BUSINESS TRAINING SEMINARS
AND THE

SELF-HELP HUMAN POTENTIAL
MOVEMENT

Not all of the business training seminars are New Age, simply because they have been
around longer than the New Age Movement. However, that does not mean to
underestimate the power of EST, Zen, or Gurus in the coporate office. The articles in this
section give an overview of eastern religious practices and business seminar training.
Some of the articles are from a negative view, some are positive and some try to remain
neutral. A copy of a Lifespring brochure has also been included. Whether you call New
Age business training "Corporate Mind Control" or "Self-Helpl for executives " or even
"Karma for cash" it will be hard to read these articles and not get a sense of how hinduism
has been repackaged for the Western world's coporate, type A, executive yuppie.
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Out of the tub, into the suite

- Sélf—help for executives

A decade ago, when the human-potential movement
epitomized the “me generation,” its disciples were
viewed as self-indulgent flakes who got in touch with
their feelings by meditating, baring their souls in
“awareness training” groups and hugging strangers.
Now, though, it is emerging from the hot tubs, donning
a three-piece suit and trying to become respectable.
Corporate executives and professionals are looking to
this secular wing of the “New Age” phenomenon for
keys to financial success. Says John Hanley, president of
Lifespring, a self-help group with 200,000 alumni:
“We're working with people more on how to be person-
ally effective and less on their feelings and insights.”
Dozens of major corporations, from Citibank to Gener-
al Motors, foot the bill for employes undergoing human-
potential training. D. J. Ruiz, a sales executive for Pacific
Bell, joined several of her managers in Lifespring sessions.
The experience improved teamwork and sales, she says,
and “helped me commit to what I want to accomplish."
Paul Puleo, in charge of a General Foods productivity
task force, sought help from a consulting group associat-
ed with onetime est leader Werner Erhard. Three days of
discussions helped members of the task force discover
their own self-defeating attitudes, Puleo says, and, “We
probably quadrupled our efforts and benefits to the
company.” Cost to General Foods: $15,000. Ty

For seven years, instructors with DMA, a New Age
training firm based in Massachusetts, have urged Sprague’
Electric managers in Concord, N.H., to **close your eyes
and imagine the company the way you want it to be.”
Sprague’s semiconductor sales have tripled, and Vice
President Hal Mahar gives part of the credit to the DMA

.sessions. “They unlcashed imaginations,™ he says.

Boost In confidence
Human-potential groups are growing faster than ever.
Lifespring enrollment jumped 25 percent last year. Er-
hard’s new *“personal effectiveness course,” called the
Forum, claims 79,000 graduates in its first two years. *'I
had the notion that I had no ability whatever in busi-
ness,” says Barrett Mandel, a former English professor in
New York. But, he says, the $525 Forum gave him the
confidence to become a corporate writing consultant.
The various groups' sessions often are emotionally
charged. They include confessions and role playing and
are sometimes confrontational. All programs stress indi-
vidual creative potential and personal responsibility.
Critics say the sessions often lead people to unknowing-
ly accept a mystic world view. New Age training groups
have been hit by a few dozen lawsuits alleging psychotic
breakdowns and even suicides. “These trainings chal-
lenge and destroy some people’s coping mechanisms,"”
says Gerald Ragland, a Fairfax, Va., lawyer who filed
several of the suits. The groups deny they’re harmful.
Harrison Owen, a consultant in Potomac, Md., points
to one possible explanation of why companies and indi-
viduals may keep looking to self-help courses: “It's clear
that the old ways of doing business aren't working."

U.S.NEWS & WORLD REPORT, Feb. 9, 1987
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Create Your Reality

Self-Help is a major dimension
of the New Age movement
because most people are drawn
to metaphysics and a New Age
consciousness in search of something
that will improve their lives. While
most people are concerned with
spiritual needs, self-help can include
anything from subliminal aid in
dieting to realizing psychic abilities
like telepathy or clairvoyance or
attaining mastery of life.

The key is that you create your
own reality. This means that you are
not a victim, you can exert control
over your life, you can shape your
future and you can transform
yourself. The responsibility is yours
and the answers, your answers, lie
within you — not with some
established code of behavior or
belief. That is what separates the
New Age from the past.

But before we can accomplish a
great many positive things we have
to eliminate a lot of negative
programming. [n conducting
seminars across the United States
each year for New Age enthusiasts, |
teach many psychologists,
psychiatrists and medical
practitioners. They attend the
seminars to learn about hypnotic
regression techniques, reincarnation
and karma, because years of research
with thousands of seminar
participants has proven to me that
past life experiences affect our daily
lives here and now.

Remember that two thirds of the
world has always accepted
reincarnation as a metaphysical
doctrine. Meanwhile, acceptance of
reincarnation is growing rapidly in
the United States while the organized
religions are losing ground. I believe
this is because reincarnation and
karma offer the only reasonable
explanation of total justice. For me,
reincarnation and karma is not a
belief: fifteen years of research
verifying past life regressions and

52 4\ Crecote Your Reailly

psychic data have convinced me that
past lives are influencing our present
life.

In my seminars, the participants
are put into a hypnotic altered state
of awareness and then regressed to
the cause of their problems or
anxiety, and this is often a situation
remembered from a previous life,
stored deep in the subconscious. The
situation is a source of pain and the
subconscious will go to great lengths
to avoid that pain again. The result
is subconscious programming which
is out of alignment with the present
life desires. This can create a
profound fear and personality
conflict that is hard to explain or
resolve. So what [ call Past Life -
Therapy can relieve hidden anxiety,
resolve personal fears and problems,
and throw light on the cause of
much of our negative programming.

The use of subliminals, which 1
have been exploring since the mid-
Seventies, is another powerful tool
for self-help programming. Most of
us say we want something bur fail to
acknowledge that we don't really
believe we should have it or deserve
it. The repetition of strong, positive
affirmations about our chosen gaals,
both consciously and subliminally,
has helped many people to achieve
results where they had failed before.
[ believe our methods, utilizing both
audio tapes and new, four-way video-
tapes, are the most powerful
subliminal tools available today.

| often say that if fear is the
problem, love is the answer, and [
believe everyone is already a Master
of Life but that we have an overlay
of a lot of negative stuff that we've
accumulated along the way. It is this
fear-based, negative programming
that we need to eliminate in order to
realize who we truly are.

- Dick Sutphen
Valley of the Sun
Box 3004
Aqoura Hills, CA 91301
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A NEW AGE FOR BUSINESS?

Visionary thinkers are rejecting
the by-the-numbers approach
to enterprise and seeking a
new paradigm for viewing the
world. Love and caring in the
workplace? The profit motive
less than preceminent? Major
corporations are buying in.

M by Frank Rose

RIT AMERICAN corporations
ready for the New Age? Michacl
Murphy, founder of the Esalen In-
stitute, thinks so. Next year Mur-
phy, 60, hopes to start luring business
groups to Esalen, the Big Sur spa where the
human-potential movement was born nearly
three decades ago. Laurance Rockefeller
has given $250,000 to convert the Big
House, the clifftop Victorian built by Mur-
phy’s grandparents, into a corporate retreat.
George Leonard, an Esalen trustee, will of-
fer a sct of exercises based on aikido, the
Japancse martial art that secks harmony
rather than dominance. Conferces will be
able to seleet from a menu of other Esalen
techniques promising everything from stress
recduction to creativity enhancement.

A few years back, all this might have
seemed strange. Not anymore. Now compi-
nics like AT&T, Procter & Gambile, and Du
Pont arc offering employees personal-
growth experiences of their own, hoping to
spur creativity, encourage learning, and pro-
mote “ownership” of the company’s results,
A handful of visionary leaders—General
Electric Chairman Jack Welch chief among
them—are going beyond training seminars
to a fundamental rcordering of managerial
prioritics. Mcanwhile, a small nctwork of
consultants, thinkers, and academics are
working to transform business. Propelled by
a beliel that the world is undergoing nmajor
change, they call for a new paradigm—a
whole new framework for seeing and under-

Willis Harman warns that society is headed fora
deep shift, with business sure to play a key role.

FORTUNE OCTOBER 8, 1990

standing business—that will carry human-
kind beyond the industrial age.

The result is a curious convergence: exee- -
utives seeking ways to reverse America’s fall
from dominance sharing common ground
with freethinkers drawn to business as the
most powerful institution in a global socicty.
“In the Sixties these people would have slit
their wrists before walking into any institu-
tion of corporate Amcrica,” says Harrict
Rubin, a business books editor at Double-
day. “Now corporations are scen as a sort of
living laboratory for their ideas,” As for the
business side—well, Rubin’s best-selling ti-
tle is Leadership Is an Ant, an inspirational
tome by Herman Miller Chairman Max De-
Pree that includes chapters like “Intimacy”
and “Tribal Storytelling”™ and is packaged
with the cthercal look once reserved for the
poctry of Kahlil Gibran,

What next? Crystals on the assembly
line? Channeling in the boardroom? Not
likely. “The whole Shirley MacLaine ap-
proach makes me ill,” says Stewart Brand,
creator of the Whole Earth Catalog and now
a co-founder (with former Royal Dutch
Shell planning chiel Peter Schwartz) of (he
Global Business Network, an on-line gan-
glion of thinkers underwritten by the likes of
AT&T, Volvo, Nissan, and Inland Steel.

The new paradigm might be deseribed as
New Age without the glazed eyes. The word
“paradigm” comes from the Greek for “pat-
tern,” and the new paradigm is just that: a
new pattern of behavior that stems from a
new way of looking at the world. The old
world view—Newtonian, mechanistic, ana-
lytical—is present in everything from the
Constitution, with its clockwork system of
checks and balances, to the rectilincar street
plans of Washington, D.C., and San Francis-
co, to the assembly lines devised by Henry
Ford. The new paradigm takes ideas Trom
quantum physics, cybernetics, chaos theory,
cognitive scicnce, and Eastern and Western
spiritual traditions to form a world view in
which cverything is interconnected, in
which reality is not absolute but a byproduct
ol human consciousness. Nobody is promis-
ing universal cnlightecnment next week,
however. “What we're talking about here is
nol a scarch for nirvama,”™ says Michael Ray,
51, holder of the BancOnce chair in creativity
at the Stanford business school. “It's an at-
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tempt to deal with a very difficult time.”
So far, what has emerged is a host of man-
agement theorics and practices belitting an
age of global enterprise, instantancous com-
munication, and ccological limits. Some arc
familiar: hicrarchical organizations being
replaced by more flexible networks; workers
being “empowered™ to make decisions on
their own; organizations developing a ca-
pacity for group learning instcad of waiting
for wisdom from above; national horizons
giving way to global thinking, Others may
still scem a little far-out: creativity and intu-
ition joining numerical analysis as aids to
decision-making; love and caring being ree-
ognized as motivators in the workplace;
cven the primacy of the profit motive being
guestioned by those who arguce that the real
goal of enterprisc is the mental and spiritual
cnrichment of those who take part in it.
Individually, cach ol these developments
is just one manilestation of progressive man-
agement thought. Together, they suggest the
possibility of a fundamental shift. Applicd to
business, the old paradigm held that num-
bers are all-important, that  professional
managers can handle any enterprise, that
control can and should be held at the top.
The new paradigm puts people—customers

and cmployees—at the center of the uni- .

verse and replaces the rigid hicrarchics of the
industrial age with a network structure that
cemphasizes interconnectedness.

HY WOULD companics want
to cmbrace a new paradigm?
“Because the old paradigm isn't
working,” says Ray. He argues
that the decline of American business from
its postwar apogee is like a scientilic anoma-
ly—a situation the old theorics fail to cx-
plain. Just as a ncw paradigm cmerges in
science when old theories stop working, the
new paradigm in business began 1o take
form when the old by-the-numbers school of
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THE NEW PARADIGM'S LONG PEDIGREE

management started to founder during the
Seventies. The surprise success of In Search
of Excellence, with its explicit attack on the
old model, signaled the beginnings of a new
perspective.

Several factors since have encouraged the
trend. Perhaps the most visible is the falter-
ing performance that has fed the vogue for
Japanese management techniques and the
quest for “excellence.” But the driving force
is the need for speed: The spread of comput-
ers and telecommunications and the rise of
global markets have rendered bureaucracies
hopelessly unwicldy. At the same time, a se-
ries of wrenching changes—deregulation,
corporate takeovers, the demise of the Sovi-
et bloc—has made the extraordinary seem
commonplace. The sudden backlash against
the money mania of the Eightics—com-
bined, some say, with the gradual rise to
power of the Sixties generation—has put ide-
alism back on the agenda. The result is a
vague but growing sense that business has to
be conducted differently.

“The current world economy clearly will
not work for the planet,” warns Willis Har-
man, 72, head of the Institute of Noetic Sci-
ences, a Sausalito, California, organization
founded by Apollo astronaut Edgar Mitch-
ell. “It's going to change somehow. The
question is how. Do we make it through this
smoothly, or do we go through real chaos—
economic depression, people starving, con-
flict with the Third World? When socicty
goces through a deep shift like this, we’ve got
to hold the whole thing together or a lot of
human misery will result. That’s why the
business sector is so important.”
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HOUGH THEIR EYE is on the fu-
ture, experts like Harman and Ray’
are actually building on work that
began in the Forties with the socio-
tech movement in Britain and the study of
group dynamics in the US. While
socio-tech thinkers at London’s Tavis.
Institute tricd to get people and technology
to work together smoothly in factories and
coal mines, the group-dynamics crowd cen-
tered at MIT was inventing the T-group—
the T stands for sensitivity training—in a se-
ries of freewheeling experiments in leader-
ship and decision-making at the National
Training Labs in Bethel, Maine. In the Fif-
ties, West Coast psychologists began shift-
ing their focus to personal growth. Mean-

while, MIT’s Douglas McGregor developed
his famous Theory X and Theory Y, oppos-
ing styles of management based on oppos-
ing views of human nature—that people arec
lazy and have to be whipped into shape, or
that they’re responsible and need only to be
encouraged.

HE SPLIT between the West Coast

and the East Coast—between those

mainly interested in personal

growth and those more concerned
with the health of the organization—per-
sists to this day. While the personal-growth
faction yielded Esalen and the human-po-
tential movement, MIT spawned the orge
zational development network —consult.
and academics who advocated managemers
with a humanistic bent.
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Theorists of the new world view can trace their thinking back at least 50 years. Their ideas have only recently been widely applied in mainstream companies.
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Untit a few years ago, when guru-
entreprencurs like Werner Erhard with his
Transformational Technologics won lucra-
tive personnel-raining contracts from such
major corporations as TRW und Ford, the
West Coast human-potential crowd was
considered 100 far-out for the business
world. Organizational development, or OD,
was more influential, but it faltered during
the Seventics, (he vietim of its own miveté:
Not only did things not always get better
once everybody learned to communicate
[recly, they sometimes 201 worse,

OD fllourished in the military, however,
under the name organizational cffective-
ness. A round of post-Victnam soul-search-
ing culminated in the establishment of Task
Force Delta, a cadre of army officers whose
mission was to scan for new ideas, One of
their slogans was “Be all you can be,” a hu-
man-potential message that cventually
lound its way into the Army's reeruitment
campaign. Organizational effectiveness
Tamed out in the carly Fightics, just as the
OD network was yicldi ng a spinofl called or-
ganizational transformation, composed of
people concerned less with communication
and team building than with deeper issues
like myth, ritual, and spiril.

Among Task Force Deltas livelier mem-
bers was Licutenant Colonel Jim Channon,
50, now retired from the military and work-
ing as an O consultant 1o such arganiza-
tions as AT&T, Du Pont, and Whirlpool. He
specializes in helping managers express their
vision by creating a picture that makes corpo-
ratc goals tangible against a starry universe
or carthscape background. But at heart he
sees himself as a shaman. “Three things are
missing from almost cvery organization I've
been through,” he says. “Asincere desire (o
love cach other in a brotherly way, an ability
to incorporate spiritual values in their work,
and an ability to do something physical to-
gether.” On all three counts he thinks mod-
ern corporations could learn from tribal
cultures: “Just because those guys can’t
make toasters docsn’t mean (hat singing to-
gether, dancing together, and telling stories
around a fire isn’t a damn good thing to do.”

HIS KIND of thinking can be car-

ried only so far: “If pcople stop

buying your toothpaste,” says Rich-

ard Beckhard, a retired professor

from MIT’s Sloan School, “you can love
cach other all over the place and you're still
out of the toothpaste business.” But after
the excesses of the greed-is-good crowd,
who knows what a little altruism could do?
“Let’s say you accept Milton Fricdman’s
idea that the only business of business is
profit,” says Robert Adams, a former exccu-
tive vice president of Xerox. “It’s really a
combination of altruism and sclf-interest to
want to do the best for your employees, and
it’s only common sense to want to treat your

customers well. Why we have 1o learn those
things from the Japanese, Lord knows.”

In a recent speech before San Francisco’s
Commonwealth Club, Levi Strauss Chair-
man Robert Haas, 48, sketched his idea of
the corporation of the future: a global enter-
prise relying on cemployees who “are able to
tap their fullest potential™ and managers
who act not as authority figures but as
“coaches, facilitators, and role models.”
Levi Strauss iy striving 1o transform itself
along those lines because it needs creative
thinking and rapid response to satisfy a
fashion-conscious public. “This company
isn’t turning into a group of Moonies for
some Platonic management good,” observes
chief counsel Tom Bauch, 47, *|0’s a way of
promoting our own success.”

Presumably Levi Strauss won’t be turning
into a bunch of Moonies at all. The point of
the new paradigm is not to gct people to om
out in front of some guru but to encourage
them to think for themselves, Ideally, this
yields an organization that functions like a
rugby tcam. “Rugby is a flow sport,” says
Nocl Tichy of the University of Michigan
business school, “It looks chaotic, but it re-
quires tremendous communication, continu-
ous adjustment to an uncertain environ-
ment, and problem solving without using a
hicrarchy.” American business has been
conducted more like football, with every
play a call from the sidelincs.

NE MAN who’s ready to play rug-
by is Jack Welch of GE, Having
streamlined GE organizationally
with a flurry of sales, acquisitions,
and plant closings, Welch has now turned (o
the culture, “Productivity is the key,” siys
GE’s head of management development,
James Baughman, a former Harvard busi-
ness school professor charged with cllecting
much of the change. “You can only get so
much more productivity out of reorganiza-
tion and automation. Where you really get
productivity leaps is in the minds and hearts
of people.”

Tichy, who used to work for Baughman,
views the changes there as simply common
sense: “It’s just treating people with digni-
ty and making them feel like part of a
team. If that qualifics as a new paradigm,
so be it.” But GE’s moves bear the twin
hallmarks of new-paradigm thinking: the
systems view—seeing everything as inter-
connected—and the focus on people.
Welch’s goal is fast turnaround, and to get
it he intends to create what he calls the
“boundaryless organization” —no hicrar-
chical boundarics vertically, no functional
boundaries horizontally. For Baughman,
this means radical changes at GE’s Man-
agement Development Institute in Croton-
ville, New York.
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Crotonville was one place where the old-
paradigm approach to business—the scien-
tific, rationalist world view —was perlected
in the years after World War 11, A vast team
of experts (Peter Drucker among them)
codified modern management practices
there in an cight-volume “blue book” that
served as the manual for American busi-
ness. By 1981 GE had grown an elaborate,
multitiered, wedding cake bureaucracy that
Welch is now blasting apart. “We wrote the
book on burcaucracy,” says Baughman,
“Now there aren’t any books, just real peo-
ple talking about real problems face to face,
sweating it out and grunting through, It’s a
revolution, nothing less, from control to let-
‘er-rip. Historians will tell us in the 21st
century if we were crazy.”

Not every company has to wait so long.
Pacific Bell miscalculated badly when it hired
two associates of Charles Krone, a reclusive
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“Krone sessions” was supposed-
ly voluntary, those who resisted
were left with the impression their careers
would be jeopardized. After employee alle-
gations of mind control sparked a public in-
vestigation, which uncovered huge
expenditures on the training, the program
was canceled abruptly. Pac Bell has since un-
dertaken a more mainstream total-quality
program, so far avoiding controversy.

UST CHANGE come from the

top to be effective? Many pro-

ponents thought so, until the

Pac Bell debacle. The experi-
ence of Procter & Gamble indicates that
consistent attention from on high isn’t al-
ways necessary. The giant packaged goods
company began testing socio-tech ideas in
its manufacturing plants more than 20 years
ago, moving from the hierarchical com-
mand-and-control model to a team ap-
proach with workers largely managing
themselves. Company officials rarely talked
about this in public: P&G’s management
style was considered part of its competitive
edge and was as tightly guarded as its tooth-
paste formulas. Managers were even careful
how they discussed it internally, since cor-
porate headquarters in Cincinnati was fo-
cused on marketing and not particularly
interested in new organizational ideas. To
avoid trouble one division manager, worricd
about disturbing his management experi-
ment, decreed that no one from elsewhere in
the company could visit a plant without go-
ing through him.

Charles Krone, 61, whose esoteric theo-
rics would later fare so badly at Pacific Bell,
was an internal organization specialist in
P&G’s soap division, for which he set up a
liquid detergent plant in Lima, Ohio, that
outperformed cvery other soap plant in the
company. A counterpart, Herb Stokes—now
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Cascade senior vice president
named George McCown, 55, is
trying to achieve. Besides serving as chair-
man of the World Business Academy, a
group of business people and thinkers de-
voted to propagating the new paradigm, he
heads McCown De Leeuw, a California in-
vestment firm that specializes in doing
LBOs. He and his New York City-based
partner, David De Leeuw, a former vice
president of Citibank, target well-posi-
tioned but underperforming businesses and
restructure them to stress empowerment of
employees, creativity, and openness. Last
December they joined former baseball
commissioner Peter Ueberroth in his pur-
chase of troubled Hawaiian Airlines, which
Chairman Tom Talbot, a Ueberroth asso-
ciate, is now trying to pull out of a “planta-
tion mentality” by involving people at cvery
level in an overhaul of operations.

One of McCown De Lecuw’s early buy-
outs was Coast Gas of Watsonville, Califor-
nia, a propane distribution company that
has tripled in size in four years to revenues
of about $100 million. While
borrowing fueled much of the
expansion, CEO Keith Baxter
has achieved much of the com-

fornia, consultant who works a
number of McCown De Leeuw busin..ses.
Unlike many self-styled “change agents,”
whose promises of weekend transformation
are worthy of weight-loss products, Blon-
dell works with companies on a long-term
basis. “I look at spirituality, at the way
people live their life,” he says. “What is
their motivation? Do they want things to
be better? Do they want to be open and
honest? But I don’t think we’re really
tcaching anything new. I think we’re going
back to basic, fundamental values—issues
of trust, respect, dignity, commitment, in-
tegrity, and accountability. The world is
crying out for these things to become more
important.”

S ANYTHING really new about the

new paradigm? Well, yes and no. “I

can argue both sides,” says Noel Tichy.

“No one element is new, but the atten-
tion to soft issues is new to American multi-
nationals.”

Seventeen years ago sociologist Daniel
Bell wrote that for most of human history,
reality was nature; then it became technol-
ogy; and now, in the postindustrial of
knowledge work and information s. S,
it's the “web of consciousness.” That is
what’s genuinely new about the new para-
digm: this focus on human consciousness—
not on capital or machinery, but on people.
It has challenging implications. “If con-
sciousness is important, then moncy and
profit are no longer that important,” argues
Michael Ray of Stanford. “They’re a way to
keep score, but if you don’t have any vision,
you’re not going to be successful in the long
run. If you go for money and that’s all, when
you get it, there’s nothing there.”

So what’s the alternative?

EREEDETENENEIER  Business as a spiritual pursuit?

What's

Don't laugh. Jack Welch recent-
ly remarked that he wants peo-

pany’s growth by instituting new about ple at GE to feel rewarded “in
new practices that range from both the pocketbook and the
the mundane (a budget system) tH€ NEW soul.” This is the lesson of the
to the innovative. Having taken H - new paradigm: If pcople are
over a notoriously rigid organi- paradlgm' your gfcnlcst rcsmlrzc ur:Id cre-
zation (sample rule: No more - the focus on vty the key to success, then
than two employees could con- business results cannot be di-
verse at one time), he literally human con- vorced from personal fulfill-
torc down the walls to trans- B ment. Which -is why many
form it to one in which every- sciousness exceutives may discover, ¢ ’
body understands the business arise from the hot tubs a. -
:lndyits problems. -—nOt on len, that when you eliminate the

Helping Baxter reshape the capital or charlatans and strip away the
culture at Coast Gas is Mi- i bull, business and human po-
chael Blondell, a Carmel, Cali- ma(:hlnery- tential are the same thing. O
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Religion

New Age Training in Business:
Mind Control in Upper Management?

Celebrities do it. Middle-aged hippies do it. Now personnel executives do it too. New
Age mysticism has hit the boardrooms. Is this benign training in self-actualization
or is it mind-control and religious indoctrination?

by Richard Watring
he consciousness of American
business is slowly, almost im-
perceptibly being desensitized
to the introduction of a New
Age philosophy into our culture.

In the larger culture, the New Age
movement is gaining wider exposure
through the influence of people like ac-
tress Shirley MacLaine, the Rev. Terry
Cole-Whittaker, Human Potential
leader Jean Houston and others.

This has not gone unnoticed by the
media. The New York Times and U.S.
News and World Report have both
devoted attention to the subject, as have
major network news and talk shows.

Business Gurus

The New York Times, The Washing-
ton Post, and Newsweek have all fo-
cused on the infiltration of New Age
self-actualization into the business
world. Professional conferences for
Human Resource Development practi-
tioners add important exposure by fea-
turing proponents of the movement such
as Houston, Marilyn Ferguson and
others.

In an editorial entitled ‘“Who Put the
Guru in Guru Mind Control?”’, Jack
Gordon of Training hit the nail on the
head: “*There is an implicit belief held
by many in the HRD (Human Re-
sources Development) profession that
their job is nothing less than to self-
actualize the American workforce.”
He opined that this view is both pre-
posterous and arrogant. On the other
hand, Patricia Galagan, editor of
Training and Development Journal
wrote that it is ‘“‘the fear experienced
in getting to that ambiguous and un-
familiar place that sends the un-
transformed to their lawyers.’’ Which-
ever side you are on, the positions on

30

both sides of the issue seem to be
solidifying.

In a series of letters to Training and
Development Journal, a number of
training professionals offered their
views. For instance, Paul Rondina of
Digital Equipment wrote, “I see the
training industry being used to pros-
elytize New Age religion under the
deceptive marketing of increased pro-
ductivity, self-actualization and self-
improvement. As trainers, we must
sound the alarm to this covert mis-
sionary work.”” Doug Groothuis, an
expert on the New Age movement, of-
fered: ‘““Some practices . . . induce a
trance-like state wherein one’s critical
faculties are suspended. Effective
businesses need sharpened minds, not
dulled ones.” Lea Deo of St. Lukes
Hospital of Kansas City wrote *‘spiri-
tual encounters should not be disguised
as training.”’ Carolyn Sorensen Balling
of Amex Life Assurance offered, “For
a company to concentrate on develop-
ing the ‘inner selves’ of their employees
for the sake. of higher performance
seems manipulative.”” Kevin Garvey, a
consultant, predicted ‘‘an array of un-
precedented lawsuits” and urged that
“‘no corporation should blithely incur
this penalty.”

But what is this movement that has
attracted so much attention?

Personal Transformation

Briefly stated, the New Age move-
ment promotes a ‘‘personal transforma-
tion” of spirit (usually referred to as ‘
consciousness) through the use of cer-
tain techniques, often called psychotech- |
nologies. The movement suggests that
humankind has the ability and capacity
to fully self-actualize (sometimes called
reaching enlightenment or inner-wis- |
dom, higher self) and that this is the goal
of transformation. Inherent in the move- |
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Believers in the New Age gathered at sunrise ¢

ment is the Eastern philosophical view
of monism, the belief that there is no
distinction to be made between matter
and spirit and that, therefore, humanity
is connected and individuals are exten-
sions or manifestations of the whole.
Under this view of reality, there would
be no separation between God and crea-
tion, since creation emanates from and
is made of the same “stuff’’ as God.
Because humanity’s true destination is
the realization that humankind is divine,
the movement promotes techniques that
accelerate the transformative process.
Among these techniques are a num-
ber that are being used with greater fre-
quency in business. Business does not
usually admit to the promotion of
transformation. Ron Zemke of Train-
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ing was most critical of this in his re-
cent article: **This business of ‘slipping
it in on them’ no doubt is conducted
with the best intentions. But if there is
to be a New Age based on respect for
the rights and dignity of individuals,
isn’t one of those rights the right to be
told the truth?”

Most often reasons other than trans-
formation are cited for the use of the
technique. For instance, meditative tech-
niques are used as part of a stress man-
agement strategy. Techniques recom-
mended for their stress reduction value
include transcendental meditation, self-
hypnosis, guided imagery, yoga and
centering.

ey
gy

Some techniques are used to enhance
creativity of the intuitive process: guided
imagery, visualization, Silva mind con-
trol, dianetics and focusing.

Certain techniques enhance self-regu-
lation. Techniques that assist in self-reg-
ulation include bio-feedback, hypnosis,
self-hypnosis and affirmation.

Other techniques are used to encour-
age employees 10 accept a greater share
of responsibility for themselves and their
company. These include est (newly
called the forum or transformation
technologies), lifespring, D.M.A., ac-
tualizations and other human potential
seminar programs.

Some techniques are used 1o promote
accelerated learning—namely, sug-
gestology and visualization. Others are

nd the world last August to await the ‘‘Harmonic Convergence.’’

used to improve interpersonal skills,
such as neurolinguistic programming.

These goals are not bad, in and of
themselves. The danger is in the tech-
niques used to achieve them.

Mind Control?

Paradigm shift. First, most people
who have grown up in a Western Judeo-
Christian tradition do’ not share the
same view of reality as that promoted
by the New Age movement. In order for
the technique to be of value, the in-
dividual must adopt the new view (often
called paradigm-shift) which underlies
the change being sought. For this
reason, one sees increasing acceptance

of beliefs in reincarnation, karma,
monism (or pantheism), synchronicity
(the belief in the interconnectedness of
all life), metaphysics (the belief that the
mind has the power to influence forces
within the universe which can change
material reality), cosmic unity,
paranormal phenomena, out-of-body
experiences and the like.

Hypnosis. Secondly, most of the
techniques described are either tanta-
mount to a hypnotic induction or their
use renders the individual more highly
suggestible to hypnotic induction.
Most people know what hypnosis is,
but very few people know that the use
of affirmation, suggestology, neurol-
inguistic programming, some forms of
euided imagery, est and est-type hu-

man potential seminars employ some
of the same dynamics as hypnosis.

Kevin Garvey spoke to this issue in
his letter to Training and Development
Journal, ‘‘The training attacks the
conscious intellect whilc barraging the
unconscious with suggestive and
outright command.”’ Most people are
not aware that hypnosis can be induc-
ed without a relaxation suggestion.

Even those techniques that do not
qualify as hypnotic induction may
ultimately facilitate the same result.
Most meditative techniques increase
the level of ‘“‘alpha’’ rhythms in the
brain (so do chanting, the repeating of
a mantra and other spiritual exercises).
People who are in an alpha state are
substantially more suggestible than
those who are not. Further, when peo-
ple use certain meditative exercises,
they often experience the loss of self-
identifying awareness and believe that
they are experiencing @« oneness with a
wider consciousness, often called
cosmic or unitary consciousness. If this
experience is reached while the person
is in this heightened state of sug-
gestibility, they are more susceptible to
influence than if they were in a normal
waking state.

Supernaturalism. Third, while it
cannot be proven scicntifically, many
people believe in the existence of a
supernatural realm, one inhabited by
either angels or demons, departed spirits
or disincarnate souls. Many of the tech-
niques being promoted involve en-
countering a person’s ‘‘inner wisdom’’

- or “‘higher self’’ or “*‘master teacher.”

This entity encountered through Silva
mind control and some forms of guided
imagery and visualization is often de-
scribed as simply the personification of
one’s own psyche or sub-conscious. But,
what if it is not? If there really is a
spiritual realm, then it is possible that
the entities which are encountered are
not really part of our self, but some
other self. If so, then the promoters of
these techniques are really promoting a
form of spiritism.

Worse yet, some, including Willis
Harman, are encouraging ‘‘channeling’’
as a means toward higher creativity.
What used to be considered mediumship
or occult correspondence is now pro-
moted as a benign technique for
transformation and human potential.

In his book, Higher Creativity,
Harman pooh-poohs the issue of
whether or not the source of “‘illumina-
tion” is the self, or is apart from the
self. He wrote, **The fruits of the chan-
neling phenomenon can come to be ap-
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preciated and used to the benefit of
human kind—Ileaving open the issue of
the ultimate nature of the channeling
source . . . "’ This attitude must be
strongly discouraged in favor of hard
answers to some very hard questions.

Weighing the Risks

The rush to join. Four years ago, a
survey was conducted among 9,000
personnel directors regarding their ex-
posure to a number of New Age
techniques as well as certain of their
beliefs. Of the over 10 percent
response, roughly 45 percent had either
used or seen used at least one of eleven
New Age psycho-technologies includ-
ed in the survey. More surprising, 15
percent believed that at least one of the
eleven was beneficial in developing
human resources. The survey includ-
ed meditation, biofeedback, Silva
mind control, T.M., visualization,
hypnosis, focusing, est, dianetics,
centering and yoga.

I am usually asked certain questions
as | present my arguments against the
use of these techniques. Among them,
‘“‘Aren’t these techniques beneficial to
industry? Don’t they really help a com-
pany or employees in some way?’’ |
cannot, and do not, argue against the
effectiveness of many of these tech-
niques. Meditation probably does re-
duce stress. Biofeedback most certainly
is an effective tool for self-regulation.
Hypnotic induction can certainly be of

'NEW AGE READING

therapeutic value when administered
properly. However, I do not think that
the potential benefits are worth the risks.

Another question I am often asked, is
“‘why are businesses rushing to use these
techniques?’’ Obviously, business is
striving for excellence in every respect.
[f business can gain a competitive ad-
vantage by having their employees use
New Age techniques, certainly they will
be open to it. Most business people who
promote these techniques are ignorant
of the psychological and spiritual dy-
namics involved; however, there is a
small number who are actively trying to
promote transformation.

Another question I am often asked is
“Where do I see this going? What is the
likely result of the use of these techni-
ques?”’ | see two outcomes if business
continues its use of these techniques.

Legal Liabilities. First, [ see the
potential for religious discrimination
charges being filed by persons who suf-
fer some adverse action at the hands of
their employer because they resisted the
program or technique. Robert Lindsey
of The New York Times reported on
two such cases that are currently in
litigation in his article of April 17, 1987.

Secondly, I foresee serious liability
damages being awarded to persons who
suffer psychological harm as a result of
New Age techniques. Some psycholog-
ists and sociologists consider many New
Age techniques to be a form of mind
control. Already, many individuals have

sued a number of human potential or
““new religious’” movements for psycho-
logical harm. Many individuals and anti-
cult groups consider these and other
New Age groups to be ‘“destructive
cults.” If these groups are open to
damage suits, it stands to reason that the
corporations that offer or encourage
these same programs to employees will
become co-defendants in such suits.

Why Not?

Finally, I am often asked, “What dif-
ference does it really make?”’ It makes
a great deal of difference if you are a
Christian. The underlying view of reality
and of the nature of human beings of
the New Age movement stands in direct
contrast to the primary tenents of or-
thodox Christianity.

My concluding message is very sim-
ple: Private corporations that are not
church-affiliated should neither attempt
to change the basic belief systems of
their employees nor should they pro-
mote the use of techniques (i.e., altered
consciousness) that accelerate such
change; and while spiritual growth is im-
portant, corporations should not pre-
scribe the methods whereby employees
grow spiritually. This is better left for
those more qualified than the Human
Resource Development Department.

Richard Watring is personnel director
for Budget Rent a Car Systems, Inc.,
Chicago, il

Christian Critiques

The literature that the New Age movement generates
is vast. The titles below are not even the tip of the iceberg.
But they provide a good introduction for readers who wish
to become more familiar with how those aligned with the
movement see themselves.

Books by New Age Authors

The Aquarian Conspiracy: Personal and Social Transfor-
mation in the 1980s, by Marilyn Ferguson. J .P.Tarcher,
1980.

The Turning Point, by Fritjof Capra. Bantam Books, 1982.

The Tao of Physics, by Fritjof Capra. Shambhala, 1975,

Green Politics: The Global Promise, by F ritjof Capra and
Charlene Spretnak. E.P. Dutton, 1984.

Mind as Healer, Mind as Slayer, by Kenneth Pelletier. Dell,
1977.

The Atman Project, by Ken Wilber. Theosophical Publishing
House, 1980.

The Holographic Paradigm and Other Paradoxes, by Ken
Wilber. Shambhala, 1982.

The Spiritual Dimension of Green Politics, by Charlene
Spretnak. Bear, 1986.

New Age Politics, by Mark Satin, Dell, 1978.

e
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The New Age Rage, by Karen Hoyt, the Spiritual
- Counterfeits Project and Friends. Fleming H. Revell, 1987,

Unmasking the New Age, by Douglas R. Groothuis. Inter-
Varsity, 1986.

Reincarnation: A Christian Critique of a New Age Doctrine,
by Mark Albrecht. InterVarsity, 1987.

New Age Medicine, by Paul C, Reisser, Teri K. Reisser and
John Weldon. Global Publishers, 1987.

Riders of the Cosmic Circuit, by Tal Brooke. Lion, 1986.

The Interruption of Eternity: Modern Gnosticism and the
Origins of the New Religious Consciousness, by Carl A.
Raschke. Nelson-Hall, 1980,

New Age Periodicals
New Age periodical literature is also vast but is more
specialized and less generic. Two New Age magazines,
however, with a broad perspective and large circulation are:
New Age Journal, P.O. Box 853, Farmingdale, NY
11737-9953
New Realities, 4000 Albermarle St., N.W. ,» Washington,
D.C. 20016

—Compiled by Bob Burrows
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Corporate Management
Cautioned on New Age

New Age training techniques in business are popular, ef-
fective and possibly illegal. A recent conference on the
social implicaticns of this trend concluded that corpora-
tions should tread cautiously over this new ground.

by Robert Buirows

he New Age movement has

moved into big business, tap-

ping the till of “human re-

source development’ in large
and small corporations. This past year
has seen a spate of articles on the sub-
ject which indicate a growing public
concern. Recent coverage of Pac Bell's
infamous episode with the so-called
Krone program has brought the sub-
ject again to public attention. Critics
of the Krone program accuse Pac Bell
of imposing a management system on
its employees that depended on mani-
pulative techniques for its implemen-
tation, was quasi-religious and pseudo-
scientific in content and had largely
negative effects.

An Occult Movement

In response to this mounting con-
troversy, the American Family Foun-
dation sponsored a conference last fall
in New York City titled, ““Business and
the Mew Age Movement.”” The
American Family Foundation is a
nonsectarian research and educational
organization concerned about cults and
manipulative forms of control.

Defining the New Age movement
proved to be the most problematic task.
Carl Raschke, humanities professor at
Denver University, described the New
Age movement as mystical utopianism
with roots in the Western occult
tradition. He argued that the New Age
movement has an implicit political vision
with decidedly totalitarian overtones.
Raschke was concerned that New Age
consulting firms have a hidden agenda
of “‘deploying employees as agents for
the wider New Age vision.”” Dr.
Margaret Singer, clinical psychologist
and cult expert, described the negative
psychological cffects brought about by
exposure to New Age “‘training’’ intent
on restructuring an individual’s beliefs

and values.

Tom Jackson, a business consultant
and board member of the New Age
educational center Omega Institute, ob-
jected to those critical assessments. He
dismissed them as caricatures, un-
representative of the New Age main-
stream. Jackson downplayed the spiri-
tual dimension of the New Age world-
view, touting it as the solution to man-
agement problems in a changing cor-
porate world. Results in business, he
maintained, are not a function of tech-
nological know-how but of ““appropri-
ate thinking,” and successful man-
agement of human resources is a mat-
ter of ““liberating employees’ psyches.”

A Business Movement

Perry Pascarella, editor of /ndustry
Week, echoed Jackson’s assessment of
the changing corporate environment,
arguing that new strategies were de-
manded in new times. The search for
alternatives to the ‘“‘old management
paradigm’’ emerged in the early 1980s,
Pascarella maintained. It was then that
the corporate world witnessed an in-
crease in discussions about spirituality,
greater unity and cooperation, rather
than competitiveness. What corpora-
tions were now-looking for was not “‘in-
cremental change, but breakthroughs.””
On the analogy that ‘‘where there’s a lot
of manure, there’s got to be a pony,”’
Pascarella believed New Age consulting
firms were a positive contribution.

Jeremy Main of Fortune Magazine
saw the current New Age thrust in busi-
ness as the outgrowth of the human
potential movement of the "70s which in
the '80s developed branches in corporate
areas. To make inroads into the cor-
porate market, Werner Erhard of est
fame, formed Transformational Tech-
nologies; Scientology established World
Institute of Scientological Enterprises
(WISE) and Sterling Management; and
from John Roger’s Movement of Inner

Spiritual Awareness (MISA) came In-
sight Personal Seminars and Managing
Accelerated Productivity (MAP). Lif
spring and its consulting spinoffs have
also moved into the corporate arena.
GM of Canada, the Lutheran Brother-
hood, Scott Paper, and Dupont are
among those who have paid top dollar
for services rendered by these major
New Age players.

The Big Fix

The New Age movement’s impact on
business goes far beyond those organiza-
tions, according to Richard Watring,
director of personnel for Budget Rent a
Car in Chicago. A survey he conducted
indicated that 45 percent of the person-
nel directors who responded had used or
were familiar with one or more of the
techniques commonly used in New Age
circles (including visualization exercises,
yoga, biofeedback meditation and hyp-
nosis) and 15 percent believed that one
or more showed promise. Watring in-
sisted personnel directors had a moral
and legal obligation to learn about the
New Age movement, investigate its
claims and practices, and weigh the pros
and cons of any particular program
before proceeding. He described the
monolithic programs typically offered
by New Age consultants as ‘‘ludicrous”
and suggested there was no sub-
stitute for one-on-one management.
Watring also objected to New Age pro-
grams because he saw them as con-
tradictory to his Christian faith.

Dr. Richard Ofshe, winner of the
Pulitzer Prize for his research on Synan-
non, also cautioned against seeking the
““big fix”* and encouraged some reality
testing: what is the theory behind the
program; how do the procedures relate
to the theory; and are there any objec-
tive criteria for evaluation? New Age
techniques are appealing, Ofshe com-
mented, because they ‘“maximize emo-
tional arousal which has tremendous in-
fluence value.’”” For employers, these
techniques, coupled with the New Age
doctrine of unlimited human potential,
promise to increase employee motivation
dramatically and swiftly.

But these seemingly easy resuilts may
end up givingemployers a hard time. At-
torney Herbert Rosedale reminded con-
fereesthatthecorporationisalegalcrea-
tion for the purpose of making money. It
is not a device for imposing morality,
pursuing political ends, inculcating
religion or indoctrinating ideology.
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Tampering with employees’ beliefs
and values raises questions of first
amendment and privacy rights.

If the Shoe Pinches
Psychological casualties and employee
discord can also lead employers into
legal entanglements. Criticism of New

Rosedale said, **it must be worn. If the
shoe pinches, whoever put it on is
responsible.”

The New Age movement presents the
corporate community with troublesome
issues. But they have not yet been
thrashed out in court. As Rosedale said,
the government has not ruled on the
legality of ‘“human enhancement.”’ But

programs in the workplace, the issues
may soon be tested. And whether the
New Age movement is good for business
or simply monkey business may soon be
resolved.

Robert Burrows is the editor of
publications for Spiritual Counterfeits

Age programs in business cannot be
brushed aside. *‘If the shoe fits,”

Commentary by Brooks Alexander
hat is the *‘New Age movement™? Unfortun-
ately, the title itself is misleading. The New Age
isn’t new, and its believers aren’t a movement.

The New Age movement (NAM) is more
accurately assessed as a broad and diverse cultural trend.

Its common denominator is not a guru, an ideology or

an agenda, though New Agers form shifting alliances (or

‘‘Networks’’) around all three. The common denominator

of the NAM is a worldview, a mindset, a way of understan-

ding reality. It is the worldview of occult mysticism, ar-
ticulated in secular terms. The NAM is an ‘‘ancient
wisdom,’” expressed with a modern vocabulary.

The NAM embodies an ancient and enduring temp-
tation—the desire to be like God. It is a modern version
of the pantheistic dream, a godless religion that makes a
god of man. That is its underlying and unifying premise,
whatever aspect it may show to the world in a given case.

The occult metaphysics of the NAM are a logical exten-
sion of the secularism that dominates our culture. Both of
them affirm that the cosmos is all there is, and both believe

" that humans control their own destiny. Pantheism simply
dispenses with secularism’s self-imposed limits, and openly
elevates creation and humanity to divine status.

At the heart of the New Age message is the conviction
that humanity is poised between two epochs, or ‘‘ages.”
Thus the NAM as a cultural trend is rooted in our collec-
tive, subjective sense of crisis. People share a feeling that
humanity is at a crossroads, that the human condition has
come to a desperate state. But instead of despair, New Agers
proclaim their hope that we are on the brink of changes
which will transform our society, our behavior and our very
nature. The human need to hope is our vulnerability, and
the New Age message speaks directly to it. Its appeal is felt,
““not on the intellect, but on the soft space that yearning
occupies behind the mask of reason” (Joel Kovel, 4 Com-
plete Guide to Therapy from Psychoanalysis to Behavior
Modification, Pantheon Books, N.Y., 1976).

It is no surprise that the NAM has taken root in our soci-
ety. It not only plays to our spiritual pride by telling us we
are gods, it also gives us ‘‘fast relief”’ from the anxieties and
upsets of life that tell us otherwise. America’s anxieties
seemed to peak in the 1960s, and the New Age for our age
emerged into public view through the media’s attention to
the hippie movement and the occult revival of that period.

with the rising influence of New Age

The New Age Movement Is Nothing New

The Fall, Pantheism, Zen Buddhism, Humanism—man will neyes. cease trying to
make a god of himself. How does New Age differ and what are its dangers?

Project, Berkeley, Calif.

The foundation of the '60s was laid by the ‘‘beatniks’’
of the 1950s. Their infatuation with Zen pioneered our
fascination with Eastern spirituality in general. The beats
were socially disenfranchised, culturally disinherited and
religiously disenchanted: *“They looked at the past in dismay
and the future in despair. For them, Zen’s ecstasy of the
moment was a seductive philosophy indeed”” (Bob Burrows,
New Age Rage, Revell, 1987).

After the beats came the hippies, with their acid dreams
and Eastern gurus, their flower power and utopian radical-
ism. The *‘counterculture’’ also gave us the first media ver-
sion of the New Age proper: the “Age of Aquarius’ from
Hair, with astrology as the occult connection.

But by the time the counterculture had been named, it
was already being surpassed. Next in line was the “Human
Potential Movement’’ of the 1970s, spearheaded by ‘“‘human-
istic’” therapists of various mystical inclinations. Esalen was
the touchy-feelie Mecca for the upscale, post-hippie seeker.

In the 1980s, all these strands and moie came together,
mingling in new and fanciful ways. The New Age per se
has resurfaced as well, in the form of ‘‘Harmonic Con-
vergence.”’

Beyond the diversity of the NAM we see a common theme
and a common impact on people. The theme is that our
godhood can only be unleashed by restructuring the way
we think; the impact is that this always involves shutting
down our rational, critical mind. New Agers say that as long
as our critical intellect insists on dividing up reality and mak-
ing distinctions (e.g. between “‘true’’ and “‘false”), it frag-
ments the vision of oneness that reveals our true divine
nature. New Age ‘‘empowerment’’ comes only to those
whose rational, critical filter has been removed or disabled.

The end-product of New Age spirituality, therefore, is a
person incapable of distinguishing truth from falsehood, and
programmed to ignore the issue up front.

It is an understatement to say that the NAM tends to pro-
duce highly impressionable and therefore easily manipulated
people. The ideal New Ager is truly a ‘“human resource,’’
supple and submissive, the delight of managers, bureaucrats
and social engineers. In large numbers, a dictator’s fantasy,
functional cogs for the socio-commercial-political machine.
That is the most disturbing implication of the NAM—and
its most likely concrete impact on our future..

Brooks Alexander is a research associate with the
Spiritual Counterfeits Project, Berkeley, Calif.

e
o 155

ETERNITY FEBRUARY 1988



' KRONE METHOD IN THEORY AND PRACTICE '

The Philosophy
of Gurdijieff

The teachings of Carmel business
consultant Charles Krone are based
loosely on the theories of George
Ivanovitch Gurdiiell, a Russian phi-
losopher who spent years wonder-
ing around Asia searching for a
hidden knowledge that would let
people reach their full potential.

A lover of dance, ot one pointin
his travels he hemmo a'whirling
demsh G b O

Gurdpcﬂ s ndem ure ablend of
psychology, philesophy, Christiani-
ty, Buddhism and Sufism, “"He said
there are mony levels of human
consci and that people ideu-
tify themselves with some of the
lower levels. If they could have @
cerlain spiritual discipline, they
could connect themselves with high-
er levels and become more moral,

ate, effective peopl ,"
mld 'Jacob Needlcmun a phnlas&
phy prolessor ot San Frunmco
State University.

Aboul 1921, Gurdiieff establish-
ed a spirilvol community In Paris
that altracted many fomous writers
ond artists, including architect
Frank Lloyd Wrigh!. Director Peter
Brook hos made a movie on Gurd-
jiell, ond pianist Keith Jarret has
recorded several of Gurdiielf's Sa-
cred Hymns.

il--

Gurdijielf created his own lon-
guage and laught such concepts as

-
. the low of three, sell-remembering,

G. |. Gutdijieff, pictured

levels of energy and negative emo-
tions. Krone uses these some con-
cepts, but his interpretations "'seem
to have little of the content or spirit
of Gurdijieff's pbllosophy," Naadle-
man said. 4

Krone soid he relied more on
John Bennett, a follower of
Gurfjielf who studied larger sys-
tems, Gurdijielf died in 1949, Ben—
nettin 1974, !

About 10 years ago, Krene split
wilh his former business pariner,
Will McWhinney, over Gurdiieff.
“Gurdijiellian work tends fo be rig-
id, formalized and dogmatic rather
than open end in touch with the
originol spirit,” said McWhinney,
who now teaches al the Fielding In-
stitule in Santa Barbara.

By following Gurdjieff, “1 feel
(Krone) wiped out the role of the in-
dividual,"” McWhinney said.

Three Components of

energy and behavior.

Thought

Taken from a handout given ot Pacific Bell’s leadership Development
workshop. The Krone method aims to raise employees’ levels of thought,

Copyright 1983 by Charles G Krone Ansec. Ine,

Jamer V. Clark Corp. ond Michoal J, Astum Asioc. Inc.
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In a handout iy ikismal JooAr,

~qligned wilh Pacific Bell's purpose,

Pacific Bell's
Business Plan

last lall, in a dramatic change of
pace, Pacific Bell's top executives
vsed (eodenfup Daulapmem'
, also k as
“Krone,"” to formulate the compa-
ny's overail 1987 business plon.
Following is an excerpt from that
plan. It puis a new twist on one of
Pac Bell's six long-standing commit-
ments: ""We are creative, can-do
people.” - .
. "We hove thb freedom to act - :
1 and ihnovale 1o meel our custom-
ers’ needs os though each of us
owned the business. Strategy
guides our direction; sound judg-
. ment guides our daily execution,
We toke prudent risks ond ore each
accountable for our actions.”

Creativily is o key asset and indi-
viduals and teams will want to and
will achleve ever-increasing levels
of perlormance consistent wilh ev-
er-increosing standards as they seek
freedom and are enabled ta be cre-
alive within the context of our clear-
ly undarstood and nc“plnd busi-
ness purpou

i =t

Where individuals and teams are
" aligned with purpose and ston-

dards of achievement which pro- -
vide them stretch, and ore given the
free space lo generate new capa-
bilities to achieve those higher stan-
dards, they gain personal growth
ond creativity which results in im-
proved personal, team and busi-
ness success, -+ o

T

L..‘nv-:l'l g LE -

" Wae will build capobility and !
maintain an environment that en-

. ables individuals and teams to seek
ond vse freedom to generote and
-achieve ever-increasing stondords .
within the contex) of our claarly yn-"
dmfood twumn Purpon

...-.-r ‘

S COHCIP'IS' i

B Woe maintaln an environment
where all Individuals and teams are
self-accountable and seek the free-
dom to continuously create and
pursue better ideas and ever-in-
creasing stondards which are

iples and concepts.

B Asindividuals and teams seek
and use freedom to improve perfor-
mance loward increasing slandards
of excellence, they earn more space
ta contribute,
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i Felipring

The Now-Nige Dan Ge b MHumaan Beobont sl

Lifespring is an COCHEVTL AT Lo FECmOT iy " pesora ) Ll "
Programs that was Founded in January 13974, iy Johin B, Hairley.
Lifesprang, in Fact, is a leftoaver of the huwran potent ial MoV e b
that blossomed in Southerrn California in the early Seventies.

The group claims that about 2O, 000 men wemers,  and children, from
every state and several Toreign countiries, have graduated from theis
traimings, I orme Lifespring S@ssion, trairnees may find themselves
erawling on their hands and krees, wailimyg like infarmts and tightly
hugging 00 tatal strangers——all teo get contral of their livess,

& JUST Aeve K Cxperiesred. (¢

Why Lifespring Is Incompatible With The Christian Faith:

1 Its entire philosuphy is pased upor belief that MAN IS FERFECT AND
GOOD just the way he is, needing help fram na cutside souwrce (i, e,
Saviear), "At the essence, o core, of each of us is & perfect,
laving, and caring being" (Self RAcceptance: Real Ercounter, frant
page) . Scripture Vicalaticm: Rom 3:23, Reom 1:22-25, Rom 3:10-18

= Lifespring promises ENLIGHTENMENT along the lires of EASTERN
MYSTICISM. "Nowhere in my extersive readings was I convinced to go te
Tibet arnd meditate Hpon A& mountaintop.  And evern if I did, my reading
said that if could take years for enlighterment. Lifespring got me
there in S days" (The Family News, Valo 1, No. g, Sept. 1978, p.8)
Lifespring admits iv it's marketing materials that it uses learning
techrniques derived Fram "Gestalt AWareness training, Erncounter,
pPsychaosynthesis, Eastern meditaticon, and guided meditaticns, "
(Lifespring and The Developmert of Human Fotential, by Neal Vahle,
Rp.1)  Scripture Vialation:  Jobn 1E:13, John 17217, 1 Johr 41
o 58 The cecultic concept that WE CREATE OUR OWN REALITY is Fundamental
in LifeSpring. "We literally create “Ur experience of 1ife based upaorn
o beliefs abeout curselves and how we expect the uriverse to react to
us" (The Family News, Vol 1, Neo. &, July 1278, p.14), Scripture
‘Vialatiorn: God Is Not Too Be Relied Upor/Exalt Self- Fhil 4313, 1
Chronicles £29:11-13

4. Not anly is gself the creator; SELF is alsa THE OBJECT of

VENERATION (even reverence) : "Come and experience beyond self-esteem
and self-worth to a sense of awe and vereratiorn for whe you are Just
as self lave is the greatest loave,.,,." (Ibid., p.7) Scriptuwre

Viclaticorm:  Rom 12:3, Phil 23, 4

Tie The Lifespring "Eweakthvmugh“ Bxperience can be almost anything
"As Long As Yaou Are Happy" «often flyivrig inm the face of Christian
values. "I7'p going ta get an expensive car with leather seats, even
thoaugh I dor’t reed it." "I've learred how to lie better, which is
something I have to do ivn my Job" (Inside LifeSpring by Mare Fisher,
Washirgton Post Magazire, Octaber =3, 1987 p.33) One woman stards arn
a chair tao defiantly armmcunce her breakthrough, "I'm, Filing fapr legal
separatiorn fram my husband tomorrow! " (Ibid, p.34) Following all
these statemernts the group responds with wild applause and cheers.
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LIFESPRING
CORPORATE OFFICE

161 Mitchell Blvd.
San Rafael, CA 94903
(415)479-7873

CUSTOMER
SATISFACTION LINE

National (800)826-4573
California (800)545-4573
8:30 AM-5:30 pMm Pacific Time

LIFESPRING CENTERS

Atlanta

14 Executive Park Dr.
Suite 1415B

Atlanta, GA 30329
(404) 321-6274

Boston

886 Washington St.
Second Floor
Dedham, MA 02026
(617)320-0200

Chicago

343 West Erie, Suite 410
Chicago. IL 60610

(312) 787-5566

Dallas

4416 Spring Vailey Rd.
Dallas, TX 75244
(214)934-9779

Florida

6424 N.W. 5th Way. Suite 112
Fort Lauderdale. FL 33309
(305) 938-8160

Houston

#1 West Loop South. Suite 100
Houston. TX 77027

(713) 964-6764

Los Angeles

3330 Ocean Park Blvd.
Suite 101

Santa Monica. CA 90405
(213)452-3503

Minnesota

2850 Metro Dr., Suite 226
Bloomington, MN 55425
(612) 851-7070

New York

220 Fifth Ave. Suite 800
New York. NY 10001
(212) 481-9393

Orange County

3151 Airway Ave.
Building F.Suite 208
Costa Mesa. CA 92626
(714) 662-1935

San Francisco
444 Dec Haro St. Suite 208
San Francisco, CA 94107
(415) 626-8866

Washington, D.C.
717 King St.
Alex.mdru VA 22314
(703) 548-4242

Lifespring

Corporate Office

161 Mitchell Boulevard

San Rafael. California 94903

ADDRESS CORRECTION REQUESTED

Save A Tree
Are You Receiving Duplicates?
Have You Moved?
If you are recenirg more than one copy of
Litespring NOW i your household, or if you
wish 1o be removed from our mailing list, let
us know so we can consclidate our records.
Check the appropnate box below. and send
in the back cover ofthe 1ssue you want to stop
recenving. W you have moved. use this to

inform us of your new address. Cr, call our 2 Please change my add as foll
toll-free number and let us know (have a copy
of your label on hand so we can get the
precise information from you when you call). Name
To Lifespring:
JPlease the above Stemaddess
from your mailing list; we are receiving
_ dPuplicou mailings at this address, CuryrSiate Zp
- Please remove me from your o i

mailing list.

PHOIO 1989 STEVENH YEAGER

ONIIES AT T

Lifespring NOW™

Creative Director
Joanne Black

Editor in Chief

Liz Swerling

Art Director
Sonia M. Sanchez

Production Manager
Toni Sheppard

Contributors
Candace Hanley
Liza Ingrasci
Terry Nelson
Jim Selman
Bettie Spruill

A special thanks to
all our "hands”™.

1941 Lifespring. Inc
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Shape Your Future NOW

These tools give you leverage to be
effective, powerful, and fulfilled.

Buy the Lifespring book, audiocassette tapes, and videotape directly

from Lifespring. Your phone orders will be shipped within 48 hours.

A John Hanley’s book, Lifespring: Getting Yourself from Where
You Are to Where You Want to Be, published by Simon
&Schuster . ... ... . ... ... ... $17.9

A Audiocassette tapes based on and expanding on John Hanley .

Two-cassettepack: s < viwoe v v 5 s © o W $14.95*
Six cassette pack with workbook . . . . ... .. .. $59.95*
@A Lifespring movie on video (promotional) . ... .. $10.00*

Place your orders by calling (800)545-4573 inside California. or
(800)826-4573 outside California.

"Add $2.00 shipping and handling for each item. California residents add 6% sales tax.

I want to participate with the Lifespring Foundation to
generate national and international breakthrough
@ programs of education that promote experiential learning.

Q $250 Patron 255000+ ;
21550 Associate** 25500 Benefactor Lifetime Donation
1$100 Sponsor*** Q $1000 Master QA0ther(s_______)

3 Payment by check or money order enclosed. (Make checks payable to "Lifespring
Foundation” and mail to 161 Mitchell Blvd.. San Rafael, CA 94903.)

J Please charge my Q VISA O MasterCard

YES

Q515-$49 Participant*

Account Expiration date

Signature
Name

*T-shirt size:
Address J Large J X Large
City/State Zip, **Walchband Color:
Day phonet ) Evening(____) 2 White J Black
AnS1S fun, 254 o hert 350
asparyL “$10 (Yo
0 between y mrdwloﬂ wmammimﬂiaﬁmmvauullmnw Pin§5 st §7, waich $18,

donation s the differen
award 525 ] The Litespn ngFDundalm 15 a nen-prohl 501 (cH3) corporation
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!- human being is a part of the whole, called by us universe, a part limited
in time and space. He experiences himself, his thoughts and feelings as

something separated from the rest ... a kind of optical delusion of his conscious-

ness. This delusion is a kind of prison for us. restricting us to our personal B \
desires and to affection for a few persons nearest to us. Our task must
be to free ourselves from this prison by widening our circle of
compassion to embrace all living creatures and the whole of
nature in its beauty.

Albert Einstein
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Y irhen the eyes
of the world turned to
the Persian Gulf, the
reality of war induced
thoughtful people
everywhere to sort out ;;
their fundamental
philosophies and -
values. Thankfully, the
heated conflict is be-
hind us. Let us now
cultivate the clarity of
vision triggered by
recent events.

It is in times of dif-
ficulty that we meet the
greatest test of our
characteras individuals
and as a society. We
have the ability to
choose, and our choices
reveal the complexion
of our humanity. We
have the ability to be
related. and our
relationships determine
the possibilitics for our
future. We have the ability to
be united. and it is in unity
that our diversity can enrich
the quality of life for all.

This is an extraordinary
moment in history. Our
world is affected by war,
economic shifts. ecological
vulnerability. and social ills
like drug addiction. crime.
AIDS. and starvation. At the
same time. the world is in
breakthrough. Witness East-
ern Europe. the environmen-
tal movement. burgeoning
international alliances. and

the accelerating global march
toward individual freedom
and dignity. Amidst the
storm of events occurring
around us, we stand at the
threshold of an important op-
portunity to generate a
breakthrough in human com-
munication and possibility.
While the world is speed-
ing up, more and more of our
conventional common sense
notions seem to be crum-
bling. Uncertainty is becom-
ing the norm. As the world
changes at a dizzying pace.

[inspiration

we are searching for wis-
dom...we are reinventing our
values...we are seeking new
from our
heroes...we are redefining
both the problems and the
solutions of the future. Now,
more than ever, we need to
know ourselves and each

other in deeply profound and
authentic ways.

We are drawn together
more closely every day by

communications and
transportation technologies,
and by knowledge of our
mutual dependence on the
earth’s resources. To accom-
pany technology and infor-
mation. we must develop an
empowering sense of being
related. [f we are to greet the
21st century with strength,
we must generate not merely
shared responsibility, but a
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deep and essential connect
with our fellow inhabitants .
this earth—we must weave a
new global partnership which
includes threads of trust and
intimacy. We must expand
our identity from one of
separate individuals, races, or
nations, to one of a human
community, diverse yet
unified.

The times call for
unyielding commit-
ment to love, compas-
sion, and empow-
erment. This isn’t al-
ways easy. particularly
when world events
touch us or our loved
ones directly. Yet
these are precisely the
times when we are
challenged to re-
choose our commit-
ments—io recover ov-
power in the face
breakdowns.

Every breakdown
is an opportunity to
"~ clarify our commit-
~ ments. We wouldn’t
perceive events as
breakdowns if those
events weren't thwart-
ing pre-existing com-
mitments. War, for
example, can be inter-
preted as a breach in our over-
arching commitment to live
in peace and handle disagree-
ments in a nonviolent man-
ner. In crisis we get to see
what we 're "really made of."
to confront the limits of our
creativity and our capacity
for innovation.

Each of us has a choice
about how we are going to
live in the face of the cir-
cumstances occurring arou
us. We can choose to be e1
powered, produce results.



The Intimacy Series

Third Annual Summer
of the Educator

afrcnming Graduate
orkshops

Lifespring on National
Television

Ecology of Being Workshop
in Chico

National Calendar of Events

Book and tapes available
for purchase

and remain committed to our
vision, or we can fall into ex-
planations of how our results
are being determined by the
circumstances in which we
live.

Individually, we can
have the greatest impact on
the future by exercising our
power of choice in our day-
to-day living. Nothing can be
assumed...we must always
work toward the reality to
which we are committed. We
must endeavor at every mo-
ment to reveal and engage the
hero in each of us by making
choices that will generate the
greatest possibilities for
humankind.

Now is the time to look
beyond conflict to a future of
peace, freedom. and
prosperity. We can best
honor the lives lost in the Gulf
by continuing to live accord-
ing to our highest, most
loving vision. We can con-
tribute to the rebirth of the
possibility of being human by
remaining in touch with the
breakthroughs we are com-
mitted to realizing for our-
selves and our world. When
committed people unite in a
context of vision and pos-
sibility, a brilliant future can
be created.

0 Dne
15 anisland

I[ is becoming increasing-
ly clear that we are intercon-
nected with and interdepen-
dent on people all arourd the
world. Our actions affect the
lives of people we will never
meet, and will continue to have
an impact on the quality of life

~y % W maEm - s
‘ f 54
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? kBt -

f .
-d & - i * .:
Regardiess of our opinions
about the war in the Persian
Gulf, cach of us certainly feels
proud of the men and women
who were and are there serving
our country. We welcome them
back with love and respect for
their commitment 10 our country.
To show our appreciation,
Lifespring will grant a 100%
scholarship for the Basic Training
to any military personnel in uniform
who served in the Persian Gulf. This
offer will remain in effect through the
end of August, 1991,
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on earth long after we ‘re gone.
Likewise. ourlives are touched
by others we may never know
in ways we may not realize or
understand.

Here is one example of your
interconnecteness with other
human beings. The map above
illustrates the international
Lifespring graduate base
—people around the globe
with whom vou share the ex-
perience of the Lifespring
Basic Training. ( Lifespring
graduates live in all countries
that are colored in.)  Im-
agine how world events are af-
fecting their lives. For
example. 15 graduates reside
in Riga. Latvia. 5 in Israel. 2 in
Saudi Arabia. and over 550 in
the Soviet Union.

Whatelse might you have in
common with these people...



TIMES:

Guest Events
Registration 7:30 p.m.
(7:00 p.M. in some cities)
Basic Trainings
Registration Wednesday,
6:00 Pt
Graduation Sunday.

6:30 P.M. (approx. )
Advanced Courses
Registration Wednesday.

H1:00 am:
Graduation Sunday.

6:30 P.M. (approx.)
Masters Courses
Registration Thursday. 6:00 P
Events and courses are subject 1o
chanve after Lifespring NOW
press deadlines. For the most ¢ur-
rent mformation. please contact
vour local Lifespring Center {ad-
dresses and phone numbers lo-
cated on back cover).

BASIC TRAINING

June 12-16

June 24:Post Training
ADVANCED COURSE
May 8-12

May 21:Post Truining

June 26-30)

July 8:Post Training
POSSIBILITY OF INTIMACY
July 17

MASTERS COURSE

May 30-June 2
SEXUALITY WORKSHOP
May 4-5

GUEST EVENTS

May 7 June 4
May 21 June 10
May 29 June 24
BASIC TRAINING

May 29-June 2
June 1| 1:Post Training
June 26-30

GUEST EVENTS
May 7 June 6
May 13 June 11
May 21 June 17
May 28 June 24
July 2

BASIC TRAINING
May 8-12

May 21:Post Training
ADVANCED COURSE
May 22-26

June 4;Post Training
POSSIBILITY OF
INTIMACY

Juiy 30

GUEST EVENTS

May 21 June 4
May 28 June 18

BASIC TRAINING
June 12-16

June 25:Post Training
ADVANCED COURSE
May 8-12

May 21:Post Training
June 26-30

July 9:Post Training

POSSIBILITY OF INTIMACY

June 5

POWER OF INTIMACY
July 19-21

GUEST EVENTS

May 7 June 25
May 21

BASIC TRAINING
May 15-19

May 28:Post Training
June 26-30

July 8:Post Training
ADVANCED COURSE
May -5

Mayv 13:Post Training
May 29-June 2

June I 1:Post Training
June 5-9

June [8:Post Training

May 21 June 25
May 29 July 2

BASIC TRAINING

May 1-5

May 13:Post Training

June 5-9

June |7:Post Training

ADVANCED COURSE

May 15-19

May 28:Post Training

June 19-23

July 2:Post Training

POWER OF INTIMACY

June 20-30

RELATIONSHIPS WORKSHOP

June 22-23

GUEST EVENTS

May 7 June 3

May 13 June |1

May 20 June |7

May 28 June 24
July 2

BASIC TRAINING
June 5-9

June 1 7:Post Training
ADVANCED COURSE
May 8-12

May 21:Post Training
June 19-23

July 2:Post Training
MASTERS COURSE
May 30-June 2

GUEST EVENTS

May 6 June 17
May 21

SEXUALITY WORKSHOP
July 13-14

BASIC TRAINING
May 15-19

May 28:Post Training
June 12-16

June 24:Post Training
ADVANCED COURSE
May 29-June 2

June 10:Post Training
June 26-30

July 8:Post Training
POSSIBILITY

OF INTIMACY
May 22

Career Opportunities
with Lifespring, Inc.

If the 1990s include a new
career direction for you, we
invite you to consider the pos-
sibility of turning your desire 1o
make a difference into a profes-
sional commitment.

Lifespring currently has open-
ings at its Corporate Offices
and in certain local Centers.

For more information about
a professional future with
Lifespring, contact the Human

July “)IP(').‘-! Truir‘ling. . GUEST EVENTS
May 8-12 ) May 13 June 18
May 21:Post Training May 28 June 24
June 12-16
June 24:Post Training
POWER OF INTIMACY BASIC TRAINING
June 7-9 June 5-9
MASTERS COURSE June 18:Post Training
May 2-5 ADVANCED COURSE
RELATIONSHIPS May 1-5
WORKSHOP May 14:Post Training
July 13-14 June 19-23
July 2:Post Training
Congratulations | MASTERS COURSE
ks R T b
Boston Graduates! | May9-12 )
g : | GUEST EVENTS
5 years of making i May 7 June 3

adifference. | May 14 Tunc 18

LY Spriny ASTRIL S TR litesprang %OW

Resources Deparment at
(415)479-7873.
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POWER OF INTIMACY
July 26-28

FAMILY WORKSHOP
June 7-9

GUEST EVENTS

May 6 June 4
May 13 June 10
May 23 June 20
May 28 June 24

BASIC TRAINING

May 8-12

May 20:Post Training
June 12-16

June 24:Post Training
ADVANCED COURSE
May 22-26

June 3:Post Training

June 26-30

July 9:Post Training
POWER OF INTIMACY
May 17-19

SEXUALITY WORKSHOP
June 22-23

GUEST EVENTS

May 6 June 3

Mayv 16 June 10

Mayv 20 June 20

Mayv 30 June 24
July 1

BASIC TRAINING

May [-5

May | 3:Post Training

June 5-9

June 1 7:Post Training
ADVANCED COURSE

May 15-19

May 28:Post Traming
June 19-23

July 1:Post Traming
POWER OF INTIMACY
June 14-16

SEXUALITY WORKSHOP
May 25-26

GUEST EVENTS

May 9 June 3

May 13 June 13

May 21 June 17

May 28 June 25
Julv 1

BASIC TRAINING

May 29-June 2

June 10:Post Truining

ADVANCED COURSE

June 12-16

June 25:Post Training

ABUNDANCE AND

PROSPERITY WORKSHOP

May 18-19

GUEST EVENTS

May 7 June 10
June 25

Printed w0 e ded ramect




Special Offering to Educators
Lifespring’s Third Annual

Summer of the
Educator

Education has become one of the most exciting and troubling
fields in today’s America. As a society, we have recognized the
vital necessity of an educated citizenry, and we have begun to
measure and face up to the extent and implications of the crisis.
The problems in education are daunting, and the solutions com-
plex. There is much bad news.

The good news is that America has unleashed its creative
energies on the problem, and is trying a multitude of innovative
methods to insure our young people have the educational oppor-
tunities they deserve and need. Everyone—parents, teachers,
students, politicians, business leaders, community volun-
teers—is getting involved in new ways in the effort to reform the
troubled institution of education, and to enrich the lives of our
young and the future of our country,

One way Lifespring is fulfilling its commitment to education
is to make the Basic Training available to educators at a reduced
tuition during the summer months. 1991 marks the third year of
this special offer. In the first two years. over one thousand
educators across the country participated and found Lifespring’s
experiential courses to make a significant difference in their lives
and work.

[n the months of May, June. July, and August, full-time or
part-time teachers and administrators from pre-school to univer-
sity level may participate in the Lifespring Basic Training at a
special reduced tuition of $350 ($375 in New York). Proceeds
from these tuitions will go to the Lifespring Foundation which
is committed to generating breakthrough programs of experien-
tial education which promote self-esteem and personal and social
responsibility.

There are a limited number of spaces available in each train-
ing for this tuition rate which includes a $100 non-refundable
regis'lralion fee.

Call your local Lifespring Center for training dates in your area.

The Intimacy Series

The Possibility
of Intimacy

The Power
of Intimacy
Hours: Friday evening

All day Saturday
All day Sunday

Tuition: $600.

Prerequisite:

Lifespring Basic Training
or other similar course.
Call your local Lifespring Center to |
enroll in the next available course. I

Hours: One evening
Tuition: $35

Prerequisite: _
Lifespring Basic Training
or other similar course.

The Greening of
Lifespring

Ecology Update

Lifespring
on National TV

Lifespring graduates got a
chance to make a difference on
an enormous scale when
ABC’s Home Show aired an
8-1/2 minute segment about
Lifespring’s "Ecology of
Being" workshop. On January
22, the Home Show's 11 mil-
lion viewers saw trainer Stuart
Gelles, and participants of the
Orange County “Ecology of
Being" workshop explore
their commitment to the en-
vironment,

Lifespring graduates Lyn-
nea Bylund, Jason Engle, and
Dorothy Descoteaux-Dunn ap-
peared on the Home Show to
report on the environmental
projects they had undertaken as
aresult of their participation in
the workshop. Bylund con-
ducted a lesson about trees at
her daughter’s elementary
school. and then helped the
children plant a tree. Engle cut
red meat from his diet, and
coordinated a beach clean up
that included more than 40
people. Descoteaux-Dunn in-
itiated a recycling system in a
78 unit apartment complex.

We are thankful for the op-
portunity to reach an audience
of 11 million with an ecologi-
cal message, and we appreciate
the Home Show's commitment
to our environment,

163

The "Ecology of Being"
Workshop

On February 23, 175 con-
cerned residents of Chico,
California were able to par-
ticipate in the Lifespring
Ecology of Being workshop
because of the vision and com-
mitted action of Dr. Mark
Miller, Helene Ginsberg, and
their team of 12 Chico Life-
spring graduates. A wide
range of community members
participated, including twenty-
five teenagers and their
families. Seventeen local en-
vironmental groups were rep-
resented.

Ginsberg said they had
two reasons for taking on the
project. First, they saw value
in inspiring people to have a
positive impact on the en-
vironment. They acknow-
ledged and re-energized local
environmental groups, and ac-
tivated the community in sup-
port of them. Second. they
wanted to give people in their
community an experience of
Lifespring’s educational tech-
nology. The workshop, led by
trainer Gene Dunaway, was
powerful according to Miller,
because it was tailored for
their community.

Miller and Ginsberg hope
that their success will inspire
other communities to get into
action to benefit the environ-
ment. "Putting this project
together,” according to Miller,
"was a way to apply Lifespring
principles by producing-some-
thing concrete that makes a
difference."

We acknowledge Mark,
Helene, and the other
graduates who coordinated
this event. We are pleased to
have been invited to contribute
to their community.



Family Workshop

Experience all the love. joy,
and support that is possible in
your family.

Our family relationships are
fundamental in our lives, and
deeply influential in so many
ways. Family is our first and
most intimate experience of
people. our first awareness of
connection, and our first team
activity.

The Lifespring Family
Workshop offers you and your
family a chance to build on
what you have together.

Do you want 10 communi-
cate more openly and honestly
with your family? Be more
spontaneous? Have more fun
together? Be more supportive
of each other? In this fun
Workshop, you and your fami-
ly members can explore
together how your family
works and plays. and how you
can expand and enrich your
relationships.

New York June 7-9

Abundance and
Prosperity Workshop

Discover your power (o
prosper. and expericnce the joy
of creating true abundance.

In the Lifespring Abun-
dance and Prosperity
Workshop. you'll set high
goals for yoursell. and em-
power your ability to ac-
complish them. You will

identify and discard
beliefs and

Upco

of graduate workshops.

Workshops for
Graduates

Keep your perspective fresh and your mind alert
to new possibilities by participating in this system

Transformation is a journey that is enlivened
by fully participating in life. In Lifespring
Graduate Workshops, you and others who already
have command of the fundamentals of the Basic
Training, work together on specific areas of life.

Open new horizons for yourself and your loved
ones by participating in the Workshops coming to
your area. Call your local Lifespring Center to
enroll, or to request the Workshops in which you
would like to participate in the future.

attitudes of scarcity that limit
theé love. money, time, peace.
and personal satistaction avail-
able to you. An extensive 40-
page workbook will enable
you to design a winning game
plan to fulfill your commit-
ment to abundance.

This outrageous workshop
combines the depth of the
Lifespring principles with the
fun of a treasure hunt.

Washington. D.C.

May 18-19

Sexuality Workshop

Generate passion and power
in the sexual identity that is
yours alone.

More than a biological
question, sexuality to a great
extent dictates self-expression.
Explore the ways you make
distinctions between men and
women—between yourself
and others. Discover the

freedom,
creativity,
and joy
available

in your relationships by rein-
venting your beliefs about
men, women, and your
sexuality. The Lifespring
Sexuality Workshop is a
framework that can transform
your capacity for open and
honest interaction.

Atlanta May 4-5

Minnesota July 13-14

Orange County

June 22-23

San Francisco: June 29-30

Relationships
Workshop

Cultivate a way of being in
your relationships that is em-
powering, productive. and
satisfying.

From the moment of birth.
and in every stage of life. relat-
ing to one another effectively
is crucial to our success. our
fulfillment. and our ability to
make a difference with others.

Having truly powerful
relationships demands a will-
ingness to participate fully
with people and take interper-
sonal risks. In the Lifespring
Relationships Workshop you
can leap forward in your ability
to generate love. trust. respect.
and communication that will
empower your relationships.

This weekend is for people
committed to winning in
relationships.

Boston July 13-14

Los Angeles June 22-23



Business and the New Age Movement
A Symposium

The goal of this symposium, convened by the American Family Foundation on November 23, 1987 at the Ameri-
can Management Association Building in New York City, was to improve understanding of how New Age
thought and training programs affect the business community. AFF also wanted to examine widespread allega-
tions that some New Age programs employ damaging cultic techniques of persuasion and control. The sympo-
sium, which brought together expert observers of the New Age Movement (see page 4 for sketches of the pre-
senters), addressed three basic questions: What is the New Age movement? How does the New Age movement

affect business? How should business respond to the New Age movement?

Philosophical Bases

Professor Carl Raschke, from the University of
Denver, opened the symposium by saying that the
New Age movement, which underpins and guides
the practices of many of the training schemes now
being sold to industry, aims to radically transform
American society. New Age thought, according to
Professor Raschke, has an affinity with a number
of well-known traditions: the millenial religious-
politcal vision of the seventeenth-century Puritan
Commonwealth; the mystical and occult views,
represented by Theosophy, for example, promi-
nent in late nineteenth-century America; the uto-
pian socialism of St. Simone and Fourier during
the same century; the humanistic psychology,
New Left, and human potential movements of
recent decades, which have based hopes of social
change on development of self-perfection;
Eastern religious ideas about the oneness of the
universe and identity of God and man; and the
popular mystical thinking of the eighties, charac-
tenized by astrology, "channeling,” and kindred
practices. This New Age thought, at once reli-
gious and political, says Professor Raschke,
holds essentially that our badly failing economic
and social systems must be changed through the
development of a "sharing and caring” conscious-
ness, a new way of looking at reality, a new
system of relatonships among management, em-
ployees, and other factors of production. Profes-
sor Raschke also thinks that the New Age pre-
scription for the fulfillment of this vision, with its
emphasis on "we" (the converted) versus "they”
(outsiders), is totalitarian.

"Thought Reform Programs"

Dr. Margaret Singer, of the University of Califo-
mia (Berkeley), next argued that many of the new
training schemes, which she indicated are take-
offs on large, New Age group awareness pro-
grams such as "est" (now The Forum) and Life-
spring, are basically "thought reform programs”
that can harm employees and engender lawsuits.
Training based on New Age prnciples, Dr.
Singer said, is essentially the updating of age-old
techniques of social and psychological "influence”

Mr. Jeremy Main, a member of the Board of Editors of
Fortune Magazine, and author of "Trying to Bend
Managers’ Minds” (Fortune, Nov. 23, 1987), speaking
at the AFF symposium, "Business and the New Age
Movement,” which took place in late November at the
American Management Association Building in New
York City.

designed to create "deployable” people. The
result, she adds, is that the majority of trainees
experience varying degrees of alienation and
anomie because they were urged to give up old
norms, goals, and ideals. They also suffer
"culture shock” as they try to reconcile pre-traing
values both with what they learned in the training
and with the realities of their post-training exis-
tence. Importantly, a small number of trainees
will be more seriously harmed, demonstrating
conditions such as: reactive schizo-affective psy-
choses; post-traumatic stress disorder (exempli-
fied by a woman who was induced in training to
re-experience her life in a Nazi camp); atypical
dissociative disorders, which stem from the diffi-
culty in accepting new theories of causality and
reality; relaxation-induced anxiety; and miscel-
laneous reactions, including phobias, cognitive

The American Family Foundation
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asiness and the New Age Movement

Advice to Managers

Professor Richard Ofshe, of the University of Cali-
fornia (Berkeley), suggested that potential consumers
of New Age training programs ask and answer two
questions before proceeding: "Do you believe in
magic?" and "What did your mother tell you about
responding to strangers?” If a manager answers "no"
to the first question, he is then able to ask about and
get satisfactory answers to inquiries about the theory
behind the training in question, about how the claimed
outcome is supposed to be effected. Something is
wrong if the trainer cannot answer these questions;
sometimes the explanation will be irrational enough to
forewamn against purchase. Managers should note,
said Professor Ofshe, that low-level training in some
schemes may appear harmless, but later training may
well include psychologically harmful exercises. Clear-
ly, he emphasized, managers must know exactly the
content and style of the proposed training,

As to mother's advice about strangers, Professor
Ofshe wamed managers to beware of promises to
increase productivity dramatically. Pacific Bell's exper-
ience with the Krone training is a case in point (and all
potential consumers should, he added, read the
California Utilities Commission's report on the
matter). Pacific Bell made a $7-8 million annual invest-
ment in Krone without any objective evaluation after
early pilos. Performance measures were late and
selective (in order adequately to explain the fiasco to
the PUC). The decision to let the contract to Krone
was not businesslike, but based simply on the fact that
a powerful manager thought it would be good. In the
end, acording to Professor Ofshe, Pacific Bell's $160
million investment brought the company the mundane
insight that the language people use conditions the way
they think, the appointment of 500 "thought police” to
ensure that the training language was used and training
concepts assimilated, the widespread feeling among
employees that it was a worthless program which was
jammed down their throats and which made communi-
cation even more difficult. There was no evidence of
positive gain from the training. Professor Ofshe ended
by wamning that companies could be debilitated by
splits between those who supported and those who
opposed the radical philosophical and attitudinal
changes which New Age training programs often
demanded.

Be Open But Alert

Mr. Perry Pascarella, Editor in Chief of /ndustry
Week, said that he saw aspects of New Age thought
already reflected by America's managers. Faced with
declining productivity and increased competition, they
believe that the old system of hierarchy and control
will no longer work. In order to release the latent but
stunted creativity in their organizations, they are
willing to consider that there is a context in which the
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Panelists at the New Age and Business symposium (left ¢
right): Professor Rischard Ofshe, University of Californi.
(Berkeley); Herbert L. Rosedale, Esq., Parker Chapin
Flattau & Klimpl (New York City); Richard Warring
Personnel Director, Budget Rent a Car; and Perry Pasca
rella, Editor-in-Chief, Industry Week.

firm should operate that goes beyond the old organiza-
tional boundaries. Thus, the increasing talk by mana-
gers, says Mr. Pascarella, about greater spirituality,
unity, and cooperation in organizations, about break-
throughs in ways of looking at themselves and the
people with whom they work, and against 1 cien-
tific’ management mindset. But, Mr. } _rella,
added, while managers are looking for creative chan-
ges at the top, they are not also looking for the creation
of robots at the bottom.

The Industry Week editor then suggested several
questions to ask when evaluating a training scheme:
"Is it aimed at making me feel good about myself or
about others, so I can help them? Does it serve people
or try to change them? Does it invite inquiry or simply
present solutions? Does it serve people or try to change
them?" He said that while managers should consider
taking cerain New Age trainings themselves, they
should not insist that others do so. Personally, Mr.
Pascarella would ask his superiors to take a course,
but not require his subordinates to do so. He con-
cluded by asking the symposium to be open-minded
about New Age training possibiliies — some work, he
said, and some do not, some are manipulatve, and
some are not.

Pragmatic Evaluation Needed

Mr. Richard Watring, personnel director for Budget
Rent a Car, believes that business should respond to
the New Age movement the way it does tr “er
external forces over which it has no control, v /18
to say by investigating, evaluating, and managing what
he characterized as the inherent dangers in the promo-
tion of New Age transformation.
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inefficiencies, heart attacks, and suicide. Dr. Singer
concluded by asserting not only that business and

rofessional groups remain unaware of these potential

arms, but that the trainings do not, in fact, teach the
skills they advertise. Unfortunately, she said, the
decision to buy a training scheme is often made on an
emotional rather than a rational basis by an executive
who is sdll high on his own introductory experience of
the training.

Negative Effects on Thinking

Consultant Kevin Garvey said that New Age training
schemes, which he believes gain a foothold by deceiv-
ing executives about their true nature, have three types
of negative effects on business. First, they inject
political and social themes into their prescriptions for
employee development. This creates “true believers”
who can then be used by the training group to work in
various outside activities not at all related to the firm,
thus disrupting the corporate purpose and reducing
productivity. Second, as Dr. Singer noted, the training
can cause serious psychological problems and the loss
of valuable employees. Mr. Garvey referred to an
attorney who developed a reflexive block when work-
ing on a brief; to a woman whose expenience in an
encounter group situation led to her ostracism by
fellow employees and her eventual resignation; and to
the demotion or firing of employees who refused to
artend the training. He added that psychological harm
can be manifested long after the training itself has
ended. He noted the case of an executive who, in the
wake of a major business success, reverted to the
irrational euphoria first experienced during his New
Age training. This euphoric phase left him incapable
of carrying out his normal daily functions. Mr. Garvey
concluded by warning that involvement of persons in
advanced levels of certain trainings, which tended to
inhibit rational corporate activity, created "psychic time
bombs" for business.

Fortune Editor's Investigation

Fortune magazine editor Jeremy Main reported that he
has found much evidence of New Age and (what he
defined similarly as) "human potential” movements in
the trainings now being sold to industry. He believes
they promote the notion that the corporation must
replace other institutions, the church for example,
which appear to be failing in our time. New Age
organizations that he discovered operating in industry
include Transformational Technologies (which he said
derived from est, or Erhard Seminars Training), WISE
(connected to Scientology), the Pecos River Insutute,
Insight Training, the Krone training, and an organiza-
tion started by a graduate of Lifespring. Formne 500
companies using these New-Age-inspired trainings
include, according to Mr. Main, Pacific Bell, Sears,
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Dupont, Scott Paper, and GM Canada.

The results of these trainings, Mr. Main went on, are
difficult to determine: some executives feel that they
have been very helpful; others do not Many com-
plaints about them remain inaccessible, he added,
because of pending litigation, continuing psychological
treatment of damaged employees, or employee fear of
being fired if they are quoted on the record. In this
regard, Mr. Main noted that the California Public
Ustlities Commission inquiry into the Krone training
for Pacific Bell (which spent $160 million on the
project) revealed great employee anger and discontent
over the training. The Formune editor concluded by
urging corporations to investigate trainings which they
considered buying, and to be especially attentive both
to legal issues and potential human damage that might
arise from using it

New Age Views Needed and Useful

Mr. Tom Jackson, who is associated with a firm that
develops corporate training programs, objected to what
he called unfair characterizations of New Age ideas
and their effects. New ways of thinking about the
world and how to solve pressing social, psycholo-
gical, and survival problems were indeed developing,
Mr. Jackson said. A new historical age is, in fact,
emerging, not with a single political or spiritual
agenda, but including political and spiritual ideas, a
diversity of perceptions and approaches vying in a
healthy way to improve planetary development.

Mr. Jackson's prescription for industry, which suffers
from dwindling resources, loss of technological leader-
ship, and diminished productivity, is to get people in
the workplace to be more "resourceful.” To do this,
employees from top to bottom must rethink their roles
and relationships. Perhaps, Mr. Jackson suggested,
managers and workers ought not to disanguish
between themselves as such, or to divide themselves
further within these two categories. Thinking of
relationships differently, he said, can liberate employee
and corporate potential. The use of such new "para-
digms” - some derived from the revolution of the
sixties and others from Eastern philosophies — is not
evil, but liberating, he said.

Mr. Jackson acknowledged that some training schemes
were harmful "cons" that sometimes caused psycho-
logical damage, but he felt that managers can usually
be trusted to avoid these. He urged the symposium to
be open-minded and not close the book on the New
Age, which was impossible to do anyway. Regarding
harm, Mr. Jackson argued that seminars like this one
ought to discuss the issue directly with organizations
which had been criticized. He added that more harm
has been done by a single reduction in force in a major
plant than by ail the New Age trainings put together.
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Mr. Watring said that the New Age movement is essen-
tially spiritual, based on Eastern religion and occult
mysticism, and fosters a belief system that is not
compatible with the Judeo-Christian view of things.
He also said that the New Age movement employs
techniques which alter the consciousness of those who
come under its influence without first getting their
informed consent. Once this is understood, business
should share the knowledge in any way it can.

Mr. Watring maintained that business must pragmati-
cally evaluate New Age trainings because it is not
obvious at first that they may be harmful, or ineffective
in alleviating stress, accelerating learning, improving
creativity, and the like. Claims by critics that some
trainings employ mind control techniques and other
dangerous practices must be measured and substan-
tated or refuted. The possible gains and liabilities must
be weighed, the long range implications determined.

Mr. Watring closed by noting dangers inherent in
choosing to become involved with New Age trainings:
employee lawsuits charging religious discrimination;
suits alleging negligent infliction of psychological
harm; claims for compensation to workers for emo-
tional stress; a polarized workforce; and possible legis-
lative involvement to ensure employee well-being.
Decisions about New Age trainings will be rewarded
or punished in the marketplace, he said, and if busi-
ness fails to manage New Age influences well, it will
have failed its larger social responsibility.

Legal Issues — Caveat Employer

To elucidate the potential legal problems posed by
New Age trainings, Attorney Herbert L. Rosedale
asked the symposium first to consider government's

historical intervention to ensure such things as: the
provision of a safe workplace; accommodation to reli-
gious belief; prohibition of discrimination in hiring,
firing, and terms of employment; protection of whistle-
blowers; recognition of the right of assembly and
union organization; and the right to be free of torts,
e.g., assault, battery, defamation, and invasion of pri-
vacy (in some states) committed at work by super-
visors.

The mandatory imposition of New Age training
schemes, Mr. Rosedale said, has the potennal (already
being realized) for a similar involvement of govemn-
ment, through law, in helping to foster a safe work-
place that protects personal rights. With the implemen-
tation of certain training programs, industry may be
faced with employees claiming company liability for:
emotional and physical injury arising out of training
sessions; workers' compensation; necessary disclo- -
sure by employers to their carriers; and the effects of
the training on the rest of the employee's life.

New Age trainings, Mr. Rosedale said, also raise
broader legal issues for business: the definition of
"religion” and the degree of accommodation to
religious diversity required of a firm; problems arnising
from mandatory attendance and participation in pro-
grams; the need for advance disclosure of a program'’s
nature and consequences; the rights of those who
object to the program or aspects of it; the use of train-
ing sessions as recruitment for additional participation
in the training organization's out-of-firm activities,
which may open the door to the solicitation of union
organizers; the emerging limitation of at-will employ-
ment and discharge without cause; and other,
derivatve liability. Employers, Mr. Rosedale conclu-
ded, should consider these issues carefully before
implementing new training schemes.

Symposium Presenters
Kevin Garvey, Kevin Garvey and Associates, Carlisle, PA. Tom Jackson, Career Development Team, New York City.

Jeremy Main,

California, Berkeley. Perry Pascarella, Editor-in-Chief, /ndusiry Week. Carl Raschke, Ph. D., Director,

Board of Editors, Fortune Magazine. Richard Ofshe, Ph. D., Professor of Sociology, University of

Institute for

the Humanities, University of Denver. Herbert L. Rosedale, Esq., Parker, Chapin, Flaitau & Klimpl, New York City.
Margares Thaler Singer, Ph. D. Professor of Psychology, University of California, Berkeley. Richard Watring,

Personnel Director, Budget Rent a Car System, Chicago.
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The American Family Foundation

AFF is a non-profit research and educational organization founded in 1979. Staffed by professionals and guided by a distin-
FF collects information on cults and manipulative techniques of persuasion and control, analyzes

the 'nformation in order to advance understanding of the problem as well as possible solutions t0 it, and shares this under-

standing with professionals, the general public, and those needing help with cult involvements.
AFF programs include: publication of the Cult Observer and the C
grams and counseling guidelines for schools, community organizati
reports, pamphlets, and pewsletlers in support of these programs;

AFF Box 336 Weston, Massachusetts 02193 (617) 893-0930

wtic Studies Journal; the development of educational pro-
ons, and helping professionals; a series of monographs,
and the dissemination of information about cultism in




EDITORS’ NOTEBOOK

Who Put the Guru
in Guru Mind Control?

his column was

going to be
about trends and
how they are manu-
factured. It was
going to be about
w Some of the things

e N WESedd we are urged to re-
gard as issues of grave import. alarm-
ing new rips in the national fabric. ra-
dioactive behemoths rising like
Godzilla from the murky depths of
the sociological sea and slouching
toward Toledo.

[ planned 1o tell you about all the
phone calls I received from newspa-
per and television reporters this
spring atter [ inadvertently became a
potential source for a minor media
bandwagon story about Corporate
Guru Mind Control.

I had never been a potential source
for a bandwagon story before. What
struck me was the disappointment of
most of the reporters—their impa-
tience with me—when I failed to as-
sure them that Guru Mind Control is
a dramatic new trend in corporate
training. Or. for that matter. that |
know what Guru Mind Control is. Or
whether it’s “increasing.” Or how one
might try to document such an in-
crease (“Which of the following types
of training does vour organization
conduct [check all that apply]: sales
skills. time management. guru mind
control. ..™).

[n short. as a potential source [ was
a washout. No crisp. clean opinions
that fit neatly into the predestined
framework ot the Guru Mind Con-
trol story. Yes. I said, the fact that Pa-
cific Bell is running its cmployees
through a training program based on
the teachings of an Armenian mystic-
philosopher is certainly colorfid. But
no. there’s nothing new about com-
panies sponsoring courses that Irv to
change the way emplovees think and
feel about their jobs., their coworkers
or. indeed. their lives. No. there's
nothing new w.bout some of these pro-
grams appearing outlandish 1o mans

By Jack Gordon

obscrvers. No, there's nothing new
about people objecting to certain “in-
terventions™ on grounds that they
cross a line between the company's
business and the emplovee’s own per-
sonal business. ;

The only really novel develop-
ment. [ opined. is that some employ-
ees. at Pacific Bell and elsewhere. are
now objecting on religious grounds to
programs designed to change their
values. And they're taking their ob-
jections to court, The “news™ here is
mainly that the fundamentalist
Christian war against “secular hu-
manism’ has jumped the boundaries
of the public school system. where it's
been raging for several vears. and
opened a second front in the corpo-
rate classroom. Actually, we should
have seen it coming.

Interest in me as a potential source
has waned.

That's what this column was going
to be about.

But the more [ think about it. the
more [ feel that the Guru Mind Con-
trol nonsense. by virtue of its seém-
ing oddity, obscures an important
question in the field of human re-
sources development: Why is there
nothing new about organizations
sponsoring programs intended to
change the way people think and feel
about their lives, instead of just about
their jobs?

Few in the HRD community would
disagree that there really are lines to
be drawn. somewhere. between the
emplover’s desires and the employ-
ce’s personal beliefs. values. “style™
or worldview. But a lot of us do seem
10 have a problem with the concept
that there also are lines between the
emplovee's worldview and the HRD
professional’s convictions about what
constitutes a well-adjusted person—a
person with “correct™ perceptions
about things. Those lines are rather
important in situations where the
tramnees have not sought the trainer’s
therapeutic help—where they have
notasked 1o have their consciousness

raised. but have been sent to class by
their emplovers. presumably to learn
to do their jobs better,

There 1s an implicit belief held by
many in the HRD protession (and not
just those in the “New Age™ fringe)
that their job is nothing less than to
self-actualize the American work
force. It is rarely stated in so many
words. but it saturates our protes-
sional gatherings. our dialogue. our
literature. The assumption is that the
trainer’s true mission is 1o kick-start
people like motorcvcles and drive
them straight to the top of Maslow’s
pyramid.

What. exactly. are our qualifica-
tions for this rather daunting task” It
is considered bad taste 1o ask. What
do self-actualized people think and
feel and value? Well. despite the talk
one hears about “freeing minds” and
such. the answer to this one is easy:
Self-actualized people think and {eel
and value whatever we do. We are.
apparently. the models.

So. Shall we condemn a company
or a consultant for running a “trans-
formational™ training program that
produces a media circus? Shall we
call this an embarrassing anomaly in
the HRD world? Not when the under-
Iving premise seems 1o be the same
as that of a dozen presentations we
applauded wildly at the last conven-
tion we attended. i.¢.. it is the duty of
the corporate trainer 1o teach people
how to relate 10 life. the universe and
everything.

A reader who objected 1o the irrev-
erent tone of a July article I dashed
off about the term “wholistic™ wrote
1o ask if | wouldn't please “dispense
with the sarcasm.. .and do some se-
rious exploration of what it means to
even attempt to provide learning ex-
periences that engage the total
being.” 1 guess this is my serious an-
swer. [ think it's very well-meaning.
But it’s essentially preposterous. And
I'm sorry. but it’s arrogant as hell.

Jack Gordon s editor 0f TRAUNING.
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MANAGING

TRYING TO BEND
MANAGERS’ MINDS
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Guess who could conduct your next management training session. Werner Erhard of est fame,

the Church of Scientology, or some other “human potential” guru.

N THEIR OCCASIONALLY feverish ef-

fort 1o become more competitive, Amer-

ican businessmen have grabbed for vne

restorative after another. some of them
quite sirange. None seems stranger than the
human putential movement. which for years
has otfered the ordinary dt"zeq a vaguely de-
fined “breakthrough experience™: In a week-
end or so. change vour life {orever. Now
prophets of the movement have begun to ar-
gue that they can fundamentally change com-
panies the same way. by appealing to
emotions rather than reason. The gurus have
adapted their standard programs to suit busi-

ness clients and are finding a fasi-growing
market among corporations still searching
for the answer to productivity problems.
A few exampies:

» Werner Erhard, 52, has abandoned 2is Er-
hard Seminars Training, or est. a program
famous in the 1970s for the draconian ways it
used to teach people to take charge of their
lives. But in 1984, Erhard started a manage-
ment consulting operation called Transior-
mational Technologies Inc.

» A related movement called MSIA (pro-
nounced Messiah) offers seminars to individ-
uals, some sent by their companies. MSIA is

Folune /79"7{?
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W by Jeremy Main

led by the Mysucal Traveler Consciousness
in the person of John-Roger. 33 (who doesn’t
use his last name. Hinkins),
» The Church of Scientology.
cult that beiieves it has simple cures for high
cholesterol levels. radiation sickness, low
productvity, and just about anything eise
that ails society, now has two subsidiaries
that specialize in consuiting to corporations.
Recently even mainstream management
training in the U.S. has moved a long way
from standard classroom instruction. Other-
wise conventional companies send their peo-
ple on white-water raft trips, or to rappel

a full-hiown

Pumping energy and emation into Dow Chemical and Milel executives, Larry Wiison leaches his “leaders experiential adventure program.”




MANAGING

down cliffs, or to act oul corporate concerns
in games or skils (sec "Wanted: Leaders
Who Can Make a Diilerence,” FORTUNE,
September 28). Somctimes (he dividing line
hetween what's conventional and what's daft
is hard to pin down.

The line might be found at the 2.000-acre
Pecos River Learning Center on a ranch near
Santa Fe, New Mexico. It's owned by Larry
Wilson, 57, the founder of Wilson Learning
Corp,, 1 well-known ane relatively straight-
fonward teaining company. In 1982 he sold
Wilson Learning (o John Wiley & Sons. a New
York publisiier, and put $6 million of the pro-

Even companies over the line have attract-
ed mainstream clients. After two years Er-
hard’'s Transformational Technologies has
licensed 58 small consulting firms [or a fee of
$20,000 plus 8% of the gross. They are sell-
ing his techniques to dozens of FORTUNE 500
companies. At the extreme of human poten-
tinl training, the Church of Scientology finds
most of its business clients among small
companies and, remarkably, medical group
practices,

The human poltential outfits that cater to
business like to play down their past, styling
themselves as part of the mainstream today.

The zip line purporiedly helps Wilson's siudents overcome their fears of lrying the unknoun.

ceeds into building a center designed to give
managers an unforgettable expericnce.
Among other things, they are invited Lo
launch themselves ofl a ¢lifl. hanging onto a
pulley that races down a so-called zip line
slretching Lo the other side of the Pecos. Each
new arrival at the bottom gets a big welcome
from his colleagues, who crowd around, jump
up and down, and shout, “Hug, hug, hug.”
With ciients such as Dow Chemical, Gen-
eral Motors, Hewlett-Packard, the Lutheran
Brotherhood insurance group, and Sears,
Wilson clearly has established his appeal to
big business. The ranch’s revenues jumped
from $1.8 million in 1986, its first year, to an
estimated $4 million this year.
REPORTER ASSOCIATE Charles A. Riiry 11
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But they bring with them some of their old
medicines, even il watered down. They may,
like Wilson, use simple group dynamicsto get
people pumped up. But some go far beyond
this, using psychological techniques that can
induce ordinary people to suspend their judg-
ment, surrender themselves to their instruc-
tors, and even adopt new fundamental beliefs.

EOPLE who take the Scientology
course in communications find them-
selves the subject of “bullbaiting”
and “confronts.” In bullbaiting ses-
sions, a student must try to remain expres-
sionless while classmates badger him with
taunting jokes and insults. In a confront, two
people sit and face each other squarely, star-
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ing fixedly without movement. Both exer-
cises are classic ploys in brainwashing, or
thought control: They create a sense of pow-
erlessness to rid the subject of old patterns
of behavior. Groups also try to subjugate stu:
dents with nit-picking discipline, demanding
perfect punctuality and accepting no excuses
for missing a session. Handsome, seemingly
powerful instructors wrap themselves in
mystery with jargon often bordering on the
meaningiess. .

UMAN POTENTIAL GROUPS ail
have a common aim: to alter pcople
—or corporations—radically by un-
leashing energies that purportedly
remain unused in most of us. They seek to
liberate the mind, they say, by breaking the
chains of habit and passivity. Training is
designed to be a powerful emotional experi-
ence. To chief executives seeking break-
throughs to new levels of quality, say, or
productivity, the potential kick {rom all this
unchained energy seems just the ticket.

Many observers of the human potential
movement don't share this enthusiasm, how-
ever. Carl Raschke, an expert in religion and
society at the University of Denver, sees in
the groups’ outreach to business an attempt
to transplant cultism and mysticism from the
counterculture of the Sixties and Seventies to
the corporate world. "It puts people ina more
mellow mood and makes them more compli-
ant,” he says, "but it certainly doesn’t make
them more productive. It robotizes them."”

Whether or not the training makes people
more productive, it certainly raises trouble-
some questions. Says Robert Tucker, head
of the Council on Mind Abuse (COMA) in To-
ronto. an organization that helps people
break away from cults: “It's one thing if an
individual walks in off the street and signs up
for a course, but quile another if your boss
sends you. Then there's a level of coercion:
Does my boss have the right to put me
through training that conflicts with my reli-
gion and my world view?"

Margaret Singer, a psychologist at the
University of California at Berkeley, has
studied what she calls “coercive thought re-
form” for over 30 years, since the Korean
war. She points out that putting people
through intense psychological pressure with-
out good therapeutic reasons, and without
knowing their family history, can have shat-
tering results. Forcing someone terrified of
heights into a precarious position in a high
place can create that pressure, especially
with the boas looking on. Singer, Tucker, and
organizations such as the American Family

¥
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Foundation in Boston and the Cult Aware-
ness Network in Chicago report an increase
over the past few years in the number of
people needing psychiatric care as a result of
corporate training programs.

[CHARD OFSHE, a colleague of
Singer's at Berkeley who as a free-
lancer won a 1979 FPulitzer Prize for
his investigative reporting on anoth-
er cult, Synanon, believes that corporations
are building “‘an enormous potential liability"
with such-high-pressure training. "“Assuming
these organizations transfer the methods
they use with private individuals to the cor-
porate side,” says Ofshe, “there will be a sig-
nificant casualty rate.” People who believe
they have been psychologically damaged
have successfully sued human potenual
groups in the past; now they will be able 1o
sue their employers as well,

The casualties and the lawsuits are proba-
bly still few; it is hard to fix their exact num-
ber since cases remain shrouded in medical
and legal confidentiality, and employees are
reluctant to criticize what their bosses have
embraced. Trainees just coming out of a hu-
man potential course are characteristically
on a high—the courses are designed to pro-
duce that euphoria—and will give the most
glowing testimonials. Only rarely does a crit-
ical firsthand account emerge.

The best-documented case of employees
in revolt against human potential training
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came earlier this vear at Pacific Bell. After
the breakup of AT&T, Pacific Bell, a subsid-
iary of Pacific Telesis, decided that it needed
to overhaul its corporate culture, which had
been standard Bell, To help, it hired two as-
sociates of Charles Krone, a trainer who for
years has served the likes of Scott Paper and
Du Pont. Krone, who often veils his ideas in
impenetrable language, claims to make peo-
ple rethink the way they think and hence ar-
rive at new ways of solving problems. The
Iirone consultants worked with Pacific Bell
for two years and obviously made an impres-
sion on corporate culture: This year's corpo-
rate stalement of principles was worded in a
manner even Krone might find indecipher-
able. It defined interaction, for example, as
the “continuous ability to engage with the
connectedness and relatedness that exists
and potentially exists, which is essential for
the creations necessary to maintain and en-
hance viability of ourselves and the organiza-
tion of which we are a part.”

When the mounting resentment inside Pac
Bell was revealed by the San Francisco
Chronicle in March, the California Public
Utilities Commission investigated and asked
a consulting firm, the Meridian Group, to
survey the utility’s employees. Guaranteed
anonymity, employees by the hundreds com-
plained furiously. They hated the jargon and
obscure language, the perceived threats that
those who didn’t adopt the new-think would
have no future at Pac Bell, the “facilitators™

The “*trust fall' used by several human potential organizations like Wilson's is supposed to teach man

{ G

who sat in as “thought police” at meetings
make sure the Krone procedures abe
agendas and note-taking were followed, and
the implication that anyone who didn't get
the new routine was stupid. There were, ad-
mittedly, also some pluses. Company meet-
ings became more purposeful, and managers
got to know each other better.

The commission found, too, that the Kron-
ing of Pac Bell was enormously expensive. [t
recommended that $25 million of the $40-
million cost of the program in 1987 be
charged to the stockholders, not the rate
payers. Pac Bell suspended further training
and ordered its own study. The company's
president, Theodore Saenger, took early re-
tirement, and his heir apparent, Executive
Vice President Lee Cox, the chief supporter
of the Krone program, was demoted to the
presidency of a subsidiary, PacTel Corp.

HE CHURCH of Scientology, while
not yet as much of a force in corporate
training, has developed a reputation in
the press for its extravagant claims
and affinity for lawsuits. Its founder, L. Ron
Hubbard, a hugely successful science fiction
writer, created the movement in the 1950s
with the claim that he had come through i

carnations for 74 trillion years and hac .

learned that man's ills and shortcomings can
be attributed to “‘engrams,” or painful mem-
ories, that can be erased by a purification
process he developed. It involves the use of
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meter,” an elementary galvanometer,
0. . detector. Hubbard died last year, after
living in seclusion for many years. He had
previously turned the keys of the kingdom
over tc the Reverend Heber Jentzsch, 52, a
practicing Mormon who believes that Scien-
tology cured him of fatal radiation sickness.
Scientology's many legal troubies have in-
cluded the 1983 jailing of Hubbard's wife and
eight other Scientologists for burglarizing
the IRS and other government offices, sever-
al suits involving the church's tax-exempt
status, and a $30-million suit by Larry Wul-
lersheim, a San Francisco businessman who
charged that Scientology left him
psychologically damaged and drove
his novelties business into bankrupt-
cy. Several of these cases are wend-
ing their way toward the U.S.
Supreme Court.

These tangles haven't slowed
Scientology's growth, claims
Jentzsch. He puts membership at 6.5
million souls. The Los Angeles-
based church has moved into man-
agement consulting through WISE, a
nonprofit organization, and Sterling
M- ~gement, a consulting firm. Ac-
( 1 to Jentzch, Volkswagen is a
chie... of WISE.

Waving to a massive collection of
gilt-edged volumes on his office
shelves, Jentzsch says Scientology
has developed "brand-new technol-
ogy" that provides answers to busi-
ness and economic problems that no
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has since resigned, said the traming was
“one of the most traumatic experiences of
my life. [t was essentially brainwashing.”
After Garrett refused Stewart's invitation
to o to the local Scientology mission to have
her personality “audited,” she concluded
that people who didn't go along with Sciento-
logy wouldn't get anywhere at Megaplex,
She quit; Stewart responded bv telling her
that she was fired. Garrett, who is black, filed
a complaint with the Equal Empioyment Op-
portunity Commission. Stewart says the
quarrelis really over vacation pay and that he
will countersue. He also says his business's

ps. not battlgs, mark
the rnrwa‘?'(f;i'i%ﬂ"

Heber Jentzsch presides over the Church of Scientology.
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discipline: Students are forbidden to be late,
but cannot wear watches; they must abstain
from alcohol, corfee, and sex during the six-
day course. For some ominous reason, vomit
bags are placed on the backs of the chairs
where training is conducted.

HE LEADERS of these groups, espe-
cially Erhard and John-Roger, have
the knack of attracting Hollywood
stars, society celebrities, and some
CEOs. MSIA, for example, has been boosted
by Barbra Streisand, Leigh Taylor-Youny,
and Arianna Stassinopoulos Hutfington, who
capped a brilliant social career in
London and New York by writing a
best-selling biography of Maria Cal-
las and marrying a Texas millionaire.
She promoted MSIA by writing
about it and introducing John-Roger
to her friends. Philip Lippincott, CEO
and president of Scott Paper, was
captivated by John-Roger's seminars
at the beginning of the Eighties and
offered them at company expense to
all employees.

These three organizations domi-
nated the human potential move-
ment a decade ago. Their goals and
methods were vague, expressed in
words such as alignment, commit-
ment, breakthrough, breakdown,
and coaching. An analysis of Lifespr-
ing training published in 1983 by
Psychiatry, an academic journal,
found that graduates usually en-
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one else has. On his computer, fitted
with a Plexiglas screen containing lead parti-
cles to block radiation, he can call up 6,000
graphic representations, he says. Just what
the beoks and the graphics will do is some-
thing of a mystery, but people who have tak-
en Scientology courses siay they do offer
excellent material on subjects like handling
work flow efficiently.

Loretta Garrett, 27, head of the sales de-
partment at a 65-employee phone-answering
service called Megaplex in Atlanta, was per-
suaded by her boss, John Stewart Jr., to take
a Scientology course this year. At first it
seemed to her like straightforward manage-
ment training. But after a couple of sessions
in what was called a communications course,
she found herself deep into Scientology—
the obscure language, the bullbaiting, the
‘ nt. “They tried to get us to admit guilt
L se sales were poor,” says Garrett.
“They wanted to get us past the analytical
brain to clear the inner brain, where the poor
sales were caused.” Another employee, who
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performance figures have “gone up phenom-
enally,” and that he will continue to urge his
employees to take the course, and pay their
luition. At $60 a head, I'm happy as hell
about it,” he says.

Werner Lrhard’s Transformational Tech-
nologies Inc., John-Roger's MSIA, and John
Hanley's Lifespring—all California organiza-
lions—are gradually moving deeper into the
corporate world. Hanley and Erhard both
came out of the Leadership Dynamic [nsti-
tute, a training organization dissolved after
its leader, William Penn Patrick, died in a
1973 plane crash. Former members have ac-
cused the institute of bizarre and brutal cul-
tish practices used to force paying students
to face their fears.

In much modified form, some of these
practices continued in the successor organi-
zations. For example, Erhard's est locked its
students in seminar rooms for hours without
the right to go the bathroom. MSIA, an off-
shoot of Lifespring, still enforces a strange
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dorsed the experience enthusiasti-
cally with comments like, "It changed my
life."” But they could not specify exactly
how. The article’s authors argued that the
sense of well-being is short-lived and decep-
tive, because in a sense the graduates re-
gress into childhood, becoming more
dependent on the organization.

Now that they have moved to the corpo-
rate world, Erhard and the others have tried
to put some distance between themselves
and their past. Erhard owns Transformation
Technologies Inc. outright, but it is run by
his friend and est graduate, James C. Selman,
45, a former Touche Ross partner. Selman
says there is no est left in the training, but
then it isn't easy to figure out just what the
content of the training is. When he describes
it, Selman uses sentences like this: “When
we talk management technology, what we
are talking about is a rigorously tested and
challenged body of distinctions for having ac-
cess to whatever the phenomenon of man-
agement really is."” confinued
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Transformational Technologies’ li-
censees can design their own pro-
grams, using Erhard material as they
see fit. David Spiwack, co-founder of
one of the firms, JMW Consultants
Inc. of New York, explains that his
people tackle a company with a com-
bination of workshops, interviews,
and individual coaching of managers
and engineers to help speed new-
product development, for example.
He might work with a team of 25 ex-
ecutives for a year for a fee of
$250,000 plus expenses. Clients of

NOVEMBEK &0, LYo/

Werner Erhard (left) and Jim Selman have transformed est.

2 John Hanley's Lifespring has fol-
lowed a similar path, giving regular
courses to corporate employees, in-
cluding Pac Bell's, and adapting its
teachings to business. A loosely affili-
ated consulting firm, Sen-Delaney of
Los Angeles, offers what Larry Sen, a
Lifespring graduate, calls “fairly con-
ventional management consulting.”
Maybe so, but Hanley serves as a di-
rector of the firm. Hanley, who was
convicted of mail fraud in 1969 long
before he established Lifespring,
says he has been wrestling for ten

!
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Transformational Technologies’ li-
censees include Allstate and Sears, General
Dynamics, the Federal Aviation Administra-
tion, IBM, Boeing Aerospace, and Lockheed.

MSIA has been selling its courses, Insight
I, 11, and III, to individual and business cli-
ents since the late 1970s. Insight [ and II are
offered as fairly innocuous ‘‘intensive
growth experiences” for individuals, but In-
sight 111 gets heavily into the mystical teach-
ings of John-Roger, the carrier of the
Mystical Traveler Consciousness and enemy

of the Red Monk (the devil). Russell Bishop,
who designed the Insight courses, has
moved on to form his own firm, Insight Con-
sulting Group; he says its work has no con-
nection with John-Roger. The company
began by selling an elaborate $145 diary
called Time/Design and now offers a fairly
prosaic business course called MAP (for
Managing Accelerated Productivity), which
deals with time management—handling of-
fice work flow and reducing interruptions.

years with the problem of applying to
corporations his methods for showing indi-
viduals how to open up new possibilities and
achieve peak performance. But he says he is
still an amateur in dealing with business.
Larry Wilson winces at the thought of his
courses being lumped together with training
by more cultlike organizations. But there are
similarities. Businessmen at Pecos Learning
Center start off apprehensive and cold, just
as if they were at a meeting at the office, but
after a day riding the zip line and climbing 2

Pecos ranch.

the outdoor activities because safety

with them. The idea of the program,

down together for the next three or

telephone pole, they are trans-
formed, whooping, cheering, and
hugging. Hugging is important at the

There's little physical danger in

harnesses keep trainees from falling
more than a few inches, but fear rides

says Wilson, “is te create a powerful
intervention to make them what they
need to be today.” After the exhilara-
tion of overcoming fear, they can sit

John Hun!ey'wants to move L;fespriﬁgdaseﬂo business.

L

been treated as second-class work-
ers. Sears executives are now con-
sidering giving them a better benefits
package. Obviously Sears and GM
Canada think it was well worth the
* $1,500 fee to send each manager to
the ranch for five days. Con S. Mas-
sey, Sears VP for employee rela-
tions, says one senior executive
came to him with tears in his eyes to
say that Pecos was one of the great-
est experiences of his life.
But some Pecos veterans, who
prefer to conceal what they think
from their bosses, came away with

four days at the ranch and talk withan
openness and confidence they have never
achieved back at the office. With Wilson's en-
couragement, they often reveal intimate,
even painful things about their personal lives.
The whole experience, Wilson says, bonds
company executives together.

Some of the companies that recently have
sent groups of up to 100 senior executives at
a time tc Pecos report significant results. Ac-
cording to Wayne Townsend, GM Canada’s

camm af mnlan Araarame hic

company conceived its business vision for
1990 at the ranch last spring: “Easy to buy, a
pleasure to own.” Now Wilson is setting up a
temporary Pecos camp in Ontario for 335
GM middle managers. The Sears merchan-
dise group, which runs the retail stores, put
its top 200 people through the ranch this
year. While there, they agreed on an impor-
tant change: to raise the status of part-time
salespeople. Part-timers account for at least
half of the companv's employees, but have

entirely different feelings. Although the out-
door exercises are voluntary and no stigma
attaches to the person who gets only half-
way up the telephone pole, these veterans
felt pressured into doing things that fright-
ened them. They found the personal confes-

sions intrusive and the hugging and games
ridiculous. Responds Wilson: “I'm pushing

on the leading edge of training, but I'm not

far out. Companies feel safe with us.” But
should they? 174 a
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New Age in Business: What You and

Your Employer Should Know

e continue to receive a
steady stream of inquiries
about the New Age in busi-

ness, the subject we intend to ad-

dress in our next SCP Journal. In
the meantime, we thought the is-
sue demanded some immediate
attention and that the best place
to begin was by answering the
practical question: “What should
employers and employees know
about New Age programs in busi-
ness?”

Mandatory Programs

1. Anti-discrimination law.,
An employer is obligated by law to
maké reasonable accommodation
to an employvee’s religious beliefs.
If an employee perceives a pro-
gram to be at odds with his or her
religious beliefs, the employer is
obligated to restructure the
program.

An employee does not have to
convince an employer of the
religious nature of a program
offered to receive the accommoda-
tion required under the law. The
Equal Employment Opportunity
Cornmission’s (EECO) policy
statement makes the point clear:

“That the employer or the
sponsor of a ‘new age’ program
believes there is no religious
basis for, or content to, the
training or techniques used is

f
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irrelevant to determining the
need for accommodation. , ..
An employer may not reject an
employee’s request for accom-
modation on the basis that the
employee’s beliefs about the
‘new age’ training seem unrea-
sonable.”

Required attendance at pro-
grams that an employee perceives
as conflicting with his or her
religious beliefs may violate anti-
discrimination laws and provide
employees with grounds for
requesting an investigation by
the EECO and/or filing a suit.

2. Invasion of privacy.

The programs offered may de-
mand participants contemplate or
reveal details about their personal
lives that are frankly nobody's
business. They are particularly

not the business of the sponsoring
employer — another basis for
litigation.
3. Psychological damage.
The psychological fallout from
New Age programs is well-docu-
mented and is also grounds for
filing a suit. If a company puts
its employees through a pro-
gram, that company is respon-
sible for the consequences.
Typically. these programs are
designed to create a heightened
sense of solidarity between par-
ticipants by engaging in (1) high
risk activities, or at least activities
that are passed off or perceived as
high risk and (2) exercises that de-
mand intimate self-disclosure. But
those activities are precisely the
ones that have the greatest poten-
tial for taking their toll on the psy-
chologically vulnerable. For some,
the psychological risks are consid-
erable. Any damage that occurs is
the responsibility of the sponsoring
employer.
4. Negative results.
In spite of the claim to improve
employee relationships and com-
pany productivity, New Age
programs tend to do the opposite.
The “Kroning” program introduced
to Pac Bell employees is a case in
point. As the report prepared by
the California Public Utilities
Commission indicated, the pro-

fcontinued on back page)
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(cont’d from page 1)

gram did not unify the corporate-
culture. It divided it, sharply and
severely.

Voluntary Programs

The issues for the employer
remain relatively the same even if
participation in a program is con-
sidered voluntary. The sponsoring
employer is again responsible for
the consequences of the programs
it introduces and endorses.
Thus, invasion of privacy and
psychological damage may still
be grounds for suit against the
sponsoring or endorsing corpora-
tion.

The anti-discrimination law

passed off as voluntary but are in
reality mandatory. If employees
in a corporation are rewarded for
participating and penalized for ab-
staining, the anti-discrimination
law comes into effect. It is the
reality not the posture with which
the law is concerned.

Finally, in keeping with fair-
access laws, if an employer
introduces a voluntary program
into the workplace, the door is
then open for others to introduce
programs the employer may not
regard with the same enthusiasm.

; General Advice

{  With the points above in mind, we
suggest that if you feel that a
program conflicts with your
religious beliefs, tell your em-

tion that you are entitled to under
the law. Remember, you do not
have to convince your employer of
the validity of your opinion, al-
though you may have to point out
the problematic areas so due ac-
commodation can be made. You
may want to first raise the issue
personally with your employer. If
that doesn’t bring about any

ay also apply when programs are

.ployer and ask for the accommoda-

results, you may then want to
seek out those who share your
concerns and present yourselves
collectively. If that fails, you
then may want to contact the
Equal Employment Opportunity
Commission in your area and let
them know of your conflict. The
EEOC's number is listed in the
front of your phone book under
“United States Government
Offices.” You may also want to
seek legal counsel and advise
your employer how legally
vulnerable the corporation is.

If you need further assis-
tance, contact SCP’s ACCESS at
415-540-5767.
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EEOC setfs guidelines on employee

training programs

Businesses and their employees are
increasingly coming into conflict over
“New Age” training programs.

Recognizing this, the Equal Employ-
ment Opportunity Commission recently
established guidelines for cases that arise
when an employee objects to participating
in a training program because it conflicts
with his religious beliefs—or lack of reli-
gious beliefs.

Six former employees of the DeKalb
Farmers Market in Atlanta, Ga., are suing
that firm charging that they were fired or
forced to resign because they refused for
religious reasons to attend compulsory
seminars run by The Forum, formerly
known as est.

This is exactly the kind of situation the
EEOC addresses in its new policy state-
ment regarding employers’ accommoda-
tion duties under Title VII of the Civil
Rights Act of 1964,

Although the courts and the EEQC
have not addressed the particular conflicts
raised by the “New Age” training pro-
grams, “this issue can be resolved under
the traditional Title VII theory of religious
accommodation,” according to the EEQOC
statement.

Under Title VII, an employer may not
judge the veracity or reasonableness of an
employee’s religious beliefs. Nor must a
religious belief be based upon a traditional
religion orheld by others of the same faith.
According to the EEOC, religious prac-
tices include “moral or ethical beliefs as to
what is right or wrong which are sincerely
held with the strength of traditional reli-
gious views.”

The only limitations on a belief pro-
tected under Title VII are that it must be
religious as opposed to social, political or
economic, and it must be sincerely held.
Moreover, the EEOC protects the rights of
people not to believe in any religion.

If an employee believes that some
facet of a training program conflicts with
his religious views or tries to force a reli-
gious view on him, he may ask to be
excused from attending the training pro-
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gram, or at least that part of it that gives
offense.

It doesn’t matter if the employer or
sponsor of the training program believes
there is no religious basis for, orcontent to,
the training. The employer may only ask
about the employee’s beliefs and consider
how strongly they are held. “An employer
may not reject an employee’s request for
accommodation on the basis that the
employee’s beliefs about the ‘New Age’

. . . the EEOC protects
the rights of people
not fo believe in any

religion.

training sesm unreasonable,” the state-
ment says.

Of course, the duty to accommodate
anemployes isnotabsolute. Anemployer
does not have to accommodate an em-
ployee if doing so would create an undue
hardship on the conduct of the business.
An employer can also adjust the training
program to suit the employee, or excuse
the person from that part of the program
thatis the cause of the objection. If neither
of these options is satisfactory, then the
employee may be excused from the entire
training program.

And because Title VII does not allow
an employer to penalize an employee for
his religious beliefs, alternative training
could be part of the employer’s accommao-
daton. Without proper training, the
employee’s prospects for future advance-
ment could be jeopardized.

In instances where there clearly is a
religious connotation to the training, an
employer can be accused of discriminating
against persons who hold no religious
belief, as well as against persons whose
religious beliefs differ from those es-
poused in the training program.

(From EEOC Notice No. N-915, Feb.
22,1988. Courtesy of Commerce Clearing
House, Inc.)
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Employers’ ‘New Age’ Training Pro grams

Lead to Lawsuits Over Workers’ Rights

By MARTHA BrRANNIGAN
Staff Reporter of THE WALL STREET JOURNAL

ATLANTA - When co-workers told
Franklin Marsengill that, because of reli-
gious reasons, they didn't want to partici-
pate in a training program urged by their
employer, the DeKalb Farmers Market
Inc., he said he wasn't going—and that
they didn't have to either.

I told them, ‘Don't join. This is Amer-
ica, and if you don’t want to, you don't
have to,”" recalls Mr. Marsengill, who
was the market's security director. “I
didn’t go. Look where it got me."

Where it got Mr. Marsengill was out on
the street, he says. In a suit filed in federal
court here in December, he and seven
other former employees of the local farm-
ers market say they were fired or pres-
sured to quit after objecting.to the Forum
human-potential sessions developed by
Werner Erhard & Assoclates.

Clash Over Religion

The former employees say the Forum
sessions, held outside of work, as well as
separate programs introduced at the mar-
ket by Consuiting Technologies Inc., a con-
sulting firm, clashed with their religious
beliefs, which range from Christianity to
Hinduism. They are asking the court to en-
join the market from forcing workers to at-
tend the sessions, which their attorneys de-
scribe as "“"New Age.” The suit seeks back
pay as well as damages for psychological
tramma the workers say they suffered.

Whatever its merits, the case marks a
growing trend. The burgeoning use of so-
called New Age training programs on the
Jjob is spawning legal challenges by em-
ployees with religious and philosophical ob-
jections—and raising new questions about
the rights of employers and workers.

Training programs described as New
Age vary widely and draw on a myriad of
sources, from Eastern mysticism to posi-
tive thinking. Some include traditional
management training methods in commu-
nicating and cooperation. Others use medi-
tation and hypnosis.

Dong Shik Kim, a Korean-born Chris-
tian who was a supervisor at the DeKalb
market, claims in the suit that he went to
the Forum sessions at his boss's behest
only to encounter “emotional confessions,
psychological conditioning and program-
ming"’ designed to produce a breakthrough
‘“‘equivalent to being 'born again.’ " Mr.
Kim says he was urged to shed his belie(s
and see the world through new eyes, In the
suit, he says that Robert Blazer, the mar-
ket's owner, urged him to recruit subordi-
nates and, when he balked. made work
conditions so difficult he had to quit.

Ranjana Sampat, a bookkeeper and

member of the Hindu faith, says in the
suit that in another program at the market

she was asked to confess intimate details <

of her life, including sexual relations.
The market denies the allegations. Ed-
ward D. Buckley [II, an attorney for the
market and Mr. Blazer, says workers were
encouraged, not coerced, to go to the Fo-
rum sessions, which were held outside of
work. He adds that iaeas introduced at the
market by Consuiting Technologies weren't
religious or philosophical and didn't im-
pinge on employees’ personal beliefs,
Jan Smith, co-owner of Consulting Tech-
nologies, based in North Miami Beach,
Fla., declines to discuss the suit. She says,
however, that the company is a “‘typical

T RAINING programs
described as New Age
vary widely and draw on a
myriad of sources, from
Eastern mysticism to
positive thinking.

management consulting company,” and
“not at all New Age.” The Forum, which
wasn't named in the suit, says it would
never sanction coercing people to partici-
pate in its programs.

The training programs now in vogue at
some companies are raising new legal
questions because of their scope, says Her-
bert Rosedale, a New York attorney and
president of the American Family Founda-
tion, which monitors groups that use coer-
cive persuasion. and in 1987 ‘sponsored a
seminar on New Age training in business.
He says the training sometimes goes be-
yond improved job performance and aims
to alter employees’ fundamental beliefs,

“The issue is what is permitted interfer-
ence by an employer into an employee's
life,” Mr. Rosedale says. “'Suppose an em-
ployer says you should attend a New Age
program and sit under a pyramid?*

Most consuiting firms, especially those
catering to Fortune 500 companies, eschew
the New Age label, which they say con-
jures up notions of cuitism and the bizarre.
They assert that their programs aren’t re-

“ligious or manipulative and don’t intrude

on personal beliefs,

But many critics, such as Kevin Gar-
vey, a Hamden, Conn., consultant on psy-
chological training, say problems arise
when the programs include controversial
psychological techniques dealing with the-
ology. Employees should be informed of
the techniques beforehand, Mr. Garvey
says, and allowed to choose whether to at-
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tend. “‘Otherwise it constitutes a forced re-
ligious conversion," says Mr. Garvey.

Title VII of the Clvil Rights Act of 1964,
which protects workers from discrimina-
tion based on religion as well as race, sex,
age or national origin, requires an em-
ployer to ‘'reasonably accommodate” a
worker's religious beliefs unless it creates
“‘undue hardship.” Until recently, though,
most cases of religious freedom on the job
involved issues such as allowing a worker
to have the day off on the Sabbath.

The Equal Employment Opportunity
Commission says it increasingly is seeing
complaints about training programs that
employees say infringe on their religious
rights. In September, the agency issued
a policy-guidance notice saying that New
Age training programs can be handled un-
der traditional Title VII guidelines. If a
worker challenges a training session on re-
ligious grounds, the EEOC says, employers
must provide a ‘“‘reasonable accommoda-
tion” unless it creates an '‘undue hard-
ship” on the business. -

Boosting Car Sales

In a suit filed in 1987 and set for trial
next December in state court in Pierce
County, Wash., Steven Hiatt sued Walker
Chevrolet, a Tacoma' car dealership,
claiming he was fired as a sales manager
after objecting that a program called
"“New Age Thinking to Increase Dealership
Profitability” conflicted with his religion.
In the suit, Mr. Hiatt says he and his wife
were sent o a five-day session offered by
the Pacific Institute but left after deciding
it was un-Christian.

Jack Maichel, an attorney for Walker
Chevrolet, says Mr. Hiatt was fired be-
cause of his job performance, not objec-
tions to the program. Jack Fitterer, presi-
dent of the Pacific Institute, a Seattle firm
that provides cognitive-psychology train-
Ing, says the sessions *'in no way touch on
personal belief systems or religion.”

William Gleaton, one of the first
workers to complain about New Age train-
Ing, sued Firestone Tire & Rubber Co., in
federal court in Albany, Ga., in 1985, alleg-
ing, among other things, that he was fired
as human-resources manager at the com-
pany's Albany plant after refusing to per-
mit a training program.

The case was settled out of court on un-
disclosed terms, but Mr. Gleaton says he
sometimes regrets giving up the battle.

“I just didn't have the money to fight
it," says Mr. Gleaton, who felt the pro-
gram went against his religious bellefs as
a Christian. “‘But there are constitutional
issues (o be raised here. Individuals may
want to be loyal to a company but have a
personal conflict.”
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New Age Sessions Are Same Old Brainwashing

By PETER F. DRUCKER

Another wave of pop psychology is hit-
ting American management. Business af-
ter business is putting its managers into
"New Ape” seminars. Offered by a dozen
outfits, some of these seminars pramise to
free the participants of their “hang-ups';
athers offer “mwderstanding of your psy-
chodynmmies™; athers still will deliver
“positive attitudes.”™ All promise “‘con-
sciousness-raising™ and non-religious con-
version resulting in a “changed person.”

These programs use their own terminnl-
ogy—a mixture of computer jargon and the
sself-realization”™ of the flower children of
the “60s. Otherwise, however, they are
strikingly similar to earlier psychological
fads that have hit U.S. business.

In the late "20s and early "30s, manage-
ments became infatuated with auto-hyp-
nosis. exemplified by the wildly popular
“mantra” of French guru Dr. Emile Coue:
“Every day, in every way, [ am feeling
better and better.” Repeated morning,
noon and night, it was guaranteed to make
a superman out of the worst winp, In the
late "50s and early '60s, we had the “'sensi-
tivity training” of “T-Groups.” Now we
have “consciousness-raising.”

Pseudo-Revivals

All these methods use pretty much the
same technique: haring one’s soul in a
“rap session” that publicly discusses each
participant’s slate of sin. These psvchologi-
cal panaceas are, in other words, secular —
and  pretty  feeble —descendants of the
great religious revivals that regularly, ev-
ery generation or so, swept over 18th- and
19th-century America.

An old gibe defines a "changed person”
as a drunkard who does not hit the hottle
for a whole week after taking the pledge at
the temperance meeting. It pretty much
fits the pop-psychological pseudo-revivals.

A month after the greal personality
change wrought by a week with a T-Group,
the New Adam likely had again become
the Old Sinner—just as nasty, intolerant
and uncaring as before (though perhaps a
little more self-righteous ). And while Jast-
ing positive effects were few, there often
was long-term, sometimes irreversible,
damage.

In the T-Groups tand also, 30 years ear-
lier, in the Coue sessions |, shy, insecure,
introspective people—the very ones who
were supposed to be helped the most—
were often badly mauled by domineering

and brutal fellow-participants. These ses-
sions encourage the bullies and bring out
the worst in then. The proponents of sensi-
tivity training argue that an experienced
group leader prevents bullving, and so do
their siieeessors in the New Age cults. But
as sensitivity training became popular, T-
Groups came inereasingly to be led by in-
experienced enthusiasts, such as inter-
viewers from the personnel department or
graduate students from the nearest univer-
sity, dabbling in “group dynamics.”
The proponents of sensitivity training -
including the current-day New Age vari-

sieeess in helping twice- or thrice-con-
vieted felons to go straight thut these peo-
ple are praven losers and know it ). Juve-
nile Court judges sometimes mandate fam-
ily group-therapy t(but they do so only be-
cause there is a clear danger: A juvenile
delinquent is far gone toward sell-destruc-
it 0,

These examples are often cited by pro-
ponents of company-mandated psychology
sessions, whether of the Coue, T-Group or
New Age variety. Bul they are so funda-
memtally different as tn invalidate the
analogy. The Catholic Church's confession

Drucker on Management
Company-ordered psychological seminars are an invasion
of privacy not justified by any company need. They are
morally indefensible and bitterly resented.

ants—also argue that the casualty rate is
nothing to get excited about. It isn't so
very high after all, no more than 107, But
if psychological therapies were held to the
sime standard of efficacy and safety that
we iimpose on a medicine, a 107 rate of se-
vere side effects would surely keep them
off the market,

These larmiul side effects are always
greatest when people who work together
are foreed Lo join together in the sessions
and are pushed to bare their psyclies to
colleagnes. Some decent and competent
people were so badly scarved by their T-
Group experiences that they had to quit
their jobs and look for work where no one
had witnessed their public humiliation.
Surely it is dangerous to do what many
compiinies are again doing —that is, fore-
ing managers into psychological sessions
with their colleagues.

The crucial issue when employees are
ordered into such sessions is, however, nei-
ther efficacy nor the potential to do dam-
age. 1t is the morality and, indeed, even
the legality of the practice.

“Confession is good for the soul,” goes
the olil saying, and the Catholic Church de-
ands regular confession from every com-
municant. Group confession, too, has legiti-
nitte uses, It is central o the suecess of
Aleoholics  Anonymous  (but is confined
there to self-confessed aleohalics talking to
[ellow sufferers), and has had moderate

1s absolutely private and under the strict-
est seal of secrecy, And it does not probe
the person, but deals with specific acts. At-
tendiance at Alcoholics Anonyimous or at
the group therapy session in jail is strictly
voluntary. A court order to attend family
therapy is based on a clear and specific
emergency—and is rarely enforced if the
Family refuses Lo obey,

There is nothing voluntary, as a rule, in
company-ordered group-psychology  ses-
sions. In most cases managers are sim-
ply told to attend. Even if there is ostensi-
hle choice, it is made pretty clear—or so
managers  think-that  non-attendance
would be seen as a sign of "'disloyalty” or
of “negative attitndes.” The order to at-
tend is not based on any specific diagnosis;
the session does not aim to remedy any
proven or overt shortcomings or defects.
The people who are ordered to attend have
not committed any crime, and suffer no
disease or disability that endangers them,
endangers their fellow workers or threat-
ens Lheir ability to perform, They would
not be on the payroll otherwise.

They are ordered to attend a session
aimed al “changing their personality™ be-
cause somebody claims that it's likely to
be pood for them or, maybe, good for the
company —-no one quite knows. Company-
ordered psychological seminars of this
kind are, in other words, an invasion of
privacy that is not justified hy any com-
pany need. They are morally indefensible,

And they are bitterly resented as such by a
good many of the people who are being
subjected to them—there is no greater fal-
lacy than the company’s belief that they
generate “'positive attitudes.”

“Maybe it's a gond idea,”" a recent
graduate of one of these seminars said to
me, “to make them available to ns. But
then they should be offered the way the
company offers other courses: as some-
thing each of us decides whether to take or
not, off-premises, and perhaps with a com-
pany tuition-refund.”

But there is also a legal question. What
entitles an employer to order an employee
intn a session aimed at changing the em
ployee's personality? Since the Roman
lawyers first grappled with it, some 2,200
years ago, the employment contract has
always heen strictly construed. It differs
from all other civil contracts in that it is
nol a contract between equals. The em-
ployer has a preponderance of power—
must indeed have considerable power.
Hence anything that goes beyond asking
for the specific performance for the sake
of which the employee is on the payroll is
usurpation and fllegitimate.

Performance vs. Attitude

The employer can demand that the em-
ployee acquire whatever skills and know}-
edge are needed for performance. The em-
ployer can, for instance, demand that an
engineer learn a little budgeting and ac
quire a few people-skills when promoted to
engineering supervisor. The employer can
demand specific changes in behavior that
disrupts or upsets others in the organiza-
tion. But if an employee performs, what
difference do “positive attitudes™ or their
absence make? Or “hang-ups?” Or lack of
“understanding of one’s personality”?
Above all, what in the employment con-
tract gives the employer a right to attempt
to change the employee’s personality?

To demand performance, and the skills
and knowledge necessary to attain il, is le-
gitimate—and most American employers
are nol nearly demanding enough. But
“consciousness-raising’” is abuse of power.
However well meant, it is brainwashing.
And that in a majority of cases it is likely
to have no effect whatever still does not
make it legitimate or permissible.

Mr. Drucker is a professor of social ser-
enees at the Clarewont Graduale Sehool in
California.
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Gurus Hired to Motivate Workers Are Raising Fears of ‘Mind Control’

By ROBERT LINDSEY
Special 10 The Hew York Times

SAN FRANCISCO, April 16 — In their
zeal (o become more competitive, Amer-
ican employers have turned Increasingly
to motlvational gurus who say they can
change how employees think. But now em-
ployers are enc Ing resistance from
workers who assert that many of the train-
Ing programs use “mind control” tech-
niques or promote values allen lo their rell-
glous views.

Defenders of the lrainlng techniques con-
tend that ralsing workers' self-esteem and
making them more Independent, assertive
and productive is'essentlal Il American
corporations are 1o survive in a world of
heightened forelgn competition and In-
creased rivalry at home brought on by
dercgulalioﬂ

| school p s at Stanford
and other unlversltles have endorsed some
of the technlques. But crilics are asserting
that many companies are forcing employ-
ees to attend seminars In group therapy
style that they say pry Into their personal
lives and shape personalities and values off
the job, often under the influence of occult
precepts and mystical prlnclples ol East-
ernreliglons.

Among the technigues some critlcs ob-
Ject to are meditation, relaxatlon, sell-hyp-
nosis, Inducements to trance-like states or
Instructlons to visualize events In the mind,

Complaint at Naval Shipyard

Lasl month James L. Baumgaertel, an
inspector at the Puget Sound Naval Ship-
yard In Bremerton, Wash,, alleged in a
complaint 1o the Equal Emplnymem Op-
portunity officer at the base that his First
Amendment rights had been violated be-
cause he had been ordered {o attend train-
Ing programs using meditdation, “'guided
visualization” and other technigues thatl
“can change a person's view of reality and
rellgious beliefs.”

In an Interview, he sald, “These are psy-
chotechnologles that are meant to induce
altered states of consclousness. They are
trylng to reprogram the subconscious."

Willlam Gleaton of Albany, Ga., said he
was discharged as manager of human re-
sources al a Flrestone Tire and Rubber
Company plant in Albany three years ago
alter refusing to carry oul what he de-
scribed as a New Age training program ol-
fered by the Pacific Institute of Sealtle,
Wash. He sald he had objected because the

William Gleaton in front of the Firestone plant in Albany, Ga. Ile was discharged
as manager of human resources there three years ago after refusing to carry out
what he described as a New Age training program.

program “was In conflict with the value
system in our community.”

Mr. Gleaton said he adhered to the Chris-
tlan view that human fate Is dependent
upon the will of God. In contrast, he said,
the course "focused everything on the self;
the selfl was the center, the source of ener-
gy; the self had the ability to deal with any
problem In life, you were capable of any-
thing.”

Firestone, which reached an out-of-court

seltlement with Mr. Gleaton alter his dis- -

missal, has declined to comment on the
malter,

Mysiic’s Teachings for a Utlity

In another case, the Californla Public
Utllitles Commission recenily opened an
Investigation of tralning practices by Pa-
cific Bell, the state’s largest utility. The
commission said It had received com-
plaints that employees companywide had
been required (o attend seminars based
largely on the teachings of a mystic,
George Gurd|iefl, who was born In Russla
and dled In 1949.

Mr. Gurdjieli and many others are often
assoclated with a disparate collection of or-
ganizatlons stressing human potential and
quasireligious sects. These segmenls of
what has been collectively called the New
Age movement attract many [ollowers
around the country, often with an appeal

based on a combination of Eastern mysti-
clsm, the occult and a Norman Vincent
Peale siyle of “*power of positive thinking.”™

Willlam Ahern, a senlor official at the
Californla utilities commission, estimated
thal Pacllic Bell might be spending as
much as $100 million a year on the Gurd-
Jieti-based training program In an effort lo
“change its corporate cullun:" In its trans-

of the American Soclety for Training and
Development, an organizatton of training
professionals, sald no statistical break-
down was avallable of ditures on
such programs. But he noted that, in all,
businesses spent about $30 billion a year on
tralning and that a small but growing por-
tlon was now going to outslde specialists
who offer courses to motivate employees,

Although many corporate executives say
they are pleased with the results of the new
programs, some acknowledge the growing
reslstance,

Among the largest operators of corpo-
rate training programs that critics have

s accused of having links to the New Age

Movement are Insight, the Paclfic Insti-
tute, Edge Learning Institute, Lifespring,
Actualizatlons: Charles Kroll, a Carmel
Valley, Calil., entrepreneur whose pro-
gram Is used by Pacilic Bell; and Trans-
formational Technologles of Sausalilo,
Callf., which franchises a program devel-
oped by Wemner Erhard, founder of EST,
the psychological training program that
was popular and controversial in the
1870°s,

Delending What They Do

Representatives of these new tralning
programs, which are descendants In some
ways of the “encounler groups" of the
1960°s, all deny there Is anything sinister
about the methods they use, and they say
they can change a company's way of doing
busl Inahurry.

formation from poly to il
business. The cost Is belng pnsscd lo lc!c-
phone subscribers on thelr monthly bills.

Mr. Ahern said that the Investigation
would determine whether it was appropri-
ale to require subscribers to bear these
costs and that the commission would evalu-
ate employee complaints, which he sald
could range from * 'Gee, this thing Is use-
less,' to, *It"s an Intrusion of my personal
belief system." **

Spokesmen for Pacllic Bell have de-
fended Il:e course, saying I had Improved
com -|xuu an
had otherwise helped the cumlmuy‘

“The traditional approach to bringing
aboul change Is less than effective, be-
cause (radlilonal change takes a long
time,” said James Selman, executive di-
rector of Transflormational Technolngles -
‘We are looking for ways to speed up
change; when people challenge their basic,

lons, they see possibilltles they
hadn't seen previously."

Bul Richard Wairing, personnel director
of Budget-Rent-a-Car in Chicago, who Is &
leading critlc of these training programs,
asseris that many are dangerous because
they seck to “Induce a trance-like state™
that Is Intended to clear the mind so that

h

According 1o specialists In I
training, most of the nation's major cnrpo
ratlons, many small companies and
numerous government agencles have hired
some consullanis and purveyors of similar
“personal growth” training programs in
recenl years.

Curtls E. Plout, executive vice president

new thoughts and ideas can be implanted
that will lead to modification of a person's
behavior,

He compared the technigues to the
“brain washing” practiced on captured
Amerlcan prisoners of the Korean War.
Mr. Watring asseris that “this manipula-
tion of the mind" changes not only wark

hablts but also individual values and per-
sonality.

Although operators of lhe new programs,
Including Mr. Selman scoll at this view,
some Independent observers disagree.

Jerry Poras, a professor of organiza.
tlonal manegement at Stanford Universl-
ty's Graduate School of Management,
sald:

*In my experlence, the new behaviot and
sensltivities people learn are first applied
at home and then tried in the workplace.
Any training that Improves problem solv-
Ing will alfect people's personal lives;
what happens at home If someone becomes
more open? If the spouse Is not tuned In to
that kind of relating, that can cause prob-
lems."

Does Tralning Invade Mind?

In February, Steven A. Hiatt, a Poftiac
dealer In Tacoma, Wash., flled a suit
agalnst a lormer employer, the Walker
Chevrolet Company, charging that he was
wrongly discharged as sales manager
aflter refusing to participate In a program
offered by the Pacllic Institute of Seatltle.
He objected to the program, “New. Age
Thinking to Increase Dealership Profita-
bllity,” because he contended Its teachings
were Inimical to his rellglous views. | 5

His former employer has denled 'any
wrongdolng. And Pacific Institute has ém-
phatically denled that lis programs have a
rellglous content and says It Is related in no
way 1o the New Age Movement. IL and
other groups ascribe the recently criticism
largely to ultra-conservatlve religlous
groups.

Jack Gordon, editor of Tralning maga-
zine, an Influential trade publication,- said
the programs were lkely to spread be-
cause more and more corporale execu-
tives, looking for ‘easy answers to their
business problems, were responding lo
“people who make the most dramalle
claims."

He recalled training programs In which
executives were asked to walk on burning
embers as proof they could do anylhing.

*Fire walking was popular" in some cor-
porate tralning circles two years ago, he
sald. Now, Mr. Gordon sald, businesses
were responding to sales pliches *“that say,
'Let’s Invade the employee's head and see
If we can adapt the employee’s basic motl-
vatlon.' " He added, “When they accept
this, then the training tends lo become
guru-driven instead of concept driven.”
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Karma for Cash: A “New
Age” for Workers?

When Christian auto dealer Steve Hiatt
selected a training course for employ-
ees at the firm where he worked, he did
not realize he would be getting anti-
Christian philosophies. Nor would he
have predicted his later opposition to
the training would get him fired from
his job of nearly ten years.

It all began in late 1983 when Hiatt, a
senior manager for Tacoma-based
Walker Chevrolet, introduced the firm to
training offered by Seattle's Pacific In-
stitute. Hiatt's superiors bought the
program, which its promoters said
would help the dealership “capture
$226,000 of additional profitability.”

In February 1984, Hiatt and his wile,
Carol, attended a facilitators training
workshop designed to help him guide
the firm'’s 60 workers through the pro-
gram. All went well until the third eve-
ning of training when, as Hiatt says, the
meetings took on a decidedly religious
tone.

“The leader set a very spiritual mood

and began talking about life after death
and religion,” says Hiatt. "'He urged us
to question our concepts of truth, and to
set spiritual goals using the program'’s
techniques and goals. He said the real
reason for the training was to save the
world.”

The Hiatts walked out. A day later,
Hiatt sent the training materials back
to the Pacific Institute, which led 1o his
firing.

"l felt deceived and tricked," savs

Hiatt. “And I definitely felt like a Lone
Ranger.”

Not alone

Hiatt took his problems to the Tacoma
Human Rights Cornmission, which ruled
he had no reasonable cause for a com-
plaint against his former employer.
Neither did the Seattle office of the
Federal Equal Employment Opportu-
nity Commission offer any help. Fi-
nally, last February, Hiatt filed a civil
suit against his former employer.

He is not angry—his suit seeks no
damages beyond attorney’s fees and
court costs. "I just want to set a legal
precedent and help stop government
funding of these programs.”

And he is not alone. Other Christians
are taking a stand against career train-
ing built around New Age concepts.

By Steve Rabey.

¢ William Gleaton of Albany, Geor-
gia, was discharged as manager of hu-
man resources at a Firestone Tire and
Rubber Company plant after objecting
to a Pacific Institute training program.
Firestone reached an out-of-court set-
tlement with Gleaton.

® James L. Baumgaertel, an inspec-
tor at the Puget Sound Naval Shipyard
in Bremerton, Washington, is pursuing
a First Ammendment complaint he filed
after being told to attend training using
New Age techniques.

® Five employees of the DeKalb
Farmers Market in Atlanta, Georgia,
have filed an Equal Employment Oppor-
tunity Commission (eeoc) complaint
after being dismissed for refusing to
participate in training based on est.

Richard Watring, director of person-
nel for Budget Rent-a-Car in Chicago,
thinks the growing controversy over
New Age training may be the beginning
of the end for many programs.

“I think the business world is suffi-
ciently pragmatic that it's going to
drop this stuff like a hot potato if there's
a big damage suit or a major public
relations faux pas,” says Watring, who
has criticized New Age training in the
New York Times and on asc's '20/20."

“And besides,” he says, “these pro-
grams are bogus; they don't work, they
don’t do what they purport to do, and
they do more harm than good.”

But meanwhile, New Age training con-
tinues to grab a bigger share of the
lucrative corporate training market.

Tarot cards and chanting
American business spends $30 billion a
year training employees. In the past
five years a growing number of New
Age-related firms have been staking
heir claim to an increasing share of the
arket:
® Werner Erhard, founder of Erhard

Seminars Training, founded Transfor-
mational Technologies, Inc., in 1984.
Last year the firm's more than 50 fran-
chises generated $15 million in reve-
nues with such clients as RCA, Procter
& Gamble, Boeing, and Lockheed. Other
est-related firms include Lifespring and
Actualizations.

® The Church of Scientology has spun
off two New Age training firms, WISE
and Sterling Management.

® Krone Training, or Kroning, was
developed by Charles Krone and is said
to be based on the teachings of Russian
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mystic Georges Gurdjiell. Pacific Bell
spent more than $40 million on Kron-
ing its 67,000 employees. After employ-
ees complained about the bizarre
training, the California Public Utilities
Commission conducted an investigation
and recommended that stockholders—
not rate payers—pay $25 million of the
bill.

New Age training techniques, which
are based on a mixture of Eastern, cult-
ic, pantheistic, and human-potential
philosophies, include meditation, hyp-
uusis, encounter groups, chanting, bio-
feedback, and isolation, as well as tarot
cards, psychic healing, channeling, fire
walking, flotation tubs, and the inter-
vention of spirit guides.

Yet the Pacific Institute claims it has
not intentionally promoted New Age
thinking. “Our program does not have
any religious content,” says Jack Fit-
terer, president of the Pacific Institute,
which had revenues of $20 million in
1987. Their “New Age Thinking" semi-
nars have been replaced by “Invest-
ment in Excellence” programs, although
the new programs still contain sections
on “self-image and belief” and “visual-
ization.”

“‘New Age’ was a name our market-
ers picked back in 1979," says Fitterer.
"We never heard of 'new age' until
1981. Now excellence is the term the
marketers use. We don't teach any the-
ology. Our program is simply a cogni-
tive psychology curriculum, similar to
the curriculum that can be found on
any university campus.”

But such denials fail to convince
many critics, including Ron Zemke,
senior editor of Training magazine.
Zemke focused on two major problems
of the new training in a cover story for
his magazine entitled: “What's New in
the New Age?"

“1 have a right to talk to employees
about their job-related behavior,” wrote
Zemke, “but what goes on inside their
heads is none of my business. I see the
issues of intrusion and informed consent
as troubling, both morally and legally.

"My second reservation is [about de-
ception]. [ interviewed a graduate stu-
dent [and] was appalled at her zealous
excitement as she described a work-
shop she had attended in which she had
been told how to'sell a New Age agenda
to management without them realizing
what they were signing on for.' "

Fleecing the flock
Budget Rent-a-Car's Richard Watring
worries that fellow Christian workers
who are asked to attend such seminars
may be seduced into New Age thinking.
“I'm concerned that even strong Chris-
tians will look at this training and see
nothing wrong with it,” says Watring.
"“They may become conditioned to ac-
cept incorrect views of the nature of
man and how people are to develop.
“I'thinkit's the church's responsibili-
ty to assist the flock in the formation of
a Christian world view so that they will
be able to recognize a counterfeit belief

system for what it is when it’s looking
them in the face.”
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