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Consultancy and Coaching

Organisational development and
change using participatory
leadership.
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e Initiating - designing — facilitating - documenting

What is  Conversations between people
participatory

leadership? e Meaningful topics and questions

e Systemic methods of engagement
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e World Cafe

- Collective Intelligence and knowledge sharing

Systemic e Open Space Technology
methods of - Innovative solutions and empowerment in implementation

engagement.

e Appreciative Inquiry
- Analytic process and future design

e Circle Practice
- Common understanding and difficult issues
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e Organisational Development
- vertical & horizontal

Where d_o_we  Stakeholder Engagement
use partici- - internal and external

patory
leadership? e Leadership Development
- staff and management

e Meetings
- big and small
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e Share and develop knowledge

e |deas and Solutions

Why do we use
participatory

e Actions, Prioritisation and Planning

leadership?

e Inclusion

e Motivation

* Empowerment
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How does a
change process

look like?
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Experience of Share an experience of change with a
colleague.

change process

INna Ia':ge : - What made it work well?
organisation.

- What made it not work well?




cccccccccccccccccccccc

Why does a
change process

not always
] Develop Implement
orovidethe R AL

results hoped
for?




Why is change

difficult?

Denial
Avoidance
Confusion
Elation
Shock
Fear Anger

Frustration
Irritation
Anxiety

Information and
Communication

Kubler-Ross — Change Curve

Bargaining

Struggling to find meaning
Reaching out to others
Telling one’s story

Emotional
Support

Acceptance

Exploring options

New plan in place
Moving on

Depression

Overwhelmed
Helplessness
Hostility
Flight

Guidance and
Direction
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Why can a
HR/OD change
and develop-

ment process
fail?
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Coherence of

OD elements.
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Alignment of
core business and

HR/OD strategy.

[~

Core HR/OD
Business Strategy

A
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The nature of
organisations
and its ap-proach

to learning and
organising.

Chaos

Order
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Organisational
context (habitat)
and the primary

approach to
learning and
leadership.

Complex

Emergent

Chaos

Act-and-adjust

Compli-
cated

Expertise

Simple

Copy-and-paste
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How does a
participatory
development

process look
like?

i

6.
Document

o

\

-

2. Purpose
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Key success

factors.

@ Make it real and meaningful

O Have, and share, ownership of process
and content

0 Follow-up on results
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What is my

role?

e Initiator

e Designer

e Facilitator

* Documentor
e Supporter

e Contributor
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Questions and

answers.
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