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            THE ANATOMY OF PEACE

            The Arbinger Institute is an
                international consortium of over 300 facilitators, coaches and staff members located
                across 18 countries who specialize in conflict resolution and peace building,
                whether in families, in organizations or between communities or nations. The
                Arbinger Insitute conducts hundreds of public seminars, personal development
                programs, individual coaching sessions, professional training programs and
                consulting projects each year. Nearly all of these activities draw on and apply the
                concepts and ideas in The Anatomy of Peace.

        
    
        
            Appendix

            Resources for Readers

        
    
        
            Exploring the Arbinger
                Diagrams

            We hope you enjoyed the book. In this
                section, we have reproduced each of the diagrams in the book so that you can access
                them in one place. (Below the title of each diagram we reference the chapters in the
                book where the diagram is explored.) In a few cases, we present the diagrams in a
                slightly different form, with appropriate explanations. We also provide some
                additional thoughts and thought questions regarding each diagram. Following this
                section, we include two “Going Deeper” sections that take some of the
                ideas in the book to a deeper level. In those sections we have added for your
                consideration two diagrams that are not included in the book.

            
                THE WAY-OF-BEING DIAGRAM
            

            
                (See chapter 4, “Beneath
                    Behavior.”)
            

            The Way-of-Being Diagram is formed
                through a combination of two distinctions. The first distinction is between our
                behavior and our way of being—that is, between what we are doing on
                the one hand and how we see others while we are doing what we are doing on
                the other. The diagram then draws a second distinction within our way of being: we
                can see others either as people, who matter like we ourselves matter, or as objects
                that don’t matter like we matter. When we see others as counting like we
                ourselves count, our hearts are at peace. When we see others as not counting like we
                count, our hearts are at war.
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            One of the important points
                illustrated by this diagram is that getting behavior right is only half of the
                story. There is almost nothing so common, for example, as people engaging in
                otherwise good or helpful behavior while mad at those they are doing it for. People
                who have done this before, and who have been upset at others’ responses to
                them, know that good behavior is undercut by a poor way of being—every
                time.

            Another important issue is that
                way-of-being-level problems cannot be solved merely by behavioral solutions. The
                problem of sexual assault is an example of this. The military, for instance, has
                made a big push to eradicate this terrible crime. Until now, however, most of the
                well-meaning efforts to address the problem have been behavioral in nature. This
                doesn’t make these efforts wrong, per se, but it does make them incomplete. A person who sexually abuses another sees that person as an
                object. Unless the problem of objectification of others is solved, sexual assaults
                will not be curbed, no matter the behavioral efforts to address the issue.

            In business, a company’s survival
                depends on its being behaviorally competitive. That is, if what it sells and what it
                does to produce its products and bring them to market are not sufficiently
                competitive, the company will go out of business. At the level of what they
                are doing, the market forces competitors to catch up with each other’s
                innovations in order to survive. So over time, at the level of the what,
                competitors end up resembling each other. (Consider how the products and services in
                most competitive industries—medicine, consumer electronics, automobiles, and
                so on—more or less resemble each other.) This implies that lasting competitive
                advantage is not a function of the what but a function of the how.
                A company that operationalizes seeing others as people sees differently in a way
                that allows it to achieve a competitive advantage. The gulf between its own
                performance and its nearest competitors’ cannot be bridged merely by mimicking
                the company’s behavior. Competitors have to be willing to give up all the
                objectifications of others that have, until that moment, characterized their
                enterprises. From strategy to internal processes and systems to customer service,
                competitors have to be willing to see others as people, with all that implies, to
                cross the chasm. This is why lasting competitive advantage is a function of the
                    how.

            Thoughts and Thought Questions

            Consider how common it is to
                inadvertently ignore the issue of way of being. When faced with difficult
                situations, we often ask, What should we do to handle this? The
                question sends us searching for only behavioral solutions. As with the problem of
                sexual assault discussed above, way-of-being-level problems cannot be solved by
                behavioral solutions alone. Individuals and organizations that realize and act upon
                this understanding are able to achieve much higher levels of performance than those
                that don’t.

            You may find it helpful to ask questions
                that keep you aware of the importance of our way of being.

            For example, in your opinion, do the
                other people at work matter like you matter? What would others say about how you see
                them?

            How about at home? Do the things that
                matter to your family members matter as well to you? Are you aware of their needs as
                much as you are of your own?

            Are the strategies, systems, and
                processes in your company built upon the assumption that people are people or on the
                assumption that people are objects?

            For each of your relationships, is your
                heart mostly at peace or mostly at war? What do you need to do to improve any of
                those relationships?

            
                THE CHOICE DIAGRAM
            

            
                (See chapters 10, “Choosing War”; 11, “A Need for War”; 14, “The Path to War”; and 21, “Action.”)
            

            The Choice Diagram illustrates how we go
                into the box and shift from seeing others as people to seeing them as objects. When
                we see others as people, from time to time we will have impressions of appropriate
                things to do for others. When we are seeing others as people and see that they are
                in need, for example, we will naturally desire to do something
                to help them if we can. This was the Yusuf and Mordechai situation in the book.
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            Such situations present us with a
                choice. We can act on the sense to help, or, like Yusuf, we can resist or betray
                this sense. The diagram illustrates how, when we betray this sense, we go into the
                box and justify ourselves. You will see this is the case by testing this diagram
                with your own stories. Think of a time when you resisted a sense to help someone in
                some way. Write that sense in the oval at the top of the diagram. Then think about
                how you started to see this other person after you betrayed this sense to help. List
                the ways you started to see the person in the upper right
                quadrant of the box. Then think of how you started to see yourself after you
                betrayed this sense, and list those responses in the box’s upper left
                quadrant. You can also add the kinds of feelings you experienced after you betrayed
                yourself as well as how you viewed the world. After you have completed those
                quadrants, ask yourself, Do these thoughts and feelings invite me to go back and do
                what I was originally feeling I should do? If the answer to this question is no,
                this is likely an example of what we call self-betrayal, with the hallmark sign of
                feeling justified.

            Thoughts and Thought Questions

            Pay attention to the senses you have to
                help others, and see what happens as you try to honor those senses.

            Use this diagram to record an example of
                self-betrayal from your own life. After you have done so, look at the upper-right
                quadrant of the box and ask this question: After I betrayed myself, is this person
                now a person or an object to me? Then look at the upper-left quadrant and ask the
                same question about yourself: After I betrayed myself, am I seeing myself
                as a person or an object? (As you think about this question, you can consider it
                this way: Do the things I’ve listed about myself really capture who I am, or
                is this characterization of myself only half of a picture?)

            What about when you have a sense to do
                something for yourself but don’t do it? For example, what if you have a sense
                to work out but then don’t do it? Could this also be a self-betrayal? Use the
                diagram to explore that kind of example as well. How do you end up seeing others?
                How do you end up seeing yourself? What kinds of feelings do you have, and so on? Do
                you feel justified at the end of the story? All things considered, does this seem
                like a self-betrayal or not?

            Pay attention to
                the kinds of things that show up in the two left-hand quadrants of the box in your
                stories. Do the ways you see yourself and your emotions seem more like better-than
                symptoms or worse-than symptoms? Do you see any I-deserve or need-to-be-seen-as
                justifications? If so, consider what those boxes might do to others. How might they
                invite others to respond to you for example?

				
            
                THE COLLUSION DIAGRAM
            

            
                (See chapters 5, “The Pattern of
                        Conflict,” and 6,
                        “Escalation.”)
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            The Collusion Diagram illustrates how
                one person in the box invites others to get in the box in response. In addition, the
                diagram shows how when two parties are in the box toward each other, they each invite the very mistreatment they are blaming the other party
                for! This raises the question of why we would ever do that. Why would we ever invite
                others to do the very things we are complaining about? The answer is that when we
                are in the box, we have a need that trumps all others: the need to be justified.
                While we complain about what the other party is doing, his or her mistreatment of us
                gives us justification for our mistreatment of that person. Each party gives the
                other reason to keep doing exactly what he or she is doing.

            This has a haunting implication: When we
                are in the box and have the need to feel justified, being justified becomes more
                important to us than being successful or happy. We don’t believe that this is
                true when we are in the box, of course. And it seems crazy even to say it. However,
                you can test this premise with any collusion situation.

            You can use this diagram to chart a
                situation. Think of someone you are in the box toward. Write the person’s name
                on the line in the middle of the box on the right. Then write your name on the
                middle line in the left-hand box. Then in quadrant 1 list something the person does
                that bothers you when you are in the box—something you wish he or she would
                quit doing. In quadrant 2 list how you see this person and what he or she is doing
                when you are in the box. In quadrant 3 list the kinds of things you do in response
                when you are seeing the person in the ways you listed in quadrant 2. Finally, do
                your best to put yourself in the other person’s shoes. Ask yourself this
                question: If the other person is in the box toward me, how is he or she likely to
                see me and what I am doing? Write your responses to this question in quadrant 4.

            Once you have
                filled in each of the quadrants, consider this question: If the person is seeing you
                in the ways you’ve listed in quadrant 4, is he or she likely to do less or
                more of the behaviors you listed in quadrant 1? If the answer is “more,”
                it suggests that you are inviting the very things you are complaining about and that
                justification is therefore more important to you than solution. That may sound
                crazy. Then again, to be in the box is to be a bit crazy.

            The other point to notice about
                collusion is that we often gather allies to our side to bolster our justification
                claims. Although we may like the people we are gathering, we are not really seeing
                them as people when we gather them. Rather, we are valuing them as vehicles that
                help us feel right in our positions.

            Thoughts and Thought Questions

            Finding collusions is very easy. All you
                have to do is think of something that someone else is doing that bothers
                you—something you wish he or she would quit doing. Write that person’s
                name in the box on the right and whatever he or she is doing that bothers you in
                quadrant 1. Then move to quadrant 2 and then 3 and then 4. Once you have filled in
                quadrant 4, you can tell whether you have a collusion by whether the items you
                listed in quadrant 4 lead to more of what you listed in quadrant 1.

            Whom do you think you may be in
                collusion with in your work life?

            Whom do you think you may be in
                collusion with in your family life?

            For each of the collusions you can
                identify, whom have you gathered as allies?

            One strategy for
                breaking a collusion is to do the following: Assume that you are out of the box.
                Then, when you get to quadrant 2, ask, If I weren’t in the box, how might I
                see this person and the things he or she is doing in quadrant 1? Write your
                responses to that question in quadrant 2. Then ask, If I were seeing this person in
                the ways I’ve listed in quadrant 2, how might I act toward him or her? Write
                those responses in quadrant 3. What you will likely find is that your responses in
                quadrants 2 and 3 when you ask these questions are entirely different from your
                responses when you filled in the Collusion Diagram before. Seeing and acting in
                these different ways will be the way out of the collusion.

			 	
            
                THE INFLUENCE PYRAMID
            

            
                (See chapters 2, “Deeper Matters,”
                    and 22, “A Strategy of Peace.”)
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            The Influence Pyramid is a strategic
                framework for helping other people to change. We can think of the pyramid as something we are always living from the bottom up. Then, when
                things are going wrong, we can locate what we need to do to help things go right by
                thinking from the top of the pyramid down.

            The SWAT teams of a major metropolitan
                police department, for example, use this structure as a guiding framework for their
                work. SWAT teams usually engage in the community at the top level of the
                pyramid—correction. They break into homes, they issue arrest warrants, they
                work to resolve hostage situations, and so on. Since they began operationalizing the
                pyramid from the bottom up on a day-to-day basis, and applying the pyramid from the
                top down in all of their interventions, the SWAT teams have seen dramatically
                improved results. Since structuring their work this way, they have recovered guns
                and drugs at almost double the rate as before and in such a way that the number of
                complaints filed against them by members of the community has plummeted. It turns
                out that people whose homes are broken into by the police respond much better when
                the police are seeing and regarding them as people. Instead of just taking
                corrective actions, as had been their approach in years past, now, after
                establishing safety, the teams quickly move down the pyramid—teaching and
                communicating, listening and learning, building relationships, and so on. Instead of
                turning streets and neighborhoods against them, they build relationships in the
                community that strengthen their ability to help.

            In a situation that inspired the story
                shared by Yusuf here, a father who didn’t like the boy his
                daughter was dating did what many fathers in such situations do—he kept asking
                his daughter why she was dating such a loser. Not surprisingly, the more he tried to
                correct her, the more she became attached to the boy. When the
                father began considering this situation with the Influence Pyramid in mind, he
                realized that to help the situation go right, he needed to start spending more time
                at the lower levels of the pyramid. He realized that one of the areas he had been
                completely neglecting was building relationships with others who have influence with
                his daughter. He knew he needed to try to build a relationship with this boy. So the
                next time the boy came to get his daughter, this father invited him in. The next
                time he invited him to stay for dinner, and so on. Then two very interesting things
                happened. The first was that this father actually started to like the boy! The
                second was that his daughter decided that she didn’t like the boy anymore.

            Thoughts and Thought Questions

            The Influence Pyramid gives very helpful
                guidance in difficult situations. As discussed in the book, three lessons help in
                its application. First, most time and effort should be spent at the lower levels of
                the pyramid. Second, the solution to a problem at one level of the pyramid is always
                below that level of the pyramid. And third, one’s effectiveness at each level
                of the pyramid ultimately depends on the lowest level of the
                pyramid—one’s way of being.

            Think of someone you wish would change
                in some way. The first thing to do would be to consider why you want the person to
                change. For example, do you want the person to change because it will help you or
                because it will help him or her? This is a pretty good indicator of one’s way
                of being.

            Look at the pyramid and identify the
                areas of the pyramid where you probably should be spending more time and effort regarding this person. What might you do to improve your
                efforts in those areas?

            What is the state of your relationship
                with this person and with others who have influence with this person?

            Have you really been listening to this
                person? Are you open to learning from him or her?

            How has your communication been with
                this person? What might you do to improve it?

        
    
        
            Going Deeper: The Four
                Styles of Justification

            Chapters 12 and 13 introduce the four
                common styles of justification: better-than, worse-than, I-deserve, and
                need-to-be-seen-as. Many readers have told us how helpful it has been to understand
                these different kinds of boxes—especially to learn about the worse-than style
                of justification, as we didn’t explore that kind of box in our first book,
                    Leadership and Self-Deception. Since two of the characters in The
                    Anatomy of Peace, Carol and Avi, tend toward the worse-than style and also
                toward its common companion, the need-to-be-seen-as box, we were able to explore
                these kinds of boxes in more depth in this book.

            The book discusses how better-than and
                I-deserve boxes, and worse-than and need-to-be-seen-as boxes, often come together.
                After the publication of the first edition, we developed the Carry-Box Diagram to
                help people see how these different box styles interrelate. We call these various
                styles of justification carry boxes because they are box styles that we acquire and
                carry with us over a lifetime of betraying ourselves. Most people have acquired
                versions of each of these styles of justification, although one or two styles may be
                more common for them.

            In our workshops, we always introduce
                these boxes through the Carry-Box Diagram. We considered including the diagram in
                the body of this new edition of the book but finally decided to keep the flow of the
                original story through that section and to include this diagram and some further
                explanation here.

            
                
                THE CARRY-BOX DIAGRAM
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            When
                teaching people about this diagram, we build it element by element, beginning with
                the two figures in the center. The person on the center left represents each of us.
                The person on the center right represents people we are out of the box toward. When
                we are out of the box, we regard others as mattering like we matter. We capture this
                idea in the diagram by placing both of these figures on the same level; each of us
                counts like the other.

            This means that when we go into the box,
                we move away from this core truth that others matter like we matter. We can move
                away from this core truth in two different ways. In the first of these ways, we go
                into the box by elevating ourselves above others. When we do this, others no longer
                count like we count. We feel superior and look down on them. This is the stance that
                we call the better-than box.

            When we feel that we are better than
                others, we very naturally feel like we deserve things that others
                don’t—more praise, for example, or an apology, a bigger paycheck, a
                nicer house, more free time, and so on. This is why we connect the I-deserve box to
                the better-than box in the diagram.

            The other way we can move away from the
                core truth that others count like we count is to sink ourselves beneath others.
                Instead of counting the same, we now feel that we count less than others. We see
                others as being way up on a pedestal as compared to ourselves. We call this stance
                the worse-than box. From within the worse-than box, we feel justified for our
                separation from others on the grounds that we aren’t smart enough, funny
                enough, successful enough, and so on.

            The worse-than box has its own companion
                box. When we feel that we are worse than others, we can find ourselves in situations
                    where it is very important to us not to be seen as worse
                than others. For example, let’s suppose that a person in the workplace has a
                worse-than box around his or her intelligence. Since in a corporate setting there is
                likely little benefit gained from being seen as less intelligent than others,
                someone with such a worse-than box is likely to take on another box around wanting
                to be seen as not being less intelligent. We call this kind of box a
                need-to-be-seen-as box. One can have this kind of box around almost
                anything—needing to be seen as smart, funny, popular, attractive, hardworking,
                one who never makes mistakes, and so on.

            We can recognize what kind of boxes we
                might be in by paying attention to the emotions we are experiencing, as certain
                kinds of emotions often correspond to specific boxes. In the diagram, we list a few
                emotions for each box style that can very often be indicative of that particular
                style.

            We see these various box styles at play
                in the characters in the story. When Lou is in the box, he most often defaults to a
                better-than or I-deserve style. Carol, on the other hand, more often goes into the
                worse-than or need-to-be-seen-as box.

            You might think about what box styles
                are most common for you—at home, at work, and in the community.

        
    
        
            Going Deeper: Getting Out
                of the Box

            By the end of chapter 18, Lou and others
                in the group really want to learn how to get out of the box. Avi and Yusuf explain
                how to get out of the box over the next three chapters. Because of the number of
                diagrams that already appear in the book, we made a judgment that it would be better
                for the reader if we didn’t include in those chapters an additional diagram
                about how we get out of the box. Once you have read the book, however, you may find
                this additional diagram interesting and helpful. Many of our client organizations
                use this Getting-Out-of-the-Box Diagram as a strategic framework for this
                process.

            
                THE GETTING-OUT-OF-THE-BOX DIAGRAM
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            Person A
                represents a person who is in the box. The three-sided box represents how we are
                always both in the box and out of the box at the same time—in the box toward
                some people but out of the box toward others.

            Person B represents a person whom person
                A is in the box toward.

            The people in area C represent people in
                person A’s life toward whom person A is out of the box (and vice versa). This
                direction also represents the out-of-the-box space that is available for person A to
                find.

            The arrow represents how the humanity of
                person B can get in, as it were, though the open side of the box. This can happen
                when person A has accessed an out-of-the-box vantage point from which he or she can
                see and think about person B differently than before.

            THE GETTING-OUT-OF-THE-BOX
                PROCESS

            The following four steps can be helpful
                when one is trying to get out of the box.

            Step 1: Notice the Indications of the Box

            Many indications of the box are covered
                in this book—for example, how we blame and “horribilize” others;
                the emotions that characterize the different carry boxes; the ways we see others,
                ourselves, and our circumstances when we are carrying those boxes; and so on.
                However, at a very basic level, the most telling indication is the difference we
                feel within ourselves when our hearts are at war as compared to when they’re
                at peace. As the diagram illustrates, we can be (and usually are) both in and out of
                the box at the same time—in the box toward some and out of the box toward others. This provides each of us with a very clear barometer
                moment to moment: in effect, we are always able to evaluate the thoughts and
                feelings we are having toward one person in comparison to the thoughts and feelings
                we are having toward others. Given that we know what being out of the box feels
                like, our own comparative experience illuminates where we may be in a box—the
                relationship with person B, for example, feels different than the relationship with
                person C. Step 1 is simply to pay attention to this.

            Step 2: Find Out-of-the-Box Space

            The relationships between person A in the
                diagram and the persons in category C represent out-of-the-box space—that is,
                a dimension of ourselves uncorrupted by warring feelings and the need to be
                justified.

            In Avi’s story, by the time he met
                Yusuf, he was in the box toward many people—Arabs, religious Jews, Americans,
                and his childhood friend Hamish, for example. Each of these persons can be
                represented by person B in the diagram. Jenny, who ran away barefoot to escape
                enrollment in Camp Moriah, was in the box toward her parents and anyone associated
                with Camp Moriah.

            Avi found out-of-the-box space with
                Yusuf, and Jenny found the same with Mike and Mei Li. Those persons were like the
                figures in area C of the diagram—they helped create space for Avi and for
                Jenny to see and think differently about the people they were in the box toward.

            One of the implications of this diagram
                is that if we want to invite others to change, we need to offer out-of-the-box space
                to them, which requires, first of all, that we be out of the box toward them
                ourselves.

            The story of Mike
                and Mei Li with Jenny illustrates this. Although Jenny was running and making
                matters difficult for Mike and Mei Li, they continued to see her as a person—a
                person running over hot pavement with no shoes on, no less. Because of this, at one
                point they felt motivated to take off their own shoes before resuming the chase.
                Something about their willingness to take off their own shoes humanized Mike and Mei
                Li for Jenny and allowed her really to see and consider them.

            This story is a great illustration of a
                second point. Once we get out of the box toward others, we can offer out-of-the-box
                space to them by, in effect, “taking off our shoes” toward them,
                whatever that might mean in our own situations.

            For treatment programs like Camp Moriah,
                this diagram, including the concept of taking off one’s shoes toward others,
                represents their work. The people who enroll in such programs are like person A in
                this diagram—in the box toward some people in their lives. To help them heal,
                staff members and workers must create out-of-the-box space where enrollees can begin
                to see their person Bs differently than before. The same principle applies to
                organizations generally: leaders who create out-of-the-box space enable others to
                give up their justifications and engage more fully and collaboratively in their
                work.

            Step 3: Ponder the Situation Anew

            Once we find an out-of-the-box vantage
                point within us, we are positioned to be able to see people we have been warring
                with differently. The questions in chapter 20 of the book are what we call
                “pondering the situation anew” questions. Once one has found an out-of-the-box vantage point, these questions offer helpful ways
                to humanize those we’ve been objectifying.

            When parties in conflict are not helped
                to an out-of-the-box place, they are unable to ponder their situations anew. Rather,
                they keep pondering and repondering their situations “a-old,” as it
                were, rather than anew. In such cases, real and lasting resolution and healing
                remain out of reach.

            Step 4: Act—Do What You Are Feeling to
                Do

            You will recall that Ben Arrig’s
                favorite word was action. The reason for this, according to Yusuf, was that
                staying out of the box always ends up requiring action. It requires action because
                the humanity of others calls us not only to see them differently but also
                to treat them differently—as people rather than as objects. Where we
                might have been seeing objects rather than people, the change to a heart at peace
                will necessarily mean that we will start doing things differently. Maybe we need to
                apologize for something or take responsibility for something. Maybe we need to start
                listening more or following through better. Or maybe we need to rethink our strategy
                or mission. To see others as people is to be willing to act in accordance with what
                we now see. A change in seeing that doesn’t also bring about a change in doing
                amounts to no change at all.

            So after (1) noticing that we might be
                in the box, (2) finding an out-of-the-box place, and (3) pondering the situation
                anew, to stay out of the box we must begin to (4) act upon what we are
                seeing—that is, to begin doing what we feel we need to begin doing for the
                people we are now really seeing.

            These four steps
                can be remembered with the acronym NOPE: N for Noticing the red flags, O for finding
                Out-of-the-box space, P for Pondering the situation anew, and E for Executing, or
                acting upon what we are now seeing.

            To get out and stay out of the box, say
                NOPE to the box.

        
    
        
            About the Arbinger
                Institute

            In the 1970s, a team of scholars embarked
                on an exploration into a core problem at the heart of the human sciences—the
                problem of self-deception. The research explored how we end up creating and
                sustaining problems we don’t know we are causing and how and why people resist
                helpful solutions.

            Initially, all attempts to understand
                the phenomenon of self-deception failed, just as all attempts had for over one
                hundred years. After years of work, however, the research team discovered a solution
                no one expected. They discovered the clear and surprising way that people begin to
                evade responsibility without thinking that they are doing so, and therefore end up
                blaming others or circumstances they themselves are helping to create. More
                importantly, they discovered how this could be corrected.

            Following this scholarly discovery,
                Arbinger’s founding members began teaching the principles in academic circles
                and within the university environment. This soon led to demand from individuals and
                requests for organizational applications. The resulting demand led first to the
                creation of The Arbinger Institute and then, over the years, to the formation of a
                family of Arbinger organizations.

            The Arbinger family of organizations
                includes the following:

            
                	The Arbinger Institute, which is responsible for the
                    Arbinger intellectual property

                	Arbinger Training and Consulting, which is
                    a full-service consultancy (with offices around the world) that helps
                    organizations operationalize the Arbinger ideas

                	Arbinger Social Partners, which equips socially conscious
                    organizations to share Arbinger’s work with the populations they
                    serve

                	The Reconciliation Project, a cause launched to help
                    individuals, families, and communities learn and apply Arbinger principles

            

            As a result of the global impact
                of Arbinger’s international best-sellers, Leadership and
                    Self-Deception and The Anatomy of Peace, and Arbinger Training and
                Consulting’s long track record with clients, Arbinger is now recognized as a
                world leader in the areas of leadership, team building, conflict resolution, crisis
                management, and culture change and integration. Arbinger offers help to
                organizations and individuals through training, consulting, mentoring, coaching,
                implementation support, certification processes, and digital tools. Arbinger’s
                clients range from individuals who are seeking help in their lives to many of the
                largest companies and governmental institutions in the world.

            Headquartered in the United States,
                Arbinger has offices around the world, including across Europe, the Middle East,
                Africa, India, Asia, Southeast Asia, Oceana, and the Americas.

            ARBINGER
                TRAINING AND CONSULTING PROGRAMS AND SERVICES

            Arbinger helps organizations improve
                their performance through its training programs, consulting services, coaching
                offerings, and implementation tools, including those described below.

            Developing an Outward Mindset™

            In this workshop, participants learn the
                difference between an inward mindset and an outward mindset and begin to see the
                extent to which they have been operating and leading from an inward mindset.
                Participants learn a series of frameworks that they then apply to a key workplace
                objective they are trying to achieve over the next six to twelve months.
                Participants develop a mentality of responsibility in their work rather than one of
                blame and build a plan for achieving their objective in an outward mindset way.

            Implementing an Outward Mindset™

            In this workshop, which builds on the
                foundation of Developing an Outward Mindset, participants reconceive their
                roles and strategies in an outward mindset way. They plan their work with others in
                a way that overcomes conflict and invites collaboration. Finally, they begin to
                implement a series of tools to move them more fully to an Outward Mindset way of
                working.

            Transforming Conflict with an Outward
                Mindset™

            In this workshop, participants learn how
                to deploy the Arbinger frameworks to resolve conflicts. They work on resolving a
                current conflict at work and become equipped to marshal Arbinger concepts
                effectively in difficult situations in the organization to
                overcome conflict and build enthusiastic collaboration and teamwork.

            Leading with an Outward Mindset™

            This self-paced program provides leaders
                with step-by-step guidance in effectively working with their teams with an outward
                mindset. The program includes segments of video instruction as well as examples from
                leaders from other organizations who have successfully applied this approach. The
                program walks leaders through an accompanying workbook in which they complete key
                assignments as they work with an outward mindset toward their direct reports.

            Teaming with an Outward Mindset™

            This program guides leaders in
                reinforcing and helping team members to implement the models introduced in the
                    Developing an Outward Mindset and Implementing an Outward
                    Mindset workshops. Teams implement the outword mindset concepts together as
                guided by video-based instruction and vignettes in team meetings.

            Outward Mindset Skills for Managers

            This self-paced program equips managers
                with the essential skills necessary to select, onboard, and manage employees with an
                outward mindset. The program includes segments of video instruction and is
                illustrated with examples from organizational leaders who have successfully applied
                these skills in their own management. The program directs participants through an
                accompanying workbook that serves as a key guide to continued use of the skills.

            Coaching and Mentoring
                with an Outward Mindset™

            In this telephone course, participants
                engage with a cohort group of organizational leaders (either from their own
                organization or other organizations). They learn to become more effective as mentors
                and coaches in their management and leadership roles. Participants practice their
                skills with

            Implementation Consulting

            
            Executive Coaching

            
            HOW TO BECOME
                AN ARBINGER FACILITATOR

            
            Developing and Implementing an Outward Mindset
                Facilitator Training

            
            Transforming Conflict with an Outward Mindset
                Facilitator Training
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