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Our Learning Objectives

. What is Emotional Intelligence?

. Characteristics of healthy, sustainable, emotionally
Intelligent relationships.

. Barriers to effective, emotionally intelligent
relationships: the Unilateral Control Mindset.

. A transformational and emotionally intelligent

approach to communication, understanding, and
strong relationships: the Mutual Learning Mindset
and its governing values and enacting behaviors.

. ldentifying enablers and disablers of the Mutual
Learning Mindset.

. Developing your personal plan.
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Emotional Intelligence

Emotional intelligence is the ability to
understand one’s emotional make-up and
the emotional make-up of others and to
use insight from this knowledge to
effectively manage and regulate one’s
own emotions to make good decisions and
to act effectively.
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The Four
Dimensions of
EmOtionaI Strong, Healthy The driVing purpose of

SOl al) 4mmm emotional intelligence —

Intell igence relationships and life in general!

Relationship

Management
Self-Management
Self-Awareness




Why |t Matters . . .

Technical proficiency and intellectual ability
contribute little to working productively with
others

El twice as important as technical skills

Failures in leadership and management is often
due to inflexibility and inability to manage

relationships with others

90% of difference between “Star” and average
performers due to emotional intelligence A&
50-70% of an organization’s climate due to \ '
leader’s influence — and climate accounts for

20-30% of organization’s performance

Effective CEOs . . . El behaviors 2 to 7 times
more often than those passed over . . .
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Emotional Power!

\

{ Emotions! \
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Healthy Relationships Require

1. Clear communication and understanding.

2. Trust, integrity, and honesty.

3. Personal responsibility and accountability for one’s
actions.

4. Each party receiving mutually beneficial outcomes.

. Compassion for each other’s interests and
perspectives.

6. Openness to different ways of thinking and acting.

7. Commitment to win/win when conflict arises.
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Healthy Relationships Require

Each party making an investment in the relationship, not just
the pursuit of his or her own gains.

Mutual desire to enhance, develop, support, and strengthen
the other party.

. Clear expectations for each other and the relationship.

. Thoughtful methods for resolving disputes and disagreements.

. Occasional and formal reassessment of the relationship, its
health, and whether each party is meeting its needs and
expectations from the relationship..
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When Things Go Wrong

How do people react . . .

when they are pushed in directions that they
don’t want to go?

when they feel attacked by another party?

when their mistakes and errors are exposed?

when they feel blind-sided by another’s
actions?
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When Things Go Wrong . . .

. . . we tend to adopt a unilateral
control mindset that seeks to
protect us, to enable us to avoid a
perceived threat, dodge the bullet,
regain control, pass the blame,
escape the embarrassment, run for
cover, and so forth.
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Unilateral Control Mindset — A Losing Proposition

Unilateral Control Mindset

Governing Values and Assumptions

Consequences

Achieve your
goals

Win, don’t lose

Minimize the
expression or

generatiog of
T Y g PN L
CUIng>

Act rationally

Indifference to
others

| am right, those who
disagree with me are
wrong.

Only | have a complete

understanding of the facts.

There is only one right

ancwer. and it ic mina

Being open to another’s
perspective raises the
possibility that | may be
wrong—which | can’t
entertain.

| have pure motives, those
who disagree with me do
not.

My feelings are justified.

Withhold information from others
that may cause me embarrassment
or expose a vulnerability.

Don’t test assumptions, inferences,
and judgments about others.

Keep reasoning and intentions

privqte.

Don’t inaiiira intn
Vil L Illhlull\. nmilwv

and intentions.
Decide and act unilaterally.

Be blind to inconsistencies in your
own behavior.

Be blind to the effects of your
decisions and actions on others.

Suppress feelings.

Prevent others from being hurt by
covering up, withholding
information, and “easing in” to
difficult or sensitive issues.

Don’t question deeply held beliefs
and behavioral patterns.

Poor communication and
limited understanding.

Root causes of
challenges/difficulties
are unexplored.

Erosion in working

Lower levels of trust.

Higher interpersonal
conflict.

Limited compassion.
Less than optimal results
(e.g., productivity and
performance).

Shallow conversations.

Self-fulfilling, self-
sealing processes.

Limited or no learning.

i
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But, We have a Choice!

» We can follow the Unilateral Control
Mindset and let 1t lead us toward
Ineffective relationships and results.

» Or . . . we can consciously engage In an
alternative approach: the Mutual
Learning Mindset.
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Mutual Learning Mindset

» Based on an alternative set of governing
values.

» Focuses on understanding and learning.

» Assumes that we know and understand only a
part of the puzzle.

» Honors other people’s perspective —
especially when there is disagreement.

» Is more likely to lead to effective
relationships and positive results.




Mutual Learning Mindset — A Winning Approach

Valid information

Free and
informed choice

Internal
commitment to

the choici

Transparency

Empathy

Mutual Learning Mindset

| have something to learn
from others in this
relationship.

I have information,
knowledge, and experience
that | bring to this

ZEN

relationship — and so does

i _the other person.

People make free and
informed choices when they
receive all relevant
information.

There are many right
answers to any problem or
challenge.

Giving up control increases
a person’s influence.

Empathy is a bridge to
understanding.

Differences provide
opportunities for insight and
learning.

People are doing their best
to act with integrity—given
their circumstances.

Enacting Behaviors

Share all relevant information.

Identify and test assumptions and
inferences.

Suspend judgment.

Share your reasoning and intent and

inquire into others” reasoning,

intentions, perspective, knowledge,
and experience.

Listen for understanding.
Focus on interests not positions.

Develop shared meaning — of key
words, concepts, ideas, events,
decisions, and actions.

Share decision making and action
planning.

See the parts, understand the
whole.

Use critical reflection to examine
deeply held beliefs and behavioral
patterns.

Consequences

Better communication

and understanding.

Root causes of

challenges/difficulties

are identified.

Stronger working

relationships.
Greater trust.

Lower interpersonal
conflict.

Greater compassion.

Better results (e.g.,
productivity and
performance).

Deeper and more
meaningful
conversations.

Mutual learning.
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Governing Values . . .

Valid Information — All relevant information is shared so
that everyone understands what they need to know.

Free and Informed Choice — People make their
Independent decisions based upon valid information, not
pressure.

Internal Commitment to Decisions — Individuals take
responsibility for the decisions that they participate in.

Transparency — Individuals feel comfortable with open,
honest, and direct communication with no “hidden
agendas’ or undiscussables.

Empathy — Individuals have compassion for others and
differing viewpoints and a genuine interest in
understanding another’s perspective.
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The Enacting Behaviors

Share all relevant information.

ldentify and test assumptions and
Inferences.

Suspend judgment.

Share your reasoning and intent and inquire
Into others’ reasoning, intentions,
perspective, knowledge, and experience.

5. Listen for understanding.
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The Enacting Behaviors

Focus on interests, not positions.

Develop shared meaning of key words,
concepts, ideas, etc.

Share decision making and action planning.

See the parts, understand the whole.

. Use critical reflection to examine deeply
held beliefs, and behavioral patterns.
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Reflecting on the Values & Behaviors

1. Confusion — What isn’t clear? What don’t
you understand?

Transformation — Which values or behaviors

are most likely to your
Interactions and relationships with others?

Application — How might you use the these
values/behaviors in your daily conversations
at work, home, and in the community?
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Demonstrating the MLM

» Find a new partner . . .

» Select a topic where you have some
measure of disagreement with the other

party.

» Begin dialogue with each other using the
MLM behaviors

» Share reasoning, test assumptions,
suspend judgment, focus on interests, use
“and”’ statements, and so forth.

» What did you learn from your partner?
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Why Do We Use the Unilateral
Control Mindset?

. Our fight or flight response.

. It’s what we learned from our parents,
siblings (for survival), school yard
encounters . . .

. We don’t have good role models.
. We don’t have the skills.

. We didn’t know that there was an
alternative!
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Our Three Brains . . .

» Formed on top of and around limbic brain
Neo-Cortex Brain © Core cognitive intelligence

= Site of working memory

Thalamus
(air traffic control)

Reptilian Brain

Fight or Flight
Response e Rudimentary brain

* Basic functions

= Formed on top of R-brain R = Heart rate, breathing
Limbic Brain

» Enabled learning: fight or flight!

» Site of emotions and emotional memory (we
learn what and who to fear)




An Amygdala

When our ““fight or flight” response kicks in . . . Our heart
races and blood pressure increases, we sweat profusely, have
an uneasy feeling in the “gut,” clench our jaw, twitching, tap
our feet, our hands and feet go cold . . . as our brain rushes
blood away from our cerebral cortex and our extremities and
toward the core muscles needed for fighting or fleeing . . .

This robs your brain of vital oxygen . . . which, in turn leads

to:
® Emotions overwhelming your thinking and actions
® You are thinking and acting against your own will!

® You are unable to find the right words . . . (stumbling,
stuttering when you try to speak)

® You are unable to focus your thinking or actions
® You are unable to accurately read others’ emotions
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Restoring Safety

» The key to calming the Amygdala is
RESTORING SAFETY!

® As long as WE don’t feel safe we are
unable to access our higher level cognitive
thinking skills . . . And we then often act
against our will.

® As long as OTHERS don’t feel save, they
will be unable to access their higher order
thinking skills . . .
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Steps to Finding Safety

1. Recognize the signs.
2. Stop the Amygdala Hijack!

3. Mentally step out of the conversation. Ask yourself:

e Why do | feel unsafe? Why might other person feel
unsafe?

ldentify what you really want/need and what you
don’t want/need in this situation: for yourself, for the
other person, and for the relationship.

ldentify what you need to do right now to achieve
your wants/needs, communicate your don’t
wants/needs, and create safety for the other person.

What can | learn from the other person?
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Steps to Safety

4. Mentally step back into the conversation.

a) Offer a genuine apology — Identify what you are doing
that has contributed to the problem and then apologize
with sincerity.

Identify what you don’t want to see happen: to feel as
though you are not respecting their opinions/ideas or to
mistrust your intentions and purposes

c) Identify what you do want to see happen — for yourself,
the other person, for your relationship

5. Verify that safety has been restored.
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