CHAPTER 13

Achieving and
Maintaining Personal -
Peak Performance

) by
JOHN D. ADAMS

One I3 limized when one is consclons of limiration
' . Hazrst insyst Khan
One who waonts to become that which one Is nippoted to -
be must beave thai which one i now
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) Sweeping social, economic, and ecological fectors are increasingly inteyacting
with each cther around the world, pressuring organizations ¥ make fundamental
changes in how they relate to both their employees and their environments. These

fundamenial changes in organizational outlook and organizstional behavior are
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Just as organizations] development (OD) has evolved 10 help organizations develop -

towand their potentisls, OT Is evolving today to help theso same organizations
sndergo neoded fundamental changes in their very natures.

The transformation of an organization’s fundamental purpose and outlook
requires that its Individus) members must also undergo some very basic changes
(ot personal transformations). Indeed, it could be argued that 8 “critical mase™
of Individual members neod to undergo personal transformations before thelr
organlestions can undergo system-wide transformation. Organizational sysiems,
through their formal practices and procedures, and through their informal norma
and myths, sieadfastly sitempt to maintain the status quo. To alter that sistus quo,
# Is necessary for indlviduals to perceive and ect in new, perhaps unfemiliar, ways.

With Incressing turbulence, transience, and complexity in our soclety, both

" organizational and individual excellence will be at & premium. High-Performing

Systems wa described by Vaill (1982) will be st an advantage. These High-
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and maintain their own Personal Peak Performance {PPP).
.?nqona-o_.s.rgrsxiiggaq?oqﬁﬂ-lrg_i
as critical -9%?-!&%35%3.5&5-&?
33-3-.?%5:32.!2!85«9&15—-2%_3
?Eﬂisﬂgﬂ%g.:-!g&f%!ﬂt_iﬂﬂl
Sagnﬂggis.ﬁﬂguﬂaﬁlg?ﬁi.r-%

. . N -
form Ty By,

Sg_alnragﬂ.oo-us_u!_ﬂs!&i-%;:
experiencing transformations, For these practitioners, the chapter provides both
guidelines Tor their own personal work and suggestions for working with others.

THE REALM OF ORGANIZATIONAL
TRANSFORMATION
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framework for Organizational Transformation. A1 can be seen In Figure 1, this
view of OT emphasizes interactions among the organization and its purposes, the

organization’s external environment, and the individuals who populste the
- organization. Each of these domains—organization (system), environment

(suprasystem), and Individuat (subsysiemn)—both inflvence and are Infleenced by .

the ather two.
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Figure 1. The reaim of Orpenizationsl Tranetormation
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In the United States, encouragos people to do their best and rewards organizatiom
for superior productivity. This performance ethos has arisen from a variety of

. %ﬂ&ﬂ:?i%iiii%.g.?ii
*world view™ suggests that performance will reach it peak if people will use '

the scientific method and logical amalysis 10 enderstand situstions and solve
problems. Z-:q-_.uﬁqi._.rtﬂxq.qt_-nr?u!s-;ins!
oviented, holistic approach o smderstanding and problem solving—reductionist
1o expansionist; analysis 4o synthesis; deterministic to teleologic (Ackofl, 19313
Capra, 1982; Ferguson, 1980; Naisbitt, 1982). This new parsdigm will surely
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in owr culture. -
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Figure 2. The reaim of OT=performence focve -~

Transitions occurring in the global environment are, to some extem, being -

generated by organizational succeases (e.g., technology) and excesses (¢.§., acid
rain). In tum, thess sweeping changes are excrling tremendous pressures o6
orgenizations, teading to the decline of many traditional “‘bread and butter*
industrics and the meteoric rise of new, high-technology industries, Both decline
atd rapid growth create tension. As {s well-known, organizational sysiems tend
10 be persisient in their form and fanction. Their imernal norma (the unwritten

" rules or expeciations about **correct” behavior) and myths (the **oft-tokd tales™)

provide both siatus quo malmenance and membership boundaries on an informal
level. The organization’s procedures and *‘ritusls™ provide the same pressures
for peraistence on & more formalized level [see Chapter 14, *'Facilitating Organi-

aational Transforwation: The Uses of Myth and Ritual™"), Bquitibrium is meimained -

withoul much difficlty emil externsl pressures for change arise from the
environment and/or from organizational members. ‘When this happens st

- significant level, system performance falters until new Indernat procedures and

rituals are sdopted that sre more in tune with the times. The norms and myths
can be expected to provide a continuing drag or resistance 10 these needed changes.

The myths will change very slowly unless they are worked with directly to speed .

their adaptation.

No orgenizational sysiem can perform at hs peak unfess enough Individual
members are willing and able 10 perform st their peaks. Even if the organization's
norma, myths, ritusls, snd procedures are aligned with the its purpose (assuming
_ the purpose is clear), individual performance may not be high. The performance

ethoa provided by the external environment may work against ?1.9...:....8 X

**I work in order to afford the play style I want, and no hardet™), a8 may the -

person’s own level of well-being and basic belief systems. Poor physical health
can impair performance, as can underutilization of capabilities and the sbsence
of emotional and spiritual supports. Likewise, personally Limhiing beliefs such m
*'1 am an innocent bystander in the unlverse,” **We must restore the ‘good old
duys,’ ** and '] am inferior™* have an obviows adverse effect on one's performance,

PERSONAL PEAK PERFORMANCE

" Each of the comers of the PPP triangle portrayed In Figure 3 i discussed
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being wellness, and belief sysema) are also given. ) ‘
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Figure 3. Some key considerstions in achisving and
mainigining personal pesk performance :

Over the next few decades, organtzations will highly value people who can
schicve and maintain excelient, or peak, Jevels of performance. While much work
needs 10 be done with organizational and work team variables that have & clear
effect on people’s performance, thia alone will not be suiicient. Attention must
be paid to individusls, and support must be provided %o facilitate their personal
transformations, .

Let us first explore the nature of PFP, | have asked participants In a farge
number of seminars and workshops to describe what the experience of PPP has

. beenlike for them—how It fecls and some of the defining conditions. The words

most often used 10 describe PPP have been: energized, totally focused, enthusiastic,
exhilarated, inner peace, sttuned, confident, resonence, powerful, alert, flowing,
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and sutomatic. Such feelings are closely aligned with Mastow’s (1965) notions

sbout peak experiences. It may be that PPPs sre nearly always accompanied by

peak sensation or emotion; however, the reverse I not necessarily trve.
Based on my own and others® explorations, | have identified six conditions

" which evoke and sustain excetlence in performance. These six conditions, as seen

in Figure 3 snd outlined in Table §, are not innate and can be lesrned or sdopted

by anyone., Unfortunately, many organizations today operate ln ways which stifle
many of these conditions.

Toble 1.

Conditions Which Biimulste -
Personal Peak Performance

" COMMITMENT
: Investments of feeling and time
Primacy of intcrnal goals and rewardy

© CHALLENGE
: Moving out of comfort rone
Developing worst case scenario and taking caloulated risks
Focusing on results, not perfection
. Mental rchesrsal of desired outcomes

PURPOSE
Clear and accepied focus for effont

CONTROL ,
Balance of sutonomy and direction

TRANSCENDENCE
Overcoming self-limiting beliefs
- Focusing on process, pot barviers

BALANCE

Work and nonwork :

Time for family and friends

Regular relanstion habi

Managing siress and protecting health

Commitment
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commirment. A Univenity of Chicago research icam (Pines, 1980) found that
high level of commitment protecied people from the adverse effecta of high siresa
Yevels and heavy worklosds. Valll (1982) similarly hypothesized that large inven-
ments of both *'time™ and **feeling’™ ars necessary Ingredients if one wanis to
generate high levels of performance in s work group. In Interviews with over 1500
peak performers, Charles Garfield (Larsen, 19821, b) found primacy of Internal
goals and intrinsic rewards was & widely shared chamcteristic. Garfleld's peak
Eﬂg-_agéigs&-iaﬂ_g. ’

Chailenge '

]

A second major condition for stress resistance and pesk performance ides-
tified by the University of Chicago team was 8 sufficient level of challenge. Gar-
field also described his peak performers as continually moving out of their **com-
fort zones'* 1o take calculsted risks, When peak performens are faced with o
challenge, they consider the Implications of failure and ask themselves, “*Can |
live with them?* If the snswer is yes, they move shead. Garfield also found that

vﬂr%i%sgggaiﬁiif;}— -
+ and on solutions © problems (rather than on placing blame). Finally, Oarfield
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the various facers and feelings sssocisted with the challenge.

¥ .
A third condition for maintaining excellence in performance is prrpose. Valll
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for maintaining high Jevels of performance. Peak performers need 10 know what
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Ing with a clear semve of purpose.] - ’

Control

A fourth condition identified by the University of Chicago team Is sufficlent
control aver our approach to & task. This ineans having esough discretion o

. exercise our judgment while not being left without guidunce or standards. Qar-

field found that his pesk performens repularly both sought and provided a balance
oqnsguniagsgtn?-ﬂﬂilag_o—gi—.s
given shuation, .

Transcendence

A fifth condition which Garfield found cormmon among peak performers was
the person's drive 10 franscend previous performance levels, Our presumed Tkmits
are psually erroncous and rooted in seif-timhing befiefs. Regular peak petformers

* are able to concemrate on the procers of functioning snd pot on artificial barviers,

mﬂﬂ!!t.s&?ﬂ%%ilgig!rﬁ_!ﬁlg.



able athietic barrier. Shortly after track star Roger Bannlster transcended his own
 previous performence (and this “‘bestier'"), many other mifers began to break the

Batanos

A sixth condition for sustaining exceilence In performance, balace, ts fur
sﬁn%f_aicsﬂnig%?-s:i.ci.axqiiﬁl
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tained 2 balance between work, family, friends, and other pursuits. They kntw

. how 10 relax sad 10 take stepe 10 manage their stress and protoct their health,

CONSCIOUSNESS OF PERSONAL PEAK -
PERFORMANCE EXPERIENCES :

Oour experiences of PPPs are not lost knbar unconscious, but are fled In a pechapa
gligaﬁg.?.agf_ﬂgi?g‘.
tlon. When we do, we discover that our PPPs cluster into themes. [T wo become
aware of the thematic nature of our past PPPy, of the described feelings sccompe-

. E!ug.iissgisfngaigsg.gsg

. ~ able to consciowsly evoke peak performances. A second charscteristic of this con-
sclousness-ralsing process is that on different occasions—pethaps reflecting dif-

foremt emotional states—we are likely 10 rocalt difTerent experiences of peak per- -

formance and 1o discover new themes. Thus, recollection should be undertaken
periodically, rather than being viewed asa **one-shot*" actlvity. Awsreness of the
* thematic nature of our PPPs can help ws to identify our **vocation,”” of core por-
" pose in life, ,

An acilvity: One very good way to bring these PPPy forward b to divide
your life into significant periods. The periods you select will be different from
those selected by others. Once this has been done, spend sbout 15 minutes reflec-
ting on the PPPy you can recall from each of the Identified periods. Some PPPy

3«%53?5%5%:&3«#&53?;-&? .
cant event for you to ponder, should this occur). Stay with the task even if you

feel Tinished, for some of the most significant PPPs are recalied after *‘platean’
periods. Try to avoid seif-censorship. After 15 minutes, review the recollections
in u veasch for themes, This process is enhanced if you work with onc or two
pertners, since the feedback/helping process often uncovers new material for both
the helper and the helpee. Aflter the review Is complete, continue together to ex-
Eag.i.iigiu;fggo«ow&gesl&na
the job. ;

Two factors which affect owr PPPs are the level of ovenal! well-being and
the nature of our personal beliels. 1T we chooss 1o work toward whole-being
wellness, and if we work ¥ alier or replace sell-limiting and scif-defeating beficts,
we can further enhance our prospects for evoking PPPs.

. WHOLE-BEING WELLNESS

Obviously, limitmtions In our physical, mental, emotional, and spiriual wel)-
being can Inhibit our evoking PPPs. Conversely, it I likely that high-level well- .-
being can enhance the level of performance possible, Thus, efforts s enhance
overall weliness are important. Most Hinesses these days are caused by a mohtinede
of (actors which Interact in complex ways, These factors Include stress, the en-
vironment, our genetie pradispositions, out previous health experiences, the nahwe
and quality of our heslth care, and our daily lifestyle cholces. :

The U.S. Center for Disease Control In Atlanta estimates that the Hiks %o
onc’s health are sbout 20 percem biological, 20 percent environmental, 10 per-
cend medical care, and 50 percent lifestyle. The majority of the risks to our health
are determined by our everyday choices about how we live,

The primary issue In health prosection, thes, is %o sddress those factors which

are controllsble (lifestyle plus portions of the environmental snd medical care risks),

.azqo_g-_w-giailﬂ.ogqr:gggﬂn
- by public health educators. :

o Nutritional habits (avoidance of sugar, sk, fats, white flowr and rice,

and calfeine; plenty of complen carbokydrates)
" @ Moderation in the use of alcohol

* Not wsing swobecco

© Not using drugs (incleding prescription drugs)

* Sufficient restful sleep

* Regular relaxation/meditation habits

¢ Regular exercise (serobic, streiching, and recrestional)

‘» Recommended body weight

* Positive paychological outlook

 * Good personal relationships

¢ Seatbelt wse and safo driving habitn

o Moderstion end sclf-control of Type A Behavior (Friedmen sad.
Roscoman, 1974) X -’

® Control of blood pressure snd cholemesol

¢ Avoidance of umecestary siressors and effective coping with
wnavoidable stressors

¢ Healthful and appropriste expression of emotions

Numerotrs studies have shown that the more of these habits we practice, the
betier our day-to-day health will be, and the longer we can expect 10 live (seo,
for example, Belloc and Breslow, 1972).



Unfortunetely, during prolonged periods of high ot peak performance {us well
as during periods of high stress), many of us give up these positive health habits.
The periods when we most need 1o protect our health are the very times when
we Ignore controllable risk factors. Portunately, there is a way o tell how much

the high performance period or other stressors are *'getting 1o us.** The following |

list emizes some of the most frequent *strain®’ symptoms | have identifled—
Indicators that the risks to our health are sising o significant Jevels:

¢ Feel slow, sluggish, weak

¢ Tire emlly

® Rapid weight gain or loss

* Gastrointestinal probiems

¢ Difficulty in concentrating

¢ Changed esting patierns

¢ Smoke/drink more than ususl

¢ Sleep disorders

® Headaches, still meck and shoulders

® Nervous, apprehensive

* Depreased

* lmritable, easlly angered

* Cynical, inappropriste homor

* Withdrawal from supportive relationships

These conditions are waming signals, and the first step to protecting and enhan-
cing our well-being is to become sensitized 10 cur own Bnigue strain symptoma,

Second, we must reflect on the controllable risk factors, especislly as the strain .

kymptoms becomo manifest, and make improvementis 83 peeded.

An seitvityr Firnt, review the above listed symptoms of strain  and roake
an asscssment of how many you currently or recently have been experiencing,
The more you can identify with, the greater the present riska to your health. Se-
cond, see if you can find those symptoms which regularly occur a1 early warning
signals for you amonyg the items on the strala list. Jt s very important %0 know
what these are and to pay attention to them when they occur, since they are biofeed-
back messages telling you that your body Is likely w0 break down soon If you don’t
begin doing something differentlyl Third, go back to the list of measures 1o con-
trol tisk factors, and make an apprabal of your present life nyle. Identify potentisd
projects for improvement, Finally, honestly answer these seven questions,

1. Are there preseat situstions in my life which I should avoid or
-wnhook from? - ’

2. How, and Aow well, am | coping with unavoidable siresson?

FS.E&&%EQQUESE_&E}E!& .
* health? .

4. What am | doing well thet 1 should continue doing? -
" 3. What should I be doing less of or stop doing?
-8, What should 1 be doing moce of or start doing?

7. What kinds of support, guidance, or direct assistance do 1 need?
From whom?

These four steps (overall strain asseszment, Mentification of warning signals, |
overul] risk factor assessment, snd responding to the seven questions) are sug-

-ﬂ.&Rsnnanil-qsiioﬂu&ois:ﬂwﬂqoﬁa_geq!a:&aa. .
When nceded changes are identified, one is ofien Inclined to sttempt all of |
. the desired changes st once. This usually does not work, since the magnitode of
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successful spproach is to take relatively small actions one step ot 1 time. This sp-

proach, of course, makes whole-being weliness into a life-long learning process, .

?-ggﬁlﬂginﬂgligii!; .
1980; 1981a; 198]b.)

An important dimension of whole-being wellncss is our belieft abowt health
ond well-being. Basically, if we believe ourselves 10 be “*well™, we will be **well,**
In their ongoing work with cancer patients, for example, the Simontons (Matthews-

Simonton, _osvfgigi»ﬂg-igal_ia{g '

In using self-hypnosis and visualization techniques kn confunction with more tradi-
tional modes of treatment. One of their conclusions Is that visualizstion activities
work If the patient believes they will work, and they do not work If the patient
does not believe. The next section explores this critical dimension,

BELIEF SYSTEMS

. Just like pest peak performances, our belief systems are contained in our con-

scous minds, and are therefore directly aocessible. This permits us 1 easlly bring
them forward in our consciousness for review and possible change,

.—.o?:?;uﬁx_:s&ﬂgggr—-iﬁ-&i«:ﬂ.aagg.
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certain symptoms. During late 1982, several people died after iaking acrous-the-
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everyone in Americs was well aware of them. Shortly after this, a spectator ot 8
high school football game became 11} afier drinking & soda, As & resalt of the
widespread poisoning aniety, sbout 200 other peopie stiending the game—who



“bad drunk the same kind of soda—exhibited poisoning symptoms and were
"+ hospitalized. Several people’s symptoms were 10 severe they were kept for over-
night observation. No poison traces were ever found in the sada. If our beliefs
can have this eflect, they cerainiy can have equally powerful positive effecta if
. we can understand the process berter!

. Our beliefs sho directly affoct our performance since they define cur teality

for wa, They help s 1o focus and to relnte to the world, and they provide boun-
. daries on what we are semitive 10, cutiing us off from & grest many ahernatlves,
. For example, if one believes onesell to be systematic, logical, anaiytical, ahd

thorough, one Is Hkely 1o be a good problem solver who never overlooks details,
The limitations which accompaay such bellefs are thai one la likely 1o overstructure,

10 draw prematare boundaries, 10 be rather Inflexible, and 1o resist contradicting :
., information. As mnother exmmple, If one's bellefs are intuitive, spontaneous, hollstic,
. and relativistic, ono Is likely 10 be sble 10 find the meaning behind situstions and
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’ belicfs are that one Is likely %0 be impulsive, ungrounded, and impwtient with struc-

tore. Cleatly, ¢ach system of beliefs han its assets and its liabilities as related to
performance, With swarencss of the seif-limiting beliefs we hold within our belief

" systems, we have the opportunity 1o alter them, or 10 add sew beliefs, In order
0 reduce our limitations and enhance our performance, :

What Are Bellefs? :

Put most simply, a beflef ks something thet one accepts re true without needing

suppostive evidence, I ia o staiement of fact one makes & oneself. Beliefs, however,
_ do not constitute reality, though we usually take them for reality. They are only
staternents abows reality. They canse s 1o filter ot or transform ceriain informe-
tion from all that is available 10 ue, and they package our experience,
We are utterly convinced by our belicfs, While every belicf we hold has served
# useful purpose at some time, It is likely that we each hold beliefs that we no
* longer use. If we do pot examine our belicfs from time 1o time, we become in-
treasingly limived by those beliefs which mo longer serve a wseful purpose.
Inltially, our belicfs come to us as messages from our environment (especial-
iy during our preadolescent years), which receive continual reinforcernent. The
environment, of course, is the culture we are socialized In, complete with all of

. ies myths and rituals. Thus, 10 2 very grest extent, we are hypotized by cur cubtures.

As we grow up, our patierns of conscious thought reflect our betlels. These pat-
ferns are made more conscious by our “*self 1alk>*—our inner dialogues—which
serve both to reflect and 1o reinforce our beliefs,

If our experience runs counter ¥ one of our belicfs, we are likely to have
an emotional response. For example, il one is habitually angered by rush hour
5:—0-:._5—3-__13858?#2&:8-.3.r:lu..awoﬂsuaaau_ﬂu
the {unexamined) belief that one should never be made to wait. Thus, another way
%0 become conacious of owr beliefs is 10 pay stiention 1o those things which regularly
trigger emotions] responses Ia us. .

Bellefs Are Self-Fulitlling and
Seli-Reinforcing

Oc..&..uﬂt.ﬂﬂ:!q.ﬁ-_’a! follow our desires, but they do reflect our .
beliefs which, aa statements of reality to curselves, are strongly seif-fulfilling.
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counter o . ,

One commonly enperienced example of this is whether or not one expects
Cgimg:ﬂ:-nﬁ_:gﬁ:ﬁﬂ_:g.ilsgﬂ-g

discussion. Those who come to the event with the expectation thet they will learn -
something new nearly slways do. Those who expect It to be & waste of time near-

ly nlways find that it is. If members of either group sre *'surprised,* ¥ Is because
there is another (also unexamined) competing belief operating, .

Collective Beflefs

Our familics, our organizstions, and our communities stl operste to relnforos
@ “correct” vystem of belicfs, Since we must react from the frame of reference
eq._eaa!. own beliefs, we resist changes in belicfa thet others In our family, organizs-

» OF community make, We either try fo get the person or organization to revert
to the old, collective, bellef or we reject them.

These collective beliefs tell vz what s *'good™ and what is “bed"*, what Is

i ) accepable and what it vracceptable. The more strongly we sccept the collective

beliefs and recelve reciprocal acceptance, the better we feel. For example, thers -

was (and 2till is to a certain degree) u collective belief in the United States that
the most successful, influential, intelligent, and wealthy peopic are males whose
families originally came from a few European countries. People who did not ex- = -

hibit these charscteristics (women, blacks, Latins, native Americans, Asiang, ete.),
but who did accept these collective bellefs about themselves, seldom eaperienced
success, influence, “imelligence,”™ or wealth. Instead, they ofien experienced
depression und frostration, and they perennially accepted a second-class position
in the society. These groups generally have not **progressed™ in the U.S. culture

wntil they have collectively altered their beliefs 10 be more supportive of thelrown

characteristics,
Collective beliels in an organization are reflected by the ntyths of the organizs-
tion. As Harrison Owen points out [sgrin, see Chapier 14}, these collective beliefs,

&8 expressed in the myths, have a strong effect on the performance of both the  °

Individuals and the overall organization.

Of many possible futures, the one which does occur will be & manifestation

of inmeracting collective befiel rysterm operating sround the world.
Changing Bellefs

The first step 0 changing our belief systerns is awarcness. Inaccurate and self-
Himiting beliefs continue 10 be accepted umil we examine them end make an effort
10 change them. Since we ofien can see beliefs in others they cannot ses ia
themselves, it Is helpful w0 examine our bellefs in an interactive setting.




In formal hypnosls, we sccept the hypootlst's reality and suspend our owa
belicfs. Subjects have readily developed blisters on their arms in response o0 @
hypnotist’s suggestion that they have been bumned. In order to *'dehypnatize’*
ourselves, we must first jearn to hypoatize ourscives intentionally. To change a
belief means to work sgainst messages from suthorities, the patterns of our think+
ing, our **peil-alk,’’ and our emotional triggers. Thus, we need to assume the
suthority of the hypnotist curselves, %0 visualize scw bellefe and 10 create inten-
tional self-talk,

Clearly, with uncxsniined beliefs, the pawer Is in the past and beyond our

control. When we examine and work with our beflefu, the power Is In the now

. An activityt To Increase your awareness of your bellel systems, you must
. +.first get in touch with the consisient messages you received in late childhood—
" roughly between the ages of cight and twelve. Allow yourself o become relaxed
and attentive and then spend several minutes recalling messages you once recelv-
ed from each of these sources: parents, teachers, friends, significant others (e.g.,
grandparent, neighbor), the *‘community,”” and role models. In some tases,

) messages may not arise in yout awareness 30 much as images of the actual peo-

ple. Exploring what these people represent can help idemify further mensages,

‘The second place to look for belicfs is in rocalling the really significant events
that have oocurred since childhood, since your recollection process Is also focuss
od by your bellefs. Third, make a list of those situations which regulasly trigger
emotiom (joy, anger, excitement, depression) In you. Fourth, make & list of the

most frequent topics In your self-talk, or intermal dialogues. __rn_r-n.—..-_rlrﬁ_ ’
. reinforces beliefs and makes them pecsisient. Finally, imagine whet the futere will
be like and list the images which come to mind. Our expectations and predictions .

also are strongly Influenced by our beliefs.
With thesa five lists, you are now ready $o Jook for themes and, out of thess,

" - w0 list your baslc beliefs by looking st the themes comained In the lists. This step

Is often most effective if done with snother person, since both of you are likely
to discover additional beliefs from the sharing process,

ARer you have established an awarencss of your besic bellefs, you can emslly
review them with a focus on your overal! wellness and on your personal perfor-
mance. You undoubtedly will find that some of your beliels contribute to your
weliness and/or 1 your performance, and that others detract from them,

Finally, 22 you become aware of bellefs you wish to change, identify actions

, You can take 1o validate the new, more desirsble beliefs. Establishing new, delibersle

self-talk messages can be most helpful. Developing clear visualizations which repre-
sent the new or sitered beliels Is alwo important. For example, if I conclude that
one of my beliefs Is that I am not sn effective public speaker,”* and if making
" fotnl presertstions ik @ necessary sapect of my Job, I .can begin 10 ahter this belef
by identifying some safe ways o practice making speeches. | can begin telling
myse!l **[ am sn effective speaker.” 1 can visualize myself making 2 superb presen-

« tation, This visualization can be enhanced and made even more effective by ac-

vually rehearsing the body lsngeage part of the speech in front of a mirror.

For & further explorstion of the nature of personal bellef systems, sce Roberts

(1974) and Woolfolk and Richardson 233
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