Principles and Standards

In matters of style, swim with the current;

in matters of principle, stand like a rock.

–Thomas Jefferson

The “second law” of causing outcomes is that our actions must be consistent with the principles that govern our outcomes. As defined by 20th-century polymath R. Buckminster (“Bucky”) Fuller, principles govern outcomes by causing the conditions that generate life and experience. All actions that are inconsistent with the principles that govern our outcomes therefore tend to be degenerative and unworkable. 

Life-enhancing outcomes are accomplished only when the ends and means of our actions, as well as our expectations and acceptations, are aligned in mutual consistency with the principle that governs all workability:

Doing what doesn't work does not work.

Doing more of what doesn't work does not work.

Trying harder at what doesn't work does not work.

Improving what doesn't work does not work.

Getting better at what doesn't work does not work.

Mastering what doesn't work does not work.

Committing to what doesn’t work does not work.

The only thing that works is what does work.

Please clean up to a simpler paragraph. (DONE)

The workability of action whose expectations,acceptations, ends (projected outcomes) and means (of getting to the outcome)  are mutually consistent with the principles that govern outcomes is demonstrated in the science of airborne navigation, in which there is little margin for error. Flight is co-governed by the Bernoulli principle’s effect of “lift” in co-operation with the gravitational principle’s effect of “fall.” The projected outcome of every flight is a safe and harmless landing at a predetermined destination, or elsewhere if necessitated by mechanical problems or weather conditions. The means to this outcome consist of actions that are consistent with its governing principles: impeccable equipment maintenance, traffic control, and aircraft piloting. When a flight’s projected outcome and the means thereto are consistent with the principles that govern flying, a safe landing is correspondingly accomplished.

So is it likewise with the “safe landing” of any projected outcome, be it a geographical destination, a vocational accomplishment, or the completion of some task. Acting consistently with governing principles, while keeping our actions (expectations, acceptations, ends and means) mutually consistent with these principles and with one another, is the foundation of all life-enhancing outcomes.
Principles do not require conscious or “aware” action; just that such action be compliant with governing priciples. This is a part of the problem in determining outcomes. When we act in ways that are inconsistent with principle, things don’t work. People who sense or intuit the action necessary to xxxx that is consistent with the governing principles produce outcomes when others do not. Those individuals are seen by the rest as extraordinary and special. 
Preceding paragraph reworked as follows:

Governing principles do not require us to be consciously aware of our actions in order that the principles work, they require only that we act consistently with them. Nonetheless, the more we are aware of them the more authority we have over them. Our greatest problem with determining outcomes is action that is inconsistent with governing principles, because such action never works. Persons who customarily sense or intuit actions that are consistent with governing principles succeed in accomplishing their projected outcomes when others do not. Such persons – Susan Bradford, for instance – may be perceived by others as extraordinary and special. Yet their ordinariness is “extra” only in the sense that they comply with governing principles.
Maintaining such consistency is an ongoing balancing act, for while principles are absolute under all conditions, actions are relative to changes of condition. For example, while the gravitational and Bernoulli principles remain constant under all conditions of flight, the actions required for safe flying are subject to changes of condition, so that navigating in a tailwind calls for actions that differ from those required for engaging a headwind. 

Needs work (DONE)

Maintaining one’s expectations, acceptations, ends and means in mutually constructive alignment is a function of the standards that govern the quality of our outcomes. A dramatic example of establishing such alignment is physician and professor of medicine Dean Ornish’s success in getting heart-bypass and angioplasty patients to adopt life-enhancing lifestyles rather than continue with their life-diminishing habit patterns. Seventy-seven percent (rather than a mere one in nine) of his patients made this change, as a result of his introduction of changes of expectation (á la Dean Radin’s comments above). Expectation of longer life is insufficient to motivate changes of behavior in patients who associate a longer life with additional years lived in fear of dying. So Dr. Ornish reframed their expectations, getting them to focus on the quality of life such as doing it for their family or convincing them that they could feel better while living longer, and giving them a chance to prove this to themselves by adopting new lifestyle practices of eating, exercise and recreation that immediately increased their experience of well-being. 

Establishing constructive alignment of expectations, acceptations, ends, and means that are in organizational chaos is a daunting yet achievable task, as demonstrated by a real estate firm that was struggling to survive during America’s severe 1990 housing market slump. The firm’s sales force was totally entranced by the prevailing perception of a “bad market”, and its co-owners were blaming each other for the downward spiral of the firm’s productivity of sales.. One of this article’s co-authors (Yeaman) convinced the firm’s employees that they could outperform the sales forces of rival firms by resuming the work habits they had observed during good times, leaving behind their competitors who would continue to be entranced by their perception of bad times. He also mediated the co-owners’ conflict by channeling its energy into a commitment to pursue the same “good times” strategy. By 1999 the firm had reframed its 250-employee culture of mediocrity into a 4,000-employee culture of excellence, thus becoming the largest privately owned firm in the industry.

When, like Susan Bradford, we manage our outcomes from the perspective of their already being accomplished, while also maintaining standards that align our expectations, acceptations, ends and means, we are practicing the most powerful of all principles, the principle of commitment. 

comes.

