Be the Ripple Effect




HOMEWORK DEBRIEF



EXEMPLARY LEADERS



Fundamentals
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ership Is everyone’s business.

ership Is a relationship.

ership development is self-development.
nest leaders are the best learners.

ership development is an ongoing process.

_ead

ership development takes deliberate

practice.
_eadership Is an aspiration and a choice.
_eaders make a difference.



What the Research Says
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The Five Practices

Model the Way

Inspire a Shared Vision
Challenge the Process
Enable Others to Act
Encourage the Heart



Perceived High Credibility

The to tell others feel part of the
organisation

Feel a strong sense of team spirit

Feel attached and committed to the
organisation

Have a sense of ownership of the
organisation



Perceived Low Credibility

Produced only if they are watched carefully
The motivated primarily by money

Say good things about the organisation
publicly, but criticises privately

Considers looking for another job in tough
times

Feel unsupported and unappreciated
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Model the Way

Find your Voice
Set the Example J

Inspire a Shared Vision

Envision the future
Enlist others J

Challenge the Process

Search for opportunities
Experiment, take risks J

Enable Others to Act

Foster collaboration
Strengthen others J

Recognize contributions

Encourage the Heart

Celebrate values, victories




11

Model the Way

= Clarify values by finding your voice and affirming
shared ideals.

= Set the example by aligning actions with shared
values.
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Model the Way
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Inspire a Shared Vision

= Envision the future by imagining exciting
and ennobling possibilities.

= Enlist others In a common vision
by appealing to shared aspirations.



Inspire a Shared Vision

avisionisan ldeal ano
unique Image or tHe
future ror the
common good



Challenge the Process

= Search for opportunities by seizing
— the initiative and by looking outward
for innovative ways to improve.

= Experiment and take risks by
constantly-generating small wins
and learning from experience.
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Enable Others to Act

= Foster collaboratio “'{N/p ding
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Encourage the Heart

= Recognise contributions by showing
appreciation for individual excellence.

= Celebrate the values and victories
by creating a spirit of community
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= At your tables please discuss your
homework.

— Current Leadership Challenge?
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Something to consider
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Measuring Commitment

At your table discuss the importance of work of

1.

your team/group:

Estimate how what % of your team does work
matter (Work Matters)

Estimate how what % of your team where work
doesn't matter (Work Doesn'’t Matters)
Estimate how what % of your where their
commitment to work Is variable (Variable)
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Measuring Commitment

Commitment Example

m Work Matters
m Work Doesn't Matter
Variable



BE THE RIPPLE EFFECT
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Dimensions of

Organisational Change

Triggers for Change:
Organisation Structures,
Systems, Process & Practices

Where organisations, business structures, jobs
and circumstances are changed.
These can effect the whole organisation or
parts of the organisation, therefore they may be
Strategic, Tactical or Operational

Transition: Psychological
Re-Orientation to Change

Understanding the transition phase enables us to
deal with our personal reactions to change.
ldentifying that you’re in transition and becoming
more aware/conscious of your reactions can
enable you to proactively deal with any negative
reactions.
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Beginnings

Need for acceptance
(negotiables and non-
negotiables)

Endings
Endings of old ways,
roles and systems.
Need to disengage,
let go and modify
There may be real or
perceived losses

Time to focus on the positives
Requires a willingness to be
flexible and adaptable
Time to start exploring new
patterns and ways of
behaving

Transitions :

Are like being a thick fog and there is a need to develop perseverance & resilience
Lack of clarity and frustration may be experienced.

You may react to change physically, mentally or emotionally
You may experience mourning over loss / past mixed with the uncertainty of the future
During the transition phase you may experience a sense of loss in four areas:
Competence, Comfort, Confidence, Control
Organisations need to understand this part of the change process and support staff
accordingly.
Staff need to accept that change is taking place and accept responsibility for self care and
engagement in the process.
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e

Denial

 How good things were in the past
* Numbness, Minimising
 Everything as Usual attitude

« Refusing to hear new information

Resistance

* Anger

* Loss and Hurt

» Stubbornness

« Sabotage

* Blaming Others

« Complaining

» Getting Sick

* Doubting your ability

Commitment

* Where am | headed?
* Focus

e Team Work

* Vision

» Cooperation

* Balance

Exploration

* What going to happen to me?
* Chaos

* Indecisiveness

* Unfocused work

* Clarifying goals

* Seeing possibilities

* Exploring Alternatives

* Learning New skills

—— - -

- - - - =
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Reactions to Change
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Mental Physical Emotional
Cant think straight, Headaches, constant Withdrawn or getting angry,
can’t focus, tiredness, colds/flu mood swings

procrastination

Take notice of your reactions.
Watch for changes in your ‘normal’ way of being.
Know yourself.
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Mental

* Positive thought

e Clear communication
* Be assertive

Spiritual

* Personal reflection

* Religious Community
 Meditation

* Yoga / Tai Chi

Physical

o Sleep well

 Maintain a proper diet
* Take some exercise
 Drink water

Emotional

» Talk with family / friends

* Focus on your interests

*Employee Assistance Program (EAP)?
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The Power Of Self-talk

We all spend a great deal of time talking silently to ourselves - often we are hardly even aware of it!

—
T\

Self-talk can either work for us or against us

Negative self talk contributes to reinforcing self-
defeating behaviour which in turn generates
stress

Do some metal ‘housekeeping’. What is you self
talk like?

Positive self-talk can significantly influence how
we view and therefore deal with change.

— It has significant and power
— ltis a habit that needs to be exercised regularly



Wrap up,
Call to Action,

Evaluation Sheets
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