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The “Yes, But...” Trap: Why Agreement Doesn’t Lead to Action
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Silence or superficial compliance is not acceptance; it is unprocessed conflict.



Why ‘Correct Advice’ Fails: The Iceberg of Ambivalence

ZHREBHDRTWVWRHD . TRBIF[HEL >
(Lack of Motivation)

=2 DS
(The Righting Reflex)

When we push logic
(“You should do this”),
EbD VRS the user instinctively
(Desire to change) /- defends their status quo.

AADIRE . TERE _ W;mlilst stop tlrea_ting
(Ambivalence) " B RE ambivalence as laziness.
| (Fear of change)

Modern Field Guide
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The Pivot: From ‘Persuasion’ to ‘Guiding’

Motivational Interviewing is a collaborative style to strengthen a person’s own motivation.

iy

.

-

e Correction (3J1F) e Evoking (5]}
e Leading (Fi&) e Guiding (i1 F93)
e Result: Resistance (i&#1) e Result: Partnership (#f&))

Core Philosophy: &% X317 (C L 7L (Do not turn resistance into confrontation)
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The Engine of Change: Who Holds the Answer?

External Motivation (#}ZBEhi) Internal Motivation (AEBEh1H)

P° Mwantto
earn money]

'You must
come to work |

User’s Words

Sustainable
Action

+
EERUNY. INOEE - @)
(Instead of persuading, nurture the user’s words. 4+ —@f}i‘v

We do not plant the seed; we water the seed that is already there.)  Modern Field Guide
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Staff’s Words

Fades Quickly




The Implementation Roadmap:
4 Steps to Behavior Change

&G

Step 1: OARS Step 2: Change Talk  Step 3: Action Contract Step 4: Review Loop
The Base ({SEEE®) The Spark (Bt =58) The Commitment (1TEhZ2#) The Learning (3iRDi&D)
This flow transforms the interview from a ‘status check’ to ‘action learning’. @ Modern Field Guide
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Step 1: OARS - The Toolkit for Listening

Open Question (BHh N 7:
&)

Avoid Yes/No.
B ESBSDTIN 2]

Reflective Listening ([ 53)
Mirroring feelings. The most

important skill.

IFBEDE EDRREDTT A

Affirmation (333)
Recognize effort.

gL VWIRRICK S LEL
f=13]

Summary (E{)
Collecting the flowers.

[DFD, ELFRAIIXT, Y%
A L7cWEWS e TThl

@ Modern Field Guide
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Step 2: Hunting for “Change Talk” (Z{t£3E)

.~ _ Sand - complaints and silence
.. '., '_".'.":.::"‘.-‘/--. g
e, O

egt®
. .

TE-60L\W)\ ]
(I wish | could)

Sand:
complaints
and silence

MEiETE =)
(1 did it before)

MO LR > THT-LN
(I want to try a little)

Technique:
EXPAND (/LT 3)

When you hear the gold,
stop digging and polish it.

Modern
Field Guide

&1 NotebookLM



Step 3: The Action Contract (Small > Big)

i v "'"'.._ y.
o K\' : 3 -_.
i -
II |

Anxiety Spike

Too High (BAD! [ Just Right (GOOD) |
HESHE < A ICIREE I TEEZ H T
(Work 5 days) (Monday for 1 hr)

The Rules of the Contract

1. RADSEATL 2. PRI & * 3./pTVIEFLERWL

(Selected by user) (Deadline-driven) (Smaller is better)

h!udern ‘
ASCRTUS Y



Step 4: The Review Loop - Turning Failure into Data

Action Contract ™
( 1 Week) : Celebrate &

Increase
Difficulty
slightly.

adi . ; : YES
aaeti) Failure is data, ([
émaalﬁees not a crime. Did it work? /mm NO

| Re-evaluate
gy Re-evaluate (No'Scen)
N Barriers
(No Blame)

Re-contracting shifts the dynamic from ‘Motivation Check’ to ‘Behavioral Experiment’.




Case Study: The Transformation of Facility N

Action Contract Execution Rate What They Did
After (85%)

High Execution

e Embedded MI questions into
the interview sheet.

e Mandatory '‘Summary' at the
end of talks.

Significant
Increase

e Implemented the '1-Week
Action Contract.’

Before (30%)

Low Execution
Action

Clnntrat;t Key Takeaway
imes Success Factor: Shifted from
Staft-led goals to User-led
contracts.
50% 5% 100%

Modern
Fleld i,



Warning Signs: Common Pitfalls to Avoid

Mistake 1: Advice Too Mistake 2: Goals Too Mistake 3: Skipping
Early (IEHRTES) Big (BENAZIES)  the Review (fEDiEDzEK)

Listen until the user feels  If they fail, the goal was Without the review,
fully understood before  too big. Break it down learning does not stick.
offering suggestions. further. Must be done weekly.

Modern
Feld Quide,



Measuring Success: KPIs for Management

Action Contract Execution  Change Talk Record Rate Contmuatlon Rate

(1TEHERNRITE) (ZB(L S EE) (Hrfse i sk R

- 90%

Target > 85% A> 90%

Are users doing what Are staff writing down
they agreed to? motivations?

If execution is low, do not blame the user. Check if the goals are too big.

odern
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Self-Audit: Quality Checklist

[] Did I use Open Questions? (FHh'N7-ER)
[] Did I record specific ‘Change Talk’? (Z{t &
[ ] Did we end with a Summary? (£#7)

L] Is there a specific Action Contract? ({7E132#Y)
[ ] Is the next Review scheduled? CR[E]L E 2—)

Modern :
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Conclusion: You Are the Navigator, Not the Driver

e 1.Validate the conflict.
B ° 2. Find the user’s “Why”.

e 3, Start with small “Try”
(P> THB) steps.

Start your next interview with one

“Reflective Listening” statement. @) Fetdeuice
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