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Large Group Interventions
Scenario 1 
In the case of winning a lottery and making a decision on buying a college, I would use the Open Space Technology. With the use of Open Space Technology people come together and facilitates pooling of their ideas with an objective of a having a shared vision and common interests (Leith, 1996). This is the best approach due to three reasons. First, I have no experience on running a college and thus, I am a bit confused and thus, require some inputs from the employees and students who are already in the college system to share a common vision on how to make the college better. Secondly, the college has about 1,100 stakeholders (approximately 1,000) who shares different creative ideas on how to improve the college. And thirdly, the all-inclusive discussion on how to improve the college would yield quality decision(s) that would steer the college successfully in the future (Rogers, 2010). Therefore, a session with a central theme of improving the college would attract creative ideas and makes clear the issues and opportunities facing the college. Therefore, the participants who are in case the employees and students would self-organize and air what interest them for the better performance of the college. 
The Open Space Technology is an effective method for a group size of 10 to 1,000. The approach can effect on the strategy of making the college better by holding one or more sessions where participants can attend and make a decision on the idea(s) that interests them (Rogers, 2010). Therefore, this is the best approach to this scenario of winning a lottery and making a decision on how to make a college better. Stakeholder involvement is crucial in creating a sense of ownership in the college for better results. Therefore, contributions of the students and the employees would result in having a shared vision and enhancing commitment to achieving the desired goals within the institution in future. 
Scenario 2 
The CEO of the video company should employ the Future Search approach on the best approach to take for the better future performance. This the best approach to a group of 12-64 stakeholders where personal responsibility and self-management attributes are possessed by the group members. The company comprises of video game designers, marketing personnel, and finance personnel who have personal responsibility and self-management attributes as required by the Future Search model (Nixon, 1998). The company’s good performance over the three years and a rapid growth projection in the future is a good incentive to develop a plan that sustains the company’s performance. The idea on new games development that differentiates the company’s games from competitors as proposed by the young employees is equally important as maintaining the status quo as proposed by the experienced executives due to the current competitive performance. The Future Search approach would facilitate a review of the past events and trends and help the company shaping the future developments (Banathy, 2005). Further, the approach would facilitate finding a common ground, developing shared vision and creation of action plans to be executed (Banathy, 2005). 
Future Search is a crucial approach in making all stakeholders contribute to the underlying issues facing a company. The inclusivity culture enhances a sense of strong ownership of change initiatives and thus, all the video game company stakeholders will be heavily committed to attaining the shared and agreed solutions (Rogers, 2010). The meeting sessions will also enhance awareness on the current reality and lay the basis for sharing common interests among the experienced executives and the young employees of the company. 
Scenario 3
The CEO of the insurance company should use the Future Search approach to have maximum input from the information technology and accounting departments. However, the CEO should have sessions independently with respect to a different department on solving the contribution problem towards organizational matters. According to Nixon (1998), Future Search approach requires a group of 12 to 64 and thus, the CEO should consider holding meetings with employees distinctly from each department that comprises 50 employees. The Future Search model has seven core values and with regard to the case, the core value on the need for employees to be engaged in their heart, head, and hands is of most significant here (Banathy, 2005). Employees want to be included in the process of organizational decision making. Therefore, this an effective approach to reducing turnover in the two departments and enhancing their contribution to the process of decision making within the company. After initial departmental meetings, the CEO should consider mixing the groups with an objective of creating the desired future on the basis of having a common ground on interests with the overall employees. 
An important feature of Future Search is an acknowledgment of the differences which are not dealt with at initial stages but focuses on encouraging participation in the process of making a decision (Banathy, 2005). Given that the accounting and information technology employees of the insurance company shy off sharing ideas, the Future Search is the best model to employ in the company. Engaging the employees in the five key stages of the Future Search would enhance the skills among the employees as strategic conversationalists and thus, result in maximum contribution and commitment to organizational issues from the employees.   
 Scenario 4 
The outcome of the Open Source Technology conference failed to meet the desired results due to two major reasons. Firstly, the CEO failed in giving his opinion and the kind of results he intends to achieve. The main objective of the Open Source Technology model is pooling ideas together from people and developing a collaborative action to be executed (Leith, 1996). However, the CEO’s proposal on topics, opinion and desired outcome limited the concept of idea generation and creativity in designing ideas that could serve their common interests. The facilitator is only expected to state the theme and allows the participants to make contributions without limiting the idea generation process (Rogers, 2010). Therefore, the employees focused on what the CEO wanted to hear with no or less contribution from them. Secondly, the failure of meeting the desired outcome is making attendance of the meeting mandatory for employees. The participants of an Open Source Technology model should be free to decide which sessions to attend and make contributions (Rogers, 2010). According to Leith (1996), one of the key principles that determine the success of the model is “whoever comes are the right people.” Therefore making attendance mandatory to every employee violated this principle by including ‘wrong’ individuals in the sessions that they were not interested or do not serve their interests or major concerns.
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