Partnering Through Change

What practices have helped you to navigate change?



Four Ideas about Change

»

Elephant, Rider,
and Path Cycle
)
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Dealing with Growth
Kryptonite Mindset



Elephant, Rider, Path

Rider
Rational / decisional

Elephant
Emotional processing

Path
External environment

Source: Video. Based on the book Switch, How to Change when Change is Hard, by Chip and Dan Heath.


https://www.youtube.com/watch?v=X9KP8uiGZTs

Elephant, Rider, Path

What part feels most
challenging right now?

o Rider

Rational / decisional

‘ Elephant

Emotional processing

O Path

External environment




Elephant, Rider, Path

Questions to Explore

Give Direction to the Rider

What might our destination look
like?
What is clear? Unclear?

Motivate the Elephant

Where are we feeling stuck?
What would help us move forward?

Shape the Path for Easy

Progress
How can we clear the path?
What are small steps?




EMOTIONAL STATE / ACTION

How We Process Change

STAGE 1: ENDINGS STAGE 2: TRANSITIONS STAGE 3: NEW BEGINNINGS
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DENIAL
It's a natural reaction to look
for evidence that isn't true.

FRUSTRATION ENGAGEMENT
When it becomes clear that the From here, it's onward
change is real, frustration sets in and upward!

and sometimes leads to anger

DECISION

After accepting reality and tentatively
engaging with the new situation, most
people decide to just go with it.

SHOCK
For many, the first reaction
to change is panic.

DECISION EXPERIMENTAL

At some point, people put a
toe in the water and engage
with the new situation

DEPRESSION
Low mood, low energy

TIME

THE KEYS TO ENGAGEMENT

References: E. Kubler-Ross 1969; changecycle.com



Energizing Exhausted Brains

« Recognize what we can and
cannot control

» Stepping away
« Self-care

« Care for others: “What do
you need right now? How
can | help?”

Optional Homework: Working Through
Change Self-Reflection



Dealing with our Kryptonite

When change is especially hard, or hits close to home, we (and our partnerships)
can get “stuck” in persistent thoughts or negative narratives.
How can we shift the story to move ahead?

Learn from past success

Leave negativity aside

Let go of yesterday

Listen to your vision

Lead with action




EMOTIONAL AGILITY
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COMPASSION
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Your story doesn’t dictate your next step. You do. What are you going to choose?

SUSAN DAVID



Peer to Peer

1) Where are we
feeling “stuck”?

2) What might help us
get “unstuck”?

3) How are we and
our partners
preparing for
change?




Preparing for Partnership Transitions

* Check in with peers and
partners

Supervisor

* Finance, G&A, Contracting

* Document important
relationships

Contact, roles, history, vision
Commitments and schedules
Agreements or procedures
Project materials

Communications strategy

USFS Handover Memo

NATIONAL CONSERVATION

FOREST CONNECT

A leamning network for collaboration

Tool: Forest Service Handover Memo

Summary Handover Memo Eases FS Staff Transitions

The Forest Service's hand- . 2 G -
The challenge of rotating Forest Service line officers is a well-
over memo process ena- : : : .
% known barrier to community and forest-level collaboration. It takes
bles an outgoing agency : 2
R J time to dm'vlnp g,nod I‘l’hfIOH\‘hl]‘S, and when a key agency contact
leader to share infor- ; . ; ; o : :
i 3 X is transferred, a collaborative effort can stall out while community
mation with their replace- : i :
members establish rapport with the new person.

ment. The memo docu- i : o
In 2006, (former) Chief Dale Bosworth issued a directive to For-

ments important relation-

5 % est Service employees to use a leadership transition process when
ships and collaborative :

leaving their post. Specifically, he asked those in key leadership

i positions-- Forest Supervisors, District Rangers, Research Program

Keys to Success Leaders, State and Private Forestry field representatives, and Staff

Written documentation of Directors at national and regional levels who work extensively

collaborative efforts and with partner and cooperator networks-- to prepare a handover

key community relation- memo for the incoming employee.

ships, consistent use of the In the handover memo, the outgoing agency leader provides
——handovermemotoolbv___ | _information critical for the new person to be successfulindoing



Listening Tours with Partners and Peers




Additional Resources

* Homework: Working Through
Change Self-Reflection

* Handover memo

* Transforming through Crisis:
Building Tomorrow’s Organization

Today, by Carina

* Coaching People

Change Curve, by Brad Gentry

Transforming through crisis: Building
tomorrow’s organizations, today
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Working Through Change Self-Reflection

Consider the change cycle below, as you reflect on a change you are going through

STAGE 1; ENDINGS. STAGE 2: TRANSITIONS STAGE 3: NEW BEGINNINGS
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Coaching people through the Change Curve
Contributor: Brad Gentry, Licensed Practitioner and LP Mentor

&)insights

The Change Curve is a popular and powerful model used to
understand the stages of personal transition and organisational
change. It helps you predict how people will react to change, so that
you can help them make their own personal transitions, and make
sure that they have the help and support they need.

Parsonality underpins how people will respond

to change. So, understanding the differences in
personalities allows leaders, managers and coaches
to predict how different personality types are likaly
to respond to a situation or change, and then to
deploy the comact leadership style or coaching style
in order to smooth the transition from resistance to
accaptance. This approach works equally well for
individuals, teams, and organisations.

The fact is that organisations don't just change
because of new systems, processes or new
organisation structures. They change because the
people within the organisation adapt and change
too. Only when the people within it have made their
own personal transitions can an organisation truly
reap the benafits of change.

Personality and response to change
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