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Workshop Objectives

1.  To understand what Appreciative Inquiry [AI] is and why it works so well

2.  To see how AI is relevant to current library challenges
3.  To find AI applications to manage change and relationships more effectively

Workshop Agenda
I.    Introduction

II.   Two Models for Effective Leadership During Times of Change

       A.  Bridges Model of Change and Transition

 1.  Definitions and phases

 2.  Common types of resistance to change

 3.  Helpful mindset for managing change and transition

        B.  Appreciative Inquiry – Paradigm Shift

  1.  Definitions, history and significance

  2.  Examples of how AI has been used in libraries, industry and elsewhere

  3.  Impact of assumptions, language and focus on outcomes

  4.  The AI 4-D cycle

III.  Initial Application of AI to Current Library Challenges

       A.  Discovery: the appreciative interview

       B.  Dream: engaging the group to envision/support an exciting future

IV.  Q & A

V.   Conclusions
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3 Phases of Transition

Adapted from the work of William Bridges
“CHANGE is situational: the new site, the new boss, the new team roles, the new policy…..[it] is external.”
“TRANSITION is the psychological process people go through to come to terms with the new situation……[it] is internal…..[and] starts with the ending.”

“Unless transition occurs, change will not work.”
Managing Transitions: Making the Most of Change, William Bridges ©1991   p. 3-4
THE ENDING PHASE


>
Letting go, loss, mourning


>
Sadness, anger


>
Resistance, denial


>
Panic, confusion


>
Variable time


>
Support needed

THE NEUTRAL ZONE


>
Limbo, waiting, emptiness


>
Anxiety, threat, confusion


>
Less productivity


>
Possible energy and excitement


>
More support needed

THE NEW BEGINNING


>
Adjustment, acceptance, innovation


>
Vision, innovation


>
Re-alignment, re-energizing


>
Coaching and focus needed


>
Listening and input important


>
Support still needed

Adapted from Managing Transitions, William Bridges, ©1991

Strategies to Address Negative Responses to Change & Transition

1.  To Respond to Passivity, Helplessness and Entitlement
· Empower yourself; take charge

· Accept fate; be resilient

· Control thoughts; limit worrying

· Redefine “caring management and survival”

2.  To Respond to Delaying and Avoiding

· Develop courage to “bear pain” and risk

· Keep pace with change; can’t catch up

· Be logical in emotional times

· Fall in love with work; keep romance

· Plunge in; stretch yourself

3.  To Respond to Resistance and Control
· Be optimistic; “go with the flow”

· Shift expectations, focus toward new goals

· Decide what to accept and what to change

· Dump old baggage, busywork

· Pick your battles

· Be flexible; learn to tolerate ambiguity
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Sullivan’s Principles for AI In Libraries

This set of guiding principles is derived from the application of both learning organization and Appreciative Inquiry approaches in a variety of library organizations.

· Recognize that library organizations are living, organic systems. Staff at all levels, from all perspectives give life to the library organization.

· Behavior in the present is influenced by the future that is anticipated.  Leaders have the opportunity to bring about change by engaging staff in the 4–D Cycle and by focusing on the positive possibilities of the future.

· Both approaches are generative processes. “Learning as we go” is exciting, releases the capacity of staff, and enables the organization to become the best possible.

· Effective, relevant questions are important to the inquiry process at the heart of the work done in both approaches.

· Leaders have influence when they bring a positive focus to the inquiry and learning process.

· Continued success comes from the engagement of staff and the appreciation of their effort and commitment.

· People individually and collectively have skills, talents, and contributions to bring to life.

· Any large-scale change effort requires a commitment to continual learning, growth, and development—of the organization, of groups and teams, and of all individuals.

Adapted from Maureen Sullivan’s “The Promise of Appreciative Inquiry in Libraries,”   2004
Problem Solving vs. Appreciative Inquiry
	Problem Solving
	Appreciative Inquiry

	Felt need

Identification of problem
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Analysis of causes
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Analysis and possible solutions
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Action Planning (treatment)


[image: image6]
Basic Assumption: An organization is a problem to be solved


	Appreciating and

valuing the best of what is
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Envisioning what might be
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Dialoging what should be
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Basic Assumption:  An organization is a mystery to be embraced


Cooperrider, David L. and Diana Whitney, Appreciative Inquiry, 2005

Resource List

Books

Cooperrider, D. L., & Srivastava, S. (1987). Appreciative inquiry in organizational life
Hammond, S. A. (1996). The Thin Book of Appreciative Inquiry. Plano, TX: CSS Publishing Company.
Joyce, Stephen James, Teaching an Anthill to Fetch
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Watkins, J. M., & Mohr, B. J. (2001). Appreciative Inquiry: Change at the speed of imagination. San Francisco: Jossey-Bass/Pfeiffer.
Whitney, D. K., & Trosten-Bloom, A. (2003). The Power of Appreciative Inquiry: A practical guide to positive change. San Francisco: Berrett-Koehler
Woodman, W. & Pasmore, W. A. (Eds.), Research in Organizational Change and Development: An annual series featuring advances in theory, methodology, and research, vol. 1. Greenwich, CT: JAI Press.
Publications

AI Practitioner is a bi-monthly magazine devoted to aspects of Appreciative Inquiry

Websites

The Appreciative Inquiry Commons, www.appreciativeinquiry.org
Collaborative Intelligence: www.anthill.com
The Taos Institute, www.taosinstitute.net
Listserv ailist@lists.business.utah.edu. 

Online training www.ovationnet.com
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