	Activity guide: Day 1

	The Magic Colour Mingle

	Purpose: To provide a visual illustration of leadership.  

	Materials: 
1. A small bottle of dishwashing liquid
2. 4 different food colours – preferably in drop bottles
3. 2 or 3 plates (depending on how many demos you want) 
4. 200 ml of milk per plate (400-600 ml of milk)
5. A small table to set up each demo on
	Room set up: Participants are seated in their check in circle. The small tables are placed in the middle of the circle with a plate on each. 



	Time 
	Description 

	5 min 
	Set up the activity: Pour milk into each of the plates (the milk should be about 1-2cm deep across the width of the plate), and add a colour, clockwise at 12, 3, 6, and 9 on the plate. Make sure that the participants can see at least one of the plates – an aerial view is preferable so you might want to invite them to stand around the plates. 

Set the scene: Ask them to note the status quo. The colours look good individually but nothing is happening and there is no interaction. The colours are simply static and just sitting there. If you left these plates like that all day nothing would change. 

	3 min 
	Add the catalyst: Pick up the dishwashing liquid and ask participants to imagine that the colours are the team and the dishwashing liquid is the leader. Add a drop of dishwashing liquid in the middle of the plate and watch what happens. 

After about 10-30 seconds of watching the colours come to life explain that your view of leadership is that leadership is 3-fold:
1) Leadership is about influencing. Influencing others to do something.
2) Leadership is a catalyst: People are 100% capable of doing great things and producing magic, but they need leadership to inspire behaviour and motivate people to transform.
3) Leadership is about getting people to work as a team.
4) Leadership is about helping the ordinary to be extraordinary. About getting people to see the magic they are capable of. 


	2 min
	Watch for a little longer – it’s quite mesmerizing. Point out that the patterns on each plate are different. Leadership is about letting creativity happen in its own way within boundaries. 

If after a while you see that the activity in one of the plates has stopped or radically slowed down, you can add a drop more dishwashing liquid and the movement will begin again. Explain that as a leader you can’t motivate once and then sit back and expect the team to continue, the leader’s role is to constantly assess when the team needs an injection of new energy and then to provide it, when it’s needed. When a new leader comes in with fresh ideas and new eyes, they too often inject renewed energy and change. 

	10 mins 
	TOTAL TIME TAKEN 




	Polarity Plughole (Jolt)


	Purpose: To demonstrate that when we change the way we look at things, things change. TRANSFORM is about change which begins with changing the way we view things.


	Materials: None 
	Room set up: Space for everyone to stand next to their chairs. 

	Time 
	Description 

	1 min 
	Inform participants that they are going to be participating in a jolt, which is essentially a short activity designed to convey a particular message.
Ask that everyone stand, look up at the ceiling and point their finger at the ceiling. 

	1 min
	Ask participants to draw an imaginary, clockwise circle with their finger above and in front of their head. The circle should be about the size of a dinner plate. Ask them to ensure that their circle is clockwise (i.e., 12 o’clock – 3 o’clock - 6 - 9 - 12 o’clock)

	1 min
	They should then continue to draw the circle but now slowly lower their finger down past their eyes, mouth, shoulders, all the way down to their belly button. Now ask them to look down at their circle.  

	1 min
	Ask them to observe what’s changed? They should observe that the direction their circle is going in, has changed. The circles should now be going in an anti-clockwise direction as opposed to the clockwise direction it started in. 

	2 mins 
	There is often a bit of confusion with this jolt, so it is usually a good idea to repeat it again once and maybe twice. 

	4 mins 
	Debrief
Point out to the participants that although they did not change the direction their circle was being drawn in, it went from being clockwise to anticlockwise. Ask: So, what changed? Hopefully they’ll answer with something like ‘the way we were looking at the circle changed.’ 
And that’s the point! Sometimes the facts all remain exactly, the same, but if you change the way you view something i.e., change your perspective, it changes. 
We have already spoken about the fact that this course is one that is aiming for real Transformation and change. But every change starts with a mindset shift. It starts with us changing the way we view, look, or think about something. It starts with us changing our perspective. When that happens, our shift in behaviour follows. 
Invite the participants to be conscious of their current thinking over the next 3 days and, be open to looking at facts in a new light. If they do that, perhaps they will see those facts differently? 

	
	*You can refer back to the Polarity Plughole Jolt at any stage during the course when you talk about perspective shifts required for Transformation. 

	10 mins 
	TOTAL TIME TAKEN 








	Pass the Ball


	Purpose: To illustrate the difference between revolutionary and evolutionary change. To illustrate that change doesn’t happen without a purpose and a goal. 


	Materials: 
1. A timer
2. One ball per team 
	Room set up: Participants divided into groups of between 5 and 7 (the number of people in each group should be the same). 
Each group should have a facilitator and each group should be in a separate area i.e., not be able to see each other.  


	Time 
	Description 

	Prework 
	Here is a link to the video which showcases this activity. It would be really useful for each facilitator who facilitates a group to watch this video: 
https://www.youtube.com/watch?v=rva3wRvpS_4
Your times and number of rounds may be different depending on how many members you have in your group.

	5 min 
	Divide the larger group into smaller groups of 5-7 people. Each group should consist of an equal number of people. 
Assign a facilitator/timekeeper to each group - ideally these should be the course facilitators.

	5 min 
	In plenary i.e., before the groups go to their respective areas, explain the rules of the game. 
· Each group is a team that is providing a service to its beneficiaries. This service consists of 7 rounds of throwing the ball in the same pattern. The faster and more efficient the service, the more satisfied the beneficiary will feel. 
· Explain that the group is going to set up a pattern of ball throwing i.e., who is going to start and end the process, and who is going to catch the ball from who and throw the ball to who. 
· Go through the rules of the process which are all written up on the slide. 
Assign the groups to their areas and give them time to get there. 

	30 min 
	Play the Game: Each facilitator will now be facilitating their group and should ensure the following: 
· Ask the group to set up their ball throwing pattern i.e., who starts and ends the pattern and who throws to who.
· Practice this pattern until the whole group has got it. (If the group is struggling to remember the pattern encourage, each individual to focus on only who they catch from and throw to, that’s all that matters). 
· Then ask the group to throw the ball in this pattern 7 times - that’s a service and time them. 
· Announce their time and challenge them to shave 10 sec off that time. Notice what the group does. Do they change anything about the way they throw or the shape of their circle in order to achieve this goal? Or do they simply do what they did last time, hoping for a different result? 
· Repeat and time them again. If they get they don’t manage the challenge, set them the same one. If they manage the challenge, then challenge them to shave off another 10 sec. If they continue to do the same thing hoping for a different result, then point out that they need to do something differently. 
· Continue shaving off 10 seconds until their time is in the early 20s and you can challenge them to get under 15 seconds. At this stage they should have innovated to throw differently. If they’re still in a circle passing the ball they need to be encouraged to think out of the box. 
· Their last challenge should be to get it under 10 or under 5 seconds. 
Your role is not to give them answers about how to throw the ball – they shouldn’t be looking to you for answers. But you could suggest that they think about the vertical plane. 
Clap and give them lots of praise when they achieve each goal and motivate them to believe in themselves, that they are capable of achieving the challenges you have set. 

	10 min 
	Scoring 

	30 min 
	Debrief questions and possible answers 
1) What was an example of an evolutionary change?
Getting closer to each other - still doing the same thing but doing it better.

2) What was an example of a revolutionary change? 
Going from throwing in a circle to making a column.

3) What observations do you have about these different types of change? 
The instinct is to improve on what you’re already doing. Revolutionary change changed our perspective and allowed for more innovation. It’s very difficult to completely innovate until you’ve got the current situation as good as it can be. Revolutionary change made a huge difference to our time.

4) What motivated you to keep improving and therefore changing?
We were being challenged by our leader to improve. We had to attain new goals. We couldn’t improve any further by doing the same thing better and this caused us to have to do it completely differently. Our leader believed that we could do better. We knew the purpose of the change was to improve our service to our beneficiary. 

5) What does this activity teach us about change and the leader’s role in change, continuous improvement, and innovation?
Keep believing in your team. Set goals for continuous improvement. Set goals that are stretched, but not impossible. It would have been very difficult to go from 1 min to less than 5 sec straight away. Keep asking, ‘how can we do this better?’ Don’t settle. First improve what you are already doing. 

6) How can you apply these lessons to your own context?

	 80 mins 
	TOTAL TIME TAKEN 






	The SP Web


	Purpose: To demonstrate the fact that change does not happen in silos. 


	Materials: SP building block cards, masking tape
	Room set up: Have the SP building blocks set up on the wall in a circle. Place masking tape connections between one or two of the blocks. 


	Time 
	Description 

	1 min 
	Inform participants that they are going to be participating in an activity to demonstrate that change does not happen in silos. Change happens as part of a system.  
Ask participants to come and stand in front of the SP building blocks. 

	2 min
	Point out that these are the building blocks of Social Protection, and even though we may be focused on a particular one of these aspects, all the blocks are connected. For example, M&E relies on good data from MIS (show connection with masking tape between M&E and MIS). The quality of the data often depends on the level of co-ordination between different programmes (connection between MIS and co-ord). But co-ordination is equally improved if there is integration between the data (connection runs both ways). 

	10 min
	Demonstrate that change does not happen in silos through the following examples: (If you have more relevant ones for the particular group you’re training, please feel free to use these)
Example 1: Because of this interconnectedness, a change in one of the areas of SP will impact the other areas. Example 1: There is a Legal reform to extend Social Security to include people who have previously been excluded e.g., domestic workers and people in the informal sector. Ask: What other areas in Social Protection will be affected by this change? Possible answers you may receive or prompt: Administration (needs to come up with a different payment mechanism e.g., Mobile Money), Finance (needs to gear up for additional money in and out of the system), S&I (needs to ensure that the correct beneficiaries are being selected), MIS needs to support all the additional beneficiary data - perhaps the system needs to be changed. 

Change happens in a system. When we change, we need to consider the impact of the change in the system. We need to ensure that we have enlisted champions for this change at all levels. 

	10 min
	Example 2: It is discovered that there is an enormous level of fraud happening in one of the programmes. Payments that we thought were going to the beneficiaries, are actually not going to them at all. Donors withdraw and say that they are not going to continue funding the programme until the payment system has been strengthened. 
What are going to be the knock-on effects of this transformation? What other parts of SP will need to be involved in rebuilding trust in the system again so that donors start to donate money again? 
· Finance (The current finance system runs off Excel and what is needed is specific financial software, that is going to decrease the risk of manipulation and fraud. Therefore, need to involve MIS.
· M&E: we need proof that the right people are being paid (have to be far more stringent in stipulating their indicators, outcomes, and impacts)
· Administration: Grievance mechanism needed to be strengthened. 
· MIS: We need to be able to easily access information on who the beneficiaries are. 
Again, let the concept of the fact that change doesn’t happen in silos land.

	5 mins 
	Debrief: What does this mean for us when we are implementing change?
 Let the participants answer, but you want to hear things like: 
· You need to consider who else needs to be involved.
· You need to make sure that you get the necessary champions on board early.
· You need to make these champions part of your core change team. 
What would happen if you didn’t?
Let the participants answer, but you want to elicit the fact, that if you don’t consider that change happens within a system, your change will not work. 

	2 min 
	Ask for any additional comments. 

	30 mins
	TOTAL TIME TAKEN






	Drivers and Restraining Forces of Change


	Purpose: To drive home the message, that any change needs to take context into account. We need to leverage the drivers and work smart around the restraining factors. 


	Materials: 
3 pieces of flipchart paper, one with individual, one with organizational and one with system or country, written at the top. 
Each flipchart page should be divided in two with driving forces written on one side and restraining forces written on the other.  

20, A6 cards per group. 10 red and 10 green. 

	Room set up: Stick the 3 pieces of flipchart paper up on the wall next to each other. 

Cards and ink pens should be on the group tables.

Label one table individual, one organizational and one system or country. 

	Time 
	Description 

	5 min 
	Divide the large group into 3 groups (ind, org and system/country) and ask them to sit in their respective groups. 

	18 min 
	Ask each group to brainstorm what driving forces (things that enable change) and restraining forces (things that disable change) operate at that level. 
The groups should write one enabler and one disabler per card. 

Give some examples to help set the groups up. 
At the individual level: Driving force = In control/empowered (if I feel I am empowered to make decisions, I am a) more likely to, make a decision to transform and b) not going to be scared to make that decision. Restraining force = change averse personality. Some individuals are early adopters - they love change and others just hate it and avoid it. 
Organizational:  Driving = a fail-safe culture, Restraining = layers of decision makers. (There are many examples of organizational culture that drives or constrains change in the base document).
System or country: Driving = resource rich and in pursuit of innovation, restraining = burdened with compliance or culturally averse to change. Think Singapore vs say Malawi. 

	2 min 
	Ask everyone to come and stand in front of the 3 charts.

	20 min 
	Debrief each level one by one. As you get to each level, ask participants to stick up their cards on the relevant chart and then talk the rest of the group through their driving and restraining forces. 

Your role as a facilitator during the debrief: 
· Find common golden threads between the forces e.g., a golden thread running through some of the individual restraining forces might well be fear. 
· Every now and then ask the participants how they could leverage a particular driving force or work around a particular restraining force. 
Final debrief is to highlight the fact that change operates within a context - a context that supports change or restrains it, and as a leader you need to be cognizant of this context and realize what you have control over. Your biggest influence is over the individual level. Start there!

	45 mins 
	TOTAL TIME TAKEN 
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