, magical bullets involving training machines, and
dramatic shortcuts, are just myths.” (2006, p. 61)

This means that there is rhyme and reason behind how top
performances are achieved and how expertise develops over time. If
then you want to discover how they do it so that you too can acquire
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the ability to produce peak performances, you have to find the
structure and strategy that experts use in developing, acquiring, and
maintaining their expertise.

. Would you like to know the secrets of experts and their expert
performances?
. Would you like to discover the very heart and soul of the

pathway to excellence?

As we explicate the secrets of the experts and the geniuses who amaze
us with their incredible abilities, let’s begin with a series of questions
to orient our focus.

. How do we explain the expertise of a true expert?

. How did they get that way?

. Were they born with innate talent that made their expertise
inevitable?

. Or did they have some special nurturing, education, and
training that allowed them to develop their skillful
competency?

. What combination of nature and nurture explains the top
performances of those who consistently produced peak
performances?

This subject of human excellence and expertise is the very heart of
NLP and Neuro-Semantics—meta-disciplines that model the
structure of world-class experiences. And as meta-disciplines, these
fields use the study of subjective experiences to create models and
patterns that allow us to replicate the expertise that we find in top
performers.

Yet we are not alone in this pursuit. Four decades before NLP
appeared on the scene in 1972, Abraham Maslow created the
paradigm shift in psychology as he turned from studying sick and
dysfunctional people and turned to studying healthy and highly
functional people. That launched the Third Force in psychology and
the human potential movement and many, many other disciplines
seeking to create expert systems.

Among those other disciplines is the explicit study of experts and
expert performances. In this field K. Anders Ericsson is one of the
leading researchers. Since the early 1990s, Ericsson has been
publishing his research about superior expert performances. Among
his key works are these:
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Toward a General Theory of Expertise: Prospects and Limits.
(1991)
The Road to Excellence: The Acquisition of Expert
Performance in the Arts and Sciences, Sports, and Games.
(1996)

More recently Ericsson edited the massive 800-plus page book, The
Cambridge Handbook of Expertise and Expert Performance (2006)
to present and summarize the latest research in studying,
understanding and modeling expertise. There are several chapters in
this book by Ericsson about the research regarding the secrets of
expert performances. From this we learnthat expertise is a long-term
developmental process, resulting from rich instrumental experiences
in the world as well as extensive practice. Yet there has surfaced one
secret that explains what takes a highly talented person beyond others.
And it is this secret that almost nobody incorporates in training
programs, seminars, or education. And there are reasons for that
which I’ll get to later.

The authors in the book have studied and modeled experts in various
games and sports such as chess players, figure skaters, tennis players,
swimmers, etc. They have studied people with expertise in chemistry,
surgery, dancers, actors, teams, software design, medical diagnosis,
political science, pilots, physicists, mathematicians, etc. They have
studied musicians from violinists to concert pianists.

What’s involved in the acquisition of expertise? The answer is—many
things. In fact, this is one of the confounding factors, there are many
variables in becoming an expert in your field of interest.

. There is the time factor— the period of time over which
learning the skills and taking them to a level of mastery
occurs.

. There is the psychological factors of personality

development—the frame basic aptitude that’s required, the
persistence, adaptability, self-monitoring, handling one’s
emotions.

. There are the general competency skills—a problem-solving
attitude to handle the problems and challenges within any
given expertise, pattern detection, ability to experience the
flow state, and deliberate practice.

. There are the social factors—the social support for the
opportunity to develop the expertise, the interpersonal
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environment, the culture.
. There is the domain knowledge that has to be learned, the
heuristic knowledge and the procedural knowledge.

The 10-Year Rule

The first psychologist who explored this area was Galton (1869) who
asserted that exceptional achievement is born rather than made.
Today Ericsson and other researches have demonstrated that this is
plain wrong. The literature on expertise acquisition suggests that for
everybody, expertise requires approximately a decade of committed
training and practice to attain world-class expertise (Ericsson, 1996,
p. 327).

Regarding the time factor for expertise, all of the research on experts,
expertise development, and the acquisition of superior skills in almost
every area shows that for people to reach the highest levels of
competence after approximately ten-years of study, training, and
apprenticeship in the field. This is even true of those who seem to be
born with an abundance of innate talent and naturally gifted. Still, it
takes nearly ten years before that talent can be turned into actual
expert performance (p. 266).
“It is well established that to be successful in competition at
the international level, experts need to have engaged in at least
ten years of intensive training.” (Ericsson, Krame, and Tesch-
Roner, 1993; Simon and Chase, 1973). P. 235.

“A generally accepted rule is that a minimum of ten years of
deliberate practice is required to attain expert performance in
many domains.” (Ericsson and Smith, 1991). 266

“A minimum of ten years of preparation is required to develop
and organize the necessary repertoire of domain-specific
information to attain an international level of chess skill.”
(Chase and Simon, 1973, p. 305)

“The 10-year rule applies to composers in classical music
including Mozart. It took the Beatles approximately a decade
to acquire international reputation.” (462)

“The 10-year rule represents a very rough estimate, and most
researchers regard it as a minimum, not an average.” (601)



Achieving Peak Performance Chapter 8 Who Wants to be an Expert?

This teri“ryear rule has actually been around for a long time. In 1897
Bryan and Harter claimed that over ten years are necessary for
becoming an expert (Psychological Review, 4, 27-53). Since then,
researcher after researcher has repeatedly confirmed this. For classical
pianists, violinists, chest master, etc. it generally takes ten years before
the person wins at an international level. This is also true in the

domains of sports, science, and the arts.

Even highly talented people, those who seem to have genius level
abilities or intelligence, it still takes a decade. In other words, there
is no magic pill that will make you an “instant expert.” We certainly
have ways of accelerating our learning, accessing the best states, etc.,
but expertise like good wine takes time.

What else is Involved in Acquiring Expertise?
There are many things that we can identify as involved in acquiring
expertise. Among the most important are the following:

1) A supportive social environment.

Research has show that genius and talent are not randomly
distributed across space and time, but rather tend to cluster
into particular geographical locations (p. 327). What explains
this? Talent development requires support of one’s socio-
cultural context. The number of great achievers in one
generation is a positive function of the number in the
preceding generation. Exceptional creators are less likely to
develop during times of political anarchy, but are more likely
to develop during periods of political fragmentation, when a
civilization is divided into numerous independent states (p.
328).

To an amazing degree, high achievement results from the
value that a given culture assigns to anactivity at a given point
in time. If it is important culturally, then people explore it,
take interest, give themselves to it, seek out mentors. In this
way, expertise is a cultural phenomenon, and so requires the
right kind of cultural environment.

2) Adaptability.
Another critical success factor for the acquisition of expertise
is adaptability. Ericsson and Lehmann (1996) suggest that
experts show a better adaptation to task constraints. They are
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less bothered by unfavorable situations and they develop better
ways of coping with them. They become professionals
precisely because they learn to manage to tolerate negative
emotional states as well as enjoying the positive experience of
flow. This adaptabilityis obviously a function of the flexibility
to adapt.

Rather than being defensive in their reactions, experts are

more adaptive. They prefer to adjust their strategy rather than

to avoid the task. In this they learn to solve problems— both

the routine problems of their field and non-routine problems.
“One becomes an expert by making routine what to
the novice requires creative problem-solving ability.”
J. R. Anderson (1980, Cognitive Psychology and Its
Implications).

This adaptability most powerfully influences the way we
handle mistakes, errors, and failures.
“Experts fail gracefully; novices crash.” (Feltovich,
Prietula, Ericsson, p. 56)

“Experts certainly know more, but they also know
differently. Expertise is appropriately viewed not as
simple (and often short-term) matter of fact or skill
acquisition, but rather as a complex construct of
adaptations of mind and body...” (p. 57).

3) Creating Meaningful patterns

Expertise further involves the ability to chunk information into
meaningful wholes or patterns of tactical significance. Experts
learn to do this by developing detailed and extensive task-
specific memory structures. Researchers have found that this
is what creates accurate decision-making performance in
sports. What arises and develops over the years is a greater
nuanced awareness of the performance—finer distinctions and
more meaningful wholes by which to sort and categorize
experience.

In this, the researchers discovered that nested structures are
vital for the control of behavior. Such meaningful elements,
or “chunks,” enables a person to organize his or her
understandings, choices, and responses. This explains how the

-218-



Achieving Peak Performance Chapter 8 Who Wants to be an Expert?

expert seems to know so much and to be able to work with so

much data.
“Withincreased experience and practice, most people
cognitively organize the perceptually available
information in their working environment into larger
units. ... The experts’ superior ability to encode
representative information from their domain of
expertise and store it in long-term memory, such that
they can efficiently retrieve meaningful relations...”
(pp. 49-50)

For highly skilled chess players, the best players are able to
rapidly perceive the structure of the presented chess positions.
This allows them to identify weaknesses and associated lines
of attack. The highly skilled players are able to rapidly
perceive meaningful relations between most chess pieces
within presented positions.
“After a brief exposure of a chess position, often in the
5-second range, the world-class chess players have
virtually perfect recall of the location of pieces, and
the ability to reproduce positions from regular chess
games increases as a function of chess skill.” (2003, p.
55).

For expertise, content counts. “Knowledge and content
matter are important to expertise.” (p. 47). Research now
shows that knowledge is no longer seen as a nuisance variable,
but a dominant source of variance.

4) Automizing the Basics
It’s not only important but critical that we use automaticity in
the acquiring of expertise. Research on the effects of practice
has shown that a person’s cognitive operations actually change
after just a few hours of practice. As operations begin, they
are slow, serial, and they demand conscious attention.
Eventually, however, our operations become fast, less
deliberate, and can run in parallel with other processes.
“With enough practice, one can learn how to do
several tasks at the same time. Behavioral studies of
skill acquisition have demonstrated that automaticity
is central to the development of expertise, and practice
is the means to automaticity.” (p. 53)
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5) Relevance

Expertise doesn’t merely involve more and more information,
instead it involves selective access of relevant information.
That is, it involves learning which information is most useful
and which is tangential and even superfluous. So in any field,
the expert is the one who can sort through lots of the details
and quickly identify the relevant details, the details that make
a difference, the details indicating critical leverage points for
performance.

6) Meta-Cognitive Skills

Finally, expertise involves reflection. Experts do not just

perform effectively, but they can and do reflect on their

thought processes and methods, on what works well and what

does not, and make adjustments. This is a meta-cognitive

skill. It is knowledge about one’s own knowledge and the

ability to reflect on the quality of one’s knowledge.
“It is what an individual knows about his or her own
cognitive processes. Its relevance to expertise is
derived, in part, fromthe observation that experts are
graceful in their reasoning process. As Barlett notes,
‘Experts have all the time in the world.” There is an
element of unencumbered elegance in expert
performance...” (p. 55)

From Practice to Meta-Practice

One of the discoveries of Ericsson and colleagues involves the
relationship between the amount of hours of practice to expertise. As
you might suspect, they found a correlation between the number of
hours a person devotes to learning and practice and one’s level of
expertise. One thingthat distinguishes novices from experts, and then
from masters, is the amount of time devoted to practicing one’s skills.

Here’s something that I found fascinating. As the researchers began
exploring this, they noted that for most everyday activities such as
typing, playing tennis, driving a car, etc., there’s a common number of
hours required to get a person up to an acceptable level. They found
that it generally takes about 50 hours to reach a level where one has
the basic skills for performing at an acceptable level of competence.
After that, people then adapt to the domain and their performance
skills become automated. At this point they can execute the skills
smoothly and with minimal effort.
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Fifty hours! Imagine that. In only 50 hours a great many skills can be
learned, developed, and acquired! If you give yourself to one
intensive week of study, practice, and feedback, you can perform a
great many things at an acceptable level of competence. Isn’t that
amazing?!

Now with skills that may not be in this category of everyday skills it
takes more—it requires 200 to 500 hours get you to a basic level of
competence. So at that point, how far will you be fromthelevel of an
expert? How far would you guess?

If you’ve been through driver’s education and have driven for several
years, you probably are pretty good at driving and may be able to
handle freeway traffic, urban traffic at rush hour, perhaps you can
even drive safely in snow storms, handle black ice, etc. Yet how far
are you from the expertise of the driver of a formula race car? And
how much more learning, practice, and development would it take to
get you there?

There’s a quantum jump between these levels, isn’t there? From
competent, even highly competent to “expert” there is a tremendous
Jjump in skill. A quantum jump. If you play chess, it probably didn’t
take you long to learn to play chess, and perhaps you’ve played
enough at this point to be decent at chess. But how many more hours,
how much practice, what learnings, books, studies, coaching do you
need to be able to compete at world-class level?

Or consider the top violinists that Ericsson (1993) researched. He
looked into the background, training, studies, and practices of those
who rose to the top of their profession, of those who consistently
produce superior performances. What he discovered was that those
who are highly competent, but who did not move to the top had only
practiced 2,500 hours (that’s 62 weeks full time at 40 hours a week;
so that is more than a year full-time or perhaps 3 years part-time).
Those who were even more highly skilled, but not at the international
level had devoted 5,000 hours of practice. And those who as with the
others, by the age of 20, had reached international acknowledgment,
had practiced over 10,000 hours.

This correlation between the number of hours and the level of mastery

caught Ericsson’s attention. But this is a correlation, not a cause, and
it is not without exceptions. There are exceptions. But the exceptions
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are about those who do not achieve peak performance. In fact, the
research showed that many people can practice 10,000 hours without
their skills moving to the level of the top performances. So, there
must be something else. There must be another distinction, another
factor. And there is.

Practice alone an Expert does not Make

While most skills can be learned to an acceptable level of competent
performance pretty quickly, most of us do not become experts in
them. This is true for reading and studying, driving, typing, playing
chess, etc. Why not? We primarily don’t become experts because we
do not have the interest, motivation, or commitment. We don’t even
want to become experts in these areas. So we do not attempt to. And
that sufficiently explains why we stop. And yet there are some
additional reasons.

Primarily there is the Competence—Expertise Gap. This refers to
what happens to us neurologically on the pathway to mastery. While
most skills develop quickly especially at first, which in itself can
deceive us about the speed of development, something dangerous then
happens to our skills. What? Habituation. This is both a blessings
and a curse. A blessing because now the skill is automatic, smooth,
and unconscious. Yet in another way it is a curse.

When your skills become automated you then lose the ability to
control the execution of your skills. And when that happens, it makes
intentional modifications and adjustments to the skills thereafter very
difficult. Once you reach a stable plateau, further improvement slows
down. You settle in for being unconscious at your performance level.
Because you can perform adequately enough, you leave it at that.

No wonder most people become generalists rather than specialists!
When they enter into a new domain, at first they learn quickly and
experience a rush of excitement in that early development of their
skills that takes their performance to an adequate level. This is true
of leaming such things as playing tennis, golf, basketball, and many
sports, chess, typing, etc. Other skills take a bit longer, yet within a
few months they generally reach a level of competency.
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Three Problems

At this point three problems arise
thatpowerfullyinfluence whether
you will continue to move to steps and mindfully work
becoming an expert. One is the | 404t the unconsciousness that
loss of excitement, another is | comes from automaticity.
enjoyment, and the third is
unconsciousness.

Yet one of the things that
experts seem to have in common
is the ability to identify next

First, there is the loss of excitement. From competence onward the
original thrill of learning something new, of entering into a new
domain, of making all kinds of new distinctions— these begin to
diminish rapidly and significantly. As you learn and know the field, as
you discover most of the key distinctions for competence, you enter
into the slower stage where the focus shifts to not developing, but
refining your skills. To stay with development now requires a very
different mindset and attitude—one of a dedicated persistence,
patience, and the ability to count the smallest refinements.

Second, there is the seduction of enjoyment. Ericsson says that, at
this point in skill development, many people shift their practice from
learning to enjoying. Now they practice the performance of their skills
for the sake of their own personal enjoyment. And why not?
Because, after all, when you can do something well—you can now
relax your efforts and enjoy the delight and pleasure of the skill. Now
you can sit back and just enjoy your current level of performance. If
you were to stretch forward to the next level that would mean leaving
your pleasure state and pushing forward. And then you would
experience a discomfort, even an unpleasant state. And why not? At
this level, you are decently skilled and competent and can enjoy the
experience.

At this point automaticity kicks in. You can now perform without the
mental stress and strain of paying intense detailed attention to things.
You can relax your consciousness and just float along. Isn’t this how
most of us drive, read, type, play music, etc.? We do so with an
automaticity that allows us to go unconscious.

To proceed beyond this point you will have to mindfully work against
this. You have to bring back to your tasks and skills the mental stress
and strain of focused attention. And this is effort, struggle, and even
“work.” Yet one of the things that experts seem to have in common
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is the ability to identify next steps and mindfully work against the
unconsciousness that comes from automaticity. One of the most
crucial challenges for an aspiring expert is to avoid the arrested
development associated with the automaticity of performance and the
seduction of enjoyment.

To do this, you must acquire the cognitive skills to support your

continued learning and improvement. What are these cognitive skills?

Here’s what Ericsson wrote:
“By actively seeking out demanding tasks that force the
performers to engage in problem solving and stretch their
performance, the expert performers overcome the detrimental
effects of automaticity and actively acquire and refine
cognitive mechanisms to support continued learning and
improvement.” (2006, p. 694)

I mentioned this to a friend who plays drums, the guitar, and several
other instruments. He is a true lover of music. And I didn’t know just
how much until recently I asked him about it and it turns out that he
has spent one to two hours every single night for the past two or three
decades playing('). Yet when I told him about this research and the
distinction that makes for true expertise, he slapped his forehead,
“That’s it! No wonder. I play purely for the enjoyment of it.” So I
asked, “Are there finer distinctions about playing that you know about
that you could push yourself to get better?”
“Sure, but then it would be so much fun! I think it would feel
like work, and after a full day of work at the shop, I need to
relax and that’s where the drums or the guitar or the piano is
so relaxing for me.”

So to counteract arresting development associated with the skills

becoming automatic requires that you deliberately acquire and refine

your meta-cognitive mechanisms: to set stretch goals, to monitor our

progress, to evaluate your performance and to get solid feedback.
“The performers will gradually acquire mechanisms that
increase their ability to control, self-monitor, and evaluate
their performance in representative situations from the domain
and thus gain independence from the feedback of their
teachers.” (2006, p. 694)

In this, Ericsson argues that expert performance improves only with
what he calls “deliberate practice.”
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“One distinctive characteristic of future expert performers is
that they intentionally avoid the natural tendency toward
automatization, with its associated loss of control of many
relevant aspects. They typically seek out instruction by
teachers and they regularly engage in problem solving in the
form of deliberate practice. They seek out situations in which
they strive to reach higher levels of performance. They strain
their current performance and seek to find ways to make
improvements without altering the desirable characteristics of
the current performance.” (“The Acquisition of Expert
Performance as Problem Solving: Construction and
Modification of Mediating Mechanisms through Deliberate
Practice,” in The Psychology of Problem Solving, p. 74)

Did you get that? Did you underline or highlight some of the lines in
that paragraph? That’s the secret. If you want to know the innermost
secret of the success of those who become experts —you just heard
it. That’s it.

The Magic Challenge of Deliberate Practice

Ah, deliberate practice! Meta-practice! If that’s the key to

continually developing true expertise, then what is deliberate practice

and what are the factors that define and characterize this special form

of practice? And how can we incorporate it into our lives as trainers

and coaches? Ericsson writes:
“The core assumption of deliberate practice is that expert
performance is acquired gradually and that effective
improvement of performance requires the opportunity to find
suitable training tasks that the performer can master
sequentially—typically the design of training tasks and
monitoring of the attained performance is done by a teacher or
a coach. Deliberate practice presents performers with tasks
that are initially outside their current realm of reliable
performance, yet can be mastered within hours of practice by
concentrating on critical aspects and gradually refining
performance through repetition after feedback. Hence the
requirement for concentration sets deliberate practice apart
from both mindless, routine performance and playful
engagement, as the latter two types of activities would, if
anything, merely strengthen the current mediating cognitive
mechanisms, rather than modify them to allow increases in the
level of performance.” (2006, p. 692)
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Achieving Peak Performance Chapter 8 Who Wants to be an Expert?

In examining deliberate meta-practice, as defined by Ericsson, I have
identified five factors within this very special form of “practice.” And
here they are:

1) Structured set of activities for improving performance.
Deliberate practice first of all involves a highly structured set
of activities with the explicit goal of improving performance.
This is the central factor in the determination of acquired
performance.

“The specific tasks rated very high on relevance for
performance, high on effort and comparatively low on
inherent enjoyment.” (2006, p. 306)

Regarding these high effort and high relevance activities, you
have to plan for them. You have to target them specifically
and then focus on them exclusively. If expertise abilities are
not used, they decline. That’s why regular quality practice is
required.
“Improvements are caused by changes in cognitive
mechanisms mediating how the brain and nervous
system control performance and in the degree of
adaptation of physiological systems of the body. The
principal challenge to attaining expert level
performance is to induce stable specific changes that
allows performance to be incrementally improved.”
(2006, p. 698)

All of this puts the focus on the stages of practice. Practice
is a systematic activity with predictable stages and activities.
These include practicing to get the big picture or the feel of
the performance, the technical practice to master it, trying out
in public as a stage performance, the maintenance stage, the
refining, and the stretching to new heights, and the continual
re-processing through. In the Axes of Change model, these
stages occur in the co-creation, actualization, reinforcement,
testing and then continually repeating this process.

Making it personal:

. Have you set out a structured set of activities for
improving your performance in a given area?

. When will you do that? What are the set of activities

that you will set forth?
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. Are these activities specific enough?
. How focused are you? Regular in your practice? Can
you now call your practice deliberate?

2) An effortful stretch.
Deliberate practice next involves an effortful stretch beyond
your skills. It involves a push, a struggle, a strain. In this
kind of practice, you intentionally set a goal and then isolate
some activity to practice with a focused concentration that will
add to the overall performance. Deliberate practice enables
the acquisition of expert performance as you move from one
state of active practice to another state. Doing this requires
physiological, mental, and emotional straining.
“Elite performers search continually for optimal
training activities, with the most effective duration and
intensity, that will appropriately strain the targeted
physiological system to induce further adaptation
without causing overuse or injury.” (2006, p. 696)

So deliberate practice is a set of structured activities that
experts in the domain consider important for improving
performance. It typically is so strenuous that it can only be
maintained for limited amounts of time a day without danger
of psychological or physiological burnout. This is what
requires the mindfulness in practicing the effortful activity and
the conscious monitoring of the skill to be learned. And if
you’ve experienced some of the advanced Neuro-Semantics
trainings, you may now recognize why we have structured the
competency development in module three of Coaching
Mastery and in Trainers Training as we have.

Making it personal:

. Are you straining, pushing yourself, and stretching in
your practices?

) If so, how, when, where, with what, and in what way
are you straining?

. What is the level of stretching, straining, and pushing

that you do?
. How do you record or monitor this?
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3) Self-Monitoring and Measuring of progress.
Because deliberate practice involves mindful self-monitoring
and measurement, it requires that you use your meta-
consciousness and awareness. It requires self-observation and
meta-cognitive monitoring so we mentally track and record
our performances.

Research shows that meta-cognitive self-monitoring is difficult
for novices because the amount of information involved in
complex performances. The large amount of information
easily overwhelms them leading to inconsistent or superficial
tracking. Experts are selective in their cognitive self-
monitoring during practice because of the specificity of their
learning, practice, and performance goals.

In self-monitoring, we consciously guide our attention,
evaluate our current level of expertise, identify our errors, and
set up procedures for eliminating our errors. We seek
objective feedback to help us learn and refine our awareness
of the standards of expertise, internalize how to identify and
correct errors, set new goals, focus on over-coming
weaknesses, and monitor progress. Again, this explains the
value of the meta-position in Meta-Coaching and many of the
trainings we conduct.

In this self-regulatory process of goal setting we specify
intended actions or outcomes, and set highly specific process
goals. We set not only outcome goals, but process goals
which enable us to improve our strategy or technique.

Making it personal:

. Do you engage regularly in self-monitoring about your
performance during and after a practice?

. How do you monitor your progress and choose the
next stretch?

. What meta-cognitive observation do you engage in?

4) A focused concentration.
As you undoubtedly can tell, deliberate practice involves an
intense focus that activates and utilizes your powers of
concentration so that you truly concentrate on what you are
doing as you do it. The central technique in deliberate
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practice involves being able to access your full mental
engagement as you orient yourself to a goal so you overcome
your current performance boundaries. This level of intensity
of your concentration and effort during deliberate practice
separates it from what we usually think of and call “practice.”

In Neuro-Semantics we call this the genius state. We use
layers of meta-states to set the frames so that we can step in
and out of being “in the zone™ at will. So deliberate practice
is a performance that occurs in a state of flow.

By way of contrast, Ericsson noted that amateur singers

practice for the enjoyment, for the release of tension. Expert

musicians, however, practice with a different motivation —to

increase their concentration and focus on improving their

performance during the lesson (p. 693). The research

discovered the role of the “flow” state in deliberate practice:
“Writers as with surgeons, musicians, and athletes,
perform best in a flow state of consciousness. They all
try to shape their surroundings, work schedules, and
rituals in ways that foster flow. (2006, p. 399)

Making it personal:

. Do you practice deliberately by first entering a state of
flow?

. Are you able and skilled in stepping into “the zone” at
will?

. In your practice are you so focused in your

engagement that you are in flow?

5) Mindful practice.
In describing deliberate practice, all this requires fighting
against what naturally happens with competence—we slip into
unconsciousness! Now although the skill development entails
automaticity, this does not ensure an expert’s level of
performance will be attained, automaticity does provide a
necessary foundation.
“Deliberate practice is designed to improve specific
aspects of performance in a manner that assures that
attained changes can be successfully measured and
integrated into representative performance.”
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“Practice aimed at improving integrated performance
cannot be performed mindlessly, nor independently of
the representative context for the target performance.”

And why is it important to do this? In order to handle the
natural plateaus that occur in skill development. When you
reach a plateau, you are generally feeling comfortable and
confident. To acquire expertise, and to avoid experiencing an
arrest in your development, you have to avoid automatization.
To deliberately refine the cognitive skills required for any
experience demands that you maintain conscious effort.

Typically, “practice” substantially reduces the amount of
attentionand effort that must be devoted to task performance.
That’s why we all typically go unconscious as our skills
become neurologically conditioned and automatic. Various
theorists have described the benefit of practice by attributing
it to strengthening, chunking, or efficiency of retrieval. Yet
regardless of the explanation, practice that is not mindfully
deliberate involves a shift from attention-demanding control
processing to a much more automatic mode.

Making it personal:

. Do you mindfully practice and strive to remain
conscious in your practices?

. When your consciousness slips into unconsciousness,
are you able to catch yourself and return to being
mindful?

. How do you do that?

Deliberately Practicing

In the winter of 2007-8 I returned to Colorado after having spent the
four previous winters in Sydney Australia. What I didn’t know as I
scheduled that, was that we would have one of the most intense
winter in many decades as we experienced one snow storm after
another. So instead of running in the snow and ice, I decided to join
a gym and use the running machines there.

Normally I run a trail near my home, a trail I’ve run for so many years
that I can now imaginatively run that trail in my mind and see and hear
things clearly and vividly. Also, I can and do run it automatically. In
fact, that’s what I typically do. T get running and thinking about
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things other then the run, the exercise, the effort, etc.

Now in the gym, with the running machines and the stair-steppers, the
dozens of television sets and people on other machines, and machines
flashing all kinds of data— watts, calories burned, distance covered,
time, levels, etc. So when I first began working out there, I found it
difficult to get lost in my thoughts and write articles on the run. I was
painfully conscious of everything— especially how I felt in every part
of my body.

At first I didn’t like it. That’s when I started looking around at others
there and discovered that 95 percent of the people there wore head-
phones and listened to music or watched TV. Talk about avoiding
consciousness of what they were doing! I decided I would not do
that. But since I found it difficult to go into my normal “writing zone”
on the run, I began watching the data and computing my time,
distance, etc. When I started the speed that felt normal and right was
between an 8 and an 82 mile pace. But then I set a goal: 8 minute
pace. When I reached that, I push it to a 7/2 minute pace. I did that
for a month and then slowly would run a half mile at 7 minute pace,
then a mile at that pace, week by week I deliberately targeted and
focused on the next increment of improvement.

I also began watching my heart-rate scores. When1I started my heart-
rate was between 110 and 120, not very much of a push. Yet as I
increased speed it would range from 120 to 160. Then I discovered
that if I squeeze the bars of the heart-rate gauge I could spike my
heart-rate to 175 or 180. That would increase my breathing and
demand much more consciousness in what I was doing. After two
months I found that I could eventually run my daily 4 miles in less
than 30 minutes and that by stretching my heart-rate, I’d be in a pretty
intense state.

On one occasion, there was a young guy on the machine next to me
just jogging along (not running) and when I finished, he looked over
and said, “Hey, what a workout! Boy, you really worked it!” That
jarred me out of my state because I was inside my head calculating my
speed, rate, etc. I think that was a deliberate and mindful practice.

A very similar thing happens for a lot of people, and I hope most

people, at Module Three of Meta-Coaching. Every day in the
coaching bootcamp that we call Coaching Mastery we have the
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coaching practice sessions in which every coach is benchmarked by
the criteria of the core coaching skills. Almost everybody, at first,
finds this challenging, intimating, stressful, anxiety-producing, and a
big stretch. They not only are being watched in the forty-five minute
process, but given immediate feedback both in the session and
afterwards.

Here a person not only has to be conscious and mindful of what they
are doing, but why, and also able to use their meta-cognitive skills of
self-monitoring. Here a person has to not only monitor what he or she
is doing with their actual coaching conversation, but also monitor their
state, the thoughts in the back of their mind, their knowledge
competency with the coaching models, and monitor what they think
they look like to the meta-person and the benchmarker. Talk about
racheting up the challenge for multiple levels of self-monitoring!

Summary — The Expertise Secret Par Excellent Exposes

. Now you know the secret, the secret of those who become
internationally known and recognized experts in their
respected field. That secret is deliberate practice. As self-
actualizing persons, experts are generally not satisfied where
they are, believing that there’s more to be achieved and
experienced. Believing that they can become more, do more,
and express more experts are dedicated to the principle of
kaizen— continuous improvement.

) They are forever students, forever striving, forever restless.
For them school is never out and perfection a cognitive
distortion. For them, the fun is in the process—the process of
becoming more, learning more, giving more. So they are
process oriented, rather than outcome oriented.
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Chapter 9

EVALUATING AND MEASURING

PERFORMANCE

. How do we evaluate your performances?

. How do you evaluate peak performances?

. How can we measure performances that have to do with
subjective states like “being in the zone” and in “flow?”

. How do we measure an expert performance of listening,
learning, leading, etc.?

. What numbers can we put on such experiences?

. How can we operationalize the performances that we want to
excel at?

A Problem of Language

Much of the problem in measuring and evaluating intangible,
subjective, and psychological responses is ultimately a problem of
language. How can we describe and define a peak performance in a
language with sufficient precision and specificity? This is the most
critical issue— the million-dollar question.

When it comes to empirical objects that are true things that we can
see, hear, touch, handle, smell, and taste, it is fairly easy to describe
things and to put numbers to them. We canquantify their dimensions
in terms of size, weight, volume, vibration, temperature, etc.

However, we enter an entirely different domain when it comes to
subjective experiences. How do we talk aboutthingsthatarenot seen
or heard externally, but which exists on the inside of someone’s
thinking, emoting, and experiencing? How do we quantify “lostin an
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9 <!

experience,” “in the zone,” “totally engaged in a laser-beam focus,”
and so forth? How do we even talk about such? How do we define
and describe such?

9 <6

Our language naturally becomes less specific and more abstract as we
move into this area. At first we use generalized terms, terms that are
categories of behaviors rather than behaviors: parenting, managing,
communicating, being empathetic, etc. Withineach of these words we
can put lots of more specific terms: under managing we can put
delegating, giving instructions, writing memos, holding meetings, etc.
Within “holding meetings” we can identify the sub-actions within it,
“getting people’s attention, saying, “Let’s start the meeting,”
presenting an agenda, asking for old business,” etc.

The Language of Precision

Specifying actual behaviors with such categories makes our
generalized language more specific and precise. To do this we simply
ask repeatedly, “Specifically what would we be doing? When, where,
with whom, in what way, how, etc.?” In the Meta-Model of language
for precision, we use these indexing questions to specify the time,
space, person, and action details. This helps with unspecified nouns
and verbs.

Next we work with and use terms that look like and sound like nouns
for designating “a person, place, or thing” but which do not refer to
such, and are actually verbs-masquerading-as nouns. These terms
take a process and treat it as if it were a  thing by encoding it as a
noun. We call them nominalizations because they ‘“name”
(nominalize) a verb and so treat the process and action as if it were a
noun. As a result, processes are frozen and made static so that you
can easily forget what you are actually talking about. What results
from turning a process into a thing is a severe mis-mapping of things.

We often talk about “communication” and its effect upon our
“relationship,” especially by those exerting “leadership.” Yet what are
we talking about? What do you picture in your mind with such
words? Do you see processes? Do you see one person
“communicating” (in some way, at some place, at some time) to
another person?

A real noun can be put on a table, in a refrigerator, or in a
wheelbarrow. A nominalization cannot. You can put Fred in the
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wheelbarrow even though it may take a fight, but you cannot put
“communication” or ‘“leadership” there. You can now use this as a
limtus test for true nouns versus the pseudo-nouns that make up
nominalizations.

Because nominalizations create fluff for the mind, it’s imperative that
you de-nominalize them. You need to recover the verbs and
processes for clarity about what you’re talking about. This is the
beginning of evaluating performances. Otherwise you only make
evaluations based on the hallucinations you have in your mind about
such. “That was good.” “Great job.” “What’s wrong with you; that
was terrible.”

Since none of us can see these judgments or evaluations and cannot
put “good,” “great,” or “terrible” on a table, these nominalizations
prevent us from being able to measure the performance. They prevent
you from specifying the standards by which you are making these
evaluations.

The solution is to make your language as specific as possible. To do
that you will need to index what you are referring to (your referents)
until you create such explicit word pictures that you can see and hear
them in the theater of your mind. When you can take a term and
directly track it in sensory terms into your mental theater, you have
sufficient sensory specific referents for precision. We call this skill,
representational tracking."

Benchmarking: The Art of Measuring Excellence

The term benchmarking was coined in the early days of carpentry and
cabinet making. Carpenters would mark out certain lengths and
dimensions on a bench against which they would measure all their
pieces of timber. Different marks were made on the bench to
represent different criteria for elements of the cabinets they were
making. Cabinet-makers would lay their pieces of timber on the bench
and measure them against the markings. This gave them a standard
against which they could cut the pieces of lumber. In this way the
bench-marks became the standard for all cabinet-makers to measure
their excellence against.

If we use this as a metaphor for measuring behavioral performance,

then we can ask the following questions:
. What benchmarks have you set for yourself and others?
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. How do you know when you have hit the mark?

. How will you measure “being at your best?”

. What standards are you working toward as you move to peak
performances?

Benchmarking for Accountability

Without clear expectations, standards, and behavioral criteria,
accountability is not possible. To hold yourself or someone else
accountable, there must be a clear set of measures. Clarity of specific
indicators enable you to create an accountability template.

. How will you know that you are achieving the results you
want?

. What will you hold yourself accountable for?

. What will you hold another accountable for?

In terms of achieving peak performance, you owe to yourself and
others accountability because it brings out your best and activates
your best efforts. Without accountability, things naturally slide.
Generally speaking, all of us do what we are held accountable for.

Benchmarking Skills

Today we use benchmarking to establish a behavioral value for
intangible concepts like listening, questioning, etc. Doing this, in turn,
allows us to have a point of reference for assessment. As such,
benchmarking enables us to measure what otherwise would be an
intangible skill or experience (like “success,” “growth,” etc.). For
change agents working with the “soft” sciences and skills,
benchmarking provides a way to gauge both present and desired states
around a value that’s typically described as a nominalization (i.e.,
love, support, framing, reframing, honor, etc.).

Given this, you can now use benchmarking, as an essential skill for
measuring your skill development against a set standard and for
supporting others in measuring their skill development. The bottom
line is that the skill of benchmarking enables you to operationalize
your terms, de-nominalize verbs-turned-into-nouns and treated like
things, and generate a set of see-hear-feel variables that you can use
to determine and measure skill level.

In Neuro-semantics we have benchmarked a great many

competencies: platform skills for public speakers, training skills,
leadership skills, selling skills, and in the Meta-Coach Certification
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Training, we have benchmarked twenty-six coaching skills including
the seven core coaching skills.
1) Active Attentive Listening.

2) Support: Rapport, Presence.

3) Quality Que§thn1ng. measure what is measurable,
4) Meta-Questioning. and what is not measurable,
5) Inducing States. make measurable.”

6) Giving Feedback. Galileo

7) Receiving Feedback

“Count what is countable,

To do that we use a scaling measure from 0-5 to identify behaviors
for various stages of development. The Benchmarks begin at 0 and
move up the scale. With each ascending number, the skill quality
increases and the behaviors become richer. This scale is based on the
natural development from incompetency through the stages to
competency.

0 Unconscious Incompetence
Skill completely lacking, no evidence of the skill,
behaviors indicating the lack or the opposite of the skill.

1 Consciously Incompetent
Beginning signs of the skill, but mostly incompetent.
2 Almost Competent

Expressions of the skill but weak and clumsy; some
interference by opposite behaviors in executing the skill.

3 Consciously Competent

Demonstrates basic skill competency. Effective.
4 Unconsciously Competent

Expert level of the skill, very elegant.
5 Conscious of Unconscious Competence

Consciously aware of unconscious competence: level of a
master of this skill.

The Benchmarking Model

How does benchmarking work with an intangible state? As a model,
the Neuro-Semantic Benchmarking Model is based upon the ability to
use the Meta-Model to create a precise and specific language
especially in de-nominalizing the terms that have been nominalized.

One of the complicating problems with nominalizations is that you can
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use nominalization about other nominalizations. When you do, you
multiply vagueness by fluffiness! “Relationship communications
enhance facilitation of leadership efficiency.” (That’s not only five
nominalizations in a row, but nominalizations working on other
nominalizations.)

When you do this, you now have a multi-ordinal nominalization—
nominationalizations at multiple levels. Korzybski described the power
of multi-ordinal terms for increasing the confusion and vagueness of
terms. If a term is reflexive, and can apply to itself and still have
meaning, it is multi-ordinal. Can you love love? What is it like to fear
fear? If you became angry at anger, what would that create? Here
your first level “love” is loved at the higher level. And you could
love? your love? of your love'.

When you deal with a multi-ordinal nominalization you not only have
to get back down to sensory-based verbs, but you also have to identify
at what level you are using the process terms. Why do you have to do
that? Because at each level, the term has a different reference and
so means something different. This basic distinction of the Meta-
States Model works specifically with the challenges that reflexivity
creates.

As an example, take the word “love.” Generally “love” refers to a
positive attraction that shows up in desire, care, concern, etc. When
you love someone or something, you are attracted to it, you see its
value, and you care for it. At the sensory level, your love reaches out
to its object investing time and energy in it. If you move up a level,
can you love the experience of love? Yes. So to be succinct, let’s call
that infatuation—/ove of love. Can you reflexively move up yet
another level and love infatuation (love the love of love)? Again, yes
you can! So let’s call that romanticism. Can we do that yet again and
love romanticism (love the love of love of love)? This reflexive use
of “love” at different levels is what we call multi-ordinality.

To effectively benchmark you will therefore first specify the levels and
then drill down from abstract to concrete, from conceptual to sensory.
Via benchmarking you will be able to identify the KPIs (key
performance indicators) of an activity.

The Benchmarking Process of something Intangible:
1) Name the concept or skill.
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What idea, concept, or experience do you want to benchmark?
How do you describe it as precisely and clearly as possible?
What do you mean by this term or work?

At what level of abstraction are you using the term?

What parameters and criteria are you using as you speak about
this term?

What is the verb or verbs that hide inside the nominalized
term?

What processes lie underneath the nominalized term?

2) Define the word in behavioral terms.

What are the see, hear, feel components (the sensory-based
elements)?

What are you speaking about that we could video-tape, record
on a tape-recorder?

What is the process that you’re speaking about?

Are there any sub-processes within the process?

What are the sub-skills within this competency?

How many sub-skills are required?

How many sub-skills are minimally required?

How are the sub-skills related to each other?

3) List the behaviors that indicate the presence of the concept or

skill.

As you brainstorm about all of the signs and cues of the
concept, have you made as complete a list as you can? What
other indicators can you imagine?

What are the signs and cues that indicate the lack of the skill
or concept?

If the skill is not present, what is present?

What behaviors indicate the lack of the skill or concept?
What would you see or hear if the skill or experience was
elegant or even masterful? What new distinctions now arise?

4) Arrange the set of behaviors, actions, gestures, tones, etc. along
a continuum.

Have you scaled the list of behaviors along a continuum?
What behaviors indicate the opposite or lack? Give them a 0.
What behaviors indicate an extremely low level? Give thema
l.

What behaviors indicate beginning level of the skill? Give
thema 2.
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What behaviors indicate a basic competency? Give them a 3.
What behaviors indicate expertise of the competency? Give
them a 4.

What behaviors indicate absolute mastery? Give them a 5.

5) Put the distinctions in a 0 to 5 arrangement.
Have you scaled the list of behaviors along a continuum?

Once you have a continuum of behaviors for none (0) to some (1-3)
to sufficient (3) to complete (5) and from clumsy and awkward (2) to
adequate and on to elegant and masterful (4 and 95), test it.

Criteria for a Benchmarking Project

Do you have a project in which you want to create a set of sensory-
based benchmarks? Do you want to create a high quality set of
benchmarks? First, have you established an operational definition?
Have you created a set of competency levels for the skill, idea, or
concept? Do you have specific behaviors for each level? Here are
the criteria we use in the Meta-Coach Training system when we have
groups work together on a benchmarking project to learn these skills.

1) Operational definition:
Is there a clear operational definition?
Is there a definition that tells a person what to do?

2) Sub-skills:
Are there sub-skills, behaviors, and actions within the skill?
Are there three or more sub-behaviors or skills?

3) Levels identified and integrated into one form.
Are the degrees and levels of the skill distinguished?
Were the behaviors described as developing and progressing from
0to5?
Can the behaviors be seen, heard, and felt?

4) Specificity:
Were there sensory based behaviors?
Were there precise behaviors describing the process?
Were there any nominalizations left in the descriptions?
Have all of the metaphors been eliminated and make sensory-
specific?

5) Completion:
Is the project completed?
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Are the levels of competency on that particular benchmark
complete?

If not fully complete, to what degree is it complete?

To what extent? How much?
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Examples of Benchmarking

Definition: Listening: Being actively present to a client, collecting and
synthesizing the sensory information (visual, auditory, and kinesthetic) as
well as non-sensory specific terms so as to accurately reflect back the
content as well as process information.

5

Speaking less than 30% of the time, ideally 5% to 10%. Turning
body to client to be fully physically present to the client,
acknowledging the communication by maintaining eye contact,
using soft “sparkling eyes,” head nodding, and encouragers.
Asking about what is not being said. Asking questions that invite
client to co-create more questions or awareness of mental and
emotional structures and resources, client talking extensively and
then saying, “I never thought of any of this before you asked about
it

Asking questions that probe for more details about client’s view of
things, inviting client to self-listen (“Did you hear what you just
said?”’) to increase awareness of what’s “in the back of the mind,”
giving space and time for person to be with those thoughts and
feelings, being silent as the client speaks 60% or more of the time,
supporting client (See Supporting). Asking lots of awareness
questions about patterns, “How aware are you that you have said
lots of things about X, but nothing about Y?”

Actively exploring the structure and content by using questions that
ask about form, using more body language of head nodding to
encourage client to speak, using “encouragers” such as sounds,
“hmmm,” *“ahhh,” “yes, go ahead,” “say more.” Using extended
silences and pauses so client speaks at least 50% of the time.

Eye contact regular, repeating back specific words and some
paraphrasing that matches client’s content, speaking 60% or more
of the time and quiet only 40% of time, giving little time for client
to speak.

Making some eye contact, paraphrasing the client’s sentences, only
partially keeping general track of the content. “Where are we?”
Taking notes on other things than client’s statements and eyes
internally processing while client speaks. [If eye contact means
something other than listening and respect in a given culture, then
turning body toward client or equivalent.]

No evidence of being present to client as indicated by no eye
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Definition: Supporting: Providing a sense of safety to client through
questioning, listening, celebrating, expressing affirmations of belief in and
trust in the client, through managing environment, and the conversation.

5

Stating one’s own concerns and emotions of support with a client,
expressing a willingness to invest in the other’s well-being and
resourcefulness in support of the client’s outcomes and agendas,
“I'm here for you,” “Use the coaching call between sessions when
you need to.”

Responding to client’s emotion with one’s own that pace,
respectfully exploring, inviting the client to access and apply own
resources to situation, offering statements of affirmation that
conveys belief in the person’s potentials, celebrating and cheer-
leading client’s successes, pacing meta-programs, meta-states,
concepts, and values.

Actively and intently listening, asking about emotions, investing
energy into conversation and managing the environment so that it
enables client to stay focused, summarizing, offering some physical
response such as putting hand on shoulder, “That must have been
challenging.” Matching & Mirroring: pacing posture, breath,
gesture, etc. Words, sounds that encourage to continue: “yes, and
then?” “Hmmm,” “ahhhh!”

Partially matching client’s words, posture, breathing, etc,, listening
for facts, details, ideas, failure to fully match output of other’s
gestures and non-verbal expressions.

Listening with no or little eye-contact, fiddling with other things,
failing to follow up statements expressing emotion, seemingly
preoccupied with other things. Little or no attention to context and
atmosphere to deal with noises, distractions, etc.

Indicates little interest: failing to track the content, repeatedly
asking “What did you just say?”, firing off questions without time to
respond. Interrupting. Making statements of judgment, evaluation,
blame and interpretations.
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* MONITORING
IMPLEMENTATION

It’s not enough to create a plan for achieving a peak performance or
a desired outcome, you have to implement that plan. To implement,
you start with an ambitious goal regarding something that you want
to put into action. Do this to improve your performance and gain
strategic advantage in making a dream come true. Overall planning
and working your plan increases your ability to deliver on your
outcomes. Yet this does not end the process. There’s also the
process of monitoring and reviewing the plan to ensure continual
implementation.

An implementation plan, as a plan for action, results from strategic
thinking. While a well-designed plan sets forth both a strategy and
lots of tactical plans, you have to treat it as something dynamic, rather
than static. While some plans fail due to poor design, lack of quality
thinking and research, lack of ability, most fail due to failure to
implement over the period of the plan. Plans typically fail, and are
vulnerable to being incomplete, due to memory lapses, over-trusting
the good will of others, or operating “from the seat of your pants.”
They also often fail because you do not effectively monitor them as
you go along.

To effectively monitor your plans you will need to continue to review
the results youre getting to see if you are on or off course. Doing
this allows you to harvest critical learnings for the next level while
things are small and manageable. Effective monitoring and reviewing
enables you to keep following up and following through. 1t gives you
a way to consistently attend to what you are doing and how things are
going. It gives you the ability to detect early failures and correct them
while they are small enough to be easily managed.

Effective reviews also enhance accountability. By reviewing your
performance regularly you can plan for a self-correcting progress.
This allows you to adjust in a timely manner to an ever-changing
environment. When you do this, then deviations from your plans
become valuable information.
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What will you review? First

and foremost review the Planning is a focusing process.

critical success factors that “Facts often kill a good argument.”
Brian L. Joiner

contribute to the performance.
What are the critical factors
for your success? Second,
focus on early warning signals that indicate a deviation from plan or
best practice. What early warning signals shall you focus on?

Inthe book, On Target: Howto Conduct Effective Business Reviews
(2002), Michele Bechtell writes about the importance of “deviation”
as critical information for improving performance. Her following
comments offer several new ways to think about deviations so that
you access a positive state that allows you to squeeze all the value you
can out of them.
“Positive and negative deviations demand equal attention.
This is because every deviation provides a valuable
opportunity to uncover the assumptions that cause faulty
predictions. Even when we achieve our desired results, it is
important to verify that we achieved our results because of
our plan. The purpose of a planis to get planned results.” (p.
74)
“[Wise leaders] see failure information as leading-edge
information to a find a way to make things work. They
routinely identify and study the predictions that did not come
true.” (p. 73)
“When we ignore problems, we avoid solutions.” (p. 131)
“The more quickly we can elicit failure information, the more
easily we can diagnose and eliminate root barriers to
progress.” (p. 132)
“Blame is never part of the solution. We achieve far better
results when we analyze and improve the process—the
methods, protocols, or procedures that got us into trouble in
the first place.” (p. 133)

“One accurate measurement
is worth a thousand expert opinions.”
Grace Hopper
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Figure 9:1

Performance

Gap Standard

«Z(AE, Performance
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The Pattern:

1) Create a written implementation plan.
What do you want?
What is your plan for obtaining that result?
How long will it take?
What are your priorities? [If everything matters, then nothing
matters. |
What are the steps and stages involved?
What must occur first, second, third, etc.? In what sequence?
How much flexibility is there in the task sequences?
How will you measure your progress? [Verification]
How will you know that you’re doing a good job?
Is your plan process oriented?
How have you mapped the process?
What will you focus on? What will give you a strategic focus?
Whatare a few of the most important opportunities that offer
the greatest advantage to you? Your core competencies?
Are you mobilized to fulfill your vision?
What must you accomplish this year, this month, this week,
and today to ensure your outcome?
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2) Identify the critical factors of performance.
What are the critical factors of performance that will make
your plan work?
What are the critical factors for break-through to your vision?
What are the rules of the game?
What operational knowledge is required?
How are cause-effect structures related to the outcome?
What are the performance drivers?
How do you know?
How do you differentiate the critical factors from the trivial?
How do they relate to your strategy for the results you want?
How does this fit into your strategic plan?
Are there any gaps in your performance? Where?

3) Tie to your daily schedule.
Have you divided your desired outcome into 12 monthly
increments? Bi-monthly increments?
How are you using your calendar?
Have you detailed the critical factors of performance to your
daily schedule?
What are 2 to 5 things you will do everyday to make the
critical factors of performance real and activated?
How will these tactical pieces make a difference?
Are you just talking about change or have you made structural
changes to achieve it?

4) Regularly monitor and track the critical factors of performance.
What will you monitor? How will you monitor it?
How often?
Have you zeroed in on your own critical factors of
performance?
What are you learning?
How are your learnings being fed back into the plan?
Are there any gaps between plan and performance?
Do you have some tools for tracking?
Will your tracking catch the needed “failure information?”
Will you catch critical deviations for timely corrective action?

Verification:

How will you know that you are implementing your
strategies?
How will you know when you are on plan or off plan?
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Figure 9:2

Implementation Plan of Critical Factors of Performance

Objective:

Strategy Action Items Calendar
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5) Study the deviations for critical “failure information.”
Because deviations alone do not explain, you have to use them to
explore and examine your assumptions and strategy to find the pattern
behind the gap.

Have you installed a timely corrective action?

Do you know why you are off plan?

What are the causes and contributing factors?

What false assumptions, non-adherence to the plan, weak
strategies, etc. contributed?

What has been the impact of your actions on your goals?
How do you quantify it?

To what extent is the strategy working?

Does your tracking method indicate the speed of your
progress?

What is your reporting protocol?

What are the important trends and patterns?

Are you satisfied with your gap analysis?

What are the inhibiting factors?
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Is there a delay between any of the cause-effect circuits?
What are the hidden factors (stress, overload, lack of
motivation, reactivity, procrastination, excuses, forgetting,
etc.)?

What are the sources of the deviation?

6) Develop action plans that are corrective.
Do you have a Plan B or a Plan C in worst-case scenario?
If something goes wrong, what will you do?
What are your alternative plans for failure in the critical
factors of performance?
What counter-measures are you planning?
What are your priority objectives?
Do you have a self-corrective plan in place?
Will this solution address the fundamental problems?
Are you focusing on the process or on the goal?
Are you thinking structurally or in terms of a quick-fix?
Is your process capable of meeting your goals?
Is it legitimate?
What is the nature of the variation:
An unpredictable outside event?
A bottleneck in the system?
Poor execution: lack of a best practice?
Too much busywork?
Excessive paperwork?
Poor state management?
Deployment: when, where, how?
Have you applied creativity to bridge the gap?
What is the speed of your adaptability?
Do you have a field manual of best practices?
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* KEY PERFORMANCE INDICATORS

Benchmarking Personal KPI for Success

. How do you know if you are succeeding in a particular goal?

. What are the key performance indicators at the behavioral
level that you are successfully reaching and experiencing the
goals and objectives that you’ve set?

The Pattern:

1) Identify a general goal, objective, or outcome/s that you want.
I want to experience X.
I want to achieve Y.

2) Use funneling questions to drill down to specific criteria
(variables) that will become your personal KPIs.
Taking one outcome at a time use the following questioning
models to drill down to the necessary specifics:
The precise questions of the Meta-Model.
The indexing questions of who, what, how, where,
when, and which?
The scaling questions of how much, to what degree,
what percentage?
The realistic questions: what’s the probability, how
likely is that, is that realistic within the limits of X?,
etc.

3) Co-create with your client or colleague a KPI statement that
summarizes in sensory-specific terms.
What statement summarizes for you the criteria by which you
will measure your outcome?
How can you make that statement even more succinct and
compelling?
Inreading the statement, does it put you in state and give you
a clear mental representation?

4) Evaluate the statement against the crucial criteria of a well-
formed outcome.

Sensory-based

Positive statement

Context specific

Time frame

Self-initiated and maintained
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Realistic
Compelling
Ecological

5) Record the KPI statement/s for future review and evaluation.
What is the KPI statement that you want to write down that
we can use to measure your success in reaching this particular
goal?

Example of a personal KPI:
Self: 1 know I'm confident when I hear myself speaking with
ameasured and even tempo as I breath fully and deeply from
my stomach, and feel the muscles in my shoulders and neck
relax as I address the concerns that I want to bring up to my
friend (e.g., lover, board, etc.).

Business: I hold my business planinhand ready to take to the
bank. It is a business plan that specifies my market, the
budget I have planned, marketing plans, description of the
business, how I will do the business, the forecast of expenses
and income, etc.

Skill: 1 feel the phone on my shoulder as I pick it up and my
finger runs down the list of numbers of potential clients. And
as I dial the number, I feel a growing excitement indicated by
faster breath and a slight increase in the muscle tension in my
arms and legs. I express this energy in my tone of voice so I
speak 10% quicker than my normal tone and speed. This
gives “warmth” to my voice as I use lower tones and ask
people about their needs, wants, and desires. As I hear these
as well as their words about value, I feed them back as I invite
them to my introductory coaching session.
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Benchmarking the KPI Process

The following is a process that we use in Meta-Coaching for a coach
to obtain a KPI with a client in the beginning part of a coaching
session. Getting a KPI means assessing a client’s needs and wants or
doing a needs analysis prior to jumping in and coaching. The sub-
skills within this include the following:

1. Directly asking a client what he or she wants.
2. Asking repeatedly about that want (4 to 10 times of iteration).
3. Asking about the want while indexing it in the following ways:
Behavior: Doing what?
Space: Where?
Time: When?
Relation: With whom?
Process: How?
Context: In what context?

4. Checking the response with criteria:
Realism: Is it realistic? Can we do that in this time frame?
Resources: Do you have the required and necessary resources
to reach your outcome? What resources do you need?
Motivation: Is it compelling? Does it excite you? Would it be
worth your time and energy?
Responsibility: Are you willing to begin and sustain the
actions needed to reach your goal?
Ecology: Is this fitting and appropriate for all of the systems
of your life— health, energy, relationships, etc.?

5. Specify the evidence for recording awareness and recognition.
Is it stated in sensory based terms?
Can you quantify it? Can you measure it? (Amount, degree,
how many times, etc.)

6. Cut through distractions and irrelevancies to the goal.

What are the frames of mind (beliefs) for getting a KPI? Among the
key ones are the following:

. I can only coach when I have a specifically stated objective to
coach to, and preferably one that is written down.
. To move forward in a new direction and create a desired

change begins with a small step.
. Goals have to be grounded in a specific instance with a
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specific behavior.

I will not allow the client to fluff around, but facilitate him or
her to get to the point.

I first gather information; I gather high quality information.
The presenting problem, need, and want is the presenting
problem, need, and want (P/N/W).

There are always things in the back of the mind about
problems, needs, and wants (P/N/W).

There is available information within every person if T only ask
enough questions.

There is always information that is not yet available, but which
can be obtained.

The process of getting a KPI for and with a client is essentially
conducting a needs analysis with a client. It is asking the central
question, “What do you need? You need what to fulfill what desire,
fear, hope, etc.?”

Benchmarks:

5:

Obtains a statement from the client about what really matters most with
less than 10 questions, get the question written down as a sensory-based
written statement.

Quickly cuts through stories, details, and statements that distract from a
sensory-based goal statement. Listens to the client’s intent behind the
words and stories of the client by asking “What is your intention behind
this desire?” “When you get that fully, what will you get?”

Asks “What do you want?” repeatedly (4 to 10) to get sensory based
statement specifying where, when, with whom, how, and in what
contexts. Checks the statcment against 3 criteria: realistic, motivation,
ecology. Forms the statement to quantify it in terms of amount, degree,
times. Sign off with client.

Asks, “What do you want?” and repeats thc question two or three times,
then begins a coaching conversation withoutco-creatinga highly specific
goal (sensory-based, indexed to coordinates, stated succinctly) for the
coaching conversation.

Begins a conversation with the client (“the coaching conversation”)
without checking what the client wants for that conversation. Probes into
global and value desires rather than drilling down to a specific goal for
the session.

No asking about what the client wants. Telling the client what he or she
should want. Ignoring client’s statements about goals. Talks about
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problems and complaints. Starts by suggesting a pattern to use with the
client.

Examples:
I want to develop expertise in asking meta-questions so by the
end of this session, I will have written 6 meta-questions on a
paper. I will hold the paper, see the words cuing me of the
meta-question, and run a scenario in my mind of taking the
paper with me and using it in my next coaching session.

By the end of this session, I will have 3 ideas about how to
facilitate a client to esteem him or herself as having
“unconditional value.” I will write them down on a paper, and
I will know that I have them by recalling the 3 ideas as I
verbalizing them out loud.

End of Chapter References
1. See the book Communication Magic (2001) for a full description of the Meta-
Model of Language model of NLP.
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MEASURING THE SYNERGY

OF SELF-ACTUALIZATION

Measurements Scales
For Meaning and Performance

Measuring Self-Actualization Potentials and Reality

In this approach to self-actualization the next step is to develop a way
to measure where you are along the meaning and performance axes.
By setting up a scale for each, we can then set behavioral benchmarks
for them. Now we can profile our position and range along both the
meaning and performance axes.

This is where Geoff Dowell took the development to the next level
and created the foundation of a Self-Actualization Measuring Tool.
He began by designating the 180 degree continuum and creating a
scale from -5 to +5, with O at the middle. On the left side of the scale
we have meaning and on the right side we have performance. The
meaning side of the continuum relates to responding and processing
internally whereas the performance side relates to responding and
processing externally. This structure enables us to use the sum of
each scale and the difference between the scales to get numeric
indicators. This will give us two measurements. First a range along
the meaning—performance line, and second, a bias or preference for
where we typically live.
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The Meaning—Perforiance Scale

-5 Meaning 0 Performance +5

The self-actualization of a fully functioning person means that for the
greatest rapport and influence in communicating and relating and for
the greatest use of our full potentials as human beings, we need full
range and maximum flexibility in our meanings and performances.
Conceptually, the less range we have and the more our bias is off to
one or the other side, the less we can fully actualize our potentials.

How does this work? Geoff describes using it as a measurement tool

by illustrating it in the following way:
Suppose a person has a preference for more meaning (say -4)
than for performance (say +2). That person’s range would be
6 (-4 to +2) out of a possible 10. And that person’s bias for
those numbers would be a -2 (-4 + +2 = -2) indicating a bias
for internal processing and the balance is off by 2 units (the
“units” here are the O to 5 measurements).

This tool for measuring range and bias also gives us a way to check
for agreement with a person regarding how one prefers to operate.
When we get the measurement right, people tend to readily relate to
it, when we don’t, they let us know that it doesn’t fit for them. Once
we have agreement about the ratings on each scale, we have a
rationale fordrilling down into the meta-program biases and stretching
the range on the limiting side first. Doing this enables the person to
move from their comfort zone to the new ground for growth and
unleashing new potentials. Ths will give them more alignment and
balance.

This zero-centered continuum now gives us a tool that we canuse to
diagnose the limits or leashes of a person’s growthin self-actualization
as well as a predictive tool to help us assess what to do to unleash
limitations. With this tool, we can use it to determine the
interventions for change and development such as coaching the inner
game for the meaning leashes and training for the outer game for the
performance leashes.
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Testing the Measurement Tool

Geoff tested this with some managers in the UK Health Service to see

how they would use it and what they could do with it. The result was

encouraging, even exciting because he worked with an organization

that didn’t relish change.
“The managers that I worked with immediately understood
what I was assessing: ‘Is my bias for thinking and reflecting or
for active or proactive taking action and doing something?’
The managers also immediately recognized the need and value
of having full access to the full range of each of the meta-
programs as well as the meaning and performance areas of the
continuum. While they were a bit suspicious, they were
excited about the possibilities.”

“There was a difference fromhow I presented it and how they
talked about it. They tended to describe the meaning
—performance continuum in terms of inside versus outside or
the inner game versus the outer game.”

Geoff said that these particular managers had a strong bias for
reflection, even to the point of procrastination. So the discussions
turned to “what might happen” (options), if they were really able to
be assessed in these terms, how valid would they be, what could they
be taken to mean, and if they were mis-interpreted, how might these
ratings be used?

From all of that, Geoff reflected on the significance of their lengthy

discussions.
“Could this be the generic “away from” (meaning) bias that I
had mapped as the greatest leash within this industry? What
these managers chose to do with this tool was to identify the
“misfits and mavericks” they knew by their rating at the
extremes of the scales. We rated these extreme behaviours as
three on the scale of 5, knowing that there would be even
more extremes. In fact, these managers would prefer to do
anything rather than assess themselves and each other. Could
this be why they were managers, and not leaders. I found that
they experienced self-assessment and feedback as demeaning
and threatening. For self-actualisers this limitation has usually
been resolved.

“A few managers were brave enough to develop a couple of
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leadership benchmarks to assess themselves and each other.
They found that when they had extended their range on the
continuum and balanced their bias to around zero, a shift in
their way of being seemed to take place. Something changed
as they stepped back and rose above their patterns and
preferences. So they discovered that they were just patterns
and preferences, they no longer felt attached to their biases or
needed to defend or apologize for them. They found
themselves more accepting of themselves and they were given
feedback that they were more understanding of others.

This occurred because we had used relevant meta-programs
for their roles as well as their improved flexibility. Yet they
also seemed to get the meaning / performance synergy at a
feeling level of whole body-mind as they transcended the
dichotomy. As aresult the black-or-white, with us or against
us, like me / unlike me, co-operative / disruptive splits faded.
Then, in response to the unexpected or unexplained they
would ask, ‘Is this a meaning issue or a performance issue?’”

Reflections about this Measurement Tool

One of Geoff’s conclusions from this was that it appears that, at least
for some people, when we achieve a high rating (over 3) on each end
of the continuum, a point comes when people seem able to transcend
the dichotomy. They can then see both halves of the scale as facets of
the same continuum. Meaning and performance may then be
considered facets of a meta-category of “potential” or “experience.”

Perhaps this is what Maslow referred to when he considered self-

actualisation as the opposite of the need for safety.
“Let us think of life as a process of choices, one after another.
At each point there is a progression choice and a regression
choice. There may be a movement toward defense, toward
safety, toward being afraid; but over on the other side, there
is the growth choice. To make the growth choice instead of
the fear choice . . . is to move toward self-actualisation.”
(1993, p. 44)

The bottom line is that the more we extend our skills in the opposite
direction to our habitual pattern, the more we move from the safety
need of our bias. Simultaneously, we move nearer to our true self our
potential self, without the limitation.
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Scaling the Meaning and Perforinance Axes — Preliminary
Benchmarks

The next step in creating a measurement tool is to identify the key
sub-skills of “meaning-making” and “performing” and set up a 0-to-5
scaling. So what follows is a benchmarking the skills withinboth the
meaning and performance axes.

. How do we measure a person’s development of “meaning?”
. What’s entailed in this ability to create meaning, to quality
control the meaning, to suspend meaning, etc.?

These questions raise the subject of sub-skills. So the sub-skills
within the Meaning Axis involve not only the ability to create
meaning, but the quality of those meanings, and those meanings about
specific areas such as our psychological health, self, needs, time,
problems, knowledge, etc.

1) Quality of Meaning

2) Psychologically Healthy Meaning

3) Power to Create Meaning

4) Self Meaning

5) Meaning about Needs

6) Meaning about Time

7) Meaning about Problems / Difficulties

8) Domain Knowledge Meaning: procedures, strategies,

heuristics

Once we have the different sub-skills, we need a scaling format for the
meaning axis. The following is what I came up with for the Self-
Actualization Workshop:

0: Meaningless No awareness that meaning can be created.
Negative competence

1: Futile Incompetent, creates sick meanings
Unconscious Incompetence

2: Trivial Creates meanings that are weak, uninspiring
Conscious incompetence

3: Conventional Creates meanings that motivate sufficiently
Conscious competent

4: Unique Creates rich, robust meanings

Expert level
5: Legacy or mission Creates long-term meanings  Master level
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Scaling the Meaning Axis and its Sub-skills

1) The Quality, Levels, and Meaningfulness of Meaning:

What is the quality of the meanings that you create? Are your
meanings inspiring, compelling, exciting, and enlivening? Do
they get you up in the morning and excite you through the
day? Or, are the meanings that you give to things
conventional, “average,” okay, but nothing special? To what
degree can you sacrilize anything? This refers to looking at
things in terms of them being special, delightful, wonderful,
sacred, full of wonder, seen through the lens of eternity? Or,
to what extent is your view of life, people, work, relationships,
exercise, etc. full of de-sacrilizing and discounting? How
accurate are your meanings in terms of being “maps” of the
territory? How precise are they? How useful? How
effective?

0-1: Futile: Feeling apathy about life, feeling empty,
anhedonia so you receive no pleasure from basic pleasures.
Inaccurate, fallacious mapping with lots of distortions,
deletions.

2: Trivial: Meanings that are “bland” leading to a sneering
attitude about almost everything, language that debunks and
discounts things. Many meanings contaminated by distortions,
cognitive distortions.

3: Conventional: A focus on adjusting to culture. Wanting to
be “normal,” to fit in and “be like everyone else,” reading
papers and journals about what’s “in,” and *“cool.” Meanings
mapped fairly accurate to the territory.

4: Unique: Meanings that are idiosyncratic to the person; want
to “be my own person,” meanings that are precise, clear, and
accurate.

S: Legacy / Mission: Seeing things as if precious, special
(“sacrilizing”) and re-sacrilizing of meaning, sense of ecstasy,
peak experiences. Able to accurately perceive reality,
continuously updating maps and increasing precision and
clarity.

2) Psychologically Healthy Meanings:
The meanings about yourself as a person, as a living, breathing
human being and your development through life, your self-
actualization, the health and vitality of your mind, your

-260-



Achieving Peak Performance Chapter 10 Measuring the Synergy

emotions, your memories, your imaginations, etc. How
healthy or unhealthy are the meanings that you create in this
area? To what extent have you developed an awareness of
your own typical cognitive distortions? To what extent have
you eliminated them?

0-1: Toxic: The meaning of life, self, work, others, etc. feel
hopeless, leading one to be emotionally unwell (or sick) and
despairing.

2: Shallow: The meanings code life and self in a superficial
way leading to debunking actions and sneering attitudes,
saying “What’s the use?” “Why bother?” Person has lots of
“buttons” that can be pushed to trigger a defensive
reactiveness.

3: Culturalized: The aimis to be “normal,” to conform, which
requires hiding one’s real self behind persona, roles, and
masks; and to not allow others to know what one really feels,
wants, thinks, or believes.

4: Personal: Focus in life is on discovering one’s real self;
developing a healthy and vigorous sense of self as evidenced
by meaningful work, relationships, sense of significance, an
unconditional sense of value and worth.

5: Transpersonal: Focus in life goes beyond oneself to living
by an inspiration about contributing to others, making a
difference in the world, leaving a long-term legacy.

3) The Power to Create Meanings:

The meaning you give to your power or ability to create
meaning in the first place. Do you view yourself as powerful
to do so or do you view meaning as given, fated, controlled,
and out of your hands? Do you know your powers of
constructing meaning? Do you use these powers? To what
extent? How much more could you take charge of these
powers, develop them? How flexible are you in your creation
of meaning? Can you give anything 3 other meanings, 7, 20?
How flexible is your creativity in this?

0-1: Dis-empowerment: Feeling helpless and hopeless in
creating meanings, passive about merely receiving meanings
created by others, believe that “meanings are never created,”
using desacrilizing (discounting, cynicism) as defense
mechanism.
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2: Cynicism: Attitude of “why try,” living like a passive
receiver of meanings. Viewing meaning as “given, fated, and
controlled.” Showing little flexibility in identifying alternative
meanings when asked.

3: Normal: Having some choice increating meaning, but little
to no ability to suspend the meanings one has lived with.
Some flexibility in inventing additional meanings, able to
create 3 to 5 alternative meanings.

4: Enlivening: Able to create uniquely individual and
idiosyncratic meanings for oneself; generally able to suspend
meaning. Able to create 10 alternative meanings.

5: Robust: A sense of empowerment in creating meaning at
will, a sense of the fluidity of meaning, able to immediately
suspend any meaning that doesn’t serve one. Able to create
20 to 30 alternative meanings.

4) Self Meaning:
The meanings that you give to yourself. Do you love yourself,
adore and appreciate yourself, see yourself as lovable,
precious, sacred, etc. Or do you view yourself as nothing
special, okay, average, or do you de-value yourself with
Judgments, contempt, hatred? The meanings you give about
yourself enable you to either get over yourself and on with life
or stuck so that you become your biggest problem. Do you
separate self-esteem from self-confidence? What meanings do
you give to your fallibility, character flaws, and errors? How
well do you maintain your dignity when you make a mistake?

0-1: Worthless: Speaks with contempt about self, shows self-
hatred and despair about oneself by not treating oneself well,
letting appearance go, saying one does not care what happens
to self.

2: Nothing special: A striving to become “okay,” but speak
often with self-judgments, one is easily threatened about one’s
“self-value,” questioning ones right tobe and to deserve good
things in life.

3: Okay: A sense of being normal and average, speaks about
having made a good adjustment to life, but speaks about one’s
self-value in conditional terms, dependent on doing okay.

4:  Uniqueness: Embracing one’s unique self, and
unconditionally self-esteeming and valuing, able to give of self,
extend oneself, become self-forgetful.

(5]
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5: Sacrilizing: Quickly acknowledge love for oneself, shows
appreciation for one’s self and life, acts and speaks about
being lovable and precious, at times feeling ecstatic about
being human, embrace all of oneself.

5) Meaning of Needs and Impulses:

The meanings you give to your biological, physiological, and
animal nature. Do you view your nature and human nature as
good or bad; sacred or evil and depraved? What meaning do
you give to your basic drives? What are these needs? How
do you gratify these needs with accurate and effective
gratifications? What meanings do you give when you have a
basic needs that’s frustrated?

0-1: Depraved: Says that human nature is bad, evil, corrupt,
and depraved. Represses one’s awareness of needs, inability
to adequately satisfy needs. May reject needs, drives, and
condemn them as evil, and part of depraved human nature.
2: Bad: Says that human nature is mostly bad; tries to avoid
awareness of human drives; only minimally attempts to gratify
needs; speaks in ways that show a non-acceptance. Rejection
of some drives as evil (sex, anger, etc.). Over-load need with
too much meaning (psycho-sexing, psycho-eating, etc.)

3: Good and bad: Human nature is both good and bad; basic
gratification.  Accepts human drives, needs, passions,
emotions as simply drives.

4: Is and Inspiring: Speaks about human nature as just is,
needs are valid and important, gratify for self. Able to achieve
good gratification with appropriate meanings.

5: Awesome: Speaks of human nature as the foundation for
sacrilizing, for standing in awe of the human experience; sees
and describes needs as valid and important, gratify needs in

order to reach for a transpersonal vision about contribution of
self in life.

6) Meaning about Time:
The meanings you give to the concept of recognizing that our
lives begin at a certain time and end at a certain time. Do you
construct positive meanings about time so that you enjoy and
appreciate each day or do you create interpretations that make
you impatient about time, skeptical, regretful, living in the
past, fearful of the future? What meanings do you give to
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scheduling? Prioritizing? Making time for things?

0-1: Toxic and dis-empowering time: Impatient about things,
refusing to spend and invest time in learning, practice;
skeptical about future. No planning or scheduling.

2: Time as a bother: Mostly impatient, constantly asking,
“How long will this take?” Looking for short-cuts, “get rich
quick” schemes (get smart quick, get thin quick, etc.).

3: Understands value of time: Recognizes and values that one
must devote time to developing a skill; off and on about

scheduling.
4: Values time: Says, “I know expertise takes a decade of
devotion.” Prioritizing one’s scheduling; recognizes

importance of being in the now, using past for learnings, and
has a future direction.

5: Sacrilizes time: Expresses the attitude, “No matter how
long this takes me, I will stay with it.” Makes time for all of
the important things in life, never feels sense of wasting time;
able to fully step into this moment.

7) Meaning about Problems / Difficulties:

The meanings you give to the gap between your present state
and your desired state. How do you think of that difference?
What meanings do you give to the tasks required to move you
to your goal state? Do you love the effort to reduce the
difference? Ts it fun? Does it mean the activation of your
problem-solving skills? Or is it a bother, a nuisance,
unpleasant, etc.?

0-1: Toxic attitude about problems: Says that one hates
problems; denies and resists the presence of problems; refuses
to deal with life’s problems.

2: Escape from problems: Mostly wants a no-problem and no-
hassle life, speaks about escaping and avoiding problems.
Looks and asks about ways for path of least resistance.

3: Deals with problems: Recognizes and says, “Problems are
inevitable, make life interesting.” “I can learn problem-solving
skills.” Faces problems head-on without defenses.

4: Loves problems: Says and expresses attitude, “I love
problems; bring them on.” Well developed set of problem-
solving skills. Openness to problems.

5: Sacrilizes problems: Recognizes and speaks about
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problems as the source of growth and opportunity for success.
Expansive set of problem-solving skills, skills for creative
solving problem. Loves and looks for problems.

8) Domain Knowledge Meaning: procedures, strategies, heuristics:
The meanings about knowledge, about learning, developing
strategies, figuring out how to do something, developing
procedures and heuristics. What do you think about investing
time, energy, effort to understand things? What meanings do
you give to learning, unlearning, and re-learning? Is learning
fun, delightful, the purpose of life? Or is drudgery, hateful,
boring? What do you think about not-knowing or confusion?
Are these valuable or dreadful states?

0-1: Arrogantly ignorant: Speaks and acts like a know-it-all,
invests no time or energy in studying, reading.

2: Hides ignorance: Shows interest in studying domain
knowledge, but one’s recording of information is incorrect or
inconsistent, no reference to sources; often pretends one
knows more than one really does, admits ashamed to not
know.

3: Openly learning: Recognizes the domain knowledge of
each area, speaks about wanting to study and learn, invests
energy in learning, openly admits what one does not know.
4: Humbly knowledgeable: Reads widely, demonstrates
knowledge about a domain, refers to sources, can compare
authors, models, ideas, philosophies; passionately seeking to
learn more, modest about what one does not know.

5: Kaizen learner: Seeks out everything to read, interview,
understand about the domain, able to identify new and creative
input to field.

9) Consciously self-reflective about one’s meaning-making:

It is only when you step back and reflect with a mindful state
that you are able to truly choose. Choosing arises from that
higher level awareness of the possibilities. And to reflect on
your meanings and your skills of meaning-making puts you in
the architect’s chair.

0-1: Totally unaware of creating meaning: Denies one’s role
in creating meaning; uses the “is” of identity (“this is that;”
“that’s what it means”).

2: Stuck in meanings: When aware of meanings, feels trapped
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or limited in altering the meaning, says, “What else could it
mean?” “It means what it means.”

3: Meaning awareness: Speaks about the meanings created
and attributed, questions the ecology and quality of them,
considers ways to improve extent and flexibility of meaning-
making.

4: Mindful meaning making: The amount of self-aware
conversation about meaning increases (30%); often reflects on
one’s ability and quality of meaning-making.

S: Sacrilizes meaning making: Has a specific plan about
increasing reflections on meaning making power, takes time
daily to reflect on meanings created or offered; asks about
new possible meanings.

Scaling the Performance Axes and its Sub-skills
How do we measure performance? How do we determine the quality
and quantity of actual performances that makes things happen in the
world? Again, we begin by creating a list of sub-skills. The sub-
skills within the Performance Axis include how we speak, plan, get
along with others, cope with our needs and impulses, put forth effort,
practice, follow procedures, persist, keep refining our performances,
and bounce back when we experience a set-back. Again, here is the
list that I came up with in the Self-Actualization Workshop to make
explicit what’s involved in “performance.”

1) Verbally expressive and precise

2) Planning

3) Social, interpersonal

4) Coping

S) Effort, discipline

6) Practice

7) Procedures

8) Persistence

9) Refining

10) Resilience

In creating a scale for the performance axis we use the following as
levels of proficiency in terms of our competency in performing and in
presenting a poor, medium, to top performance:

0: Incompetent and unaware.

1: Inexperienced and incapable.

2: Almost competent, the first steps toward competency as an

initiate, consciously incompetent, skill in the rough, trainee,
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first learner, novice.

3: Competency, able to cope effectively, apprentice, and then
a journeyman.

4: Expertise, elegant and efficient in demonstrating the skill,
skill well integrated into personality, consistent across
contexts.

5: Masterful, consistent and dependable in demonstrating the
skill, extending the skill to new areas.

1) Verbally expressive and precise: inquiry, requesting.
This concerns your verbal behavior, your ability to put into
words and effectively articulate the meaningfulness and
significance of the skill or experience. Are you clear or fuzzy?
Can you effectively describe the skill? Can you effectively
communicate your passion of it and excite others about it?
Does your self-communications induce you into the required
states? Your best states of the skill? How precise are your
words? How expressive?
0-1: Inarticulate: one can’t find the words, acts in shy and
hesitant way and shuts down even trying to find the words.
Says one feels stupid.
2: Vague expressions: Speaks one’s ideas and meanings but
often tongue-tied, or engages inirrelevant chatting, words and
articulations are vague and imprecise so that others are
constantly asking, “What do you mean?” ‘“What are you
talking about?”
3: Articulate: Able to express one’s thoughts and feelings
sufficiently to keep a conversation going without stopping to
ask about meanings, able to describe goals and objectives to
mean the criteria of a well-formed outcome.
4: Precisely focused: Able to articulate the how-to of the skill,
or to describe something in a sensory-specific terms, effect of
the words leaves others not only understanding, but impressed
as they say, “That was great. Now I understand and am
excited.”
S: Precision invision: Able to articulates anidea, skill, dream,
plan, etc. and to induce listeners into state of appreciation of
its meaningfulness as others say, “Sign me up.” “I want
some.” Influences others inspiring with a vision of the value
of the skill; able to put goals in specific KPIs.

2) Planning: fits well-forined criteria, scheduled, time allocated for
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the plan:

To embody meaning, it is almost always a matter of efficiency
and effectiveness to create an action plan that details what
you’re going to do, when, where, with whom, using what
resources, for what objectives, etc. In designing a desired
future, planning is typically one of the first actions that we
take to embody our highest meanings. Do you have a written
plan? How clear, detailed, relevant, compelling, etc. is your
action plan? How often do you look at it and use it? How do
you use it?

0-1: Planless: Responding spontaneously in off-the-cuff
activity, showing no structure or plan for actions, reactive
rather than thinking ahead and planning an action (proactive).
2: Some planning: Showing or expressing a rough outline of
a plan, a sketch, a “to do” list.

3: Well-formed plan: Showing or expressing a reflective plan
for what to do that includes specifics about when, where, with
whom, why, etc. The plan written or diagramed.

4: Comprehensive plan: A planpresented in some form that’s
been reviewed and refined, discussed and agreed with peers,
then used or consulted 2 or 3 times a week [monthly/ weekly].
5: Enticing plan: A comprehensive plan that is continuously
reviewed and improved, used daily as personal checklist and
guide for prioritizing activities; a plan that entices those who
hear to sign up for it.

3) Inter-personal effectiveness, social, relating to others:
This refers to the social dimension of performance, the actions
that we take that involve others as we work with and through
people. How are you at the social interactions of contacting,
networking, informing, communicating, supporting, listening,
delegating, leading, managing, etc.? What do you do to
facilitate the resources of others? Who do you have to work
with? What do you do to win that person’s heart? How are
you at conflict resolution, forgiveness, starting over, holding
accountable, etc.? Do you have a support group?

0-1: Completely individualistic: Person ignores other people,
judges them, mismatches what they say and do. Fails to
contact others, speak to them, when in their presence, does
not listen, but lectures and gives advice.
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2: Awkward contacts: Mismatches what others say and do as
much of the time as matches; shows little awareness of others
asevidence by saying things about them that they then correct;
often continues to lecture and gives advice.

3: Connecting: Matches others in how they speak, tempo,
gestures, words (“pacing”), expresses compassion and
concern in words and gestures, gives others time and energy
as one actively listens (with eye contact, able to repeat words),
supports, delegates tasks as part of leading.

4: Higher level contact: Matches the person’s values, beliefs,
etc. by using the other’s words and gestures, extends self with
and for others as indicated by amount of time. Leads by going
first, inducing sense of support in others.

5: Devoted connections: Matches the person’s thinking style
or “meta-programs” in a way that leads to win-win
relationships that the other says, “This is good; I like this.”

4) Coping with needs:

This dimension of performance involves how we cope with
our basic needs as well as cope with the demands and
requirements of the environment. How are you at coping
with the challenges, problems, and difficulties involved as you
unleash this potential? What’s holding you back, keeping
your down, or interfering? What coping skills do you have?
What coping skills will you need to learn and develop? What
are the satisfiers that you use to gratify your needs? Do they
satisfy your lower needs so they vanish and the self-
actualization needs emerge? Do you take care of your
physical needs for exercise, fitness, and energy?

0-1: Dependency: Dependent on others for have basic “needs”
met (as per Maslow’s hierarchy of needs), needs often not
met, presence of pathologies and meta-pathologies (as per
Maslow’s list); reactive and aggressive (in “survival” mode).
2: Growing independence: Able to independently meet many
of one’s own needs yet often falls back into a neediness that
can lead to being reactive when frustrated; most of the time
thinks and speaks about one’s own needs (70%).

3: Independence: Meets one’s own needs without remorse or
regret, being a “healthy animal” (Maslow) in valuing and
appreciating needs as expressed in language.

4: Interdependence: Living for the Being-needs (order,
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justice, truth, contribution, meaning, music, math, etc.) as
expressed in words and seen in actions, little attention or
comments about the lower or deficiency needs.

5: Transcendence of needs: ‘“Transcends” B-needs by not
speaking about them at all or very little, focus entirely on the
higher needs, conversation, energy, time, devoted almost
entirely on such.

5) Activity level: Discipline, effort, energy

The dimension of effort explores how much effort, work,
discipline, struggle, etc. are required in developing and
unleashing the potential. What is the effort that you have to
expend to learn or further develop your competency? What
area is this effort in? How long will you be required to put
forth the effort? How consistent are you in the discipline of
learning, apprenticing yourself, etc.? What percentage of
effort do you put out in your daily actions? Do you have a
disciplined approach? How well can you get yourself to
follow through?

0-1: Inactive: Level of activity, movement, task engagement
too low to succeed at the skill. Language full of excuses,
complaints, grumbles.

2: Inconsistent activity: One’s efforts on, then off, others
cannot depend on the activities or exertion, need
encouragement and motivation of others as expressed by
statements, “I need someone to motivate me or get me going.”
3: Consistent activity: One exerts actions constantly which
lead to new skills, results desired from exertion.

4: Intense activity: One’s actions of effort sustained over
course of developing skill, leamming new domain, getting the
results that indicate “success” in a given area. Effort extends
beyond what’s necessary.

5: Planned intensity: The effort exerted is not only consistent,
regular, that others can depend on, but motivated from an
inner passion of a vision or mission, and carried out as a
planned for developing.
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6) Practice:

The dimension of practicing our skills involves rehearsing
what we know to do until our skills habituate as our daily
ritual. Within your rituals will be the regularity of your
practice, the quality of the coaching, consulting, training, etc.
youreceive. Do you practice your skills? How much practice
do you give yourself to? How structured is the practice? Do
you set stretch goals? How often? Do you engage in
“deliberate practice?”

0-1: Lack: One resists the need for practice by missing
opportunities, failing to plan for time, making excuses, no
carrying through.

2: Inconsistent: One’s efforts and attendance at showing up
for scheduled practices on and off, others cannot depend on
whether one does or does not carry through.

3: Consistent: Person believes in the value of learning as
evidenced by showing up, carrying out required number of
repetitions, learns and uses the details about the practice in
exerting effort.

4: Consistent learning: One engages in activities (“practices”)
constantly asking about what it means, what it will do, looking
for results, and in this way being “mindful” in the practice.

5: Mindfully active: Engages in rehearsing times with an
intense that is consistent and devoted to success as evidenced
by speaking about improvement and asking for hints for
further improvement.

7) Following Procedures: sequencing efficiency
Within the actions that make up a skill that we want to unleash
are often specific procedures that have to be followed in a
stepwise way. What procedures are required for developing
your skills? To what degree do you follow through on the
procedures? How do you handle your own excuses?

0-1: Rebels to procedures: One may try to follow required
procedures, but gets distracted, makes excuses, says that one
“feels controlled,” and has “lost his freedom.”

2: Inconsistent: One sometimes follows procedures, then one
does not; practice of following is on and off, constantly trying
to amend or improve the process.

3: Consistent: One speaks about importance of correct
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procedures in appropriate areas and follows the steps to get
results in as short a time as possible (“‘efficient”).

4: Efficiently consistent: Repeats procedural steps until the
steps streamline as if a single efficient response that’s
automatic as evidenced by the behavior occurs whenever
person decides to act.

S: Flexible follow-through: One “efficiently” follows through
and embodies the procedures so they are “natural” as evidence
by no words indicating conscious awareness; one is able to
change the procedure and perform the new one “efficiently.”

8) Follow-up: persistence
Within practice, discipline, and effort is the activity of
persisting in our action plan. Are you persistent? Do you
keep focused on developing competency and expertise? How
consistent are you in persisting over time? What interrupts or
interferes with your persistence? What would increase or
improve your persistence?

0-1: Lack of follow-up: One makes excuses, blames, judges,
fails to act on the required task.

2: Inconsistent follow-up: One makes attempts at returning to
an incomplete task to complete it, but often gets side-tracked,
or makes excuses.

3: Consistent: One keeps at a task until one completes it,
doesn’t let external circumstances to get in the way; others
can depend on the person doing what he or she says.

4: Facilitative consistency: As one stays with a task, the
activities seem so natural, easy, and inevitable that others
comment using these terms; one shows no struggle or stress
in acting on tasks.

5: Powerful consistency: One’s consistent activity in returning
to the task until it is complete carries with it a determination
and “never-say-die” attitude evidenced in person say, “I just
have to do this; and I will!”

9) Refining: Kaizen, Feedback, Celebration, acknowledgment
Inside of practice and persistence is the refining process of
kaizen—continuous improvement. This occurs through the
receiving and using of feedback. How open are you to
receiving feedback and shaping on your skills? From whom
do you look for feedback? What kind of feedback? How

~
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often do you receive feedback? How do you use the
feedback? What do you do with it? Do you ask for feedback?
How often?

0-1: Repeated mistakes and failures: One forgets about
feedback, about refining skill, makes excuses, blames; one
says, “Why keep learning; it’s good enough as it is.”

2: Inconsistent: One sometimes hears and acts on feedback
and at other times does not; can quickly fall back onto making
excuses and offering judgments.

3: Consistently improving: One receives feedback as part of
learning process for improvement and uses mirroring
information and suggestions for taking actions that correct
things (“corrective actions”).

4: Dedicated improvement: One looks for and invites
feedback for refining improvements and immediate acts on
such (“integrate”) into next performance.

S: Passionate improvement: One invites feedback from
everyone, friend and foe, integrates as soon as possible and
does giving thanks to those who provide it.

10) Resilience

In the development of any skill there will be set-backs—set-
backs in our schedule, to our health and well-being, to
succeeding or failing, etc. Resilience is the dimension of
embodying the skill through getting back up when we have
been knocked down, shaking off the dust, and going for it
again. What do you do to “bounce back” with resilience when
you have experienced a set back? When you are knocked
down, what do you do? How long do you stay down? What
resilience-building things do you do? What puts “bounce”
into your spirit and attitude?

0-1: Defeated: When one is defeated, person lies down, quits,
uses excuses to explain why he can’t achieve success, says he
or she is “Doomed to failure.” Uses lots of deterministic
language expressions: fate, predestinated, etc.

2: Inconsistent resilience: One experiences high levels of
stress, depression, frustration, anger, fear, etc. when suffers a
set-back; long periods of time used for getting over the
emotional roller-coaster of the set-back (months or years).

3: Consistently bouncing-back: One returns to life, the skill,
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an activity, etc. after being knocked down by a defeat or
failure; time frame much shorter (weeks or months).

4: Quick bounce: One quickly faces the fact of the set-back,
looks for understanding and returns to the task.

S: Unstopable: One keeps on learning, getting and integrating
feedback even in the set-back so no time away from the task,
gives the impression of being ‘‘unknock-down-able.”

Scaling Meaning and Performance Synergy

1) Identify a specific item.
Start with a specific item that you want to see where you are
in terms of the meaning you give to it and the level of
performance you have developed with it. It could be writing
a business plan, running a marathon, delegating, exercising,
writing a book, etc.

2) Scale the item for meaning.
Go through each of the sub-skills for creating meaning and
identify a number for each, locating each on the left side of the
continuum (between -5 and 0).

3) Scale the item for performance.
Go through each of the sub-skills for gauging where you are
on the performance scale and put those numbers on the right
side of the continuum (between O and +5).

4) Average the numbers.

Get an average on each of the sub-skills for your meaning
scale and your performance scale. This will give you your
range. For example, you may have a -4 as your average on
the meaning side, and +1 on performance. That would put
you inthe Self-Actualization Quadrant IIl —you’re a dreamer.
If you have -2 on meaning and +4 on performance, you may
be a workaholic in Quadrant II.

5) Merge the numbers.
Take the meaning and performance numbers and merge them
and you will find your bias in terms of how well you are or are
not creating synergy with both your inner and outer games.
The aim is to center your bias so that it is equally balanced
with high meaning and performance.
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6) Review the 12 key meta-programs in terms of unleashing greater
potential.

Review the dozen meta-programs as meaning-performance
continua looking for “driving” meta-programs that may be
given too much meaning to the point of making it rigid. Use
the expanding meta-programs process for any driving meta-
programs.

Summary

Self-actualization is a function of meanings and performance.
So we actualize our highest and best unique expertise through
creating a synergy of these two variables.

On the meaning side, a self-actualizing person who develops
expertise has extensive domain knowledge about an area that
comes from extensive reading, exploring, experimenting. The
expert finds the domain fascinating, interesting, highly
significant, and valuable—all expressions of meaningfulness.
And the expert has practical how-to knowledge involving
strategies, formulas, methods, and heuristics that enables the
expert to know the domain practically.

On the performance side, a self-actualizing person who
develops expertise develops a practical how-to or procedural
knowledge in practical skills for negotiating the territory of the
domain. The expert also has a repertoire of skills that are far
more wide-ranging than a novice as the development moves
through being an apprentice through practice and persistence,
a journeyman, to an expert in following-through, and
executing with elegance.

With this measurement tool we can now begin to measure and
profile where we are in our development. This process of
measuring inevitably raises our cognitive and physiological
awareness about our limits and potentials. By expanding our
range and balancing our bias with both meaning and
performance creates a new synergy. Now we can constantly
evaluate and calibrate how we think about our meanings and
actions. This measuring process also enables us to more
effectively quality control our development making sure it is
healthy and ecological.
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APPENDIX A
NLP models

1) The Meta-Model. A model about language and the linguistics that
make up the structure of our mental mappings about the world and
how we conceptualize the worlds that we seek to navigate. Originally
a set of 12 linguistic distinctions (and now 21, in Communication
Magic, 2001) from which you can ask great questions. Meta-model
questions invite a person to re-access an experience and re-map it
moreaccurately, usefully, and empoweringly. These “down” questions
ground conversation in specific references which thencreates greater
precision and clarity.

2) The Meta-Modalities. A model about the cinematic features of
your inner “movies.” Discovering the cinematic features and how to
use them to edit your representations enables you to often create
comprehensive change of a perception or frame of mind. Altering
cinematic features, or creating new ones, can change the way a person
processes information and therefore the meaning it holds for that
person. See Sub-Modalities Going Meta (2005).

3)Meta-Programs. Thisisamodelof perceptual filters—the lens you
use that governs what you sort for and attend to. Meta-Programs are
also the thinking patterns you use to create how you create your
“personality.” Figuring Out People (2006) presents 60 key meta-
programs.

Neuro-Semantic Models

1) The Meta-States Model. A model of self-reflexive consciousness
that maps the way you create levels of awareness and embed themin
yet higher levels of frames. This model details how you create
meaning at multiple levels and then perform those meanings. See
Meta-States (2008 third edition).

2) The Matrix Model. A systemic model for being able to follow
information as it enters into a mind-body-emotion system and then
leaves as energy for responding to your world. The Matrix model
combines the cognitive psychology of NLP with developmental
psychology. The result is three processes and five contents of self that
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make up the Matrix of meaning frames that determine the world you
live in and operate from. See The Matrix Model (2003).

3) The Self-Actualization Quadrants. The quadrants are based on the
two axes of meaning and performance. This model maps the
relationship between your values and visions for challenge and
meaning and your skills and competencies for performance.
Synergizing them facilitates the unleashing of potentials and results in
a state of flow. Using the meaning and performance scales, the
quadrants gives you a way to create a synergy for personal
transformation. And based on twelve meta-programs, the Quadrants
provides a way to identify hidden areas for the unleashing of
potentials. See Unleashed (2007) and Self-Actualization Psychology
(2008).

4) The Axes of Change Model. = A model based on four meta-
programs that govern how psychologically healthy people change,
distinguishing it from models of therapeutic and remedial change. The
model provides eight roles for a coach or change agent in facilitating
the generative and adaptive change process. See Coaching Change,
Meta-Coaching Volume I (2004).

5) The Matrix embedded Pyramid. A model that transforms Abraham
Maslow’s Hierarchy of Prepotent Needs model making it dynamic. It
does so by incorporating the neuro-semantic mechanism of creating
meaning within the pyramid (using the Meta-States and Matrix
models). This transform the Pyramid into a Volcano and thereby
makes it possible to use it for facilitating the actualizing of potentials.
See Self-Actualization Psychology (2008).
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APPENDIX B
META-QUESTIONS

The meta-questions are based on the fact that all of the higher or
meta-levels of our mind are made up of the same “stuff.” What is that
stuff? They are made out of see-hear-feel representations, words, and
physiology.  These are the components by which we build up
meanings in all of the matrices of our mind.

To explore and elicit the higher level structures that govern our lives,
use the meta-questions.?> This will enable you to view a “meaning” as
a “belief,” a “value,” an “identity,” an “understanding,” or any of the
more than 70 categories. The secret about all of these words is this:
Every term as a frame or facet of mind contains within all of the
other categories.

The metaphor I like using to think about this involves imagining a
diamond. Then I can imagine the many facets of the diamond of my
consciousness as simply different facets of my perception and focus.
Here is a list of the first fifty meta-level distinctions with their meta-
questions.

1. Meaning / Significance What does this mean to you?
What meanings are you holding in mind?
2. Belief / Believe / Confirm as real ~ What do you believe about this?
What do you believe about that belief?
3. Frame / Reference What is your frame of mind about this?
What’s your frame of reference for this?
How are you framing this experience?
4. Generalization / Abstraction What’s your conclusion about this?
What have you generalized from that?
What do you abstract from this?
5. Realize / Realization What are you now realizing about this?
What realization do you have about this?
Realizing that,how doyou feel? (Denis Bridoux)
6. Permission /Allow /Permit /Embrace Do youhave permission for this?
Who took permission away from you?
Are you ready to allow this for yourself?
7. Prohibition /Taboo /Censor /Dis-allow s this experience prohibited in you?
Does it enhance things to taboo this?
Who has tabooed this for you?
8. Feeling (i.e., love, hate, care, joy, etc.) What do you feel about this?
What if you could enjoy this?
What feeling would enhance this most?
9. Thought / Notion / Idea What do you think about this?
What thoughts come to mind about this?
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What’s your notion about this?

10. Appreciate /Appreciation /Celebrate  What do you appreciate about this?

11. Value /Importance /Count /Honor

12. Interest / Fascination

What could you appreciate?
Do you appreciate this too much?

What do you value about this?
What’s important about this that counts?
Do you honor this in yourself or others?
What do you find of interest in this?
What’s fascinating about this?
How curious are you about this?

13. Decision /Choice /Will /Pros-Cons What’s your decision about this?

14. Intention / Want / Desire

15. Outcome / Goal / Agenda

16. Strategy / Game Plan

17. Expectation / Anticipation

18. Connection / Connect

19. Cause / Causation

20. Culture /Family /School /Religion

What choice would you like to make?
What pros and cons are you weighing?
What’s your highest intention about this?
What do you really desire about this?
What intention is driving your response?
What outcome do you have about this?
What goal do you have beyond this?
What’s your higher agenda behind this?
What’s your strategy for this happen?
What’s your game plan for this?

What strategy could you develop?
What’s your expectation about this?
What do you anticipate will happen?
What do you expect about this idea?
What connection do you see about this?
What’s the connection between these ideas?
How do you connect this with . . . ?
What causes this experience?

What’s the causation at the heart of this?
Who or what do you hold accountable for this?
What are other contributing factors?
What cultural context taught this?

Was this part of your culture?

What will you pass on as a legacy?

21. Presupposition /Assumption /Implication What is the implication of that?

22. History / Memory / Referent

23. Rules /Demand /Should /Must
Authorize / Injunctions / Policy

24. Judgments / Conscience

What are you assuming about this?

What premises are you operating from?

What does this remind you of?

What examples relate to this?

What memories do you link to this?

How does your history affect this?

/Shall What should you do about this?
What do you have to do about this?

What rule governs these thoughts?

Who authorizes this policy for you?

What injunctions are you acting out?

What is your judgment about this?

How do you evaluate this?

By what criteria?

How does this affect your conscience?

25. Definition /Class /Categorize /Category What your definition for

this?
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26.

27.

28.

29.

30.

31.

32.

33.

34.

35.

36.

37.

38.

39.

40.

41

How do you categorize this?
What other definition could you use?
Understand / Understanding / What do you understanding about this?
Comprehension What background knowledge informs this?
How do you comprehend this?
Identity /ldentify /Self /Self-definition What identity are you using in this?
What does this say about you?
Are you personalizing this?
Paradigm /Model /Map /Schema What paradigm governs these ideas?
How have you mapped your thoughts?
What schema would you like to use?
Metaphor /Symbol /Poem /Story To use a metaphor, what is this like?
What poem or story enriches your ideas?
Who storied you? Do you like that story?
Principle /Concept /Abstraction What concept governs this?
What is the principle that’s directing your
thoughts?
What abstraction would enhance you?

Insight /Contemplation /Scrutinize What insights do you have about this?
Think Through What’s your highest contemplation?
What are you now reflecting in this?
Construct / Computation What constructs are you making about this?

How are you computing this?

What computations guide these feelings?
Myth / Archetype What myth is in the background?

How aware are you of this archetype?

What archetype would you like to use?
Hypothesis / Proposal What’s your hypothesis about this?

What proposal would you like to make?

What’s your best guess will happen?
Know /Knowledge /Epistemology What knowledge informs this thought?

What’s your epistemology regarding how

you know that you know this?

Consequences /Implications ~ What consequences do you see coming?

What will inaction lead to?

What are you implying in this?
Difference /Comparison /Exception What’s the difference you want?

How are you making comparisons?

When do you not think that way?
Inspiration /Inspires /Moves ~ What’s most inspiring about this?

What moves you most in all of this?

Is this inspiration in your best interests?
Theme / Thematic What’s theme above this?

How thematic are these ideas?

What theme will you bring to this?
Opens up / Emerges What’s now opening up about this?

What emergent thoughts are arising

in your mind?

What feelings are about to emerge?
Reason /Rationale / Excuse ~ What is your rationale for this?

Is this a rationalization for what you want?

Will you let this excuse stop you?
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42.

Reputation

43. Ascribe /Ascription /Affix

44,

45.

46.

47.

48.

49.

50.

Transcend / Transcendence

Validate / Approve / Sanction

What reputation is governing this?

Who are you in the mind of your loved ones
as you say this?

What are you ascribing to this?

What blame or responsibility are you
affixing?

What ascriptions govern your thoughts?

What transcends your thoughts about this?

If you were to transcend this, what would you
feel?

What’s the highest way to transcend this?

What validation are you bringing to this?

Asyou hear yourself say that, do you approve

of it?

How have you sanctioned this?

Dis-validate /Disapprove /Taboo How are you disapproving this?

What dis-validation are you experiencing?
Would you like to dis-validate this?

Higher level of consciousness /Meta What would happen if you brought an

expanded higher level of consciousness to
this?
What’s meta to even this?

Step back /Witness /Just observe What are you aware of as you step back?

Possibility

Probability / Degree / Extent
/ Percentage

What happens when you just observe this?
As you witness this as a spectator, what
happens?
What possibilities lie behind and above this?
What possibility in this are you aware of?
What possibility would you like to explore?
What’s the probability this will happen?
To what degree are you sure about
this?
How much are you now experiencing this?
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APPENDIX C

Welcome to the Matrix

All of us wereborn in a Matrix. We didn’t createit. We didn’t particularly
want it, and none of us recognize it at first, yet we were born in a matrix of
frames within frames within frames. We call that Matrix by numerous
terms, “culture,” “civilization,” “the human condition,” our mind-body
system, ‘“reality,” etc.

.

The Matrix had beencoming together for thousands upon thousands of years
as the human race engaged in time-binding activities and encoding their
learnings in symbolic form (language, mathematics, the sciences, the arts)
and enabling those who came later the possibility of beginning where they
left off. In this way, the belief frames, value frames, understanding and
knowledge frames, the identity and religious frames, and a hundreds of other
kinds of frames came together to offer a whole set of filters, constraints, and
maps about self, others, and life. In this way the Matrix is given birth or
more accurately, evolves. And to the degree we’re unaware of it, the Matrix
has us.

The Matrix comes to us not only as all of the see-hear-feel-smell-taste-
balance sensory information from the outside world, but also all of the
internal sensory information—remembered and imagined—and all of the
conceptual frames that sets mental contexts around that information. So like
Neo in the Movie, The Matrix, we live in a mind-body Matrix comprised of
multiple embedded frames. It is made up of belief frames, value frames,
understanding frames, meaning frames, and many more. Our Matrix is our
internal model of the world made up of multiple belief frames about many
things.

The Matrix Model

The Matrix is made up of multiple sub-matrices that are made up of multiple
sets of embedded frames about all kinds of things. Together it gives us our
model of the world—the internal map that we use to navigate life. Unlike
animals who operate in the world with genetically encoded programs for
what to do, how to be, and what to pay attention to, we experience a freedom
and responsibility to construct those meanings ourselves. It is precisely from
constructing meanings as we develop and movethroughlife that we construct
the matrices in which we now live. And with that, the adventure begins.

Yet before the full Matrix develops, it all begins with a state—just a simple
mind-body state of awareness.
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States and the Matrix

It all starts with our everyday states of Movie

consciousness. We never leave home without
These are mind-body-emotion states. After all, we
are always in some state of mind or emotion.
These neurological energy fields govern our
perception, communication, behavior, memory, and
learning and so color our world. These states are
also driven by frames of meaning.

Matrix Grounding

The Matrix is grounded in a neuro-semantic state.

Without this grounding, we lose our sense of reality and our ability to
effectively adjust ourselves to the world as we find it. This reduces “sanity,”
making us “unsane.” Each of the matrices in-forms and influences the
cinema playing in our mind. You could think of your mental movie as the
work station of your mind where you present and represent things to yourself
again and again. As states rise up to a higher level, or as we say, “go meta,”
they stay and they stay as the matrices of our mind to become the higher level
frames that establish our internal contexts of meanings.

First Encounter with the Matrix states are invisible when we
When we first encounter a first encounter them.
person, we don’t see the Matrix.

We don’t even see the person’s ‘
state. It’s all invisible to us.

The Matrix “Within”

As we learn how to recognize the
meanings and the framings that
create our internal world we are
enabled to see the invisible matrices of our mind. In that way, they become
visible to us.

Our Matrix is our internal world of frames embedded within frames of
frames. This makes them layered and complex and our assumed reality. The
Matrix of our mind is made up of the thoughts, feelings, and physiology that
we use to map the world we live in—the “stuff” that makes up our states.

Our Matrix Movie

We map the World inside as we re-present mental movies inside our mind.
These maps or movies create our states. The particular content that plays
out on the theater of our mind puts us into state by sending signals to our
body.

-284-




Movie Frames

Above and beyond our internal Cinema
are our frames of meaning that
influence them. We never just
“think”’—we think about our thinking.
We observe our thinking, direct our Cinoma

Perspectives

thinking, etc. This describes the higher
levels of our mind. In this, we think in
more ways than just representation.
We also think in terms of editing the
Cinema, and the camera shots we use.
We think in terms of directing the
focus of our mind. We think in terms
of the Cinema that we produce.

The Funnel of Meaning-Making

As we map things, we generate meanings that we encode into our movies
which in turn create our states. This is the foundation or core or funnel of
our neuro-semantic system. With regard to our states, it is the meanings that
count. They drive and create the layered nature of our consciousness. When
a stimulus occurs, we frame things which activate our state and that in turn
evokes our feelings and behaviors. And with that, the game begins.

Meanings drive States to create Multi-level Meaning

We make meanings at many levels and though we use different words to
describe these different meanings, each of these processes are involved at

each level of meaning- "
making. We first create The Meta-Stating
meanings through Meaning-Making
associations, then through
classifications, framings, and
evaluations. At the primary
state it begins by making
associations—we link our
emotional states to our
experiences in the world.
Then from there we make a
meta-move to frame, classify,
and evaluate the experience.
And while these are different
terms and each describes a
little different facet of the
structure, they all refer to the
same process. Our
reflexivity creates our
meaning making ‘“funnel.”

Event
Stimulus

Response
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Meta-Stating the Meaning Making Funnel

Via the central and core Meaning matrix we create all of the other matrices
in our mind. We give meaning to things by associating states with
experiences, by framing, classifying, evaluating, etc. and this calls other
matrices of the mind into existence. It is in this way that we stabilize our
highest meta-states making them our frames-of-mind or attitudes.

What we hold in mind is our “meaning” precisely because we hold it and use
it as our reference structure. We hold such meanings in our mind mostly
through language. This explains language as “the structure of magic.” We
have these essential matrices that we almost never leave home without: Self,
Power, Time, Other, World, and Intention.

The Self-Organizing Nature of the Matrix

The core Meaning matrix creates frames upon frames that make up the other
matrices. These provide us understandings, definitions, values, beliefs,
decisions, expectations, etc. about a given domain like “Self.” These
embedded frames also work as self-organizing attractors so that each and
every matrix attracts and organizes itself according to the meanings
incorporated in its highest frames. An attractor frame dynamically stabilizes
a matrix and can put it in conflict with another matrix.

Levels of our Movie-Mind

We experience our awareness of things in terms of the Movie that plays in
the Cinema of our mind. What’s “on your mind?” Take a look at the movie
that’s playing inside. These movies typically are two-second movies that
flash on and off very quickly, so you have to be fast at catching them.

Each matrix in-forms and frames the Movies that we watch through how that
matrix edits the movie, chooses camera perspectives, directs the production,
etc. It does this through using the various belief frames in the matrix. These
cinematic features work semantically to encode the meaning in sensory-based
terms. NLP traditionally called these features “sub-modalities,” but in
Neuro-Semantics we recognize them as meta-frames governing the Movie
itself. They stand for higher semantic frames and incorporate within them
those meanings.

Psycho-Logics:

As we think and construct our maps—our frames and embedded frames all
make sense. That is, fromtheinside they make perfect psycho-logical sense
even if they are not useful, productive, or logical to the outside world. Every
meta-move sets a higher frame as a “logical” level and so creates our internal
matrices. Every meta-state is another “logical” level as it classifies or
categories the experience in that way.

The Intention Matrix
The idea of having an intention and wanting to do something about whatever
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we're thinking and feeling creates the Intention matrix and this leads to the
intentional matrix emerging in
every matrix. These sets of
frames arise from how we map
our goals, objectives,
outcomes, and purposes. It
creates our sense of motivation
which we experience as our
agendas.

1-Meaning

So within every matrix we
generate motives and
intentions about what to do
and what we need to do.

Sometimes these conflict with
each other. We experience or
feel this Intention matrix in
terms of what our motor programs create an urge within us to do.

Making Meaning About the “Self”” Matrix

We never leave home without our “Self.” This set of frames-within-frames
influences nearly every experience and is nearly always ready tobe activated.
How have you meta-stated your “self?” What frames of beliefs,
understandings, concepts, classifications, etc. have you set that creates your
Self matrix about the following?

J Worth or Self-esteem: Conditional or Unconditional.
. Competence in a skill: Self-Confidence to do that.

. Social Self: Self as seen in the eyes of others.

. Self-Definition: Self-image.

J Conscience: Self- as super-ego.

. Ego-Strength: Self that faces reality.

There are many facets of our “self” as a concept. How this most intimate
map is constructed and what it allows us to do or not do fundamentally
influences all of our thoughts and feelings.

The Power Matrix

We also make meanings as we meta-state ourselves about our sense of power
and resourcefulness. This matrix governs our core mapping about what we
can or cannot do as we move through the world. Can I handle the world?
Do I have the skills and ability to cope with things? What things can I do
with competence and confidence? Am I helpless or can I do something? Can
I grow and develop more skills and become empowered? This matrix
governs whether we will approach or avoid events.
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The Others or People Matrix
As we move through life,
we also make meanings
about People. We createa
map about who they are,
whether they are a threat or
not, and whether we can
effectively relate to them.
The classifications,
evaluations, and
associations around people
creates yet another matrix
of our mind.

The
Meaning-Meking
Meta-Stating
Core

This matrix governs our Stmuus
social skills, relational
skills, and our ability to
work with and through
other people. It determines
whether we approach or avoid, whether we like or dislike, whether we fear
or desire or in what combination. This matrix also reflects our meanings
about ethnic and cultural groups, communities, politics, and persuasion.

If we never leave home without our audience, who is in your social
panorama? How do you structure and categorize all of the people that play
a role in your life?

The Time Matrix
As we move through the world, we map our understanding of events that
have happened, are happening, and that will happen. It is this identification
and comparing of events that
allow us to conceptualize the
idea of “time.”

1-Meaning

This allows us to live in
various time zones: the past,
present and future. It enables
us to relate to Time as a friend
or as an enemy, as a resource
or a limitation, sequentially
(through-time) or all at once
(in-time).

Event
Stimulus

The World Matrix

In this matrix we map how we
have created meaning
regarding all of the worlds we
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live in: the various physical environments, the world of work and business,
culture, physics, family, and every other universe of meaning. In this matrix
we answer such questions as: What’s out there? Is the world friendly or
unfriendly? Then, when we put all of this together, we create our world-
view.

When the Invisible Becomes Visible

The Matrix becomes visible to us as we recognize the various frames of the
sub-matrices activated. We can see this in neurology and physiology as a
person goes into a state and we can hear it when a person uses the language
that activates a given matrix. Think of the Matrix as a hologram in space .
.. with the individual matrices flashing on and off as they are activated.

When the internal semantics are activated, the Matrix becomes visible as it
is activated by an event or by information. Via the Meaning matrix we
construct the other matrices which together becomes our intention model of
the world.

The System Loops of the Matrix

There are multiple feedback—feed forward loops in the neuro-semantic
system. At the primary state we have input-output that we recognize as
Stimulus—Response. This is the most obvious and overt of them. A situation
occurs and we respond. At the core meta-state loop of meaning making, we
feed information to the higher levels of our mind which in turn, informs the
matrices. Then each matrix offers a system loop as information and energy
enters each one and activates the frames within it . . . and then that matrix
responding and feeding forward its information.

The Matrices in the Back of the
Mind

The matrices are always ready to

be activated according to current
conditions and stimuli. These
matrices lie in the back of our
mind—outside of conscious
awareness and make up our
“unconscious” mind. They all ®
influence the cinema of the mind.

Matrix Analysis

Matrix analysis allows us to
understand the neuro-semantic
system as a system: how it
works, what drives it, the spiraling loops within it, and the leverage points
for transformation. Matrix analysis allows us to identify the driving and
critical matrix within and behind every experience.
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Matrix Holarchy

Holons (a part in a whole within a larger whole, etc.) enables us to
understand the system as a system. The Matrix is a holarchy. The levels of
the mind do not operate as a hierarchy with steps and ladders, but as a
holarchy. We can find in every part of the cinema the whole. The whole
shows up in the cinema as the cinematic features of the movie.
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