Information sheet

Eliciting change talk

People are more convinced by arguments they have thought about themselves
than by arguments that have been presented to them by others. In motivational
dialogue we try to elicit statements from the learner that acknowledge that they
have some difficulties, that they are anxious about the way things are and want
to change, and that life will be better in some way if they do change.

Paul Lalgee

Eliciting change talk is at the heart of motivational dialogue. When learners
increase their change talk, their commitment to change seems to increase too.

An important role for you is to encourage learners to:

e recognise the nature of their problem(s);

e show concern about the effects of their problem(s) on themselves and others;

e explore the strength of their intention to change;

e express their optimism about the possibility of change, and to work with you to

strengthen this.

You can encourage talk about change with a mixture of:

e open questions;
e reflections;

e summaries and summaries with bias;

Useful questions

Problem recognition

How has this been a problem for you?
How is being late causing you problems?
What difficulties has this caused you?

How does not being able to read cause you problems?




In what ways do you think others have been harmed by your behaviour?
Concern

What do you think will happen if you do not change your behaviour?
How much does your drinking concern you?

What worries you about not being able to control your temper?

How do you feel about your gambling?

What can you imagine happening if you stay at home?
Intention to change

What would be the benefits of learning to read?
What will make you go to the interview this time?
What will be the advantages of changing your behaviour?

The fact that you are talking to me indicates you are concerned, but how can you
be sure you want to change?

| can see you still feel unsure. What could make you feel more positive about the
move?

Optimism
What makes you think that this time things will be different?
What is different this time compared with last time?

What will make you attend your group work sessions this time, compared with
last time?

How do you know that you will not go back to drinking as soon as you face a
crisis?

What do you think will work for you if you decide to try to change?



Traps that reduce the likelihood discussions planned to bring
about change in behaviour.

Trap 1: persuading through argument

A learmner who is not ready to change may signal this by countering every
statement you make with reasons for staying as they are.

If you let yourself be drawn into an argument, the learner is likely to experience
you as pushing them into a corner. This will trigger defensiveness and more
evidence of apparent resistance from the learner, and will be demotivating for
both of you.

The antidote

Use your skills of questioning and reflective listening to encourage learners to
articulate their own reasons for change.

Trap 2: who is the expert?

When you are talking to a learner about a problem, you might find yourself
offering advice and guidance before you have explored the learner's own
perspective. This is taking responsibility away from the learner and goes against
one of the key principles of motivational dialogue. The result can be half-hearted
commitment to your suggestions and change, if any, will only be temporary.

The antidote

While you are the expert what you teach and what the course has to offer,
learners are experts on themselves, and what matters to them. So part of your
role is to help learners explore their own goals, direction and plans.

The time for you to offer advice is when a learner’s motivation for change is high,
after you and the learner have explored different ways of making changes. Even
then, check your motives for offering it. Does the learner actually want it — or are
you offering it to meet a need of your own?

On the other hand, if you believe that a learner is in imminent danger, do not
hesitate to give advice.

Trap 3: premature focus

When you believe that you know what a learner needs in order to be able to
change, you may be tempted to focus on this before the learner is ready to do so.
This is likely to trigger resistance in the learner.



You also run the risk of focusing on something other than the primary problem.

The antidote

Spend time listening to the learner, asking well-chosen questions and reflecting
back empathically what you hear them say. When you think you have jointly
identified the issue, check it out tentatively. For example:

Tutor: From what you’ve been saying, it seems that you see the root the problem
as being your temper. Is that accurate — or is there something else?

*Ted Daszkiewicz and Paul Lalgee supported the development of the ‘motivational dialogue’
resources for the Standards Unit E2E resources. The resources are based on:

Miller W.R. and Rollnick S., Motivational interviewing: preparing people for change, 2™ edition,
New York, Guilford Publications, Inc.

Further information can also be found at: www.motivationalinterview.org



