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Bringing it together...
Each party profiting from relations

Applying guiding frameworks together in harmony to 
gain what you want from work while providing organi-
zations what they need.

TO THIS POINT, we’ve discussed three different frameworks of “guid-
ing knowledge” to use for your career planning and navigation for your 
workplace strategies.  I hope you now appreciate that these are three 
fundamentally different perspectives of your work role realities.  There 
are important reasons why I have kept them separate or you might say 
that I put “fences” around these realities as they are expressed in the 
form of differing structures or perspectives.  One of the greatest reasons 
for doing this is to aid your better thinking, diagnostics and planning 
within the distinct contexts of you and your work.  Of course Flow™, 
the Personal Triangle™ and the Organizational Triangle™ each inter-
relate to one another.  All three certainly are taking place in your work 
realities simultaneously, and all three are impacting your work role and 
career progress… or problems to varying degrees.   However, being able 
to know and distinguish each framework’s respective differences as a 
separate context of valuable information or knowledge (and even wis-
dom!) is quite critical to your personal appreciation and application of 
the many forces acting upon and influencing your career paths.

If you also happen to be a workforce leader, recruiter or front-line 
supervisor, knowing and constantly applying these three frameworks 
can be essential for the most effective and reliable carrying out of your 
responsibilities.  The application of these rather simple yet revolution-
ary frameworks leads to significant improvements in the design of work 

Don’t ever take down a 
fence until you know why it 
was put up.

—Robert Frost

Man’s mind stretched to a 
new idea never goes back to 
its original dimensions.

—Oliver Wendell Holmes, Jr.
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roles, workforce communications and relations, personal coaching, 
development and performance feedback, as well as talent attraction or 
retention programs and problems resolution.

Returning to the personal perspective, let’s review the three frame-
works:

Flow sets the stage for personal work satisfaction by 
showing how you, as an ever-changing individual should 
strive to optimally match and align “who you are” with 
the ever-changing roles (what you do) in order for you 

to achieve Flow—an optimal condition, state or situation of deep and 
general personal enjoyment and fulfillment in performing roles—what 
most of us seek and prefer in our work.  Flow is “role Nirvana.”  No role 
will always be centered in the Flow Zone, but enough of it should be 
and for enough of your time doing it so that you are generally smiling 
and well engaged in your work.  On each side of the Flow Zone are the 
undesirable areas of work, the A & B-Zones.  When one resides there too 
much, this is typically the consequence of mismatch, poor fit and incon-
gruities between one’s self and one’s work.  A person can sustain their 
best role performance when they are working largely within their Flow 
Zone.  Each person’s Flow Zone is unique to them and where they are 
in their own lives, and what they need from their work, so only they can 
precisely define what kind of work function and ecosystem comprises 
their Flow Zone and the boundaries thereof.

The Personal Triangle™(PT), gives a universal career and 
work-related mapping structure for discerning, assess-
ing, knowing and making a portfolio of the “whole you,” 
including and considering what you have done and 

what you have learned from both your past and present experiences.  
The Personal Triangle includes all aspects of a person with regard to 
work.  With this self-knowledge, you are able to carefully and predict-
ably choose the work and workplace attributes you want that will give 
you satisfaction and fulfillment, while avoiding those you do not.  Your 
Personal Triangle provides not only a means of understanding yourself, 
but also a format to concisely and effectively express your needs and 
desires to yourself and to others.  Beyond this, your Personal Triangle 
is your inventory of strengths and attributes that you have available to 
“merchandise” in whatever manner you elect to position or omit them 
to organizations.  The Personal Triangle spans time, considers the posi-
tive and negative and reveals the degree of importance of many factors 
related to your self, your work and the balance of your life.

.
The return from your work 
must be the satisfaction 
which that work brings you 
and the world’s need of 
that work.  With this, life is 
heaven or as near heaven 
as you can get.  Without 
this—with work that you 
despise, which bores you, 
and which the world does 
not need— this life is hell.

—William Edward Burghardt 
Du Bois
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The third framework, the Organizational Triangle™ (OT), 
provides a powerful personal structure for revealing 
and understanding how organizations, your “customers,” 
differ from individuals.  This framework gives you bet-

ter insights, empathy and appreciation of how and why organizations 
plan, act and make decisions.  This guiding knowledge provides you 
with formidable leverage and power in the talent marketplace.  The 
Organizational Triangle is, in effect, your fulcrum to gain career lever-
age.  Appreciating the nature and motivating factors of organizations 
helps you market yourself most effectively by precisely knowing how 
you can serve them most effectively.  With this insight and knowledge 
in mind and action, you are better able to target and gain the roles you 
desire.  The means, device and document you use for this leverage is 
your Personal Value Proposition™.  Knowing and being responsive to 
the Organizational Triangle framework is imperative in your work role.  
Only through an organization realizing substantial benefits in all three 
corners of this framework can anyone expect to gain, keep and realize 
rewards or even security in their work roles.  

The Organizational Triangle is almost totally different from the Personal 
Triangle, so much so that it can be rather difficult for a person to eas-
ily and naturally comprehend and keep within their consciousness.  
Nevertheless, it is very important that you are always aware and alert 
to all of these Organizational Triangle aspects of the roles you are in or 
are considering.  The Organizational Triangle is a means to understand 
and be more successful in the role you have or are pursuing, as well as a 
means for better discerning or designing your career’s work roles to be 
better for you and others.

Organizations have their own interests and needs at their core, and 
rightfully so.  You can now structure this reality and understand this 
through the framework of the Organizational Triangle (just as we 
conversely apply the Personal Triangle for mapping your personal reali-
ties).  A work relationship must be constructed through the blending of 
both people and organizations, reasonably realizing their very different 
needs and requirements from a work role.  Therefore, to win personally 
within an organizational setting, whether in gaining attention, rewards 
or simply securing your relations, you must accurately know and serve 
an organization’s work role objectives and the greater mission and char-
ter in which the role resides.  To do that, you need to stay up-to-date 
with every aspect of the Organizational Triangle.  With that knowledge, 
you then must be responsive, speak its language and perform your best 
to the full breadth of those parameters.  Delivering on-target, consistent 
role performance is your powerful “fulcrum” for personal work role suc-
cess and career achievement.

.
It does not do to leave a 
live dragon out of your 
calculations if you live near 
him.

—J.R.R. Tolkein

™
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Synthesizing the Frameworks… putting the parts 
together

Synthesizing is the opposite of analyzing.  Whereas the latter let’s us 
break information into ever smaller parts so we can consider each in 
detail, the former, synthesizing, allows us to begin to assemble and con-
sider all of the parts together.  Some call this “looking at the big picture,”  
“chunking up” or the “high-level view.”  It is hard to pursue the right 
answers, to gain understanding or to achieve wisdom if you are not able 
to both analyze as well as synthesize information.  The frameworks we 
use let us do both, and in doing so, apply the Cycle of Knowledge™ in 
order to take greater command of our realities.  

Of course, any framework by its nature is a synthesis of its compo-
nents.  So in this regard, you can think of a basic guiding framework as 
a “macro” synthesis of data or information which is made of “micro” 
components of data or information (lower level more specific details, 
such as the content of the respective corners of the PT or OT).  As we 
now begin to actually synthesize the frameworks by combining them, if 
you are inclined to do so, you might wish to consider this somewhat as 
a “meta-synthesis” (or a very high-level, more generalized, all-inclusive 
vantage of information and, hopefully, knowledge).
  
In Figure 1, Bringing It Together, you see one of many ways we can 
form and consider a “meta-synthesis” of the important relationships 
between these three frameworks.  In this case, we arrange all three in a 
graphical relationship with each other.  Your Personal Triangle allows 
you to get very specific about “who you are” at any point in time.  The 
Organizational Triangle allows you to understand the “what you do” 
regarding your work roles in a more accurate and powerful manner at 
any point in time.  Perhaps considering the implications of this meta-
graphic you can begin to thoughtfully discern how these related, but 
separate, structures are surprisingly effective and potent in helping you 
consider yourself, the organization and its roles, and then unify all areas 
and aspects to get what you want from your work today as well as your 
lifelong career quests.  These structures apply to almost any work situa-
tion or circumstance.  

I strongly encourage you to investigate and document your own Flow 
and Personal Triangle information.  Equally important, you must 
acquire the information about the Organizational Triangle “perfor-
mance parameters” for your work role or roles you are pursuing.  This 
may take some effort and dialogue if your organization is not forthcom-
ing.  You must stay up-to-date and current, for you and the roles are 
dynamic, always in flux and impacted by change.  Make it a point to be 
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Figure 1 — Bringing It Together

©Danny McCall 2001. No duplication or distribution allowed. 
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disciplined in updating your framework information periodically, for 
as we have concluded, you, your organization and the marketplace of 
opportunities are changing every day.  

As you review your data, keep the Flow framework in mind, and be espe-
cially conscious of the serious consequences of remaining outside the 
Flow Channel for too long.  Your Personal Triangle framework will help, 
especially in the “Core” and “Screamer” areas.  In fact, some people wise-
ly designate Flow criteria as at least “Core” level of importance in their 
PT.  The PT will also be a constant reminder to never market yourself 
without knowing your “product” (which is you) and the many assets you 
have to offer to satisfy the needs of an OT.  You can then use this knowl-
edge to construct and deliver a compelling Personal Value Proposition 
that translates your value and benefits to organizations from their 
viewpoint.  Use the Personal Triangle to critically appraise who you are 
and how you are growing and changing across time in all dimensions of 
your being—your skills, crafts, values, aspirations, valued networks and 
your body of personal knowledge and experience.  Note how you are 
growing, what you are learning and what you are accomplishing.  From 
this you should be able to discern, with increasing accuracy over time, 
what you do (or do not) want and desire in your present and future roles.  
You should be able to be rather wise regarding how and where you can 
perform with excellence and where you may be subject to weakness and 
failure.  Consider what and how you want to learn and stretch in the next 
phase of your life, who you want to do that with, what you want to do 
that for and what effects (impact on your life and career) you desire as 
an outcome.  Carefully consider how your performance in a role may be 
productive or counterproductive to an organization’s future, and, more 
importantly, what you can offer to motivate the organization to respond 
to your needs.  Stay “constructively paranoid.”

I suggest you keep Figure 1 always accessible so you can maintain a 
powerful perspective of you and work.  This will enable you to quickly 
identify problems as well as be more alert to opportunities. 

When you have problems of dissatisfaction in a 
role, a good place to start looking for a solution 
is to engage in a diagnostic process based on 
Figure 1:

First, determine whether you are out of Flow in the “bored and rest-
less” area, suboptimal A-Zone (your “are” exceeds your “do”), or out 
of Flow in the “toxic stress, overwhelmed and/or low self-esteem” 
side, suboptimal B-Zone (your “do” exceeds your “are”).  

.
The only real voyage of 
discovery consists not in 
seeking new landscapes but 
in having new eyes.

—Marcel Proust

.
Never regard study as a 
duty, but as the enviable 
opportunity to learn to know 
the liberating influence of 
beauty in the realm of the 
spirit for your own personal 
joy and to the profit of the 
community to which your 
later work belongs. 

—Albert Einstein 
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Second, look to your respective Triangles’ corners and analyze those 
areas that may be pertinent to your dissatisfaction.  Be careful not to 
confuse “effects” with the deeper “root causes.”   You should quickly 
gain insights into the nature of the problem(s) and with this knowl-
edge begin to seek solutions and improvements.

As you manage your career, including advancements and changes, care-
fully examine the roles you are considering or that are presented to you.  
Make sure you accurately look at them through not only the “lens” of 
your Personal Triangle and Flow but all the “performance and success 
criteria” of the Organizational Triangle as well.  

From “job hunting and settling” to “intelligent 
work role choice”…

Never again do I want you to “settle,” to try to “find a job” or participate 
in a “job hunt.”  From this point forward, I desire for you to intelligently 
choose roles, carefully, creatively and predictably, with solid informa-
tion in hand and mind, to make informed decision, and to select each 
role empowered with knowledge and clear expectations of what the 
relationship will predictably offer both you and the organization.  Keep 
in mind the Personal Triangle and Flow are your “steering wheel and 
brakes,” while the Organizational Triangle is the “engine” to power your 
career.

Don’t kid yourself when the information screams at you.  Beware of 
denial and rationalization.  Do not accept or tolerate lack or absence of 
vital information.  When the company or institution has not offered the 
substantive information that you need to make your high-quality deci-
sions, don’t hesitate to use the OT to gain the information you must have 
to succeed in the role, and, equally, use your Personal Triangle and Flow 
to ask pertinent questions about what is offered or not offered that may 
be vital to you.  Also, make absolutely sure that you understand what the 
organization expects of you in Role performance (The Organizational 
Triangle).  You can not assume they have thought about this yet, even 
as much as they need to and it would seem obvious that they should do 
so.  Organizations can sometimes be surprisingly unsophisticated at 
making good role diagnostics, designs and decisions.  Remember, a 
job description or a performance review rarely if ever reveals the full 
information of the OT (just as a resume does not reveal the full informa-
tion about your PT and Flow).

With the knowledge of who you are, where you are and what you 
seek in your life—all as expressed in your Personal Triangle—you can 

.
Don’t bother just to be better 
than your contemporaries or 
predecessors. Try to be better 
than yourself.

— William Faulkner

.
The more faithfully you listen 
to the voices within you, the 
better you will hear what is 
sounding outside. 

—Dag Hammarskjold
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discern the attractiveness of the role.  Wherever and whenever appro-
priate, it may be very positive for you to share your frameworks with 
your supervisor or recruiter if they are not yet aware of them.  You can 
anticipate they’ll be very impressed with your understanding and deci-
sion-making process (as long as you don’t get preachy or uppity about 
your knowledge).  For more see Choice, Predictability and Relationship 
Performance Illumination. 

The Economics of Work Roles

Understanding the basics of economic exchange 
for improving your income.

You now appreciate the drastic differences in perspectives between peo-
ple  and organizations.  The two triangles—the Personal Triangle™(PT) 
and the Organizational Triangle™(OT)—are frameworks to provide an 
understanding of what each party seeks and what each party must give 
to ultimately arrive at a great relationship.  Since most roles, as well as 
people at work, have at their core at least a partial economic purpose 
and reason, understanding the fundamentals of economic transactions 
is imperative to optimizing your success in the talent marketplace.  But 
there’s something else you need to know… both you and the organiza-
tion must perceive that what you gain is worth more than what you give.  
Receiving “equal value” to what is given is not enough to make the 
relationship work long-term.  To begin to understand this, let’s see how 
this works in other parts of our lives.  (Yes, this might sound strange, or 
even wrong to you presently, but read on.)

First, understand all basic transactions in a 
marketplace…

In Figure 2, Economics 101, you see the basic economic transaction that 
takes place trillions of times or more each day.  This happens countless 
times per day in your life as well, whether at a vending machine, a cof-
fee shop, video rental outlet, department store or automobile dealer.  
In each case, you seek something from the “seller”—a soft drink, cap-
puccino, video, clothing or car.  In each case you will only complete the 
transaction if what you seek is worth more to you than what you give, 
normally your money.  In fact, if the exchange is about equal, you may 
simply prefer to keep your money.  The degree to which you perceive 
the value to you to be greater than the price, the more eager and moti-
vated you will be to act and make the purchase.  Likewise, the seller of 

It’s a very personal, very 
important thing. Hell, it’s 
a family motto. Now are 
you ready? Just checking to 
make sure you’re ready here 
it is -- show me the money. 
OHHH!!!! SHOW! ME! THE! 
MONEY! 

—Cuba Gooding, Jr (as Rod 
Tidwell, Jerry Maguire, 1996)

Every day I get up and look 
through the Forbes list of the 
richest people in America. If 
I’m not there, I go to work.

—Robert Orben 



Bringing It Together

153

the goods will not sell them to you unless your money is more valuable 
than the soft drink, cappuccino, video, clothing or car that he/she has 
in his/her possession.  This is the basis of economic activity in a free 
enterprise marketplace.  Pretty cool, happens all around us, yet so few 
of us realize this simple and basic principle.

Applying these “transactional fundamentals” in 
your work roles…

Now, look at Figure 3, TalentScape Economics 101.  The same principle 
applies to you and organizations as you interact with each other in the 
talent marketplace.  An individual fills the role with energies, attributes, 
time and qualities in order to achieve and gain that which the indi-
vidual perceives to be higher in value.  (The latter is expressed in the 
individual’s Personal Triangle.)  In return, the company benefits from 
the person’s performance in the role and the company enjoys outcomes 
(expressed in the Organizational Triangle) that are more valuable than 
that which they give (components of the Personal Triangle).  

When men are employed, 
they are best contented; for 
on the days they worked 
they were good-natured 
and cheerful, and, with the 
consciousness of having 
done a good day’s work, 
they spent the evening jollily; 
but on idle days they were 
mutinous and quarrelsome.

—Benjamin Franklin

Economics 101 

Person A or Organization A  
Seeks Something �at 

B Possesses 

Person B or Organization B  
Seeks Something �at  

A Possesses 

�e Exchange of 
Goods, Services, 

and 
Compensation  

in a Free Market 

than what A gives.  

Acquiring what A has is worth more to
 B   

than what B gives.  

Acq
uirin

g what B has is worth more to A   

© Danny McCall 2001

Figure 2 — Economics 101

©Danny McCall 2001. No duplication or distribution allowed. 
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TalentScape Economics 101 
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The  
Organizational Triangle 
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Wha
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e  

"Return On Investm
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© Danny McCall 2001 

Figure 3 — TalentScape 101

©Danny McCall 2001. No duplication or distribution allowed. 
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Each party has to gain more than they give… 
from their perspective…

As you can see, each party is providing to the other something of less 
value than what they are gaining from the role relationship.  As in any 
economic transaction, one’s motivation to perform to another’s expec-
tation is a function of the perceived gain received versus the perceived 
cost of an outcome.  

The greater the ratio or difference, the greater 
the motivation!  

This is another reason that deep appreciation for and understanding of 
both triangles are so critical to achieving your objectives.  The greater 
the value of outcomes you can deliver when compared to investments, 
resource demands and risks, the more eager an organization should 
be to satisfy the relative needs of your Personal Triangle in return.  It is 
because you seek very different things from what an organization seeks 
that it is relatively easy for both parties to create very high ratios (and 
great relationships!)

Here’s another interesting perspective for your better understand-
ing—the reference point for both parties is the role.  The organization 
seeks to gain from the role, just as you seek to gain from the role.  What 
each party seeks from the common role is defined by their respective 
triangles.  The role then is the “point of attachment” for both parties’ 
symbiotic relationship (see Figure 4).

The role serves as the underlying, constant and evolving agreement 
between the two parties, their expectation of each other’s performance.  
As explored further in the Choice, Predictability and Relationship 
Performance Illumination, reciprocal communications with regard to 
respective performance can become quite effective between organiza-
tions and individuals using a science we call Relationship Performance™.  
This methodology, well applied, leads both parties to sustain successful 
workplace relationships.

Adversity introduces 
a man to himself.

—Anonymous
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�e very different “yields” perspectives of a Role 
that You and the Organization have mean that 

you are each motivated by different criteria to 
perform to the other’s expectations. 

© Danny McCall 2001

The  
Personal 
Triangle 

The 
Organizational 

Triangle 

The 
Role 

Defines and 
expresses what You 
seek, need, desire, 
prefer and aspire to 
in the Role 

Defines and 
expresses what the 

Organization 
requires from the 

Role 

�e Role defines the full scope 
of the Relationship 

Figure 4 — The Role is the “point of attachment” for Both Triangles

©Danny McCall 2001. No duplication or distribution allowed. 
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Rethinking and Remodeling 
“Compensation”

…or the huge consequences of uniting two verbs 
with a noun!

In today’s workplace, there are vast numbers of people and vast num-
bers of organizations unsatisfied with the nature, productivity, costs, 
rewards and return on investments (ROI) of the relationships they have 
with each other.  (Yes, of course you, too, need and deserve an ROI from 
your “investment of yourself” in a role!)  In most circumstances, both 
constituents sincerely desire methods for realizing better outcomes 
and returns from work relationships… whether applied prior to their 
establishment, within them or in transition beyond the relationships.  
Responding effectively to these problems presents the mother lode of 
opportunity for you and the organizations where you work.  The frame-
works of the Career Fulcrum and Relationship Performance courses of 
study present a “new body of knowledge” and practical constructs that 
will help people and their organizations leap forward into healthier, 
more satisfying, more productive and more fulfilling relationships.  This 
is a new workplace “practice” of relationship competency for both an 
organization and its associates.

Historically, the workplace affiliations between people and organiza-
tions principally have resided in two words. These are two verbs you 
likely know well…

•  perform
•  compensate

In the “old world,” people were (and still are in many situa-
tions) directed to perform their “jobs” based on a minimum 
standard (often labeled as the “job description”), and if 
they did so (based on their annual “performance reviews”), 
they received financially related compensation from the 
organization. If they did not perform… well there were the 
likely consequences (as in Figure 5… look familiar?) 

I now ask for you to think of “perform” and “compensate” 
in an entirely new and much more expansive way. First, let’s 
take a look at a couple of definitions.

But she said, “Don’t 
forget, everybody must 
give something back for 
something they get.”

—Bob Dylan

Change before you have to. 
— Jack Welch

 © Danny McCall 2001

Figure 5 — Performance and 
Compensation as it has been.

©Danny McCall 2001. No duplication or distribution allowed. 
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Perform (verb)
1.  To begin and carry through to completion; do.  
2. To take action in accordance with the requirements of. 
 
Compensate (verb)
1.  To offset; counterbalance.  

Source: The American Heritage Dictionary of the 
English Language

Take note of the definition of compensation.  It means to counterbal-
ance.  Keep that in mind, and let’s now introduce a noun to these two 
verbs:  

Relationship (noun)
1.  A significant connection or similarity between two or more 

things, or the state of being related to something else.  
2. The connection between two or more people or groups and their 

involvement with each other, especially as regards how they 
behave and feel toward each other and communicate or cooper-
ate.

Source: Microsoft Office™ integrated dictionary

Everything changes by introducing a new way of thinking about these 
three words.  New understandings, actions and behaviors by people 
and organizations in regard to their work relationships occur, especially 
when this new way of thinking is added to the concept of symbiotic 
relationships.  New rules and models centered on mutually beneficial 
relationships are now the imperative for gaining the outcomes that both 
parties seek from the workplace and for ensuring that the relationships 
can be sustained over long periods of time.  In these illuminations, we 
are bringing it all together.  In doing so, we now can see that the person 
and the organization must each perform to the other’s needs, and that 
they each can expect reasonable compensation.  So now consider this 
five-step train of thought:

1. To realize the greatest potential from work relationships, people 
and organizations must each desire to perform to their maxi-
mum potential, as opposed to the minimum, for the other.

2. The two respective triangles, the personal triangle and the 
organizational triangle, provide a practical and easy-to-apply 
framework for each party to understand how the other party 
defines desirable performance.

What is the hardest task in 
the world?  To think.

—Ralph Waldo Emerson

Change before you have to.
—Jack Welch
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3. As a result of performance, both people and organizations right-
fully deserve, and inevitably expect, reasonable compensation 
to counterbalance their performance.

4. The two respective triangles also provide each party a clear 
understanding of what the other party desires as its compensa-
tion for its performance.

5. The previous four steps provide a firm foundation for “agree-
ment” with each other and for keeping that agreement.

Said another way, performance is the compensation and compen-
sation is the performance in a symbiotic relationship!  The two 
respective triangles provide both parties a way to better understand 
each other’s many dimensions of respective performance needs and 
respective counterbalancing compensation requirements, for a suc-
cessful and predictable high-performance relationship!  

This is perhaps a revolutionary observation and realization, however 
you may identify with the roots that may be evident to you in workplace 
relationships, good and bad, all around you.  Understanding that the 
opportunity for improving relationships is reciprocal—that perfor-
mance is indeed a two-way street, and that compensation is a two-way 
street as well—just makes sense.  However, until the two triangles were 
introduced to people and organizations, understanding that perfor-
mance, compensation and relationships must be considered, defined 
and articulated in many differing dimensions, has not been so obvious.  

It is well known by both people and organizations, and through a 
preponderance of evidence, that money-related compensation alone 
seldom fulfills people or provides them reasons to be “patriots” for their 
organization’s agenda.  If only money is offered for compensation, then 
the organization can expect no more than a “mercenary attitude”  from 
people.  However, if people can define the aspects of their Personal 
Triangles that are essential for their fulfillment then create relation-
ships with their organizations such that, based on their performance, 
they will be compensated across the many dimensions of their Personal 
Triangles, high-performance patriotism is quite predictable.

Likewise, organizations need people to clearly understand that in order 
to merit compensation across their Personal Triangles, they must com-
pensate the organization through giving their best performances every 
day, every hour, and that those performances must be mapped against, 
not just the Outcomes corner of the Organizational Triangle, but against 
the Resource Demands (including time) and Risks corners.  Constant 

There is no future in any job. 
The future lies in the man 
who holds the job.

—George Crane

Much of the world’s work 
has been done by men who 
do not feel quite well.

—John K. Galbraith

This is a test. It is only a test. 
Had it been an actual job, 
you would have received 
raises, promotions, and other 
signs of appreciation.

— Anonymous
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attention must be given to keeping resource demands and risks to an 
absolute minimum.  This concept is easy to understand, and incredibly 
powerful in its vast implications to you and the organizations you work 
for today and tomorrow.

So with all this said, now knowing that compensation means far more 
than money, what about money and the financial elements of com-
pensation?  We can clearly see that financial considerations are only 
fractional elements of compensation.  Where does compensation 
reside in the triangles?  The answer is everywhere and in everything, 
potentially.  Further, only people, together with their organizations, 
can arrive at meaningful conclusions and definitions about compensa-
tion.  In other words, depending on the person and the role situation, 
the financial concerns, contexts and considerations can reside in each 
corner of both triangles!  Yes, now both parties need to understand how 
each gives the other financial compensation or performance, whatever 
the case may be!  Yes, this area is also now a two-way street, and is part of 
reciprocal performance and compensation in a symbiotic relationship.  
It is imperative that both parties understand this and respond to each 
other’s needs accordingly.  For clarity, here are a few of the almost end-
less examples to help you with this more expanded thinking:

• Susan, in a CPA role, sees her combined salary, incentives and 
benefits package as a part of the “Life Effects” portion of her 
Personal Triangle since they all translate to her as that which she 
“takes out” to her life and family.  However, the organization’s 
attention to the “I” and “We” aspects of her Personal Triangle is 
the thing that causes her to be so happy and passionate about 
her role. She does not consider roles in other organizations 
when headhunters call.

• Sam, in a sales role, considers the commissions he makes as a 
“trophy of recognition” of performance in the “I” aspect in his 
Personal Triangle.  Money provides the “thrill of victory” for him 
that deeply impacts his self-esteem, self-image and self-worth, 
adding a sense of security, accomplishment and personal power 
to his role.

•  Kim, in a nursing role, puts financial consideration in the “Career 
Effects” as a metric of how well she is progressing in her career, 
but also places financial considerations in the “Direct We,” for 
she is also quite sensitive to how her compensation compares to 
her workplace peers.  She is quite competitive about this since 
her organization believes in a meritocracy philosophy and has 
incentives based on personal role performance.

There are three kinds of 
death in this world. There’s 
heart death, there’s brain 
death, and there’s being off 
the network.

—Guy Almes 
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•  An organization with a role of pharmaceutical research scientist 
sees their financial compensation from the person’s perfor-
mance not only in the “Resource Demands, Investments” corner 
of the Organizational Triangle, but from the financial rewards 
perspective for the products the scientist creates and from the 
perspective of their financial risk if the scientist’s performance in 
new innovations is not superb.  (Keep in mind the very concept 
of return on investment implies financial compensation!)

• Another organization has a truck driver role with a high degree 
of focus on how the driver will give the organization maximum 
financial compensation in the “Resource Demands” corner, 
based on how much time, especially during holidays, the person 
is willing to work.  Accordingly, the organization decreases its 
financial risk by compensating the driver solely on miles driven, 
and is willing to pay significant financial bonuses for those miles 
that occur during holiday periods.  

The possible examples for this list are endless.  The point about financial 
elements of performance and compensation is that they indeed can and 
must be considered across both triangles in today’s workplace.

Introducing The BowTie™

A Meta-Synthesis for Work Role Yields 
Management
What people and organizations must be willing to do to create and 
sustain productive, successful and fulfilling workplace relationships is 
a whole new game.  When considered in this holistic way, wonderful 
possibilities surface for people and organizations to get precisely the 
performance they are seeking, and to get the compensation they desire 
from that performance—all based on a symbiotic relationship.  

Achieving positive yields from work roles is every-
one’s goal…

Both parties seek certain, determinable positive yields from a work role 
and both parties seek to avoid “negative yields” in their work roles.  At 
TalentSphere, we call this shared objective and the methods and prac-
tices thereof Work Role Yields Management.™  We use the science of  
Relationship Performance™ as the underlying foundation of principles 
to make Work Role Yields Management (WRYM) not only possible, but 
quite practical.  All the frameworks you have learned thus far are a part 

I don’t want to achieve 
immortality through my 
work... I want to achieve it 
by not dying!

—Woody Allen 

If you want to live a happy 
life, tie it to a goal, not to 
people or things. 

—Albert Einstein.
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of Relationship Performance (RP).  There will be much more about RP 
shared with you in the intermediate courses and beyond.  In this brief 
introduction of a new meta-framework, you will be oriented to a very 
effective way to consider and apply this concept to everyday activities 
in your workplace.  

Relationship Performance is partially based upon taking the two tri-
angle frameworks that you should by now basically understand and 
joining them into a singular meta-organizing principle for thinking, 
discussing and doing the right thing in workplace relationships.  We call 
this the BowTie.  This framework allows one common approach and 
one common language for application to the betterment of workplace 
relationships whoever you may be and whatever your role—a person, a 
manager, a leader, a candidate, a recruiter or those that support, serve 
or enjoy the health and well-being of workplace relationship.  It brings 
an end to many miserable and costly consequences of misunderstand-
ings and misinformation.  The BowTie ends “The Tower of Babel 
Phenomenon” that is present in too many workplaces where everyone is 
talking (or complaining) but no one is listening, understanding or even 
thinking correctly.  The BowTie slays many incorrect, inadequate, ane-
mic or toxic points of view that many have in their head when they arrive 
at work each day, when they fail to get the job or when they are outplaced 
(as well as management and recruiters when they lose or alienate the best 
and brightest talent with whom they seek and need relations).  

The BowTie… the map of the work role relation-
ship

As you can see in Figure 6, I construct this framework from the 
Organizational Triangle™ (OT) and the Personal Triangle ™ (PT) in a way 
to form a bow tie-like object, which simply is the two triangle frameworks 
arranged and combined.  Nothing is omitted, but there is a little “recon-
figuration” and turning about (for reasons that will be more apparent 
later on).  Everything within the OT and PT is unified to respond to the 
need to bring it all together in one holistic model of understanding, 
mapping, designing and discussing work role relationships.  
This simple (and if I may humbly say so… awesome!) framework is 
the best way I have found to date to describe and symbolize what the 
workplace relationship should encompass in consideration of the 
needs of both parties.  This bow tie becomes the icon to express all I 
am trying to encourage and precipitate toward creating the best pos-
sible circumstances for people and their organizations, as well as their 
understanding of the changing dynamics of the related realities.  You 
will note that I exchange the words “role ecology” for “we,” “invest-
ments” for “resources” and “personal contributions and rewards” for 

.
Only positive consequences 
encourage good future 
performances.

—Kenneth H. Blanchard

I have been impressed 
with the urgency of doing. 
Knowing is not enough; we 
must apply. Being willing is 
not enough; we must do. 

—Leonardo da Vinci
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Figure 6 — The Relationship Performance “Bow Tie”
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“I,” since often this icon is used with those that have not yet taken any of 
the fundamentals courses, for the purpose of early orientation or quick 
introduction to the principles of Relationship Performance.

The BowTie accurately reflects the two different sets of performance that 
must be present in any healthy and lasting work role relationship… per-
formance for the OT and performance for the PT.  The BowTie implies 
continual efforts by both parties directed at equilibrium and often the 
need for thoughtful and considerate compromise.   The BowTie begins 
to reveal the complexities of work role relations for all parties.  The 
BowTie is both humbling and empowering.   As you may realize by now, 
neither party can gain what they need at the expense of the other, but 
rather both parties should only attempt to gain what they need at the 
benefit of the other as well as themselves.  What either party gains must 
be kept in reasonable equilibrium of value with what is given to the 
other.  It is the model of today’s most common and prevalent form of 
bartering—giving a substantial portion of our lives, attributes and abili-
ties to an organizational community’s purpose, in order to gain what we 
desire from that exchange.  Only the two parties involved can effectively 
determine and negotiate what this equilibrium means and should be for 
their respective and reasonable best interest.  

The BowTie glues one mind to the “Other 
Triangle” 

There is another reason I really like the BowTie… neither party can 
“ignore,” “deny” or “jettison” the other’s framework and relation to how 
they must perform for them.  Once the BowTie becomes a part of the 
relationship, a shared body of knowledge and a shared common lan-
guage, there is no place to hide.  There is neither blissful ignorance nor 
the confusion and mystery of darkness.  The BowTie is enlightening for 
everyone in the seeking of solutions and the resolution of conflicts and 
problems.  In the absence of the unifying BowTie, I have consistently 
found that people quickly embrace and love their Personal Triangle, and, 
equally, organizations embrace, love and point to their Organizational 
Triangle.  However, it is in the “other” triangle of the other party that 
each find challenging and appears to be “strange,” “alien” and “uninter-
esting.” They don’t want to address it or think about it.  They want to get 
more than they want to give.  Wrong!!!  This is a really big deal that tends 
to occur when I speak to either people or organizations, and it explains 
a lot of the problems people and their organizations have each day.  The 
“other triangle” provides each party with their leverage and their power 
in forming and sustaining their relations.   The “other triangle” goes 
from being an alien in the beginning to being their best friend and tool 
in application.  

I cannot say whether things 
will get better if we change; 
what I can say is they must 
change if they are to get 
better.

—G. C. Lichtenberg
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Think BOTH sides of the BowTie

By combining the two framework dimensions into a common organiz-
ing principle, we are continuously reminded that BOTH triangles must 
be constantly served in every good and healthy workplace relationship.  
Hear me… BOTH!!!… no place to run, no place to hide… both parties are 
accountable and tasked to be reasonably attentive, responsive and in 
service of the needs of the other, in order to have any reasonable expec-
tation of getting what they desire.
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Want to explore some creative yet practical directions in designing your career?  Peruse the thoughts 
offered by Laurence Boldt in Zen and the Art of Making a Living.  Not the ordinary in any way – giv-
ing tips with an Eastern approach.
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