Beta Theta Pi Advisory Team

Tips and Ideas for Facilitating Positive Change
The Change Curve
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· Denial usually occurs right after a change is announced. People just don't believe that it will happen. They tend to think that things will not change. Productivity is usually still fairly high, because people are still thinking about the broader organization.

· Addressing Denial as a Leader – Denial is a normal stage in accepting change. Denial takes the form of feeling there is nothing difficult to deal with in the change.  Becoming aware of the details of the change takes time. It is the advisor’s responsibility to remind leaders that they should expect difficulty. It is the leader’s responsibility to help guide chapter members through change.

· Next comes resistance. This is a tough time for a person. They now accept that a change will occur and they really don't like it. In fact, they can be downright angry and upset about the change. Productivity often takes a nose dive, as people start to become much more focused on their internal situation.

· Addressing Resistance as a Leader – Chapter leaders need to allow themselves the luxury of Resistance.  If they acknowledge Resistance in themselves, and expect and accept it in their chapter, they will avoid getting stuck in it.  Talking as a chapter and to other people about feelings of Resistance is the best strategy for the chapter. When leaders listen, acknowledge and support people in experiencing their difficult feelings, they will themselves begin to move through them.
· Exploration is the leader’s reward for successfully helping people overcome Resistance. So, you think exploration would be better, but it’s often just as tough on people. Even though thoughts are turning to the future with the change, thoughts are still primarily about our individual situations. As a result there’s no clear overall plan and we often feel like we’re working in a vacuum, without any clear direction or roles and responsibilities.

· Addressing Exploration as a Leader – Exploration occurs when people acknowledge their feelings and accept that change is necessary and important, even if they don’t welcome it. This signals a shift from seeing change as a threat to seeing it as an opportunity. Not every member of a chapter will enter Exploration at the same time.  Some will take longer and others will zigzag between Resistance and Exploration for a while.  People who are more firmly anchored in Exploration should help those who are stuck in Resistance. Leaders should act as facilitators, helping their team to focus their energy, deal with their options (avoid doing the first thing that comes to mind), formulate a plan and enforce teamwork. 
· Finally we get to commitment, when we come together as a group and begin to develop a joint plan of how we're going to manage through the change.

· Addressing Commitment as a Leader – Commitment occurs when people make a choice to accept change and have learned new ways to move forward. Now is a good time to go over what has been learned and see if there are further lessons to be drawn.  It also is a good time to take a break and do something fun.  When people reach the Commitment phase, leaders should reward them, and then help prepare them for the next change.

The Change CYCLE – Commitment offers a brief respite from change, but it never lasts long.  People need to understand that change will not end here.  They should be prepared to remain open to what they have learned in this change so that they can limit their time spent in Denial and Resistance during the next change.  How well they have managed the current transition will determine how ready they are for the next one.
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Additional Tips and Ideas for Facilitating Positive Change
Work through the leadership and upperclassmen.
· Spend extra time with members who show potential.  Ask the president if you can meet with some up-and-coming leaders.

· Follow through. Follow through. Follow through. An email or voice mail will let the undergraduates know that you care and want to help.
Create internal energy and motivation or buy-in from the undergraduates.
· Use a system of goals/awards; if the chapter does “x”, the house corporation will provide “y.”

· Create a Kai Committee 

· Explain resources available to the chapter, e.g., Omega Financial, recruitment assistance, 
manuals and the Beta web page. This may help them get going.

· Know when to say “when.”  At times, strong action is the only thing that will move a chapter to the next level. You will become more aware of the right time for this as you gain experience.

Educate and provide alternatives for undergraduates.
· Expose as many chapter members as possible to the “big picture” via educational experiences.  Meet with the other advisors and the house corporation president to express the need for participation in: campus leadership opportunities, the Undergraduate Interfraternity Institute (UIFI), the Institute for Men of Principle, the annual convention, Leadershape, etc.

· Learn about the resources on campus.  Plug the chapter in to some of these resources.
Identify areas of improvements and establish a plan with the undergraduate(s).
· Set small goals or expectations for the chapter on your visit.  Bring other advisors and the Greek Advisor in on this so they can reinforce the message and tasks.

· Positively reinforce realistic steps toward a shared vision.
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