


We all want to do a good job, we all hope to get on well with our colleagues,
in a context that supports and enables all of us to perform to the best of our
ability and, gives us a sense of satisfaction and forward motion.

Sometimes, though in our relationships, whether they be at work or in our
personal life, things can get tricky, become unclear or go wrong.

The Oasis Seven Stage Model for effective relationships provides some
guiderails that are easy to understand and use in our daily lives. They can
help us work out where we are and potentially what to do next. They can be
used both when we are stuck or when we want to maximise our successes.

In simple language, the model represents the seven stages of an effective
relationship, each stage overlapping with the next. Whilstit’s not linear, itis
usually ineffective to ‘jump’ a stage as each stage builds on a previous one.
It's designed to be easily understood, and easy to use, not only when work-
ing with people, but also with projects, systems, and processes, in fact, any
situation where it is important to bring more of yourself to create change.

In our work over the last forty years, we have observed the skills, behav-
iours and beliefs that help relationships to work well, even when there are
differing agendas and views. This model simplifies what we have learnt and
presents it in bite sized pieces as a guide to what you might do at different
points in working relationships.

Since its launch in the 1980s the model has been introduced to thousands
of people and has proved robust across a wide range of sectors and within a
variety of contexts and cultures across the Globe. The model has been in-
formed by the experiences of hundreds of coaches, facilitators, consultants,
clients, teams, and leaders and has been tried and tested to deliver multiple
tangible benefits.

It's designed to free you, not limit you. It is a description of what many highly
effective people doinreal life, rather than a rule book of what you should

do. Many encountering the model for the first time are delighted to discover
that they are already doing it; they simply have not framed it in this way. We
hope you find it inspiring and useful.




The Model and how to use it

Introduction

The Oasis Seven Stage Model arose from the need to provide people from

a wide variety of backgrounds with a simple overview of the stages of an
effective interpersonal relationship. As well as offering a complete model,
each stage outlines specific skills that can be applied according to the needs
and priorities of a relationship.

The model can be applied in any setting where greater self-awareness and
working better with others would be helpful.

The model works so long as thereis:

« sufficient commitment to the relationship and the work
« sufficient willingness to be engaged in doing the work together
» sufficient capacity in those involved to do the work.

It also requires that we believe that people:

are worthy of dignity and respect

can resolve their own predicaments, given the right support
can work together positively

have an inherent capacity to work, learn, develop, and mature.
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1 CONTACTING

Sufficient Contact

01. Contacting

Rapport, human connection; contacting is the bedrock of all
effective relationships, and this is where our model starts.

Creating warmth and rapport that is fit for purpose, requires attention and understanding

of the context. Not having to be the persons close friend or their caretaker but working as
peers. Taking a little bit of time to get to know the person you are working with and letting
them get to know you, creates, and builds trust. This includes getting to understand more of
their context —both personal (if appropriate) and professional.

Effective Listening

Active listening is the superpower that fuels any effective relationship. Active listening
follows quite different rules from the conversational listening that most of us engage with.
Real listening to another person means consciously becoming interested and engaged with .

?
their world so that we are invested in the other person and become actively involved in what Where to Begln g
we are being told.

Really listening is at the core of so many emerging roles in our contemporary world —
listening to unspoken market needs marks out the entrepreneur; listening to people and
planet, the social entrepreneur; to the deeper questions within a person, the coach; and to
the emerging requirements for a business in a changing context, the responsible leader and
manager.




CONTACTING

Where to Begin? continued
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TASKS SKILLS

Establish rapport Listening
Relationship building ! Attending
Matching

Questioning
Mirroring

CHANGING

CLOSING



02. Contracting: Conditions and Agreements

We've said ‘hello’, we’ve created a connection. This next phase

is about establishing what good will look like, what some of the
milestones might be, how you will work together and what level of
support is required and can be offered.

The context defines the nature of the contract. To reach a realistic outcome, those involved
need to take their specific context into account.

Developing a Shared Agreement

If you are the one in the acknowledged enabling role, you need to manage the process.
Agreements on how you are going to work together must be made explicit and boundaries
clearly established —even if they need to be changed later in the light of new information.

The following need to be clarified:

Time: the length and possible frequency of meeting

Space: the location — minimising any interference or distraction

Ways of working - the options that might be used in any work together

Purpose: overall clarity, so that no one misconstrues the situation or the reason for the
meeting.

Contracting Questions

1. Whatdoyouwant...?

2. lsitrealistic?

3. How will you and | know when you have achieved the change?

4. What will you have to give, or give up, to get it?

5. How might you sabotage yourself?

6. Whatis the first step and by when?

p.

CONTRACTING
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Studies into performance clearly show that effective individuals and teams develop a set of
understandings that help them achieve their purpose, or contract. The time and dialogue
necessary to develop these ways of working together can encourage stronger bonds, bonds
that in turn deepen trust to sustain the whole relationship. Whilst the ways two or more
people work together vary depending on the contracts agreed, the following have proved
effective in many settings:

«  Thatyou are -individually and mutually responsible and accountable for the success of
the endeavour.

» Silenceis not taken as agreement
« It's OKto clarify and/or challenge
o It's OKto ask for help.

Depending on the nature of the work, some discussion and agreement about confidentiality
is often necessary.

During these early stages, the other person begins to feel you are taking the trouble to learn
about their individual way of seeing the world, and that you are keen to understand their
challenges. As a result, they will be more willing to introduce you to further areas for explo-
ration and clarification, and later be more open to being challenged to develop new options
and choices.

CHOOSING

Gaining commitment for
change
Agreeing boundaries
Establishing initial outcomes
Establishing individual and
mutual responsibility

Establishing time, frequency

and style of meeting

Outlining conditions
Negotiating
Checking
Appropriate questioning
Managing power




03. Clarifying

We've said ‘hello’, created a connection, agreed initial outcomes
and how we are going to work together. We now need to build our
understanding.

This next stage is built on the belief that all of us have the wisdom and resources within
to find our own solutions. If you do this phase well enough and often enough the need for
confrontational challenge diminishes

Clarification is a process that gathers data from all our senses, and with the other/s involved
we process the information and communicate what we have understood to the person

we are working with. In such a way they hear themselves more clearly. Predominantly the
clarifying stage is about refraining from advice giving or trying to fix the other person. It's a
phase of listening and questioning to create a shared understanding of how things are and
what might assist or stand in the way of progress.

Hearing the story:

Retrieving meaning:

Constructing meaning

3

CLARIFYING
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Level 1: Content

Level 2: Feeling

Level 3: Intuition

Level 4: Empathy

CONTACTING

CONTRACTING

CHANGING

Developing safety and
permission

Enabling understanding
Identifying issues and

questions
Identifying themes and
patterns

~

SKILLS

Reflection/paraphrasing
Open questions/prompts
Re-stating/word repetition
Testing understanding
Summarising




04. Challenging

We have made a connection, agreed outcomes, understood the
context and whilst doing so uncovered some of the factors that
might be holding us back. To get unstuck we need challenge to
create forward motion.

Effective challenge can create new possibilities and more choice. Offering clear, incisive
feedback, holding up a mirror and asking questions that cut through and encourage the
person to approach things differently. This can be a tricky stage and requires a robust,
trusting relationship for it to be effective.

Approaching Challenge

4

CHALLENGING

y4



Challenging Questions

Summary

CONTACTING

CONTRACTING

CHALLENGING

CHANGING

CLOSING
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TASKS [ SKILLS

Identifying the impasse Focusing
Working with themes or I Defining

patterns Confronting

Offering permission Immediacy
Encouraging consideration of ‘Tough loving’
options Cathartic skills

Encouraging self- Specifying actual examples
confrontation
Holding the challenge
Developing new and latent
strengths




05. Choosing

We have maintained a strong connection, an agreed destination
which we have explored and understood. We have faced into any of
the obstacles that might prevent our success. This releases energy
and brings more choice and possibility.

The phrase of choice is a helpful one in which you can facilitate the process of generating
options and weighing and valuing them for yourself and with others. Offering your own
solutions into the mix can also help, if done well!

The ‘True Third Alternative’
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Assessing the likely consequences, considering implications and impact, and rehearsing
possibilities can all be very valuable in assisting us to develop our skills within this stage.

In developing effective decision making there are essentially three core ingredients:

«  Building the picture (thinking)
«  Valuing and weighing (feeling)
» Deciding to act (willing).

The last ingredient can have two paths, to take action or to deepen our understanding. The
former results in a decision to do something, the latter occurs when no action is necessary
or possible, and often all that can be done is to gain a shared understanding.

In many settings the first two ingredients are given too little attention. When a person,
team, or organisation keeps coming back to the same or similar issues, a repeating pattern,
it is often as a result of moving too quickly into decision making. A desire to move at speed
rather than take the time necessary for applying a more effective approach which may be
experienced as slow at first but can in the longer term create more pace.

Avoiding examining alternatives at this stage can cost dearly later, when the person or
team discovers that things that could have been anticipated have simply been ignored. The
potential for this stage is that those involved can gain a rich sense of their own capabilities
and resources for taking action.

Taking action is the focus of the next stage.

CHOOSING

Opening new perspectives
Widening options

Generating and creating choice

Anticipating consequences
Moving towards change

Identifying resources
Problem solving
Re-contracting

Dreaming and imagining
Testing out ideas




Managing Change

06. Changing

Now we have made informed choices, it’s time to move to
implementation

Taking action, trying things out, space and time to plan together and, crucially space to
acknowledge positive progression towards desired change.

CHANGING




Implementing Change

Communicating change

1 CONTACTING
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6 CHANGING

7 CLOSING




Managing Change

07. Closing
Phases in Closing

After all we have done together comes a crucial and often missed
out phase.

Closing effectively brings an opportunity to gather and acknowledge what has gone well,
what progress has been made, what has been learned, what can be taken from all of that into
the next phase. And, to say ‘Goodbye’ if necessary.

CLOSING
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Bringing the work and Managing endings
relationship to a close Disengagement
Reviewing and evaluating the Letting go

D

: j
C il

Pty - G

-

Oasis Human Relations

Hall Mews | Clifford Road | Boston Spa | West Yorkshire | LS23 6DT
oasishumanrelations.org.uk

(+44)1937 541700



