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From the Director
The Challenges in Learning SCT

Though usually highly rewarding, learning SCT is not always easy. The process starts 
with learning functional subgrouping, the heart of SCT. Functional subgrouping begins 
by joining another person in resonance and then building (Agazarian, 2011). Learning to 
resonate with others at the emotional level is not easy. Yet this step alone is transformative 
and interrupts our human tendency to do a passing wave to the other to get to what we 
want to say.  

When we have joined the other, we both build the group system and we change. We are 
no longer who we were. We may even be surprised that what we then add is often not what 
we planned to add. Joining the subgroup opens us to differences in ourselves and takes us 
to the unfamiliar and the less known in ourselves. Learning functional subgrouping also 
enables us to take membership to build resonant systems wherever we are and whatever 
role we are in—as a therapist, a consultant, a spouse, a friend, a colleague. 

 On the heels of our highly successful, first organizational conference, it is worth 
noting that learning functional subgrouping is also central to the development that is 
essential in SCT leadership. Leadership in any context without a resonant connection 
is not SCT. This is especially important in that SCT leadership focuses on monitoring 
the boundaries and setting a structure for the work. When we set structure without resonance, we are very likely to stimulate a 
dominance/submission or dominance/defiance role lock. And as many of us well know, this process of learning is full of erring 
on both sides. We then have either resonance without holding the structure or structure at the expense of resonance, instead of 
holding structure with an attuned resonance.

System correction is in many ways also at the core of the learning process, for as we learn to see the system and the impact 
of our behavioral inputs on the system, we can contribute to a system correction. This also happens early in training as we learn 
to let the other know when we do not feel joined, enabling a system correction between us. Or recognizing that we have missed 
joining and trying again. All part of system correction.

In learning to take leadership, once we have some mastery in maintaining resonance while holding structure, we then have 
the job of learning to apply SCT in our context, the work at the intermediate level of SCT training. Our work context may be a 
very different one than the ones in which we have learned SCT. This is especially true for applying SCT in organizations, where 
it is essential that we do not encourage the kind of in-depth exploration of personal experience that is vital in a training group, 
and instead, set a structure that fits with the context itself. Ongoing consultation is important in taking this next step of learning 
to apply SCT in our specific context.

Finally, a heartfelt congratulations to two of our members who have recently taken a big leadership role in SCTRI, Erika 
Ekedal and Katarina Billman, for their enormous and successful efforts in pioneering our first SCT organizational conference. 
This required building a system from the ground up with few existing structures already in place, applying SCT in a work group 
context, and staying in resonance with a multitude of members and work groups. Thank you from all of us.  

 
- Susan Gantt (sgantt@systemscentered.com)

Reference
Agazarian, Y.M. (2011). Systems-centered core skills: SCT foundation manual.
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SCTRI Mission Statement:
Knowledge and Research.  A primary purpose for this organization is to contribute to knowledge with the theory of living human 

systems and to do related research in long- and short-term change strategies.

Education and Training.  A primary purpose for this organization is to continue development of methods of systems-centered 
education and practice and to train systems-centered practitioners to serve the community.

Community Development and Contribution.  The organization will introduce SCT strategies for change to organizations, groups and 
individuals in private, public and clinical settings.
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From the eDitor
Prologue

It is a truism that the only thing that is constant in life is change. 
This is also true for the System-Centered News. 

In this issue, you will notice that our leadership structure has 
changed. Last spring, Roelof Langman joined our team to check out 
the possibility of sharing my role with me. After shadowing me in 
the role of Managing Editor for the Summer issue, we decided that he 
was well enough acquainted with the role to try his hand at taking it 
over (with my mentorship and supervision). This structure has been 
tested in the Conference leadership system and seems to work well. 
So that is exactly what has happened!  For the Summer, 2013 issue, 
I will again take the lead and Roelof will shadow me again. Our plan 
at the moment is to go back and forth which will give each of us a 
chance to fully apply our resources when we are “in role” and to 
catch our breath between issues. 

I think that you will find that this edition maintains our high 
standards and will continue to provide you with a window into SCT 
theory and how the organization continues to develop and transform. 
I hope that you thoroughly enjoy it! And a huge thank you to Roelof 
for having the courage to step into this role! It is a big and important 
one in SCTRI.

Wishing you all much success and sweetness in every dimension 
of your lives,

-Michael Robbins (michaelrobbins@rcn.com) 

 One pleasure I discovered when taking up the editor role of 
this Newsletter is that of reading all articles closely. Following the 
developing trains of thought, hearing the different voices, discovering 
the connections between articles and seeing themes emerge was a 
joyful experience.
 The SCT Organizational Conference in Stockholm this year 
turned out to be a big success. Katarina Billman and Erika Ekedal, 
Conference Co-Directors, draw up the balance in our Reports and 
Updates section. At a small dinner halfway through the Conference, 
members from the different work groups celebrated, telling each 
other the story of the Conference: the vision, the work goals, the work 
structure, the frustrations and the successes. In the SCT in Action 
section, they share that story with all of us. 
 In the Theory and Applications section, Sally Kleyn, who 
presented at the Conference, tells her story of an ambitious training 
program that went into a crisis on its first day. She used SCT theory 
to understand the crisis, and came up with an intervention matching 
that work context, beautifully balancing emotional sensitivity and an 
understanding informed by theory. 
 In the previous issue, Verena Murphy asked our readers to 
think about one aspect of speaking the language of the context when 
introducing new insights. She invited us to consider doing this by 
using different terms: rather than “flight” and “fight,” use “finding 
one’s voice” and “using ones voice.” In the Members Forum, Mindy 
Lemoine and Bonnie MacBride accepted the invitation and share 
their thoughts and proposals with us. 
 An alternative approach is to use theoretical concepts in such a 
way that they make sense to members of the context. This approach 
is used by Yvonne Agazarian in “What an Assessment of Group 
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What an assessment oF Group 
FunctioninG Looks Like in sct 
LanGuaGe
An SCT assessment of a one-day training of an ongoing group 
in a University doctoral program in Group Psychotherapy.

	 There	are	advantages	and	disadvantages	to	SCT	“jargon.”	
The	advantage	is	that	people	are	discussed	in	terms	of	systems	
in	 a	 developmental	 process	 at	 all	 levels	 (person, member, 
subgroup and system-as-a-whole).	This	discourages	 targeting	
and	labeling	people.	The	disadvantage	is	that	it	is	necessary	to	
understand	systems,	and	how	to	recognize	the	phases	of	system	
development,	 if	 it	 is	 to	 be	 useful	 to	 leaders	 and	 the	 group	
members.		 	

	 The	following	assessment	was	sent	to	the	members	of	an	
ongoing	group	in	a	doctoral	training	program.	Would	you	have	
found	 it	 helpful?	 If	 yes,	why?	 If	 not,	why	not?	 (Feedback	 is	
always	welcome.)	

Phase of Development 
	 The	 group	 is	 in	 the	 Flight phase	 of	 development.	 The	
challenge	 is	 to	 recognize	 the	 impact	 of	 maintaining	 social	
defenses	 on	 the	 developmental	 potential	 of	 the	 systems	 of	
person, member, subgroup	and	group-as-a whole.

Person System
Driving forces
	 In	 this	 group,	 the	 driving	 forces	 in	 the	 largest	 subgroup	
of	“person systems”	are:	curiosity,	availability,	openness,	and	

cooperation	with	each	other	and	the	leader.	
Restraining forces
 The	restraining	forces	fall	between	the	social	defenses	and	
the	flight	defenses.	The	group	communication	pattern	is	high	
on	redundancy	(saying	the	same	thing	over	and	over	at	length)	
ambiguity	(vague,	non	specific	language)	and	a	small	subgroup	
which	is	high	on	contradictions	(yes-buts,	argumentative	voice	
tone,	consistently	bringing	in	differences	rather	 than	building	
on	 the	group	 theme.)	The	group-as-a-whole	 is	 generally	 low	
on	contradictions	(yes-but	contention).	When	systems	are	low	
on	 “yes-buts”	 it	 typically	 implies	 orientation	 to	 flight	 at	 the	
expense	of	self-assertion.	
 The	 flight	 restraining	 forces	 are	 entrenched.	 Thus	 the	
person system	 is	 inhibited	 by	 anxiety	 generating	 negative	
predictions,	 mind-reading,	 fear	 of	 the	 unknown	 and	 tension.	
There	is	a	small	subgroup	that	is	ready	to	cross	the	boundary	
between	 flight	 and	 fight,	but	 there	 is	no	 support	 for	 it	 in	 the	
group-as-a-whole.	 It	 is	 probable	 that	 an	 early	 and	premature	
incident	 of	 aggression	 in	 the	 group	 has	 contributed	 to	 this	
inhibition.	
 Person systems	 manifest	 intelligence,	 curiosity,	
responsiveness	 with	 very	 high	 cooperative	 responses.	 The	
explain/explore	 fork	 is	 skewed	 toward	 explaining	 thus	
inhibiting	 exploration.	 With	 person system	 boundaries	
relatively	 impermeable	 to	 surfacing	 inner	 experience,	 there	
is	 a	 probability	 that,	 whereas	 intellectual	 learning	 may	 be	
high,	 experiential	 learning	 will	 be	 inhibited.	 (From	 an	 SCT	
perspective,	it	is	only	through	experiential	learning	that	change	
can	take	place	at	any	level	of	system.)
	 In	 the	 person systems	 (and	 in	 the	 group system-as-a-

EmErging ThEory by yvonnE AgAzAriAn

Functioning Looks Like in SCT Language.” In “Revisiting 
the Isomorphy and Hierarchy of Living Human Systems” she 
focuses on the practical advantages of understanding isomorphy 
in the systems hierarchy. Here, the theoretical terms help us not 
so much to find words for what we already understand, but to 
see things that we didn’t understand before, allowing us to do 
things differently and make a different impact on our work 
and life contexts. In a third article, she intervenes to correct 
a possible misunderstanding about the different forms of 
functional subgrouping we see in SCT groups. These are not 
so much “older” and “newer” forms as different forms that fit 
different phases of system development. Subgrouping works 
differently in the authority phase than in the intimacy phase or 
the work phase. So rather than trying to use the correct, new 
way of subgrouping we can subgroup in the way that makes 
the best contribution to the development of our context in the 
development phase it is in. 
 One of the strengths of SCTRI is its well-designed training 
curriculum, spelled out on our website (www.systemscentered.
com/Training/TrainingCurriculum) and revisited in each 
Newsletter issue. When you think about coming to the SCT 

Conference in April next year, this information is a great 
resource for getting oriented to the program and may help you 
to make the right choices. Members of this training program 
learn SCT theory, use it to understand their experience in 
groups in the phases of system development and to apply what 
they learnt in their life and work contexts. What that looks like 
for one licensed practitioner, a primary school teacher, is told 
by myself in an article titled “I Hate You and I Never Want to 
See You Again.”
 So, this issue of the System-Centered News again documents 
the ongoing dialogue in which emerging SCT theory, training 
and applications mutually inform each other in a process of 
ongoing learning. As the editing team, we’re very happy with 
the number of readers who have taken up a writer role, which 
is hard work but satisfying in the end and very useful to us all. 
 So we wish you an informative and engaging read, and we 
look forward to hearing your thoughts and your contributions! 

 -Roelof Langman (roelof.langman@gmail.com)
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whole)	 spontaneity	 is	 generally	 inhibited,	 except	 when	 there	
is	supportive	laughter	and	familiar	and	supportive	interactions	
between	members,	which	on	the	one	hand	maintain	a	supportive	
climate	 but	 on	 the	 other	 inhibit	 exploration	 of	 internal	 and	
external	 experience.	As	 the	boundary	between	 inhibition	and	
spontaneity	is	insufficiently	permeable,	the	group	exploratory	
energy	is	mostly	unavailable,	even	though	the	life	force	energy	
is	strong.	It	is	possible	that	work	within	the	person system was	
being	done	without	bringing	personal	insight	into	the	group.

Member System
Driving forces
	 The	 member	 systems	 were	 highly	 cooperative	 with	 the	
leader’s	orientation	to	the	SCT	goals	for	the	group.	

Restraining forces
	 The	 member	 communication	 is	 high	 on	 explaining	 and	
emotional	 exploration	 appears	 to	 be	 done	 within	 the	 person 
system	and	mostly	not	shared.
	 The	major	response	from	member systems	was	cooperation.

Subgroup System
Driving forces
	 The	 largest	 subgroup	 of	 person systems	 were	 highly	
cooperative	 and	 attuned	 to	 the	 difficulties	 in	 taking	 things	
“just”	personally,	and	interested	and	cooperative	in	exploring	
the	SCT	frame	of	the	phases	of	development.	

Restraining forces
	 The	 separation	 between	 cognitive	 and	 affective	 learning	
had	an	impact	on	subgrouping.	This	was	evidenced	by	the	data	
that	whereas	the	subgroups	worked	hard	in	co-operating	with	
the	leader,	they	also	got	very	tired,	as	is	to	be	expected	if	the	
exploratory	drive	is	inhibited.	

System-as-a-Whole (a.k.a.	 the	 group-as-a-whole,	 or	 group	
system)
Driving forces
	 The	 group system	 kept	 excellent	 time	 boundaries.	 The	
group-as-a-whole	has	good	problem-solving	skills.	It	managed	
the	 decision	 making	 exercise	 of	 choosing	 time	 for	 lunch	
within	 25	 minutes.	 The	 group system	 initiated	 a	 change	 in	
the	subgrouping	protocol,	when	it	recognized	that	the	method	
was	 becoming	 redundant.	 The	 problem	 of	 what	 change	 to	
make	was	solved	by	 leaving	 the	decision	up	 to	an	 individual	
member	to	decide.	The	group system	solved	their	own	problem	
of	readiness	for	change	in	using	the	SCT	protocols	when	they	
were	 introduced,	 by	 electing	 appropriate	members	 to	 do	 the	
work	of	implementing	them.	
	 It	was	a	significant	driving	force	that	the	members	elected	
by	 the	group system	were	 the	members	who	would	 be	most	
likely	to	profit	from	the	training.	The	elected	members	appeared	
to	 get	 person system	 experiential	 insight,	 particularly	 in	 the	
case	of	 the	 important	exploration	of	how	to	become	centered	
in	the	authority	of	the	self,	free	from	the	role	of	compliance	or	

defiance	with	 the	 leader.	Appropriately	delegating	 individual	
members	to	do	the	group’s	work	appeared	functional.	
	 The	 system-as-a-whole responded	 with	 interest	 and	
involvement	 in	 recognizing	 the	 role	 inductions	 in	 posture,	
and	worked	member	to	member	when	giving	feedback.	Group	
feedback	 was	 typically	 attuned,	 non-judgmental	 as	 well	 as	
reality	oriented.	The	group	system	has	a	high	potential	for	reality	
testing,	when	the	reality	that	is	to	be	tested	is	appropriate	to	the	
phase	of	development	in	the	group.	The	group	communication	
pattern	is	supportive,	very	low	on	contention,	sarcasm,	sadism	
and	aggression.

Restraining forces
	 The	group	is	fixated	in	the	flight	phase	which	inhibits	the	
development	of	its	high	potential.	
	
Leader System
	 The	leader introduced	concepts	and	experiences	judged	to	
be	within	 the	 readiness	 of	 the	 group	 for	 intellectual	 learning	
and	readiness	to	change.	
	 The	 person system	 experience	 within	 the	 leader system	
was	one	of	empathy,	experiential	attunement	and	support	from,	
and	 to,	 the	group system,	 the	 subgroup systems,	 the	member 
systems	 and	 high	 on	 empathy	 for	 the	 person systems.	 The	
restraining	force	was	pace,	and	the	amount	of	new	information	
which	(judging	by	the	group system	fatigue)	was	insufficiently	
attuned	to	full	readiness.	(It	takes	a	village	to	raise	a	child,	it	
takes	 a	 group	 to	 raise	 a	 leader!)	 Separation	 from	 the	 group 
system-as-a-whole,	 the	 subgroups,	 the	 members and	 person 
systems	 was,	 as	 some	members	 of	 the	 group	 experienced	 in	
the	subgrouping	exercise,	painful	for	the	person system	of	the	
leader.	 However,	 the	 feeling	 of	 the	 group’s	 good	work	 was	
rewarding	for	the	leader	(and	hopefully	for	the	members	too!).	
	 It	is	probable	that	the	training	day	resulted	in	a	cursory,	but	
perhaps	 meaningful,	 overview	 of	 systems-centered methods	
and	theory.	

revisitinG the isomorphy anD 
hierarchy oF LivinG human 
systems
Isomorphy
	 Von	Bertalanffy	(1968)	defined	isomorphy	by	stating	that	
systems	 in	 a	 defined	 hierarchy	 are	 similar	 in	 structure	 and	
function.	What	practical	advantage	does	knowing	that	have	on	
the	practice	of	group	psychotherapy?	
	 Well,	 one	 answer	 is:	 what	 would	 it	 mean	 to	 group	
psychotherapists	 if	every	time	they	made	an	intervention	that	
moved	 the	 group	 towards	 its	 goals,	 that	 same	 intervention	
would	influence	every	system	in	the	hierarchy	to	move	towards	
their	goals?	
	 A	 good	 example	 is	 how	 SCT	 therapists	 intervene	 in	
communication	styles.	When	members	of	an	SCT	 	group	are	
vague	and	ambiguous,	SCT	therapists	intervene	and	encourage	



them	to	be	specific	so	that	others	will	understand	what	is	being	
said.	When	members	redundantly	say	the	same	thing	over	and	
over	again	in	a	smokescreen	of	words,	SCT	therapists	intervene	
and	encourage	them	to	get	to	the	bottom	line	and	be	succinct.	
When	members	pre-empt	another’s	ideas	with	a	contradictory	
“yes….but,”	SCT	therapists	intervene	and	encourage	members	
to	 decode	 the	 “yes	…	 but”	 by	 finding	 a	 similarity	 with	 the	
other’s	 communication	before	 they	 introduce	 their	difference	
(Simon	&	Agazarian,	1967).
	 When	 these	 three	 changes	 are	 incorporated	 into	 the	
communication	 process,	 several	 things	 happen.	 People	
understand	 themselves	and	others	better.	The	communication	
climate	 becomes	 less	 frustrating.	 A	 language	 develops	 that	
contributes	to	problem	solving	and	goal	orientation.	And	most	
of	 all,	 the	 communication	 climate	 becomes	 more	 rewarding	
and	so	does	work	in	the	group.	
	 Further	 up	 the	 hierarchy,	 there	 is	 the	 same	 impact.	
Telephone	calls,	memos,	letters,	have	a	better	chance	of	getting	
the	message	 across.	 From	 a	 systems	 point	 of	 view,	 reducing	
ambiguity,	 redundancy	 and	 contradictions	 reduces	 entropic	
“noise”	 within	 the	 communication	 vectors,	 therefore	 system	
boundaries	 are	more	 likely	 to	 be	 appropriately	 permeable	 to	
the	information,	and	the	communications	will	be	less	likely	to	
import	noise	into	the	system.
	 This	 apparently	 simple	 intervention	 owes	 its	 potency	 to	
the	work	of	Shannon	and	Weaver	 (1964)	who	 identified	 that	
ambiguity	and	redundancy	serve	as	noise	in	the	communication	
channel	 and	 are	 entropic	 to	 the	 transfer	of	 information.	 (Just	
like	the	noise	of	static	on	a	cell	phone	makes	it	hard	to	get	the	
message!)	Shannon	and	Weaver’s	postulate	was	that	there	is	an	
inverse	relationship	between	entropic	noise	in	the	channel	and	
the	 probability	 that	 the	 information	 contained	 in	 the	 channel	
will	 be	 transferred.	 And	 although	 theirs’	 was	 the	 field	 of	
mathematics,	their	ideas	transposed	well	for	us	into	the	field	of	
communication. 

Hierarchy
	 For	 systems	 thinkers,	 it	 is	 sometimes	 more	 useful	 to	
translate	 ideas	 from	 the	 impersonal	 fields	 of	 physics	 and	
mathematics	 and	 group	 dynamics	 first,	 before	 re-translating	
systems	 ideas	 into	 psychodynamics.	 Keeping	 the	 idea	
constantly	in	mind	that	all	systems	exist	in	a	hierarchy	can	be	a	
challenge	when	we	tend	to	see	individual	people	rather	than	a	
group.	Perhaps	using	the	picture	of	a	Russian	nesting	doll	may	
be	useful	in	understanding	that	what	looks	like	an	individual	is	
rather	a	whole	hierarchy.
	 Seeing	ourselves	as	solitary	individuals	leads	us	to	believe	
that	 we	 stand	 alone.	 This	 orientation	 all	 too	 easily	 leads	 us	
into	taking	ourselves	and	the	world	personally.	When	we	take	
things	 personally,	 there	 is	 no	 other	 world.	We	 become	 self-
centered.		
	 We	 have	 mentioned	 in	 other	 articles	 that	 there	 is	 an	
important	 difference	 between	 recognizing	 the	 difference	
between	 being	 self-centered	 in	 a	 self-centered	 system,	 and	
being	self-centered	in	a	systems-centered	system.	

	 In	the	first,	we	are	alone.	In	the	second,	we	are	not.	In	the	
second,	 we	 have	 the	 opportunity	 of	 experiencing	 ourselves	
in	 many	 different	 ways	 according	 to	 the	 different	 contexts	
that	 we	 become	 aware	 of.	 We	 are	 a	 person,	 contributing	
to	 the	 development	 of	 ourselves,	 we	 are	 a	 group	 member	
contributing	to	the	development	of	the	group,	we	are	a	member	
of	a	subgroup,	contributing	to	discovering	similarities	between	
ourselves	and	others,	we	are	a	member	of	a	group-as-a-whole,	
developing	 the	 norms	 of	 the	 group-as-a-whole	 which	 in	
turn	 will	 determine	 how	 the	 group	 will	 influence	 us	 to	 stay	
within	 those	 norms.	 Living	 systems-centered,	 we	 live	 in	 a	
kaleidoscope	of	shifting	experiences	and	 impressions	 that	we	
are	challenged	to	integrate.	If	we	think	of	ourselves	as	unique,	
we	will	never	understand	 this.	 It	 is	 like	 looking	at	a	Russian	
nesting	 doll	 and	 thinking	 that	 we	 are	 seeing	 just	 a	 single	
doll!	

	 The	doll	above	does	not	signal	that	it	contains	a	hierarchy	
of	 isomorphic	 dolls.	 It	 requires	 knowing	 that	 it	 does.	 Once	
we	 see	 the	 dolls	 as	 a	 series	 of	 inter-connected	 systems,	 our	
perception	changes!	

References:
Bertalanffy,	L.	von	(1968).	General system theory: 
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York,	NY:	George	Braziller.
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USE OF THE SCT® TRADEMARK
Only	licensed	practitioners	of	SCT	can	call	themselves	

Systems-Centered anything!
Anyone	who	wants	to	use	SCT	materials	or	the	terms	SCT 
or	Systems-Centered,	and	who	is	not	licensed,	must	apply	
for	a	Project	License	by	contacting	the	trademark	holders,	
Yvonne	Agazarian	or	Susan	Gantt	(in	SCTRI	Director	role).



Page 6 Fall 2012 - Systems-Centered News

expLorinG the Dynamics oF 
mistakes
	 In	 the	March	2012	Theory	Group	meeting	on	 the	bridge	
line,	 the	 group	 experienced	 the	 consequences	 of	 the	 leader	
being	 25	minutes	 late	 and	 entering	 the	 process	 in	 frustration	
and	 person system	 dynamics.	 While	 I,	 (the	 leader)	 was	
absent,	 the	 group	 had	 set-up	 a	 task	 and	 process	 leader	 and	
were	working	on	 theory.	 In	my	 frustration	and	personalizing	
dynamics,	 I	 lost	 the	 context	 of	 the	 group,	 interrupted,	 took	
over,	did	not	respect	the	group	structure,	and	praised	one	of	the	
members,	 thus	 setting	 him	up	 for	 scapegoating.	The	 group’s	
primitive	rage	was	aroused,	which	went	underground	with	the	
familiar	signal	of	going	“dead	in	the	water.”		It	was	not	until	
the	end	of	the	session	that	some	of	the	authority	issue	surfaced	
and	was	worked.
	 	In	the	next	meeting	in	April,	we	returned	to	this	experience	
and	translated	it	into	theory.	The	focus	was	on	understanding	
the	group	dynamics	that	are	aroused	when	the	leader	violates	
group	structure.	The	first	explorations	were	around	the	person 
system	 dynamics,	 the	 jealousy	 aroused	 at	 the	 leader	 praising	
one	member,	 and	 the	 impact	of	 the	arousal	of	primitive	 rage	
and	frustration	at	 the	 leader’s	behavior.	The	next	step	was	 to	
look	at	which	boundaries	had	been	broken,	and	the	predictable	
arousal	 of	 the	Authority Issue	 whenever	 there	 is	 a	 boundary	
break	 (also	 understood	 as	 a	 violation	 of	 group	 norms).	 The	
more	primitive	 the	 rage	arousal,	 the	 less	able	 the	group	 is	 to	
maintain	functional	subgrouping,	and	the	greater	the	arousal	of	
the	impulse	to	scapegoat,	 thus	creating	an	implicit	climate	of	
danger.		
	 This	discussion	was	followed	by	an	understanding	of	the	
person system	 experience	 of	 fear	 in	 groups	 and	 of	 groups,	
and	 an	 acknowledgement	 of	 the	 chaotic	 undertow	 when	 the	
Authority	Issue	goes	underground.
	 The	next	step	was	to	discuss	the	members’	(and	leader’s)	
experience	 of	 great	 fear	 in	 the	 early	 days	 of	 taking	 on	
leadership,	respect	for	the	destructive	potential	in	groups,	and	a	
recognition	that	functional	subgrouping	is	designed	to	contain	
the	 destructiveness	 and	 solve	 difficulties	 in	 the	 dynamics	 of	
groups.
	 The	 group	 then	 discussed	 the	 difference	 between	 the	
Freudian	 interpretation	 of	 the	 opposing	 vectors	 of	 Eros	 and	
Thanatos	(the	life	and	death	instincts)	and	Pat	de	Mare’s	theory	
that	the	opposite	of	the	life	instinct	(or	as	SCT	would	say,	the	
exploratory	drive),	 is	not	 the	death	 instinct,	but	 frustration	at	
reality	(Eros	and	Ananke).	
	 The	 group	 ended	 with	 a	 discussion	 of	 SCT’s	 resolution	
in	response	 to	frustrating	realities.	First,	members	experience	
fully	 their	 aggressive	 response	 to	 frustration.	 This	 remedial	
exploration	 of	 rage,	 hate	 and	 sadism,	 leads	 to	 grief	 at	 the	
realities	of	the	world,	and	in	that	grief,	coming	to	the	existential	
understanding	 of	 the	 way	 the	 world	 is	 in	 the	 reality	 of	 our	
current	 state	 of	 civilization,	 and	 how	 we	 can	 be	 proactive	
in	 vectoring	 our	 energy	 towards	 appropriate	 and	 achievable	
goals	for	ourselves	and	the	world.		And,	that	SCT’s	functional	

subgrouping	is	one	of	the	dynamics	that	vector	towards	these	
goals.
	 This	Theory	Group	meets	once	a	month	on	the	bridge	and	
tapes	of	the	sessions	are	available	to	its	members.	If	you	would	
like	to	listen	to	this	tape,	E-mail	me	at	Agazarian@aol.com	and	
I	will	send	you	the	link.

FunctionaL sunGroupinG:  
an important system 
cLariFication
	 Functional	subgrouping	is	the	systems-centered	conflict	
resolution	technique.	There	are	two	protocols	for	functional	
subgrouping	–	one	belongs	to	the	Authority	Phase	of	group	
development	and	the	other	belongs	to	the	Intimacy	Phase	of	
development.	Please	don’t	get	them	confused!	And	then	there	
is	a	third	form	of	Implicit	functional	subgrouping	in	the	Work	
Phase	which	may	be	new	to	some	of	you!	

The Authority Phase
	 Functional	subgrouping	in	the	Authority	phase	is	designed	
to	have	people	listen	to	each	other	and	build	on	each	other	rather	
than	change	the	subject.	This	is	the	protocol	in	the	Foundation	
Manual	and	is	what	many	call	the	“old”	or	“original”	method	
of	 subgrouping.	 It	 is	designed	 to	have	members:	1.	Listen	 to	
what	the	speaker	said;	2.	Reflect	it;	3.	Turn	to	the	group	and;	
4.	Build	on	it;	and,	5.	then	say	“Anyone	else?”
	 This	is	the	SCT	method	of	Functional	Subgrouping	which	
was	 originally	 developed	 to	 put	 into	 practice	 the	 assumption	
that	 the	 discrimination	 and	 integration	 of	 differences	 is	 both	
a	 necessary	 and	 a	 sufficient	 condition	 for	 the	 survival,	
development	and	transformation	of	all	 living	human	systems.	
The	result	is	that	“curing,”	“ignoring,”	or	“attacking”	differences	
violates	the	norms	of	SCT	groups.

The Intimacy Phase
	 Functional	subgrouping	in	the	Intimacy	phase	is	designed	
to	 contribute	 to	 the	 process	 of	 separation-individuation.	This	
is	the	protocol	in	the	Trainers’	Manual.	It	is	designed	to	have	
members:	 1.	 Reflect	 the	 heart	 of	 the	 speaker’s	 message;	 2.	
Experience	 the	 empathic	 connection;	 3.	 Separate;	 4.	 Notice	
the	 experience	 of	 separating;	 5.	 Center	 into	 themselves;	 6.	
Experience	 themselves;	7.	Discover	what	 they	want	 to	share;	
8.	Share	with	the	group,	and,	then,	as	they	say	“Anyone	else?”	
9.	Notice	their	desire	to	be	joined.
	 This	deepens	the	experience	of	separation	and	individuation	
and	allows	the	exploration	of	merging	and	alienation	and	the	
coming	together	and	coming	apart	necessary	in	relationships.
	 This	is	not	an	appropriate	method	for	groups	who	have	not	
developed	past	the	Authority	phase.

Implicit Subgrouping in Work Phases
	 There	is	a	third	form	of	subgrouping,	which	not	everybody	
recognizes,	 which	 occurs	 when	 there	 is	 no	 conflict	 in	 the	
group.	When	there	is	no	conflict	in	the	group,	there	is	no	need	
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to	 subgroup	 explicitly	 in	 order	 to	 explore	 and	 integrate	 the	
different	sides	of	group	differences.	When	there	is	no	conflict	
in	the	group,	members	work	is	directly	related	to	the	group-as-
a-whole.	When	this	occurs,	there	is	implicit	subgrouping.	
	 Implicit	 subgrouping	 follows	 the	 spirit	 of	 subgrouping	
but	 needs	 no	 protocol.	 Implicit	 subgrouping	 relies	 on	 the	
attunement,	 empathy,	 and	 the	 invitation	 to	 build	 on	 the	
group	 work	 that	 members	 developed	 when	 formal	 protocols	

were	used.	Group-as-a-whole	 implicit	 subgrouping	 is	 a	 good	
example	 of	 living	 the	 spirit	 of	 the	 law	without	 requiring	 the	
letter	of	the	law!	
		 For	 those	 of	 you	 who	 are	 motivated,	 a	 discussion	 and	
illustrations	 of	 these	 three	 forms	 of	 subgrouping	 would	
make	 a	 good	 column	 for	 the	 next	 newsletter	 –	E-mail	me	 at	
agazarian@aol.com.

“i hate you anD never Want to 
see you aGain.” an encounter 
With an oppositionaL pupiL anD 
What i Got From my sct traininG.

-Roelof Langman (roelof.langman@gmail.com)

“Do you know what day it is today? Our very last day at this 
school. I want to tell you that I hate this school. And I hate you 
and hope I’ll never see you again.” 
 I am stunned, time stops. Mat’s pose is relaxed, his tone is 
matter-of-fact. He looks me in the eye and he means what he 
says. His voice is steady and I see the twelve-year old boy he 
is now, as well as the man he is going to be. 
 I notice several immediate reactions inside. I want to run 
away and hide from what may become a disastrous last school 
day. I want to move past Mat to focus on more important 
things. I feel a flash of anger and want to tell him that I hate 
him, too.  
 I also notice this is a moment of truth. This is indeed the 
final day of the school year, my last opportunity for an honest 
response in our teacher-pupil relationship. And also a moment 
of truth for myself as a student and practitioner of SCT. If there 
is one thing we’ve been learning, it’s dealing with the hatred 
of authority when authority is us. If I blow it, what use has that 
training been? 
 Realizing this makes a difference. I get in touch with my 
admiration for how Mat brings his hatred into his relationship 
with me. And I notice how much I’ve grown to like him. So I 
return his eye contact and thank him for telling me this. And I 
tell him that I want him to know I do not hate him, I’ve grown 
very fond of him and will miss him. 
 Mat looks at my face for another second, shrugs, turns 
around and walks away.
 I check how this outcome is for me. I’m not proud of what 
I did, nor am I ashamed. I have not responded impulsively and 
I’ve been honest both to Mat and to myself. I’m happy that I 
told Mat that I like him. I didn’t blow it. 

SCT Training
 Looking back a few months later, I see how my SCT 
training impacted how I was with Mat in this situation, both 
personally and professionally. 
 First of all, I understood that our encounter was not just 

about Mat and me. It was an encounter in a context: Mat had an 
oppositional subgroup in a school class that had an eventful last 
school year in a school with a range of authority issues. Mat’s 
expression of his hate for the school and for me affected me 
personally and I felt the full emotional impact. Yet I realized 
his voice was a voice for his class and for the school. The 
authority he hated was mine, but not just mine. It was about 
me, but not just about me, so I could take it not just personally. 
This helped me not to be blown away. 
 Understanding our encounter in context heightened the 
stakes. In SCT training, we learn to see the contexts of our 
encounters as goal-directed systems in which we play our roles. 
At stake was the ability of these systems to voice, explore 
and resolve issues with authority. If Mat and I could do that 
in our system of two, we would do this for his subgroup, his 
class and our school. This would be a small, but important 
developmental step for the class as an emotionally supportive 
environment for the pupils and the school as an educational 
system. At this moment, the outcome of our encounter would 
clearly affect the ability of the school and the class to say a 
proper goodbye to each other.
 Understanding the context and what was at stake in this 
way helped me not to defend against what Mat brought forward 
with a righteous stance (“pupils are not supposed to talk like 
that to their teachers”). Neither did I feel the pressure to come 
up with the pedagogically correct response, instantly computed 
from the premises of a theory. I opened up to the simple reality 
that a schoolboy told me his feelings at that particular moment. 
That helped me find a simple response that came from my 
heart. As his teacher, I could acknowledge him and tell him 
how I felt for him at that particular moment. Understanding 
what happened in context helped me to connect to my emotions 
and use my common sense. 

The Authority Issue
 The biggest impact of my SCT training has been a change 
of attitude in relation to hatred, especially the hatred of 
authority in organizations. My attitude, both to my own hatred 
and to hatred in others, used to be a moral one. I saw hatred 
as the big force of disintegration in personal relationships, 
organizations and societies that needed to be tamed, and where 
necessary suppressed, to make friendship, cooperation and 
peace possible. 
 In our SCT training, we learn to see the difference between 
the exploration and the enactment of hatred. In our groups, 

ThEory, rEsEArch And ApplicATion
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we develop systems in which hatred can be explored rather 
than enacted. Based on the assumption that hatred suppressed 
and denied is acted out, we can see how that suppression and 
denial are undermining friendship, cooperation and peace. And 
hatred explored may be transformed, maybe not into love but 
into mutual acceptance of differences which is the basis of 
citizenship. Pat de Maré (1991) called this mutuality Koinonia, 
the awareness and acceptance of the fact that we inhabit a 
common world. 
 To be able to explore hatred rather than enact it, we learn 
to develop group systems that can contain mutually frustrating 
differences without falling apart. Working in subgroups is 
an essential element of this containment. Exploring our 
differences in subgroups often helps us find integrations in 
which our differences do not disappear, but find a place in 
a common structure. In that way, the basis for Koinonia is 
developed in and by the group. 
 The impact of my SCT training on my encounter with 
Mat is that I understood what we did together as forming a 
system to contain our differences and integrate them. However 
small and however briefly, we developed a container in which 
hatred could be expressed and explored rather than acted out. 
Actually, the initiative to form this system came from Mat, who 
was contained when he brought his hatred in. 
 What I could do, thanks to my training, was to accept his 
offer by being contained myself, acknowledge and accept what 
he said, then successfully build with a communication that 
had an emotional intensity similar to his yet was noticeably 
different. Mat accepted it looking at my face for another second 
and taking in what I said. Then he completed the meeting by 
shrugging and walking away. We were able to be in the same 
class the rest of the day without a sense of unfinished business. 
So our container had worked. 

Goodbye 
 That evening, the class presented their musical to their 
families, school teachers and directors. After the applause had 
died down and the last speech was finished, children came by 
in small groups for a personal goodbye. Mat too. 
 “Master Roelof,” he said, “I’ll show you how to say 
goodbye.” He involved me in an elaborate ritual, which 
contained placing fists together, handshakes and a strong bear 
hug. I wasn’t a very good pupil, I think we went through the 
ritual seven times before I finally got it. I still remember his 
bear hugs, so strong that they were almost uncomfortable. 
 We parted laughing. 
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WorkinG With the criticaL 
voices in a traininG event: usinG 
DiFFerences as resources For 
the Group

-Sally Kleyn (sally.kleyn@ companycoach.co.uk)
Introduction
 This article describes an experience of working with 
a group of senior leaders in a corporate context in which 
differences threatened to split the group and destroy the event. 
The learning that resulted from finding a creative way to 
use SCT theory to inform leadership interventions has been 
invaluable.

Context
 The client was the UK division of a global insurance 
company, whose parent company in the U.S. had been severely 
impacted by the financial crisis. The managing director 
realized that this was a critical time for the organization and 
that leadership was needed at all levels as they began the 
process of recovery.
 Our organization: (an external training and development 
company) won the contract to deliver leadership development 
programs at three levels. We developed three programs that 
were designed to run in parallel:    

* Leading from the Top - for senior managers who 
were responsible for leading regional and/or  
functional operations or people who reported directly to 
the Executive committee.

* Leading from the Middle - for middle managers who 
were responsible for managing large teams, projects or 
specialist functions. 

* Leading from the Start - for new managers who had 
recently joined the organization or were taking on their 
first people management role.

 Each program consisted of three 2-day modules, with each 
module taking place every 4 weeks. There were approximately 
21 people in each cohort and the programs were led by 2 
trainers. If the programs were successful, the plan was to 
continue running them until the entire management population 
had received this training, a process that would take 2 – 3 years 
 To generate enthusiasm for the program and encourage 
people to attend, the learning and development department 
created a big internal marketing campaign including posters, 
podcasts and a dedicated intranet site. This campaign culminated 
in a large launch event, attended by managers across the 
company, where we introduced the programs. Several of 
the company’s executives spoke about the importance of 
leadership and why this program was so important, and we had 
a presentation by a group of actors to help illustrate aspects 
of leadership that we were going to explore further during 
the programs. The launch event was well received and people 
began signing up for the first programs.
 The HR Sponsor and Managing Director hand-selected 
participants for the first cohort of “Leading from the Top” from 
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across different departments and divisions. They chose people 
who were influential, outspoken and “kingpins” whose opinion 
would be listened to and valued in the organization

Goals
  The explicit goal of the first program, in addition to 
delivering the content, was to set the scene, engage people 
in the topic of leadership and create a successful learning 
experience. The implicit goal was to encourage the participants 
to go back and spread the word that these are worthwhile 
programs. In other words, it was seen as very important for the 
first “Tops” program to be a success. Although there is always 
pressure at the beginning of a training course, with such a large 
build-up and so much riding on this one event, we felt the 
pressure even more acutely than normal.  

Role
 I had been a member of the design team for these programs 
and was co-facilitator for the Leading from the Top programs. 
I am the only person in this training company who is trained in 
SCT theory and methods.  

Part 1 – The Story 
 The program got off to a subdued start. The Managing 
Director stopped by to say hello to everyone and add his 
personal endorsement of this initiative. The participants were 
polite towards us and participated in all the exercises and 
discussions. However, I had the sense that this politeness had 
more to do with the flight phase of development and less to do 
with people’s true responses to their experience. Although we 
attempted to solicit feedback, very little specific information 
was coming through. To make it safer for them to let us know 
what was really going on, we invited them to use “post-it” 
notes to tell us what they appreciated about the day and what 
they’d like to be different. They stuck their “post-its” on a flip 
chart as they left the room at the end of the first day.
 What they appreciated: Good pace; time to think; 
investment in my development; chance to build my skills; 
chance to change the organization; practical tips; looking 
forward to rest of program.
 What they wanted to be different: Disappointed; too 

simplistic; expected trainers to tell us what leadership style is 
best; discussions had no conclusions; too theoretical; too slow; 
trainers were weak; waste of time.
 Our hearts sank when we read some of these. It really 
was our worst nightmare and I felt flooded with anxiety as I 
predicted the demise of the entire series of programs and it 
would be MY FAULT. To make matters worse, I received a 
phone call on the way home from our sponsor saying that the 
“word on the street” was that the program was not going well.   
 We had one evening to make sense of the situation and 
decide what to do next to save the program.

Part 2 – What We Did
 My negative predictions were becoming more and more 
extreme and that made it impossible to plan what to do next. 
I decided to ask for a consultation and contacted Susan Gantt. 
The consultation helped me to center, undo my anxiety, 
separate facts from feelings and think about how to take up my 
co-leadership role in support of the goals of the context.  
 My co-facilitator and I met early the next morning to 
formulate a plan and develop goals: 

*  to use what was happening as a laboratory for learning;
* to model a way to handle criticism and difference;
* to provide a structure for getting feedback into the 

boundaries of the course;
* to help the group hear all the themes and recognize that 

the “negative” points were not the whole picture; 
* to help participants realize that nothing is wrong, these 

are pieces of information that have value.
  Before the group members arrived, we clustered the 
feedback into similar themes and gave each one a name. We 
created a flip chart of circles, with each circle containing a 
feedback theme, which looked something the diagram below.
 As the group settled, we stood up, with nothing in our 
hands. The group were seated at tables with 5-6 people at each 
table. We thanked everyone for their feedback and said that we 
wanted to take some time out to respond.  We said:
 “We introduced a new course and new methods of working 
yesterday and these are the different responses. We could call 
these subgroups existing within our larger group.” 
  Then we were silent and allowed the group to look at 



Page 10 Fall 2012 - Systems-Centered News

the flip chart and read each circle. This was the moment 
when a palpable shift occurred in the room. Some people 
laughed. Some were astonished and looked around the room 
in amazement. Some produced an audible sigh of relief. Some 
relaxed the tension in their shoulders. Generally, the feeling 
in the room was lighter and more energetic. We asked if there 
were any other subgroups in the room that didn’t appear on 
the flip chart. We learned that there was a new subgroup who 
really liked the fact that we were being so open and transparent 
about the feedback. 
 Our intention was to attune to the group, to normalize the 
experience of differences, to help them to see their responses 
in the context of the whole group - that their experience wasn’t 
the whole picture and to assure them that all voices would be 
heard.  We said:
  “As this is the first course and you’ve come from different 
parts of the business, is it surprising to see such a range of 
different needs and expectations? We believe that each of 
these subgroups holds important information for our group 
and each is a potential resource that could help us accomplish 
our goal, which is to create a positive learning environment for 
everyone.  Let’s look at some of these and explore how we can 
use the information.” 
 We held the SCT structure of allowing only one subgroup 
to work at a time and went with the energy in the room. We 
asked, “Which subgroup wants to begin?” The group discovered 
the act of having their voices acknowledged had turned their 
dissatisfaction into satisfaction. In other words, there was now 
a large “satisfied” subgroup and a large “curious” subgroup.  
However, the “too slow” subgroup still had energy and wanted 
to work. We encouraged the members of that subgroup to 
talk together and identify the resource they were holding for 
the group and for ideas of how they could contribute to the 
group goal. In a very short time, they concluded that the most 
important contribution they could make to the group was 
to notice when discussions became redundant or rambling. 
They contracted with the group that when they noticed this 
happening, they could ask the group to put a time boundary 
on the discussion. We got the whole group’s agreement to this 
new norm.  
 We didn’t teach subgrouping as we do in an SCT training 
group (i.e., saying “anybody else?” and checking that a join 
really was a join). We said “Which subgroup wants to begin?” 
and continued to encourage the participants in the “too slow” 
subgroup to talk together and asked the rest not to interrupt 
them or join in while they were doing this work.     
 We were also clear about some of the changes we were 
prepared to make in our role as leaders and the ones we were 
not, i.e., there was a subgroup that wanted us to be more 
directive and tell the group the “right answer” about what 
leadership style was best. We said that one of our goals was to 
create a learning space where participants could explore and 
come up with their own answer about what leadership looks 
like in their specific contexts. We reminded them that every 
new group wants this of their leaders. However, we agreed 
that we would be more transparent about why we were doing 
certain activities and how each activity linked to leadership 

development.  
 The process of creating a structure for the group to identify 
the different subgroups is informed by the SCT method 
of functional subgrouping (Agazarian, 1997). By adapting 
functional subgrouping to fit into a corporate training event, 
it provided a transparent structure to discriminate and then 
integrate differences, thus allowing the group to develop. 
Additionally, in this context, it kept the feedback within 
the boundaries of the training event rather than leaking into 
gossip outside the course boundaries. The use of functional 
subgrouping also avoided the natural splitting that occurs with 
differences, and it helped the positive subgroups to claim their 
feedback.  

Part 3
 There is a final part of this case that had a significant 
positive impact. A large part of the leadership program related 
to the changes that were happening in the organization. We 
wanted to expand the group’s learning in relation to their 
leadership roles back at work. We reminded the group that 
the subgroups we had just explored were a normal response 
to something new and different. We invited the group to think 
about some of the changes they were trying to introduce into 
their own work groups and the different responses they were 
getting from their teams. We asked if any of the subgroups on 
our flip chart seemed familiar. Several group members smiled 
and acknowledged that many of these subgroups existed in 
their teams. 
 We invited the group to do the following exercise: 
1) Identify a specific context involving change and/or the 
introduction of something new that they were trying to achieve 
back at work; 
2) Name each subgroup;
3) Identify the potential resource in the subgroup; and 
4) Identify some next steps for harnessing the resource. 
  During this exercise, there were quite a few “ah ha” 
moments. Participants admitted that they have been avoiding 
critical subgroups, thinking of them as a problem to be fixed 
or eliminated, rather than recognizing them as resources to be 
used. 

Postscript
 It is now two and a half years since that first Tops program. 
The whole leadership program did continue and although we 
have now trained all the senior leaders, the Middle and Start 
programs are still running.   
 It is our hope that if faced with critical voices in a planned 
training event, these steps will help trainers and groups work 
through the differences, find the resources, and contribute to a 
positive outcome.
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sysTEms-cEnTErEd® TrAining progrAm
sct traininG overvieW
 There is a wide variety of training opportunities at the four 
levels of training described below, as well as specialty training 
with SAVI (a communications model) and with SCT applied to 
couples and organizations.
 Systems-centered training combines group work practicum 
(where you learn by working as a member of a group), and 
theoretical and technical training. You can learn about SCT by 
attending training events at the level that matches your interest 
and resources, i.e., time, energy and money. These training 
tracks range from exploring SCT to making a commitment to 
formal training. The approach to training is functional with less 
emphasis on “checking off” certain experiences and more on 
mastering the theory, methods, and techniques at each level of 
training.

Levels of SCT Training: Exploration, Foundation Training, 
Intermediate Training, and Advanced Training.

Exploring SCT: For Curious People
 In exploring SCT you can attend foundation or specialized 
training events once or as many times as you find useful. Some 
find the training group 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 participation, you are your own guide, sipping or drinking 
deeply as your interests and resources permit.

Foundation Training: For Learning SCT
 Some people discover enough value in SCT theory and 
practice to consider making SCT a primary orientation to their 
work. The Foundation training emphasizes learning to use SCT 
methods with one’s self and gaining the personal development 
and training that comes from working in an ongoing training 
group with sufficient intensity to explore and contain one’s own 
issues with authority. At a minimum, a training group and some 
work with theory are foundations to further work in SCT. 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
 Intermediate training is for those interested in using SCT 
as their major theoretical orientation and work toward the goal 
of becoming a licensed systems-centered practitioner. Members 
apply for Intermediate training experience after having learned 
to use SCT as a training group member, to understand basic 
SCT theory, and to understand and contain the dynamics of 
their own authority issue. The Intermediate level of training 

introduces more focus on theory, on the technical skills of SCT, 
on managing role boundaries, and on containing the dynamics 
of a system. Intermediate training includes the Intermediate 
Skills Training, the Intermediate Mentor Training, and the 
Authority Issue Group. The Skills Training focuses on the 
technical skills of defense modification in Modules I and II. 
The Intermediate Mentor Training focuses on the management 
of oneself in relation to changing roles and contexts. The 
Authority Issue Group is a training group working the issues of 
Module III in depth. At the Intermediate level, participants also 
work in a Theory group and in an ongoing Consultation group 
in addition to their ongoing training group.

Advanced Training
 Advanced training activities emphasize integrating 
comprehensive and apprehensive knowledge in role, and 
related to goal and context in application settings. One major 
advanced training track is working as a member of a peer 
licensing group to build a working group, develop criteria 
for assessment, and implement a peer assessment process. 
Joining the Board of Directors is another context for advanced 
training. An advanced training track is also offered at the 
Annual Conference for post-Authority Issue Group members 
and a special advanced training group is offered each summer. 
Advanced members also work with mentors to develop training 
opportunities.

 Advanced training groups are also offered at the Annual 
Conference. 

MARK YOUR CALENDARS FOR 
CONFERENCE 2013!

“Freeing Energy for Change”
Philadelphia

Pre-Conference Weekend Institute: 
April	13-14

5-Day Conference:
April	15-19

Register	online	&	save	with	early	registration	
rates	through	February	28.

Conference	details	&	full	program	
available	now	on	the	website	at
	www.systemscentered.com
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Questions about the traininG 
pathWays to increase skiLL in 
sct?  
 First stop – check out the curriculum guide at www.
systemscentered.com. Click the “Training” link at the top 
of the home page, and then the link to “The SCT Training 
Curriculum” in the left hand navigation bar.
 The curriculum page provides an overview of the training 
program as well as detailed descriptions of the training levels:

• Exploration – Exploring SCT 
•  Foundation training – Learning SCT 
•  Intermediate training – Applying SCT
•  Advanced training – Putting SCT theory, methods and 

techniques together in practice 
 We encourage you to consult this resource in preparation 
for attending the Annual Conference so you can better 
understand the criteria regarding any institute or workshop 

offering you are interested in. Below is a sampling copied 
directly from our website:

 Moving through training levels:
 “Movement through training levels is based on meeting 
the basic criteria and outcome goals of each level of training. 
“Readiness” to take the next steps is determined by self-
assessment, consultation with trainers, mentors and peers 
to see where one has met the goals and where one needs more 
work. Moving through any training pathway in SCT is paced 
by each individual’s time, energy and resources, and by the 
development of skills appropriate to each training level.” 
 We welcome feedback about the accessibility and 
usefulness of the website information about the curriculum.

-The Curriculum Development Group
Claudia Byram (claudia.byram@verizon.net)

Dorothy Gibbons (dorothygibbons2@yahoo.com)
Irene McHenry (irene@friendscouncil.org) 

Madeline O’Carroll (madmoc1@gmail.com)
Alida Zweidler-McKay (zmcounsulting@mac.com)

progrAm noTEs

scT in AcTion

the orGanizationaL sct 
conFerence in stockhoLm, 
auGust 2012:  
a retrospective WaLk From an 
iDea to its reaLization

Erika Ekedal (erika.ekedal@gmail.com)
Katarina Billman (katarina@billmanengquist.se)

Rowena Davis (rowenadavis@btinternet.com)
Peter Kunneman (pkman@concepts.nl)

Fran Carter (carter2229@aol.com)
Eva Bergquist (eb@live.se)

Kathy Lum (admin@systemscentered.com)
Jan Vadell (jan@systemscentered.com)

 In the last days of August 2012, Stockholm was the 
scene for the very first Organizational SCT Conference. The 
Conference took three years from initial idea to successful 
outcome. The organizing team was built as a system with 
several subsystems, using Systems-centered methods to set 
goals and discriminate and integrate their differences. So the 
organization of the Organizational Conference was in itself an 
interesting experience with the application of SCT methods 

and techniques. In this article, the story of the Conference is 
told in the voices of the participants in this endeavor.

Katarina Billman and Erika Ekedal, Conference Co-Directors: 
 “In Sweden SCT has attracted a lot of people in various 
training programs since the early 2000s, and a network has 
been rapidly growing. Many of these people are consultants and 
many of the trainings have had an Organizational Development 
slant, so the energy to spread SCT into organizations and 
companies is strong.  Annual 3-4 day workshops have been 
held in Stockholm for many years. In 2009, the Svenska SCT 
föreningen was formed, making joint economical transactions 
possible and laying a base for building various training events. 
 “The actual decision to go for a larger Conference was 
made in January 2009, in a meeting in Stockholm initiated 
by Susan Gantt, the director of SCTRI. Here, we explored the 
energy to go for an organizational Conference in Stockholm. 
After that meeting, a small Planning Group formed that 
met regularly on the phone to build a system that supported 
developing our vision for the Conference.  
 “The Planning Group started formulating the vision: “To 
spread SCT in the world of Organizational Development by 
contributing to its use for organizational development and 
transformation.”  We inked it down in a document, together 
with the Conference goals, the target participant groups, the 



Fall 2012 - Systems-Centered News Page 13

strategy for Conference realization and the roles to fill. It was 
intended to be a living document and was put to practical use 
many times, as a reminder of decisions and intentions and as 
introduction for new members.” 

The Program Group was formed after the formulation of 
the vision in the fall of 2010 and developed the Conference 
program. 
Rowena Davis:
 “Our job was to invite proposals for workshops and 
organize these into a schedule for the three days, so the 
vision could be put into practice. We worked intensely over 
summer 2011, to- and fro-ing with workshop presenters and 
with each other, to be sure we had a range of applications 
of SCT, organizational contexts and skills training to appeal 
to the different participants we were hoping to attract. We 
then presented our suggested program to the Conference 
Co-Directors who worked with the SCTRI Steering Group and 
relayed their comments to us.  
 “We developed a good working climate in our group and 
between our group and the other groups e.g. the Planning 
Group and the Conference Co-Directors. This helped us 
manage our anxiety and frustration as we developed and to 
have fun too. We were very satisfied to be part of the process 
and to see it come together as a whole in Stockholm!”

Once the program was completed, the Promotion Group started 
its work.
 Peter Kunneman:
 “The goal of the Promotion Group in October 2011: get 
150 paying participants before July 2012. Six members from 
Sweden, the Netherlands, Germany and the USA made a plan: 
to break down the target group into countries and backgrounds. 
Develop the best flyer that points to the best website. Start 
a cascade in the OD SCT community that gives identified 
members the task of attracting people from their own networks 
to attend the Conference. We had frequent interaction with the 
wider context of the Conference and SCTRI, embodied by the 
Conference directors and the Web Group. 
 “Website and flyer were designed during the Xmas-New 
Year period. Some of the Promotion Group members did not 
notice the New Year coming.  A cascade was started by asking 
SCTRI members to invite people from their own networks 
to participate in the Conference. We managed to complete 
website and flyer, but had a hard time getting the cascade to 
flow. Together with the Conference Co-Directors we explored 
frustration about the decision-making process in the whole 
Conference system. 
 “Then reality came in: lots of participants from Sweden. 
The Conference site in Stockholm set a new boundary for our 
participant goal: a maximum of 120 participants may be in the 
building at the same time for safety reasons. The goal of 120 
paying participants was realized almost three months before 
the Conference started. Our job was done and we started to 
look forward to the Conference in August.” 

The team of SCT trainers prepared for early morning training 
groups. 
Fran Carter:
 “The morning training groups were led by pairings of 
US and European Licensed Practitioners who in each system 
had expertise as trainers and expertise as Organizational 
Consultants. The group formed itself and worked as a whole 
to develop a short curriculum for this new context - a three 
morning structure with an orientation to the organizational 
context. It was the first time a group of trainers came together 
to do this kind of project. From the registration information, the 
group decided to offer two levels - Foundations of SCT, and an 
Intermediate Level. The Intermediate level goal was to explore 
the restraining forces that interfered with taking up one’s role 
in the service of the goals of the organizational context. The 
Foundations groups explored Functional Subgrouping - linking 
it to the decision making process; the Explain/Explore Fork in 
the Road linked to Emotional Intelligence; and  Role - Goal- 
and Context, while learning to build a “learning system” in the 
here-and-now.  Trainers as always, worked with the “learning 
system” group development and reduced restraining forces as 
they emerged in the group. It was a productive and exciting 
next step.”

The Conference would not be complete without social events.  
Eva Bergquist:
 “The goal for our group was a very pleasant one: Arrange 
a couple of great social events during the Conference, and have 
fun doing it!
 “We had different areas of responsibility and held tele-
conferences to touch base and to coach each other. On about 
half these meetings, one of the Conference co-directors came 
in and helped to set boundaries and point us back to reasonable 
ideas. Some things we needed to do long before the Conference 
started, such as booking a boat, a restaurant and a band. Many 
other things were managed in a combination of last-minute 
efficiency and almost-panic improvisation, with a natural 
culmination during the Conference week. During our work we 
did not have an appointed leader, even though one member 
took most of that role easily – and all members agreed. We 
used functional subgrouping-style communication, and noticed 
and mentioned old roles that came into play.
 “Among the few restraining forces were that we 
occasionally had an overlap in responsibility which resulted 
in ambiguity with regard to restaurant/boat, etc. One member 
withdrew from the group, and a few good ideas were not 
followed up, which frustrated members.
 “Driving forces were, among many coming from SCT-
trained members, that the Conference Co-Directors gave us 
clear parameters and vectored us back to them, giving and 
taking authority in volunteering for tasks, many differences 
(e.g., level of participation, creative/crazy/reasonable ideas for 
concepts, etc.) were easily integrated. Perhaps the foremost 
driving force was that the work itself AND the goal was fun, 
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with plenty of tearful laughing and general enjoyment.”

All strands came together in the work of the administrative 
subsystem. 
Kathy Lum and Jan Vadell:
 “After being part of organizing so many Annual 
Conferences in the US, we naturally found ourselves comparing 
the two events, and made a conscious effort to not simply 
“relocate” the US Conference to Stockholm. Throughout the 
week, we explored what worked and did not work, making 
notes of the structures and processes to bring back into the 
Annual Conference.  We maintained essentially the same roles 
we have for the Annual Conference – Jan being the liaison 
with the meeting site, coordinating the food and beverage, 
and assigning the meeting rooms (it should be noted here that 
Jan did not even see the meeting space until 2 days before the 
start of the Conference!), while Kathy oversaw the registration 
and payment process with Erika, and was the liaison between 
attendees and SCTRI. 
 “A significant piece of the “behind the scenes” 
administrative work is assigning meeting rooms, creating 
participant schedules, etc.  The Co-Directors, Promotion 
Group, Web Group, and Administrators worked together 
to design the web pages that would allow us to collect this 
information as participants registered for the Conference. 
With the Co-Directors, Erika and Katarina, we built a system 
to collaborate online to share photos, planning materials, 
timelines, registration and payment information, task lists and 
more. This was one of those “Aha!” moments when you step 
outside your usual way of doing things and discover a different 
– and much better – way to accomplish something and the 
Annual Conference will benefit from this. 
 “Another difference we noticed was in the way the 
subsystems worked more independently of each other. Jan 
and I are accustomed to knowing every detail of the Annual 
Conference and found ourselves at the edge of the unknown 

more than once! However, as the planning went on and the 
Conference began to take shape, we discovered that the other 
subsystems had the vision and goals of the Conference in mind 
and that we could all trust each other to take up our roles fully. 
 “As seasoned organizers of the Annual Conference, 
Jan and I knew that if the Tuesday evening registration and 
welcome went smoothly, the entire Conference would run 
smoothly. Needless to say, we were quite relieved with how 
well that went! All in all, the Conference was a tremendous 
accomplishment and step forward for the organization and we 
are glad to have been part of it.”
And the outcome?
 
Katarina Billman and Erika Ekedal, Conference Co-Directors: 
 “Our major satisfaction is that the Conference planning 
system reached its goals. We reached it in holding the spirit of 
building a viable bridge between SCT and the organizational 
world, as well as in terms of number of participants and 
profitability. We are proud of our work and so grateful to have 
had the honor of working with such a dedicated and resourceful 
group of people in the Conference system-as-a-whole.
 “A special appreciation to all the dedicated workshop 
presenters, your innovative and professional workshops largely 
contributed to the vision of the Conference-as-a-whole. 
 “We are also grateful for the support we have had both 
from the Steering Group and the Admin Group, holding the 
experience of the regular US workshops, from which we could 
draw much knowledge but which we also, as a new kind of 
Conference, had the challenge of challenging. It has become 
clear to us that the Conference director system, as well as 
all task groups and workshop presenters have been working 
right at the leading edge of SCTRI-as-a-whole, with both the 
excitement and the challenges that this has entailed.”  

All in all a terrific experience!

continuinG eDucation (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 they lead.

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 610-664-5730.
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scTri rEporTs And UpdATEs
sctri in a nutsheLL: the 
orGanization

SCTRI is a volunteer organization. All roles (except 
Administrators) 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 applying 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 activities 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 crossing the 
boundary to the larger world.

Treasurer: Keeps an eye on the ability of SCTRI to support its 
activities and events with adequate financial resources.

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.

System Mentors: Keep an eye on the overall functioning 
of SCTRI and system-centered training with the goal of 
maintaining the spirit and values of SCT. Mentors consult 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, Membership, Finance, Fundraising, 
Newsletter, E-News, Research, Trainers Licensed Practitioners 
Group and Web. 

Administrators: Carry out organizational tasks under the 
supervision of the Director, Associate Director and the Steering 
Group

 

From the associate Director
 Approaching a year in role, I have a more solid sense of 
what the role of Associate Director could develop into, including 
trying to get a feel for what our leading edge as an organization 
might be.

 What I am in touch with now, is the question of translation, 
in a number of manifestations. I have just come back from 
the annual training week in York, and was moved to see the 
effort that members (from Scandinavia, Holland, Israel and 
Japan amongst others) put into working in a second language; 
the move from person to member having an extra layer of 
complexity as they struggle to find the words to contain and 
express their experiences. I find it a perpetual challenge to do 
this in my first language; to do this work at depth in a second 
language inspires my admiration and respect.
 The second version of translation relates to how SCT 
can transmute functionally into the different contexts it now 
occupies. The most recent round of licensing samples came 
from the domains of organizational development and coaching, 
clinical work, teaching young children and clinical pastoral 
education. They also came from the US, the UK and Holland. 
Applications of SCT need to be functional in different cultures 
and meet the goals of different work contexts. We have also 
just had our first OD Conference in Sweden, where the issue of 
adaptation was really alive as well.
 So here’s the leading edge, which I think is both in me and 
for the organization. When is a shift in the practice of SCT a 
functional adaptation to a different context, and when is it a 
disguised authority issue?  I write this submission in British 
English, and it will be changed into US English when it is 
published in the Newsletter.   I write organisational, and it is 
changed into organizational; I write behaviour and it is changed 
into behavior. I understand this is an organizational norm and I 
support it -- nevertheless I notice my reaction to the translation. 
I have a frisson of pleasure in getting the British spellings 
into the Newsletter which points in the direction of my own 
authority issue, (because, as all right thinking people know, 
the British spellings are actually the proper spellings); I also 
have a hypothesis that this question is an important one for us 
all right now, as SCT expands across Europe and with interest 
from places far afield with different cultural norms.  The good 
thing about this question is that it is full of interest and richness 
and energy.  Bring it on!     

-Mike Maher  
(mike.maher1@me.com)

steerinG Group
 We’ve been doing some thinking about how our Steering 
Group is functioning, and we would like to take this opportunity 
to talk about it in this edition of the Newsletter.
 The Steering Group has the responsibility to conduct the 
business of SCTRI in between the twice yearly Board Meetings. 
We meet every Tuesday morning at 11:00 EST, except for major 
holidays and the month of August. We have the authority to act 
on the Board’s behalf. We are accountable to the Board, and by 
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extension, to you, the membership. 
  A large part of what we do includes making sure that 
the organization has both the finances, people resources, 
information and energy it needs to survive and to keep 
developing. We ensure that there is adequate linkage between 
all the various action groups and that those taking up leadership 
have adequate support and mentorship. And, in an effort 
to reduce noise and ensure that our values and mission are 
accurately represented, we provide oversight and give approval 
to all major communications that cross the boundary from 
SCTRI to the outside world.
 As our organization has developed, so have the subsystems 
within it. This means that the Steering Group’s linkage, resource 
allocation and oversight functions have increased in volume 
and frequency. We have found that the work load has expanded, 
often requiring us to work by email outside of the meetings. 
In the last few months, we have developed the ability to better 
allocate and balance our time and energy as Steering Group 
members, given our personal availability and roles outside of the 
Steering Group. For example, we have been more able to divide 
up the work, so that a subsystem of the Steering Group that has 
the time, energy and resources can take on a task on behalf of 
the group. This means that we give plenipotentiary power to 
that subsystem to act on our behalf, a positive outgrowth of the 
authority we give to each other, and to the well-oiled system we 
have created together. On the restraining side, it has meant that 
a smaller portion of the Steering Group is involved and thus 
fewer resources are available for the growing number of new 
tasks.
 Over the last five months, some of these new tasks have 
included: the ongoing development and mentoring of our first 
OD Conference and all the many cultural, financial and other 
newness of sponsoring an international Conference outside 
of the USA; working with transitions in leadership within the 
Annual Conference, the Newsletter Group and the E-News; 
reviewing and approving the 2013 Conference Program, the 
2012-2013 fiscal year budget, and our entry into the new world 
and language of Google Adwords for Non-profits.   
 It still is an ongoing adventure and we hope that you 
will participate by reading the individual reports from the 
subsystems, sending your feedback to the group and considering 
adding your volunteer energy, time and resources to the mix 
that is SCTRI.  
 Wishing you well as we move into 2013,

- Susan Gantt (sgantt@systemscentered.com)
Dorothy Gibbons (dorothygibbons2@yahoo.com)

Joy Luther (joyluthersoffice@gmail.com)
Mike Maher (mike.maher1@me.com)

system mentors
 The focus of work for the System Mentors this year is to 
encourage and support members who have energy and interest 
in bringing SCT to the public. This boundary crossing provides 
an opportunity for members to bring SCT explicitly into their 

professional world, as well as increase SCT’s exposure to people 
who might find it valuable.  
 For members at the Intermediate level who are not yet 
licensed, the pathway to make SCT presentations is through 
applying for a Project License. The Project License allows 
you to use the trademarked name and the copyrighted SCT 
materials for a specific purpose – for example, a presentation 
to your professional association.
 If you are interested and believe you can reliably make a 
systems-centered presentation or want to explicitly use systems-
centered methods in a workshop, talk, or other context, contact 
one of us, the System Mentors (names below) for a consultation 
about the steps to take. We are working along with members to 
develop a clear and simple process, and appreciate your input 
as we go along. Your proposal will then go to the trademark 
owners, Yvonne Agazarian and Susan Gantt (in role as Director, 
SCTRI) for approval.
 If you want to discuss this more, we would be glad to have 
you contact us:

- Claudia Byram (Claudia.byram@verizon.net) 
Fran Carter (carter2229@aol.com) 

Susan Cassano (susancassano@sbcglobal.net)
Susan Gantt (sgantt@systemscentered.com) 

Sven-Erik Viskari (sven-erik.viskari@telia.com)

svenska sct- FöreninGen
Putting Systems Thinking into Organizational 
Practice: Some Glimpses from the first SCT 
International Organizational Development 
Conference Co-Sponsored with Svenska SCT-
Foreningen

 The Organizational Conference in Europe is over – for this 
time! As we digest the experience, in the back of our heads 
we have the notion that this time will not be the last. Maybe 
in 2 or 3 years…, but for now, we would like to share the 
Conference content and its similarities and differences with the 
US Conference for those of you who are curious. 
 The purpose of the Conference was to bring SCT closer to 
organizational work and build new bridges and systems with 
the surrounding society. And this, we think, started to happen 
in many ways.
 The structure of the Conference was similar to the Annual 
Conference in the US; each day beginning with experiential 
training groups, followed by workshops and a large group 
ending each day. The effort to vector all the content towards an 
organizational focus meant that we did most things a little bit 
differently from the Annual Conferences. Similar yet different… 
seemed to be the keynote and also the great challenge, as it put 
the whole organization on its leading and learning edge.  
 The promotional highlights of the Conference were two 
workshops where Yvonne Agazarian and Susan Gantt presented 
together with two organizational group researchers: Susan 
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Wheelan from the US, and Christer Sandahl from Sweden. 
Wheelan and Sandahl are rather well known in organizational 
circles in Sweden. Both have their distinct and interesting 
approach to group and organizational dynamics, and both have 
a long history of friendship with Yvonne Agazarian. These 
two workshops were attended by most of the 120 participants. 
The audience took up a role in contributing to integrate and 
put words to the relationships, similarities and differences of 
the three theories and their applications. The workshop with 
Christer Sandahl, Yvonne Agazarian and Susan Gantt was 
called: “Adjusting Roles to Meet Leadership Challenges,” 
And the workshop with Susan Wheelan and Yvonne Agazarian 
was called “Phases of Group Development.” The intent was 
to describe the various approaches presented– the Integrated 
Model of Group Development (Wheelan) and the Grubb 
Institute’s take on roles (Sandahl) compared with SCT. Shortly, 
you will be able to view the videos on the website.
 The morning training groups consisted of three experiential 
foundation groups and one intermediate group. More than 1/3 
of Conference participants had never attended an SCT event 
before, so the more experienced members of foundation groups 
were a great resource in building these groups. The morning 
group trainers had developed a basic “mini-curriculum” 
– to introduce three themes and link them to the specific 
terminology of organizations: subgrouping linked to decision 
making, explore-explain linked to emotional intelligence, and 
the  person–member role linked to team building. 
 24 workshops were offered during the three Conference 
days. There were two workshop slots each day and a choice 
between four to five workshops in each slot. Roughly, the 
workshops that were offered fit into three basic themes: 

1. Theory and methods - for example the workshops “Developing 
Emotional Intelligence in Organizational Work Teams: 
Interpersonal Neurobiology and Functional Subgrouping” 
(Gantt), and “Using SCT to Build High Performing Teams” 
(O´Neill and Viskari).

2. Organizational applications of SCT methods and techniques 
- such as the workshops “Exploring the Person-Role shift in a 
Workgroup Context, a Two-step Training Model” (Ekberg) and 
“Building a Team’s Capacity to Reflect and Self Correct - Using 
the Force Field in Regular Team Meetings” (Trey). 

3. Case workshops - such as “Working with the Critical Voices 
in a Training Event:  A Step Model for Using the Differences as 
Resources for the Group” (Klein) and “Organizational Change 
in the Swedish Salvation Army” (Wikström). Of course, 
there were large overlapping areas between these three main 
categories. 

 The overall ambition had been to offer workshops that 
combined theory and depth with clarity and simplicity of 
applications, and also to offer something participants could 
experientially train and take with them for practical use in their 

varying organizational contexts. 
 There is always a balance between getting too complex and 
getting over-focused on quick fixes. Judging from the overall 
evaluations, this balance was quite good. Evaluations were very 
positive, and seemed to take note of both genuinely attuned 
nuances and a hands-on easy-to-use approach.  On the other 
side, the suggestions for things to do differently seemed to 
imply that we could develop even more connection to OD, give 
more organizational examples and relate workshop goals even 
more to usefulness in organizational life. Several workshops 
got the highest possible ratings so the general message to the 
subgroup of workshop presenters seems to be: Go on doing 
what you do! 
 Large Group was quite an experiment, given the OD 
focus and also that for the first time Yvonne Agazarian took 
the role of consultant and Susan Gantt headed the leadership, 
with co-leaders Fran Carter and Claudia Byram in explicit 
roles. Also given the fact that a majority of the participants had 
never attended a large group before, and came to it with their 
particular OD glasses on, it was a journey that has probably 
only just begun and will go on in future Conferences, both in 
the US and (hopefully) in Europe.
 The social peak of the Conference was the Thursday 
night boat trip in the Stockholm archipelago, combined with 
a traditional Swedish August crayfish party on one of the 
archipelagos’ 30,000 islands. Conference participants enjoyed 
the party in the ancient fort of Waxholms Castell that the 
Swedish King Gustav Vasa built in the sixteenth century. We 
enjoyed the dinner, wearing typical crayfish hats and singing 
Swedish drinking songs, translated to “Swenglish” by our 
extraordinary Social Events Group. Even the moon was full 
that night, as it should be! After consuming 60 kg of crayfish, 
we went back dancing to great live music on the boat (thanks 
Martin Ekberg & band!). And next day, at the last lunch, we 
gathered in an interactive theater experiential, where our 
various Conference experiences were brought to life by 
professional actors (thanks Jan Platander, Pontus Holmgren 
& group!). This was more of an integrating experience than 
we could have hoped for, and a beautiful complement to the 
more theoretical last afternoon. It will never happen exactly 
the same again… But in a couple of years we might be hungry 
for another international organizational Conference, similar 
enough and yet new. For now, we look forward to the videos and 
the LinkedIn group and the getting together in other contexts!      

-Erika Ekedal (Erika.ekedal@gmail.com)
Katarina Billman (katarina@billmanengquist.se)

Conference Co-Directors

annuaL conFerence 2013______
 Hi all!  Winter is one of my four favorite seasons. It is the 
season when trees burrow down into the earth, extending and 
growing their roots. I can’t see it but I know it’s happening. 
And it is this root growth that bears flowers and fruit in the 
spring. Similarly, Conference 2013 is digging in and growing 
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its roots. We’ve taken the wonderful experience and feedback 
from Conference 2012 and plowed it into the soil for 2013, 
working toward bringing you an even more interesting and 
exciting Conference next April.
 Toward that goal, we’ve been working with the Program 
Planning Group to create a program that balances the 
various contexts in which we apply SCT - clinical, pastoral, 
organizational development, education - and the various levels 
of training - from “just curious” to “old timers.” As always, 
the challenge and the reward comes in integrating all these 
differences. We expect this year’s Conference offerings to have 
something new for everyone.
 We’ve also been working with the many subgroups that 
support our Conference development, such as the Conference 
Coordinating Group, the Trainers Group and the Web Group. 
When I took up this role as Conference Co-Director, I didn’t 
realize what an excellent training experience it would be. 
Working with the subgroups has allowed me to see “in real 
time with real work” how SCT theory is applied. I have been 
surprised over and over at how much more energized I am 
when we discover a restraining force and reduce it, and when 
we uncover a difference and integrate it. Discriminating and 
integrating our differences within these subgroups and within 
the Conference system as a whole will clearly result in a more 
complex and rich experience for all participants.
 As you take out your new calendar for 2013, I hope you will 
right away reserve the week of April 13-19 to attend our Annual 
Conference in Philadelphia. The theme of the Conference 
is Freeing Energy for Change. Watch for an opportunity to 
register early! Aside from the fun we expect you’ll have with 
old and new friends and the pleasure of many experiences 
where you will feel joined, Conference 2013 is on its way to 
have some of the best SCT learning experiences ever.
 If you have a question or thought about the Conference, 
please feel free to contact one of the Conference Co-Directors.
                   

- Susan Beren (sberen@nyc.rr.com)
Ray Haddock (rayhad@doctors.org.uk)

Norma Safransky (nsafransky@gmail.com) 

SCT–york
 The Annual September event in York was lively, with an 
international group of participants. 45 people attended, plus 
three members in staff-in-training roles. 

Foundation: 24 members + 2 Staff-in-training  
Organizations: 13 members    
Intermediate Skills: 5 members + 1 Staff-in-training 
Intermediate /Adv Leadership: 3 members

 Susan Gantt’s organizational track had its highest number 
of participants. For the first time we had two participants from 
Israel, who had come across SCT at AGPA. There were two 
people from Japan, 2 from Norway, 5 from Denmark, 6 from 

the Netherlands, 11 from Sweden and 17 from the UK.  20 of us 
went out for a meal at The Olive Tree restaurant near the river. 
Sadly, last week, the restaurant was flooded after two days of 
incessant rain in the worst floods in York since 2000. 
 Mark your calendars for next year: September 16th-20th 
2013.

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

continuinG eDucation
 The updating and streamlining of the Continuing 
Education system continues to move forward. The latest step is 
the implementation of the online proposal system for all SCT 
trainings and workshops offered throughout the year, which 
parallels the online Conference system that was implemented 
last year. One improvement in the new system is that all 
information of new and updated events goes to Kathy Lum. This 
allows an extra check to be sure that everything is complete, in 
standard form, and as error free as possible, given the goal of 
providing accurate information and a good experience to those 
who visit the website.
 In addition, Kathy, in conjunction with the Web Group, has 
created a place on the web where the latest forms can be found. 
For the CE process, this includes things such as evaluation 
templates and sign-in/sign-out sheets, which make it easier for 
trainers to have the most up-to-date material.
 The CE Group continues to develop and transform as 
a solid SCT work group. The current members are Heather 
Twomey, Kathy Lum, and me, Dick Ganley. If you are interested 
in finding out more about us, please use the contact information 
below.

- Dick Ganley (dickganley@aol.com)
Kathy Lum (admin@systemscentered.com)

Heather Twomey (heather.twomey@gmail.com)

FunDraisinG
 The Finance Group and the Steering Group took a look at 
what the Fund Raising Action Group has raised over the years 
and decided that in the future, the Yvonne Agazarian Research 
Scholar Fund will be used to fund two research scholars, and 
that it no longer goes towards research projects. Our explicit 
goal is to raise $4,200 annually to fund the attendance of two 
scholars at the Annual Conference, and to raise an additional 
amount per year to increase our current budget surplus from 
$3284 to $4200. This would insure that a one year operating 
budget be “in the bank,” as is the case with the operating budget 
of SCTRI.
 The membership in our Group has shifted this year. Susan 
Beren has taken on the role of Co-Director for this and next 
year’s Conferences, and has therefore taken a leave of absence 
from FRAG. We sorely miss her presence and skills.  However, 
we now have Lorie Barber aboard, who brings new skills 
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and energy to our work. We want to give a huge thank you 
to all those who have made this program possible with your 
generous auction purchases, as well as the contributions to the 
Thursday night games at the Annual Conference.  We are an 
Action Group in the system that has a specific task. We are goal 
oriented. We follow the SCTRI protocols specifically designed 
for those interested in the OD track. Let us know if you have 
some curiosity about joining us. We usually meet once a month.

-Lorie Barber (fbarber711@aol.com)
Gayna Havens (gaynahavens@rcn.com)
Verena Murphy (vmch99@hotmail.com) 
Elaine Pratt (elainepratt35@gmail.com)

Debby Zeigler (dzconsult@aol.com)

research
 The Research Group is in the process of reforming. Rich 
O’Neill, who is the SCTRI Research Director Emeritus and has 
led the group for many years, announced in May that he was 
leaving the group. The SCTRI Board of Directors thanked him 
for his many contributions, which have resulted in a number of 
articles related to SCT being published in professional journals, 
and wished him well in his ongoing endeavors, including further 
research on subgrouping. Rich noted that the energy in the 
Research Group has been variable, with Jale (Punter) Cilasun, 
Verena Murphy, and Madeline O’Carroll as members, and no 
one clearly stepping into a leadership role as he was departing.
 At the same Board meeting, we (Michael Silverstein 
and Dick Ganley) expressed interest in joining the Research 
Group to see where the energy is in the system, with Michael 
expressing interest in supporting evidence-based initiatives 
to support SCT, and Dick expressing interest in research on 
post-traumatic stress disorders. The Board welcomed this 
energy, and also requested that the reforming group (which 
now includes Michael, Dick, Verena, and Madeline) look 
into whether SCTRI would benefit from, or perhaps even be 
required by law or federal regulations, to have an Institutional 
Review Board (IRB). An IRB is a group that reviews research 
using human subjects, to ensure that the individuals involved 
are being treated ethically and safely. Formal IRBs are federally 
approved and follow strict government regulations, using 
multidisciplinary review teams to be sure that all ethical and 
safety regulatory standards are met. So far the Research Group 
has discovered that IRBs are required for research in any type 
of institution that receives federal funds. It is the responsibility 
of the person conducting the research to get IRB approval, and 
of the institution to require the researcher to do so. There also 
seems to be growing consensus that even when federal funds 
are not involved, researchers should have IRB approval when 
human subjects are used in a research protocol.
 At the present time it does not appear that SCTRI needs to 
have its own IRB to review research, such as the research Rich 
O’Neill is doing at the Annual Conference. This is because Rich 
is conducting the research through his university position, and 
not for SCTRI, or as a member of SCTRI. Rich is required to have 

IRB approval through his university, but not through SCTRI. 
Taking all of this into consideration, the Research Group is 
recommending that SCTRI consider requiring researchers who 
use SCTRI events and members in their research to have IRB 
approval through an appropriate (i.e., federally approved) IRB, 
and to supply a copy of this to SCTRI. This would ensure that 
IRB standards and safeguards are in place, while not requiring 
SCTRI to have a review board of its own. In this way, SCTRI 
reviews that the IRB approval from another institution has been 
obtained, but it is not responsible for the IRB review itself.
 This issue is still being processed in the Research Group, 
and further information and updates will be provided as we 
learn more.
 If you have any curiosity for research or are thinking about 
doing a small study, please contact any one of us!  

-Dick Ganley (dickganley@aol.com) 
Michael Silverstein (silverstein@rowan.edu)
Madeline O’Carroll (madmoc1@gmail.com)

Verena Murphy (vmch99@hotmail.com)  

For a more complete description of the SCT 
Training Program:

Go To www.systemscentered.com/training

Member Benefit
Access SCT Materials Online!

• Introductory SCT handouts

• Theory & Phases of  
Development charts

• Published articles (with permission)  
& unpublished articles

• Foundation Manual

• SCT Practitioners: Skill sheets & 
Training Manual

Go to www.systemscentered.com, 
log in as a member & click “My Links”
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mEmbErs ForUm
Newly Licensed Member
Congratulations	 to	 Meigs	 Ross	 -	 our	 newest	 Licensed	
Practitioner!	

Recent Publications
O’Neill,	 R.M.,	 Reynolds,	 W.B.,	 Culbertson,	 T.R.,	 &	
Franklin,	R.Y.	 (2012). Systems-centered	 training’s	 functional	
subgrouping:	A	path	to	Koinonia	in	Pastoral	Care.	Chaplaincy 
Today, 28(1),	2-13.

Recent Presentations
Robert	Hartford	and	Ray	Haddock	led	workshops	at	the	IAGP	
Annual	Meeting	 in	 Columbia	 (South	America)	 in	 July.	 Both	
reported	 that	 workshop	 participants	 responded	 to	 workshops	
with	a	high	level	of	energy	and	enthusiasm	for	SCT.	

The	annual	Systems-Centered	&	SAVI	workshops	 in	London	
in	mid-June,	 co-sponsored	by	 the	University	of	York,	were	a	
success!	Susan	Gantt	led	two	workshops	-	“Building	a	Systems-
Centered	Group”	and	“Leadership	&	Followership	in	Changing	
Organisations	-	Taking	Up	Roles	Functionally.”	Fran	Carter	&	
Rowena	Davis	 co-led	 the	workshop	 “From	Flight	 to	Fight	 to	
Work:	Using	SAVI	to	Help	Teams	&	Individuals	Communicate	
More	Effectively.”

Susan	 Gantt	 led	 a	 one-day	 workshop	 titled	 “Systems-
Centered	 Functional	 Subgrouping”	 in	 Amsterdam	 in	 August.	
The	 workshop	 was	 sponsored	 by	 Systems-Centered	 Training	
Netherlands	 (Stichting	 SCT	 Nederland)	 in	 cooperation	 with	
RINO	Noord-Holland,	the	national	organization	for	continuing	
education	and	training	in	the	field	of	mental	health.	

Responses To Verena Murphy’s Newsletter Article
In	 the	previous	 issue	of	 the	SCT	Newsletter,	Verena	Murphy	
invited	readers	to	join	her	in	finding	new	words	to	communicate	
insights	from	systems	dynamics.	We	welcome	invitations	like	
these	and	are	very	happy	to	publish	two	responses,	preceded	by	
the	original	article.	

From Verena Murphy 
“My	 friend	 and	 colleague,	Maria	Ruiz,	PhD,	who	manages	 a	
coffee	plantation	 in	Panama,	keeps	helping	me	 translate	SCT	
language	 into	 a	 more	 easily	 understood	 language	 for	 those	
unfamiliar	 with	 SCT.	 And	 many	 times	 she	 comes	 up	 with	
refreshing	thoughts,	such	as	the	following:	She	pointed	out	that	
terms	like	“flight”	and	
“fight”	 have	 been	 carried	 over	 from	 male	 generated	 group	
models	 (e.g.	Bion).	 She	 suggested	 that	 they	 had	 a	 somewhat	
negative	connotation	and	proposed	using	“finding	one’s	voice”	
to	describe	the	behaviors	of	a	new	system,	instead	of	“flight”.	
In	 addition,	 to	 finding	 or	 discovering	 one’s	 voice	 (flight),	
she	 suggested	 using	 one’s	 voice	 (fight).	 Since	 at	 that	 point,	
we	actually	have	 found	our	voice!	 I	 liked	her	 suggestion	and	
wanted	to	put	it	to	our	membership	for	consideration.	What	do	
you	think?”

The Systems-Centered News,  
Volume 20, Number 1, Summer 2012

The Importance of Language
-Mindy Lemoine (nowtonext@msn.com)
	 In	the	Summer	2012	SCTRI	Newsletter,	Verena	Murphy	
described	 ideas	 from	 her	 friend,	 Dr.	 Ruiz,	 about	 adapting	
SCT	 ideas	 and	 practices	 for	 the	 world-as-a	 whole.	 Dr.	 Ruiz	
suggested	using	“finding	one’s	voice”	and	“using	one’s	voice”	
instead	of	the	terms	“flight”	and	“fight.”	
	 I’m	 constantly	 adapting	 and	 translating	 SCT	 language	
in	my	work	context.	Many	of	my	colleagues	in	a	government	
environmental	agency	are	engineers	and	scientists,	who	tend	to	
be	practical	and	data-oriented.	I	wouldn’t	use	the	term	“flight,”	
with	them,	and	even	“finding	one’s	voice”	might	seem	unusual	
to	this	group!	But	we	can	tailor	interventions	to	the	phase,	even	
if	we	don’t	name	it.	
	 For	 example,	 one	 of	 my	 work	 responsibilities	 is	 to	
report	results	from	projects	that	provide	technical	assistance	to	
manufacturers.	Measures	include	pounds	of	hazardous	material	
emissions	 reduced	 and	 gallons	 of	water	 conserved.	 It	 sounds	
real,	 but	 much	 of	 the	 “data”	 are	 estimates	 of	 expectations.	
Alarmed	 by	 the	 weakness	 of	 our	 reports,	 I	 convened	 a	 new	
work	team	to	sort	out	how	to	report	solid	numbers.	
	 We	 had	 a	 first	 brief	meeting	 last	 week.	 Knowing	 that	
the	new	group	would	be	in	flight	phase,	I	pointed	out	that	the	
facts	might	 seem	“slippery,”	 and	 that	 our	 job	 as	 a	 team	 is	 to	

Welcome New SCTRI Members!

Klas Grimlund,	Umeå,	Sweden

Charlotte Henschel,	Göteborg,	Sweden

Jonas Nordstrand,	Stockholm,	Sweden

Eric Simmons,	Allentown,	PA,	US

Teresa Söderhjelm,	Nacka,	Sweden

Börje Svanqvist,	Lerum,	Sweden

Arjan ten Broecke,	Amsterdam,	Netherlands

Christopher Weber-Fürst,	München,	Germany
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pin	them	down.	I	suggested	that	opinions	and	“gut	reactions”	
are	 important	 to	 share,	 and	 that	we	will	 explore	whether	 the	
supporting	data	is	there.		
	 Dr	 Ruiz	 also	 pointed	 out	 that	 flight	 and	 fight	 have	
negative	 connotations.	 I’ve	 noticed	my	own	 impatience	with	
groups	 in	 flight	 phase;	 particularly	 when	 I	 am	 solidly	 in	
flight	 myself	 as	 a	 member	 of	 a	 new	 group.	 It’s	 helped	 me	
to	 recognize	 that	productive	work	can	be	done	 in	both	 flight	
and	 fight	 phases.	 Many	 organizations	 never	 move	 beyond	
the	 flight	 phase,	 and	 yet	 they	manage	 to	 churn	 out	widgets,	
reports,	 and	 college	 graduates.	 Our	 interventions	 toward	
exploring,	specificity,	and	getting	to	the	bottom	line,	can	help	
organizations	be	more	effective	in	their	current	phase,	as	well	
as	help	them	to	develop	and	transform.			

A Small Change in Language
-Bonnie Macbride (Macbride.bonnie@gmail.com) 
	 Reading	Verena	Murphy’s	contribution	in	the	Systems-
Centered	 News	 (Volume	 20,	 Number	 1,	 Summer	 2012),	
instantly	 I	 feel	a	deep	 resonance	with	 the	 terms	“finding	and	
using	 one’s	 voice.”	 Each	 of	 these	 distinct	 frames	 -	 “finding	
one’s	 voice”	 and	 “using	 one’s	 voice”	 -	 are	 close	 to	 my	
experiences	 of	 being	 in	 a	 group.	Remembering	 these	 frames	
helps	 me	 attune	 to	 myself	 as	 I	 find	 my	 way	 to	 be	 in	 the	
group,	 taking	membership	 in	myself	 to	enable	me	 to	 take	up	
membership	in	the	group	context.
	 “Finding	my	 voice”	matches	 the	 experience	 of	 taking	
up	membership	in	my	person	system.	“Using	my	voice”	means	
bringing	my	energy	across	the	boundary	into	the	group	context.	
This	may	not	be	membership	yet;	my	personal	goals	may	not	
be	 aligned	 with	 the	 group	 goals,	 and	 I	 may	 introduce	 noise	
along	with	information.	Yet	I’m	using	my	voice.
	 These	terms	support	what	Merete	Holm	Brantbjerg	calls	
“dosing”	(Pleasure	and	Goal	Direction	lecture/workshop,	SCT	
Conference,	 2007),	 a	 way	 of	 understanding	 self-attunement	
where	 each	member	 is	 responsible	 to	 note	 differences	 in	 the	
context	that	are	“too	little”	or	“too	much”	in	contrast	to	what	
is	“just	right”	for	the	self.	With	self-attunement,	we	can	notice	
when	energy	levels	in	our	context	are	not	just	right	for	us.	We	
can	find	the	dose	that	is	just	right	for	us	within	ourselves,	and	
manage	 the	 different	 dose	 from	 the	 context.	 Finding	 one’s	
voice	can	be	a	challenge	when	we	find	it	hard	to	connect	to	our	
experience;	it	seems	absent,	gone.	Noticing	that	we	are	“finding	
our	voice”	helps	us	to	be	compassionate	with	ourselves	and	to	
find	our	motivation	for	hanging	in	there.
	 This	 is	 important	as	many	concepts	of	a	 theory-driven	
model	 such	 as	 SCT,	 however	 useful,	 can	 feel	 unrelated	 to	
experience.	So	we	may	struggle	with	a	missing	felt	resonance	
with	 concepts	 from	 the	 model.	 The	 term	 “flight”	 doesn’t	
properly	 reflect	 the	 dissociation	 or	 hypo-response	 that	 I	
sometimes	experience	 in	 the	 flight	phase	of	a	group.	Neither	
does	the	term	“fight”	reflect	a	strong	sense	of	difference	in	a	
group	in	the	fight	phase,	when	this	sense	doesn’t	come	with	an	
inner	 feeling	of	opposition	 to	other	members	or	 to	 the	group	
leader.	 “Using	 one’s	 voice”	 better	 corresponds	 to	 the	 felt	

experience	 of	 cooperation	 vectored	 to	 what	 is	 important	 for	
the	self	and	to	the	group,	especially	when	one’s	own	voice	is	
different	from	the	leader’s.	In	 this	way,	 the	authority	 issue	is	
not	about	fighting	or	hating	the	leader,	but	about	finding	and	
using	one’s	own	voice.
	 And,	when	we	try	to	share	the	experiences	we	have	had	
in	an	SCT	context	using	 the	 language	of	“flight”	and	“fight”	
(such	as	after	the	yearly	conference),	others	often	find	it	hard	
to	connect	with	their	experience.	This	was	the	case	for	Verena	
when	sharing	her	experience	with	her	colleague	who	was	not	
familiar	with	SCT	language.	Even	with	those	familiar	with	the	
concepts	 of	 flight	 and	 fight,	 the	 words	 themselves	 often	 do	
not	capture	 the	 felt	experience,	making	 it	hard	 to	embody	an	
experience	that	resonates	with	others.	This	can	get	in	the	way	
of	 the	 friendly	mutual	attunement	 required	 for	 the	sharing	of	
experiences.
	 So	I	see	“finding	and	using	one’s	voice”	as	useful	terms	
to	be	added	to	the	SCT	vocabulary.	Not	so	much	as	substitutes	
for	 the	 terms	“flight”	 and	“fight”	 as	descriptors	of	phases	of	
system	development,	but	as	experience-based	terms	useful	for	
self-attunement	that	support	taking	membership.	SCT	already	
understands	the	value	of	reframing	a	person’s	contribution	as	
a	“voice	for	the	group”,	thus	helping	members	to	not	take	just	
personally	a	contribution.	The	addition	of	“finding	and	using	
one’s	voice”	offers	 the	perspective	at	 the	 level	of	 the	person	
system.	 This	 is	 deeply	 personal	 and	 contributory	 towards	
mutual	goals	at	all	levels.
	 I	 can	 use	 this	 discrimination	 to	 make	 sense	 of	 an	
example	from	my	own	life	context.	 I	play	 tournament	bridge	
with	a	partner,	competing	with	a	pair	of	opponents.	The	rules	
and	ethics	of	 the	game	require	 that	we	 inform	our	opponents	
of	our	agreements,	so	they	understand	what	we	are	conveying	
to	each	other	about	the	cards	we	hold.	Sometimes	my	partner	
expresses	a	difference	in	his	understanding	of	our	agreements	
and	triggered	by	this	difference,	I	forget	what	I	know	or	doubt	
what	I	think	I	know.	I	often	stay	silent,	going	into	flight.	Using	
the	words	“finding	my	voice”	I	can	attune	to	myself	and	find	
what	I	know,	even	though	it	might	not	be	“right;”	it	is	simply	a	
difference	that	is	important	to	bring	across	the	boundary.	I	can	
then	“use	my	voice”	to	share	this	difference.	This	is	not	about	
opposition,	not	about	right	or	wrong	and	not	about	following	
the	 rules.	 It’s	 about	 using	my	 voice	 to	 share	 something	 that	
is	 important	 for	 all	 of	 us,	 bypassing	 the	 habitual	 defensive	
patterns	including	shame	at	the	boundary.
	 The	 theme	 of	 “finding	 and	 using	 one’s	 voice”	 is	 an	
example	 or	 an	 expression	 of	 group	 dynamics	 related	 to	
mutuality	and	the	struggle	to	experience	one’s	own	contribution	
as	valuable.	I	believe	that	this	struggle	(that	I	know	well!)	is	a	
common	one	of	many	women.	I	also	believe	it	may	provide	a	
deeper	understanding	to	an	Asian	pattern	of	saving	face,	where	
there	is	a	long	standing	tradition	to	avoid	evoking	shame	in	the	
self	or	other	with	differences	brought	into	a	group	context.	So	
it	 appears	 that	 incorporating	 the	 language	“finding	and	using	
one’s	voice”	makes	very	good	sense.
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