Are You Good at Change?
You can be good at skiing, maths, or sculpting, but can you also be good at change?
Some people certainly seem to face change better than others. Ever wonder why
some people aren’t fazed by big changes, but others get frazzled if there’s the slightest
shift in their daily routine? How well do you handle change? Take this quiz and find out!
1. Change makes me feel:
1.
2.
3.
4.

Lonely and unlucky.
Uncertain, but excited about what lies ahead.
Paralyzed and afraid.
Hopeful and inspired.

2. When faced with a challenging change, like losing my job or receiving bad
news from the doctor, I:
1.
2.
3.
4.

Try to find the positive in the situation.
Cry, scream, and then hide out in bed.
Call a trusted friend.
Eat excessive amounts of something chocolaty.

3. When I think of all the changes I would like to make in my life, like getting
in shape, going back to school, or improving my relationship with my
spouse, I:
1. Remember how many times I’ve tried and failed before.
2. Focus on one but never seem to get very far.
3. Begin them all enthusiastically on January 1st and am back to my old self by
the time March rolls around.
4. Visualize exactly what I want to happen, create an action plan and start moving
forward.

4. When I decide to make a major change, like leaving an unfulfilling
relationship or moving to a new city, the first thing I do is:
1.
2.
3.
4.

Seek out others who have gone through similar changes.
Feel overwhelmed by the work that lies ahead.
Find books and web sites that can help.
Think about all of the reasons why I’ll probably fail.
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5. When I think back to the changes that I’ve already been
through, I:
1. Recognize how each one brought something positive into my
life.
2. Feel as if others have experienced more than I have.
3. Am impressed with all that’s happened in my life.
4. Wish that I had handled them differently.
6. When I tell others about a difficult change that’s come into my
life, I:
1. List the many reasons why I think it has happened.
2. Outline a clear plan for moving through any pain or suffering that I may be
experiencing.
3. List all of the reasons why it will never get better.
4. Feel overwhelmed, but capable of moving forward.
7. My friends would probably say that I:
1. Can handle any change that comes my way and am unafraid to initiate changes in
my life.
2. Avoid change at all costs.
3. Become angry and depressed when faced with change.
4. Have a generally positive attitude and try to accept change.
8. When I feel stuck and unsure during change, I:
1.
2.
3.
4.

Go for a run or take a yoga class.
Sleep…a lot.
Write in my journal and listen to some soothing music.
Watch TV or drink alcohol.

9. When faced with change or hoping to initiate a change, I take some time to be
quiet and look within:
1. Never—who has time to be quiet?
2. Rarely—quiet alone time is a luxury.
3. Sometimes—I can find a few minutes for myself right when I wake up or before
drifting off to sleep.
4. Often—I take a long walk or meditate several times a week.
10. When something changes in my life, I:
1.
2.
3.
4.

Long for things to be as they once were.
Accept the change and work to move through it.
Get angry at life for making things harder.
Feel as if I’m being protected.
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Scoring Key
Add up the points for each question to find your change quotient.

1. Change makes me feel:
1. Lonely and unlucky. 2
2. Uncertain, but excited about what lies ahead. 3
3. Paralyzed and afraid. 1
4. Hopeful and inspired. 4
2. When faced with a challenging change, like losing my job or receiving bad news from the
doctor, I:
1. Try to find the positive in the situation. 4
2. Cry, scream, and then hide out in bed. 2
3. Call a trusted friend. 3
4. Eat excessive amounts of something chocolaty. 1
3. When I think of all the changes I would like to make in my life, like getting in shape,
going back to school, or improving my relationship with my spouse, I:

1. Remember how many times I’ve tried and failed before. 1
2. Focus on one but never seem to get very far. 3
3. Begin them all enthusiastically on January 1st and am back to my old
self by the time March rolls around. 2
4. Visualise exactly what I want to happen, create an action plan, and
start moving forward. 4

4. When I decide to make a major change, like leaving an unfulfilling relationship or
moving to a new city, the first thing I do is:

1.
2.
3.
4.

Seek out others who have gone through similar changes. 4
Feel overwhelmed by the work that lies ahead. 2
Find books and web sites that can help. 3
Think about all of the reasons why I’ll probably fail. 1

5. When I think back to the changes that I’ve already been through, I:

1. Recognize how each one brought something positive into my life. 4
2. Feel as if others have experienced more than I have. 1
3. Am impressed with all that’s happened in my life. 3
4. Wish that I had handled them differently. 2
6. When I tell others about a difficult change that’s come into my life, I:

1. List the many reasons why I think it has happened. 2
2. Outline a clear plan for moving through any pain or suffering that I
may be experiencing. 4
3. List all of the reasons why it will never get better. 1
4. Feel overwhelmed, but capable of moving forward. 3
7. My friends would probably say that I:
1. Can handle any change that comes my way and am unafraid to
initiate changes in my life. 4
2. Avoid change at all costs. 1
3. Become angry and depressed when faced with change. 2
4. Have a generally positive attitude and try to accept change. 3
8. When I feel stuck and unsure during change, I:
1. Go for a run or take a yoga class. 3
2. Sleep…a lot. 2
3. Write in my journal and listen to some soothing music. 4
4. Watch TV or drink alcohol. 1

9. When faced with change or hoping to initiate a change, I take some time to be quiet and look
within:

1. Never—who has time to be quiet? 1
2. Rarely—quiet alone time is a luxury. 2
3. Sometimes, I can find a few minutes for myself right when I wake up
or before drifting off to sleep. 3
4. Often—I take a long walk or meditate several times a week. 4
10. When something changes in my life, I:
1. Long for things to be as they once were. 1
2. Accept the change and work to move through it. 3
3. Get angry at life for making things harder. 2
4. Feel as if I’m being protected. 4
Total Score

How to Interpret Your Score
32 - 40 points - Change Optimist
Change isn’t something you handle; it’s something you seek out! You welcome every change
that comes into your life, even the tough ones, believing that each one serves a purpose and
will eventually lead to good. You don’t waste time looking back at the way things were, instead
you accept your new circumstances and wonder what’s around the next corner.
21 - 31 points - Change Agent
Change is a familiar friend. Though you don’t always have the time to give it the attention it
deserves, you accept the changes that life hands you and feel confident in your ability to
initiate changes when necessary. You also understand that you never need to be alone when
going through change. There are always people and resources that can help.
11 – 20 points - Change Explorer
You’re not opposed to change, but it’s not something you welcome, either. When a difficult
change comes up, you tend to hide or ignore what’s happening instead of accepting the
change and working to move through it. Remember that from every change, even the most
challenging, something good will always come. Keep moving—take a walk, clean the house,
write in your journal—action helps dissipate the anxiety and tension that can arise during
change; seek the help of others; and use empowering language to describe your change.
Each one of these steps will help to make your journey through change less stressful.
1-10 points - Change Novice
You don’t like change. In fact, you’d even say you hate it. You’re not alone. Many people find
change difficult and feel isolated, misunderstood, and generally unlucky when changes come
their way. But now is the perfect time to create a different belief system about change. The
next time you’re faced with change, instead of asking, “Why me?” ask yourself if this change
could be protecting you from something or helping you grow in some way. And, though it’s
tempting to curl up in a ball and hide during change, it’s essential to seek out help from
others—there are friends, family, colleagues, clergy members, support groups, and therapists
available to guide you through change.
Source: http://images.barnesandnoble.com/pimages/resources/pdf/Change_Quiz.pdf
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Quotes on Change
If you want to build a ship, don’t drum up the men to gather wood, divide the work, and give
orders. Instead, teach them to yearn for the vast and endless sea.
Antoine de Saint-Exupery, Poet, Aviator, Writer
Society honors its live conformists and its dead troublemakers.
Mignon McLaughlin, Journalist and Author ‘Neurotic’s Notebook’
Leaders are visionaries with a poorly developed sense of fear and no concept of the odds
against them. They make the impossible happen.
Dr. Robert Jarvik, Scientist , Researcher, Inventor of the Jarvik-7 Artificial Heart
Perhaps we cannot raise the wind. But each of us can put up the sail, so that when the wind
comes we can catch it.
E.F. Schumacher, Economist, Statistician, Author ‘Small is Beautiful’
It is not the strongest of the species that survives, nor the most intelligent that survives. It is the
one that is the most adaptable to change, that lives within the means available and works cooperatively against common threats.
Charles Darwin, Naturalist, Scientist, Author ‘On the Origin of Species’
All Above quotes from: http://www.cruxcatalyst.com/crux-quotes/
We cannot seek achievement for ourselves and forget about progress and prosperity for our
community... Our ambitions must be broad enough to include the aspirations and needs of
others, for their sakes and for our own.

Cesar Chavez
Without leaps of imagination, or dreaming, we lose the excitement of possibilities. Dreaming,
after all, is a form of planning. Gloria Steinem
http://www.brainyquote.com/quotes/quotes/c/cesarchave132536.html?src=t_progress

Which ones are you drawn to?

5 Quotes on Change
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Consider this…
Return to the information about Servant
Leadership in Topic 1.

1. What would Servant leaders keep front of mind when
managing change situations?

2. Where have you seen a change process managed really well?

3. What were some of the characteristics of the leader in that
situation?

5 Consider This…Servant Leadership and Change
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Knowledge doesn’t equal understanding
When it comes to change, just because people know about it, doesn't
mean they can embrace the change.
Watch the following 8 minute video:

http://ed.ted.com/featured/bf2mRAfC?utm_source=TED-Ed+Subscribers&utm_campaign=b79d1f90ed2013_09_219_19_2013&utm_medium=email&utm_term=0_1aaccced48-b79d1f90ed-47751105

Follow hyperlink above or type ted ed the backwards brain into your search engine
•

How long did it take you to learn how to ride a bicycle?

•

How long do you think it would take you to un-learn how to ride a bicycle?

•

Is it true that you can never forget how to ride a bicycle?

•

How do these biases in your brain actually work?

After you’ve seen the video, consider:
1. How does knowing a little more about brain plasticity affect the way you
approach change in your Conference or Region?

2. What changes might you make, and/or new practices might you try to engage in
as you explain change to others?

5 Consider This…Knowledge Doesn’t Equal Understanding
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Think about a recent experience of change you been part of
and have a look at this picture and the diagram on the next page…
1. Were these responses
present in your experience?

2. What strategies do you
or others use to manage
change?

https://veristat.wordpress.com/2015/07/27/theultimate-guide-to-dealing-with-change-in-theworkplace/

5 Responses to change
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Different Responses to Change
http://www.businessballs.com/freepdfmaterials/fisher-transition-curve-2012bb.pdf
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Consider
this…
1. Think about an experience of change you had in your life that
you would say you managed well or fairly well. It can be
recent or long ago.
What personal characteristics assisted you to get through that
change? E.g. patience, sense of humour, previous experience of change, etc…

2. Consider a time when you helped others or were part of a
group experiencing a change.
What aspects of guiding or being with others through change
did you find most difficult? Some examples:
•
•
•

Communicating the reasons for the change;
Dealing with negative people,
Staying firm and pushing ahead in face of resistance

5 Consider This…Getting through Change

V1_15072016

7 Real Reasons Why People Resist Change and
Tips to Help Them Embrace It
1. “I’m too full of emotion and fears to think about it.”
If people had a way to audit their emotions regarding the change (the negative, interesting, to eventually,
positive), they would be able to move through their various feelings.
2. “This has all come as a huge shock.”
Communicate information to all areas within the Society in order for no one to feel isolated from the news.
3. “I’m scared of the transition, not the idea.”
Life before a change is known, structured, proven, and certain. Change often feels unknown and
uncertain. Everyone is scared of something and people may believe that their fear can lurk in this future
change. However, there are foreseeable, predictable things that we should name in order to ease
people’s fears. Lack of communication often leads to imagining the worst possible scenario.
4. “I don’t know how big of a deal this change really is.”
People can lump change into four categories:
•
•
•
•

Things we could do before the change and we can still do; essentially, what won’t change.
Things we couldn’t do and still cannot do
Things we used to be able to do but cannot now
Things we couldn’t do before but can do now

5. “I don’t see how I fit into any of this.”
It is critical for people to have authorship versus ownership with the change - they have to feel the impact
of designing it themselves.
6. “I feel like I have no say in what
happens.”
One has either the choice to close
one’s mind OR give change a fair
chance that can possibly make a
difference.
7. “I’m fed up with phony change.”
People want genuine change, not a
repackaged way of branding
something that has not worked prior.
Are people being invited in to make the
future brighter? Or are they
just being forced to make the change?
People want to make a difference, and
will do so if they see the authentic,
greater good for the future.
Reference: These are notes written by blogger, ‘sagobig’, about a Ted Talk given by Jason Clarke in Perth, December 2010
https://www.youtube.com/watch?v=vPhM8lxibSU
Source: https://studentaffairsgobig.wordpress.com/2015/09/17/is-it-possible-to-embrace-change/
5 Seven Reasons People Resist Change
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Why Change Efforts Fail
One very good way of looking at
how to make change happen
successfully is to look at
unsuccessful changes and see what
went wrong. John Kotter (author
and thought leader on change)
looked at a large number of
unsuccessful changes and created
this list of reasons why change fails.

Kotter's eight reasons for failed change are:
1.

Failing to establish a strong enough sense of urgency
People have to believe that change is genuinely necessary; otherwise the change
process will be too painful to bother.

2.

Not creating a powerful enough guiding coalition
Weight is needed to push change through against resistance from others.

3.

Lacking a vision
Change efforts fragment if individuals create their own vision, or just abandon it
because they don’t know where they’re going.

4.

Under-communicating the vision
By a factor of ten or more. No matter how much executives believed they had told everyone
what was going on, most people still didn’t know.

5.

Not removing obstacles to the new vision
Obstacles may be as large as organisational structures that undermine changes to the
way it works, or as small as one person who is operating in a way that undermines the
new vision. Without removing the obstacles, change will halt.

6.

Not systematically planning for and creating short-term wins.
Everyone needs to see some success early on. If they don’t, they will lose heart and
give up the change process.

7.

Declaring victory too soon
Leaders of successful change use short-term wins to drive the organisation towards larger,
more difficult changes. Don’t declare victory too soon or everyone will relax.

8.

Not building the changes into the organisation’s culture
Until they become part of ‘the way that we do things round here’, the change will not
‘stick’.

These eight reasons for failed change resulted in Kotter’s Eight Step process of
change in organisations – that is, the errors reversed to the positive. Next page…..
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John Kotter's eight step model for leading change is probably one of
the best known and used guides for change in organisations.

An Overview of John Kotter's 8 step process
Steps

Transformation Suggestions
•

1. Increase urgency

•
•
•

2. Build the Guiding
Team

3. Get the Vision
Right

4. Communicate for
Buy-in

5. Empowering
Action
6. Create short term
wins

7. Do Not Let Up

8. Make Change
Stick

Identify and discuss crisis, potential crisis, or major
opportunities
Provide evidence from outside the organization that change
is necessary
Examine market and competitive realities

•

Assemble a group with enough power to lead the change
effort
Attract key change leaders by showing enthusiasm and
commitment
Encourage the group to work together as a team

•
•

Create a vision to help direct the change effort
Develop strategies for achieving that vision

•
•

Build alignment and engagement through stories
Use every vehicle possible to communicate the new vision
and strategies
Keep communication simple and heartfelt
Teach new behaviors by the example of the guiding
coalition

•

•
•
•
•

Remove obstacles to the change
Change systems and / or structures that work against the
vision

•
•

Plan for and achieve visible performance improvements
Recognize and reward those involved in bringing the
improvements to life

•
•

Plan for and create visible performance improvements
Recognize and reward personnel involved in the
improvements
Reinforce the behaviours shown that led to the
improvements

•
•

Articulate the connections between the new behaviors and
corporate success

Source for this table: http://www.change-management-blog.com/2009/07/change-model-3-johnkotters-8-steps-of.html

5 Why change efforts fail and Leading Change
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Warning!
In any change process, and indeed in any organisation, there are aspects that are
visible, and ‘on the table’, such as plans, structures and written agreements.
There are also a whole lot of other aspects ‘under the table’, also known as hidden
agendas. These include office politics, insecurity, and resistance to change,
organisational culture and people issues.
These hidden aspects are usually much bigger than the aspects on the table and, if
not identified and addressed, will often derail the change process.
With hidden agendas it is helpful to ask lots of questions and listen carefully to the
answers, also taking note of the non-verbal communication.

Facilitated Conversations
Change management is often assisted by facilitated conversations on both a large and
small scale is an essential skill.
You may wish to experiment with techniques such as World Cafe and Open Space.
Think of the way that often at meetings or planning events the good ideas and new
understandings seem to emerge in the breaks. The role of a facilitator for World Cafe or
Open Space is to provide the space, set out the very few guidelines, and then allow the
conversations to develop. The participants take responsibility for making things happen.
These techniques are very strong where a clear vision for change needs to be developed,
because they allow a vision to build from the bottom up. They are also useful at the point
at which some change has happened, but more is needed, to find ways to drive the
change and harness the momentum.
And the principles can be used for encouraging conversations more generally: whoever is
having the conversation is the right people, whenever it happens is the right time, and it is
no use wishing that anyone else was there!

And Finally…
Remember, small steps and quick
wins are much easier for people to
comprehend and accept than large
changes and no joy. Change takes
time. Skipping steps will only result
in delays or even stopping change
process later.
http://www.skillsyouneed.com/lead/implementing-change.html
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Could conflict be good for a

change?
Like a duck that looks calm from the surface yet
paddles furiously under water to stay in motion, a
group that appears outwardly peaceful could just be
hiding conflict where no-one can see it, and if you
cannot see it, you cannot address it.
When conflicting ideas are hidden, the result can be passive-aggressive behaviours,
indicated by:
• Sarcasm and gossip
• Procrastination
• Persistent bad attitude, resentment, moodiness
• Slow decision-making
• Poor risk identification and management
• Members coming to you individually to discuss things that should be
raised in meetings
• Slow implementation of change
This can lead to lack of trust, poor communication, animosity and resistance to change.
As a leader, change is influenced by you. Your personal approach to conflict or
change will impact how it is managed. Refer to Conflict Styles in Topic 4 of this kit.
Below are some tips to foster ‘productive conflict’ so you can champion positive change.

1. Establish a dynamic that encourages positive conflict in your meetings
•
•
•

A special meeting can be a great way to begin this process. Refer to the resource
Running Effective Meetings in Topic 2 of this kit and Suggestions for Handling
Conflict in Meetings in Topic 4.
Let everyone know that you welcome conflict because it will lead to better
decision making and ultimately embrace the change.
Help people feel comfortable disagreeing openly to change in the meeting. Thank
them for raising the issue, and ask everyone to provide input.

2. Invite dissenting opinions into the meetings
•
•

Before wrapping up any discussion in a meeting, consider if there’s anything
pertinent that hasn’t yet been brought up.
Before making a decision that affects the change about to happen, ask:
‘What you could consider further to improve the quality of the decision?’
‘What are the counterarguments?’
‘What might cause you to revisit the decision after it’s made?’

1
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•

•

Support any expressions of dissent (you are
supporting the right to disagree; you are not
supporting what the other person has said).
If you disagree with someone, you might say:
“I didn’t consider that as a possibility – can
you explain your reasoning?”

•

By supporting people’s expressions of
disagreement, they’ll feel more comfortable
raising their concerns directly in future.

Dissenting opinions can slow down decisionmaking, but if someone is unhappy about a
decision and feels their concerns haven’t been
heard, it will impact the change needed and
consume a lot more time and energy later on.

3. Address suppressed conflict when you see it
•

Draw attention to passive-aggressive behaviour when you see it.

•

If you notice someone rolling their eyes, or visibly withdrawn in a meeting, let
them know you’ve noticed, and ask with genuine concern,
“Your expression indicates you disagree. Would you like to say why?”
OR
“What are your thoughts about this discussion or change?”

•

If members are using sarcasm to directly discuss conflict, allow them to have a
laugh if need be, but steer the discussion back to the point as soon as you can:
“I get the sense we’re using humour to evade a serious discussion – what’s
making this conversation difficult?”

•

If people are still coming to you after meetings to quietly complain, ask:
“Why didn’t you raise this concern in the meeting?”
“What are you hoping to accomplish by mentioning this outside the meeting?”

If someone tries to revive a closed discussion or readdress a decision made in apparent
unanimity, ask if there’s any new information that demands revision. Firmly state that the
decision would need to be put to the whole Conference or Region again.

What practical steps can you take to create an environment
where dissenting opinions are encouraged?

Reference: This post is based on an article originally published by Harvard Business Review:
http://www.nfppeople.com.au/2016/02/why-you-need-to-encourage-more-conflict-in-your-team/#sthash.vr9zEzBu.dpuf
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Leading Change through Polarity Management
Polarity Management is a practice that differentiates a problem to solve from a polarity
to manage. Polarity management stops you focusing on one pole as the problem and
the other as the solution to valuing both poles, getting the best out of both poles while
avoiding the limits of either.
A polarity is an interdependence between two ends of a continuum where both ends
represent opposites that need to exist to ensure long term success. Take breathing as an
example: inhaling oxygen is good and exhaling oxygen is good: we need to manage both.

Polarities are interdependent opposites which function best when both are present to
balance with each other. Common polarities include:
•
•
•
•
•
•
•
•

Individual and team
Clarity and flexibility
Stability and change
Task and process
Planning and action
Critical analysis and encouragement
Action and reflection
Centralisation and decentralisation

A polarity map identifies the upsides and downsides of each pole, resulting in a whole
picture of the polarity to be managed.

Q: Why consider polarity mapping?
A: Two thirds of change efforts fail

5 Leading Change Through Polarity Management
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1. Choose a polarity from the list below that you can relate to.
2. Name the "upside" and "downside" of each choice.
3. Consider specific actions you can take to keep a balance and experience
the upside of both poles.

Governance / Structure / Leadership
Decentralised and Centralised
Hierarchy and Mutuality
Effectiveness and Efficiency
Empowering and Directing
Listening and Talking
Personal Life Examples
Work Life and Home Life
Focus on Self and Focus on Others
Planning and Action
Corporate Life Examples:
Stability and Change
Competition and Cooperation
Focus on Relationships and Focus on Task
Focus on Team and Focus on Individual
Focus on Short Term and Focus on Long Term
Managing Costs and Providing Quality

Originally accessed at: www.polaritymanagement.

5 Leading Change Through Polarity Management
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How to use the Y Chart
The Y Chart is a helpful exercise when considering your ideal future or present. It is a fairly brief
exercise which gets participants engaged and focussing on what they want rather than what is
wrong. It has been used as an opening exercise in Society planning and renewal events to invite
participants to consider what we aspire to.

V1_15072016

Thanks to Ian Colley for sharing this resource with us. http://www.makestuffhappen.com.au/

5. Discuss what you notice and what it means for you.

4. Continue until all the participants’ contributions have been added to the Y chart.

People can make as many contributions as they like.

3. Each person puts their post in notes in the appropriate part of the circle. Group
members discuss and ask for clarification as needed throughout the exercise.

2. Invite people to write on post it notes what they think the ideal would ….

Look like?

Sound like?

And feel like?

1. For a group, transfer the Y chart onto large
paper (pictures are poster size)

What to do

You can do it as an individual exercise or group.

The samples pictured are the outcome of a group exploring, “What do we want our conferences to
look like, sound like, and feel like?”

5 Y Chart






Step 1 – Reflect

Step 2 – Plan

What Initiative

Investigate the opportunities and talk to
potential partners.

Get clear about the specific action you
want your new group to take.

How will the new initiative complement
the work of existing conferences?

Who – invite members willing to champion
a new initiative to support you.
Where - find a venue to convene people.
When – look at how you can make it
flexible / convenient for people to convene.

Be clear about the qualities and skills you are
looking for in your new members.
Decide how and where you want to recruit.
Respond quickly to interested volunteers and
keep them engaged right away.

Step 3 – Recruit new members








Taking Renewal Action – Step by Step Guide

Step 5 – Nurture new leaders






What do you what to achieve by starting a
new renewal initiative?
 Better meet the needs of your community?
 Recruit new members?
 Engage young people?
 Grow your leaders?
 Inspire your conferences to try something
new?
What are the needs and opportunities in:
 your community?
 your conferences?

Hold an ‘information night’ to welcome
your new members and volunteers.
Organise initial induction and training.
Invite members from existing conferences
to mentor & support your new members.

Step 4 – Induct and Mentor
new members

Look out for members with leadership
qualities.
Provide members with mentoring and
opportunities to step up.
Identify pathways for your members to get
involved in other Society work.
Keep succession planning in mind for all
leadership roles.
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Change
1. Change is Good... You Go First
https://www.youtube.com/watch?v=jwxrsngEJDw 3.23 minutes.
This clip has some great quotes and is easy to watch. Includes a lot on leadership

2. Why Change Is So Hard with Dan Heath
https://www.youtube.com/watch?v=RpiDWeRN4UA 4 min
Dan argues that what looks like laziness to change is actually exhaustion. The proof
comes from a psychology study that is absolutely fascinating.

3. Embracing Change TEDx (18 minutes)
https://www.youtube.com/watch?v=vPhM8lxibSU
This complements resource “Is it possible to embrace change?”

4. Neuroscience of change: HR Summit 2014 Presentation by Sue Langley
https://www.youtube.com/watch?v=1MwxObWyGyM 40 minutes
Change initiatives often fail because of human factors. What can be done to minimise
negative impact and positively engage people during change? Sue Langley shares strategies
from neuroscience, emotional intelligence and positive psychology with HR leaders at top
organisations at the Asia-Pacific HR Summit, 4th-6th March 2014.

5. Science Of Persuasion
https://www.youtube.com/watch?v=cFdCzN7RYbw 11 minutes
This animated video describes the six universal Principles of Persuasion as reported in Dr.
Cialdini’s book, Influence. Narrated by Dr. Robert Cialdini and Steve Martin, CMCT
The 6 principles are Reciprosity, Scarcity, Authority, Consistency, Liking, Consensus

6. Video Review for Switch by Chip and Dan Heath
A summary of the book Switch: How to change when Change is Hard by Chip and Dan Heath
https://www.youtube.com/watch?v=qmmwWxVzSsw 8 minutes
Comments: Fast and interesting with the ideas illustrated in sketches.
Please turn over………..
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Change Strategies
1. World Café TEDx (9 minutes)

https://www.youtube.com/watch?v=TlmexKYpSS0
Deborah Gilburg, Principal at Gilburg Leadership Inc., Practitioner at World Cafe, describes
the power of World Cafe in broadening dialogue and facilitating change within a community

2. The Art Of Hosting an Open Space (3 minutes)
https://www.youtube.com/watch?v=a3jVOKQYm6E
This video delves into the Art of Hosting technique of Open Space, which is a tremendous
way for a group of people to explore an issue deeply.

3. Leading Change Through Polarity Management (8 minutes)

https://www.youtube.com/watch?v=ACTKKF75r04
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