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From the Editor
Dear readers, this is the Spring 2015 issue of our Newsletter,
loosely related to the theme of the 2015 SCT Conference: Theory
into Practice: Seeing theWorld through a Systems-Centered Lens.
In two articles, De-personalizing “Personalizing” and Our Per-

son-as-a-System Revisited, Yvonne Agazarian describes how an
experience in a Large Group led to a revision of SCT theory,
which leads to a change in the practice of SCT training.
Michael Welsby introduced functional subgrouping in a spir-

itual group of which he is a member, and beautifully describes
how this theory-based method impacted the group's ability to
meet its spiritual goals in Functional Subgrouping in a Spiritual
Context (page 14).
Merete Holm-Brantbjerg describes how the exploration of in-

ner experiences of high and low energy can help us to discover
whether we're in an old, non-functional role, and how the ex-
ploration of our bodily experiences can help us get out of it in
Exploring One-Up and One-Down Roles through Body Awareness
(page 15).
In FromHungary to SCT and Back, Attila Grünczeisz describes

at which point in his professional development he discovered
SCT, why it appealed to him and what impact it had on his psy-
chiatric practice (page 17).
Richard O'Neill is a psychologist and SCT practitioner with

a weekly radio show, Check-Up from the Neck Up, in which he
good-humorously presents insights from theory and research
and invites his listeners to say: “That sounds like fun! I'll try
that myself one day” (page 20).
Martin Ekberg communicates theory to managers and em-

ployees by drawing on a whiteboard while he talks about orga-
nizational systems and how we can improve them. In Drawing
the Work Context, he shares two of his pictures and his talk with
us (page 21).
The conference co-directors highlight a few of this year's SCT

Conference workshops and point out where to find more infor-
mation in The 16th Annual SCT Conference on page 25.
These are the highlights of this issue. As you'll probably no-

tice, we've experimented with the layout. We hope you like the
outcome. Have a good read!

Roelof Langman (roelof.langman@gmail.com)
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Taking SCT across the Boundary: Telling or Selling?
Susan Gantt
sgantt@systemscentered.com

We are often faced with the challenge of how to take SCT across
the boundary into the larger world. Often participants are eager
and enthusiastic to share their training experience. When we
rush home with enthusiasm, it may bring in too much difference:
too much difference closes boundaries. Instead, we suggest only
bringing in our experience of SCT training when our friends or
family ask about it, and even then to only answer what is asked.

In the last year our board of directors and conference co-direc-
tors have been wrestling with a similar challenge. The confer-
ence co-directors have wanted to develop our marketing with
lots of energy to innovate. The board worked hard to clarify the
value of “telling not selling.” This value is consistent with what
we know theoretically about how to communicate in ways that
keep the boundaries open to information. Integrating these two
subgroups has led to a new focus on how to tell others about our
conference and trainings without going into selling or persuad-
ing.
Whenwe communicate froma“Persuade” role, we easily induce
others into reciprocal roles, like “Resist” or “Follow,” setting up
a role-lock which impedes communication and curiosity.
A brief excursion into SAVI® is useful in thinking through this
challenge of how to communicate in a way that helps the infor-
mation cross the boundary (many thanks to the SAVI dialogues
provided by two of our SAVI experts, Claudia Byram and Fran
Carter).
SAVI (System for Analyzing Verbal Interaction) looks at howwe
talk, rather than what we are talking about. It groups verbal be-
havior along two dimensions: 1) the potential for information
transfer: the more noise in the communication the lower the
probability of information transfer; 2) the person/topic balance,
the balance of information about the person speaking and about
the world. At the intersection of Person and Topic are Orient-
ing statements: communications that influence others to see the
world the way I do. This includes proposals, opinions, yes-buts,
discounts, builds, and joins, among others. At the core of the
Topic communications are the Factual inputs: fact statements,
questions for information, answers.
SAVI helps us look at the language of our communication. The
language of “sell” falls predominantly in the Orienting column:
opinions, shoulds and commands (sprinkled with positive pre-
dictions). The language of “tell” is data, facts and general infor-
mation, questions andanswers, or answering a feelingquestion.

Here are two introductions to SCT. The first one uses the lan-
guage of SAVI Square 6, opinion language:
“SCT is terrific! Your life will be richer and you'll be able to move
toward your goals more effectively. It really helps people relate to
each other better… You should look in to it. It is the solution to all
our problems.”
Coded in a SAVI grid:

The next one uses the descriptive language of Square 5 at first,
and then in response to a question adds 4:
“SCT is a theory and method that focuses us on the systems we
help build and live in; systems like our families, our workplaces,
our friendships. It looks at the system and what helps (driving
forces) and hinders (restraining forces) the systemmoving toward
its goals. SCT offers ways to reduce the restraining forces to free
energy toward the goal. Themodel lets us look at ourselves as sys-
tems as well, so that we can reduce painful personalization both
of ourselves and of the world we are living in… If you would like
to know more, you can check out the website…”
Shown in a SAVI grid:

If the other person then asks, “In what way have you found it use-
ful?” it is an opportunity to share more information, using the
descriptive language of Square 4 and 5: “I am clearer about my
role at work and taking the frustrations less personally. And I can
stay focused on the task at hand better and I do not even get as
frustrated now!”
We also can “tell” about SCT by showing it in action: bring the
communication pattern of subgrouping into work and home,
and take opportunities to give workshops. In one example,
Yvonne just very successfully took SCT into the Eastern Group
Psychotherapy Society by showing SCT in action rather than
talking about it. .
SAVI® is a registered trademark of Yvonne Agazarian, Claudia
Byram, Fran Carter & Anita Simon.
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De-personalizing “Personalizing”
Yvonne Agazarian
agazarian@aol.com

This article follows the one I wrote for the Fall 2014 Newsletter
article, “A Theory of Living Human Systems, 2014.” It gives both
the history of our wake-up call and the changes in thinking that
were stimulated by the members in our large group in our 2012
conference, and interfaces with the companion article, “Our Per-
son-as-a-System,” also published in this Newsletter.

As themajor developer of both the Theory of Living Human Sys-
tems as well as a systems-centered therapist, I was concerned
about the strength of our repetition compulsions that drove us to
repeat the old roles we had developed to manage past interper-
sonal conflicts, and how they rarely manage current interper-
sonal conflicts. In fact, they were much more likely to induce
interpersonal role locks. In SCT, we called this re-enactment
of our repetition compulsion personalizing. Even more serious,
from the SCT perspective, was that personalizing interfered with
functional subgrouping. Thus, rather than exploring conflicts
in a subgroup format, (in which by first reflecting the other's
message, the relationship is maintained) in a personalizing re-
sponse, both the other person and the subgroup were dropped.
The more concerned I became, the more I intensified my efforts
to communicate the cost of personalizing to our membership. I
was unaware that in my zeal, I was personalizing personalizing!
Nor was I aware that I had ignored a very important concept in
the theory.
It seems inevitable that the compulsion to repeat thepersonal-

izing rolemakes it difficult, if not impossible, tomake the transi-
tion from the person system to themember systemand it is in the
member system that the major developmental work is done by
the subgrouping process of “discriminating and integrating dif-
ferences.” What is more, personalizing role systems close their
boundaries to information that is too different from their own
information. Thus in our personalizing roles, we all have “closed
minds”!
I had taken it for granted, without a second thought, that clos-

ing boundaries to information necessary to development was
a restraining force. However, what I missed was that my own
mindwas closed! I had ignored a fundamental TLHS theoretical
premise: whether a role is adrivingor restraining force, depends
upon the context and its goal. Thus it is impossible to assess the
function of personalizing unless one takes it in context.

For example, a driving force that undoes a role-lock in the con-
text of the role-lock phase of system development, will be a re-
straining force in the fight phase! As I discussed in “A Theory of
Living Human Systems 2014,” this insight came out of our large
group experience in our spring 2012 conference. In this case,
it was the members who brought to the attention of the leaders
that there had been a serious bias around the issues of personal-
izing which had shifted the group from a useful role phase into
a scapegoating fight phase.

“”I had ignoreda fundamentalpremise:
whethera role is a restraining force
dependson thecontext and its goal

Their confrontation, and the exploration into the various sub-
groups' reactions, had remarkable pay-off. First and foremost
was the pay-off that it was the members who introduced the
self-correction. Second, in the exploratory work that followed,
different subgroups carried important insight into the conse-
quences of an over-emphasis on the dangers of personalizing
roles. This in turn led to an important revision and some im-
portant new insights in our practice, which we will explore in
the companion article in this Newsletter.

The Challenge in the Recall of TLHS Theory! A Theory of Liv-
ingHumanSystems assumes that there is a single important fac-
tor that determines the survival, development andmaturational
transformation of all systems, and that is the process of discrimi-
nating and integrating differences. This is a critical assumption,
because SCT also assumes that increasing one's ability to dis-
criminate and integrate differences is not only a necessary, but
also a sufficient condition for reaching the goals of successful
therapy.
It can be taken for granted, therefore, that discriminating and

integrating differences is a driving force in relationship to the
goals of therapy. A force field can be developed to illustrate the
relationship between the driving forces and restraining forces to
discriminating and integrating differences that can predict the
probable outcome of any given therapeutic context. It can also
be assumed that every intervention in SCT is a vector related to
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a goal, and that the outcome of each intervention can determine
whether the intervention itself was a driving or restraining force
within the context of the phase of system development.
This left us with an important question. Theoretically, all SCT

interventions can be framed as either a driving or a restraining
force, determined by the goals of the context. Thus personal-
izing has the potential for being both a driving and restraining
force with different goals! This then re-introduced a fundamen-
tally important question about personalizing: “In what context
is personalizing a driving force?”

Personalizing as a Restraining Force toDevelopment. When
we personalize, we have a closed mind. We are open only to
communications (from ourselves or others) that re-enforce our
view of the world. In systems terms, our boundaries are closed:
we are a closed system. Theoretically, closed systems survive in
the short run but their survival is threatened in the long run be-
cause system development is dependent upon integrating new
information. Without inputs of new and/or different informa-
tion, the system does not change. Thus closing boundaries to
the changeprocess of discriminatingand integratingdifferences
is inevitably a restraining force. In other words, we become a
closed, self-centered system, which will limit our developmen-
tal potential. This happens when we have a “closed mind” and
we refuse to change!

Personalizing as a Driving Force to Survival. On the other
hand, personalizing roles are a driving force when they close the
system boundaries to inputs that would disorganize the inter-
nal system equilibrium and threaten the stability necessary for
survival. Although it is true that too little transfer of informa-
tion-energy starves the system of the new energy that is nec-
essary to develop, it is also true that flooding the system with
information that is too different to be integrated, threatens its
survival. In this case, it is highly functional to develop a closed
mind and refuse to let any new ideas in until we are “ready”!
This recall of theory required a revision of the basic theory of
our inner-person system, so that it took into account both the
life force necessary for survival, and also the exploratory drive,
necessary to reality test.

Revision of Theory: the Inner-Person Life Force and Ex-
ploratory Drive. Theory in general, and the illustration of the
person system in particular, became the target for review. The
most important and major change was that recognizing person-
alizing as a driving force led to insight into the necessity for con-
ceptualizing twodifferent kinds of energywithin the core person
system. As always in the development of TLHS theory, the first
stepwas developing a picture that would illustratewhat had not
yet been put into words.

Impact on SCTPracticeUnearthing the impact of personalizing
as a driving force was a new exploration for subgroups in SCT.
The extraordinarily useful exploratory work in the intervening
two years led to the discovery, in both training groups and ther-
apy groups, that the role induction into personalizing was in re-
sponse to failures in interpersonal empathy and attunement.

“”Over thepast year, our traininggroups
haveexplored the role induction

of anunresponsive face

It is at this juncture that the work of both Damasio (1999) and
Porges (2013) are a great reference. Damasio points out that the
social smile uses a different part of the brain than the sponta-
neous smile. Porges emphasizes that the absence of a “friendly”
looking face actually arouses unconscious wariness and even
suspicion. SCT would interpret these significant findings in
terms of the unwitting role-induction that occurs to those who
are “met” by non-verbal signals that lack attunement and em-
pathy.
For example, over the past year a great deal of work has been

done in our training groups to explore the role induction of an
unresponsive face. Exploring the role induction of the lack of
mirroring in communication has been a relatively new focus
and built on the work already done on the role induction when
“the words don't match the music.” Theoretically, this relates
to the assumption that boundaries close to the “too different”
and that the defensive response is in the service of the repe-
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tition compulsion. The first level of insight around the stimu-
lus of a “blank” face was seeing how easily the misattunement
went unnoticed, as did the inner-person response. Typically,
the immediate reaction was to retreat into the roles that were
developed to manage the “drop” from early caregivers, when
the threat was experienced as life-threatening. When these re-
actions were recognized and explored, two levels of response
were discovered. Members recognized the impulse to withdraw
into old roles in order to defend them against the yearning that
is inevitably aroused when empathy and connection is absent.
Secondly, members recognized the experience of the yearning
that the old roles were defending against.

Defenses against Yearning and Wanting. It is “personal”
when there is a failure of empathy and attunement. We have
all experienced the impact of these failures from our earliest
moments as living human systems. This failure arouses the
yearning and wanting that was originally our survival system
response.

“”Thechaotic feelingsofdespair
defendagainst the reality

that yearning itself is fulfilling

What is more, it is both a driving and a restraining force. A re-
straining force when we retreat from the chaos of the “edge of
the unknown” in dread and despair and terror and re-enact the
fixed, personalized role we developed to contain these unbear-
able feelings. It is a driving force when we can turn on our cu-
riosity and explore the roles that we developed to manage our
experience. Much work on these automatic reactions was ac-
complished in all SCT groups over the past two years.
Another critical insight occurred in ourweekly therapy group,

where the group surfaced the deep and primitive terror of in-
tense “wanting” and failures in getting what seems essential
for one's personal survival. This took patients to the edge of
chaos, where they discovered that the chaotic feelings of despair
defend against the reality that yearning itself is fulfilling, and
that it is the denied and rejected yearning for empathy and at-
tunement with oneself that is unbearable. The challenge that
was discovered in the therapy group was how to develop the
endurance to discover the “just bearable” differences between
wanting and not getting. The pay-off was enormous. Experi-
encing wanting is a profound experience, an innate knowledge
that the attunement, empathywe yearn for is our birthright, and
experiencing it fully is a profound and fulfilling experience in

which one knows oneself. This is quite different from the bitter-
ness that so often accompanies “not getting.” It is this bitterness
that gets in the way of discovering how to negotiate with reality.
This leads to a deeper insight into the old SCT saying “that one
can never have the relationship onewants, only the relationship
one can make”!

Next Steps in Theory. The challenge in developing theory is
that it continues to develop. This is particularly challenging
because systems-centered therapy is a theory-driven practice.
Thus, when it is put into practice, every intervention both tests
the validity of the theory as well as the reliability of its practice.
This means that over time, both the theory and the practice con-
tinue to develop and evolve as we discover a mismatch between
theory and practice.
We have found this process both a curse and a blessing. It is

a curse, because every time we think we have a final version,
something happens, like our “wake-up call,” that seems to con-
tradict the theory, facinguswith the challenge to re-evaluate our
assumptions and review our practice. Thus thework of develop-
ing theory is never done. On the other hand, it is also a blessing
because when we become aware of contradictions we can think
again, and revise both our theory and our practice.
Each step of every revision in the Theory of LivingHumanSys-

tems has always started with a wordless, apprehensive experi-
ence “at the edge of the unknown.” The first step is a doodle that
grows into an illustration, which then serves as a blueprint that
made it possible to work out the words. This same process car-
ried us through the two years it took to revise our understanding
of the (our) person system. Below is the new illustration that
formed the blueprint for much of the new understandings of our
theory, which will be discussed in the companion article in this
Newsletter, titled “Our Person-as-a-System Revisited.”.

References:
Agazarian, Y. M., (2014). A Theory of Living Human Systems,
2014. Systems-Centered News, 22(1), 3-9.
Damasio, Antonio, (1999). The Feeling of What Happens. Body
and Emotion in the Making of Consciousness. New York: Har-
court Brace and Company.
Porges, Stephen W., (2011). The Polyvagal Theory: Neurophys-
iological Foundations of Emotions, Attachment, Communication
and Self-regulation. New York: Norton.
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Our Person-as-a-System Revisited
Yvonne Agazarian
agazarian@aol.com

This article is a companion article to “De-personalizing ‘Per-
sonalizing’ ” also in this Newsletter. The goal of this article is to
introduce the new picture of our person-as-a-system, and dis-
cuss the implications of how we have re-conceptualized both the
image and also some aspects of how we use the illustration when
we practice SCT.

I am using ‘we’ throughout this article, because, although I am
the developer of a Theory of LivingHuman Systems, my insights
were also stimulatedby theworkof our SCT theory groups, train-
ing and therapy groups, and discussions with many SCT prac-
titioners who were as challenged as I was. Notably, our most
recent changes have been stimulated by the wake-up call that
came from the membership in the large group at the 2012 Con-
ference, not initially from its leaders or from me!

1. Person System

2. Member System

3. Person System-as-a-Whole

We begin by reminding ourselves of our original illustration.
On this page is the familiar illustration of our person-as-a-sys-
tem presented as three concentric circles, each one interdepen-
dently related to the whole, beginningwith the person system as
the nucleus and contained by the person-system-as-a-whole.
In these pictures, all living human systems were defined as

a triad, with: 1. A core central system containing the life force
with the goal of survival. 2. An intermediate member system
containing the exploratory drive with the goal of integrating the
information from its context. Themember is also the system that
has the potential for developing transitory subsystems to con-
tain conflict. 3. The system-as-a-whole which has the goal of
developing the norms of system function that give each system
its unique characteristics.

After our “wake-up call,”wewere challenged to re-concep-
tualize our drawing to take into account the driving as
well as the restraining forces of the personalizing roles.

This required some challenging re-thinking. In developing and
re-developing theory, I have always started with a doodle and
finally formed some kind of illustration that made it possible to
work out the words. This same process carried us through from
our original illustrations above to the new one below, a process
that took two years!
On the next page is the new visual: emphasizing that the in-

ner-person system is fueled by both the life force and the ex-
ploratory drive. Before our wake-up call, our serious omission
was emphasizing the restraining force of personalizing roles in
the survival system without recognizing that these roles also
served as defenders against threats to survival. An evenmore se-
rious omission was not fully recognizing the importance of both
the life force and the exploratory drive as the core energies for
survival. These two core energies are introduced below as nec-
essary to our inner-person system survival.
Our person-as-a-system illustrated above is represented as

having three inter-connected and interdependent systems.
These are the inner-person system, the inter-person system and
the person-as-a-whole system.
Each systemhas a different formof essential energy. Each has

different goals. Each has potentially permeable boundaries that
allow exchanges of information-energy to flow between them.
Each survives, develops, matures and transforms through dis-
criminating and integrating differences. In other words, all sys-
tems that define our person-as-a-whole and the hierarchy that
contains it are isomorphic in their structure and function.
As you see introduced in the illustration on the next page,

within the inner-person system there are now two system ener-
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gies that fuel two different but interrelated systems: the first be-
ing the primary energy of the life force, withoutwhich no system
can survive, joined by the energy of the exploratory drive with-
out which no system can develop.

The “person-as-a-system” illustration above not only illus-
trates the “person system” in the Theory of Living Hu-
man Systems, but it also serves as the blueprint for how

to influence the people who come for systems-centered ther-
apy. It identifies three subsystems in the first system in the sys-
tems-centered hierarchy: our inner-person self whose role is to
survive andbe curious; our inter-person self whose role is to take
membership in our many contexts of work, home and play; and
our person-as-a-whole self whose role is to transform ourselves
from simpler to more complex.
A major new emphasis was the recognition that not only is

the inner-person system fueled by the life force energy, but it
is also fueled by the exploratory drive. However, whereas be-
fore, the exploratory drive was related to the member system,
in our revised model, we recognized that the exploratory drive
was as essential to our personal survival as the life force itself.
What is more, the life force and the exploratory drive fuel not
only the inner-person system, but all three systems in the person
system-as-a-whole.
Parenthetically, SCT suggests that changes in personality

occur in the person system (our inner sense of who we are),
changes in our role relationships occur in our member system,
and changes in character (characteristic ways of responding to
the world) occur in our person-system-as-a-whole.
In summary: each of the three systems has their structure

and function in common (isomorphy). Each is fueled by en-
ergy. Each has developmental goals. Each has potentially func-
tional roles. Each has boundaries that are potentially perme-
able: opening to communications that can be integrated into the
existing organization of the system without disrupting it, clos-
ing to communications that are too different and threaten chaos.
What follows are more detailed definitions for each of our three
systems.

Our Inner-Person System. Our central inner-person system is
the nucleus system, fueled by the life force and the exploratory
drive. The life force energy fuels the inner-person survivor sys-
tem. The energy of the exploratory drive fuels inner-person cu-
riosity. The goal of the inner-person system is survival. Its func-
tional roles are survivor and observer.
As the first system in the triad, the inner-person system is the

source of information-energy both for itself, its triad, and for the
hierarchy of living human systems.

The Life Force. The essential energy for survival is the life force.
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The primary goal of the life force that fuels our survival self is the
survival of the inner-person system. Whenwe do not survive, we
are no longer part of the hierarchy of living human systems!

The Exploratory Drive. The life force can fuel survival, but it
alone cannot fuel development. Development requires an ex-
ploratory drive. We need our exploratory drive if we are going
to develop from our simpler baby selves to our more complex
grown-up selves. For example, we need to be able to discover
our toes! This is where we need the curiosity of our exploratory
drive, that stimulates us to look inside and outside ourselves,
and look at what is going on in the context, both the context
inside ourselves and the context outside ourselves.

Survivor and Observer Role Systems. The observer role con-
tains curiosity. In fact, if we want to identify which system we
are in, all we need to do is ask ourselves if we are curious. If we
are curious, we have access to our exploratory drive andwe have
potentially permeable boundaries. If we are not curious, we are
in our survivor system with closed boundaries. It is through our
observing system that we take in the discoveries from the mem-
ber system, and can try out differentmethods for influencing the
development in our survivor system. For example, there is a dif-
ference between seeing theworld from theperspective of “I” and
experiencing the world as “me”. “I” is subjective and sees one
from inside. “Me” is objective and sees the self from outside.
A major benefit of conceptualizing oneself as having two dif-

ferent but related systems in the inner-person is that when one
shifts from one to the other, one is automatically challenged
to see oneself in the world from two different perspectives.
Whereas the survival system is subjective (survival oriented), the
observer system is objective (context oriented). The survivor sys-
tem is apprehensive. It “knows” without words. The observer
system is comprehensive; it organizes experience using words.
To reiterate what may be a new recognition: discriminating

between which of the two system roles we are experiencing, we
simply ask ourselves “are we curious or not”? If we are curious,
we have access to both our survivor self and our exploratory self
and can become interested in the world around us. If we are not
curious, for better or for worse, we are in a self-centered world
of one.
Another important realization comes from recognizing the ca-

pacity to discriminate and integrate differences between the two
systems that contain the two different energies. A major goal of
the survival system is to close its boundaries to information that
would otherwise threaten its internal equilibrium. Survival de-
pends upon integrating only just noticeable differences that are
similar enough to the system as it is. Thus, the survival system's
boundaries are permeable to just noticeable differences that are
nested in the compatibility of the apparently similar, but closed

to similarities that are nested within the incompatibility of the
too different.

Our Inter-person System. Our inter-person system (one of
whose roles is the member system), organizes the informa-
tion-energy that crosses its boundaries from the inner-person
system. Its goal is maturation and transformation. It emerges
from the inner person system and is fueled by the exploratory
drive. Its goal is to develop by integrating the communications
that cross its boundaries from its context: both the differences
in the apparently similar and the similarities in the appar-
ently different. It is a fulcrum system, because it shares its
boundaries with the system below it and the system above it
and is thus the major source of new information for the person
system-as-a-whole. Its goal is to develop. Its functional roles
are explorer and member.

“”The inter-person is a fulcrumsystem:
it shares itsboundaries
with the systembelow it
and the systemabove it

Because the inter-person system shares its boundarieswith both
the inner-person and the person-system-as-a-whole, changes in
the inter-person system can cross the boundaries to both. The
inter-person system is the source of the roles that give living hu-
man beings the ability to be curious about their contexts and to
develop themselves as researchers. It is in this fulcrum, middle
system that the major work of the developmental work of dis-
criminating and integrating differences is done.
It is from the perspective of the role of the exploratory system

that one can see the many different worlds in which we live. If
we enter those worlds as members, we can explore our context
and take on roles that meet the goals of both ourselves and the
context. Each time we change our context, our challenge is to
change our roles to meet the goals of both the context and our-
selves. This is the challenge of becoming “systems-centered.”

Role Development. When our caretakers and socializers influ-
ence us in ways that are similar enough to our sense of self, our
survival system can integrate the differences that require us to
respond to the outside world as well as our inside world. This
develops our “curious observer” system. We become members
of our culture. The role systems that develop are related to both
the outside and the inside context and can continue to develop
over time. Thus in the process of being socialized (an ambiva-
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lent experience at best), there is a potentially reparative con-
tainment. We develop roles that work for us socially and con-
tinue to develop as we develop. These are the roles that respond
to the goals of both ourselves and the context, and contribute
to both inner-person and system-as-a-whole development. (In
the process of being socialized, “giving in” can be deflating.
Small children often respond with a drooping head in response
to “no” – like a moment of depression. However, when the “so-
cializer”makes a repair, either by praising us or giving us a com-
forting hug, as children we can develop useful, socialized roles
that help us relate to our context both then and in the future.)
In contrast, when there is no repair, we develop compromise

“as if” roles that respond to social demands, but are not inte-
grated developmentally. These roles do not develop and change
as the survival system develops, like adaptive roles do. They are
compromise roles that are adaptive at the time but maladaptive
in the present as they were originally developed to adapt to the
past conflicts and do not import well into the present.
The importance of using the word “adapted” for roles, is that

it discourages pathologizing. SCT views all roles as “adaptive”
at the time they were developed. For example, in the process
of becoming socialized, children experience a conflict between
their spontaneous responses to their world and the limits im-
posed by their caregivers. On the one hand, self-expression is
fueled by the life force, and on the other hand, so is the neces-
sary attunement between children and their caregivers. Their
inner-person exploratory drive allows them the objectivity to re-
late to their caregivers and maintain their attachment; their in-
ner-person survivor roles protect the subjective sense of their es-
sential identity.

These twin roles have different relationships to the
inner-person boundaries. Objective roles can cross
the boundaries into the inter-person context with the

curiosity of the exploratory drive, which makes it possible to
develop roles that fit the changing goals of changing contexts.
On the other hand, survivor roles are subjective and when
subjective roles are exported into the inter-system contexts they
tend to be personalizing with their boundaries closed to any
differences that threaten their equilibrium. These are the roles
of a “closed mind.”
In summary: “maladaptive roles” are those roles that belong

to the past and have not yet been “adapted” to the present.
These are the roles that fuel the repetition compulsion. Roles
that respond to the present are the roles that are continually be-
ing adjusted to relate to the goals of the context. Finally, all roles
can be driving or restraining forces in relationship to the goals of
the present. For example, stubborn roles are restraining forces
for inter-person member relationships. However, the stubborn
rolemay simultaneously serve the inner-person systembymain-

taining inner-person essential values.
In systems-centered therapy, there is less focus on how rep-

etition compulsion roles developed, and more focus on how to
restore access to the present. There is little encouragement to
explain one's history as if it is the “reason” for one's problems
today. Instead, one's history is seen from the perspective of the
different contexts within the developmental journey. SCT en-
courages exploring experience rather than explaining it. When
people cross the threshold from explaining their inner-person
experience to exploring it, they have taken their first step in sys-
tems-centered therapy and their “history” changes at each new
insight.

“”“Maladaptive roles”belong to thepast
andhavenotyetbeen“adapted”

to thepresent.

Functional Subgrouping Roles. Functional subgrouping is es-
tablished in the inter-person system. Subgrouping can be func-
tional or non-functional. Non-functional when subgroups form
around the restraining forces in a developmental phase, func-
tional when they form around driving forces. Because the SCT
methods used to establish functional subgrouping increase the
system potential for discriminating and integrating differences
(the process that contributes to the survival, development and
transformationof all systems!), SCT establishes the subgrouping
methods at the beginning of all work. It is the method that in-
creases the potency of interventions to the inter-person, member
system and contributes to a higher probability of SCT meeting
its goals than if functional subgrouping was not a major factor
in all its practices.
One of the major differences between systems-centered

therapy and many other orientations is that the major change
interventions are directed more to the inter-person system
than to either the inner-person system or the person-sys-
tem-as-a-whole. This is based on the assumption that, because
of its common boundaries with the inner-person and person-sys-
tem-as-a-whole, the therapeutic changes in the inter-person
member system have the greatest potential for change in
all three. Thus, the focus in systems-centered therapy is
consistently to increase the capacity to discriminate and
integrate differences in every middle system in the hierarchy,
with the expectation that this one intervention will increase the
probability of the survival, development and transformation of
the whole system hierarchy.
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Our Outer Person-as-a-Whole. Our outer person-as-a-whole
system is the containing system of the triad. It organizes the
information-energy inputs from the middle system and devel-
ops the norms that characterize the structure of the person sys-
tem-as-a-whole. Its goal is to transform from simpler to more
complex. Its functional role is norm-setter and member of the
next system triad.

How norms function in the system-as-a-whole gives each sys-
tem its unique character. It explains how each different style
of therapy has different norms that relate to the driving and re-
straining forces of the therapeutic style.
For example, developing attunement and empathy between

the patient and the therapist is a common goal for most (if not
all) therapies. However, what is significantly different in SCT is
that it actively introduces functional subgrouping as the norm
for all communication in all systems-centered work. Functional
subgrouping requires people to reflect and build upon the heart
of their communications with themselves, between themselves
and others, and between them and their therapists or leaders,
whether the goal is therapy, training or legislative meetings. All
systems-centeredwork begins by establishing or re-establishing
functional subgrouping.
It is important to note that it is predictable that leaders

with “blank faces” will stimulate flight/fight responses, and
regressed sado-masochistic transferences. This is well illus-
trated by the predictable responses from trainees in Tavistock
conferences in the earlier days when leaders avoided eye
contact, kept their faces neutral and consulted solely to the
group-as-a-whole. Group members responded with compliant
or defiant roles that tended to culminate in extremes of vitriolic
rebellion as well as episodes of extreme anxiety and occasional

situational psychosis. Unlike the work that Bennis and Shepard
did building on Bion's Basic Assumptions however, Tavistock
did not conceptualize the rebellion as a developmental phase
in their groups' overall progress through the phases of intimacy
and work.

System Norms. Norms are patterns of behavior that develop
from the system interactions. Once norms have been developed,
they are very difficult to change. It is for this reason that SCT
pays major attention to how SCT members begin their work by
introducing centering in the initial fewminutes tomobilizework
energy, and functional subgrouping to increase the probabil-
ity that information-energy will be transferred and integrated.
SCT therapeutic norms are initiated at the beginning of every
session. Centering is the three-minute method of encouraging
members to find the energy in their center and bring it into their
member roles. In functional subgrouping, members reflect both
the words and music of the last speaker's message before mak-
ing one's own personal response. This is the basis for attune-
ment and empathy, both with others and with ourselves.
Another SCT norm established early is towards exploring

rather than explaining, on the assumption that explaining takes
one to what one knows already and experiencing takes one to
what one does not know yet. This is based on the experience
that explanations generate their own feelings, that are not
necessarily related to reality. For example, negative predictions
“explain” the future and generate anxiety, whereas exploring
and/or reality-testing in the present brings members into the
here-and-now context and their experience of it.
The methods introduced at the beginning of a group can set

norms in the first few minutes of a group that influence the
group over its lifetime! However, unless one is aware of the
norms that are being set, it is difficult to recognize the connec-
tion between a simple intervention and the way the group de-
velops.
For example: most groups begin with members in their so-

cial roles. When the leader structures a group by having mem-
bers introduce themselves to each other there is an increased
probability that these roles will stimulate reciprocal roles. Dom-
inant role behaviors will stimulate either submissive or compet-
itive role responses. Submissive presentations will elicit either
care-taking or dismissive role responses. Thus, by the end of the
introductions, an implicit status hierarchy will have typically
been established, simply from the role behavior that members
used when they introduced themselves. This status hierarchy
may well persist throughout the life of the group. If so, unwit-
tingly, the leader has contributed to establishing dominant sub-
missive role-locks induced by role responses established in the
past.
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Using the Person-as-a-system illustration as amap! We now
turn to the illustration that we presented earlier and introduce
the idea that it can serve as a map that allows systems-centered
practitioners to plot the route that leads to therapeutic change.
In SCT practice, the roles that people take are relatively easy

to recognize by observing the different role behaviors that char-
acterize “survivor,” “curious observer,” “member,” “explorer,”
etc. All roles need to be based securely in the life force, thus
the survivor role is a necessary foundation within the inner per-
son system for all the roles that develop in the inner-person, in-
ter-person and person-system-as-a-whole. With the above illus-
tration as a guide, the SCT practitioner can trace the necessary
sequence to ensure that more complex roles emerge from the
survivor system and are fueled by the life force.
By tracing the role sequences within the person-as-a-system,

SCT therapists and patients can identify whether the role sys-
tem they are experiencing is a driving or a restraining force
within the goals of the context. Most people when under stress
retreat into their survivor system. Roles in the survivor sys-
tem, as we have described, imply that their boundaries are
closed to any communications that are different from the way
they are communicating with themselves. Thus the first step in
systems-centered therapy (or any systems-centered practice in-
volving change) is to require the person to become curious. If
they can become curious about either their inner experience, or
about their context, then their “survivor” boundary has become
permeable to their exploratory drive. In other words they are
capable of becoming objective as well as subjective.
Let us take an example of an SCT consultation. The goal for

the consultant is to use the person-as-a-whole illustration sub-
liminally as amap for the journey, startingwith the inner-person
system and ending in the person-system-as-a-whole.

The Consultation Map. The consultation starts within the sys-
tem of the inner-person. The first step is to mobilize the energy
in the system of both consultee and consultant by mutual cen-
tering. The next step is to ask the consultee what his or her is-
sue is. The consultee's answer will help the consultant to lo-
cate the consultee in his or her role as “survivor,” “observer,”
“member” of a professional context, or in their professional
“person-as-a-whole.”
If the consultee responds from their “survivor” system role,

the first step is to diagnose whether the system boundaries are
open or closed. In other words, whether the consultee is in a
“taking things just personally” role, or whether he or she has
access to curiosity. If the role is taking the difficulty personally,
the next essential step is to arouse curiosity.
Arousing curiosity is basic to both therapy and consultation.

The difference is that in the first stages of therapy, curiosity is
vectored towards the development of the self through insights

into one's repetition compulsion roles and role-locks. In con-
trast, in consultation the goal is to get insight into the consul-
tee's role-locks within the therapeutic context of work with an
individual patient, couple, family, group, or organization.
Parenthetically, it is important to note, that if the consultee

is not yet able to identify and undo the early role systems that
are being imported into the clinical context, personal “thera-
peutic work” must be done first. Otherwise, there is a danger
of the consultee learning “techniques” that are not connected
to the energy of their inner-person life force or exploratory drive.
Inner-person changes, and the skills to undo and change roles,
come from emotional insight, not cognitive maps!

“”Inner-personchanges
come fromemotional insight,

not cognitivemaps

The next boundary is the threshold between the observer role
andmember role. Exploring the context allows the consultee to
identify what is making it difficult for them to take up their ap-
propriate professional role, so that they can relate to the goals of
the context. This requires separating the repetition compulsion
role thatmanaged threats in the past from the clinical role issues
that are threatening them in the present.
Below is an imaginary script of how this would play out. The

presenting problem is a concern about a patient. Initially, as
you will see, the concern is located in the consultee's inner-per-
son “survivor” system in a personalizing role. Note that this is
an old “repetition compulsion” role, adaptive in the past, but
not in the present. The goal is to restore the consultee to the
professional role whose energy is vectored towards present pro-
fessional goals.

Script of an SCT Consultation. In the script below, C. stands
for consultant, and CEE. stands for Consultee.

C. Howwould you describe the difficulty youwant toworkwith
today?

CEE. I'm so frustrated with a patient.
C. You are frustrated with a patient. What is it that the patient

is doing that is frustrating you?

Testing to see if CEE can cross the boundary into curious observer
from the personalizing role.

CEE. She just refuses to come on time – I can't do anything. It
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makes me feel so inadequate.

If CEE. had come for therapy, it would be appropriate to get to
know more about her old survival roles – and to discover more
about how, in the past, turning her frustration and its retaliatory
impulse back on herself was an adaptive rolewith some important
person in her life. However, she is in a consultation, and the goal
is not primarily to discover herself and her early role-locks, but to
regain her professional role so that she can treat her patient.

C. You are saying your patient is arousing inadequate feelings
in you by being late a lot?

CEE. Yes
C. And do you knowwhat feelings your patient has about being

late?

Another attempt to shift from her inner-person survival, “person-
alizing” role into her “curious observer” role.

CEE. She says she can't help it; the buses don't come on time.
C. Does she say how she feels when the buses are late?

This question checks for whether CEE has had access to her in-
ner-person curious observer system, or whether her relationship
to the patient is still oriented to her personalizing system without
access to her curiosity at this moment.

CEE. I don't think I asked!

This is a potential insight and also a potential vector towards
self-blame. Thus the following question vectors CEE into curious
observer, oriented towards her patient's experience again.

C. Are you curious about her reactions to the late buses?
CEE. Well, yes.
C. Do you know if she has problems with being late in other

places in her life?
CEE. mmm… I don't really know
C. Sometimes it's difficult to ask fact-finding questions when

one is very frustrated and criticizing oneself. It's almost as if
one's personal self gets in the way. If you put on your thera-
pist hat right now, do some questions come to mind?

Checking to see, first if the CEE's person system can be contained
empathically, and thus vectored away from a self-critical role.
Second, if the CEE's “researcher” role is available, and, most im-
portant, whether or not the CEE's therapist role has been suffi-
ciently re-established so that there is also access to his or her pro-
fessional role, which will then give her the resources of her profes-
sion if needed.

CEE.Well yes… I'm thinking of how hermother was always late
picking her up from school.

CEE now has access to her clinical observer self, and can move
backward and forward between her professional role, in which
she can think like a therapist, and recognize the personalizing role
where the “repetition compulsion” roles from the pastmakes it im-
possible to collect information in the professional context.

Summary. The goal of an SCT consultation is to have the con-
sultee re-gain access to their own professional knowledge, and
also to the resources of their professional affiliations. The blue-
print for SCT consultation is to encourage transitions from the
inner-person survivor to the inner-person curious observer roles.
Once the exploratory drive energy is mobilized in inner-person
curiosity, the next step is to direct the energy into the clinical re-
searcher role in the inter-person system, which in turn enables
access to the system-as-a-whole roles that are contained in the
professional hierarchy of which the therapist is a member. Be-
ing aware of the work potential in each of the three systems also
determines the system readiness for change. An appropriate re-
minder here is that all work is always nested within the phases
of system development, and that each phase of development re-
quires modifying its inherent restraining forces before the en-
ergy of the driving forces are available for work. Thus the devel-
opmental context of the system determines how long “it needs
to take.”
More in the next Newsletter… .
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Functional Subgrouping
in a Spiritual Context
Michael Welsby
michael.welsby@upcmail.nl

Recently, I have been introducing the method of functional sub-
grouping to interested people in a group that is involved in spir-
itual exploration and development. Subgrouping turned out to
work very well in service of our goals, opening up possibilities for
accelerating and deepening our spiritual work that go beyond
our usual methods of meditation and inquiry.

The spiritual group that I am involved in is part of the Ridhwan
School, led by A.H. Almaas, and has been working together for
almost twenty years. The Ridhwan School is international, with
groups in the U.S.A., Europe and Australia. The group I am a
member of consists of more than a hundredmembers andmeets
three times a year for week-long retreats in Germany. We com-
bine traditional spiritual methods with modern psychological
insight in order to move toward personal maturity and deepen-
ing spiritual realization. We are particularly interested in a level
of integration that includes the spiritual dimensions of Being.
Our exploration of Being brings us to similar experiences and
realizations as can be found at the mystical core of all spiritual
traditions. The term “Being” can therefore also be understood
as a term for “God” or “Buddha-nature.”

My experience is that functional subgrouping can relatively
easily be introduced into this spiritually orientated group. An
important reason for this is that we have spent many years cre-
ating a culture that holds similar values and develops compa-
rable skills to those needed for systems-centered work. We are
trained, for example, in such skills as being aware of and con-
taining our reactions, our working premise being that explor-
ing these reactions will clarify the conditioning that is a barrier
to Being. To this end, and similarly to the SCT community, we
value the ability to stay present and cultivate communication
that arises from direct experience.
Introducing functional subgrouping into this spiritual commu-
nity I see that the group goes relatively easily into experiences
of intimacy; we know each other well and have a lot of expe-
rience of exploring deep and personal material together. Sub-
grouping adds to this the possibility of making fight and flight
energy even more available to the system, and it also allows the
authority issue to come to the surface andbeworkedwith. These
arenot new themes for us as individuals. However, subgrouping
makes them more obvious and dynamic and reveals how these
issues work in our system. Subgrouping brings more possibility

for direct relating, bringing more friction and confrontation at
the same time as giving mutual support by joining and connect-
ing.

Subgrouping is also a means of harnessing the potential to
work together and to get the most from our maturity and devel-
opment. The collective inquiry of subgrouping is a way to ex-
press and join as onevoice, addingpower anddepth to ourwork.
The kind of collective wisdom and insight which arises reminds
me of the saying of the Vietnamese Buddhist teacher Thich Nhat
Hanh – “The next Buddha, the Buddha of the West, may be the
Sangha” – “Sangha”meaning “group” or “community.” (Hanh,
1994, 1996).
Having experience of both the SCT and the Ridhwanwork, I find
it striking that the goals are similar and both lead to similar ex-
periences of reality. I also find it interesting to see that many
systemic ideas can be translated into spiritual concepts. For ex-
ample, we could say that subgrouping is a practical expression
of the Oneness of Being, “Oneness” here meaning the spiritual
realizationof interconnectedness, the fact thatwearenot as sep-
arate as we appear to be.
Another example of translating subgrouping experience into
spiritual concepts is that in subgrouping we experience para-
doxes which in spiritual terms might be referred to as non-dual
experiences. A good example of this occurred recently in the on-
going SCT group in the Netherlands, where a subgroup explor-
ing separation and autonomy was also able to simultaneously
experience a deep sense of connection. This experience of be-
ing connected and autonomous at the same time is a paradox
for the dualistic mind. In our spiritual group we recognize these
paradoxical experiences as characteristic of the non-dual nature
of Being, where opposites exist together.
Functional subgrouping in the context of a spiritual group
proves to be very helpful for revealing patterns and being able
to work with them in a way that is healing and liberating. The
SCT approach gives us a new perspective and teaches us new
skills that are aligned with our goals of working together to
recognise the limitations and distortions of our conditioning,
so that we can abide in the reality of Being. .
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Exploring One-Up and One-Down Roles
through Body Awareness
Merete Holm-Brantbjerg
moaiku@brantbjerg.dk

This title was used for a two day workshop at the SCT conference
in San Francisco last year. In this article, I present key elements
from the workshop – focusing on how awareness of low energy
and tension in the body can be an element in getting to know
one-up and one-down roles – and in shifting from a stuck role to
taking up our member role.

Anexample of getting to knowandnegotiate a one-up role: right
at thismomentwhen starting towrite this article I notice tension
in my neck and upper back. When I pay attention to the tense
parts, I discover that I am on the edge of going into a one-up
role of “I know better,” “I am going to teach you how to do role
work.”
I slowmyself down and I get curious about other reactions inmy
body.
The tension inmy neck and upper back locksmy capacity to ori-
ent –my vision gets narrow, I lose awareness of the context I am
in. I discover tension in my arms too – I am tapping the letters
on the computer with extra firmness. I am putting a punch into
my writing.
I then askmyself: “Where am I distant inmy body? Which parts
of my body have gone into low energy?” I track low energy on
the inside ofmy thighs, the surface ofmy lower back and to some
extent around my center.

This is a body-based way of getting to know my one-up
role, which can be added to the ways described in the SCT
role protocol, where the emphasis liesmost onnaming the

role, getting to know the behavior and the assumptions present
in the role.
What do I gain from getting to know my one-up role through
tracking tension and low energy?
As soon as I track the low energy areas under the dominant ten-
sions, I am already on my way out of the role. I experience the
loss of presence in the one-up role directly in my body. I feel the
reality of losing parts of myself when I am in the role. Said in a
different language: tracking low energy within the one-up role
loosens my identification with the role – my perception of the
role gets grounded through body sensation.
When I notice the low energy state in my inner thighs, the sup-
port muscles in my lower back and around my core, I feel em-

pathy with myself. And emotions emerge – I notice that I am
sad and shaky. Did I make negative predictions when starting
to write this article?
Yes, I did. I am writing under time pressure. I want to do it and
I don't really have time for it. I made an unconscious negative
prediction of not being able to finish this, not being able to do it
in a way that will be accepted by the editors.
I slow down, settle into the here and now. I feel a lot of energy
on the edge of the unknown now. Trackingmy low energy areas
within the one-up role took me straight to what I wasn't aware
of, when I pushedmyself to start writing: sadness, anxiety, neg-
ative predictions.
I can take a step more in tracking what was held in both the
tense and the low energy areas: Which impulses emerge when
the pattern starts opening up? My arms feel like relaxing and
also playing – they are okay with writing right now, feels like
playing an instrument. Sadness emerges from my lower back, I
have an impulse to lean into support. I remember that I will get
contact in this writing process when sending it to the editors. I
am not alone. Whenmy core gets more energy, I feel an impulse
to move forward and stay oriented to time and space. I have 20
minutes left for writing right now. My neck muscles relax with
this orientation – and I also feel the frustration and anger with
real life limitations.
The above example points to a hypothesis that I find support for
inmywork: One-up roles are held bodily by a combination of ten-
sion and low energy. Tension is typically dominant, meaning that
quite a lot of tension in muscles is needed to keep us in a one-up
position. In the same time other parts of the body go into low en-
ergy, diffusing emotions and impulses, keeping parts of us out of
consciousness while we push through in one-up styles.

Staying a little longer with the above example, I notice that
tracking my low energy areas brings me to the realization
that under my one-up role lies a one-down role that be-

comes visible when I name my negative predictions, and also
when I feel the lack of presence in my core and in my support
muscles. The message from these parts of my body when they
are in low energy is: I feelweak, not capable enough, dependent
on the good will of somebody else. I don't expect any support –
I feel alone.
One-up and one-down roles come in pairs – both inside of us
and amongst us.
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Summary. The following steps can be added to the process of
getting to know a role. When you have become aware of being
in a one-up or a one-down role and you have decided to explore
it, you can ask yourself: “Where in my body do I notice tension?
In which muscle groups? And where in my body do I notice low
energy? In which muscle groups?”
Start with tension if you are exploring a one-up role – and with
low energy if you are exploring a one-down role. What hap-
pens emotionally, when you sense and see that your stuck role is
maintained bodily by a combination of tension and low energy?
Do any emotions emerge? How do you feel for yourself when
seeing this inner system dynamic?
Modifying both tension and low energy can support the process
of stepping out of a stuck role – (look into the protocols for undo-
ing tension and low energy to get ideas for how to do that). No-
tice if emotions or impulses become available. What emotions
emerge from the parts of your body that were tense, andwhat do
those parts want to do? And do emotions emerge from the parts
that were in low energy, and what do those parts want to do?

Another example from my here and now context. This is
the last day of a long summer break with both time off
and time for writing and administrative work. My hus-

band and I are packing today to go home to Copenhagen and
my busy schedule starts in two days. I notice a sinking feeling
in my body, like falling backwards. I am going one-down to the
amount ofwork I am facingand to all thepeoplewhowant some-
thing from me.
What is going on in my muscle system with that??
When I start paying concrete attention to my body, the sinking
and falling feelings slow down, like they are put on hold. Con-
crete awareness of my body prevents me from identifying with
the one-down role. I notice low energy in the front of my trunk
and in my arms, especially on the back side – leaving me with
diffuse boundaries to what I am facing. “I can't do it” or “Too
weak” could be the name of the role.
The hypothesis named above points to stuck roles being held by
a combination of tension and low energy. In one-down roles,
low energy is typically dominant and tension is hidden. Based
on this hypothesis, I get curious about tense areas in my body.
I notice that I am biting my front teeth a little bit, which means
that I am tensing up on the front side of my throat. I notice a
stiffness in my calves – I am holding on to the ground.
What is held in the tense parts – and what is held in the low
energy parts in this one-down role?
First of all – tracking that both are there impacts me. I no longer
feel identified with the role – I am exploring it and discovering
that a polarity is held in it. I amgetting aware ofmy inner system
dynamic. When I focus on biting my front teeth, a light sense of
anger or resentment emerges. I don't like the situation I am in

right now. I start acknowledging that part of me is protesting
against it.
I am inviting energy into the front side of my body by gently
pushing my fingertips into each other. My front side feels more
gathered and protected. I am here. My arousal goes down.

“”When I focusonbiting
my front teeth, a light

senseof anger emerges

An impulse emerges in my arms – I want to push, slowly out-
wards, establishing my space. I still feel weak in my arms, but
I also feel that I am able to push. I am here and I can do one
thing at a time. My calves start relaxing. I can ground in reality,
though it is frustrating right now.
So what benefit can we get from including awareness of low en-
ergy and tension in the exploration of a one-down role?
As mentioned above, low energy is typically dominant in a
one-down role – and tension is hidden. To track and name low
energy areas supports exploration in a concrete way. We can
observe the body instead of just being it. I think in SCT lan-
guage, this would be called that we take up our member role in
our person system. Tracking the polarity of tension and low en-
ergy in the role further supports the member role. I start seeing
a pattern, I start seeing the inner system dynamic that is active
in keeping me in the role.
Knowing that I can bring energy into low energized areas, and
through that modify the defense, is a key component in the
process.

Low energy very easily takes us into one-down roles – and if
I don't know how to modify this defense, I easily go help-
less to it, which risks to deepen the one-down position.

In the above example – pushing my fingertips lightly into each
other modified the low energy state on the front side of my body
– and I regained access to my body-based sense of boundaries.
In my experience – knowing this possibility makes it easier to
explore and get out of one-down roles.
Time has passed – I have had fun writing this article – and now
it is time to attend to the larger context of packing and cleaning
the house.
I have submitted a proposal for doing the same workshop at the
2015 SCT Conference in Philadelphia. .
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From Hungary to SCT and Back
How I discovered SCT and integrated it in my psychiatric practice
Attila Grünczeisz
attilagrun@gmail.com

I’ve been interested in psychotherapy in groups since the 70s.
When I worked as a psychiatrist in Hungary in the 80s, I was
in Group Analysis training and began to participate in interna-
tional conferences on group psychotherapy. For the World Con-
gress of Group Psychotherapy in Montreal in 1992, I prepared
a poster on a systems approach to the phases of development
in therapy groups. That was just three years after the huge po-
litical and social changes of 1989, when there was a lot of tur-
moil in people’s lives. My poster stated how processes in ther-
apy groups were interrelated and isomorphic with the patients’
everyday lives and the surrounding society.

Yvonne Agazarian, who had just laid down the foundations of
SCT, had a poster in the same section presenting the principles
of SCT in simple figures. I was one of the few who were inter-
ested in it, and Yvonne, Fran Carter and me got engaged in a
conversation. Yvonne asked me where I was from and when I
said “Hungary,” tears came into her eyes and she said “Oh, you
have come from such a distant place!”

I had never met somebody who could resonate in such a
spontaneous and profound way, and I was moved. Our en-
counter led me to study her papers and books, join SCTRI when
it was founded in 1995 and get trained in the method, starting
in 1998 in York. This has resulted in a lifelong friendship and
professional cooperation.

At that time, I worked as a psychiatrist in a psychothera-
peutically oriented department in Budapest. It was an open unit
with 20 beds for both men and women. Patients from the whole
country were sent to us as we specialised in psychotherapy. We
treated all kinds of psychiatric problems, from anxiety to addic-
tions and psychoses, as long as the patients could adapt to the
open conditions.

The department was led by Béla Buda, an eminent Hun-
garian psychotherapist and psychiatrist who published many
books on subjects like sexuality, addiction and suicide, which
were taboo in the Hungarian Socialist Republic of that time.
His book on empathy was perceived as revolutionary, running
counter to the communist and anti-psychological ideology of
the regime, and became very popular in Hungary. Buda was a
pioneer, who integrated professional knowledge from the West
with the pre-communist Hungarian tradition of a psychology in-
formed by literature.

Budawas confident that a proper and empathic communication
can help in every situation, no matter how difficult a patient or
how hopeless the situation is. His enormous intellectual capac-
ity, combined with a constantly active and curious attitude, al-
lowed him to stay focused in the here and now. Reading the
nonverbal signals of his patients with empathy was his main
work tool. In his own communication, he was a master of using
so-called paradoxical instructions in order to help the patient
give up his or her defences, while maintaining and strengthen-
ing the therapeutic alliance.

Once apatient of his, the depressivewife of awealthy diamond
trader, suddenly turned to him and offered her diamond ring
in return for his assistance with her suicide. He took the ring,
glanced at it and said, “Well, you see, I am not an expert and
cannot judgewhether this ring is false or not…” and gave it back
to her. That comment must have been embarrassing for a dia-
mond trader’s wife. The intervention helped Buda to maintain
control over the situation and continue a relevant communica-
tion with the client.

For Buda, good psychotherapy takes account of a wide
range of phenomena and can eclectically combine different
therapeutical methods based on very different theoretical
sources – but is always tailored to the current situation, patient
and problem. He did not create a newmethod of psychotherapy,
nor did he found a school. But he did have a very coherent take
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on psychotherapy. For him, psychotherapy was a process of
human communication keeping the systemic context in mind,
which is strategically planned and develops sequentially,
supporting positive changes in the mental state and behavior
of the patient with the long-term perspective of improving the
whole personality.

In the context of the department, this meant that every
encounter, however informal, could play an important role in
the treatment. His aim was above all to help, and communi-
cate in a motivating and supportive way. In this process, the
non-specific factors such as developing trust, reaching coopera-
tion, building up a humane relationship and taking an empathic
approach were as important as the application of specific thera-
peutic methods.

Our departmentwas a busy competitive and cooperative work
environment, where practical learning and theoretical reflec-
tion were combined. I worked with one other psychiatrist, with
whom I shared the responsibility for our patients and their treat-
ment process. We were supported by a psychologist and a cre-
ative therapist. Béla Buda was our supervisor and consultant.
We worked very hard to turn our patients into satisfied ex-pa-
tients in the shortest possible time, both frompersonal ambition
and because the survival of the department depended on it.

I ran a group for all patients in the psychodynamic,
group-analytic tradition. I combined this with warm-up
exercises, and completed with drawing and music. I combined
these different approaches to better reach patients with diverse
pathologies. My goal was to provide a relaxed and focused
group milieu, supporting the group to develop faster and
become more effective as a context for therapy. I went beyond
“individual therapy in a group context,” and facilitated cooper-
ation between patients to support therapy. A good example of
this is when I gave group members the task to to draw together
on a big sheet of crayon paper.

In the group, the patients participated as members of the
healing environment as a system – not only the healing envi-
ronment of the group, but also of the department as a wider sys-
tem. The norms developed in the group had an impact on the
department as a whole.

Buda attached great value to combining theory and prac-
tice. He spoke and read over ten foreign languages, and it took
himonly two hours to read through hundreds of pages andwrite
a review of it. He provided us with huge amounts of interna-
tional literature and required us to write reviews for mutual dis-
cussion. Editing studies on the practice of our department and
preparing conference presentations was an integral part of our
work.

When I first learnt about SCT, there was a lot that seemed fa-
miliar to me. It talked about “living human systems” that were

nested in a hierarchy, like my patients were nested inside our
therapy group and the therapy group was nested inside the de-
partment. It added that these systems were isomorphic, they
were similar in structure and function – in line with our discov-
ery that both the department and the group had a therapeutic
function and establishing shared norms helped. And SCT un-
derlined the importance of communication, the clarity of its con-
tents and the timeliness of its interactions.

“”SCTmade thehereandnow
more tangible

And yet, I had a positive shock when I participated in an SCT
training situation for the first time and experienced the purpo-
sive encounter of theory and practice. I felt like I had been dri-
ving around in an area I didn’t know, trying to orient by road
signswhichwere sometimesmissing, and SCTprovidedmewith
GPS. Buda had the vision of a therapeutic algorithm, defining
well-defined steps to resolve life’s problems. In SCT, the vision
became a reality with protocols to undo anxiety, tension, de-
pression and outrage, and a map of the restraining forces to re-
duce to help a group system move through its phases of devel-
opment.

While in SCT training, I was finally able to make sense of
Buda’s teaching and understand its deepermeaning – for exam-
ple, why we can’t expect insight from a person who is anxious.

SCTalso contained an innovationnot foreseen byBuda: func-
tional subgrouping, a radically innovative approach to prob-
lem and conflict resolution. According to the Theory of Liv-
ing Human Systems underlying SCT, systems survive, develop
and transform by discriminating and integrating differences. A
merely surviving system is not able to integrate new informa-
tion. Functional subgrouping helps a system to contain and ex-
plore differences so they can be integrated, so it can not only
survive, but also develop and transform. The therapist supports
this process by helping different subgroups form by separating
from the group as a whole, and helping the group to integrate
the differences by active subgroup work. The concept of sub-
grouping not only helped me leading groups, but also to sub-
group with my individual patients.

Thanks to SCT, I now deeply understand the therapeutic
principle that the work of therapy takes place in the here and
now. This principle, already advocated by Buda, was formu-
lated again, and more crisply, by SCT. SCT made the “here and
now”more tangible by defining the steps to reach it, either as an
internal journey back from the negatively anticipated and thus
anxiously expected future; or as a movement away from the ir-
reality constructed by explanations of past experiences. Work-
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ing in the here and now means a conscious handling of the pa-
tient-therapist system, taking into account its actual state un-
derstood as a developmental phase with distinct developmental
goals and restraining forces to undo to help the system move
forward. The systems-centered understanding of phases is dif-
ferent from that in Group Analysis in that it names the first and
largest phase the “authority phase” and identifies its develop-
mental goal as gaining internal authority andmaking functional
role relationships with external authority. Without these func-
tional relationships with internal and external authority, the
work in the next phases of intimacy and interdependent love,
work & play doesn’t have a reliable foundation.

I have had an intensive and exciting training in systems-cen-
tered theory andmethods, which has radically changedmyway
of seeing myself, my relations and also the larger, societal, sys-
tems. My intuitions about the interrelationships between social
systems are now supported by the dynamic, three-dimensional
picture provided by Yvonne’s Theory of Living Human Systems.

For myself, it was important as well to be part of a pro-
gressively learning and developing community with explicit hu-
manistic values, supporting and securing solidarity and ethical
standards. When you share processes with other people that
influence your life so deeply, you develop a spontaneous sol-
idarity. And by accepting to use a single method, you stand
on common ground, which strengthens this feeling of togeth-
erness. The technique of subgrouping helps you be more aware
of similarities and manage difference.

Tome, itwas fascinating to seehowprinciples andpractical
steps of the method and sophisticated ethical norms are interre-
lated, mutually building on each other. In SCT you learn that
systems only develop by integrating differences, which, trans-
lated to the cultural and political dimension, provides a clear
alternative to excluding and negatively discriminating forms of
politics. Our work in the authority phase, especially with scape-
goating, makes us less inclined to blame others and less suscep-
tible to authoritarian ideologies. SCT’s ultimate goal of reducing
the restraining forces to us taking up active and creative mem-
bership of our whole systemic context points in the direction of
developing our relationships on amore empathic, reciprocal ba-
sis.

After completing my SCT training, I took the step from be-
ing permanently employed to working more independently in
psychiatric jobs in Sweden, Norway and Denmark. In these dif-
ferent work contexts, my intention has been to practice SCT as
much as possible and ideally, to introduce SCT. This did not al-
ways fit, as inmany places I was expected towork according to a
more traditional, medical model. I didn’t want to isolate myself
so I waited until in work meetings I could join a colleague and
build on what they had brought in with something that could

convey ideas based on SCT. This worked quite well. And in my
face to face work with patients, I was able to let my work be in-
formed by the SCT protocols, especially undoing anxiety, ten-
sion and depression.

At the time I became more independent in my employment
status, I took the chance of reducing my SCT contacts and assis-
tance. This was really a new situation after ten years of continu-
ous training. First it was more of a pragmatic, resource-related
decision in a new, demanding job situation, but later on I could
also see it as a unique challenge – namely to face life all alone.
From that distance Iwas able to see that I becamekindof overfed
during those years of intense training, and I also collected a lot
of experience that I was not immediately able to integrate. I am
not sure whether it has been the best solution, but it has been a
possible way to face my authority issues and problem with sep-
aration-individuation on my own, while using and testing the
skills I had learned. And the choice to get a more intense con-
tact with some living systems-centered context has always been
there.

Now, my next step is to take this choice and reconnect my
professional practice andmy personal development to an actual
SCT context, also with a long-term goal of introducing SCT the-
ory and methods in Hungary. .
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Check-Up from the Neck Up
Richard O'Neill
oneillr@upstate.edu

As we look ahead to the 2015 Conference, the Newsletter edi-
tors are delighted to share an innovative way to communicate
to the public what it means to “see through a systems-centered
lens” (or in this case through sound waves)! For many years
Rich O’Neill, SCT Licensed Practitioner, has broadcast a weekly
radio piece called “Check-Up from the Neck Up.” This is a tran-
script of one of his radio broadcasts.

Prop: Large brown paper bag with square eyes, mouth cut out,
and “Dr. Serious” written across the forehead.
Hi! I’m psychologist Dr. Rich O’Neill with this weeks’s Check-Up
from the Neck Up: “Punching our way out of our paper bag!” Or,
“Taking the pressure off!”
Well, dear listeners & viewers, summertime is a great time to try
new things. About 31 summers ago I went to visit my brother,
Charlie, in Alaska. I’d never been there before; didn’t know a
soul besides Charlie. One day, hitchhiking into town from his
log cabin (really), I had this sudden insight that I could be any-
body I wanted to be, try out totally new behaviors with people,
and, I thought, I felt this freedom because nobody there knew
me. Nobody knew what box to put me in.

The other day I realized we can always be anybody we want.
No matter where we are, who we are with, or how much they
pressure us, we could try out new ways of being any time we
want. Usually however, what happens is the sun rises, we wake
up and our own brain automatically reconstructs the box we
know as MY SELF, my Dr. Rich O’Neill, serious psychologist.
(Put on Dr. Serious bag here).

But what if we want to try being like someone we admire, try
one of their ways of being? Well, turns out our brain has ways
to pressure us to stay in the box. It thinks things like “I can’t do
that! Other people will think I’m weird!”
In 1970 Toots and the Maytals did a marvelous song “Pressure
Drop” about howwe drop this pressure on ourselves. (“Pressure
Drop” starts playing in the background).

Now we psychologists call these self-limiting thoughts “neg-
ative predictions” about the future: “If I do this, something will
gowrong…” To punch ourway out of that brain box and the neg-
ative predictions about future reality that we make, we can ask
ourselves “Can I predict the future? “Well…no…” and then de-
cide areweup for actingnewanddifferent, to become somebody
a bit new and different RIGHT NOW!
“Yes?” Then courageously step up to themicrophone at the edge
of the unknown and sing the new self with gusto!
For example, I’ve always wanted to unload the pressure to be
serious Dr. O’Neill and sing with Toots. So... (Rich sings along
with Toots)

Hmm hmm hmm, yeah... [3x]

It is you (oh yeah)
It is you, you (oh yeah)
It is you (oh yeah)

Cause a pressure drop, oh pressure
Oh yeah pressure drop a drop on you
I say a pressure drop, oh pressure
Oh yeah pressure drop a drop on you

I say when it drops, oh you gonna feel it
Know that you were doing wrong.

Hmm hmm hmm, yeah... [3x]
I say a pressure drop, oh pressure
Oh yeah, pressure drop a drop on you [2x]

I’m reggae singer Dr. TOOTS O’Neill. Thanks for listening.
(Back to singing along and fade out). .
This piece originally broadcast on July 12,2009.
Check-Up from the Neck Up can be viewed on YouTube
(youtube.com/watch?v=Oe5PKV3xhw0) and listened to on
the HealthLink On Air radio show (blogs.upstate.edu/health-
linkonair/category/check-up-from-the-neck-up.)
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Drawing the Work Context
Martin Ekberg
martin.ekberg@sandahls.se

Martin Ekberg works as a consultant to organizations in Swe-
den. Whenever he works with management teams or teams of
employees, he draws an SCT-based picture on the whiteboard
which shows both the structure of an organization and the role
people play in it. We asked Martin to share his picture and ex-
plain it to us. He did! This article is based on our notes; Hjal-
mar Haagsman based his illustration on Martin's drawings.
(Roelof Langman)

The picture at the heart of my management trainings is a sim-
ple picture, in a way; nothing new under the sun. Yet the
groups that have seen it, told me it helped them grasp some-
thing very central to their lives, something that takes a lifetime
to really master. So the picture is both simple and rich.
What it is about can be summarized in a simple mantra: “In
what context am I at the moment? What is the goal of that
context? And how can I take up my role in that context to con-
tribute to that goal?”

I start the picture drawing a circle, saying: “this is an orga-
nization, and like every organization, it has a goal.” I draw the
goal as a cross outside the circle. And close to the goal, I draw a
figure representing the customer. Or in the case of a government
organization, the figure represents the general public:

Then I talk about the forces helping an organization to reach its
goal and those getting in the way, the driving and restraining
forces. I draw these forces as an arrow in the direction of the
goal with a force field above it.
I highlight two points. One: a force field is a fresh product, it has
an expiration date. Today's force field is different from the force
field last week. Two: the balance of forces described in the force
field underlies both the stability of the organization and theway

it changes, its dynamic equilibrium.
This is what that looks like:

If the audience is interested in theory, I distinguish two types
of change. One is driven by an increase in the driving forces:
“more of the same”-change. In organizations, an increase in the
driving forces may mobilize the restraining forces, which may
result in deadlock rather than change.
The second type of change is driven by a reduction in the re-
straining forces, or even the transformation from restraining
forces to driving forces. Or “turning dung into roses,” as a wise
man said in the sixties! Real progress often comes from the sec-
ond type of change.

Then Idraw the secondcircle inside the first and talk about the
hierarchy of organizational systems. The new circle represents a
department. The organization is the context of the department,
the department exists within the organization. So the circle for
the department is drawn inside the circle for the organization as
a whole:

Like the organization, the department has a goal, drawn as a
cross on the circle for the organization. If the organization is
well-designed, the goal of the department supports the goal of
the organization. If the two goals are aligned, by working to-
wards its goal, the department helps the organization to reach
its goal.
And just like I did for the organization as a whole, I draw an ar-
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row from the circle for the department to its goal, and a force
field above it. So we can repeat the force field analysis for an-
other level of the organizational system hierarchy: what are the
driving forces that help the department to reach its goal, and
what are the restraining forces?
So there's isomorphy in the picture between the levels of the or-
ganization as a whole and its subsystems, the departments.

Now thatwehave these two levels in place, we can talk about
management and its responsibilities. Management works at the
boundary: management of the organization as a whole at the
boundary of the organization with the world outside, and de-
partmentmanagement at the boundary between thedepartment
and the organization as a whole.
To be able to do that, management needs information from both
sides of the boundary. Alignment of department and organiza-
tion goals is a management responsibility at both levels: there
are overlapping responsibilities. A good reason tomeet and find
solutions on the interface between the two, a good reason to
have a management team:

I thendraw the third circle inside the circle for the department.
That circle represents the work role that can be assigned to an
individual employee:

A role is a cluster of assignments, it's what an employee is sup-
posed to do. Work roles have names, like ‘secretary’, ‘IT-consul-
tant’, or ‘psychologist.’
People are used to the concept of work roles, they usually find it
easy to find examples and to describe their own role. The next
question, “what is the goal of your role?” is usually new to them.
We introduce the idea of the goal of your role, so we can talk
about how one is expected to contribute to the goal of the de-
partment, which contributes to the goal of the organization as a
whole. And we can talk about the importance of goal alignment
oncemore, nowat the three levels of the organization: work role
– department – organization as a whole.

The third force field, with the driving and restraining forces re-
lated to the goal of making the contribution to the department
goals expected from thework role, is very useful in performance
reviews.
One more time, we talk about management and we look at the
board, the part of the organization responsible for hiring the top
level manager. In the case of a factory, the owner will be in the
board; in a governmental organization, the responsible politi-
cian is in the board. The job of the board is to set the goal for the
organization as a whole. If the members of the board are also in
the clear about their own roles in the system, they don't interfere
with the way the organization organizes itself, which is the job
of the top level manager.

Whereverpeoplework together, there is frustration. Wewill
now draw how that comes about. Here – and I draw a person
outside the organization – here we have “me,” my ego:

Out here, inmy own system, I havemy own goals in life: to have
a job, to have a family, to love and be loved, to raise children. I
have my beliefs, my religion, my ideas about the planet.
Oneofmygoals is tohave a job. Domypersonal resourcesmatch
the job? If the match is good, the organization will offer me the
job. My ticket into the organization is not “wonderful me,” it’s
the job – the work role.
We all have a tendency to look at the world from within our-
selves. This picture helps us see that our ticket into the organi-
zation is the work role, the cluster of assignments. So every day
my challenge is to step into this organization, into this context
and ask myself, what is the goal of that context and what is my
role?
When I step into the organization, I do that with all my re-
sources. To decide which resources I will bring into my role, a
filter is useful. Your resources are channeled through the role
into something that is functional for the system. It makes a
difference whether I decide which of my resources to bring in
from a role perspective, paying attention to my work context, or
whether I bring them in from my personal perspective.

The work role includes the member role. It is more than the
cluster of assignments, it includes the responsibility you share
with all other members of the organization to create an environ-
ment in which everybody can work together. A shared respon-
sibility to create a functional organization, with its norms, its
boundaries, its ideas about what good collaboration is…
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We want to train people to be aware of the difference between
speaking from a personal perspective and from a functional role
perspective. The difference between (in a brash voice) “I’m re-
ally looking forward to helping you out here, guys!,” and (more
neutrally) “I’m very curious how I can use what I learnt in my
work experience to make a contribution to this group.”

Then, we add another individual to the picture, another per-
son with a role in the organization:

Hopefully, the roles are clear and the workers feel secure in
them. What usually happens when we are safe enough in our
own roles, is that we want to contribute and cooperate to solve
any problems that may arise. But if we work in an organiza-

tion that is not good at role giving, we will have to invent our
own roles, based on our own ideas about the goal of the depart-
ment. We'll invest energy into making these ideas a reality for
ourselves and our colleagues.
In our management training, we role play meetings in which
this happens and experience how the frustration plays out: in
fights below and above the table and in frustrated withdrawal.
Managers have enormous fun role playing thesemeetings – they
have been in so many of them! But these meetings are sadly un-
productive.
In such meetings, we move from the role perspective to the per-
sonal perspective. As a consequence, affect rises and informa-
tion transfer goes down. It's more difficult to hear what is being
said. When we are affected, we are poor listeners. We don't lis-
ten to the information, we listen to the affect. And affect is con-
tagious. That's a fact we can't change, it is part of our biological
makeup.

The choice we have is, do we react to each other's affectivity
andmove from the role perspective to the personal perspective?
Or dowe deliberately pay attention to role, goal, and context, so
we support the information transfer that helps collaboration in
the group?
Our automatic tendency to react is drawn as an arrow from role
to person, thedeliberate intention to takeup the role perspective
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is drawn as an arrow from person to role:

We don't have a choice to deliberately change the way we col-
laborate. We can't just leave it and hope for the best, as we have
a built-in tendency to affectively react to each other.
We revisit this picture many times in our management training.
In an 8-day training program, I start each day drawing the pic-
ture on the whiteboard, just as a reminder.
I developed this picture with Anna-Lena Sundlin, based on the
pictures we saw Susan Gantt and Fran Carter draw, which built
on Yvonne Agazarian's pictures.

The Golden Triangle of Organization Development is a sec-
ond picture, that I developed myself. It describes the relation-
ships between group dynamics, communication and role taking
in organizations. This triangle is all about leadership. The three
corners stand for Role-Goal-Context, Communication andGroup
Dynamics. Role-Goal-Context stands for the ability to take up
one's role in the context of the organization that we have talked
about just now. Communication is the communication climate:
does the organization communicate effectively? Group Dynam-
ics is about how the organization develops by going through the
phases of system development.
TheGoldenTriangle is about the relations between these three. I
may start with Role-Goal-Context and draw an arrow to Commu-
nication, drawing attention to how the ability to take up our role
in context impacts communication in the organization. If we lis-
ten froma role perspective, it's easier for us to respond construc-
tively rather than reactively. Which helps us and othermembers
of the organization to stay in role. Then I draw an arrow from
Role-Goal-Context to Group Dynamics and talk about how our
ability to stay in role helps the organization tomove through the

phases of system development without getting stuck.
All arrows go in both directions. One can also start with Com-
munication and point out how a good communication climate
helps an organization to go through the phases of development
more smoothly and allow its members to sort out issues around
role, goal, and context productively. Or one can startwithGroup
Dynamics and highlight how building the ability to functionally
depend on each other and explore differences rather than enact
them, improves the communication climate and the ability of
the organization to establish and maintain clarity around roles,
goals, and contexts.
The Golden Triangle describes the three aspects of group devel-
opment and it's all about leadership. The leader's task is to lead
the group to success with an eye on our tendency to take things
personally. Leaders do this by making interventions support-
ing effective role giving and taking in the organization with an
understanding of the group's phase of development, and by es-
tablishing norms for effective communication. And their under-
standing of the phases of development helps the leaders not to
take things personally in the authority phase. The Golden Tri-
angle describes how different leadership skills are interrelated
and support each other. .
Related readings:
In an earlier issue of our Newsletter, Katarina Billman published
an article on a project in which SCT was used to improve perfor-
mance reviews: Katarina Billman (2013). Shifting Systems: from
Person, to Consulting, to Workshop Co-Presenter. Systems-Cen-
tered News, 21(2), 18-20.
Anna-Lena Sundlin and Paul Sundlin published a book about
life in organizations based on SCT: Anna-Lena Sundlin and Paul
Sundlin (2014). Taking Up your Role. How to shift between life
and work without losing yourself. Cambridge, MA: Catalyst Com-
munications Press.



SCT Conference 2015

Spring 2015 – Systems-Centered News Page 25

We have great pride and pleasure in announcing

The 16th Annual SCT Conference
Theory into Practice: Seeing the World through a Systems-Centered Lens
This year, we highlight how some of the conference workshops relate to our theme – Theory into Practice – in inter-
esting and innovative ways. As you all know, SCT is a theory-driven method. Every intervention tests the validity
of the theory and the reliability of its practice. Questions like “What aspect of the theory am I relating to in this in-
tervention?” and “How do I translate it into practice?” are always at the back of our minds when we engage in the
ongoing attempt to apply this complex and nuanced approach to ourselves and to others.

We do not have space to look at every workshop, so we are
going to limit this to a few workshops from each afternoon
anduse this as a sampler, a smorgasbord to titillate thepalate
and stimulate your planning ahead of the big feast in March.
We think the programmakes it hard to choose –we hope you
agree! Enjoy the frustration of having to choose…

Monday afternoon
Exploring Systems-Centered Therapy and Dialectical Be-
havior Therapy from Each Other's Theoretical Contexts.
This workshop gives us the opportunity to use the lens of
one theory to take a look at the theory and the practice of
the other. Or Buddha, Einstein and Agazarian. Intriguing!
What do these three thinkers have in common? Youwill have
to go and find out…

Tuesday afternoon
Using Theory to Guide Practice: An Example of Team De-
velopment. An opportunity to find out what worked when
working with a team of managers, and how theory was used
to inform the interventions thatmade it successful. OrBring-
ing Theory Into Practice: The Role of Research and Show-
ing that it Works. Relating to the R in SCTRI, this workshop
brings us up to datewith the four teams currently working on
SCT research projects. This is a chance to come and find out
about the leading, cutting edge in research. Or SCT Inter-
ventions as Hypotheses Testing. We say that in SCT, every
intervention tests the validity of SCT theory and the reliabil-
ity of its practice. What does this mean and how can we use
this in our work contexts?

Thursday afternoon
Using SCT in long-term clinical work with complex prob-
lems. Our own training in SCT is done in intensive bursts;
how do we then apply it to long-term work with clients with
very complex issues? A key question in applying SCT inter-
ventions to meet the needs of this kind of work. Or Explor-
ing Forces that Restrain Political Energy. Politics (with a
small and a large P) is a key mechanism through which so-
cial change can take place, and yet many of us do not engage
with political processes. Why not? What gets in the way?
If the personal is political, as we used to say, what are we
taking personally and how are we stopping ourselves from
seeing the political system and influencing it?

Friday afternoon
Transforming Role-Locks. Yvonne Agazarian, the founder
and developer of SCT, gives us her latest insights and under-
standings of this central aspect of SCT, the role of roles in our
lives, and how to escape from the terrible imprisonments of
role-locks.
We hope we have set you some difficulties. And this is just
a small sample: there are 12 other afternoon workshops, as
well as themorning trainings and the weekend institutes. To
see the full program, go to systemscentered.com/SCTConfer-
ence2015/Program. Happy frustrating choices, and see you
in Philly!

The Conference Co-Directors: Susan Beren, Annie
MacIver, Mike Maher, and Norma Safransky. .
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SCT Training Overview
The SCT training curriculum offers training opportunities at the
four levels described below, as well as specialty training in SAVI
(a communications model) and in applying SCT to particular
contexts (e.g., organizations, psychotherapy).

Four Levels of SCT Training: Exploration, Foundation,
Intermediate and Advanced
Each level includes work with SCT theory, experiential practice
(learning byworking as amember of a group), skill development
and observation training. We encourage you to develop in SCT
by attending training events to the level that matches your in-
terest and resources.
The SCT approach to training is skill-based and focused onmas-
tering the theory,methods, and techniques at each level of train-
ing rather than “checking off” certain experiences. Readiness
to take the next steps is determined by self-assessment and con-
sultation with trainers, mentors and peers in relation to criteria
and outcomes goals for that level. Moving through any train-
ing pathway in SCT is paced by each individual's time, energy
and resources, and by development of skills appropriate to each
training level.

Exploring SCT: For Curious People
In exploring SCT you can attend foundation or specialized train-
ing events once or as many times as you find useful. Some find
the training groups valuable for their own development; others
want to learn the theoretical approach well enough to compare
it to their own; others use elements of theory and technique in
their current practical applications. At this level of participa-
tion, you are your own guide, as your interests and resources
permit.

Foundation Training: Learning SCT
Foundation level training in SCT is the next step from explor-
ing systems-centered ideas. The training events are the same --
the difference is a change of goal, from exploration to mastery;
from following one's personal interests and learnings to prepar-
ing to use systems-centered methods with others. The Founda-
tion training emphasizes learning touse SCTmethodswith one's
self and gaining the personal development and that comes from
working in an ongoing training group with sufficient intensity
to develop a systems-centered rather than person-centered per-
spective of group dynamics. Themajor outcomes of Foundation
level training are:

• Being able to work in a subgroup
• Understanding the shift from a personal to a member per-

spective
• Skill in using the SCT protocols on oneself
• Sufficient exploration of issues with authority to be able to

contain and explore them.

If you find yourself exploring this shift into more structured
training, you should make contact with an SCT Trainer to find
out more about the training process.

Intermediate Training: Applying SCT in Context
The focus in Intermediate training is on learning to use
systems-centered methods and techniques to build working
systems with others. This builds on Foundation level work,
in which members learn the basics of using systems-centered
methods with themselves.
Members move from Foundation to Intermediate level training
based on readiness. For the shift from Foundation to Interme-
diate level work, members have worked in an SCT experiential
group sufficiently to have:

• Learned to subgroup, recognizing the fork in the road be-
tween explaining and exploring

• Learned how to work with SCT techniques to undo their own
anxiety, tension, depression and outrage

• Recognized their pulls to compliant and defiant roles and
role-locks

• Developed a sufficient awareness of their own authority is-
sues to be able to contain and explore them, rather than act
them out

• Developed a good ability not to take others and themselves
“just personally”

• Developed ability to recognize and shift from a person-cen-
tered to a member perspective

• Developedaworkingknowledgeof systems-centered theory,
methods and techniques, which form the basis for applying
SCT with others.

Making this shift signals members' intention to make SCT a ma-
jor orientation in their work. Intermediate level work is the base
from which members becomes eligible to apply for licensing as
an SCT Practitioner, if that is their goal.
Intermediate training includes: Intermediate Skills Training, In-
termediate Mentor Training, and the Authority Issue Group. In-
termediate members work in a Theory group, Consultation and
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their ongoing training groups. Members interested in applying
SCT in organizational or task-focused contexts get practice by
joining an SCTRI work group to develop skill in applying their
SCT skills in the service of task goals.

Advanced Training: Continuing Development
Advanced training emphasizes the integration of comprehen-
sive and apprehensive knowledge into functional roles that re-
late to the goal of the context. Advanced training is ongoing and
can be done in several contexts:

• Working as a member of a peer licensing group to build a
working group, develop criteria for assessment, and imple-
ment a peer assessment process.

• Joining the Board of Directors as a context for advanced
training. Anyone who has completed the Authority Issue
Group in Intermediate level training, may apply to serve on
the Board of Directors.

• Participating in the advanced training track offered at the
Annual Conference for post-Authority IssueGroupmembers.

• Participating in Theory groups, which support the ongoing
exploration of innovations, leading edge thinking and am-
plification of different aspects of the Theory of LivingHuman
Systems and its application.

• Working with mentors to develop additional training oppor-
tunities, including workshops, consultation and research.

Program Note
AUTHORITY ISSUE GROUP STARTS NOVEMBER 2016
We want to share and clarify information about the Authority
Issue Group (AIG). The core components of Intermediate train-
ing include Intermediate Skills Training, Mentor Training and
Consultation, as well as other trainings and workshops. These
trainings enable practitioners to learn to use systems-centered
methods to build working systems with others.
Some people will have the goal of becoming a Licensed SCT
Practitioners andwish to apply to join the Authority Issue Group
(AIG). The next AIG will start in November 2016. Working with
the spirit of SCT means that readiness to take the next step is
as important as completing the required trainings. Potential ap-
plicants should be in ongoing consultation and can use the re-
sources of this and their training group leader andmentor train-
ing leader to self-assess their readiness and set goals formeeting
the application criteria.

Claudia Byram (claudia.byram@verizon.net)
Dorothy Gibbons (dorothygibbons2@yahoo.com)

Irene McHenry (reeniemac@gmail.com)
Madeline O’Carroll (madmoc1@googlemail.com)
Alida Zweidler-McKay (zmconsulting@mac.com)
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From SCTRI's Action Groups

SCTRI in a Nutshell
SCTRI is a volunteer organization. All roles (except Ad-
ministrators) are filled with volunteer members who have
time, energy and resources for the tasks. Working in an
SCTRI Action Group is a learning environment for apply-
ing SCT in the service of task goals.
Board of Directors: Sets policy, oversees organizational
direction, structure and function. This group meets
twice yearly; selects, supports and guides the Director;
and is made up of members at the advanced training
level and beyond.
Director: Carries the organizational vision and values,
oversees implementation, represents the organization to
the larger world.
Associate Director: Keeps an eye on the overall activ-
ities and events within the organization and provides
linkages among the Action Groups.
Research Director: Develops the research function with
goals of fully integrating research into SCTRI and cross-
ing the boundary to the larger world.
Treasurer: Keeps an eye on the ability of SCTRI to sup-
port its activities and events with adequate financial re-
sources.
Steering Group: Implements policies and links Action
Groups. Selected by and acts with the authority of the
Board of Directors between its semi-annual meetings;
meets weekly.
SystemMentors: Keep an eye on the overall function-
ing of SCTRI and system-centered training with the goal
of maintaining the spirit and values of SCT. Mentors con-
sult to members and Action Groups as needed.
Action Groups: Small groups of members carrying out
specific aspects of the work of SCTRI. Currently, the
Action Groups within SCTRI are: Annual Conference,
Continuing Education, Curriculum Development, Fi-
nance, Fundraising, Membership, Newsletter, E-News,
Research, Trainers, Licensed Practitioners and Web.
Administrators: Carry out organizational tasks under
the supervision of the Director, Associate Director and
the Steering Group.

From the Associate Director
There's something I've noticed as a development in SCT prac-
tice recently, which derives from its international member-
ship. I've been working quite a lot in Holland over the past
year, with teams from an organization that has a country-wide
presence. Inevitably, because I don't speak Dutch, the work
is done in English. I expected that this might generate some
authority issues for us to explore, and there is a bit of that (and
of course a choice to be made about what language to do the
exploration in!)
Different members felt different levels of confidence in their

spoken English – and of course the confidence is not strictly
related to the ability to speak and understand. Everyone's ca-
pacity to understand English was very high – the inhibition
was felt when it came to speak, generating frustration and
the potential for mind reads. My (Dutch) colleague and I en-
couraged members who felt unsure of their English to revert to
Dutch when necessary, and we would sort out translations as
needed.
This happened in all the teams. What I had not expected

was a nice side effect of subgrouping. A member would speak
in Dutch and would be joined by another member, who would
then first reflect the speaker, in the way we are all familiar
with. What happened spontaneously was that more often
than not, the reflection was done in English, which fulfilled
two functions: ensuring that the previous speaker was fully
understood, and operating as a translation so that the flow did
not have to be disturbed to bring me up to speed.
As the systems built in the teams we worked in, this process

became integrated and at times unconscious: a very pleasing
and functional way of working that took away from feeling
constrained by working in a second language, and which paid
attention to the context – having a trainer who did not speak
Dutch. I wonder what further practice developments will
emerge as we take SCT into different cultures and contexts?

Mike Maher (mike.maher1@me.com)

Steering Group
The Steering Group, as an extension of the SCTRI Board, meets
weekly to guide and act as a resource to the organization be-
tween Board meetings. Recently, we have been exploring the
emerging territory of delegating plenipotentiary power to the
work groups that carry out the mission of our organization. In
its meeting last spring, the Board developed a provisional sys-
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tems-centered definition of plenipotentiary power: Plenipo-
tentiary power is having the authority to work toward a goal,
within a boundary, on behalf of and nested within a defined
hierarchy of systems.
An example of putting this idea into practice is our work

with the Conference Co-Directors, who have increasingly taken
up their full authority, responsibility and accountability over
the Conference. As that happens, we find our role has shifted
toward more collaborative work around issues that the Co-Di-
rectors bring to us for consultation. These consultations have
helped to clarify which aspects of the conference the Steering
Group has ultimate authority over (e.g., the budget, the over-
all structure, communications out to the world) and this clar-
ity has resulted in the Co-Directors being freed up to be more
creative and innovative in setting the vision and planning the
program. Our working climate feels productive and open, with
this subsystem and with others, like Treasurer and Web Group.
The Steering Group is also currently acting as a consultant to

the Web Group as the organization clarifies policy. The Board
recently reinforced an organizational policy of not putting
members' photos on the web site without individual permis-
sion. The Web Group is implementing this policy, and using
the Steering Group as a resource for thinking through its impli-
cations both for what we already have up and for the future.
Increasingly, our consultations with the various work

groups have helped the Steering Group to work through and
better understand our systems-centered definition of plenipo-
tentiary power. Bit by bit, as we meet and sort out the goal of
each work group and what authority lies within the bound-
ary of each work group to work towards their goals, we are
noticing an increase in the sense of ownership that members
of work groups are taking on, as well as an acknowledgement
of the expertise that lies within each work group. The groups'
consultations with the Steering Group around policy and orga-
nizational vision help the “defined hierarchy of systems” come
to life, with a sense of connection and respect, and a shared
goal of working together on behalf of SCTRI.

Dorothy Gibbons (dorothygibbons2@yahoo.com)
Mike Maher (mike.maher1@me.com)

Susan Gantt (sgantt@emory.edu)
Claudia Byram (claudia.byram@verizon.net)

System Mentors
At our SCTRI Board meeting in October, we System Men-
tors had a rare opportunity to meet face-to-face. Among
the themes we talked about, was the authority issue (AI) in
our everyday life. We had a great time, a lot of laughter and
shared experiences. We wondered if it could be useful to share

this with the larger membership. There are so many different
ways everyday life stimulates the AI that it suddenly seemed
like a good idea to normalize it! It occurred to us that we all
might have some fun, and learn something new around this
interesting (and sometimes frustrating) experience if we all –
including you – share our stories. We enjoyed sharing our ver-
sions: for example, one at the Apple Store trying to negotiate a
contract around a possible investment in the new iPhone and
reacting to all the different versions of agreements and condi-
tions – frustrating! How do I/we cope with our responses to
the rules (that seem to be written in stone, far from common
sense?); waiting to get a time slot with a sales representative,
then asking for him or her to let us consult with a more senior
person, and then getting nowhere! It is really a test of our abil-
ity to contain frustration and irritation, and how very tempting
it is to go to outrage. We discovered that most of us argued
with our GPS! Anyone else familiar with that, when we sud-
denly start to talk with “her” or just tell her she is wrong and
refuse to follow the instructions?
We also discovered our subtle (?) authority issue with our-

selves, watching ourselves clean up our desks only to watch
“it” get inundated with paper a few minutes later! How did
that happen!?!
Running in the city is rich with opportunities to sort out the

authority issue at each intersection (as well as anywhere in
the middle of the block in New York City). There is the letter
of the law, represented most often by traffic lights, the spirit
of the law, negotiated with consideration for how we all flow
together with respect for the laws of physics (mass and accel-
eration), and unending opportunities and invitations to per-
sonalize. The runner in our group noticed the physical stress
of taking these just personally, and the personal as well as in-
terpersonal delight in finding one's ability to contribute to the
flow-as-a-whole.
Anyhow, we do hope that we, by sharing some of our fun

and versions of the authority issue in everyday life, can invite
you to build and add your versions for us all to learn around
(and sometimes share a laugh). We hope to hear from you all
– perhaps a response in the next Newsletter?

Claudia Byram (Claudia.byram@verizon.net)
Jon McCormick (jm2022@columbia.edu)

Fran Carter (carter2229@aol.com)
Susan Gantt (sgantt@systemscentered.com)

Sven-Erik Viskari (sven-erik.viskari@telia.com)
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Continuing Education
In response to a request from the Board of Directors, the Con-
tinuing Education Group compiled information on the cost
to the organization of providing Continuing Education credit
hours (CEs) at the annual conference. It came as a major
surprise that over the last 2 years we have averaged a loss of
$1,817 per year, above and beyond the average annual income
of $1,438 collected from participants who receive the CEs.
This income includes the increase in fees from $15 to $35 in

2007. The main costs come from using Work Exchange hours
(WEX), which Kay Hereford Voorhees has helped to reduce
in her role as Conference CE Coordinator. Kay had also con-
tributed to the process going more smoothly by working with
Roelof Langman to utilize the program information on the
website to generate the various CE forms and reports and by
joining the Ad-Hoc Program Planning Group.
The WEX hours are used to create the Conference CE Evalu-

ation forms, put in the data, summarize it, and then distribute
it. The data for each conference event is sent as feedback to
the individual trainer(s) or presenter(s) for their specific event,
with summaries for all of the events going to the Program Plan-
ning Group, Conference Co-directors, the SCTRI Director, and
Continuing Education Group. The other major expense is ad-
ministrator time, which Kathy Lum does a marvelous job of
providing, including maintaining our relationship with the
American Psychological Association, with smaller amounts
spent on printing, shipping, and miscellaneous costs. Approx-
imately 24% of conference attendees request CEs.
In trying to understand how we let the financial side of

things slip, we discovered that we had become focused on get-
ting the job done, and had lost the bigger picture. This was
an important learning that led to reviewing the entire process.
We noted that while the lost income is certainly a restraining
force, there is a number of driving forces to providing CEs.
First, being able to offer APA-approved CEs, which is a

widely recognized gold standard in the United States among
healthcare and other professions, allows SCTRI to communi-
cate to the outside world that we provide high-quality profes-
sional training.
Second, we are able to give SCT licensed members the bene-

fit of being able to offer CEs for their own training events.
Third, we had the hypothesis that having CEs may attract

professionals to the conference who want to earn them, and
they might stay around and become members after that. (So
far we've discovered that a few people came for CEs, but none
have returned that we know of).
Finally, as noted above, the process involved around CEs

gives SCTRI a form of quality control over our training events,
providing feedback from attendees to both the trainers and

presenters and the organization. An indirect benefit of the CE
process is that the work exchange it provides, helps to reduce
the restraining force that might otherwise make it hard, or im-
possible, for some members to attend the annual conference.
Now that the CE Group is solidly back in reality, and has the

bigger picture on our monitors, we are returning to work to use
our SCT skills to process the information, explore the alterna-
tives, and come up with proposals to bring back to the Board.
Perhaps the best skill at the moment is the one that allows us
to sit at the edge of the unknown – we truly don't know where
this is headed. Stay tuned for the next update…

Dick Ganley (dickganley@aol.com)
Debbie Woolf (dwoolf@comcast.net)

Fundraising
As we have met our financial goals to support two research
scholars over the next couple of years, we decided to consider
the broader context of fundraising for SCTRI, beyond the re-
search scholar fund.
In 2015 SCTRI will be 20 years in the making! In light of this

significant anniversary, our group, supported by the Board,
wished to honor it by establishing an endowment. We are ex-
ploring sending out a special invitation to our membership
(and beyond), asking for financial contributions that reflect the
benefits we are deriving from applying SCT to our personal and
professional lives.
Most important, SCTRI would not celebrate this anniversary,

were it not for our members who donate their time, energy and
resources to the system. Thank you all for each of your efforts
to keep our organization thriving!
In that regard, we would like to thank Gayna Havens for all

her contributions and dedication to FRAG over more than four
years, as she has decided to use her energy for a different role
in the system. The group is very grateful for her skills and the
humor and energy she brought to the task, and we are looking
forward to meeting her again in other contexts in SCTRI.

Elaine Pratt (elainepratt35@gmail.com)
Deb Zeigler (dzconsult@gmail.com)

Verena Murphy (vmch99@hotmail.com)

Research
It is an exciting time for research involving SCT. We are well
beyond our first studies, and have several projects flourishing
in a number of areas. Rich O'Neill and Susan Gantt remain our
most active contributors, although an increasing number of
people are becoming involved, as you will read below. First
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of all though, we'd like to congratulate Rich O'Neill, whose re-
search paper was a finalist in the Center for the Study of Orga-
nizational Change's Best Paper Award competition. The paper
was originally published in the journal “Group Analysis” in
2012.
Rich is also involved with Claudia Byram, Verena Murphy,

Michael Mackenzie, Jacquie Mogle, and others in a study
aimed at extending the results of their previous research. The
initial study showed that work groups using SCT methods, ver-
sus Robert's Rules of Order, were more collaborative, produc-
tive, and creative. The current project is using new samples to
see if these results can be replicated, and to find out by using
SAVI ratings, if the communication patterns in the different
groups achieve a predicted result, given the hypothesis that
the groups differ on the SAVI dimensions of approach, contin-
gent, and avoidant verbal behaviors.
Susan Gantt is leading a project aimed at comparing team

effectiveness, satisfaction and productivity in SCT versus
non-SCT groups at a company in the Netherlands. The study
will use the Functional Subgrouping Questionnaire-2 (FSQ-2),
along with other instruments, and is partially supported with
research funds from SCTRI. The design involves three inter-
vention and four control teams (approximately 75 participants)
with 3-4 administrations of the FSQ-2 in each group at various
times during the study.
Susan is also leading another research project that will com-

pare SCT versus Interpersonal groups conducted at univer-
sity counseling centers. Doug Johnson, who is the head of
the counseling center at the University of Maine, is part of the
team.
Finally, Susan is involved in a third study that is analyzing

data collected at the 2012 and 2013 SCT conferences, and the
2013 York training, using the OQ and FSQ-2 instruments. In
addition to contributing to our research base, the latter project
keeps Gary Burlingame, an internationally prominent figure in
the field of group research, actively involved with SCT.
While Rich and Susan have been involved in SCT research

for many years, there is new SCT research energy flourishing in
Israel. Rivka Kaiser and Anat Shilansky are in the final steps
of completing a dissertation proposal titled: “Systems-Cen-
tered Group Treatment for Individuals with Brain Injury.” They
will be studying individuals living in the community who have
been released from a hospital one to three years earlier, fol-
lowing treatment for brain injury, and who are experiencing
current difficulties with social competence (e.g., intimacy, iso-
lation, loneliness, reduced social skills). SCT groups run by
Rivka and Anat will be compared to wait list control groups
before, during, and at the end of treatment; with a six-month
follow-up to see if improvements are maintained. The design
has a number of intricate components, and includes use of the

FSQ-2 and SAVI ratings, as well as quantitative and qualitative
(thematic) analyses. Dick Ganley has been consulting with
them on some of the SCT aspects.
Dick's research focuses on using SCT in the treatment of

PTSD, an area he has worked with for 20 years in his practice.
He collected data using a single-case design that involves a
man whose PTSD came about after an industrial accident, and
is in the process of assessing if the data is strong enough to be
published.
A second single-case study is also underway; this one in-

volving a Marine whose combat-related PTSD developed af-
ter serving on the front lines in Iraq. Combat-related PTSD is
Dick's main area of interest, and he has put together a team
with two faculty members from Chestnut Hill College, Nancy
DeCesare and Meredith Kneavel, along with some other indi-
viduals, to see if we can find a way to use SCT Groups with this
population.
Last, but not least, Dick is looking into the feasibility of set-

ting up an internet-based program that will allow therapists
to have their clients fill out questionnaires online, with the
data that is collected also analyzed online, automatically.
This would allow therapists to conduct their own single-case
studies and contribute to the research base for SCT. The Na-
tional Institute of Health already has components of such a
program set up, and we will keep you posted if this turns out to
be something that could be useful to us.

Dick Ganley (dickganley@aol.com)
Fran Carter (carter2229@aol.com)

SCT Netherlands
Lawrence J. Ladden, PhD, a clinical psychologist who is a li-
censed SCT practitioner and mindfulness teacher, will be pre-
senting a workshop hosted by SCT Netherlands and Bureau
Nevejan. It introduces a novel combination of mindfulness
with functional subgrouping. Contemplative Group Dynamics
explores mindfulness practice within a group. The mindful-
ness practitioners who are members of this group are chal-
lenged to attend to their inner experience as well as to the
group context. This then helps these practitioners to bring
everyday life into awareness. Specifically, it does this by us-
ing speech as a link between both body and mind and oneself
and the group. We discern Merleau-Ponty's first-order authen-
tic speech from second-order ready-made speech. First-or-
der speech requires letting go of discursive thought and sens-
ing the larger context. By synchronizing body, speech, and
mind as a group we simulate the same possibility for our larger
world.
Prerequisites: some experience with either mindfulness or
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functional subgrouping. Date: Friday, April 10, and Saturday
April 11, 2015. Time: 9:30am-5:00pm; Location: Amsterdam,
the Netherlands.
For information and booking, contact Annick Nevejan at

anevejan@xs4all.nl

Lotte Paans (lottepaans@xs4all.nl)

Swedish Training Site
Here in Sweden, we are currently preparing for the annual
4-Day January 2015 training with Susan Gantt. This train-
ing will consist of a three day training titled “Building a Sys-
tems-Centered Group” (with Foundation, Intermediate and
Container Training), and a one day OD-focused training, titled
“Learning to Talk Together – using Conflicts for Development.”
We have expanded our Workshop Planning Group with sev-

eral new members who will be working to develop marketing,
etc. (and we all learn from working in this systems-centered
workgroup). The Planning Group at present consists of Susan
Gantt, Sven-Erik Viskari, Erika Ekedal, Björn Christensen, Åsa
Bergqvist Håål, Eva Bergquist, Jonas Forsmark and Klas Grim-
lund. The expanded membership has brought new energy to
the system and we look forward to go on developing this team!
By now we have three Training Groups, two in Stockholm

and one in Östersund in the north of Sweden. One of the
groups in Stockholm has recently been closed to new mem-
bers, while the other two are taking in new members at the
start of each term.
The Swedish SCT Association – Svenska SCT-föreningen

– has a changed its Board, as two of its previous members
(Maria Åkerlund and Margreth Reiniusson) have resigned to
give space to two new members (Björn Christensen and Viveka
Wikström). Erika Ekedal and Sven-Erik Viskari remain on the
Board. We are thinking about ways to develop new arenas for
membership activity in the Association, which could be both
exciting and useful.
Very best wishes, and hope to see many SCTRI members in

Stockholm in January!

Erika Ekedal (erika.ekedal@gmail.com)

SCT York
The Annual Systems-Centered Training Week took place at
King's Manor, York, UK, in September 2014.
The event expanded its numbers from 50 in 2013 to a grand

total of 70 this year. York hosts the most intensive training
week available prior to the Authority Issue Group across the
SCT system, with four and a half days of intensive work for

most members, and five and a half days for mentor training.
It's therefore a great place to learn and consolidate both the
knowledge of the theory of living human systems, and to learn
systems-centered skills at progressively more sophisticated
levels.
Here is the breakdown of the figures: 34 members com-

pleted the “Foundation Training” with Yvonne Agazarian
and Mike Maher. “Making Work Roles Work” was led by Su-
san Gantt, and was attended by 12 members. Three members
worked in the Container role in the Foundation group, and
were trained by Rowena Davis.
Ray Haddock led 7 members for Intermediate Skills I. Fran

Carter, with Annie McIver, had 13 members for Intermediate
Skills II (Mentor Training).
Juliet Koprowska managed the organization and refresh-

ments, with help from Kirk Larson (registration and bookstore)
and Lisbeth Sørensen (bookstore).
The participants came from eight countries (or nine if you

count Scotland and England separately, though Scotland nar-
rowly voted against independence around that time!). The
largest group was from the Netherlands, with the UK close be-
hind, then Sweden, Denmark, Brazil (a first!), and a sprinkling
from the USA, Canada and Switzerland, and one each from
Portugal and Israel. There was a dinner at a local restaurant
for about 30 participants, an evening of dancing organized by
Hans Hofman, and a “Cats of York” lunchtime walk led by Kirk
Larson.
Sounds like fun? Next year's dates: September 14th-18th

2015.

Juliet Koprowska (juliet.koprowska@york.ac.uk)

Trainers Group
Since the Trainer Group's last update, and to our collective
delight, we have had a new member join our group – Rowena
Davis! As a group we have continued our work of responding
to a request from the Board of Directors to take initial steps to
explore a training pathway for licensed practitioners who want
to become SCT trainers. As a group we are aware that there are
informal pathways already in place, and we want to build on
this implicit knowledge as we assess driving and restraining
forces of these pathways.
As we were exploring this issue during a recent meeting, we

realized that there was some confusion with our task goal initi-
ated by the Board. After some discussion we clarified that the
Board's request was for feedback about their ideas for trainer
training, as well as further development of these ideas on our
own. It was extremely useful for our group to slow down, col-
lectively explore and clarify our goal, and then recommit to our
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work!
As we took up this goal, we began to identify strong energy

in one subgroup that was very enthusiastic about “training for
trainers” but with a personal hesitancy and complaint of “yet
another licensing process.” We decided as a group to shift our
focus and make room for this exploration of this personal re-
action and energy, a mix of anxiety and upset. What followed
from our subgroup work was a shift from personal reactions,
which when contained and explored, resulted in the emer-
gence of new member energy and information.
We learned that there was a personal reaction in response to

the licensing part of our work and the constructed realities of
time and resources that would be required. This discrimina-
tion was useful as it freed up energy for looking at the training
piece itself. We were surprised how much the climate shifted
as we made this discrimination: realizing they were indeed
separate issues that were best dealt with at different times. It
was captured by the metaphor of putting the horse (training)
before the cart (licensing).
It was a useful learning to clarify our goal: to begin explo-

ration with an eye on where our energy was; to contain, value
and explore our personal reactions without losing the energy
and information that could fuel and guide our membership
work towards our stated goal. Role-goal-context to the rescue!
We ended our work by identifying the following important

next steps in developing a program for the training of trainers:
develop criteria for becoming a trainer, work to have specific
language in the criteria, and then look at potential pathways.
Our surprises and learnings from this meeting were about

taking the time to process our complaints (the authority issue)
to free energy for work, and about differentiating the goal and
spirit of training from the structure for training (licensure).
More ahead…

Rich Armington (armington@gmail.com)

Web Group
The Web group has been working on some major changes “un-
der the hood” of the SCT website in recent months. We mi-
grated smoothly and without disruption to a new web hosting
provider and we are currently working on updating the content
management system on which our website is run. This will
improve functionality and help to “future-proof” the website
against the possibility of our software becoming obsolete as
the internet develops.
We are also reviewing and improving website security in

response to attacks from spam “bots” that created fake user ac-
counts on the site. We are continuing to work on reducing jar-
gon on the website, and we are going to create two new videos

that will be filmed at the 2015 Annual Conference and will be
posted online once completed.
We have created an open and exploratory climate in the Web

Group, and our satisfaction and energy ratings continue to
be typically more than 7, often reaching 9, and generally im-
prove during our meetings. We mainly work on task, and we
do process when it supports our task work.

Rowena Davis (rdavis@rdaconsulting.net)
Tom Carmichael (tomcarmichael@hotmail.co.uk)

Kathy Lum (admin@systemscentered.com)
Roelof Langman (roelof.langman@gmail.com)

Continuning Education Credits (CEs)
for SCT Training
SCTRI is approved by the American
Psychological Association to sponsor
continuing education for psychologists
and offers CEs for psychologists at the
Annual Conference and at Core Curriculum
training events (Skills, Mentor and Authority
Issue training groups). We also seek CEs
on a local basis for social workers, mental
health counselors, and marriage and family
therapists in the area in which the Annual
Conference is held. Trainers may also
provide CEs for psychologists for training
events. Certificates of attendance can also be
obtained for the Annual Conference and Core
Curriculum trainings and through individual
trainers, with the member submitting these
to their professional organization for possible
acceptance as CEs.
SCTRI is interested in providing CEs for other
professions if members are willing to provide
the time, energy, and resources (emergent
energy) to obtain provider status for offering
such credits. If you are interested in further
information about obtaining CEs, please
contact Dick Ganley, CE Group Liaison, at
dickganley@aol.com or 6106645730.
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Welcome New SCTRI Members!
Patricia Aerts • Leersum, Netherlands
Floor Daver • Utrecht, Netherlands

Vera Dragonchuk • Bellevue, Washington, US
Janneke Maas • Netherlands
Nitesh Painuly • Derby, UK

Marinet Ritz • Leersum, Netherlands
Peter Slenders • Wageningen, Netherlands

Jonathan Zerbin • Edmonton, Alberta, Canada

Award for James Peightel
James A. Peightel, MD, FAPA, has been awarded the Robert
Jones Award, by the Philadelphia Psychiatric Society, which
honors a psychiatrist for commitment and service to commu-
nitymental health. Jim hasmore than 20 years’ experience serv-
ing as a Philadelphia community psychiatrist in a wide range of
treatment settings.
When asked about defining influences in his professional life,
Jim mentioned Temple University’s fundamental mission of
community service reflected throughout the institution, and his
ongoing work since residency with Dr. Yvonne Agazarian local
and renowned group therapy trainer and systems-centered the-
orist.

Recent Publications
Agazarian, Y.M., & Gantt, S.P. (2014). Systems-centered
training with couples: Building marriages that work.
Systemic Thinking & Psychotherapy, 5. Retrieved from
http://www.hestafta.org/index.php?option=com_con-
tent&view=category&layout=blog&id=24&Itemid=105

Davis, R (2014) Working across organisational boundaries:
Shifting from complaining and blaming to problem-solving.
e-O&P Organising and Managing Across Organisational Bound-
aries -Journal of the Association for Management Education and
Development, Volume 21, No.3 Autumn 2014.

Membership Renewal

Easy online renewal!
Go wo www.systemscentered.com &
click “Join/Renew Membership.”
Pay with PayPal or download the
renewal form, and learn more about
your membership benefits.

The membership renewal fee is $200
with a discounted rate of $50 for
full-time students. Membership is
available to anyone who wants to join.
Dues are “more if you can, less if not”
depending on your resources. You
are free to decide what is affordable to
you.

The membership year runs
February 1 – January 31.



Members Forum

Spring 2015 – Systems-Centered News Page 35

APA Presidential Citation for Yvonne
The following Citation was presented to Dr. Yvonne Agazarian by the American Psychological Association in October:

American Psychological Association
Presents this Presidential Citation to

Yvonne M. Agazarian, EdD

for her pioneering work in developing a theory of living
human systems and its systems-centered practice, and
for training thousands of practitioners worldwide

Her comprehensive theory of living human systems, applicable to any
living human system, operationally defines each construct and has
developed methods and techniques that put the theory into practice. Her
systems-centered method of functional subgrouping for resolving conflicts
and lowering scapegoating is widely adopted in the group psychotherapy
field. Her model of role, goal and context is used byorganizational consultants.

A private practitioner, she embodies the clinician-scholar, with edited,
authored or co-authored books, chapters, and peer-reviewed articles.
With colleagues, she founded the Systems-Centered Training and Research
Institute that was recognized with the National Registry of Certified Group
Psychotherapists’ Award for Outstanding Contributions in Education
and Training in the Field of Group Psychotherapy. She has taught group
therapists and organizational consultants in the USA, Europe and Asia. She
is noted for her theoretical brilliance and extraordinary attunement and
presence with clients, trainees and colleagues.

Nadine J. Kaslow, PhD, ABPP
President, American Psychological Association

October 2014
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EVENTS AND WORKSHOPS 

 
Training Opportunities This Winter/Spring 

 
SCT ANNUAL CONFERENCE – PHILADELPHIA 
Institute: March 21-22 • Conference: March 23 - 27 

 
SYSTEMS-CENTERED & SAVI WORKSHOPS - LONDON 

June 8-11 
 

ANNUAL SYSTEMS-CENTERED TRAINING WEEK-YORK 
Foundation, Organizational Consultancy and Intermediate Skills 

Training 
September 14-18 

 
 

Details on the web at 
www.systemscentered.com 
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