User:

Can you give me a list of the top 20 models that are useful for a leader in leading a business
today? Include a short (1 to 3 sentences) description for each. Examples could be on how to
delegate, or how to make decisions, or how to grow a team.

Assistant:

Here's a list of 20 valuable business leadership models:

1. Situational Leadership Model (Hersey-Blanchard)
A leadership framework that suggests leaders should adapt their style based on team members'
maturity and competence levels. Leaders choose between directing, coaching, supporting, or

delegating approaches.

2. GROW Model (Whitmore)
A coaching framework using Goals, Reality, Options, and Way Forward. Helps leaders guide

team members through problem-solving and goal achievement in a structured manner.

3. McKinsey 7S Framework
Analyzes seven internal elements (Strategy, Structure, Systems, Shared Values, Style, Staff, and

Skills) to ensure organizational effectiveness and alignment.

4. RACI Matrix
Clarifies roles and responsibilities by defining who is Responsible, Accountable, Consulted,

and Informed for each task or decision.

5. Eisenhower Matrix
Helps prioritize tasks based on urgency and importance, dividing them into four quadrants to

manage time and delegate effectively.



6. Five Dysfunctions of a Team (Lencioni)
Identifies and addresses five key issues that can derail team success: absence of trust, fear of

conflict, lack of commitment, avoidance of accountability, and inattention to results.

7. SWOT Analysis
Evaluates Strengths, Weaknesses, Opportunities, and Threats to make strategic decisions and

plan for growth.

8. Change Management Model (Kotter)
Eight-step process for implementing organizational change, focusing on creating urgency,

building coalitions, and anchoring new approaches.

9. Emotional Intelligence Framework (Goleman)
Focuses on self-awareness, self-regulation, motivation, empathy, and social skills as key

leadership competencies.

10. Decision-Making Tree
Visual tool that maps out possible decisions and their consequences, helping leaders make more

informed choices.

11. SMART Goals Framework
Ensures goals are Specific, Measurable, Achievable, Relevant, and Time-bound for better

planning and execution.

12. Skill-Will Matrix

Helps leaders assess team members' skill levels and willingness to perform tasks, guiding



appropriate leadership approaches.

13. Feedback Model (SBI)
Situation-Behavior-Impact model for giving effective feedback that is specific, objective, and

actionable.

14. Blake Mouton Managerial Grid
Evaluates leadership style based on concern for people versus concern for results, helping

leaders understand their natural tendencies.

15. Delegation Ladder
Progressive model showing levels of delegation from "tell" to "fully delegate," helping leaders

gradually develop team members' autonomy.

16. First Break All the Rules (Gallup)
Focuses on measuring and improving employee engagement through 12 key questions that

predict team performance.

17. PESTLE Analysis
External analysis framework examining Political, Economic, Social, Technological, Legal, and

Environmental factors affecting business decisions.

18. Spiral Dynamics
Understanding different levels of thinking and value systems to better communicate and lead

diverse teams.

19. Stakeholder Analysis Model



Maps and prioritizes different stakeholders based on their power and interest, helping leaders

manage relationships effectively.

20. Learning Styles Model (VAK)
Recognizes Visual, Auditory, and Kinesthetic learning preferences to improve communication

and training effectiveness.

These models provide frameworks for different aspects of leadership, from strategic
decision-making to people management and personal development. The key is selecting and
adapting the most relevant models for your specific situation and leadership challenges.
User:

For each of the above models, could you give a nondual critique of them? What 3 questions
could we ask for each model to reflect on it from a nondual understanding? The idea is to use
these questions to help leaders reflect on common models and move towards a more nondual
approach.

Assistant:

Here's a nondual perspective on each model with reflective questions:

1. Situational Leadership Model

Nondual critique: Assumes a fundamental separation between leader and follower, reinforcing
the illusion of separate doers.

Questions:

- Who is really "doing" the leading and following?

- What if leadership naturally flows from presence rather than technique?

- How might this model change if we saw all team members as expressions of the same

consciousness?



2. GROW Model

Nondual critique: Based on the assumption of a separate self that needs to get somewhere better
than here.

Questions:

- What if growth is already happening naturally without a "doer"?

- Who is it that needs to grow?

- Could coaching be more about removing obstacles to what's already present?

3. McKinsey 7S Framework

Nondual critique: Creates artificial divisions in what is actually one seamless organizational
expression.

Questions:

- How do these separate elements arise from and return to wholeness?

- What if organization is a natural unfolding rather than something to be managed?

- Who is the organizer behind the organization?

4. RACI Matrix

Nondual critique: Reinforces the illusion of separate agents responsible for outcomes.
Questions:

- How does work actually get done when we look closely?

- What if responsibility is a story we tell about natural functioning?

- Who is ultimately accountable?

5. Eisenhower Matrix
Nondual critique: Based on time being real and a separate self managing it.
Questions:

- Who is the one deciding importance?



- What happens when we drop the story of time pressure?

- How does prioritization happen naturally in presence?

6. Five Dysfunctions of a Team

Nondual critique: Assumes separation that needs to be fixed rather than seeing inherent unity.
Questions:

- What if dysfunction is just a story about natural harmony?

- Who is the one experiencing these dysfunctions?

- How might trust arise naturally from seeing our shared essence?

7. SWOT Analysis

Nondual critique: Creates artificial divisions and judgments about what is simply arising.
Questions:

- Who decides what's a strength versus a weakness?

- What if everything is perfectly unfolding as it is?

- How might strategy emerge from presence rather than analysis?

8. Change Management Model

Nondual critique: Assumes change needs to be managed rather than seeing change as what we
are.

Questions:

- What if change is what we are rather than something to manage?

- Who is the manager of change?

- How does natural adaptation happen without a manager?

9. Emotional Intelligence Framework

Nondual critique: Assumes emotions happen to a separate self that needs to manage them.



Questions:
- Who is aware of emotions?
- What if emotions are movements in consciousness rather than personal possessions?

- How might leadership flow from being rather than managing?

10. Decision-Making Tree

Nondual critique: Assumes a separate decider choosing between options.
Questions:

- Who is the decider?

- How do decisions actually happen when we look closely?

- What if decisions arise naturally from presence?

11. SMART Goals Framework

Nondual critique: Based on a separate self needing to achieve future outcomes.
Questions:

- Who is the goal-setter?

- What if everything is already complete?

- How might direction emerge naturally from presence?

12. Skill-Will Matrix

Nondual critique: Creates artificial separation between skill and natural capacity.
Questions:

- Who is measuring skill and will?

- What if capacity naturally unfolds without a manager?

- How might development happen without a developer?

13. Feedback Model



Nondual critique: Assumes separate entities exchanging information rather than one expression.
Questions:

- Who is giving and receiving feedback?

- What if communication is natural resonance rather than transfer?

- How might growth happen without correction?

14. Blake Mouton Grid

Nondual critique: Creates artificial duality between people and results.
Questions:

- Who is balancing these concerns?

- What if care for people and results are one movement?

- How might leadership flow naturally without a strategy?

15. Delegation Ladder

Nondual critique: Assumes separate entities transferring responsibility.
Questions:

- Who is delegating to whom?

- What if work naturally flows to where it needs to go?

- How might empowerment happen without an empowerer?

16. First Break All the Rules

Nondual critique: Assumes separate entities needing engagement rather than seeing inherent
connection.

Questions:

- Who needs to be engaged?

- What if engagement is our natural state?

- How might contribution happen without measurement?



17. PESTLE Analysis

Nondual critique: Creates artificial divisions in what is one interconnected expression.
Questions:

- Who is separate from these factors?

- What if everything is one movement?

- How might adaptation happen naturally?

18. Spiral Dynamics

Nondual critique: Creates hierarchical divisions in what is one consciousness expressing.
Questions:

- Who is evolving?

- What if all levels are perfect expressions of the whole?

- How might development happen without a developer?

19. Stakeholder Analysis

Nondual critique: Assumes separate entities with competing interests rather than one
expression.

Questions:

- Who is separate from whom?

- What if all stakeholders are expressions of the same whole?

- How might harmony arise naturally?

20. Learning Styles Model
Nondual critique: Creates artificial divisions in how understanding naturally happens.
Questions:

- Who is the learner?



- What if learning happens naturally without a method?

- How might understanding arise without a technique?

The key insight is that all these models assume a separate self managing, leading, or developing
other separate selves. From a nondual perspective, everything is one seamless expression of
consciousness. True leadership might be more about recognizing and allowing this natural
functioning rather than managing it.

User:

Great, now I'd like you to add one radical pointer or deeper awareness insight for each of the
models. It should invite a deeper nondual insight to emerge as the leader contemplates it over
time.

Assistant:

Here are radical nondual pointers for each model:

1. Situational Leadership Model
Radical pointer: The situation, the leader, and the follower are all appearances in and as the
same awareness. There is no one leading anyone - there is only this one movement of life

expressing itself through apparent roles.

2. GROW Model
Radical pointer: Growth implies moving from here to there, but what you truly are is already

complete. All coaching conversations are consciousness talking to itself about itself.

3. McKinsey 7S Framework
Radical pointer: The organization is not a collection of separate elements - it's a seamless
expression of consciousness, like a dream where all characters and structures are made of the

same dream-stuff.



4. RACI Matrix
Radical pointer: No one has ever found the responsible party. Look deeply and you'll see there

are only actions happening with no separate doer behind them.

5. Eisenhower Matrix
Radical pointer: Time is a concept appearing in the timeless now. In reality, nothing is urgent

because nothing is happening to anyone - there is only this.

6. Five Dysfunctions of a Team
Radical pointer: The team's apparent dysfunction is perfect functioning - resistance to what is

creates the illusion of problems to be solved by a separate self.

7. SWOT Analysis
Radical pointer: When you truly see, there are no strengths or weaknesses - just life expressing

itself perfectly as it is. Who is there to improve what?

8. Change Management Model
Radical pointer: Nothing ever really changes - there is only the unchanging awareness in which

all apparent change appears. You are that awareness.

9. Emotional Intelligence Framework
Radical pointer: Emotions are like weather patterns in the sky of awareness. You are not the

weather, nor the one managing it - you are the sky.

10. Decision-Making Tree

Radical pointer: No one has ever made a decision. Look closely and you'll see decisions happen



by themselves, like leaves falling from a tree.

11. SMART Goals Framework
Radical pointer: The future goal-setter and the future goal are both imagined by thought

appearing now. All there ever is is this immediate experiencing.

12. Skill-Will Matrix
Radical pointer: Skills and will are appearances in consciousness. Like waves in the ocean, they

rise and fall by themselves with no separate controller.

13. Feedback Model
Radical pointer: All feedback is consciousness feeding back information to itself through

apparent forms. There is no separate giver or receiver.

14. Blake Mouton Grid
Radical pointer: The apparent tension between people and results dissolves when you see that

both are expressions of the same undivided wholeness.

15. Delegation Ladder
Radical pointer: Nothing can be delegated because nothing belongs to anyone. Work flows like

water finding its natural level.

16. First Break All the Rules
Radical pointer: Rules appear in consciousness like all else. Breaking them or following them -

both are the same consciousness playing with itself.

17. PESTLE Analysis



Radical pointer: The analyzing mind that divides experience into factors is itself an appearance

in the undivided wholeness it tries to understand.

18. Spiral Dynamics
Radical pointer: Evolution is a story appearing now. All levels of development are equally

perfect expressions of the same timeless awareness.

19. Stakeholder Analysis
Radical pointer: There are no separate stakeholders - just like waves in the ocean aren't separate

from the ocean or each other. All is one movement.

20. Learning Styles Model
Radical pointer: Understanding happens by itself when the separate learner is seen through.

Knowledge knowing itself requires no method.

The common thread in these pointers is directing attention back to the aware presence that you
are, prior to all models and methods. From here, leadership can flow naturally without reliance
on technique or strategy. The separate leader dissolves into the seamless functioning of life

itself.

This doesn't mean we can't use these models - they can be helpful tools in the apparent realm.
But seeing their provisional nature while resting as awareness allows them to be held lightly
rather than mistaken for reality itself.

User:

And finally, please tie each of these deeper insight back into the practicalities of leadership. So
give a final statement for each of the 20 models that comes full circle, giving the leader a
practical tip for how this can enhance their leadership.

Assistant:



Here's how each nondual insight translates back into practical leadership:

1. Situational Leadership Model
Practical integration: When you recognize there is no separate leader, paradoxically, your
leadership becomes more natural and fluid. You'll find yourself responding appropriately to

situations without overthinking the "right" leadership style.

2. GROW Model
Practical integration: Seeing that growth is already happening naturally allows you to coach
with less agenda and more presence. Your conversations become more authentic and powerful

because you're not trying to "get somewhere."

3. McKinsey 7S Framework
Practical integration: Understanding the organization as one movement helps you spot
misalignments more intuitively. Instead of forcing changes, you'll notice where gentle

adjustments allow natural harmony to emerge.

4. RACI Matrix
Practical integration: When you stop believing in separate doers, accountability becomes clearer
and less personal. Work flows more smoothly because there's less ego attachment to roles and

responsibilities.
5. Eisenhower Matrix
Practical integration: Releasing the pressure of time creates space for clearer prioritization.

You'll make better decisions because they come from presence rather than urgency.

6. Five Dysfunctions of a Team



Practical integration: Seeing team dynamics as perfect expressions allows you to address

challenges without judgment. Trust builds naturally when you're not trying to "fix" people.

7. SWOT Analysis
Practical integration: Without the need to defend strengths or fix weaknesses, you see

opportunities more clearly. Strategic planning becomes more creative and less reactive.

8. Change Management Model
Practical integration: Understanding change as natural allows you to facilitate it with less force.

People resist less because they sense your acceptance of what is.

9. Emotional Intelligence Framework
Practical integration: Seeing emotions as movements in awareness helps you stay centered in

turbulent situations. Your presence naturally calms and stabilizes the team.

10. Decision-Making Tree
Practical integration: When you see decisions happen by themselves, you stop second-guessing.

Decisions flow more naturally and you trust their unfolding.

11. SMART Goals Framework
Practical integration: Goals become lighter, more like reference points than rigid demands. This

creates space for organic growth and adaptation.

12. Skill-Will Matrix
Practical integration: Development happens more naturally when you stop trying to force it.

You'll notice capabilities emerging precisely when needed.



13. Feedback Model
Practical integration: Feedback becomes more genuine when it's not coming from a separate

"fixer." Conversations become more open and transformative.

14. Blake Mouton Grid
Practical integration: The false tension between results and people dissolves. Both naturally

optimize when you stop trying to balance them.

15. Delegation Ladder
Practical integration: Work distributes more effectively when you stop controlling it. You'll

notice tasks naturally finding their right home.

16. First Break All the Rules
Practical integration: Innovation flows naturally when you're not bound by concepts of right

and wrong. Your leadership becomes more authentic and less constrained.

17. PESTLE Analysis
Practical integration: Seeing the interconnectedness of all factors leads to more holistic

decision-making. You respond to market changes more fluidly.

18. Spiral Dynamics
Practical integration: Accepting all levels of development allows people to grow naturally. Your

leadership adapts to meet people where they are.

19. Stakeholder Analysis
Practical integration: Seeing the fundamental unity of all stakeholders leads to more balanced

decisions. Solutions emerge that benefit the whole.



20. Learning Styles Model
Practical integration: When you stop forcing specific methods, learning happens more naturally.

Development becomes more organic and effective.

The key is that nondual understanding doesn't negate these models - it liberates them. When
held lightly as provisional tools rather than absolute truths, they become more effective. Your
leadership becomes more natural, spontaneous, and impactful because it's flowing from

presence rather than technique.

This presence-based leadership tends to be more effective because:

- There's less resistance because you're not forcing outcomes

- Decisions are clearer because they're not clouded by personal agenda
- Teams are more cohesive because they sense the authentic leadership
- Change happens more smoothly because it's not being forced

- Innovation flows naturally because there's more space for it

- Development happens organically because it's not being controlled

The paradox is that by seeing through the illusion of the separate leader, your leadership
actually becomes more effective. The models can still serve as useful reference points, but
they're no longer rigid frameworks that limit natural functioning.

User:

Can you take all of the above information and sort per model? So, please combine all the
above. For each of the 20 models, start with the brief explainer, then the nondual reflection on
it, the radical pointer, and the final statement.

Assistant:

I'll start with the first 5 models in this format (to stay within length limits), and can continue



with the rest in subsequent responses.

1. SITUATIONAL LEADERSHIP MODEL
Brief: A leadership framework that suggests leaders should adapt their style based on team
members' maturity and competence levels. Leaders choose between directing, coaching,

supporting, or delegating approaches.

Nondual Critique: Assumes a fundamental separation between leader and follower, reinforcing
the illusion of separate doers.

Questions:

- Who is really "doing" the leading and following?

- What if leadership naturally flows from presence rather than technique?

- How might this model change if we saw all team members as expressions of the same

consciousness?

Radical Pointer: The situation, the leader, and the follower are all appearances in and as the
same awareness. There is no one leading anyone - there is only this one movement of life

expressing itself through apparent roles.

Practical Integration: When you recognize there is no separate leader, paradoxically, your
leadership becomes more natural and fluid. You'll find yourself responding appropriately to

situations without overthinking the "right" leadership style.

2. GROW MODEL
Brief: A coaching framework using Goals, Reality, Options, and Way Forward. Helps leaders

guide team members through problem-solving and goal achievement in a structured manner.



Nondual Critique: Based on the assumption of a separate self that needs to get somewhere
better than here.

Questions:

- What if growth is already happening naturally without a "doer"?

- Who is it that needs to grow?

- Could coaching be more about removing obstacles to what's already present?

Radical Pointer: Growth implies moving from here to there, but what you truly are is already

complete. All coaching conversations are consciousness talking to itself about itself.

Practical Integration: Seeing that growth is already happening naturally allows you to coach
with less agenda and more presence. Your conversations become more authentic and powerful

because you're not trying to "get somewhere."

3. MCKINSEY 7S FRAMEWORK
Brief: Analyzes seven internal elements (Strategy, Structure, Systems, Shared Values, Style,

Staff, and Skills) to ensure organizational effectiveness and alignment.

Nondual Critique: Creates artificial divisions in what is actually one seamless organizational
expression.

Questions:

- How do these separate elements arise from and return to wholeness?

- What if organization is a natural unfolding rather than something to be managed?

- Who is the organizer behind the organization?

Radical Pointer: The organization is not a collection of separate elements - it's a seamless

expression of consciousness, like a dream where all characters and structures are made of the



same dream-stuff.

Practical Integration: Understanding the organization as one movement helps you spot
misalignments more intuitively. Instead of forcing changes, you'll notice where gentle

adjustments allow natural harmony to emerge.

4. RACI MATRIX
Brief: Clarifies roles and responsibilities by defining who is Responsible, Accountable,

Consulted, and Informed for each task or decision.

Nondual Critique: Reinforces the illusion of separate agents responsible for outcomes.
Questions:

- How does work actually get done when we look closely?

- What if responsibility is a story we tell about natural functioning?

- Who is ultimately accountable?

Radical Pointer: No one has ever found the responsible party. Look deeply and you'll see there

are only actions happening with no separate doer behind them.

Practical Integration: When you stop believing in separate doers, accountability becomes clearer
and less personal. Work flows more smoothly because there's less ego attachment to roles and

responsibilities.

5. EISENHOWER MATRIX
Brief: Helps prioritize tasks based on urgency and importance, dividing them into four

quadrants to manage time and delegate effectively.



Nondual Critique: Based on time being real and a separate self managing it.
Questions:

- Who is the one deciding importance?

- What happens when we drop the story of time pressure?

- How does prioritization happen naturally in presence?

Radical Pointer: Time is a concept appearing in the timeless now. In reality, nothing is urgent

because nothing is happening to anyone - there is only this.

Practical Integration: Releasing the pressure of time creates space for clearer prioritization.

You'll make better decisions because they come from presence rather than urgency.

[Would you like me to continue with the remaining 15 models in this format?]
User:

Yes, please continue for all models.

Assistant:

Here are the next 5 models (6-10):

6. FIVE DYSFUNCTIONS OF A TEAM
Brief: Identifies and addresses five key issues that can derail team success: absence of trust, fear

of conflict, lack of commitment, avoidance of accountability, and inattention to results.

Nondual Critique: Assumes separation that needs to be fixed rather than seeing inherent unity.
Questions:

- What if dysfunction is just a story about natural harmony?

- Who is the one experiencing these dysfunctions?

- How might trust arise naturally from seeing our shared essence?



Radical Pointer: The team's apparent dysfunction is perfect functioning - resistance to what is

creates the illusion of problems to be solved by a separate self.

Practical Integration: Seeing team dynamics as perfect expressions allows you to address

challenges without judgment. Trust builds naturally when you're not trying to "fix" people.

7. SWOT ANALYSIS
Brief: Evaluates Strengths, Weaknesses, Opportunities, and Threats to make strategic decisions

and plan for growth.

Nondual Critique: Creates artificial divisions and judgments about what is simply arising.
Questions:

- Who decides what's a strength versus a weakness?

- What if everything is perfectly unfolding as it is?

- How might strategy emerge from presence rather than analysis?

Radical Pointer: When you truly see, there are no strengths or weaknesses - just life expressing

itself perfectly as it is. Who is there to improve what?

Practical Integration: Without the need to defend strengths or fix weaknesses, you see

opportunities more clearly. Strategic planning becomes more creative and less reactive.

8. CHANGE MANAGEMENT MODEL
Brief: Eight-step process for implementing organizational change, focusing on creating

urgency, building coalitions, and anchoring new approaches.



Nondual Critique: Assumes change needs to be managed rather than seeing change as what we
are.

Questions:

- What if change is what we are rather than something to manage?

- Who is the manager of change?

- How does natural adaptation happen without a manager?

Radical Pointer: Nothing ever really changes - there is only the unchanging awareness in which

all apparent change appears. You are that awareness.

Practical Integration: Understanding change as natural allows you to facilitate it with less force.

People resist less because they sense your acceptance of what is.

9. EMOTIONAL INTELLIGENCE FRAMEWORK
Brief: Focuses on self-awareness, self-regulation, motivation, empathy, and social skills as key

leadership competencies.

Nondual Critique: Assumes emotions happen to a separate self that needs to manage them.
Questions:

- Who is aware of emotions?

- What if emotions are movements in consciousness rather than personal possessions?

- How might leadership flow from being rather than managing?

Radical Pointer: Emotions are like weather patterns in the sky of awareness. You are not the

weather, nor the one managing it - you are the sky.

Practical Integration: Seeing emotions as movements in awareness helps you stay centered in



turbulent situations. Your presence naturally calms and stabilizes the team.

10. DECISION-MAKING TREE
Brief: Visual tool that maps out possible decisions and their consequences, helping leaders

make more informed choices.

Nondual Critique: Assumes a separate decider choosing between options.
Questions:

- Who is the decider?

- How do decisions actually happen when we look closely?

- What if decisions arise naturally from presence?

Radical Pointer: No one has ever made a decision. Look closely and you'll see decisions happen

by themselves, like leaves falling from a tree.

Practical Integration: When you see decisions happen by themselves, you stop second-guessing.

Decisions flow more naturally and you trust their unfolding.

[Continuing with models 11-20 in the next response...]
User:

Please continue.

Assistant:

Here are models 11-15:

11. SMART GOALS FRAMEWORK
Brief: Ensures goals are Specific, Measurable, Achievable, Relevant, and Time-bound for better

planning and execution.



Nondual Critique: Based on a separate self needing to achieve future outcomes.
Questions:

- Who is the goal-setter?

- What if everything is already complete?

- How might direction emerge naturally from presence?

Radical Pointer: The future goal-setter and the future goal are both imagined by thought

appearing now. All there ever is is this immediate experiencing.

Practical Integration: Goals become lighter, more like reference points than rigid demands. This

creates space for organic growth and adaptation.

12. SKILL-WILL MATRIX
Brief: Helps leaders assess team members' skill levels and willingness to perform tasks, guiding

appropriate leadership approaches.

Nondual Critique: Creates artificial separation between skill and natural capacity.
Questions:

- Who is measuring skill and will?

- What if capacity naturally unfolds without a manager?

- How might development happen without a developer?

Radical Pointer: Skills and will are appearances in consciousness. Like waves in the ocean, they

rise and fall by themselves with no separate controller.

Practical Integration: Development happens more naturally when you stop trying to force it.



You'll notice capabilities emerging precisely when needed.

13. FEEDBACK MODEL (SBI)
Brief: Situation-Behavior-Impact model for giving effective feedback that is specific, objective,

and actionable.

Nondual Critique: Assumes separate entities exchanging information rather than one
expression.

Questions:

- Who is giving and receiving feedback?

- What if communication is natural resonance rather than transfer?

- How might growth happen without correction?

Radical Pointer: All feedback is consciousness feeding back information to itself through

apparent forms. There is no separate giver or receiver.

Practical Integration: Feedback becomes more genuine when it's not coming from a separate

"fixer." Conversations become more open and transformative.

14. BLAKE MOUTON MANAGERIAL GRID
Brief: Evaluates leadership style based on concern for people versus concern for results, helping

leaders understand their natural tendencies.

Nondual Critique: Creates artificial duality between people and results.
Questions:
- Who is balancing these concerns?

- What if care for people and results are one movement?



- How might leadership flow naturally without a strategy?

Radical Pointer: The apparent tension between people and results dissolves when you see that

both are expressions of the same undivided wholeness.

Practical Integration: The false tension between results and people dissolves. Both naturally

optimize when you stop trying to balance them.

15. DELEGATION LADDER
Brief: Progressive model showing levels of delegation from "tell" to "fully delegate," helping

leaders gradually develop team members' autonomy.

Nondual Critique: Assumes separate entities transferring responsibility.
Questions:

- Who is delegating to whom?

- What if work naturally flows to where it needs to go?

- How might empowerment happen without an empowerer?

Radical Pointer: Nothing can be delegated because nothing belongs to anyone. Work flows like

water finding its natural level.

Practical Integration: Work distributes more effectively when you stop controlling it. You'll

notice tasks naturally finding their right home.

[Continuing with the final 5 models in the next response...]
User:
Please continue.

Assistant:



Here are the final 5 models (16-20):

16. FIRST BREAK ALL THE RULES (GALLUP)
Brief: Focuses on measuring and improving employee engagement through 12 key questions

that predict team performance.

Nondual Critique: Assumes separate entities needing engagement rather than seeing inherent
connection.

Questions:

- Who needs to be engaged?

- What if engagement is our natural state?

- How might contribution happen without measurement?

Radical Pointer: Rules appear in consciousness like all else. Breaking them or following them -

both are the same consciousness playing with itself.

Practical Integration: Innovation flows naturally when you're not bound by concepts of right

and wrong. Your leadership becomes more authentic and less constrained.

17. PESTLE ANALYSIS
Brief: External analysis framework examining Political, Economic, Social, Technological,

Legal, and Environmental factors affecting business decisions.

Nondual Critique: Creates artificial divisions in what is one interconnected expression.
Questions:
- Who is separate from these factors?

- What if everything is one movement?



- How might adaptation happen naturally?

Radical Pointer: The analyzing mind that divides experience into factors is itself an appearance

in the undivided wholeness it tries to understand.

Practical Integration: Seeing the interconnectedness of all factors leads to more holistic

decision-making. You respond to market changes more fluidly.

18. SPIRAL DYNAMICS
Brief: Understanding different levels of thinking and value systems to better communicate and

lead diverse teams.

Nondual Critique: Creates hierarchical divisions in what is one consciousness expressing.
Questions:

- Who is evolving?

- What if all levels are perfect expressions of the whole?

- How might development happen without a developer?

Radical Pointer: Evolution is a story appearing now. All levels of development are equally

perfect expressions of the same timeless awareness.

Practical Integration: Accepting all levels of development allows people to grow naturally. Your

leadership adapts to meet people where they are.

19. STAKEHOLDER ANALYSIS MODEL
Brief: Maps and prioritizes different stakeholders based on their power and interest, helping

leaders manage relationships effectively.



Nondual Critique: Assumes separate entities with competing interests rather than one
expression.

Questions:

- Who is separate from whom?

- What if all stakeholders are expressions of the same whole?

- How might harmony arise naturally?

Radical Pointer: There are no separate stakeholders - just like waves in the ocean aren't separate

from the ocean or each other. All is one movement.

Practical Integration: Seeing the fundamental unity of all stakeholders leads to more balanced

decisions. Solutions emerge that benefit the whole.

20. LEARNING STYLES MODEL (VAK)
Brief: Recognizes Visual, Auditory, and Kinesthetic learning preferences to improve

communication and training effectiveness.

Nondual Critique: Creates artificial divisions in how understanding naturally happens.
Questions:

- Who is the learner?

- What if learning happens naturally without a method?

- How might understanding arise without a technique?

Radical Pointer: Understanding happens by itself when the separate learner is seen through.

Knowledge knowing itself requires no method.



Practical Integration: When you stop forcing specific methods, learning happens more naturally.

Development becomes more organic and effective.

Overall Theme:

The nondual approach doesn't reject these models but transforms how we use them. When held
lightly as provisional tools rather than absolute truths, they become more effective because
they're flowing from presence rather than technique. This presence-based leadership tends to be
more effective because there's less resistance, clearer decisions, more cohesive teams, smoother
change, natural innovation, and organic development. The paradox is that by seeing through the

illusion of the separate leader, your leadership actually becomes more effective.



