From the Language of Rules and Policies to the 
Language of Public Agreement

The Work of the Sixth Language: From Relying on Individual Integrity to Creating Greater Organizational Integrity

· In a group whose leaders have fashioned a language for public agreement – and whose member have used it to create, for example, a come-to-me-first agreement – individuals summon the force of not only their only private convictions, but also invoke a collectively created agreement. 

· Moves from individual integrity – which is only a personal experience – to organizational integrity. 
· In individual integrity, when there is a violation it is only the one person who experiences integrity – the person drawing the boundary. But with organizational integrity, a violation reaffirms integrity for both parties, as they are part of a shared integrity. 

· The sixth language is a vehicle for responsible people to collectively imagine a public life they simultaneously know they would prefer and know they will, at times, falls short of. 
· Without public agreements, there can be no violations only private objection, which damages the organization as a whole but is not owned by the organization. 

· Need a context to turn private objection into public violation.

· Not a quick fix – but over time, violations decrease.

· Need to have curiousity about violations. Help us understand our own behaviour. May discover some Big Assumptions underlying them.
Example: What Luke Learns about Violating the Public Agreement

· Violations are both interesting and complicated.
· Instead of taking a self-recriminating or penitential stance, should be curious and learning-oriented.
Luke was generally committed to direct communication among colleagues in problematic relationships. Yet he was honest enough to admit that he frequently participated as a third party in depreciative conversations.  He explored this contradiction, using the first four languages:

What would I be afraid of were I to do otherwise? Hmmm, well, I think if I didn’t respond as I do to the many people who love to come to me and tell me about their difficulties with this person or that person, uh, I’d feel like I had given up one of the things that make me feel important and special at work, to tell you the truth. This is something I’m very good at, you see. And I do like being the person people feel comfortable bringing these things to! So, I guess, putting this in your terms, it would be kind of, “I am committed to feeling special and important in work by being the person people like to come to with their gossip and complaints”. 
	From the Language of Rules and Policies to the Language of Public Agreement

	Language of Rules and Policies
	Language of Public Agreement

	Customary.
	Exceedingly rare, without leaderly intention.

	Intended to create order (from the top down, or the outside in).
	Intended to create organizational integrity (institutional fairness, attentiveness, and competence) from within.

	Institutionalized in written manuals or through implicit norms, with little or no discussion of the meaning of the rules and policies, and no experience of owning them or assenting to them.
	Shared understanding of their meaning and experience of co-owning them and assenting to them.

	Frequently discussed only after there is a violation.
	Discussed and created before violation to establish a shared understanding and reference point in order to enhance personal and organizational learning when there is a violation.

	Violations are ignored or treated privately and as a matter of adjudication for problem elimination.
	Violations are treatable publicly as a resource for personal and organizational learning, by creating observable contradictions.

	Multiple interpretations frequently exist, and people tend to be unaware of this.
	Common understanding of the agreements themselves and their purpose.

	Creates a social vehicle for leaders or authorities to correct boundary transgressions.
	Creates a social vehicle for peers to correct boundary transgressions.

	“Corrected” individuals experience the organization’s ability to control behaviour – ability they have no part in creating.
	“Corrected” individuals experience the organization’s integrity, which they themselves have a hand in creating.

	Non-transformational; shapes behaviour, not new meanings.
	Transformational for both the individual and the organization.


