T—

Steps to Change Podcast: Anike Episode

Allen: Hello and welcome to this episode of Steps to Change, the podcast where we explore learning
and development topics, organizational behavior change, and practical ways to inspire people to act
differently through the lens of our Steps to Change model: See It, Own It, Change It, and live it. On
this episode, we're exploring why understanding what resilience is and how to maintain resilience is
important to employees and organizations. We'll look at ways to support individuals with ways to be
more resilient and how we use our Steps to Change methodology to engage learners in experiential
learning environments to develop the skills of resilience management.

I am your host, Allen Liedke, and on this episode, we're joined by Anike Bello. Hi, Anike, how are you?
Anike: Hi, Allen, I'm good, thanks. How are you doing?

Allen: | am doing very well, Anike. It's really great to have you on this episode. And for those listeners
who might not know you, tell us a little bit about yourself, what you do at Steps, and any insight you
might have on the topic today.

Anike: Yes. I've worked at Steps now for about two years, and I've worked on a range of programmes,
including media and live person deliveries for different sectors. And some of my work also entails
script writing, so | design some of the programs and also create resources to support training
sessions. And resilience is a topic that I've covered a few times in some of the programmes that I've
worked on. So, whether it was for the National UK Bank, that was last year, that was media projects
which looked at mental health. And this year, I'm working with a UK public service provider for a
media and the live person delivery. So, both programmes look at ways learners can gauge the impact
of resilience, can have on team dynamics, the importance of being aware of how it can change, as
well as the importance of taking individual and collective responsibility to sustain good resilience
levels.

Allen: Okay, Anike. So, before we get into looking at how we design and create content for clients
focused on resilience and mental health, let's spend a little bit of time just getting a shared
understanding by what we mean when we talk about resilience within our programming, and also
exploring why clients would be coming to us to help them design and create content in this subject
matter.

Anike: | think when we talk about resilience, how we've approached that in our programs, we've
worked with two brilliant subject matter experts called Laura Rosenthal and Ruth Cooper Dixon. And
both of them use this great analogy of a stress bucket that's been really useful to just make it more
accessible in terms of the learner understanding what it means. So, imagine a bucket that is
constantly overflowing with water and has a faulty tap. So, this represents someone whose resilience
levels are struggling. They have no outlet, so stress and anxiety pile up.
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And then on the other hand, a bucket with a functioning tap represents a person who has a good
awareness of healthy outlets to support their resilience levels. So, they're able to de-stress and
navigate challenging situations in a healthier way. And | think this brilliantly sums up the importance
of self-awareness and curiosity, just taking the time to better understand yourself, your toolkit that
supports you in finding healthy ways to navigate challenging situations, because stress is something
that is a part of life. So having the toolkit and the awareness to know how to navigate stressful
situations is important, particularly when we think about the workplace and just working with other
people. So having that awareness to identify when you're feeling overwhelmed can support you in
recognizing when extra support is needed and therefore taking steps to communicate that to your
manager and to your colleagues.

Allen: Okay, great. So in a sense of when we're talking about resilience in our programming, really
what we're talking about is that awareness of either things like your stress levels, maybe your triggers
and your capability to weather the storm, if you will, or how to manage those in a most effective way
so you don't become overwhelmed or affected too much by it, if you will, so you can start to spot the
signs when maybe you have, you're feeling like your resilience bucket is about to overflow and then
take the steps that you need to sort of manage that and take the pressure off of yourself, if you will.

Anike: Yeah, exactly. And | think clients, the reason why they may be more curious to explore this
subject area is because resilience isn't something that should be seen from an individual lens. | think
having greater awareness of how to support and maintain the collective resilience of an organization
is vital.

Allen: Yeah, that's a really interesting part | hadn't really appreciated until we started preparing for
this episode. Often resilience, | had looked at it through the lens of myself, how resilient am | today
and how well am | dealing with my resilience when | have stressful times. But actually looking at it
from the lens of the client of going, how's our organizational resilience at the moment, is crucial to
really sort of identifying the challenges and pain points, if you will, and then working as a collective
to really support those organizational resilience buckets, if you will, to go back to that analogy.

Anike: Yeah, definitely, because poor resilience levels at individual level is something that can cause
massive ripple effect within an organization. It can look like poor team morale, breakdown in
communication, lack of trust. These are behaviours that impact an organization in a number of ways.
And we even saw that in some of the research that we conducted for the mental health programs
that we worked on. It really shone a light on the important role of mindset when approaching the
topic and how it can, at times, act as a barrier to improving behaviours and attitudes.

Allen: Absolutely. And just to kind of pull on that thread a little bit more, it's vital that organizations
are talking about this because when people are overstressed or having poor mental health periods
in their lives, they're more likely to call in sick or their productivity is down. And so there is a business
case to make the conversation about resilience and mental health one that people talk about.

Anike: Definitely. What we're seeing, for example, like mindsets such as, oh, just deal with it, it's not

that bad, get on with it: this has played a part in exacerbating poor resilience levels rather than
improve it, which then has contributed to increased absence, which has meant less staff and poor
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production output. So really getting to the heart of the matter in terms of mindset is a crucial thing
for a business. And when you think about different intergenerational working and maybe mindsets
of maybe older generation clashing at times with younger generation, having this discussion can
improve working relations and just understanding each other better.

Allen: So let's switch now and dive a little deeper into how we go about bringing that all to life in a
learning session. With our Steps to Change methodology, we always start with ‘See It’. And again,
that will be really well research-based in terms of how are these challenges showing up uniquely
within organizations because we don't want to assume that what happens in one organization is
going to be the same for another and really tuning into people about when are those moments where
you're seeing lack of resilience individually on your teams and then trying to understand, well, what
is the organization doing or maybe not doing so well to support that?

So we'll have done all of our research. We'll have then built and designed content really specifically
around the themes that have been drawn out of those research conversations. So, Anike, I'd like to
just dive in a little bit deeper now into what are the types of things that show up in ‘See It’ in a
program that we would be delivering on mental health and specifically when we're starting to talk
about and hold up that mirror to the resilience part of the conversation?

Anike: Yeah, sure. So | can refer to two examples. So first example, in a mental health program which
we designed last year, one of the scenarios featured an employee who is initially very highly engaged,
but then over time begins to struggle, so we used media for this. So the learner was able to really
explore, see the ways in which the character started to deteriorate in terms of his resilience levels.
So the emphasis was on how to spot the signs.

So we see an employee in an office who begins to frequently miss deadlines, then starts to call in sick
more and more, and becomes very short-tempered with his colleagues. And the learner is able to see
the ripple effect that this has on his colleagues who are getting more and more frustrated about
having to take on his work in addition to their own. So it was important for the learner to see that
and then see where are the moments where it's key to spot the signs. And we're talking here about
the subtle ways, so nothing overtly, but the ways in which maybe a comment or somebody's body
language is indicating that they're struggling to manage their resilience levels.

Allen: So those everyday moments of interactions that we can show in the drama scenarios, we can
see how one day a passing comment actually is nothing to an individual, but then fast forward a few
weeks or a few months into the future when they're having a challenging time, seeing the same
comment can really set them off on a downward spiral. And | think it's really important that we are
able to bring that to life for the participants because it's something that sort of happens over time, if
you will, and through the power of drama, we can really show that time period and how it starts to
diminish, that resilience can diminish over time.

Anike: Yeah, exactly. So with the second example, we see a character talking about the first nine
months at a new job where he goes into detail about some of the jokes and comments that were
made about his race. And this led him to consider handing in his resignation. But it was one small act
from another colleague who spoke up about the racism he was witnessing, which led to a shift in his
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experiences at work. So the character then started to feel more supported, more included. And for
the learner, this example showed how behaviours can hinder, but also promote resilience levels
depending on the context. So for this, showing how non-inclusive behaviours can really ever weigh
at the resilience levels of a person.

Allen: And what | love about the example you've shared there is that it's the external factor that
supports another character in these scenarios to have a rebound in resilience, if you will, right? So
it's the action from an ally or by one of their colleagues who recognized that some behaviours were
happening that weren't helpful that then allowed them to feel like they had their resilience bucket
full again, if you will, or more capacity to manage those moments.

Anike: Yes, definitely. | think both examples highlight the importance of awareness and action. So
what you do when you're aware that someone might be struggling, what is the action that you can
take in your position to support that person.

Allen: Absolutely. And | think that moves us really nicely into the next step of the learner journey on
the Steps to Change methodology, and that's moving into the ‘Own It’ phase. Participants have had
the drama held up for them either through the videos that you talked about or live in the room, and
they have emotionally connected with it and started to identify what lower resilience behaviours
might look like. And then we want to move them into the ‘Own It’ part of the learning journey. So
what's happening for participants in the ‘Own It’ space, Anike?

Anike: So, yeah, we approach the ‘Own It’ phase as a way to facilitate aha moments for the learner.
So inviting them to notice the subtle ways that resilience can be infected and recognize behaviours
in themselves through the drama scenes played out.

So, for example, in live programs, what this could look like is us creating reflection moments within
the program for the learner to think about the times that they have either observed or maybe
participated in the behaviours witnessed in the scenario. So we normally do this through polls, where
if it's a big amount of people in the room, we can use something like a Slido to just get a quick poll of
people's opinions and thoughts on what they've just seen. But we also use here hot seating where
learners can engage directly with the characters and ask them questions as to the intention and
maybe the impact of the behaviours they've witnessed.

And then in the media programs that we use, things like Gogglebox, which is an opportunity for
learners to see their fellow colleagues watch the drama that they've just seen talking about it. But
then if we want to look at an individual way to facilitate reflection, we can have questions at the start
and beginning of the drama scenarios that a learner might watch asking things like, how would you
approach that situation? Does this resonate? Have you been in an instance where a colleague said
this and you reacted in a particular way?

| think questions are a really great way to support learners in taking more ownership of their
experiences and supporting them in relating to the drama that they see. And from this, participants
are able to recognize the signs of low resilience and really start to consider when they've been low
and how it can happen to anyone. So that's also building that empathy muscle.
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Allen: Yeah, absolutely. And | think one of the things that has come out of sessions that I've been in
where we're talking about resilience is so individuals who don't typically suffer regular mental health
challenges or have low resilience might not necessarily recognize that they're having a low resilience
day when they're having one, if that makes sense. Because we know that people are affected by
these things in different ways. And so there's been a couple of times in sessions that have been
focused on mental health that I've been a part of where somebody said, you know what, | didn't
actually realize those behaviours that were showing up that I've been through before were due to a
resilience challenge that | was facing, right. They reflected that, it's like, oh, I'm just having a bad day
or I'm in a bad mood, right. So now that they have the ability to own the fact that yes, they too go
through low resilience and being able to spot the signs, then as you're mentioning here, they can
start to really kind of understand that empathy piece not only for themselves, but also really starting
to articulate that more clearly when they See It in other people as well.

Anike: Definitely. | think that emphasis of it's never a one-size- fits all approach with anything, but
particularly resilience. It was really interesting in one of the programs that I've worked on, a manager
said that she notices that within her team, someone's struggling with resilience levels when they're
actually overproducing, when they're just constantly churning out work and working all hours of the
day, and then she's like, oh, something must be up with this person. But then in another context,
overproduction might be a way for somebody to actually just focus better, zoom into something, into
a task that can just help them maybe create some space for reflection. So it's a really interesting thing
where in one context, it could be an indication that there's something that's troubling someone and
in another way, an outlet for another person.

Allen: Okay. So for the participants in a session that's focused on resilience, they've seen it, we've
shown the drama, they've recognized the behaviours that might be signs of low resilience, they've
owned it in terms of what's their mindset, what's their responsibility to support people that might be
with low resilience. And yeah, we want to move them now into ‘Change It’. So what's happening for
the learner in the ‘Change It’ space in programming on this topic?

Anike: So with the ‘Change It’ phase, it's really essential to stress the importance of empathy. | think
empathy underpins all the programs that we design, but particularly in a subject like this or mental
health and well-being, having that empathy for yourself as well as the other person, it's just really
important to keep people on that journey, as | mentioned. And also important to recognize that
change is never a one-time thing. So you can watch a video, download the resources, but also
recognizing that baby steps is what is needed to improve attitudes and behaviours, because we make
mistakes.

So even when we know the thing and we understand it at some level, when it comes to actually
changing it and applying the recommendations into your everyday life, mistakes happen. So what are
you going to do in that instance? Because there's a risk there of all of the good work being just not
recognized, and then you go back to the initial start where you're struggling. So embracing that
approach of baby steps is essential in the ‘Change It’ phase. So when we're looking at some of the
techniques that we use to support that, so in our live deliveries, we use forum where participants
have opportunities to coach a character as they change their behaviour.
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So they've seen the issues about spotting the signs, and now we've shifted the learner to the position
of what now? And so through the character, the learner is able to place themselves in that situation
of changing it. There's also the use of skills practice where learners have the opportunity to test out
how they can change their behaviour with a character. So just having that opportunity to speak, make
mistakes, also see where you can tweak, whether it's your body language, your attitude, some of the
things you say, those are great opportunities just to show the subtle ways you can tweak your actions.

Allen: You know, when we talk about that forum example that you shared, one of the themes that
typically arises within our programs is, how do | have the conversation with somebody? How do we
even start it with somebody who might be going through low resilience moments or mental health
challenges? Because people are scared, they don't want to open that dialogue because of what might
come next, right?

So | think by using that technique where they can coach one of the characters to try out different
approaches and see how that plays out with the other actor facilitator in the scene, they can then
objectively kind of watch that happen and play out and try different approaches so that they can see
that there's not necessarily one particular way to do it, but that there's a lot of ways to go about it.
And maybe it's not as scary as they think, but it's showing them that it might be challenging for them.
It might be something that they need to kind of take the leap of faith and engage in that conversation.
But it's really important because one of the key tenets about all of our programs on mental health is
to have the conversation, right? Don't just kind of let it go by the wayside because that's going to
make it worse actually, right?

Anike: | think the ‘Change It’ phase is really, it's not about making people psychologists or suddenly
experts in mental health and resilience. It's really about promoting a people-centric way of, yeah,
approaching the topic. So it's developing comfortability and confidence in just grasping the basics,
whether it's spotting the signs, like you said, how to have a conversation, but essentially being more
empathetic. Because even with something like a forum, in coaching someone, you're there to spot
where mistakes are made, but also to encourage. So those soft skills that are also being developed
just from that technique is helping the learner, which they can then use beyond the program.

Allen: So we have seen it, we've owned it, we've practised changing it through different techniques,
such as forum or skills practice or that goggle box, if we're doing media approaches, as you
mentioned, but really the whole aim of everything we do is to really support people to ‘live it’, that
final step in the Steps to Change methodology. So Anike, what are the types of things that we are
supporting the learners to do outside of the learning environment to really help them sustain their
ability to maintain resilience and spot the signs? So how are we helping them to live it?

Anike: For the ‘Live It’ phase, we worked on a mental health program, which was e-learning, and the
last module showed learners what Live It entailed. So they were able to see a manager being more
proactive about talking about well-being within team meetings, and then also showing examples of
well-being action plans and also signposting. So making the learner aware of resources that they can
access both within their organisation, but also outside of their organisation as well.
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And we also provided toolkits in the form of one page documents, whether that was just do's and
don'ts when it comes to having a conversation, but also how to support your self care. And when you
think about colleagues in general, so maybe if you're not a manager, but just having the awareness
of whether it's mental health first aid is within your organisation, how to reach out to them and how
to make better use of the resources that are there. Because oftentimes when we were conducting
the research, we found that there was a load of stuff, whether it was supporting people with
awareness of their resilience or having conversations, but it was just not being used. So how to
enhance the use of these amazing resources that were already created and were there waiting for
people. So that was one way.

But just in terms of leaning into our consultancy role as Steps, we support clients with measuring the
impact of programmes. So this can look like check-ins every three or six months after a programme
and catching up with the research participants just to gauge how they've used the content that they
came across in the programme. So what works, maybe what are they still struggling with. Because as
| mentioned, it's baby steps. It takes a long time to really get that kind of change within yourself, but
also within an organisation. So keeping the communication channels strong and consistent is crucial
to the ‘live it’ phase.

Allen: | love this. It's simple, but it's actually really profound. The point you talk about how managers
are talking about mental health and resilience in team meetings, right, the more you can make this
part of everyday conversations without it necessarily having to be this kind of really heavy
conversation, then you can start to engage people to do a cinch check more regularly, right. So
sometimes that could look like just starting your Mondays with, how's our resilience today, right?
How are we doing team? How are we individually and collectively? So when you open up that
guestion, you start to get people just to kind of bring it to the front of mind, because we know that a
lot of times, as we've said in this conversation, you don't recognise that you're low on resilience until
you're low on resilience. So if you're checking in more regularly, you can start to spot the signs when
you're sort of losing that resilience.

| also like other things that have come out in sessions where we just remind people that simply,
sometimes you just need to step away from your work, right. What are those triggering things for
you that can really start to set you off? And what are activities that can help offset that? So going for
walks, maybe take the day off, | know that's maybe not a popular opinion all the time, but sometimes
you just need to say, | can't do it today. | need to just have a day to myself. And by doing that, you
can really restore that resilience that you might be lacking. Do something completely different for 15
minutes, right. Go do the dishes or the laundry or whatever it is, right. But just things that kind of
help get your mind focusing on either something else or taking the focus off the thing that might be
causing you to have low resilience. So just giving them practical everyday things they can be doing in
the workplace and in their individual lives is helpful.

Anike: Definitely. And to your first point, this made me think of the traffic light system that a manager
has used in their team meetings. So that simple thing of, if you're feeling red, that's like, I'm not
feeling so well at all in terms of my resilience levels. The amber is, yeah, I'm okay, but | could do with
a bit of more support. And then green is like, yeah, I'm on it. I'm feeling very good today. So in that
kind of dynamic, you can even just use colours to indicate what you're feeling.
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So it doesn't have to be you communicating to everyone in the team that, you know, I'm feeling this
or that. Maybe that's an opportunity then for the manager to have a one-on-one and go deeper into
that. But just in terms of normalizing how we can identify and express ourselves to our colleagues
when we're not feeling 100%.

Allen: Well, Anike, thank you very much for all of your insight in today's episode. That's about all the
time we have left for this one. So it's been a pleasure having you. It's been a really engaging and
thought-provoking discussion. Thank you listeners for joining us on this episode.

If you'd like to know more about Steps and Steps to Change, make sure you visit our website, find us
on LinkedIn, or sign up to our newsletter. All the links will be in our show notes. If you're interested
in how Steps could partner with you or your organization to support your needs, send us an email or
fill out the form online at www.stepsdrama.com. Is there a subject area you'd like to hear us explore,
if so, reach out to wus via email or on our socials and let us know.

As always, thank you to our production team. We couldn't do this without you. | am your host, Allen
Liedtke, and we look forward to you tuning into the next episode where we'll be discussing the
challenges faced by members of the LGBTQIA+ community in the workplace and how we design
content to support inclusion for that community. Until next time, thank you. And remember, you too
can See It, Own It, Change It, and live it.
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