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Abstract
Contemporary knowledge societies’ educators and team-builders are obliged to meet the needs of diverse groups of learners and team members through individual approaches, bridging cultural value gaps and solving complex social dynamics problems through integrating various knowledge domains. Upon the foundations of Grave’s spiral dynamics theory, where human development is perceived as an open-ended process leading towards systems of increasing complexity, the authors explore a variety of human value systems transferred via memes that make up the vMEMEs or deep-level value systems. In the paper the evolving and manifold vMEMEs are seen as factors that both enrich human societies as well as cause conflicts, and the human struggle is seen as taking place among the memes within and among persons. In order to come up with practical guidelines for educators and team-builders who need to evolve as multimemetic professionals able to manage conflicts by way of stepping beyond limited human mental models, the authors suggest the paradigm of spiral educators/leaders of comprehensive outlook, who base their authority on functionality and mutuality, value ambiguities, underscoring the importance of spiritual intelligence in the process of bringing about transformation of individuals and societies. 
1. Introduction 

The knowledge society paradigm promotes integrated understanding of multidimensional fabric of knowledge, consisting of knowing about, knowing to do, knowing to be, knowing where, and knowing to transform (Siemens, 2006). In this article we explore approaches to teaching, learning and collaborative work at large, which include physical, cognitive, emotional and spiritual domains of knowing, bridge gaps among value systems and bring about agents’ transformation through collaboration and team work. 
For more than three thousand million years, DNA has been the only replicator worth talking about. However, a concept similar to genes, that would show the same replicating influence culturally, was introduced by the term meme, which derives from the Greek word “mimeme“, imitation. Memes were originally described by Richard Dawkins as „the new replicators“, in his book The Selfish Gene (1976). What makes the meme perspective so intriguing is that it suggests that the knowledge we have of biology can be applied to human psychology. Since memes can be passed between any two individuals, not just between parent and offspring, a meme can spread to a complete cultural group, using the human mind as a host. Memes are most often described as cultural units of information, viruses of the mind, cultural DNA that self-replicate by means of thought-contagion. They are being passed on to us in altered form, therefore, their transmission is subject to continuous mutation as well as to blending. They take the form of simple concepts as well as complicated social movements. Memetic science goes so far to define human consciousness as a product of memes and therefore is hard to imagine that nature and origin of human mind can be understood without an efficient memetic theory. There is no uncertainty that memes are replicators and therefore is understandable they aspire to increase quantity whenever possible. Thus, all the facts set forth lead to a conclusion that memetic evolution, which will be by far faster and more efficient than genetic evolution, is inevitable. It should not surprise us then that during the last ten thousand years, humans have basically not changed on the genetic level, whereas their culture (i.e. the total set of memes) has undergone the most radical developments.
2. The spiral dynamics of human development
Memetic theory is somewhat related to Maslow's theory of human needs. The fundamental difference between them is that Maslow views the hierarchy of needs in a rather static way. The questions related to the top of the hierarchy of needs diagram is what happens after one reaches the final destination of self-actualization (defined as personal growth and fulfilment), and is it possible to reach the destination. 
On the other hand, Dr. Clare Graves claims there is no final destination and the quest is never ending. He introduced a theory important for understanding problems in education and society in general, called The theory of Levels of Human Existence (1971), which he summarized in this manner: „Briefly, what I am proposing is that the psychology of the mature human being is an unfolding, emergent, oscillating spiralling process. Human development is an open-ended process, with no end in sight but capable of continual growth. At each stage of human existence the adult man is off on his quest of his holy grail, the way of life he seeks by which to live.“ People and nations, however, do not automatically move up the spiral from one level to the next. It is an ever increasing and widening spiral of development as people move through the various levels of bio-psycho-social complexity. Often people and societies can remain at one level of development their whole existence, and even achieve "self-actualization" at that level. Graves called these levels deep-level Value Systems, or what his students, Don E. Beck and Christopher C. Cowan, termed as vMEMEs, the little "v" standing for "values" or "value-MEMEs" (pronounced "vee-meems"). The term vMeme was first used in their book Spiral Dynamics: Mastering Values, Leadership, and Change (1996), which summarized the essence of Graves' research and theory. Consequently, Graves' theory is now called Spiral Dynamics, since a spiral vortex best depicts this emergence of human systems as they evolve through levels of increasing complexity. In that context, the Spiral is a continuum, not only a staircase with eight colourful steps, in which warm colours are used to refer to cultures focused on the individual while cool colours, alternating with the warm, refer to cultures focused on the collective. Their significance is only to identify the systems and has no symbolism beyond that.

Value Systems or vMEMEs can be compared to magnetic fields that attract or repel surface values or little memes-ideas, beliefs, behaviours that may or may not be compatible with one's basic value system. vMEMEs are systems in people, ways of thinking that determined human behaviour, but not types of people or fixed categories. 
Human nature changes as the conditions of existence change and so includes a capacity for new vMEMES to awaken without eliminating old ones. In that process new value systems are being created while the older ones stay with us. When a new system or level is activated, we change our psychology and rules for living to adapt to those new conditions. What moves someone from one level to the next is when old explanations and experiences no longer adequately explain one's reality as a result of changes in one's life conditions. It is important to emphasise that person can be at more than one memetic level in different areas of their life, even though one value system dominates their outlook. In other words, vMEMES coexist as mixtures. As C. Rosado neatly explains it: „...while their overarching vMEME may be a conservative Blue, especially in terms of family values and the school, in relation to their family they may be Purple (tradition-driven), at work they may be Orange (success-driven), in sports they may be Red (power-driven), and in relation to others they may be Green (people-driven), but their basic paradigm and way of seeing the world is still Blue (order-driven).“
Key points of Spiral Dynamics reminds us that human nature is not static or finite. As we live in a potentially open system of values with an infinite number of living modes available to us, there is no final state towards which we must all aspire. It is here where Graves differed with Maslow and most other psychologists. Before his death, Maslow told Graves that he was wrong in thinking of human development as a closed state. Therefore, there is no dilemma on how to perceive human development. The levels are open-ended, there is no final stage of development. Perhaps, the final goal can be perceived asymptotically – approaching to it but never fully reaching it, only strive to be as close as possible, until new paths of growth arise. 
3. Applicability of Spiral Dynamics in education
The new millennium brings new challenges in every aspect of human lives and so education is not deprived from it either. According to that notion, it is necessary to ask this question: What kind of leaders are needed now to address this exuberance of pressing issues and diverse value systems? In the book „Paradox of education“, eminent Croatian pedagogue Marija Bratanić writes that everything we implement through a school curriculum is in opposition with the child nature. The child is open, creative, dynamic and the educational system used to stereotype people and was detainable in their growth.

The theory of Dr. Graves will be here applied to align educational systems along an evolving spiral of human development which pulls from an interdisciplinary approach to learning, a bio-psycho-social framework. A grasp of Spiral Dynamics also enables teachers to recognize the diversity of learning styles and thus the different approaches to teaching. The challenges confronting education stem in part from the fact that administrators, faculty, staff, students, parents, and communities are at different levels of existence with conflicting and clashing Value Systems. Edwin A. Abbott, in his fictional classic, Flatland: A Romance of Many Dimensions (1884), describes "Flatlanders" as people unable to recognize the vertical, spiral structure of human development. Rather, they focus on superficial, horizontal differences and rigid categories. The result is a Flatlander perspective, a one-size-fits-all approach, inherent for much of education today. Failure to recognize this vertical dimension of education, the memetic spiral of human development, results in surface conflicts and a concern with solutions that are at best superficial for they do not get to root of the problem, the deep-level decision systems within. These operative vMEMEs guide all people's thinking and action. Depending on their operative Value System different students respond to learning in different ways, and the spiral educator will recognize this and employ different methods of instruction suitable to the different learning styles at the level of existence of the student. Spiral Dynamics offers a way of dealing with the deeper Value Systems that create and sustain these conflicting identities and development gaps in the curriculum. It does not replace traditional diversity training, it only goes beyond it. When teachers and students are at different levels of existence the result is that everyone sees Red and so the conflict protrudes. Solutions to the current problems our schools are experiencing cannot come from the same level of existence and operation where the problem is located. It means that the same way of thinking that created the problems we are experiencing cannot be the same way of thinking that solves those problems - today's problems are tomorrow’s solutions. The solution must come from above, from the higher level of development. To attain a more comprehensive level and penetrate beyond the limited human mental models, logic alone is inadequate. Hence, O’Connor and McDermott suggest a new way of thinking ‘beyond logic’, which includes combining of objective and subjective perspectives, circuitous thought, generative learning, mapping, reinforcing feedback etc. Surely, we do not need "flatlanders" who approaches decision-making with a one-dimensional practice. We also do not need teachers who are reserved, ones who operates only on the basis of one Value System and are unwilling to explore options other than those that conform to their own. A Spiral Leader is a person who is able to see the whole picture, the whole spiral of human differences and knows how to deal with the psychology of people at their respective levels of existence. 
We can ask the basic question - What is education? What we know now is that it is not information but transformation of individuals. Therefore, depending on their operative Value System different students respond to learning in different ways, and the Spiral Educator as a multimemetic person will recognize this and employ different methods of instruction suitable to the different learning styles at the students' level of existence. As C. Rosado points out: „Understanding where people are coming from and why is of a greater value to conflict resolution than what they simply say or do. The key question for educators is: "What kind of thinking prompted that kind of behaviour?" not just the behaviour itself. Thus, our struggle is not with human types, but with the memes within us that are at war.“
4. Implications of memetics in team building
In the following paragraphs we shall apply the principles of spiral development and memetics set forth above, to team-building, particularly in educational sector, considering the importance of collaborative activities in innovative educational approaches. We shall look into desirable features of education professionals that support sustainable learning communities. 
What needs to be brought to awareness is our role and place within the team as well as the vision and the mission of the team. Every team should answer certain questions, for example how can each member help in the missions and what will he gain in return. After those questions are answered, they need to be analyzed. What is important to discover is which memes are most frequently used and do those memes lead to progress or stagnation. That is the significance of memes in team education – to help bring to awareness what role to assume, which path of development to take, how to find best methods and technique for improvement. 
What is important to bear in mind is the fact that people who potentially constitute a team are at various memetic levels. Therefore, what each future team member has in mind in terms of what constitutes a team may be entirely different thing, depending on their operational Value System. Fortunately, most people tend to gravitate to those types of organizations that reflect their own operational Value System. This is because we as humans are naturally drawn to work environments, relationships, lifestyles, behaviour patterns, belief systems, worldviews, leadership styles, etc., which resonate with our dominant Value System, thereby enabling us to experience a comfort zone that gives us a sense of being “at home.” 
	vMEMES
	COLOR
	FOCUS
	TEAMS
	BASIS OF AUTHORITY
	EXAMPLE

	Level 7
	Yellow
	Self
	Connotative
	Functionality, mutuality
	Doctors Without Borders

	Level 6
	Green
	Group
	Sociocentric
	Equality of every person, consensus building
	Professional associations, faculty councils

	Level 5
	Orange
	Self
	Strategic
	Appointed, but can be manipulated through competition
	Golf, entrepreneurships

	Level 4
	Blue
	Group
	Denotative
	Top-down, legitimate authority, “one-right-way”, by the “book”
	Football team, many K-12 schools, conservative churches

	Level 3
	Red
	Self
	Gang
	Power, prowess, fear, coercion
	Urban gangs, demagogues, power-grabbing leaders

	Level 2
	Purple
	Group
	Clan
	Divine authority, based on tradition, little autonomy among “team”
	Amish, Roman Catholic Church

	Level 1
	Beige
	Self
	Band
	Need for survival
	Homeless, survival bands


Table 1: Spiral dynamics and team building, by Beck, D.E. and C. Cowan, in Rosado (2004b)
When referring to Spiral Dynamics, the practice of team building basically emerges from a Green value system which implies equality, justice, group harmony and community building. Since Green leaders value such an approach, they tend to think that it is indeed the best one when it comes to working with a team and decision-making. However, what constitutes a team very much differs, as do the basis of authority, all depending on the existing memetic level.

Referring to Table 1, we shall describe the team management approaches appropriate for different vMEMEs. Here we shall describe those management styles (‘colours’) that are conducive to team-building, omitting those that are not. 
The first level that values team building is Blue, at least it appears so on the surface. Beneath that surface Blue shows that what they value are actually set of commands based on legitimate authority. The "team" is lead by an authoritative leader who bases authority on interpreted guiding principles and procedures. Members know their place in the plan. People are given an opportunity to express themselves and give their opinions, however, at the end of the day, what matters is not what they think, but what the appointed person in authority says. Examples: football teams, hierarchical corporations, conservative churches, most K-12 schools.

Orange is success-oriented, competition-based, with a self interest-oriented attitude. Teams are strategic and competitive, not just inter but also intra. The leader sets goals for the team and is confident they can reach goals with light supervision. It is very important for the team to compete and win, however the leader may or may not share credit with the team. The focus is on individual achievement. There is little in such a system to foster collaboration, dialogue or respect. Examples: entrepreneurial dot.coms, independent ministries. 

Green is the comfortable home of team building. Because Green regards every opinion of equal value, it is concerned with giving every voice an opportunity of being heard. Green opposes authoritative Blue "team" framework, or stingy, unsharing Orange teams. Green teams, however, don’t have much tolerance for colleagues that do not value an egalitarian perspective, everyone playing by the same rules, nor those who do not appreciate the value of teams. Green is the archetypal flatlander pushing a monomemetic worldview, and can thus be rather exclusive of others who are not inclusive. It values harmony and equity above everything else. Examples:

Professional associations (lawyers and medical groups), faculty councils, ministerial groups.

Yellow represents the purest Value System of team building. Yellow values ambiguities, meaning different contexts which require different solutions. All members of the team see big picture and creative, original solutions to problems are welcome. Leadership of team is passed around to the most appropriate person for the task at hand according to their ability and all team members can follow or lead, as needed. In an unusual turn of events, Yellow with its multimemetic thinking system can perceive which "team style” is needed in a particular circumstance outside Yellow. Yellow recognizes the value and contribution of each level and knows when and how to intervene. This is because the concern of Yellow is with the health of the entire spiral. Its authority is based on functionality and mutuality, with a high tolerance for ambiguity. Individualism that safeguards the well being of the entire spiral is the essence of Yellow. Example: Doctors Without Borders. (Rosado, 2004)
With all the advantages that team has to offer, there are some drawbacks as well. One of them is the fact that not everyone contributes to the worthwhile cause of the group. Teams can sometimes hide a „free rider“. These are people that want all the advantages and privileges of belonging, without doing any of the work. And because Green values the person (as opposed to Blue that values the system and Orange that values the self), it respects people’s choice not to contribute, giving rise to the free rider. Thus, team building for some is a positive approach to leadership. For others it is the worst and most inefficient way of getting things done. Those people are mostly so called flatlanders who do not understand the vertical dimension of team building, since they operate exclusively from a horizontal perspective. The result is a monomemetic approach to leadership and management, where the person is focused on one memetic level, usually their own, and believes that effective leadership is one where all persons are treated the same. Thus the need for “spiral leaders” and “spiral educators” who are multimemetic is unquestionable. 
Finally, what a good leader should also possess in the years ahead is a highly developed spiritual intelligence (SQ). Spiritual intelligence is defined by Zohar and Marshall (2004) as „the intelligence with which we address and solve problems of meaning and value, the intelligence with which we can place our actions and our lives in a wider, richer, meaning-giving context, the intelligence with which we can assess that one course of action or one life-path is more meaningful than another.“ That type of intelligence is essential in today’s world of lost values and beliefs. The society is spiritually underdeveloped and that might be the only way for the leader to inspire others, the team members. Self-actualization, the very goal of human development, as well as of everything mentioned above, is unthinkable without having spiritual intelligence fully developed.
Conclusions

In order to grasp the interconnectivity of knowledge in a world of increasingly dynamic complexity, educational experts and practitioners need to develop individual approaches to learners as well as promote collaborative team work methods. With the help of multimemetic, spiral dynamics thinking perspectives, it is possible to strive towards designing innovative learning and teaching approaches, integrating spiritual intelligence and achieving excellence in educational outcomes both at the level of the individual as well as that of the society. 
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