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IntroductIon to Flow
Work as a positive life experience

The backdrop…

THE TAPESTRY OF A LIFE LIVED WELL is comprised of many threads 
woven together across time.  These threads are represented by the 
various roles that we play and comprise much of the sum of our lives, 
such as those of child, friend, parent, student, spouse, citizen and for 
most of us, a worker.  The many roles we play function as essential 
roots, nourishing our self-esteem, happiness, security, growth, sense 
of purpose, identity and even our reason for existence.  Our work roles, 
across and within our lives, can be especially important in this respect.  
Work roles that are performed in a superb manner equally benefit both 
the performer and the world around them.  Psychologists, sociologists, 
anthropologists and theologians all attest to the vital importance of a 
person being engaged in doing good work for one’s well-being, as 
well as that of the community in which they reside.  Mastering this 
important dimension of life that we call work can be one of the most 
vital ingredients for a good life as well as for the betterment of our 
families and societies.

If this is true, why are many people eager for their workday or 
workweek to end, and so filled with dread at its beginning, on the 
stereotypical Monday morning commute?  Why are so many today 
trying to put a wall up at the edges of their work to defensively 
protect “work-life balance,” as if somehow work is not an integral 
part of their life?  Why is the decades-old mantra of industrial 

Choose a job that you love 
and you will never work a 
day in your life.

—Confucius
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civilization, “Don’t work too hard!” still heard in stores and restaurant 
parking lots?  Why does our work often lead us to indifference, dis-
enchantment, emptiness, confusion or detachment from our very 
selves?  Why is there growing frustration, anxiety and insecurity in our 
work roles at a time when we have more personal preparation, educa-
tion, information and access to new opportunities than ever before in 
human history?   Why is work for many still a “four-letter word,” breed-
ing discontent or resignation to the status quo (often all too similar to 
a Dickens’ tale).  Why does a chasm still exist after a hundred years 
between us and our leaders at work, too often leading to resentment, 
mistrust, toxic antagonism, law suits and collective bargaining?  Why 
do we carry within us subtle (or strong) points of view that work, at its 
essence, is somehow negative, bad or contrary to our well-being? 
 
There are many reasons and arguments at the root of why these atti-
tudes continue to exist and are so pervasive.  I believe for most people 
the following three reasons prevent them from making their work roles 
what they have the potential to be:  

  1. On a personal basis... the principles, rules, structure and meth-
ods for creating and sustaining good work roles are missing in 
their lives and knowledge.

2. Conversely, on an organizational basis... the principles, rules, 
structure and methods for diagnosing, designing and deploying  
work roles are missing in their workplaces and in the education 
and practices of those that manage and lead.

3. Accordingly, no acceptance of responsibility by people or their 
organization to be held respectively competent and accountable 
for establishing and sustaining optimal work role relationships, 
based on the aforementioned principles, rules, structures and 
methods.

With such significant components missing to guide our collective think-
ing and actions, it is easy to appreciate why many believe the mastery 
of their work role(s) is beyond their ability to influence or even under-
stand.  Like a pilot attempting to fly without instruments, flight training 
or navigation maps, an engineer trying to build a bridge without an 
education of materials or mathematical tools or a doctor trying to heal a 
heart without an understanding of human anatomy, biological systems 
and the practice of medicine, each would be impotent to serve, and in 
fact, would be quite dangerous to themselves and those around them, 

even though they may act with good intentions.  

It is not real work unless 
you would rather be doing 
something else.

—James Barrie

Arbeit macht das Leben süß. 
(Work makes life sweet.)

—German Proverb 

Love, work, and knowledge 
are the wellsprings of our 
lives, they should also govern 
it.

—Wilhelm Reich 
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Working people and their supervisors today generally lack the critical 
education to manage their work roles and work relationships, regardless 
of their profession, industry or experience.  Each working person needs 
the knowledge and methods to extract the most positive “yields” from 
their work and to prevent those that are negative, however they may per-
sonally define a “yield.”  In such an advanced and sophisticated society, 
this lack of personal competency and preparedness seems impossible, 
but it is true.  Work today is practiced like medicine or aviation perhaps 
was practiced one hundred years ago: without sound principles they 
were merely reacting to a patient’s condition without knowing the cause 
of it or “flying by the seat of their pants.”  Most would agree that this is 
not good.  Work role relations today are based upon anemic information 
or a total ignorance of the underlying fundamentals.   People do not 
have the education and tools to gain what they need from their work, 
chiefly, security and fulfillment.  In the absence of sound methods and 
tools, work relations today rely upon trial and error, malformed customs 
or word of mouth.  Assumptions, prejudices and superstitions too often 
guide action in the form of unreliable points of view, picked up random-
ly or experimentally along the way.  Yet, even if not valid, these mental 
points of view are taken to work with us each day or night causing us to 
be blind to opportunities, unresponsive to the challenges or issues or 
misdiagnose what is happening around us.  Every worker is susceptible 
to workplace malpractice when they lack adequate workplace relation-
ship knowledge.

The illiteracy in managing our workplace relationships was perhaps not 
so acute and serious only a few decades ago.  This was when many could 
depend upon a “paternal organization” to care for them somewhat as 
an “institutional parent.”  This would be true as long as the worker was 
somewhat like a “loyal child.”  In exchange for loyalty, an organization 
would provide security across the span of their life, even beyond work 
via retirement pensions and health care.  But as most of us now know, 
those days are gone as the prevailing model of workplace relations.  
Companies and institutions can no longer be paternal, for each day 
they must survive against the pressures of cold, hungry, global competi-
tion, an ever-quickening pace with no room for error, driven by instant 
information and the combined pressure-cooker of increasing demands 
of both investors and consumers.  Paternalism in organizations has 
gone the way of the dinosaur, and subsequently so has the value of the 
employee that only offers “loyalty” in their work role each day.  

Unfortunately, many people (both supervisors and workers) don’t 
fully recognize this change yet, or if they have, they do not know how 
to respond and adjust to new work, career and management realities.  

The fault…is not in our stars, 
but in ourselves, that we are 
underlings.

—William Shakespeare
(Julius Caesar)

Getting fired is nature’s way 
of telling you that you had 
the wrong job in the first 
place.

—Hal Lancaster
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Many employees still think that loyalty is enough, often expressed as 
just “showing up,” or in a larger sense, “time of service” or “seniority 
in the job.”  Many believe “being there” somehow gives them a form of 
entitlement or value in their role.  Associates are not aware that loyalty is 
no longer a primary organizational need nor is it a primary driver of the 
quality and security of worker relations.  They often do not understand 
that their career is their personal responsibility to accurately and wisely 
manage.  For these people still clinging to an obsolete workplace model, 
negative events inevitably occur to their work roles or themselves, such 
as layoffs, being passed over for promotions, being unable to get the new 
role they desire or leaving at the end of the day with chronic exhaustion, 
disillusionment and without fulfillment.  In too many cases, they quickly 
place the blame on the organization electing to see themselves as help-
less victims.  

There is no reason to despair, for today’s organizations offer workers 
an increasing variety of opportunities.   However, these opportunities 
are increasingly awarded to persons who understand that the quality 
and potential of their roles reside solely upon their performance.  Yes, 
this is very much like what professional actors, musicians, athletes and 
even good students from kindergarten to graduate school have known 
for years… performance reigns supreme!  In the new world of work, 
everyone is considered and judged almost solely as a performer when 
the votes are cast for advancement, incentives or even continuing the 
relationship.  The reason for this is simple: performance is how our 
organizations are judged, whether by consumers or investors.  I know 
of no organization that can escape or hide from the relentless pressure 
to increase productivity, innovation, build better and cheaper products 
and meet the demands of shareholders and many other crucial defini-
tions of organizational performance.  (If you happen to be a shareholder 
of stocks or mutual funds, don’t you expect this in the companies in 
which you invest?)  

Many institutions, even non-profits and government, must now compete 
on a global playing field with increasingly severe rules of competition.  
In such a climate, it is impossible for the organization to insulate and 
protect each worker in their work roles from analogous and proportion-
ate “performance realities.”  However, as we will soon see, a work setting 
based upon performance is all a person needs to gain everything they 
desire from their work, and in fact, may be ideal if that person seeks to 
be a consistent performer.  So against this backdrop, none of us—can-
didates, workers, managers or recruiters—can afford to remain illiterate 
and incompetent regarding performance-based models of work roles, 
since this deep change is such a vital aspect of our lives, as well as key 

There is no security on 
this earth; there is only 
opportunity.

  —General Douglas MacArthur

I never had a job. I always 
played baseball.

—Satchel Paige
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to organizational survival.  Can we afford to not gain the mastery of our 
work and in doing so recapture a greater degree of control over this 
essential part of our life?  I hope you agree that, no, we cannot! 

On a personal level, none of us can allow such a consuming and sub-
stantial allotment of our precious, finite life to be negative or out of our 
control.   We must know the rules and develop the skills to play the new 
game well.  Equally important, we must be enabled and equipped to 
achieve personal fulfillment and satisfaction in our roles as we perform 
them.  As you’ll soon learn, that’s why the Flow framework is so vital for 
you to comprehend and apply in your work.  Performance goes hand-
in-hand with deep satisfaction in one’s work and chosen livelihood.  You 
may already be able to recall special moments in your life when your 
work was simply superb.  I bet at those times, you were giving an awe-
some role performance as well—that’s Flow!   In fact, for most of us, it 
is very hard to give sustained peak performance if we do not also enjoy 
doing it.

If we choose to learn and understand the underlying forces and prin-
ciples as a new science, and apply these in our work lives each day, work 
will be what and how we choose it to be.  We will become capable in 
mastering our work roles, and in doing so, become the master of a very 
large fraction of our life.  Furthermore, as we master our work roles, it 
is likely that the many other dimensions of our life will become much 
better aligned with our desires and needs.  But even with a new “aha!” 
you still might think, “This sounds hard!” or say to yourself, “I just can’t 
do it!”  Well, I say to you, “Yes you can!” and I’ll help you every step of 
the way.  

First, just because this is new knowledge and skills doesn’t mean it will 
always be hard or difficult to do.  Walking, riding a bike, classes at school 
and perhaps the work that you do now, each required new learning and 
skills.  In each case, you might have been a little intimidated at first, and 
when you first tried any of them, you might have been a little clumsy, 
made a few mistakes and even fell down more than a few times.  But 
with ample internal motivation and repeated practice, you got beyond 
that, and suddenly it became quite natural to always be proficient, with-
out even thinking about it.  Personal Work Role Mastery™ is the same 
kind of thing: at first it my seem intimidating or even alien, then you 
can expect it to be a little awkward and clumsy as you begin, but with 
just a little sincere effort at understanding and application, you’ll find 
it will become natural and easy to put into practice at all times.  In fact, 
after you begin to see the results and the rewards it generates for you, 

The miracle is not that we 
do this work, but that we are 
happy to do it.

—Mother Teresa

The great aim of education is 
not knowledge but action. 

—Herbert Spencer
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you simply will not consider any other way to work in order to have your 
best possible life.  

Frameworks
Tools to guide your mind

Throughout Career Fulcrum Illuminations you will be provided with 
graphical “thinking frameworks.”  These are simply “maps for under-
standing,” or said another way, reliable “models of reality.”  These 
frameworks are “tools for your mind” providing greater perspective and 
insight in order to better understand and respond to whatever work-
place aspirations, problems or situations that may arise in your life.  You 
might also consider these frameworks as a form of “mental prosthetic,” 
for sometimes our minds simply need help to consider the endless 
variables, complexities and multidimensional factors of workplace 
relations, (just as we sometimes need calculators for challenging math 
problems and computer software for challenging data problems). 

Most courses at TalentSphere Academy (TSA) will strive to offer you 
frameworks for better thought and understanding.  We take this graphi-
cal approach of framework structures in order to provide you with maps 
of “guiding knowledge.”  We hope frameworks will make your education 
easier to retain and use, thus more likely to be considered and applied 
in your daily life, in service to your career and work role needs.  Even 
more important, perhaps, is the tendency of these frameworks to cor-
rect, “update,” remodel and expand personal points of view that may 
flawed or inadequate to address your personal and career realities with 
accuracy and reliability.  

Earlier we spoke of the lack of commonly shared principles and lan-
guage in the workplace as one reason for many of its problems and lost 
opportunities.  As you take each course in the Career Fulcrum series, 
you will be presented progressively with frameworks that can be cor-
nerstones of guiding knowledge for you to better navigate through any 
work role and career situation you can imagine.  If you elect to pursue 
advanced courses of TalentSphere, you will be learning much more 
about the importance of guiding knowledge, not only regarding orga-
nizing principles, but also organizing processes, such as the “Cycle of 
Knowledge™.”

Generally, frameworks are simply observations of universal realities.  
Whether we are aware of it or not, everything we do in life is directed 

To portray a phenomenon, a 
concept is needed.

—Antoine Lavoisier

I’ve always believed that 
if you put in the work, the 
results will come. I don’t 
do things half-heartedly.  
Because I know if I do, then 
I can expect half-hearted 
results. 

—Michael Jordan
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or guided by some form of knowledge or model that resides within us.  
Our “guiding knowledge” may be right or wrong, but either way, it leads 
us in how we think, act, behave, fear and love, solve problems, judge, 
analyze or synthesize information.  Each of us uses different forms of 
guiding knowledge throughout each day and across our lives, even 
though we may not be consciously aware that we are using preexisting 
and closely held models.  You may know guiding knowledge presently 
as “points of view,” “assumptions,” “bias,” “truths,” “values” or “beliefs.”  
Guiding knowledge is like seeds that our thinking nourishes to bear the 
fruit of our actions, again for good or bad.  The frameworks we offer are 
intended to be more reliable and accurate guiding knowledge than most 
of us possess today about our work roles and our work relationships.  
For many of you, our frameworks may replace, modify, verify or update 
the guiding knowledge that you have used for years to drive your think-
ing and actions.  Most of us were never provided accurate and complete 
frameworks about the modern workplace, and thus we have had to form 
our own without the benefit of research and validation or the complete-
ness to address the scale, scope and complexities of us and our work.  

If you begin with correct guiding knowledge, you will be much more 
apt to take constructive and effective action (but more on this later).  I 
am hopeful you will see each framework we offer as highly relevant in 
first helping with your enlightenment, insights and perspectives.  As you 
grow more proficient in their application, we want our frameworks to be 
there for you 24/7/365, providing you the structure and support to reach 
your personal objectives, solve your challenges and become a master of 

your work roles.

Flow, Your First Framework
Balancing your ARE with your DO to achieve 
and maintain the Flow experience.

Most of us have experienced work when it was fun and enjoyable: we 
couldn’t wait to get into our roles, “got lost” in our work and sometimes 
had to be torn away from it.   Likewise, most of us have experienced 
work when it was miserable, boring, horribly stressful, dreaded and dis-
dained.  Many of us have found work at times to be either monotonous 
drudgery or oscillating wildly between thrills and despair.  We should 
be able to understand the many factors that cause work to be what it is 
for us.  We need to be able to accurately predict how roles will be for us 
before we accept them, or if we have them, what we need to adjust to 
make them better.  

Minds are like parachutes; 
they work best when open. 

—Lord Thomas Dewar

Work joyfully and peacefully, 
knowing that right thoughts 
and right efforts inevitably 
bring about right resuls.

—James Allen
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To accomplish this, let’s begin the very interesting Flow framework of 
“guiding knowledge.”  Flow is designed to break apart who you “are” 
from what you “do.”  Then, once these two dimensions are separated, 
it provides the means to gain and hold good alignment and balance 
between the two.  In Figure 1, The Flow Framework, we bring these two 
dimensions together and discover how important it is to properly bal-
ance, position and align ourselves within our work roles.   It’s important 
to differentiate the aspects of who you are and what you do, because the 
relationship of these two dimensions has very important implications 
for your personal fulfillment, self-image and life satisfaction.  As you 

The only happiness a 
brave person ever troubles 
themselves in asking about, 
is happiness enough to get 
their work done?

—Thomas Carlyle

The Flow Framework
A Work Fulfillment Diagnostic and Planning Tool
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may quickly appreciate, when who you are at the moment is reasonably 
balanced with what you do (the role you play), you have the opportu-
nity to be in Flow—the desirable zone of balance between who we are 
and what we do.   Flow is that place, that state, that circumstance and 
situation where you are enthusiastic, confident, fulfilled and capable in 
what you do and are looking forward to doing more of it.  In such a state 
of mind, you often lose track of time, and the degree of stress and role 
challenges are constructive and desirable.  You are “at one with your 
work.”  You don’t dread Monday, because you deeply enjoy what you 
do.  You enjoy who you work with, and are proud of the purpose of your 
work as well as of your organization’s purpose.  You are pleased with the 
effect your work has on the rest of your life.  You perform with excellence 
and savor your work.  The original basis for this concept was developed 
by Mihaly Csikszentmihalyi at the University of Chicago in his book, 
FLOW: The Psychology of Optimal Experience.

I hope that Figure 1, The Flow Framework resonates deeply with you and 
begins to explain the quest we are now on—to help you predictably seek, 
establish and maintain organizational roles (what you do) and assume 
for yourself relationships that are optimally aligned with who you are 
and what you desire as you grow and change throughout your life.   In 
this framework, we apply the power of Mihaly’s work and advance it into 
a better understanding and diagnostic of the two very different dimen-
sions—you and your work—with each of these two dimensions being 
filled with change and complexity.

On each side of the Flow Zone or Channel, there are two less desirable 
areas or zones: 
 

If who you are relatively exceeds what you are doing, you will tend 
to be bored, unfulfilled, restless, apathetic, indifferent and some-
times frustrated (the A-Zone™).  

On the contrary, if the things you do exceed who you are at the 
moment, you may find yourself experiencing unhealthy and toxic 
stress, anxiety, low self-esteem and a sense of being overwhelmed 
(the B-Zone™).  

The secret is to keep who you are and what you do (the functions, the 
environments, the life impacts within roles you play) in a reasonably 
healthy equilibrium and balance as much as possible to put you into 
the “Flow Channel.”  It is unrealistic to expect this state at all times for 
there will always be the “off periods” (functions you perform that are 
not satisfying), bad days and the emergence of unforeseen situations.  

While we are focusing on 
fear, worry, or hate, it is 
not possible for us to be 
experiencing happiness, 
enthusiasm or love.

—Bo Bennett

Work is more fun than fun.
—Noel Coward

When you work you are a 
flute through whose heart 
the whispering of the hours 
turns to music...
To love life through labour 
is to be intimate with life’s 
inmost secret…
All work is empty save when 
there is love…
For work is love made visible.

—Kahlil Gibran
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In general, you should strive to “hover” in the vicinity of your Flow area 
across the majority of your work life.  Why would you want to be in any 
other state of mind and utilization when you spend so much of your life 

and energy at work?

Establishing “Are” and “Do” as sep-
arate life dimensions is imperative 
for guiding you to “good work.”

I believe one of the great misunderstandings in the talent marketplace, 
both for ourselves and for those who seek us, has to do with trying to 
consider “who we are” and “what we do” as though they were a single 
dimension, context or topic.  That is, at our places of work, we are often 
given labels and frequently considered for new opportunities solely for 
what we have done or are doing, and rarely for what we have the poten-
tial to be, who we are or who we have been to get here.  Who we are and 
what we do are considered the same thing even by ourselves.  This is 
both wrong and dangerous.  In effect, we lose our identity and value to 
the “pigeonhole” that we are working in at the moment or have worked 
in the past.  Therefore, to reverse this common misconception, we need 
to extract and examine you, the real and whole you, from that which you 
do, which merits its own analysis.

Listen to the you as you are labeled and described in your organization, 
such as when you’re introduced.  I’ll bet you’ll hear this problem-
atic phenomenon:  “Melanie is a programmer.”  “Tom is a salesperson.”  
“Helen is a pilot.”  “Maria is an accountant.”  “Sean is a designer.”  
“Harrison is a nurse.”  “George is a chemical engineer.”  You know you 
hear this all the time in the workplace—about yourself and about oth-
ers.  These generalizations are not true.  Melanie, Tom, Helen, Maria, 
Harrison, Sean and George are people of vast potential, far beyond their 
singular and present roles or what they are doing.  It just so happens that 
they currently fulfill the roles of programming, selling, managing, nurs-
ing, piloting, engineering, accounting and designing, but that is not who 
they are.  They are each capable of so much more, and they and others 
need to always be aware of and alert to their potential.  Yet, in so many 
cases, people are judged, stereotyped and severely limited because of 
confusion about who they are versus what they do.  In fact, we often con-
tribute to this confusion by labeling ourselves.  It is up to us to change 
this and market ourselves much better so that we and others see the full 
promise residing within us.

It is best, it seems to me, to 
separate one’s inner striving 
from one’s trade as far as 
possible. It is not good when 
one’s daily break is tied to 
God’s special blessing.

—Albert Einstein

Joy improves our 
personalities, increases 
our energy, transforms 
our worship, and bears us 
through difficulties.  It is 
joy unspeakable and full of 
glory.  

—Robert J. Morgan



Flow

15

Would anyone conclude that because Tom Hanks so successfully 
portrayed the title role in Forrest Gump that he could not be equally 
successful in the role of an astronaut in Apollo 13, or a WWII soldier in 
Saving Private Ryan, or in roles that are not even related to acting?  Of 
course not!  So why do we often think this way about ourselves, and 
others around us?   We are often guilty of limiting our potential and our 
thinking because of dangerous assumptions in this area, as well as losing 
our identity—who we are—because of what we happen to be doing.  All 
of us are capable of so much beyond the roles we are often pigeonholed 
into by others, or worse, by ourselves.  The entire talent marketplace is 
simply a world of evolving and changing roles—some you play one at 
a time, while at other times you play many roles simultaneously.  We 
should start thinking more accurately of ourselves as professionals ful-
filling shifting roles on the ever-changing stage of work.  We must not 
see ourselves as being captive or constrained by a “job description” or 
title.  We should not limit ourselves and our potential to a single profes-
sion or a single industry.  If you do, you may miss the latent possibilities 
and opportunities available all around you.  I strongly encourage you 
to never accept or pursue another “job” or “title.”  Instead, from this 
point forward recognize that you will pursue and have ONLY “roles.”  
This is not merely semantics, but an important state of mind.  It helps 
you retain and maintain your personal identity, value and esteem while 
simultaneously achieving success in your current role(s).  Keeping who 
you are separate from the roles you play is crucial to understanding who 
you are and all that is possible for you to do and achieve.  This separa-
tion is essential for capturing and optimizing your best career potential.  
Let’s now be a bit more specific about separating your ARE from your 
DO.

Beginning to Think About “You”
Knowing who you are is certainly no minor 
challenge, and most would argue, it is a never-
ending journey.

I am encouraging your greater personal commitment to this important 
quest if you are not already doing so.  The rewards are awesome.  At 
a minimum, you should strive to know enough about yourself, at any 
given time as you mature and change across your life, so that you can 
better choose the right work to be doing, the right purpose to do it for, 
the right place to do it, the right people to do it with, the right communi-
ty and environment to do it in, the right impact upon the other portions 

I have not failed. I’ve just 
found 10,000 ways that 
won’t work.  

—Thomas Alva Edison
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of your life and the right results because you do it.  This means you need 
to know a lot about you!   

This is more than just considering your skills and education or experi-
ence and superficial connections.  You have to know who you are: your 
personality, desires, deep aspirations, what you are willing to do to gain 
what you want short-term and long-term, where you will compromise 
and where you will not or cannot.  You should do a personal audit of 
your values, the influences upon your life that are positive as well as 
negative, what part of your life you want your work to play, and what you 
desire your work to do and not do, to the other aspects of your life.  The 
list goes on and on.  You have to appraise yourself in mind, body and 
spirit, and take inventory of just what you have, what you need, where 
you are and where you are going.  What is the destination of you?

Here’s another important reason to think about the substantial benefits 
of a process of continuous self-discovery: wealth is often best created as 
one person discovers or “sees” value, or latent worth, that others can-
not yet envision.  This is true in real estate, stock investments and even 
an entrepreneur’s vision.  People can build wealth by “seeing things 
about themselves before others can” and then later enjoy harvesting 
the gains in value as the hidden value becomes more visible to oth-
ers.  Within you are vast treasures of mental and physical capabilities, 
experiences, insights, creativity, relationships, passions, ideas, enthu-
siasm, untapped energy and so forth, that others, such as your present 
supervisor, employer and maybe even co-workers and family cannot yet 
see.  By diligently discovering these and then bringing “the full power 
of you” into your work in a better way to make them more apparent to 
others, it is inevitable that people will see the greater potential in you.  It 
is predictable as you reveal your capabilities and aspirations that wealth 
(however you may define it) will follow from the inner discoveries you 
find and offer to others through your “outer actions.”  

Don’t be naïve that this is easy or simple, and don’t think that you are 
ever finished per se.  You are a work in progress and part of self-dis-
covery should also consistently entail self-development, as you create 
more of your qualities and capabilities, so that you will be able to rise to 
capture your best future.  However, don’t stress and wring your hands 
about this.  At this moment, it is just important to understand that if you 
don’t know who you are, who you are not, what you have and what you 
don’t, where you want to go and where you don’t, you will be like a dead 
leaf floating on the wind until ultimately you disintegrate.  It’s still a very 
big world out there loaded with opportunities.  If your heart is beating, 
you possess more potential than you or I can possibly imagine.   You 

If you deliberately set out to 
be less than you are capable, 
you’ll be unhappy for the 
rest of your life.

—Abraham Maslow



Flow

17

have abundant options of how and where to apply that potential.  My 
principle objective is to facilitate the unleashing of your potential… but 

the key to do so is yours, and I urge you to use it.

The Personal Triangle is designed to give you the structure to “map” 
the vast territory of “you.”  Here we will think of who you are and the 
many things you can provide to organizations and others.  In Figure 
2, Who You ARE, notice these are just a few of the parts, elements and 
components that make up you.  None are what you do.  Also think about 
the fact that you cannot be simply represented in a static, finite circum-
stance.  Instead, with each passing day of your life you are continually 
learning, expanding, experiencing, changing and growing.  Figure 2 also 
shows examples of different dimensions of attributes you have.  This is 
just a partial list, indeed a very small one, as there are so many parts 
and dimensions of you that we must explore and discover.  This will be 
a process that should be never-ending across the rest of your life, for you 
will always be finding new “parts and possibilities” of you.  You are very 
valuable just as you are, outside of what you do in your roles, and this 
value you offer is clearly very separate from and goes far beyond what 
you do.  However, as you understand you, the total you, the ever grow-

Note:  It is just as important, 
where applicable, to define 
who we are “not” to 
really begin to understand 
ourselves and what we offer 
and seek.

Figure 2 ©Danny McCall 2006. No duplication or distribution allowed.

And you’re...

ever-changing, growing, expanding, maturing, discovering, 

re-inventing and constantly becoming more or less, across these areas!

Who You Are
is made up of:
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ing you, you will see all kinds of new dimensions of your many strengths 
and emerging possibilities in roles that you can do!

One reason you need to know as much as possible about you is so you 
can understand what must be present for you to be satisfied and pleased 
with your work roles.  This self-awareness enables you to apply this 
knowledge in marketing and promoting your value to others that need 
you and your valuable assets.  In marketing any product, you must well 
understand the product (in this case you, your features and how you 
can benefit the buyer) before you can make your most compelling argu-
ment to them.  You should be “marketing” you to your organization at 
all times.  Much of Career Fulcrum is dedicated to helping you under-
stand your needs and how to market yourself better; that insight is to be 
a fulcrum for your own personal leverage.  Specifically, the  “Personal 
Triangle” is intended to provide you with a structured way “to take 
inventory” of yourself.   

When it comes right down to the essence of achievement in modern 
work roles, one has to market their potential for role performance at all 
times, then deliver well on the implicit or explicit promises of perfor-
mance.  Marketing is effective, persuasive communication of the value 
of a product to satisfy the needs and desires of a consumer.  In order to 
market yourself you must know yourself, for you are the product.  Only 
then can you translate your value to others.  From this knowledge, you 
can be sure others can envision it, and if they are fortunate, ultimately 
derive what you have to offer.  You’ll be able to leverage your perfor-
mance to get what you want and what you need. You’ll have to appraise, 
audit, assess and understand yourself before you can ask those in the 
marketplace to offer you what you want in return for what you have to 
offer.  Keep in mind that this is not only a present tense situation, for 
you are the sum of all you have been, where you are at the moment 
and what you aspire to do in the future.  Thus, you need to understand 
“the you that you are” over the span of time—from your yesterdays to 
your tomorrows.  Not only should you examine yourself across time but 
you should also consider yourself across “space” and across your own 
“sphere” including your friends, family, interests, aversions, business 
relationships/networks, lifestyle needs and the kind of associates you 
like to work with.  (For more see the Personal Triangle Illumination.)

The Other Side of Flow... “DO”
Now that we have begun to pull a more expansive consideration of 
you out of who you ARE, let’s jump to the other side and look again at 

Appealing workplaces are 
to be avoided.  One wants 
a room with no view, so 
imagination can meet 
memory in the dark.

—Annie Dillard

If you break the rules, you’re 
going to stand a better 
chance of breaking through 
the clutter than if you don’t. 
If you try to live with the 
rules, in all likelihood the 
work will be derivative, it 
won’t be fresh, it won’t have 
the necessary ingredients 
to disarm the consumer, 
who increasingly has got 
his defenses up against all 
sorts of advertising messages 
coming his way.

—Tom McElligott
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what you DO, that is, the roles you play (see Figure 3, What You DO).  
Remember, this is not just the role you are in at this moment but also 
the roles you have had, the roles you desire and, of course, the many 
roles you’ll be considering as personal options, in the modern oppor-
tunity marketplace.  The list shown is just a partial list of very general 
functions, tasks, behaviors and actions that may make up what is to be 
done (the role).  This partial list is intended to get you to think about the 
differences between who you are and what you do.  In many ways who 
you are is comprised of a collection of descriptive nouns and adjectives, 
whereas for many of us what we do is best articulated through verbs and 
adverbs.  Only you can define who you are and what you want.

Often, before you join a new organization you must hold it responsible 
to substantively do its own thorough appraisal, assessment, design and 
clear articulation of the role it has created and is offering you.  At other 
times, it will be to your advantage to make an effective proposal to an 
organization showing what you can do that will be of benefit to them.  
Unfortunately, neither is normally the case.  Keep in mind that in almost 
all roles, that which you do will be changing and evolving over time, 
like you.  Anticipate and expect change, for it is inevitable.  Rather than 

Due to all kinds of factors, 
the “Do” of most Roles is 
also ever-changing and 
evolving with the passage 
of time -sometimes in 
increments as short as hours 
or days.
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Figure 3 ©Danny McCall 2006. No duplication or distribution allowed.

What You Do
The Roles You Play May Include:
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delve deep into DO within this Framework, I refer you to the illumina-
tions entitled “The Organizational Triangle” to consider various facets 
and dimensions of thinking about what you can and should do in your 
work roles.

Across your life, you will change, and you need to ensure that your work 
role continues to fit you like a glove.  You have choices in your work, 
in your work roles and in your work relationships.  Yes, some aspects 
of both “fit” and “choice” reside in your mind and your attitude and 
perspective about work.  As Eastern philosophers and wise sages in our 
midst attest, there is much joy to be found simply in “cutting wood and 
carrying water.”  This implies that wherever you choose to do your work 
and whatever work you choose to do right now, there is probably a path 
to greater joy right at your feet, if you only elect to find it (assuming you 
are not there already).  In other words, often only simple adjustments 
to our personal points of view can provide a deeper satisfaction in our 
work roles that we would not have believed possible beforehand.  

Equally true is the fact that you may have to direct changes in your 
present work role, your place or purpose of work, your type of work or 
other aspects of your life, to ensure a greater compatibility with what 
you need for satisfaction and reward in your work (however you define 
it).  Elsewhere in the Career Fulcrum curriculum will be found a variety 
of means and tools to understand and address how you think and how 
you act, to seek and resolve gaining the right work for you at any given 
time of your life.  Quite often, even if you are frustrated and dissatisfied 
at your present work role or place of work, simple changes can mean big 
changes in your fulfillment.  Often the greener pasture is where your feet 
are standing... with some basic internal or external remodeling needed 
as the situation may dictate. 

Often this seeking, defining and sustaining the equilibrium of Flow is 
not easy, because both who you are and what you do are constantly 
changing, presenting a highly dynamic landscape.  You are growing 
and expanding personally every day.  Likewise, the role you have will 
probably evolve almost every day due to new technologies, processes, 
competition, changes in teams and people’s “moods du jour,” lead-
ership changes, organizational initiatives, industry or marketplace 
paradigm shifts and so forth.

A comment on “stress”… Stress is relative, subjective and has many 
meanings to each of us in achieving Flow in our work.  There are many 
degrees and varying personal definitions of stress.  The implications of 
stress, challenges and intensity in one’s work can be quite positive or 

You are never given a wish 
without also being given the 
power to make it come true.  
You may have to work for it, 
however.

—Richard Bach

It is not enough to be busy, 
so are the ants. The question 
is: what are we busy about?

—Henry David Thoreau

If I work toward an end, 
meantime I am confined to 
a process. The rainbow is 
more beautiful than the pot 
at the end of it, because the 
rainbow is now. And the pot 
never turns out to be quite 
what I expect.

—Hugh Prather



Flow

21

may be severely negative.  Since stress is always subjectively defined and 
quite relative in nature, there aren’t absolute answers or clear right and 
wrongs.   Many of us seek and need work roles that offer varying degrees 
and types of stress in order to get in the Flow Channel and to remain 
there.  Examples of positive stresses that some desire are: roles that have 
accountability to solve difficult challenges, situations and problems; 
roles that have severe time-based performance demands; care-giving 
roles for critically injured or terminally ill; roles that involve law enforce-
ment, fighting fires and military involvement; roles that bring a new 
building or road to completion on a tight time and budget deadline; 
roles that manage a classroom full of six-year-olds or sixteen-year-olds; 
leadership of change in global corporations or being an entrepreneur 
of a radical new business and competitive selling roles in a crowded 
marketplace to name only a few.  For many people, a role without desir-
able stress would lead them to the A-Zone of boredom.  However, there 
is a line which we each must consider and define where the types and 
degrees of stress can become unhealthy and toxic for the person that we 
are, the quality of life that we seek as well as good mental and physical 
health and our well-being.  You must determine the qualities and quan-
tities of stress you prefer to be in your Flow Zone and to have predictable 
satisfaction in your work roles.   Likewise, each of us must be personally 
responsible to know the kinds and levels of stress that should be avoided 
in our own work role’s functions, activities, behaviors, accountabilities 
and expectations because of the negative implications to you and your 
life by putting you in the B-Zone of toxic stress.

Let’s now take a look at Figure 4, Three Flow Scenarios, to gain simple 
insights into how various situations may take place and impact you.  As 
you can perhaps appreciate, shown in this example of applying the Flow 
framework  are scenarios of three people; each begins with a hypotheti-
cal state of Flow, but as time passes, each moves about in one of three 
very different directions.   Perhaps you can relate such situations to 
your own life at certain times.  For all three people, this graphic shows 
an “ideal” Flow at the starting point.  In reality, at the very beginning 
of most new roles, there is a period where most of us find that our DO 
exceeds our ARE.  This is because we often are not fully assimilated into 
the environment, are “strangers” to the team and sometimes do not 
have all the skills and insights required for the role; thus, we often feel 
stress and anxiety.  This is to be expected, but if the role is right for you, 
as you become oriented and acclimated, you should rapidly drop into 
the Flow Zone. To aid you further in understanding Flow in your past, 
present or future work roles, please explore the worksheets at the end of 
The Personal Triangle illumination.   

What work I have done I 
have done because it has 
been play.  If it had been 
work I shouldn’t have done 
it. 

—Mark Twain

The harder you work, the 
harder it is to surrender. 

—Vince Lombardi

Hard work never killed 
anybody, but why take a 
chance? 

—Edgar Bergen (Charlie 
McCarthy)
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By now, you should be getting at least a glimpse of how you can increase 
your accuracy and predictability of work satisfaction by applying the 
Flow framework.  I generally advise that once you are familiar and com-
fortable with the Flow framework that you use it in a much more specific 
and diagnostic manner (as opposed to the previous general examples).  
As another constructive exercise, you might want to look at your life thus 
far, and consider your Flow “snapshots” over time.  Consider the past 
months or years of your career, or simply focus on the roles you have 
had in the past as units of measurement.  For each incremental period, 
simply plot whether you were generally in Flow or, if not in Flow, then 
which non-Flow Zone you were in (see Figure 5, Tracking Your Flow).  
Once you have done this, try to determine the reasons.  You’ll find these 
insights to be a very useful foundation as you explore other concepts in 
this course of study.  You may also want to compare one aspect of a role 
to another.  

Keep in mind this is only your first framework of many.  I strongly 
encourage you to learn others, for the Flow framework alone or taken 

Are you bored with life? 
Then throw yourself into 
some work you believe in 
with all your heart, live for 
it, die for it, and you will 
find happiness that you 
had thought could never be 
yours.

—Dale Carnegie
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Figure 4 ©Danny McCall 2006. No duplication or distribution allowed.

Three Flow Scenarios
It is up to you to navigate your career, design your personal growth and 
choose your roles in your organization (or in the marketplace) to stay as 
close as possible to The Flow Zone!

Three Scenarios
Desirable career path- 
the person advances 
and the role evolves in 
reasonable alignment

The person advances, 
but the role doesn’t

The role evolves, but 
the person doesn’t
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out of context can have some dangers.  (As the old adage goes, a little 
knowledge can be a dangerous thing.)  Flow is a personal framework 
and it must operate in balance with the organizational needs.  Flow 
may be your objective, but to reliably maintain your role it must be in 
harmony with organizational needs and expectations.  With the concept 
of Flow in mind, it will be equally important for you to understand what 
the organization desires and know how you can give them success, so 
that you can ultimately achieve and sustain your own best state of Flow.  
There often is a very big gap between how you consider the functions 
and performance in the role and how the organization does.  It is criti-
cally important that you are able to “see through the organization’s eyes,” 
for they are your customer.  As you complete the other Illuminations of 
Career Fulcrum, you will do this by using your newfound application 
and leverage of Relationship Performance to provide the organization 
what it wants in order to gain what you want in return.  For this and 
many other reasons, before you begin in-depth usage and analysis of the 
Flow framework, I strongly encourage you at a minimum to complete: 
The Personal Triangle, The Organizational Triangle and Bringing It 
Together.  Each, respectively, lets you delve into the dimensions of ARE 
and DO for much better understanding and personal application.  For 
more about the importance and interrelatedness of Flow, check out the 
topics in the BrainShed online within the Flow course.

Il faut cultiver notre jardin.  
(We must cultivate our 
garden.)
—Francois Marie Arouet Voltaire
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Figure 5 ©Danny McCall 2006. No duplication or distribution allowed.

Tracking Your General Flow

Flow 
Zone

sub-optimal 

A-Zone

sub-optimal 

B-Zone
2001

2007



Career Fulcrum Illuminations

24

Typical questions at this point:
 
1.   “Can you explain why you use the term Frameworks and why this is 
important?”    There are at least four reasons why I believe Frameworks 
are extremely helpful when addressing complex issues, especially when 
attempting to reshape and improve existing points of view and percep-
tions in a workplace:  

a.  Frameworks provide a means to provide a more complete 
structure for the mind’s better thought and more dependable 
perception.  Frameworks enable expanded comprehension 
and navigation by mapping and modeling all aspects of a topic 
or context, thus also enabling reliable responsiveness to appli-
cable situations and circumstances. Frameworks can have offer 
“structural strength” to purge and replace weaker, less accu-
rate points of view (“spherical” earth versus “flat” earth), even 
though sometimes a surprising amount of time and effort may 
be required.  Frameworks also can provide a degree of immu-
nity to inferior structures of thought and comprehension.  

b.  Frameworks can be dedicated and shared in an inten-
tional manner amongst a community of people of any type 
or scale to improve shared understanding, thus inevitably, bet-
ter communications.  Indeed, frameworks can be considered 
“a common language, or algorithm, of mental perspective and 
thinking”.  

c.  Frameworks can provide an organizing structure for 
better compartmentalization or processes for diagnostics, 
causation, determination, reasoning, designing, measurement 
or improvement of a subject or applicable topic, as well as 
providing a means to catalog, manage and document the 
knowledge of that subject or topic.  

d.  Frameworks offer the potential to be adaptive to a variety 
of learning, retention and application styles and variations 
of people in their effective instruction, presentation and appli-
cation, such as the graphical presentations we use.  Thus, 
although a perhaps arbitrary decision on my part, a “frame-
work” in our body of knowledge IS created, shared, evolved 
and disseminated in a formalized, purposeful and intentional 
manner; whereas points of view, assumptions, opinions, preju-
dices, biases, propaganda, myths and so forth are often more 

Nature—that is, biological 
evolution—has not fitted 
man to any specific 
environment... Among the 
multitude of animals which 
scamper, fly, burrow and 
swim around us, man is the 
only one who is not locked 
into his environment.  His 
imagination, his reason, his 
emothional subtlety and 
toughness, make it possible 
for him not to accept the 
environment but to change 
it.

—Jacob Bronowski
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informal in their nature.  (However, there is no doubt we all 
operate each day based upon thinking frameworks that are 
based upon formalized, more reliable framing constructs, or 
informal, sometimes more dangerous and inadequate framing 
constructs.) 

2. “Can a role have you both in and out of Flow within the same time 
period and role?”  Yes, as described in the earlier exercise, some parts 
of your role can be wonderful and others parts of still remain undesir-
able.  Somewhat like how doing dishes is a part of a tasty home cooked 
meal.  There may be some functions or environmental considerations 
you simply savor about your role.  On the other hand, others portions 
of your role may occasionally make you grit your teeth or swear aloud.  
Flow, to be accurate, must be considered on what is best for you from 
your available options, based on the various “parts of you” and the 
various “parts of what you do.”  With your knowledge of the parts of 
you and the parts you do, you must modify, pursue, remodel, assemble 
and/or construct roles to best provide the optimal total experience for 
you in your work.  As you will be learning in other Illuminations, com-
promises, adjustments and decisions may be required to make the role 
much better for you. 

3.  “Can you ‘fall out’ of the Flow Channel?”  Certainly, people change 
and roles change, each typically at different rates, or sometimes one 
dimension changes while the other does not.  This is another example 
of what’s so powerful about this framework—it explains how, and 
predicts when, this will happen as you build your body of knowledge 
around it.  If a role is increasing and changing in its responsibilities, 
but the person remains static (such as not developing themselves to 
be capable to perform in the new role), it is almost inevitable that they 
will wind up in the B-Zone, sometimes with fatal consequences to their 
work relationship.  If the person is growing (such as in education, expe-
riences and small proficiencies) and the role remains static or changes 
at a slower pace, the person will inevitably find themselves in the bore-
dom and restlessness of the A-Zone.  Note to the managers among you: 
this is often when people exit their roles, unless the organization provides 
them with new challenges designed to put the person back into their Flow 
Channel. 

4.  “Is seeking my personal Flow Channel self-centered or selfish?”  
Absolutely not!  Life is precious, and generally we should do work 
in which we can achieve Flow.  We perform the best when we are in 
Flow—we are the most productive, the most creative, have the best 
attitudes, perspectives and responsiveness when we are in the Flow 

By virtue of being born to 
humanity, every human 
being has a right to the 
development and fulfillment 
of his potentialities as a 
human being.

—Ashley Montagu
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Channel.  Everyone, especially the organization, benefits when we are in 
Flow.  Keep in mind, any role can bring Flow, depending on the who that 
you are, and from this, what is important and enjoyable to you.  Some 
people can take any role and find a way to be in Flow.  Others have more 
severe needs to achieve Flow.  Your supervisor has many reasons to help 
you find your Flow Channel… not the least of which is gaining more 
production from you each day, and being assured that you will stay with 
the organization.  Flow is a good thing for everyone, and everyone wins.  
Also keep in mind, when we are in Flow in our work, we typically are 
better friends, parents, spouses and citizens.  Of course, as stated before, 
Flow is only one of many frameworks there is to learn.  Flow should be 
your quest, but to master your role and be able to maintain Flow, you 
will need to be able to better understand how to map your do to organi-
zational requirements or you can’t expect to gain or sustain it.

The paradox of flow in one’s work….  Some folks instantly appreciate 
that there is what I call a “paradox” that relates to flow in our work, 
whereas, others seem to have a very difficult time grasping the existence 
and significance of this paradox.  First, let’s define paradox:

A seemingly absurd or self-contradictory statement or proposi-
tion that when investigated or explained may prove to be well 
founded or true.  

  American Heritage Dictionary

While it is indeed not selfish that you try to be generally within the flow 
zone as your work experience, for such a circumstance to be sustainable 
and secure you must achieve your flow while doing (performing) what 
is deemed very important and/or highly valued from the organization’s  
viewpoint.  In other words, you should only pursue and accept work 
roles where the organization’s performance criteria and circumstances 
of their work role are generally the same as what you require to be within 
your own flow zone at that time.  While it is temporarily possible to be 
in flow doing functions and tasks that are not directly in alignment with 
the organization’s needs, it rarely is a lasting or dependable situation.  
There will be much more about this “paradox” and how to master it 
in the following Illuminations.  Keep in mind, you will perform at your 
best whenever you are working in your flow zone, so the “paradox of 
flow” will always work nicely for both you and the organization …as it 
should.

5.  “Is Flow the destination or is it the journey?”  Well, that depends on 
you and your general philosophy of life.  However, I personally believe 

Color in a picture is like 
enthusiasm in life.

–Vincent van Gogh
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it is the journey, and as such the only way to travel!   Sure there may 
be periods or circumstances in life that you, for a variety reasons elect 
to defer or detour from the Flow Channel (such as to gain experience 
in a certain area of work that you find distasteful but need to know for 
career growth, or to respond to a situation outside of your work that 
demands compromise for a period of time).  However, even in the worst 
of moments, with the right state of mind and the application of this 
framework, you should have the guiding knowledge to find and hold 
your Flow Channel in a wider range of situations, make better and more 
intelligent compromises and decisions and be able to influence and 
modify your way out of the A and B-Zones.

6.  “I realize that a Flow Channel is subjective and a matter of personal 
need or opinion, but can people actually be in Flow with high levels of 
boredom or intense stress?”  Yep, it’s all what “floats your boat” or “turns 
your crank.”  You could think of this as some people’s Flow Channel is 
“wider” than that of others or has more leeway.  However, for some, the 
channel is relative.  Some soldiers and ER personnel need stress and 
intensity to be in Flow.  Often airline pilots are in Flow sitting on the 
ground waiting for takeoff clearance or having a twelve-hour routine 
flight across the Pacific.  A firefighter may pull routine duties for weeks 
then suddenly is confronted with a horrendous blazing inferno.  Some 
retail clerks perfectly enjoy working in a quaint village shop for hours 
without a single visitor during the off-seasons.  A developer or an entre-
preneur may take out loans that would cause many to never sleep.  Each 
person has to take a look at the parts of their person, and the parts of 
the role, to seek out the Flow Channel that works for them.  That’s one 
thing so wonderful about human diversity, there are some select people 
that will find a Flow Channel in every role, incredible as this may seem 
to many (especially if there is a free and open market of information 
and opportunities).  The Flow Channel is relative and totally subjective 
in nature.  There are no absolute right and wrongs, or good and bad 
related to Flow.  Flow is a structure for organizing and guiding personal 
thoughts and decisions.  By this I mean, there is normally some point 
where one judges the role’s stresses to be too much to stay within their 
Flow Channel, and that the “edge” begins their personal B-Zone.  The 
same is true for A-Zone matters.  So the Flow Channel, as well as the A 
and B-Zones, needs to be considered and defined solely from a personal 
perspective.  That, again, is why this is such a powerful framework to pay 
attention to in one’s life.

7.  “Doesn’t the Flow framework have bigger and wider implications 
than only work?”  Yes indeed!   It can apply to all aspects of your life, 
your relationships, parenting, course of study in school, hobbies, rec-

Nothing great was 
ever achieved without 
enthusiasm.

—Ralph Waldo Emerson  
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reation, exercise and even vacations.  However, those are beyond the 
scope of my endeavors and service to you.  However, as you learn and 
pursue the Flow Channel in your work life, you can be your own author 
as to how you apply it in the balance of your life’s activities. 

Summary
In sum, finding your “Personal Flow Channel” and striving to remain 
within it should be a primary objective in the management of your work 
roles.  Once you have experienced it, you will have plenty of reasons to 
want to have that experience, for the most part, across your career and 
in every day of your work role(s).  Whoever you are and in whatever you 
choose to do, you have the option of pursuing Flow.

Author’s Note:
Dr. Hobbs was of course advocating staying to the “right side” of the Flow Zone 

(at the edge of the B-Zone).
—Danny McCall

“To grow, cultivate the art of precipitating yourself 
into just manageable difficulties of your own 

choosing in the direction you want to become.”
    

–Nicholas Hobbs
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See the seminal works of Mihaly Csikszentmihalyi: Flow: The Psychology of Optimal 
Experience, Beyond Boredom and Anxiety: Experiencing Flow in Work and Play and 
Finding Flow: The Psychology of Engagement With Everyday Life.  Each may serve to 
give more insights, perspectives and implications into the power of “Flow” in your life.

To get a solid foundation about you in the new world of work, you might want to read 
Jobshift and Creating You and Company by William Bridges, considered by many to be 
the thought leader in this area.

Three other books that you may find helpful are Stedman Graham’s Build Your Own Life 
Brand!, Work 2.0: Building The Future, One Employee At A Time by Bill Jensen and 
Robert Cooper’s The Other 90%: How to Unlock Your Vast Potential for Leadership 
and Life.

Take the time to learn and reflect on your thinking styles, the dimensions of your 
personality, and the transferable professional skills you possess by exploring and applying 
the many available assessment tools and instruments such as: Herrmann Thinking Styles, 
Professional Skills and the multitudes of other self-discovery assessments.  A sampling of 
these are available to you at the Resources Area of TalentSphere Academy.  Often the best 
of these are universally applicable by design, and the results are totally confidential.

I strongly urge you to spend much time appraising yourself, using the tools we offer as well as 
the many others that are available, to better assess and discover who you are.  This is deep work 
and a never-ending quest.  You should do it periodically throughout your life.  I am encouraging 
you to embark on a never-ending voyage of self-discovery and personal enlightenment.
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Work roles exist for yields  
(aka: outcomes, production, performance, rewards, returns)

it then follows
Optimal yields (OY) are derived from

an optimal utilization of (personal) capabilities (OUC)

conversely
Negative, undesirable yields are derived from
negative, undesirable (personal) capabilities

it then follows
OUC is derived from

optimally aligned capabilities (AC) 
plus maximum (personal) engagement (ME)

it then follows
AC and ME are each derived from

optimal personal circumstances (OPC)

it then follows
OPC is derived from

an optimal integration of a person (aka: Are) 
with their work role (aka: Do)

and
an optimal integration of ARE and Do,

is referred to as Flow 
(aka optimal work satisfaction or fulfillment)

thus
OUC is equal to Flow

and
Optimal Yields (OY) is equal to Flow

it also follows
Optimal retention, affinity and quality of relations are equal to Flow

it also follows
Optimal talent attraction is equal to the promise of Flow
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