
Why use Appreciative Inquiry to achieve organisational change?

Because it:

· Recognises organisations as living human systems

· Recognises each organisation as unique in context and construction 

· Is a creative, generative and dynamic methodology

· Offers a genuine alternative approach when rational, logic based problem-solving change methodologies aren’t working

· Recognises and utilizes the richness of human resources – including the resources of imagination, fantasy, emotions, socialness, connection and interconnectivity, culture, belief, account, explanation and metaphor etc.

· Facilitates generative and emergent change, full of possibilities

· Engages with what is best in the organisation

· Recognises that change is created by individuals together, acting in concert, guided by their beliefs and imagination, doing things differently, or different things in a human social context

How does it work?

The AI process is based on the 4D methodology and the five principles:

· The 4 D model: discovery, dreaming, design and destiny

· Social construction principle - the social world is socially created

· Poetic principle - organisation is multi-authored

· Anticipatory principle - we are attracted to positive images of the future

· Simultaneity principle - the question is the intervention

· Positive principle - positive emotion as a powerful driver for and enabler of change

Do we need an external resource to do this?

No, you don’t, but using one offers some advantages:

· Information lies in difference, and because an external resource will have a different ‘world view’ to that of the organisation, information about the organisation becomes available to it. 

· The external resource is likely to have an ability to focus on the process in a way that internal resource may find difficult. 

· The knowledge of how to create this particular process may not exist within the organisation

· The facilitation skills necessary to conduct the process may not be available internally

· A specialist in this process is more likely to have the depth of understanding of the philosophy of the process underpinning the mechanics that allows for successful flexing and adaptation of the process to the unique situation and context of your organisation 

Does this approach work?

The principle practitioner of this way of working, David Cooperrider, has collated many examples in his various texts. Increasingly other practitioners are writing up their experiences. It is useful in many change contexts at the individual, team and organisational level. Some examples of the successful application of this process from the literature include:

· Organisational merger

· Evaluation processes

· Strategy development

· Organisational performance improvements

· Succession planning

· During downsizing

· Improving staff retention

· Team building and development

· Personal performance
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