
Queen’s Park
journey to 
creating a 
Children’s 

University and 
Wellbeing 
Provision

2016

Engagement

Bringing 
together of 

Key Partners 
and 

Organisers
of Project

Focus 
groups, 

meetings 
and 

discussion

Consultation

Informing 
third parties 
about vision. 

Engaging 
them  in the 

planning 
process.

Stake Holders

Pupil /Parent 
Voice, Data on 

SIMS, Qualitative 
and Quantitative 
data collection

Recording a Base-Line

2017

QP provision 
created an 

offer of CU and 
Wellbeing

Facilitation

Promoting 
training and 

up-skill 
activities

Developing Opportunities

Looking at 
drivers for 

and against 
change

Force-Field Analysis

Auditing team 
strengths and 
preparing for 
foreseeable 
challenges

SWOT Analysis 

2018

Provision 
widened and 
shared with 

partners.

Growth
.

SWERL project 
with UCL Data 

and system 
analysis. Auditing 

and further 
planning

Evaluation

Growth of well 
being team. New 

goals and  
evaluation 

systems 
employed.

Development
.

Continued case-
study partner 

work. Diversifying 
offer and 

partnerships.

Sharing and growth
.AWARDS AND ACCREDITATION.

2019



Key SWOT Questions
STRENGTHS
What do we do exceptionally well?
What advantages do we have?
What valuable assets and resources do we have?
What do members/customers identify as our strengths?
OPPORTUNITIES
What opportunities do we know about, but have not 
addressed?
Are there emerging trends on which we can capitalize?
WEAKNESSES
What could we do better?
What are we criticised for or receive complaints about?
Where are we vulnerable?
THREATS
Are weaknesses likely to make us critically vulnerable?
What external roadblocks exist that block our progress?
Is there significant change coming in our sector?
Are economic conditions affecting our financial viability?
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There will always be driving forces that make change attractive to people, and 
restraining forces that work to keep things as they are.

Successful change is achieved by either strengthening the driving forces or 
weakening the restraining forces.

The force field analysis works towards unfreezing the existing equilibrium, moving 
towards the desired change, and then freezing the change at the new level so that a 
new equilibrium exists that resists further change.
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"A culture is not a painted picture; it is a living 
process, composed of countless social 
interactions. Like a river whose form and 
velocity are determined by the balance of 
those forces that tend to make the water flow 
faster, and the friction that tends to make the 
water flow more slowly the cultural pattern of 
a people at a given time is maintained by a 
balance of counteracting forces.“
(Lewin, K. 1948. Resolving Social Conflicts, 

p.46.)

"To bring about any change, the balance 
between the forces which maintain the social 
self-regulation at a given level has to be upset“
(Lewin, K. 1948. Resolving Social Conflicts, 

p.47.)



ADD A FOOTER

08.02.2019

5

This is Harold Wilson sitting in 
his favourite chair to help 

explain Force Field Analysis.

G
ravity holds him

 on to the 
chair. Think of this as driving 

forces.
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So the balance(Equilibrium) between the forces 
keeps Harold firmly positioned on his favourite 

chair!
And this text box helps protect his modesty.



In force field analysis, the equilibrium of the 
system or individual’s behaviour shifts resulting 
in action .
In CBT there is an activating event .
It might be realisation of a need or an 
environmental change that triggers reaction . 



CBT CAN HELP INDIVIDUALS RECOGNISE THEIR 
RESPONSE TO CHANGE AND EVALUATE THEIR BELIEFS 
AND FEELINGS ABOUT THEIR ACTIONS AND 
EXPERIENCES.IN TURN,THIS ALLOWSX FOR THE 
CREATION OF LASTING CHANGE.
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Thought

BehaviourEmotion





INITIATING CHANGE
Whether this takes place within a organisation 

or individually, change requires planning, 
evaluation and structure. We can look to 

coaching and mentoring models to support 
lasting change.









The GROW Model is one of 
the most established and 
successful coaching  and 

mentoring models. Created 
by Sir John Whitmore and 
colleagues in the 1980s, it 

was popularized in Sir John's 
best-selling 

book, Coaching for 
Performance.



The model was developed by business coaches Graham Alexander, Alan Fine, and Sir John Whitmore.
A good way of thinking about the GROW Model how you'd plan a journey.

First, you decide where you are going (the goal), and establish where you currently are (your current reality). You 
then explore various routes (the options) to your destination. In the final step, establishing the will, you ensure 

that you're committed to making the journey, and are prepared for the obstacles that you could meet on the way





You may be required to 
support change within your 

setting, for students or 
colleagues.

Using the models you can 
apply structured change 

management techniques to 
guide and embed it.







What questions 
would you ask ?

What do you 
both want to 

achieve 
from this 
coaching 
session?

What would your 
mentee like to 
accomplish?

What 
outcome 
would be 

ideal ?
What 

do they 
need to 
change?

Goal

On a scale of 
one to ten how 
severe/serious
/urgent is the 

situation?

Why haven't 
they reached 

that goal 
already?

What would 
the benefits 

be if they 
achieved this 

goal?

Why are 
they hoping 
to achieve 
this goal?

Options

What could be the 
first step? What have 

they already tried? What was really 
happening? Do  

they know other 
people who have 

achieved that 
goal?

How are they 
going to go 
about it?

What  do they  
need to do 
right now?

What are three actions you can take 
that would make sense this week? On 

a scale of one to ten, how 
committed/motivated are you to 

doing it? What would it take to make 
it a ten?

How will you know when you have 
done it? Is there anything else you 

can do? On a scale of one to ten, what 
is the likelihood of your plan 

succeeding?

What would it take to make it a ten?

Will

Reality



What 
would the 
mentoring 
journey 
look like?

This is a 7 week shorter –cycle plan

Mentoring relationships may last longer dependent on 
need ,agreed  arrangements and stakeholder wishes.

Week
1-2 Q1 Q2 Q3 Q1 

Week 
3-4

Q2Q1Q3Q2

Week 
5-6

Q3 Q1 Q2 Q3 Week 
7-8

22



What are three actions you can 
take that would make sense this 
week? On a scale of one to ten, 
how committed/motivated are 
you to doing it? What would it 

take to make it a ten?
How will you know when you 

have done it? Is there anything 
else you can do? On a scale of one 

to ten, what is the likelihood of 
your plan succeeding?

What would it take to make it a 
ten?


