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One Good Thing

Pairs, five minutes

> Introduce selves

» Take a moment to identify one good thing that has happened to you, or that you
have been part of this week. A highlight moment

»Share with colleague and listen to their story

»Be curious, help each other expand on the story if time, to relive it fully.
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Experiences of planned change processes

Group of four, 5 minutes

»Have you ever felt disempowered during a change implementation
process?

»If no, what made it possible for you to feel empowered and
proactive?

»If yes, how did you cope or respond?



WHAT CAN HAPPEN DURING PLANNED CHANGE
IMPLEMENTATION PROCESSES

> Fall into passivity and reactivity
» Declining motivation and focus
» Lack of focus and direction

» Lack of forward planning

» Disempowerment
» Demoralisation

People get stuck, teams get stuck, the change
implementation gets stuck
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Change of approach needed for wicked
problems

Diagnostic Dialogic
* Creating detailed plans

* Problem solving

* Directing

* Having Answers

* Monitoring

* Fault finding

 Rigid control of plan breaches




Appreciative Inquiry is Good for Wicked P°r6.bl.ems Bé'cé'ug,e Vg

It embraces and works with the psychology of the
people and their social system

It calls on all human resources, not just the cognitive

Its embraces complexity — seeking only sufficient
commonality to make sense and go on

It works with voice and story and change in the
psycho-dynamic space
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* People were having to re-apply for their jobs

By the time |

* People were demoralised and demotivated

g0t involved * HR asked me to design an intervention both
for the staff and, separately, for the
management

* And, they said, we couldn’t use the word
‘change’




Supporting Teams through challenging times
The Challenge

Two Hour Workshop

How help them help their teams

* Focus on what they could influence not what
they couldn’t

* How to energise and motivate their teams —
creating pull motivations

How to continue to offer effective leadership
through periods of turbulence

How to create and maintain a positive work
atmosphere in the face of difficulties and
challenges

How to access team resources to help create
resilience and optimism



Supporting Teams through
challenging times:
What we did together

* Thought about and explored what happens to
people during change

e The priorities of leadership during change

* The group’s stories of leadership and identified
their leadership strengths

* How to extend the idea of working with strengths
to their teams

* How to maintain morale through the creation and
re-creation of positive mood states




A specific
example of
what
happened
in the
workshop

@

&

One team was facing closure

Short time refocussing the definition of the team’s
objectives and success criteria

Jettisoning old definition of success reduces feelings of
failure

Creation of something positive to work towards




[
Making ,
sense of the

fO rthCOm I ng e How will it impact my work?
challenges » How can | positively affect

my experience and that of
my colleagues around me?

e \What will be different?




Changing the
Story

The managers don’t tell
us what’s going on

The first question ‘what
will be different?’
released an avalanche of
stories of bad
management

They are all too busy to
talk to us

They aren’t doing this
L ELCRVEN

Has this always been the case, or is the
experience you are describing more recent?




It wasn’t like this
when it started

How was it when it

started?
It was very
consultative

What has changed
recently?

» We moved the story away from the managers’ personal failings towards the force of circumstance
» This created hope
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Applied Appreciative Inquiry

* VVolunteerism

* Co-creation

* Positivity

e Strengths

* Hope and optimism
* Pro-activity

* Story and Choice

* Amplifying success




Top Tip Take-aways

* Focus on what you can influence and help others do the same

* Attend to the stories being created about change and people

* Create and recreate states of positive affect

* Create, amplify and enlarge a state of hope and choice

* Co-create ideas for the future and ways forward with others

e Start where people are at and move to more productive place

e Use your attention as a resource, re-direct the attention of others

* In these situations, your role as a leader is to ask the questions that
will make a difference
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ThePositivePsychologyShop.com
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you create a positive and flourishing
organization with your colleagues.

Sarah Lewis

SARAH LEWIS

Al g
@S

Two Weeks > 6" Nov

Positive

POS'T'VE Psychology
PSYCHOLOGY at Work
AND CHANGE il occrane

How Leadership, Collaboration and Appreciative ’ — -
Help people tell their story with this wide range Inquiry Create Transformational Results LR ArS 1816 S

] - Sarah Lewis —
o, chm Yo - Sarah Lewis agement
e

\

Using Al to facilitate organizational
development

W
Twenty inspiring quotes and . ° d (S TS
twenty-five stimulating questions with T ot‘v ate e$ < -
clear explanations of the model and the N § m o
principles to support you in delivering > Q .me\\s
your Appreciative Inquiry event. - i %Q
WILEY Blackwell N A\ e
@WILEY-BLACKWELL \ O
Y -

appreciating change




