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KArole¢ opadIkEC oLVAVTNOEIC Eival TIAVTA €uXAPIOTEC: O XpOvoC TIEPVAEL ypriyopd, Ta
MEAN TOLG YEAAVE Kal TIEPVAVE KOAA Padi — 0 XPOVOC TPEXEL KAl N CUVAVTNGN TEAEIWVEL TIIO
Vwpi¢ amo 0,11 ocuvnbwc. EmTAEov, n ouvAvinon OoTodEIKVUETAl OTIOTEAECOUATIKN,
OIKOVOMIKI W¢ TIPOG TO XPOVO Kal a&iel. To amoTéEAETHA Eival TIWE VEEC KOl KAIVOTOUEG I0EEC
TIEQPTOLV OTO TPOTIE(. Tivetal TTPOod0C Kal N SOUAEIG TIPOXWPAEL. ANeC auvavinoelg (N
OAAEC OMADEC I0WC) €XOLV Eva HAANOV £XOPIKO LTIORABPO: TpaBdve XPOVIKA, OAOI BEAOLV
Va TIOLV PId YV (Kol SUCTUXWC TO KATAPEPVOLV auxvd). H cuvdvinon @aivetal AoKoTn
OTO PATIO TWV CUPHPETEXOVTWVY. H «TTpayUOTIK» SOUAEI TOUG TIEPIPEVEL OTO YPAPEID TOUG.
O1 avBpwrTtol EKVeLPICoVTal Kal dlIA@wWVOLV YIo achuavTa TIPAyUata — 6Aol avokou@ilovtal
OTaV TEAEIWVEL Il GUVAVTNON.

KAmolo¢ MTIopEl va VIWOElL XOUEVOG OTavV UTIAPXEL nyeoia Xwpi¢ Aoyodoacia Tou
TIPOOWTIIKOU — dNA0dI, OTAV AVTIMETWTIICEIC TNV TIPOKANCT TN KABOdHynaong YIog opddog
«€BEAOVTWV» Kal gioal LTTEDBLVOC VO «TOUC KAVEIC» VA £XOUV ATIOTEAECHUOTA PE TOV €vav N
TOV GAAOV TPOTIO, TIEPA ATIO TIC OPACTNPIOTNTEC VIO TNV «KOVOVIKI» OOUAEIA TOUG. Agv
LTTAPXEl TPOTIOC VO OTIOITHOEIC TN OECUELCT] TOUG — WTIOPEIC POVO VO TOUC KOAETEIG va
OUPPETEXOLV, QTIAXVOVTOC EVa TIAQIOIO TIOU VO EPTIVEEL T GLV-ONMIOVPYIKH CUVEPYOATIa.
DULOIKA PTIOPEITE VA KAVETE BHPOTA VIO VO EAAQPUVETE TIC CUVAVTHOEIG KOl VA TIC KAVETE TTIO
EVOIAQPEPOLOEC KOl TIOPAYWYIKEC — OANG o€ TIOIO PBrPOTO OVOQEPOPOOTE; Z€ TIOIEC
TIEPIOTACEIC EQapuolovTal; Mg Ttpoxwpdpe; Molog Ba avaAdBel Tnv evbuvn;
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YTIOBETOVUE TIWC E0EIC 1) €va PEAOC TN OMAdAC €ival LTTELOLVO YIa VO TIPOKOAECETE MIA
opdan, €pooov Oev €XETE XACEl TNV TIOTN OT N KOTAOTAON MTIOPEl va PeAtiwBel. Av
ETUOLEITE VA EICOYAYETE TIEPICCOTEPO TIVEVHO KOl TIEPICCOTEPN OIOCKEDAON OTIC OPOBIKEC
OLVAOVTACEIG, TOTE LTIAPXOULV KATIOIEC TIPOKTIKEC TIPOTACEIC KOl IOEEC TIOL MTIOPEITE v
OOKIJAOETE. Oa NBeAa va ava@epBw o€ PEPIKEC 0TO APBpo autd. Kartoleg evdeikvuvtal yia
VO TIPOKOAEGOULV MIa «dlodIKacio OPadIKAC avaTttuéng» Kal yio va T ouvtnprioouv: Mwg
MTIOPEITE VO OULVEPYOOTEITE yia va BeATiwBoOV oI cuvaviioell Tng opadag; Mia GAAn
TIPOCEYYION €ival va OTOXEVOETE ATIELOEIAC OTIC CLUVAVTHOEIC TNE OPAdAC. AUTO TIOL €XOULV
KOIVO OAEC Ol TIPOTACEIC €ival TIWE Eival EINKPIVEIC KOl OKOTIIMEC — EVW TOUTOXPOVA £XOLV
MIO TTIO EAQ@PIA KOl TTAIXVIOIAPIKN S1ABEaN.

Mnv TapartdavnBeite amo tov TTAO autol Tou Kelpévou. duaoikd, dev eival povo n
Ol00KEDdOON KOl N Puxoywyia oTiC CLUVOVTHOEIC TNE OPAdag. H Kopugaia TtpotepaidTnTa
gival ravta n BeAtiwon TG aTTOTEAECUATIKOTNTAC Kal TNE ATtod0TIKOTNTAG. ATIO TNV ATttodn
QuTr, ATmoTteAOVV aVOTIOOTIOOTO OTOIXEIO TNC TIOIOTIKAG Ol0iKnong. ETITIASoV, pia BETIKN
otuéo@aIpa 0TV OMAda eival To TIBAVO va €ival ELXAPIOTN KOl VA EUTIVEEL TNV
TIOPAYWYIKOTNTA. H @uyn aTto TV aTtoyonTELAN UTIOPE va gival JOVO apoIBaio ETIWEEANC
Y10 GAOUC TOUC EPTIAEKOPEVOUC.

Onw¢ ava@EPBNKE TIPONYOLUEVWC, N EUTTEIPiIa Xl dEiEl OTI AUTEC Ol TIPOTACEIC UTTOPOUV
va €Xouv TIOAD B€TIKO AVTIKTUTIO, LTTIO TNV TIPOUTIORECN OTI Eival KATAAANAEG TOCO yia TN
OUVOUIKA TN¢ opadag 000 Kal yia To TAaiolo. Kol T1tédAl, pOvo €ceic pTtopeite va
OTIOQACICETE TI €ival KATAANAO Kal Tl Ba cog €EUTINPEETNOEI KAl PJOVO HIO TIPOCEYYION
OOKIUNC Kal AdBoug Ba pigel @we oto T Asitoupyei Kal Tt Oxl. MTopeite va dIoTACETE va
MOIPOOTEITE PEPIKEC OTIO OUVTEC TG IOEEC OTN OLVAVINGN TNG OPAdag oag. 'H iowc ndn
TIEIPOUOATI(EOTE PE PEPIKEG ATIO AUTEC. MOAV TIIBAVOV Kapia oTT0 aUTEC TIC CUCTACEIC VO NV
OTTI0OEIXOEI KATAAANAN Y10 E0AC Kal TNV OPAdA 0aC. AN Kal TIAAL, 0w dn TIC SOKIPALETE.
'H éxete kataAn&el oe evteAwC OIOQOPETIKEC 10€EC Kal Ba ouvexioete va TG XTi(eTe W
OTIOTEAECHO TOU SIOBACPOTOC oag. Mati va Pnv 1o TUACETE ATIO €KEI KAl VO OpXIioETE va
TIEIPAPOTICEOTE; 'H pWTROTE TOUC CLVAIEAPOLC COC VIO TN YVWHN TOUC.

1. ZEKIVOVTUG

Mrtopei va TIApEl KATIOI0 XPOVO TIPIV va Yivel Tipayuatikotnta pia 10€a. MpolTtobEtel
KATIOI0 KOLPAYIO KOl PICKO — €10IKA av o1 dladIKATieg €X0UV Yivel pouTiva Kal £Xouv EeAIXDEei
o€ TeEAeToLpyiec. O @OPRog TN amoppIPng €ival dIKAIOAOYNUEVOC: OTIO TN MIO TIAEUPA
LTIAPXOULV TIAPATIOVA Kal N EAAEIPN IKOVOTIOINONG. ATIO TNV AAAN, OTIOIOC TOAUNOEL va
TIPOTEIVEI KATI KAIVOTOUO OVTIMETWTICETAI PE KAXLTTIOWIO — 1) TOL OTIOVTOUV PE GXOAIN, OTIWC:
«Mavta €101 T0 KAVAPE!», «AUTO OEV TO EXOUUE KAVEL TIOTE», «TI OE KAVEL VO TIOTEVEIC TIWG
gioal 0 apxnyog;». Autd Tapoualddel va dITTAG OECHO — Kal OTIITEITOl KOUPAYIO YIO TN
JlOTIPAYHATELAT €VOC apolBaia ETTWEENOVC CEVOPIOL OTAV OVTIMETWTILEIC YA Oudada TIov
ol0TAlel va aAAGéel. Mia apyr 6a puropoloe va ival: «Exw pia KATwg aouvnBiotn 10€a —
pTIOpEl va BEAeTe va TNV attoppiPete amevbeiag — aAAG Kal TIAAL, Ba TIAPEl PYOVO HEPIKA
AETTITA... T TIOTEVETE...;» Bpeite éva oLppoxo otnv opdda Tou oag LTTooTNPIlEl. Mnv
OTIOYONTEVTEITE ATIO TNV OPXIKA OvTioTaon. AEte T0 W¢ ONUAdL va PNV aAAGEETE TOCO
TTIOAAG TIPAYHOTO YE TN Hia.



2. 13 IIpotdceig yia T BEATIOOT TOV OPASIKOV GOVAVITCEDV

IIpotaon 1: Ti Asttovpyei, T1 OxL;

MPOCKAAEDTE TOUC CUVAJEAPOUC COC VA OVACTOXOOTOUV yid OUTA TIOU €ival KOAA OTIG
OMOOIKEC OUVOVTHOEIC — TI TOUC KOVEL XOPOUPEVOUC KOl TI MUTIOPED va yivel yia va
dloTNPooLY OUTO TOo ouvaicBnua. Otav n opdada opxidel va TIOPATIOVIETAL YIO TIG
OUVAVTACEIC, VO ETUPEVETE KOI PE LTTOPOVI VO €0TIALETE OTIC OETIKEC TIAEVPEC. MTTOpPEITE Va
€iote aiyoupol tw¢ Ba Bpeite TTOAG TTOPOdEIYHATO TIOL Ba PTIOPEITE VA TIEITE: «AOITIOV, O¢
TO KPOTAOOUPE OTIWC €ival». ESW 0 aTdxo¢ €ival va aAAGEOLVY Ol OTTTIKEC TNE OMAdAC YIa TIC
OLVAVTACEIG, OXI VO OANGEOUV OOEC TIAELPEC TIPAYUATIKA AEITOUPYOLV. ETUTIAEOV, VW
OVAOTOXAJEDTE, UTIOPEITE VO aVTIANEOEITE w¢ OPAda Ti AEITOLPYED TIPAYUOTIKA - Kol va
OVATITUEETE TIEPICCOTEPO EVOOLOIOCHO KATA T SIaSIKOCIA YIO TNV EQAPHOYN TWV OAAAYWV.

IIpotaon 2: Ta oevapia TG XEIPLOTNG TEPITTWOTNG
Mrtopeite va {NTHOETE aTIO TNV OPAdO VO AVOOTOXOOTEI TIAVW O€ EVA TEAEIWC SIAPOPETIKO
OEVAPIO: AQIEPWOTE MEPIKA AETITA Ot KABE cuvAvinon kol {NTHOTE amo Ta PEAN va
OKEPTOUV CAPAVTIO MPE TIEVAVTO 10€EC yIO TOLC TPOTIOULC TIOL MPTIOPEI N cuvAvinon va
KOTOANEEl 0€ KOTAOTPO®N. MO VA TO KAVETE AUTO OKEQPTEITE TIC OKOAOLOEC 10EEC;
e [lw¢ Ba pmopoloate €0€i¢, W¢ nNYETeC TG opddac/epyaaciag, vo KAVETE HIO
ouvavtnaon opadag O1ov o€ Ba EPBEI KaVEVOC;
e [lw¢g Ba prtopoLOATE Va JIOXEIPIOTEITE pIa aLENON OTIC ATIOVCIEC AOYw O0BEVEING
OKPIBWE TNV WPA TNE TIPOKABOPICPEVNC GLUVAVTNONG;
e Kdtw amod 1ol ouvBnkeg Ba apvidoooTaV VA CUVEXIOETE VO CUUUETEXETE OTIC
OULVAVTACEIC;
e [lw¢ 6o opyovwvate TIC CUVOVTNCEIC Yo vo 0dnyndolv Kateubeiov otnv
KOTOOTPOQN;
Madlépte 600 TIEPIOCOTEPEC 1OEEC YivETal. ZWypaioTe TIC I0EEC oag av BEAeTE. MAAAOV Ba
OI0OKEDACETE PE AUTHV TNV AOKNOTN — OKOUN Kal av auto dev ival TIpWIN TPOTEPAIOTNTA.
ZUvTopa Ba oLVEIONTOTIOINCETE TIWC ECEIC Kal KABE PEAOC TNC OUAdOC OTOUIKA €TINPEALETE
TN QUVOUIKI) TNG OPABOC KOl 0 KOBEVACG €XEL TOV TPOTIO VO OAANGEEL TNV ICOPPOTTIa €iTe BETIKA
€iTE apvnTIKA.

IIpotaon 3: To AlyOTepo UTTOPEL VA EIVAL TEPIOTOTEPO

Mpiv €0€iC Kal N opada cag EEKIVOETE VA KAVETE OAAAYEC 1] VO OOKIMALETE VEEC 10EEC,
OKEPTEITE TI MTIOPEITE va TIOPOAEIPeTE OTIO TIC TIPONYOUPEVEC TIPOOEYYIOEIS, £0TW
TIPOCWPIVA, XAPIV TIEIPAPOTIONOU. 10w 01 GLUVAVTACEIC Va gival TIIO OUVIOUEG 1| PTIOPEI
KATIOIO TUTIOTIOINMUEVA ONUEIa TNE atdévTag va PTIOPOUV va TIOPAAEIPOoUV (Kal va yivovTal
KABe 6e0TEPN ouvavinon). MTopeite akoun va egopboloyioete v atlévia Aiyo. Ze KABe
TIEPITITWOT, €0€IC Kal N opdda oag Ba EEPETE TI evdeikvuTal avAAoyad e TNV KATACTAOT).

IIpotaon 4: H epwtnon tov Bavparog

Madi pe Vv opdda oag UTIOPEITE va BECETE TNV EPWTNOT TOU BOVUOTOC: «YTTOBETTE TTWC
anuepa 1o Bpddu, Ortwc Koluaate, auuBaiver Eva Bavua. Otav Ba umviaste avpio, rola Ba
gival KArmola aro 1a pAyuata Tov Ba ITapatnPHOETE ATV ouada oac Ot Eival KAAUTEPA,»
(Tpooapuoopevn amo toug Insoo Kim Berg kai Steve de Shazer). KaBw¢ 6a kKoipaote d¢
Ba yvwpilete TG €yive éva Bavpa: Ti Ba TIPOCEEETE OTN CULMTIEPIPOPA CaAC OTaV



ELTIVAOETE TO ETIOPEVO TIPWI, TIOL BA 0OC KAVEL VO TUOTEWYETE TIWC EYIVE TIPAYHATIKA €va
Badpa; AWOTe OEKOTIEVIE ME €IKOOI AETITA VO OAVOOTOXOOTEITE TUOOAVEC OTIAVTNOEIC.
MPOXWPNOTE Kal PYE KOTAIYIOMO 10£WV UOIPACTEITE TIC ETIIOVIEC 0OC PE OOEC AETITOMEPEIEC
BéNeTe. KAciote 1 d10dIKOCIO TOUL KOTAIYIOUOU 10€WV HPE OMOSIKA TIOPATIOVO ETIEIDN,
OLOTLXWC, O€ yivovTal Tio BavUaTO — ] WOTE PIO OTIYUI KAl OKEQPTEITE AV TO €va 1) TO AANO
oevAplo Ba PTTIOPOVCE VA TIPAYUATOTIONBEN KON Kal av OeV €ixe CLUPE TO «BaVUO.

IIpotaon 5: Epwtnoeig fabuidwv

Emiong, pmopeite va KAVETE epWTNCEIC BaBuoloyiag otnv opada: «Ze KAMOKO amo 10 1
€w¢ 10 10, 610V T0 1 CnNuaivel ATTOYONTELPEVOCG Kal To 10 TIOAD IKOVOTIOINUEVOC, TIOCO
IKOIVOTIOINUEVOL €I0TE ATIO TIC GUVOVTHOEIC TNC OUAdAC». KABe PEAOC OTIAVTIA ETUAEYOVTOG
€vav apiBpo oo tnv KAipoka. MTIOpEite va poIpacTeite Toug apiBpolg av 1o BEAETE — ol
QTIOVTNOEIC OTNV ETIOPEVN EPWTNON Eival KOBOPIOTIKES: «YTIOBETOVTAC TIWC N a&loAdynan
oag ATav eva Babud o YnAd, T Ba gixe aAAd&el oTic ouvavtioelg pog; Kal g Ba gixa
OLMBAAEL eyw». ZLI{NTAOTE TIC OTIAVINOCEIC OOC KAl KPATHOTE onuelwoelc. Mbavotata Ba
Bpeite TNV eukalpia va SOKIPACETE KATIOIEG OTIO QUTEC TIC IOEEC OTO TIPOTEXEC MEANOV.

IIpotaon 6: O S10TayHOS WG EVKALpIA

O1 avTIdpACEIg TV CLVAEAQPWVY COC OTIC TIPOTAGCEIC YA PIO aAAOyr] 0NV OUadIKN Epyaaia
uTIopEl va pnv ival avBopunta evBouaiwdelg («Ouvdou! DavTooTIKA, O TO KAVOUUE!»).
2V TIPAYMOTIKOTNTO PTIOPEl va LTTAPXEl OPKET AVTIOTOCN, YIO va Pn TIOUPE APEDN
amtéppiPn. H dovaun piag opddac PBaciletal oTIiC SIAPOPETIKEC TIPOOTITIKEG, EUTIEIPIEG,
IKOVOTNTEC Kal O€10TNTEC. Oon PEAN dIOTALOLY VA CULUMETEXOULV O€ TIPOTACEIC VIO OAAOYNA
ETUOEIKVUOLV [Ia LYIN dOCN OKETITIKIGHOU. Mag Bupidouv Tiwg dev ATaV OAa AoXNnua Kol va
MNV KAWoLE Ta XAwpd poadi pe ta Eepd. ApXIioTe va TIEIPOUATI(EDTE PE TIC OANAYEC apyd Kal
yla TIEPIOPICHPEVO XPOVO. YOTEPO OTIOPOCIOTE WG OPAdA TIOIA €ival TO TIASOVEKTAUATA KAl
TO JEIOVEKTAMOTO TIOL B £XOLV PHAKPOTIPOBECUO Ol AANOYEC.

Hpotaon 7: MA®vTag yia Tnv emoyia

MTTOpPEITE VA UOIPACTEITE TIC TIETUXNUEVECG IOTOPIEC: ZEKIVAOTE YIO CUVAVTNGN TNC OPAdAC
NTVTAC OTI0 KABE PEAOC VA POIPOCTEI pIa TIEPITITWAOT TN TIPONYOVHEVNC EBSOPAdAC TIOU
NTovV TIETUXNKEVN N TIOU UTTOPEI va ival IKAVOTIoINUEVOS/N aTtd T dOUAEIX TOL — KOl VA TIEl
KATIOIO KOATIO GTOUC GOUVOSEAQOLCG KOTA Tn Olodikaoia. AVTOAAETE 10TopieC yia ooa
TIETUXATE KOl AETITOPEPEIEC TIOL 0ON)YNCaAV OTNV ETTITUXIO.

Mpotaon 8: Kounadovtag yia Ti¢ QmoTuyieg

e KATIOIEC OMAdEC TO VO KOUXIETOI KOVEIC yla To ETITEDYMOTA TOUL MTIOPED va eival
EVOXANTIKO YIO TTIOAAOUC GAAOLCG GULVOOEAPOLC. Edw UTTIOPEITE va KOAESETE TNV opAda va
avtiotpéPel T dlodlKaoia Kol va Kauxndolv yla KOTAoTACEIC TIOL OEV NTOV TOCO
TIETUXNMEVEC: oI10G PTIOPED va @Epel Eva dIOOKEDNOTIKO, Xald AdBog; To prjvupa eival:
«poBaivete amo 1o AAON Kal yiveoTte TlIo co@oi. Mo autd To Adyo &va AdBog dev gival
OPKETO!»

IIpotaon 9: Xvvrovioviag e T oelpa

Mati va pnv evBappULVETE SIOPOPETIKA PEAN TN OUAdAC VO EVOAAACCOVTAl WC CUVTOVIOTEC
NG opadag; Asv LTIAPXEI AOYOC Va €XEl OLTOV TOV POAO PHOVO O apxXNyog TN opadag 1 Tou
€pyou. AVTIBETWC, TO Yoipacpa OUTACG TNE «UTINPECIOG» avAaPeca ota YEAN odnyei o€ Eva



opoIBaia ETWEEAEG oevaplo. To id10 1I0XVEL Kal Yo TNV KOTAYPA@ TwWV TIPOKTIKWY TNG
ouvavtnong. OTwC 10 BAETIW eyw, O€ Ba ETIPETIE VA YIVETAI OTIO TOV ApXNYO TNE Opddac.

Hpotaon 10: AovAeboviag pe TNV ATIEVTIA KL TA YPOVIKK OpIX

MTtopeite va XESIAOETE TNV OT{EVTA TIPIV TN CUVAVTNGN N VO EVNUEPWOETE TO HEAN HECW
email JEPIKEC NUEPEC TIIO VWPIC, TIPOCBETOVTAC TTIOC0C XPOVOC Ba TIPETIEI VO aQIEPWOEI O€
KABe BEPa. OTav TEAEIWVEL O XPOVOC, N OUAda TINyaivel 0TO ETTOPEVO BEPA. O aTIOYEI TIOV
o0e audntiovvtal Ba TInyaivouv otnv emouevn cuvavinon. Oco Tapd&evn Kal av @aivetal
OUTH N TIPOCEYYION O OPAdEC TIOL OEV €XOUV OUVNBICEI O XPOVIKOUC TIEPIOPICHOUG, N
EUTIEIPIO POU OEiXVEl TIWC TO HEAN TWV OPASWY EKTTANCCOVTAL OTTO T TIAEOVEKTAUOTO TIOU
MTIOPEL Va €XEl o€ TIOAU oLVTOUO dldoTnual

Ipotaon 11: AAAayn mpotonwv

«Ta PIKPG BAOTa TIPOG TNV KATELOBLVOT NG OAAOYAC AKOAOLBOUVTAI OTIO TIIO ONUOVTIKEG
OAAQYEC»: Ol OPAdEC TIOU OTIOAAUBAVOLV TOUG TIEIPAUATIOUOUC, CUYKEKPIUEVO EXOLV
OVATITOEEL IO YKAPO ONUIOUPYIKWY EVOANOKTIKWVY OTOV TPOTIO AEITOLPYIOG TIOU €XOULV
ouvnBicel. Mo Topddelyua, Ba aAAdouv okotuua TIC B€oel Toug N Ba eTIAEEOLV
OIO@OPETIKA SWHATIA YIO TIC CUVOVTHOEIC TOLC. AVAUKTIKA Kal EAA@PA €dECUOTO UTTOPEI va
LTTAPXOLV GE€ HIa CUVAVTINGN, AAAG OXI OTNV E€TTOPEVN. T PEAN PTIopEi va €pBouv Ot
OLVAVTNOT POPWVTAC YUAAIA NAIOL 1 ACTEIO KATIEAX, VA ETUIAEEOLV Evav TTIO ETTICNPO TOVO
1 va arteudivovtal 0 €vag 0ToV OANO PE TEAEIWG dIAPOPETIKA OVOPOTO. Ziyoupd, aUTEG Ol
TIPOTACEIC UTIOPEL va aKouyovTal NAIBIEC — o1 €TUOPACEIC TOUG OUWC OEV PTTIOPOULV va
KPIBOLV PEXPL VO SOKIJOOTOUV.

IIpotaon 12: KAgivovtag pe tnv avatpoposotnon

AQIEpWOTE 0TO TEAOG TNG OLVAVTNONCG TNC OPAdAC/TOL EPYOU HLEPIKA AETTTA YIO VO OWOETE
avVaTPO@OOOTNCN OTO ATOUO TIOL CLVTOVICE TNV opada (Mou dpece...). Auth €ival pia
€LKaIpIa yla padnon. MolpacTeite TNV avatpo@odotnon w¢ opdda pe BAon TIC aKOAOULBEC
epwtoelg (Kal va giote ertipovol): Ti TeTOXOUE onueEPD; MWE KATAPEPAPE VA KAVOULUE TN
ouvavinon Aemovpyikn; Mw¢ cLVERAAE 0 KaBEVAC cag ot dnuiovpyia TNG TIETLUXNHEVNG
ouvAavinong;

IIpotaon 13: Avrauoifn kat mapnyopia

Av aTIOQOAGCICETE PYE TNV OPAdA COC VO EICOYAYETE KATIOIEC AANAYEC OTIC OUVAVTNOEIC 00,
VO OKEQPTEITE aTIO TIPIV TIWCE Ba eMIBpaPeVOETE TNV ETITLXIO Kal TIwE Ba TTapnyopnoeite o€
TiEPITTLon (UEPIKNC) amotuXiag. AV OKEQTEITE padi KAl POIPOCTEITE TIC 10€EC OOC YIO TOV
€0PTACHO NG eTTITLYXIOC, BadI(ETE NON GTO PMOVOTIATI TNC ETTITLYXIOC.

3. IIpoomTikeg

Z0¢ e0XOPOI ETIITUXNHEVOLG TIEIPAPOTIONOUC PE KATIOIEC ATIO AUTEG TIC TIPOTACEIC. KaBwg
€XOLV EQOPUOCTEI OTIO TIOAEC OPOBEC PECA OTO XPOVO, QUTEC Ol TIPOCEYYIOEIC €XOLV
OTIOOEIXOEI ETTAVEINNUUEVA EVEPYETIKEC.

KAgivovtag, Ba 10 €KTIOVCO QV PE EVNUEPWVOTE YyIA TIC EUTIEIPIEC OAC ME QAUTEC TIC
TIPOTACEIC — TIOIEC OO PAVNKOV EVOAPPUVTIKEC KOl TIOIEC O AEITOVPYNOOV KOAA YIO E0GC.
Mole¢ aTO aUTEC TIC 10€EC OOKIMACATE KOl PE TIOla OTIOoTEAEoUaTA. Mol ouUPBOLAEC Ba
oivate o€ oLVASEAPOULC TIOL ETIIBLPOLY VA SOKIHACOULV KATIOIEC OTIO TIC 10€EC, OAAG OEV



€X0LV BpEl TO KOUPAYIO OKOUA; TI TIPOTACEIG EXETE YIa BeATiwon; Kal TI 10 gixaTe 0E€IC Kal
n opada cag;, Oa ektupoLaa TIOAD TNV AvaTPOPOdOTNCN OTIO TIC EUTIEIPIEC 0OC, WOTE VA
BonBnBouv Kol AANEC OHAdEC.
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Assuming we’d like our team meetings to be more entertaining. ..’

professor Johannes Herwig-Lempp*

Ph.D., professor of advanced social education and director of the Master's program in advanced
Systemic Social Work at the University of Applied Sciences Merseburg/ Germany.

Some team meetings are all together pleasant: Time passes quickly, members laugh and
have fun together — time flies and the meeting is over sooner than usual. On top of that,
the meeting proves effective, saves time and is well worth the time. The upshot is that new
and innovative ideas are brought to the table. Progress is made and work moves forward.
Other meetings (or perhaps other teams) have a rather hostile undertone: They go on
forever; everyone wants to express an opinion (and unfortunately, they often succeed in
doing so). The meeting seems pointless in the eyes of the participants. The “real” work is
waiting back at their desks. People are annoyed and argue over trifles — everyone is
relieved when the meeting is over.

One can feel especially at loss where there’s leadership without staff accountability — that
is, when you're faced with the challenge of leading a team of “volunteers” and are
responsible “for getting” them to deliver short-term results one way or another on top of
their “home team” activities. There is no way you can demand engagement — you can only
invite them to participate by setting up a framework that inspires co-creative collaboration.
Of course, you can take steps to lighten up the meetings and make them more stimulating
and productive — but what steps are we talking about? Under what circumstances do they
apply? How do we proceed? Who will take charge?

Assuming you, or for that matter, a member of the team are responsible for initiating
action, provided that you haven't lost faith in improving the situation. If you wish to bring
more spirit and enjoyment to the team meetings, there are a number of practical
suggestions and ideas you might try. I'd like to offer you a few in this article. Some of them
are particularly indicated to kick off a “team development process” and sustain it: How can
you collaborate on improving team meetings? Another approach is to target the team
meetings directly. Something all approaches have in common is that they are sincere and
intentional — while bringing in a lighter and more playful touch.

Don’t be misled by the title of this text. Naturally, it's not just about fun and entertainment at
team meetings. The top priority is always to improve effectiveness and efficiency. In this
respect, they constitute an integral component of quality management. Furthermore, a
positive atmosphere in the team is more likely to be enjoyable and inspire productivity.
Taking the doldrums out of the subject can only lead to a win-win for all involved.

3 Editors Comment: We thank Prof. Herwig-Lempp for this text, which was first published in German as: Johannes Herwig-Lempp,
Johannes (2008), Angenommen, wir wollten mehr SpalR haben in unseren Teamsitzungen..., in: Lernende Organisation, Nr. LO 41,
(Jan/Feb 2008), S. 38-43.

4 His focus is on systemic, constructivist and resource oriented solutions, which constitute the basis of his extensive work experience
with youth welfare services, team work and peer/collegial supervision. He has published two books, "Resource-Oriented Teamwork"
(English version in 2013) and "Drug Addiction as an Explanatory Principle” (only in German, 1994) as well as numerous articles.
www.herwig-lempp.de/en, johannes@herwig-lempp.de
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As mentioned earlier, experience has shown that these recommendations can have a very
positive impact, provided that they are appropriate for both team dynamic and setting.
Again, only you can decide what's appropriate and will serve you and only a trial and error
approach will shed light on what works and what doesn’t. You might hesitate to share
some of these ideas into your team meeting; or perhaps you are already experimenting
with some of them. Quite possibly, none of these recommendations will prove appropriate
for you and your team. Then again, you might already be working with them. Or, you have
come up with totally different ideas, and will continue to build on them as a result of your
reading. Why not pick up there and start experimenting? Or, ask your colleagues for their
opinion.

4. Getting started

It can take some time before an idea becomes a reality. It does involve a bit of courage
and risk-taking — especially if processes have become habitual and evolved into rituals.
Fear of being rejected is justified: On the one hand, there’s complaining and
dissatisfaction. On the other, the person who dares to suggest something novel is viewed
with suspicion — or, is confronted with comments such as: “We’ve always done it that way!”
“We’ve never done that before!” “What makes you think you're in charge?” This presents a
double bind — and takes courage to negotiate a win-win scenario when faced with a team
that is reluctant to bring in change. One lead-in could be: “I have a somewhat unusual idea
— you might want to reject it outright — then again, it'll only take a few minutes ... what do
you think”...?* Find an ally on the team who supports you. Don't get discouraged by initial
resistance. Rather, take it as a hint not to change too many things at once.

5. 13 Recommendations to improve team meetings

Recommendation 1: What works; What doesn’t?

Invite your colleagues to reflect as a group on what is good about the team meetings —
what are they happy with and what can be done to sustain that feeling. When the team
begins complaining about the meetings, be persistent and patiently redirect the focus on
the positive aspects. You can be sure that you'll find a number of examples of which you
can say: “Hey, let's keep that as is”. The goal here is to shift the team’s perspectives
regarding their meetings, not to change those aspects that are actually working. Moreover,
while you were reflecting, you as a team might have become aware of what actually works
—and, in the process, develop more enthusiasm for implementing the changes.

Recommendation 2: Worst case scenarios
You might ask your team to reflect on a totally different scenario: Take a few minutes of
meeting time, and ask members to generate 40 to 50 ideas on how the meetings could be
turned into a disaster. To do this, consider the following ideas:
How could you, as the team/project leader create a team meeting that no one would
attend?

e How could you manage an increase in sick leave absenteeism precisely at the

scheduled meeting time?



e Under what circumstances would you refuse to continue to take part in the
meetings?
e How could you create team meetings that would lead directly to disaster?
Collect as many ideas as possible. Draw your ideas if you like. You're likely to enjoy this
exercise — even if this isn’t the top priority. You'll soon begin to realize that you and each
and every individual on the team impact the team dynamic and that each one of you has
the means to tip the balance toward either a positive or negative outcome.

Recommendation 3: Less can be more

Before you and your team jump in and begin initiating changes or trying out new ideas,
consider what could be left out from previous approaches, only temporarily, for the sake of
experimenting. Perhaps the meetings could be shorter, or maybe a few standardized
points on the agenda could be dispensed with (and simply included in every second
meeting instead). You could also streamline the agenda a bit more. In any case, you and
your team will know best what's indicated depending on the situation.

Recommendations 4: The miracle question

Together with your team, you could pose the miracle question: "Suppose tonight, while you
slept, a miracle occurred. When you awake tomorrow, what would be some of the things
you would notice about your team that had suddenly gotten better?" (Adapted from Insoo
Kim Berg and Steve de Shazer). Since you were sleeping, you would be unaware of any
miracle having taken place: What might you notice about your behavior upon waking the
next morning that would lead you to believe that the miracle had actually happened? Take
fifteen to twenty minutes to reflect on possible answers. Go ahead and brainstorm, sharing
your wishes in as much detail as you like. Round off the brainstorming with a group
complaint about how, unfortunately, miracles just don’t happen anymore — or, take a
moment and consider if one or the other scenarios could actually be made to happen even
if the “miracle” hadn’t occurred.

Recommendation 5: Scaling questions

You can ask so-called scaling questions in the team: “On a scale of 1 to 10 where 1 stands
for dissatisfied and 10 stands for very satisfied, how satisfied are you with our team
meetings”. Each member answers the question by choosing a number on the scale. You
can share your number if you like — answers to the follow-up question are the decisive
ones: “Assuming your evaluation would have been one point higher, what would have
changed in our meetings? And how could | have contributed.” Discuss your answers and
take notes. Quite possibly, you'll find an opportunity to try out some of these ideas in the
near future.

Recommendation 6: Hesitation as opportunity

Your colleagues’ reaction to your suggestions for a change in team work might not call
forth spontaneous enthusiasm (“Wow! That's great, let's do it!”). There might, in truth, be
guite a bit of resistance, not to say outright rejection. A team’s strength lies in its different
perspectives, experiences, competencies and skills. Those members who hesitate to join
in on suggestions for change are showing a healthy dose of skepticism. They remind us
that not all was bad, and not to throw the baby out with the bath water. Start with



experimenting with changes, slowly and for a limited time period. Then decide as a team
what advantages and disadvantages the changes can bring in the long run.

Recommendation 7: Talking about success

You could share success stories: Start a team meeting by asking each member to share a
situation in the last week where he or she was successful or could look back on a job well
done — and, in the process, pass on a few tips to colleague. Exchange stories about what
you achieved and details about what lead to your success.

Recommendation 8: Boasting about failures

In some teams outright boasting about achievements can be annoying for many other
colleagues. Here you could invite the team to reverse the approach and boast about
situations in which they came out less than successful: Who can come up with an amusing
dumb mistake? The message is: “you learn from mistakes and grow wiser. That’'s why one
is not enough!”

Recommendation 9: Taking turns moderating

Why not encourage different team members to take turns moderating the meeting?
There’s no reason why the task should fall to the project or team leader alone. On the
contrary, sharing this “service” among members leads to an overall win-win scenario. The
same goes for the minutes of the meeting. The way | see it, they should not be drawn up
by the team leader.

Recommendation 10: Working with the agenda and time limits

You can draw up an agenda prior to the meeting or inform members by email a few days in
advance, adding how much time should be dedicated to each item. Once the time is up,
the team moves on to the second item. Points that weren’t discussed are postponed until
the next meeting. As strange as this approach might seem to teams that are not used to
time restraints, my experience has been that team members are surprised at the
advantages it can bring within a very short time!

Recommendation 11: Pattern shifts

“Small steps in the direction of change are followed by more significant shifts”: Teams that
enjoy experimenting, in particular, have developed a range of creative variations on the
modus operandi they have become accustomed to. For example, they will purposefully
switch their seating arrangements or choose different rooms for their meetings.
Refreshments and snacks can be included one time and not the next. Members could
appear at the meeting wearing sunglasses or silly hats, take on a more formal tone or
address one another by an entirely different name. Granted, these suggestions might
sound silly — their effect, however, can’t be judged until they’ve been put the test.

Suggestion 12: Following up with feedback

Take a few minutes at the end of you team/project meeting to give the person who
moderated feedback (I liked ...). This is an opportunity for learning. As a team, share
feedback according to the questions below (and be persistent in your questioning): What
have we achieved today? How did we manage to make the meeting work? How has each
one of you contributed to making the meeting a success?



Suggestion 13: Reward and consolation

If you and your team decide to introduce some changes into your team meetings, consider
in advance how you will reward success and console in the case of (partial) failure. Putting
heads together and sharing ideas on how to celebrate achievement is already a step on
the path to success.

6. Prospects

| wish you successful experimenting with one or the other of these recommendations!
Applied over time by a large number of teams, these approaches have repeatedly proved
beneficial.

In closing, | would appreciate hearing about your experience with these recommendations
— which ones you found encouraging and others that didn't work so well for you. Which
one of these ideas you tried with what outcomes. What tips would you give colleagues who
wish to try out some of these ideas but haven't quite mustered the courage? What
suggestions do you have for improvement? And, what ideas have you and your team
come up with? I'd very much appreciate feedback on your experiences so that other
teams, too, can benefit.
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