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Mix the Cliques..................................................................
T.hjje ac:ii lUes can he used as methods of muing different groups ofbrothersTn orenamtinn fnr 
CL,;erent cnapter activities or the following brotherhood building exercises The purpose of these 
activities IS to intentionally select groups that mix members from different cliques. ^

Personal Coat of Arms................ ^

Sayings......................................   2

The Line: Communication*........................................ 2
This ^ercise shows the power of peer pressure by allowing the group to persuade and individual 
leisure Sws'''^ their perceptions, and a discussion on peer

Three Significant Events .......................................................... ^
Group members are given the opportunity to reflect on ti^ThnTmostsi^ifkant events in their
actfJtl°h are, what they do, and how they make decisions. This self-disclosure
activity helps individuals to reflect on their experiences and talk about important events.

The Brick...................   ^

Boa^ of Directors*-------------------------------------------------------
S'J <tou,n MTOS afpmpU who have had a positive impact on them: a personal

lostMt Composite------------------------------------------------------- -
Instarit photographs are taken of all members and made into an informal composUe. This 
activity helps initiates and new members remember names and faces.

Membership Matrix--------------------- -------------- ---------- ----^
conswts of names of initiates and new memUn''EZh then shades 

eve!^oL1o%TZ:m!Lm.'^ ** tncoaragerfor

Influences on the Individual _______________________ ____g
fA«i>p«rso^ influences in boxes on an information sheet (included).

^ discussion on life influencers

People ____ ......... _______8
e^TCise to help members find out new and interesting facts tiout their 

sfwe^ 6tograpAtco/ facts are disseminated and used as a taUy

Snack Attack.............................. ................................................ 2 q
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Candy Bar Roulette...........................................................
Thr^ cufYer,n: candy bars are distributed and each'me^erchooser^'idv^ue VVr/, ,a n
tanay a aincrent discussion topic IS assigned. i-nea.n

Pat on the Back......................................................................
Half sheets of paper are taped on each member's lacTMUf^puTmTmZTshave time to icnte 
personal thanks or something that they learned from him on the paper.

Birthday Cards.................................................................................... ^ ^
hTs'binUay''^"' the member on

Name Aerobics................................................................. 2^
This getting ctcguainted activity gets rneTnbers moving. Individuals come up with a series of 
movements so there is one distinct and easily repeatable movement for each beat in their name 
I his IS a helpful exercise to memorize names.

Gavel/Candle Pass ...............................................................................
Membersg^herm a circle The president begins by sharing why he values'his membership in 
hLth^fh^' ^ gavel to the next member. Whoever holds the gavel

Reverse Gavel Pass.......................................................................... .. 2
Similar to a gavel pass but the person with the gavel does not speak. Members get to share how 
much they value the member holding the gavel.

News from the Newspapers...........................................................13
Newspaper articles, titles, and pictures are cut out by each member. Each then shares why they 
chose their clipping and why it describes them.

Inspiraaons---------------     13
Brothers bnng a copy of their favorite inspirational quote. The quotes are shared with the entire 
chapter. Quotes are then collected, compiled and distributed to the membership.

The Art of Greek Life*............................................................. . 14
A team effort in developing group artwork is the focus of this activity. This activUy leads to a 
discussion on group dynamics, leadership, followership, and acceptance of ideas in the chapter.

Values Scale* 14
Using a stjvngly agree, agree, disagree, strongly disagree scale, members are forced to make a 
personal decision on a number of challenging situations. This exercise enables you to hold a 
discussion on chapter member expectations and values.

Essay Contest i s
Perso^ essays are judged and prizes are offered for meaningful fraternity essays. Eight topics 
are offtrtdL

Puzzle Pieces ________ 1 a
^osterbix^ drawir^ of your fraUmity*$ coat of arms is cut up into unusual puzzle pieces.
They are hidden during an all-chapter house cleaning. When found, the puzzle is assembled and 
members discuss how a clean and attractive property develops pride in membership.

Run for Office16
Imt^ine each brother runnu^ for the office of chapter president! Everyone is to list their qualifi­
cations for office, basing their comments upon their self-perceptions. Positive feedback is offered 
to each member. A discussion on the qualities of a good chapter president should follow.

The chapter interlocks arms in a large circle. One volunteers tries to enter the circle in any 
method possible. Hold a discussion on belonging, cliques, and leadership after the exercise.



Chalk Talk'.............................................................................................................. 1 7
r-:.-v 2c::. he he.c ,u-:.ace. :ra!k -zran'ingi are deieioped by -imaii sroup-i :r. :r.e
■hcp-ir. pTjce.i.->ir.g question.^ zre offered for a '.arge group discussion.

Carousels...........................................................................................18
Conar.cric .r.rcies are sec up to alion each member to talk with one brother about a topic, then 
■moces him on to another brother and another topic. Specific discussion questions are offered.

Our Fraternity’s Little Instruction Book................................................19
Each member writes down one suggestion on how to have a good fraternity experience and how 
to make the most of one’s coilege years. These quotations are compiled into one fraternity book to 
be presented to all of the fraternity’s Little Brothers.

The Inter/National Fraternity........................................................19
Find out where all of your national fraternity’s chapters are located. Pin a small pennant on 
each town where your chapters are located. An educational program on the national organiza­
tion should complement the exercise.

High-Medium-Low Risk Cards*.....................................................20
Personal discussion cards have questions in each category of high, medium, and low risk. 
Members choose what risk level in which he wants to share. A list of discussion questions are 
provided.

Building My House*.........................................................................21
Members draw a simple house. Each part of the house holds different significance (i.e. founda­
tion represents the concepts or ideas by which you govern your life). Groups discuss the symbol­
isms.

WaU of Fame..................................................................................... 22
This activity focuses on the accomplishments and contributions of your members. Some chap­
ters have a fraternity "^rag board” consisting of a cork board with announcements on it. This 
activity is similar in nature but uses an entire wall so the achievements are noticed.

Pxn and Flag*
A fraternity flag symbolizes a strong chapter. Members hold onto the edge of the flag but have to 
let go once they hear statements that relate to them. Statements range from skipping classes to 
missing chapter rush events.

Chain -------------------------------------------------------------------------------- .....23
On 2" X 5" slips of paper, members write down their plans for future contributions to the frater­
nity. Brothers share their contributions in the large group and link their slips of paper together 
creating a single chain. Close the activity with a discussion the parallels of a strong chain link 
and a strong, active brotherhood.

Respect Line
.Members share their definition of respect. Facilitator shares the Webster’s Dictionary definition. 
The chapter continues with a group discussion on respect with topic starters included with this 
activity.

Participants physically get in a knot of connected arms. Their task is to become unknotted. This 
activity helps members examine leadership and communication skills.

Partner Stretch and Stand
In dyads, quads, and larger groups, teams of members physically work together to stand up with 
interlocked hands. This is a discussion stouting activity that focuses on communication, plan­
ning, and team work.
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Get Up and Move............................................................................. ^
Thtsenergizingactivuy helps merr.bers :o get to iznou'theirbrot^rsbel^rZ'^h^g ou^ oe^- 
.o..al raus or facts If tne statement applies, memoers must move to another The one
standing calls out the next unique fact. ter cfia.r ineone.e:.

Senior Charge........................................................................... 20
Seniors play a role in the chapter. This activity givZ7emZ'ZmbJs7hl\pportunity to 
^rite a personal letter to the chapter thanking them for the experience, what hZhas Uarned or
what he values as a rnember of the fraternity. A symbolic burning of letters signifies the end of 

. undergraduate membership in the fraternity. ^^rs signifies the end of

Community Service..................................................................................    27
Bonding together during community service events is a777777t7nu7'th7t7v7ry chapter can

Accurate Adljectives*...................................................................... 27
Ten adjectives are self-selected by members. They pZttZ7l77s7nT77u77nsigned and others 
try to guess who chose the combination of adjectives.

Class Collage.................................................................................... 28
The copter is divided into the four classes, seniors, juniors, etc. Eac'hgr'oup’Zeates a collage 
that best represents how their class fits into the chapter. The artwork is shared in the large 
group. The meaning of chapter membership differs for each class, this exercise gives them the 
opportunity to talk about the needs of their class.

Chapter Connections....................................................................... 29
The chapter gathers in a large circle. One person starts by 'h7ldi7gZbaH7fstHng and tells how 
he plans on contributir^ to the chapter. When finished, he holds onto the end of the string and 
gently tosses it to another member. This continues until there is a web of string. Closing ques­
tions are offered at the end. =

Fratermty Creed...............................................................................29
The fratemUy creed is recited by the group. A short lecturette on the purpose of the creed, 
history, and pertinence to chapter life should be held. Each member shares with the group what 
significance the creed has to him.

Promises to Myself, Promises to My Chapter.............................30
After a brotherhood building exercise or retreat, members write a letter to themselves. The letter 
includes pnmues that each member will do to enhance brotherhood in the future. Letters are 
mailed to brothers one month later as a reminder of their promises.

Numerical Order*....................... on
WhUe blindfolded, members are to get into assigned numerical order without talking. A discus­
sion on communication, leadership, and reactions to physical challenges is then held.

^^********************************************************************....... ..........***^ ^
While bluuifold^, members take 5 yard of rope (tied at the end) and attempt to form a perfect 
square with eiKhtam member holding onto the rope. When the team accomplishes their task a 
discussion IS held on the members experience.

An electric fence’has a force field from the top of the rope to the ground. The entire group must 
get over the electric rope from one side to the other without touching the rope, members must 
examine the decision making process in the group, group dynamics, leadership and followership.

People Platform   ......... ...... . 33
Members must work as a team to get the whole group standing on small wooden platform. Once 
all members are standing on the platform they must hold their position for 10 seconds. Leader­
ship is examined closely since chapter officers may not talk during this exercise.



V'aiues Bags*............................................................................................................ ..
A,”. j.s.iemoLy or .■^I'iceiianeouy gonds are placed in -imall bags. Small group.,' examine ihe con­
tents or the Pag and personally assign a value to each of the items. After writing down the 
meanings of eacn item, .he shares his top three items with its value.

Giving Directions..................................................................................................34
This exe.'ci.se assists memoers to evaluate and learn from others public speaking skills. Indi- 
iduais try to explain .how to do some simple task (sharpening a pencil, opening a carton of milk, 

etc.!. The group then tries to guess what task the speaker is trying to describe. A large group 
discussion on dear communication then follows.

Basic Expectations*......................................................................... 35
The iV/C Commission on Values and Ethics developed a statement on nine basic expectations of 
fraternity membership. These expectations are shared with the chapter on individual sheets of 
newsprint. These sheets are taped around the room and members are instructed to write a 
chapter programming idea that meets one of the expectations on the paper. When finished, the 
chapter has a breadth of programming ideas that fulfill expectations of membership.

Personal Scrolls................................................................................36
iWames of members are written on newsprint paper. These large sheets are taped on the walls 
and members walk around and write down positive comments or notes to that particular person. 
Scrolls are rolled up and taken home to read.

Shoulder Tap/Pat on the Back___________ ________________ 36
Members sit in a circle. A few members are chosen to stand. A facilitator gives out a statement 
and the men standing tap or pat the men on the back that the statement applies to. Positive 
statements such as “I truly admire this person,"and other affirming comments are used. At the 
end the facilitator holds a discussion 0 the importance of each brother.

ly Box of ^joodxes
Members draw a 2' x 2' box on the ground with chalk. The leader asks values based questions 
and answers are written in the box. members then stand by their box and shifts of five to seven 
people read each others' answer until all have had a chance to read.

Greek Gossip 37
This exercise focuses on communication; giving and receiving messages. A gossip tidbit is 
whispered in the ear of the first person in an eight to 10 member group. He then shares the 
message with the next in line. This continues until all have heard the message. The last person 
states the message out loud for all to hear. Is it the same message!

I'ke Oom Game
Individuals bring a quarter, dime^ nickel, penny. Each selects one coin and explains why he 
chose that particular coin. Members then give coins to others and receive coins. Careful process­
ing of this exercise is then held to discuss giving and receiving, the role of officers, and giving in 
the chapter.

Taking ® Chance^
A facilitators call for a volunteer to perform a potentially very high exercise. A discussion lead 
by a facilitator on risk and trust and focuses on its importance, its limits, and potential prob­
lems with blind faith.

A discussion on trust stcuds the activity. A brainstorm session on action or personal characteris­
tics that build or promote trust is then held.

^^eanmg of Ijife 40
Members develop a metaphor for life. They can be in two categories: those that deal with food, 
and those that don’t. Individuals then share their metaphor with the group.
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WTiere Will We Be?.............................
Chapter members close their e\es and eavi^ion whnt thoiT- ....................
from nou:. The r'acuitator can oromot resuonses auh I0year<introspection, members share that the. 4" aL ITtr" "
good discussion starter to a retreat or'goal setTng Zssion ^^^^Pnnt paper. This

Team Beam..................

Building a Monument.............................

</« >roup. Gro.p7dUplay
ing questions are offered for a large group discussion ^ ^

Positive People and Places..........

someone more deeply, sharing something in common and understanding each other^

What Are We Looking for in a Brother?___ 45

te7s ' ‘l>4np,.groups and dsscussss wliat they art looking for in prospectivs m°Z

Big Brother/Little Brother Program____  gt
is bslusm two'ZiiilbZl'Thi'^^ulnow number

LSuBr^T^S^ZlrZ of Big Brothers, the expectations of
ittte arothers, assimilation actwities. and role modeling are included in this program
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♦ Was this difficult' \Miv'
♦ What t>-pes of symbols did people use"'
♦ Did anyone use non-fraternity s>mibols" Did that surpnse you? Whv/why not'
♦ WTiat were some sirmlanties and differences seen in each person's coat of arms?

Sayings
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Catgynrv-
—*—getting acquainted__x self-disclosure_x__discu3sion
____ building rapportdeveloping n>spect_

other: (explain)

— - ___buildingtrust
.enhancing unify^v^ues

Sunnlies needed- 
Newsprint pad 
Pens

30 minutes

Activity Agenda-
The purpose of this activity is to have members examine some famous, and some not-so-famous 
sayings, discuss the meanings of them, and see how they apply to their chapter experience and 
to their lives.

15 minutes
Split the chapter into small groups. Give each group a saying from the list below (or add your 
own inspirational quotes). Have one person in each group read the statement to his group. 
Small groups discuss what the saying means and how it might apply to them. Record the ideas 
on paper.
♦ “Fate makes our relatives; choice makes our friends.”
♦ “Of all the things you wear, your expression is the most important.”
♦ “Nothing keeps a person's feet on the ground like having a little responsibility placed on his 

shoulders.”
♦ “Failures are divided in two classes- those who thought and never did and those who did and 

never thought.”- Jon Salak
♦ “We are all manufacturers. Some of us make goods, others make trouble, still others make 

excuses.”
♦ “The only people with whom you should try to get even are those who have helped you.” -John

E. Southard
♦ “The best way to forget your own problems is to help someone else solve his.”
♦ "There is a time to lot things happen and a time to make things happen.” -Hugh Prather

15 minutes
Large group discussion questions;
^ What did each statement mean?
^ Did it have personal meaning to you?
^ What other meaning could there be?
♦ Did everyone in your group agree on its meaning?
♦ What does each statement say to you in your life?

Sflurce:
^adership Skills You Never Outgrow, IV Leadership Project Book IV, Cooperative Extension 
Service, College of Agriculture, University of Illinois at Urbana-Champaign, p. 47

• 2 •



3 Significant Events
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.Other (expl^n)

•

' •

. X •

>
• V •

ixf:

.............. .

■..X

■X XV

.■ ■■•

♦

:• •

Sunnlies nopHo^- 
None

SugcrpStpH Pimp'
5 minutes for introduction 
2-3 minutes for each participant 
15 minutes discussion time

Activity agerifjfl'
5 minutes

■T.SES~^v"i:s^£-!rr
15 minutes
Large group discussion questions;
♦ did we ask each of you to tell your personal stories?
♦ How did this exercise help you learn more about your brothers’
♦ Did each of you feel comfortable sharing with this group? Why/why not?
♦ Uid this exercise help you to understand one another better’
♦ How CM our chapter develop a better sense of trust and respect’
♦ What do you appreciate most about our brotherhood’

The Brick
Category:

SuppHew
One brick, painted with fraternity symbols, Greek letters, motto, founding date. etc.

SttggBatftri tnmft:15 minutes introduction time 
2-3 minutes for each member

^£jjyjjvflggnda:

'"SSS"- .f.'ss3'hS.;s.".'rofficers of the freteroity assemble themember class and ask if they’ve found the fraternity brick. 'The answer will be

• 4 •
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Influences on the Individual:
WhatAVho Made You Who You Are Today?

Catefforv'
ptting acquainted—^self-disclosurediscussionbuilding trust

.building rapport 

.other; (explain)
developmg respectenhanang umty_x__ values

Sunnljps needed'
Attached sheet

SuPT^psted time'
5-7 minutes for writing time 
20 minutes discussion time

Activity aeenda’
Let individuals write down their personal influences (parents, grandparents, friends, neighbors 
peers, etc.) in the appropnate boxes on the following sheet. Have each member share from
more than one area.

20 minutes
Large group discussion questions:
♦ Was one area easier to fill out than others? Why?
♦ What major media events have influenced you? How?
♦ How do politics play into your decision making?
♦ Do you have a balance of influencers in your life?
♦ Which is your strongest area of influence? Why?

Source:
Scott Carter, Advisor to Fraternities, University of California, Los Angeles

People Bingo
Category;
_x_getting acquainted_ _
------ building rapport^developing respect

other: (explain)

self-disclosurediscussion _building trust 
.enhancing unityvalues

SuBfllifisjiafidfidi
Pencils
Pre-printed bingo sheets. Bingo sheets should be 8 1/2 x 11 inch sheets of paper with 25 squares 
bach square identifies something about the people in the chapter, (interesting facts about 
membere should be written in the spaces (i.e. I have a pet, I played varsity sports in high 
school, I want to enter politics, I have a sister in a sorority, etc.)

Suggested Hmg- 
20 minutes

Activitv agenda:Disseminate pencils and bingo sheets and state the rules. Members should mingle with other 
members. Members should seek out fellow chapter members and if one of the items listed 
pertams to them, ask them to sign their names in the appropriate space on your bingo sheet. 
No particip^t may sign their name to more than two blank spots. Sheets should be retained 
by the members to remind them of others traits. Be creative when creating your bingo sheet.

• 8 •



Influences on the Individual:
WhatAVho Made You Who You Ai'e Today?

Religlon/Chureh/Spihtnal

YOU

Teachers/School/Othe
students

Other inflaences

Politics: family party 
beliefs; important political 

figures in hometown

■3. Fr-cnasImporTant 
:eocie who have 

influenced you

Physical environment of 
home, community, school

Media; big events that have 
influenced you
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High-Medium-Low Risk Cards
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_3elf-di5closure_x_discussionbuilding trust
.developing respect_x_enhancmg unity__ x__ values

Category”,
getting acquainted_x.

_X__ building rapport___
other; (explain)

Supnlies needed’
3" X 5' index cards

Suggested time'
30-60 minutes 

Activity agenda-
Take the following questions and write each question down on a 3" x 5" index card. Separate 
cards in high, medium, low risk categories. Have one set (one set equals all cards) for each 
discussion group of 8-12 people.

In each small group put cards in their respective three piles. Each individual takes a turn 
and selects one card from any level of risk at which he is willing to share. He then reads the 
question or statement on the card and answers it in front of his small group. Have each mem-' 
ber of the small group continue until all have shared.

Low Risk £_
Name a place from which you see a spectacular display of nature. ^
What’s the name of the place where you spent the three happiest days of your life?
Where do you most often go when you want to be alone?
Tell when you had some type of adventure that was out of the ordinary.
Name the group where you felt happiest, most integrated, most accepted.
What activities do you do well?
Where do you feel most at home?
What is the greatest success in your life?
What media events have influenced you?
Who is your best friend 
What is your favorite food?
How do you relax?
\^'hat is your favorite book 
^^ho is your favorite author?
Who is your favorite singer?
What is your favorite musical group?
What is your favorite childhood memory?
What is your greatest pet peeve?

Medium Risk
Who is someone, whether living or dead, fictitious or real, met or unmet, that you really respect 

or admire?
Tell a time when you felt you made a very important decision.
Who are the three most influential people in your life?
What are three words you would most Uke said about you?
What are five values you hold highest?
What are your political party beliefs?
Who are important political figures to you?
Who are teachers/counselors coaches that had a significant influence on your life in your grade 

school years?
Who are teachers/counselors coaches that had a significant influence on your life in your high 

school years?
What is your favorite quote/inspirational message?
What is your greatest success?
What skill do you wish you had?
What is your most significant volunteer experience?
Who is the one individual who convinced you to join the fraternity?
How did you choose your career path?
What is one thing you do really well?

• 20 •



[r VDU c> a rvrr and <a'.v a child rail in ^'hac A-ould you do’
Hig'n. Risk

\v:no IS rhe person m your life, '^ no bnn^s you happiness or joy, makes you smile, almost ever^’ 
time you see hiraher’

Name the first person with whom you ever fell in love.
Name three women i outside of your immediate familyj that you love ( use your owm definition of

love ■.

Name three men 'outside of your immediate family j that you love (use your own definition of 
love;.

Tell about your expenence in confronting someone on inappropriate behavior or language.
WTiat would you do if you had one year left to live?
Dunng what year did you expenence the greatest amount of personal growth; that is, what 

year was most significant in terms of your development?
What is the most challenging thing you’ve had to do?
If you could do anything differently in the fraternity what would you do?
Who do you love in the chapter?
If you knew a brother was blatantly cheating in class what would you do?
What is your greatest fear?
For what contnbutions to the chapter would like to be remembered?
What is your most embarrassing moment?
How would you most like to be remembered?
What makes you most frustrated about the fraternity?
What IS your greatest regret?
Name one time you experienced a great deal of peer pressure.
If you could do anything over again, how would you do it differently?
How have you boosted someone’s self-esteem?
If you feel a brother is developing a serious drinking problem, how do you help him?

Source:
Cari Cohn, California State University, Fullerton

Building My House
Category

_getting acquainted_x_self-discIosure_x_discussion. .building trust
—*—building rapport__x developing respect x enhancing^ unity___ x values

_other: (explain)

SjiBulifisjififiilfidi -
Blank sheets of paper
Pens or pencils for each person

2uggfistfid,,tiixifii 
60-90 minutes

Ask each member to draw a simple house with a foundation, walls, roof, window, door, and 
chimney.

Instruct everyone to individually write down the following concepts or ideas:
1) In the foundation wnte the concept or idea by which you govern your life.
2) Along the walls write the methods by which you support and strengthen this idea.
3) In the roof write a protective mechanism which you usei
4) In the window wnte something which you are proud of and want others to see.
5) In the door wnte an important part of you that you have borrowed from someone else and 

the name of the person from whom it was borrowed.
6) In the chimney wnte a form of release which you commonly use.

Ask members to get into small groups of 3-4 people and ask them to share the information
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Partner Stretch and Stand
P;

------ balding rapportdeveloping respea' ------ building trust
x_other: (explain, ob^ecrit'L o^'rAiS exeT^are 

ror errecuve communication and planning i^reases as he nnT complexity grows and the need 
experience success and a feeling ofaccomVlShZT Z or participants increases to
encouragement. ^ ^ cxxcompiisPment. and to recognize the positive effects of

Supplies nef^dH- 
None

Suggested tjinir 
15-30 minutes

Activity agenda-

pa..s 1^11 find Th'

challenge would be pulling together two cto’um of ^ attempt the task. The" final
Gather the group together for ^ IrZl^ ^ ^ ^ together for a group of 16.

qu«t.ons: ^ Activity l«d„ should ask die followiuj . .

♦ How did this exercise go’ ^

♦ Hhw h'acomplete the task?
group t^t°birerrr®’“ *“*' “ *' '•'S«r? What did you do differently as the

♦ '^^r^nrpiLrSrh'apt" con.„u„.catio„ a„d planning needed

Source:
The Wilderness Institute, Agoura Hills, California
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People Platform
Category’

_gettmg acquainted. —self-disclosure___discussion___x building trust
.developing respect__ x_enhancing unityvalues.X____ building rapport. _____________ _____________

—X—other; (explain) to encourage Leadership, to challenge mergers to examine intra-chapter 
communication

Sunnlie.s nepHpd:
One 2’ X 2' square of plywood connected to 2" x 4" blocks of wood

Suggested time:
20-30 minutes

Activity agenda-
Remind participants of the following rules:
♦ All body parts must be off the ground.
♦ The entire group (of 14-16 people) must participate.
♦ There is a seven minute limit to work together as a team and complete this task.
♦ You may NOT sit or stand on each other’s shoulders.
(If there is a dynamic leader or a chapter officer in the group, inform them that they may NOT 
talk for the entire exercise.)

Explain the spotting rules;
There will be one observer who co nstantly moves, and alerts the group for any swaying.

If the group begins to lean, spotters push them back onto the platform.
Do not allow people to “leap” away from the platform- it can cause injury to self or others. 
Retain control of the group at all times. Keep communication lines open.

After the group creatively attempts this exercise, they must hold everyone off the ground for 
10 seconds Use the following questions for a follow up disctission on group dynamics;
♦ How was this exercise challenging?
♦ Who jumped in first and became the exercise leader?
♦ To the chapter officer/leader: How did it feel not being able to share your ideas? Is this an

unusual situation?
♦ D'.d the time constraints affect proper execution? Why?
♦ Ask the quiet members; How did you contribute to the group? Were your ideas heard?

Source:
Western Illinois University, Horn’s Lodge Teams Course

Values Bags
Category
-------gettug acquainted_x___seIf-disclo8ure_z_discussion_z__ building trust
—*—building rappoit_z__developing respectenhancing unity__ x values
_x_other: (explain) to recognize the difference in personal values and discuss how that affects 
chapter involvement, to prioritize values

Supplies needed?
A brown paper bag filled with the following suggested items:
pencil, penny, fraternity badge, watch, paper clips, scissors, beer bottle cap, soda bottle cap, any 
other household items

Sinrypstefi tilTTlft*
60 minutes amd/or 5 minutes per person 

Activity agenda'
Break chapter into small groups of 10-12. Each group is given a bag filled with the various 
items. Empty the contents of the bag on a level surface so each sm^l group member can ?e all
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-\]l par:io:panc5 ^houid have a pencil and paper wuh which co write.
Participants apply some meaning to each of the items in the bag. What does each piece 

.ymoolize to,you. i.e. a pencil could represent scholarship, artistic skills, finances, sharp 
mind- snarp points, etc. This is a good opportunity to stress creative thinking.;

\V1aen everyone is finished writing down their responses ask each member to share his top 
-nree pnontized values based on this actmty.

In the large group use the following processing questions to bnng closure to the activity:
♦ ^^Tiat was the object everyone put as their top choice?
♦ How did you rank the rest of the objects?
♦ Is It consistent for each member of the group? In our chapter?
♦ How does this exercise help us to better understand others needs, desires, values and pnon- 

ties?
♦ Were you surprised by anyone’s ranking? Whose? Why? Why not?
♦ How can we take what we learned about each other today and use it for the future?

Giving Directions
Cateeorv:

.getting acquainted____ self-disclosure_x_discussion.

.building rapport__ i_developing respect.
___.building trust

.enhancing unityvalues
_x_other: (explain) to better understand and see first hand public speaking skills, and clear 
communication

Sunnlies needed:
3" X 5 ” note cards

Suggested time: 
30 minutes

Activity agenda*
Before you begin the activity, make five to ten note cards with a simple task written on each.
Some examples of tasks are:
tying a shoe
sharpening a pencil
opening a carton of milk
wrapping a package with paper and tape
closing a jacket zipper
opening a can with a can opener

Explain to the chapter that this activity will provide experience in giving directions. One at 
a time, 10 volunteers should individually draw a card and read it. One at a time, the men give 
the directions to the group in his own words without telling what the task is. Tell them not to 
use their hands with their directions.

See how many t^ks the group can guess based on the directions given by each member.
As a large group discuss the following questions:
♦ How could you tell if the directions given were correct?
♦ How could you tell if the directions were clear?
♦ How did you decide what information to include when writing the directions?
♦ How does this relate to appropriate delegation?
♦ What did you learn about giving proper direction or guidance in the chapter?

Source:
Leadership Skills You Never Outgrow, Leadership Project Book I. Cooperative Extension 
Service, College of Agriculture, University of Illinois at Urbana-Champaign.
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AcrA-ir'. -crann^'

rS-rea?;naK“oXstto .nitadTe^irnTn^sWe'"''

Sourcp:
.Alpha Gamma Rho, The Brotherhood Program, Bonding Activities B-16

The Meaning of Life
Category-

.getting acquainted.

.building rapport, 

.other: (explain)

self-disclosure_x_discussion____ ^building trust
developing respectenhancing unity__x__ values

Sunniies neeHeH- 
None

Supyested
2-3 minutes for each participant

Activity agenda-

^■yon“eiL°r!!tu
r ® ft “ -• yo*! have to strip oflFthe outer coating to get at the meat

whafit'I s^DDoil^trin'ifiw front of the box to know

Members ISS^hr^ron". ^,2:”
Discussion questions:

♦ ^ou could vow for th. ponon with th. most crsativ. motaphor who would win?
♦ Which metaphor did you find most relevant?
♦ Is your metaphor for life similar to your views on the fraternity?
♦ If you could chosb a different metaphor for your fraternity experiexperience what would it be?
Source:
Taken verbatim from A WTioc* on the Side of the Head by Roger von Oech, Ph.D. p. 40-41
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Positive People and Places

_getting acquainted_x__ self-disclosure_x_discussion_x_building trust
_x_building rapport__ x_developing respect__ x_enhancing unity__ x_values
__other: (explain)

Sunnlies needed'
People and Places Questionnaires 
Pencils or pens

Suggested time:
30-45 minutes 

Activity agenda:
Note: You might want to talk about some of the benefits of focusing on the positive forces in 
their lives either before or after the use of the questionnaire.

Divide the chapter into smaller discussion groups of 4-5. Distribute the questionnaires and 
ask the members to work by themselves for a few minutes, trying to answer as many of the 
questions as possible. Next, the members should review their answers, placing a mark beside 
any answer that seems unsatisfactory to them. They should then spend some time working 
with the other members of their group, helping to identify new answers or improve on those 
already given. Next they should mark three questions that have produced the most pleasant, 
positive memories. Group members can share those favorite memories with each other.

Use the following guide to develop your own questionnaire.

People and Places Questionnaire

Directions: This is a private questionnaire for your own use. No one will collect it at the end of 
the exercise or ask to see it. Read over the questions below and jot down answers to any you 
can. Later you and the others in your group may help each other and discuss this activity, but 
right now work alone.

1) Who gives you a lift; someone who makes you feel good just to see him or her coming?
2) Who is a good listeners; someone who really pays attention and really hears what you have 

to say?
3) Who is the best teacher you ever had; someone who you would like to learn from again and 

again?
4) Who has been a big help to you; someone who really came through or stood by you when you 

needed them?
5) What older person do you admire; someone of your parents’ generation that you would really 

want to be like?
6) What person in an occupational capacity has done a good deed for you recently; an advisor, 

police officer, teacher, administrator, or someone else who has helped you out while doing 
his job?

7) Who if the telephone was to ring right now, would you like to talk to?
8) Where have you been that you would like to go back to and spend a week doing just as you 

wished?
9) When was it that you last laughed until it hurt?
10) What place away from home makes you feel that you really belong?
11) Where away from home did you have the nicest meal?
12) What place outdoors would you like to go and spend a whole day?

At the end of this activity gather the entire group together for a processing discussion:
^ Was it hard to think of the answers to the questions?
♦ Why might it have been hard (if it was)?
♦ Do people tend to think too much about the negative things in their lives? Why is this?
♦ What 2ire the benefits of focusing on the positive?

Source:
Prevention is Primary (PIP) in 1987 Youth to Youth Conference Training Manual, p. 36.
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Diversity Week: Creating Unity in the Community 
National Interfratemity Conference

Available through: National Interfratemity Conference 
3901 West 86th St., Suite 390 
Indianapolis, IN 46268 

317-872-1112



Individuals learn u^ho they are from the 
H-ay they are treated by the otner important 

people in their lives...sometimes sailed 
'significant others.' If an individual is 

to have a strong self-concept, s/he needs 
love, respect and acceptance from signtficant 

others in his or her life."
■Author Unknown

Self-esteem affects the way you live, 
how you think, the way you act, and how you 
feel about yourself and others. Self-esteem is 
how you feel about yourself, both positively and 
negatively. The most positive your feel about 
yourself (I’m smart. I'm capable. I’m loving) the 
higher your esteem, and the most negative your 
feel about yourself (I’m stupid. I’m boring. I’m 
ineffective) the lower your esteem. How can we 
help boost our own and others’ self-esteem?

Concentric Circles
Participants are split into two equal 

groups and form a circle within a circle. The 
inside circle faces out toward the outer circle; 
the outer circle participants face inward. The 
leader calls out the following discussion start* 
ers. The dyads facing each other discusses the 
topic for about two to five'minutes. When the 
time is up, the inner circle moves one person to 
their right and the leader calls out another topic. 
(Recommended for groups of 20 or more)

•What is your own cultural back 
ground?

•The neatest thing about my cul
is....

•What was your neatest non­
experience with another cultui 
saw a foreign film, ate at an 
restaurant, read a book, tooki 
class...)

•What was your neatest contact 
experience with another culture?
(i.e. attended a cultural festival, went 
to another church with a friend, 
slept over at a friend's house)

•Have your ever had an immersion 
experience? (i.e. travelled abroad, 
studied in another country for a few 
months) When? What was it like? If 
not, where would you go for your 
immersion experience?

•What is something you did as a child 
that might have been insensitive and 
what do you wish you could have 
done/said?

•How have you felt when you were in 
an environment or situation where 
there was only one minority partici 
pant?

•When was the last time you con 
fronted someone on their insensitive 
behavior/words? Wh?

•WheoriiggPWS last time YOU were a 

How did it feel?

•pping in the Shoes of Others
The large group is divided into smaller 

groups of four to six. On small slips of paper, the 
following cultural personalities are written: Afri­
can-American, Native-American, Asian, His­
panic. international student. Each person in the 
small groups pick one slip of paper and without 
revealing one’s new “cultural self,“ imagines



2
what IS like to be a member of that culture. (This 
workshop can be adapted to discuss any ste­
reotype. Variations in personalities could in­
clude a physically challenged individual, gay/ 
lesbian/bisexual, Jew, Catholic, atheist, city 
slicker, farmer. Democrat, Republican, intellec­
tual, athlete, feminist, etc.)

Small Group Discussion Time:
While still in the small groups, each 

individual shares "Why do I want to be a member 
of the homecoming committee (or other campus 
organization)?" When all have had time to share 
each then tells, “What is keeping me from be­
coming a member of the homecoming commit­
tee?” Appoint one person in each small group to 
serve as recorder and write down the real or 
imagined reasons to wanting and not vvanting to 
be a member.

discussion and program closure.
(From "I’m not Prejudiced But...', Sigma Kaooa Triarr-'a 
Spring, 1990)

Personal Scrolls
This exercise provides participants with 

an opportunity to give positive feedback to other 
group members. A piece of newsprint is needed 
for each participant with their name written on 
the top. The pieces of paper are then hung up on 
the walls and everyone has a chance to wander 
around the room and write comments or notes 
on each sheet of paper. When everyone fin­
ishes, the scrolls are rolled and handed to each 
participant to take them home and read.
(Taken from “Enhancing Self-Esteem Through Greek 
Membership', an Association of Fraternity Advisors Re­
source Development Program, December, 1990.)

Large group:

1. Discuss all obstacles to joining the 
organization.

2. Discuss all of the reason why people 
of different cultural backgrounds would 
like to join.

3. What did you learn about yourself from 
this activity?

4. What did you learn about others?

5. How do you benefit from this?

6. How do we further address this issue 
on our campus?

7. How do we incorporate diversity in our 
lives?

Each small group should report their
information to the large group for a a summary

Mattering and Marginality Program
This workshop is based on Nancy 

Schlossberg’s Continuum of Community theory. 
The terms Marginality and Mattering are used as 
the opposite ends of the continuum. Students 
write their reactions to the questions of margin­
ality and mattering and voluntarily share with the 
group their experiences. This exercise is valu­
able because by sharing our stories, we build 
bridges to each other’s world—we can then work 
together more effectively. Leaders can make a 
real impact by creating a campus that fosters 
feelings of mattering, and discourage the devel­
opment of a feelings of marginality. Together, 
students can create a mattering community on 
the campus by sharing stories and by working 
together.

Terms and phrases that are associated 
with being marginality and mattering are as 
follows:



marginal ITY: Apart from 
•Exclusion
•We share m the cultural life and 
traditions of two distinct groups 
•We are not ready to leave old culture 
behind, but not yet a member of the 
new group

•We are silent about who we are 
•We hide our differences so we fit in 
•We fear feeling separate 
•We feel contradictory feelings— pride 
and shame

•We tend to be more sensitive

MATTERING: A fiart of 
•Inclusion
•We have the feeling that others 
depend on us, are interested in us, 
and are concerned with our fate 
•We matter when others identify with 
us, appreciate us. care about us 
•There is two-way communication 
•Our opinions are solicited, and they 
matter

•We are included in opportunities 

Discussion questions:

When have you felt marginal (situation, envi­
ronment, with a person)?

What were the clues?
How did you feel?
What did you do?

When have you felt you mattered (situati 
environment, with a person)?

What were the dues?
How did you feel?
What did you do?

[3as6d on material from Schlossberg, N.K., asoci 
ates. ParaoactivM on Counaelina Adulta; I and 
Skills. Monterey, CA: Brooks-Cole PublJ | Co 

1978.)

Values Train
This exercise should be done in a large 

empty room with no tables or chairs so people 
can easily move around. A series of discussion 
items will be presented and participants move to 
one of five sections of the room representing the 
opinions of Strongiy Agree, Agree, No Opinion, 
Disagree, and Strongly Disagree. When a state­
ment is presented, students move to the section 
of the room which represents their feeling on the 
topic. After people are in their desired section 
the facilitator calls on a few of the people in each 
section asking why they chose that response.

Samtalfl statements:

•It’S okay to tell a sexist joke since it's 
all in good fun...
•It's okay to blacken your face in a 
talent show since everyone knows it’s 
“just an acT...
•Women have the right to ail the 
privileges, opportunities, and liberties 

as men...
•It’s okay to invite a homosexual 
individueU to become a member even 
though some current
“gay orgatny
*Skin pjfi^l^Griimportant in interper 

lations...
okay to require all student groups 

to coordinate cultural diversity appre 
dation programs for their members... 
•It’s okay to coordinate Diversity Week 
programs in an unaccessible 
building even though it is the most 
convenient for most students...
•It’s okay for all cultural groups to have 
their own spedai interest organizations...

rp



editors., 1991.

Available through: National Youth Leadership Council
1910 West County Road B 
Roseville, MN 55113 
612-631-3672
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/ am on[y one, but still I am 

one. I cannot do everything, 
but still I can do something; 

and because I cannot do 
everything I uhllnot refuse 

to do something that I can 

do.
Edicard Eve'-ett Hale

Section III:
Sample Program 

Materials
Resources

Growing Hope:

Reflection Exercises
Oiuia-rr:-. r-.cT:.:;.:’

Volunteer Outreach Class
Assignments - Quarter 1

1 Discuss all three of the following questions in essay or narratn e term
a Whv did 1 choose to take Volunteer Outreach.
b. What do 1 bnng to this course: talents, strong subjects, mtereJ-.
c. What do 1 hope to learn through this expenence.

2 Desenbe vour first impressions of
■ (See First Day at Placement, Hopkins High School, page 196.)

3. Personality Profile - separate sheet.

4. Personality Profile - you as a community resource.
(See Personabty Profile, Hopkins High ^hool, page 194.)

uouia .os. l.ko .0

more about.

(See Guying, Hopkins High School, page 197.)

(1^?hangt an^DevSepment, Hopkins High School, page 201.)

8. Placement Evaluation: You rate them on a separate form.

reference cited.
■en on

numbers.

:r,s,siKSS.:."»
bibliography.
Papers should ^also include a title page.



. ;■ :rt- re^e.’rjr r.irer. or ar\- or too
iearoroc Toe ''"

■" ■ ■ '■ '---- :■', ^oor~c :;oo v. :rh voi; i ^^■;;; ^er th;n=;^ or
.^o r.r :.v.. orao.e ror^learrir.;. I vv,;. ^uioe and advise vou and trv to steer vSu in 

a :..v aireanon Arte: that, i: is up to \'ou to m.ake it tjood tor vourselt.'

Re~err,rer that the research pap''er IS Zo'-: ot your first quarter grade.

I: IS perm.issarie to do this paper tor another class (like composition) and get 
ru;i credit. I lust don t think it is unreasonable to exoert an Pvrollor,^ru.i creoit. 1 lust don t think it is unreasonable to expect an excellent ettorriand 
resulty from one paper that meets the requirements of two classes.

Good Luck!
i : I

Volunteer Outreach Class
-Assignments - Quarter 2

I .

10. Critical Incident:
(See Critical Incident, Hopkins High School, page 203.)

11. U hat has been the most boring,/uncomfortable/depressing aspect of your

2. What has been the most exciting/rewarding aspect of your volunteer job?

13. Thinking back over your work at your volunteer placement and your
relationships w’ith others, what do you see as some strong aspects of yourself?

U. Write a “tip sheet" for future %-olunteers at your placement. Include the good 
and the bad, who is/isn't helpful and w'hat activities are the most successful. 
It could take the form of "Ten Rules" for working with your particular 
population.

b. Start sharing with two other V.O. students (current). Talk about, compare and 
contrast your different experiences, touching upon such things as daily tasks 
best and worst experiences, level of responsibility, growth in duties, personal 
development, your own confidence, knowledge of your topical area and 
application to life.

16. Write about all you shared with your fellow students. Write in a narrative or 
essay style. There is no set length, but remember that this paper is 10% of your 
quarter grade, which makes it w’orth a lot more (about 4X) than the other essav 
assignments.

This is a really good opportunity for vou to see how vou have done in your 
situation, or perhaps to gain some insight as to how different the different 
placements can be. WTien you are through, you could probably grade vour 
friends and yourself, and explain how you arrived at the grade you chose.

Begin planning your Expert Paper so that it will trulv be what the name
implies.

Write and complete vour Expert Paper:
(See Outline for Expert Paper, Hopkins High School, page 210.)

J^Oioinv Hn
np A Sourcebook on Integrating

Section III-
Sample Progra 

Materials
Resources
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tSaticnaf 
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Section III:
Sample Program 

y Materials

B
Resources

Growing Hope:

Volunteer Outreach Class Assig)imtvits
fo umaling

\ouT •ournai an aduit too: to raedtate xvur rerjona; cre^vth and e;t
nem oor o:

? or tho'aent
understanding. It is not a diant onlv recoroin'i; events and iockin-’’ 
sight. A journal is a much deeper analvsis. selr-crincue, and s\T.the-i' or tnc 
that is to be read again and again. If propenv done. It can be the path to ^eir- 
discovery, the real instance of learning from experience and alwa\ s. the place to 
\ ent u hat must be said. It is your journal. You will control how we will use it if 
you choose to use it for this class.

1. You may hand it in for me to read each Friday (or end of school week). I will 
read and respond in writing in your journal to what vou ha\ e said. I will trv 
to guide you in-your efforts both in vour volunteer \vork, and in vour lournal 
writing. We will have a dialogue.

2. You will hand in your choice of journal entries, photo-copied or rewritten at 
an agreed upon time (like before/after school) and we will use the time to talk 
about what you have written, and how things with the class are going. This 
second method preserx-es your privacy, making the journal trulv vour own, 
but it does require your consistent commitment & reflectix'e interaction with 
vour course instructor.

Howreer you choose to write and reflect, remember: 
A Thing Isn't Known Until It Is Expressed.

Five levels of writing appropriate for good journals:

1. Description - what happened, what you ha\-e done.
2. Comparison/contrast - learn the unknown bv the known. I learn and 

understand the new by comparing and contrasting with the old.
3. Analysis - I go into the woods"; here one must take things apart before one 

truly gets a sense of what they are about, where thev are coming from, etc.
4. Criticism - we look at things from different x iewpomts. Some of the best 

examples of critical writing come from spiorts writers! Once we hax e 
analyzed and we understand the parts, we can look at things and approach 
them from many sides, in many manners, etc.
Criticism is not always bad, but good criticism is alwavs honest - which can 
be painful at first. Once we start to learn and grow from good criticism, we 
be^ to appreciate and look for it.
S>mthesis - It is our own journal. We do determine the threads, the direction, 
the emphasis. We can philosophize. We are now able to view ourseh es and 
our situation from the third person, and this should make us see much more 
clearly. By taking this time and effort for ourseh es, we will get to know 
ourselves, and then we will groiv.

0.



Jotinialhig civi be *i :i iiw of 
exploring meivting ond the 
innerselt. Sereiee eon be a
powerful force m .1 uoung 
persons life, but he <he we 
need help to nuike <enie of

S:it:o':.d Ye:-.: ■
Ceuned P'-e":

Votiff! r.'r u.' lilt.' t.uGrowing Hope

Sample Progim 
Materials_____

J V ha«Tb«n creanve in this s.tuat.on’ 
efopaU up my r«l thoughts and

H^whls'eIrooUbuted toth.ss.tuation’

-to the people there.
r",?ppCg'°hr.T,m.oarn,„g,oo.h«

'Sla“oT&rto«e’ BBW

It I could sum up the most 
thing(s) I take with me from this

rre'm^JttS'IwngThave brought to my placement situahon .s

Do 1 have any goals here?
_Am I working towards^them.
—Is anything in the way.
—Do I know what to do about t
—Am 1 doing it?
—Do I know why?



m Wl* wl '■V

Section III:
Sample Program 

Materials
Resources

Growing Hope:

urcePersonality Profile: You As A Community Peso
The rr.ain thing vou bring to \'our con'.manitv placement is't OL; vour time. 
energ\, talent and. most of all. the kind or person \ ou are. In this a-^'icnme"! \ o" 
will use the results trom the personalm- profile taken in class as a basis tor ' ' 
anah zin.g the particular strengths — and weaknesses — that \ ou brins; ‘o vour 
work in the communit\’.

1. In your own words, summarize what vour profiles sav about the kind of 
person you are.

(space for writing)

2. On a scale of 1 to 10, how accurate is the description (both general 
temperament and specific Personality Profile)?

123456789 10
not at all about half Fits to a "T"

^ here)?^^'^* description are not accurate in describing > ou (argue ivith it 

(space for writing)

Part Two: Strengths and Weaknesses

A key to being effective in helping others is self-awareness, to know who vou are 
and to acknowledge your personal strengths and weaknesses.

1. Strengths: What are the key personal strengths 1 bring to mv assignment, 
what I can offer to others there? Base response on Profiles, but needn't be 
limited to that. Aim Here For Accuracy, Not Modesty or Bravado.

(space for writing)

^ Weaknesses: List here at least one weakness or problem area of \ our
personality h'p>e, something(s) that might limit effectiveness in sen ing others, 

(space for writing)



/f- Li'h.c to Be a Child

:rr or orkir.-c ’.vith peor.e your.cr::
r :v Tace vourje!: Therefore, it i5 ro>> 

r-.'v :r.L -.vorici from :he:r per?recr;ve. lu^r hy i
erv ...Nr -.-ou ;i: their ace Or, the other har.o.

ar. your?e.: mat vou
rle for vou to "eet in their 
mkir.c back on what 
'.e'.' can knou- almost

It IS Lke to be 19 or 20.

.me some sentences. Read a sentence to vourself. Close vour eves and
a?k \ ourself- ' Ho'.\ would I have answered that when 1 was that age?" When vou
tn.in.N or an. ans^'. er, write it down in the blank space and go on to the ne.xt question. 
There aren't ans' right or wrong answers because ever\-one has different
experiences.

U7(e;i I zcas years old,

Mv best rriend was
2. Mv favorite tov was ,

I thought the best time of the year was ,
because

4.
5.
6.

I couldn't understand why grown-ups
I looked forward to the times when__
I got scared everv" time I

S.
9.
10. 
11. 
12.
13.
14.
15.
16. 
17, 
IS,

The people on my block were
What I like best about school vvas
What 1 liked least about school was

1 spent most of my day_________
We played
My teacher was usually,
I loved to go_________
I remember_________

to me

The girls in m>Vieighbqrhood were. 
The boys in my neighborhood were. 
Mv familv alwavs

Section III:
Sample Program 

Materials
Resources

Teacfi a cfiUd to choose the 
right ■path, and when they 

are older, they uhd remain
upon it.

Proverbs 22 6

If I could have spent all afternoon doing anything I want to, I think I would 
have ___________________________________ _

19.
20.
21.

My favorite food was, 
I got angry when___
My favorite game at recess wav

23.
24.

U hen school was ouLwe always liked to. 
before going home.
Older kids were'____________
My special place was-.
One thing I could really do well was.
One older person I really liked and respected was , 
On the wav home from school_______________

m
T^ttiohed 
youth Leadership 
Cotaicil

Growing Hope: .4 Sottreebook on hitegniting
Youth Service into the School Cumcvbim
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__ _

you cannot teach a man 
anything, you can on[y hcfp 
him discover.^

Gidfleo
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Growing Hope: ) dutfi >t ^ ;

First Day At Placement
R:?ht arter vour co^rr-nitv ass.e—ent ^perhaps u hiie ?t;i! there' cl^■e ^ o.-c * ^ 
re^^ trair.'jtes to jit down in a quiet comfortable place. Rethink vour'nme at t our
p.ai.ement from beginning to end, slou lv, tr>-ing to recapture m vour mmd e\ erc 
incident, hou e\'er small.

Belotv is a list of suggestions to guide you: As you read them, go through N our 
time at the site, jot down the feelings you had (satisfaction, boredom, anger
excitement, etc.) on the nght hand side of this page. ..................

Events (to “relive" in your head)

You arrive at your placement. “

You greet the other staff people

You greet children, patients, or 
whomever you work with.

Your first exchange with your supendsor. 
(Does he/she tell you what to do? How?>

The first thing you did.

The next thing that happened.

Interchange with people you work with.

Interchange with your supendsor.

Half-an-hour to go.

Time to lea\-e.

Back in the high school.

Feelings (write down what you felt at the" 
time of each event listed)

Name

Dan Conrad, Hoykins High School, Community Inzvlvcment Program 

--------------------- Days Setting Described

Opening Impressions
A key to learning from experience is to be alert to what is happening around us, to 
be sensitix e to the scene within which we find ourselves. In this assignment \ ou 
are asked to combine the powers of your senses with the power of x our pen to 
X ix idly describe the setting in which you are working this semester. Using the 
space beloxv (or, better, a separate sheet) describe x’our opening impressions of x our 
site: what you saw, heard, smelled, and felt upon entering that location for the first 
time. Set the scene as a nox elist would for a storx'. Describe the phvsical scene 
(colors, sounds, odors, space); the general atmosphere; how others reacted to you, 
greeted you; what you did that dav (describing one particular situation clearlx'. 
and, finally, how you felt about it all.

More credit will come from writing this in ink, using good essav form. If' 
get too messy on unlined paper just use this as an instruction sheet and write the 
actual essay on lined paper — or tx pe it.

I

I i

L
G
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Paper:
Introducation:

.irj'j: L)!'- I\G to otners. In pro'. idini; 5ier\ ik;e \ou are giving e\’er\’ 
o^r or :n;? v. ee.s ? ai^ignmen: is to think about and to express vx’hat it 

•" others The assignment is about u hat vou are GI\1.\G, not so

fer-. ;:e ;s 
Tne purr 

> 'i OL are r:\
m.urn u hat tne errect or the giving is ALL VOL’ control is what vou give, not what 

done \vith the gift.

The assignment is in two parts. Part One is to simply LIST what you are giving 
o: vourself to others (or to an organization). Part Two is to describe narratively one 
aspect or occasion of giving that stands out in your mind as special to vou; when it 
required more, when it was harder (or easier), when it seemed most worth doing, or 
when the gift was not accepted or the like.

Part I - List below all the things you can think of that you have been giving to 
others or to vour organization (focus on this week, but you can draw on whole 
experience as well).

(space for writing)

Part II Describe some special gift or act of giving that stands out in your mind in 
wavs described in the Introduction.

Name
Dan Conrad, Hopkins High School

Self Esteem:
Community Involvement Application Assignment 

Background'^

In class we discussed ways in which we do or say things that tend to lower our self 
esteem ( "Self Talk" exercise, and "Things I do to Myself" list such as: putting self 
down, overconforming, always needing approval, blaming others, being defensive 
or very closed, acting helpless, etc.). Such behaviors are a5o likely to appear in 
those we are helping in the community. Your assignment this week is to look for 
such behax ior in others and to try help them overcome it. Three steps are listed 
below:

1 Describe some situation or incident where you saw someone saying or doing 
things harmful to their self esteem — or some person who typically does this. 
Ideally this will be someone you are working with in the community. If this is 
impossible (and only then), choose someone else you know — could even be
you.

(space for writing)

2. Describe below an alternative way they could act, or thing thev could say, that 
would be true but not damaging to their self esteem.

(space for writing)

Growing Hope: .4 Sourcebook on Integrating
)duth Sen tce into the School Curricuban
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Grou'ing Hope: ;: ;V- ..

- ■■■ r:te explanation nrijr-
.......... ...

It no -

.-cirr-. •••. .V.

Looking at Your Environment

SiuER?’10 aov stmeture, room, o, even a neighborhood T>.e

1- The entrance to_________
a) inviting
b) threatening
c) intriguing
d) confusing
e) other—(own word)

2. The dominant color IS____
3. The dominant sound is___
4. It smells like
^ The most numerous things I see in this en^^ronment are 
6. The most obvious object I see in this enx-ironment is '
/. The purpose of this environment appears to be (if you didn't know

what it was)
8. The most powerful object or force in this en^-ironment is
9. Something I would like to add to this env ironment is
10. This environment is similar to____

.(an animal) because:

11. This environment is similar to

12. The humor within this environment is evidenced by
13. This environment appiears to eat

__(a machine) because:

14. This environment discharges as waste
15. This environment makes me feel
16. The most comfortable place in this environment is 

and the least comfortable is----------17. 1 would make the least comfortable place more comfortable bv
18. The most used word or phrase in this environment is
19. What is predictable about this place is___________
-0. The most important element (human or non-human) in this environment is

-1. The one irreplaceable thing in this environment is
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lodging
dead
mature

D:v: Ccr.!./. Hci’O':? High Si'hvi

An Observation Poem
The chief purpose of this exercise is to cause you to "tune in" to your environment. 
1; probablv won't produce great poetrx' — but then again it might'

Write each of the seven lines of the poem according to the following directions:

LINE 1 Something you see 
referring to at least one color

LINE 2 A movement you see 
or sense

LINE 3 Some texture 

LINE 4 An odor 

J.INE 5 An obvious sound 

LINE 6 A subtle, quiet sound 

LINE 7 Something you feel

A spider's leeb is a metaphor 
for a group challnigc. 
Reflection, sometimes as a 
part of traiiwig exercises, can 
help teachers and students see 
things leith neie eves.

Photo tu Jim ,\ieismeie‘-

•ypu:.-: ^cz.:ers::'.

Growing Hope: .A seiira'I’iU'L on hite;r.itin '
)o:itii yeir iee into the sJiool c urr:,iiluin



Section III:
Sample Program 

Materials
Resources

Groiving Hope:

Situations and Altematiies Assignment 

Application of Maslozv's Hierarchy of Seeds

In class ^\ e ■-\orked w ith Maslou 's HierarcrA- or Needs" as one v-. av. to earn 
insieht into whv people do the things tnev do. In this assignment \ ou are to read 
each smaanon listed on the accompanving sheet and then.

1. Write in the margin, next to the incident, what need (see below) you think m,a\- 
be causing the key person in the story to act as they do or to say what thev sav 
(note that the "key person" is not the volunteer but the main actor in the ston.- 
itself). The information given is sketchy, so you'll often ha\ e to "read 
something into" the story to make a sound judgment,

2. Then circle the number of the response that you think is most appropriate.

3. Write your own critical incident, with suggested alternatives, and analyze the 
problem using Maslow's hierarchy to the degree it can be applied. You may 
use the regular critical incident sheet for this section of the assignment.

.Maslow's Hierarchy of N'eeds is sketched below. There are two important things to 
keep in mind about the theory:

a. While all people have all these needs, for each person there is one that tends to 
be dominant in their life and at any one time — it is that which they try 
hardest to meet and which thus moth'ates much of their behaxdor;

b. The needs are in a "Hierarchy" — that is, the lowest (phi sical) is most basic 
and must ordinarily be met before the person u1ll care much about the next 
level (safety and security), and that one in turn must be met before the person 
will be strongly moved by the next (love and belonging), and so on. Few 
people are operating at the highest level, self actualization.

The Hierarchy
(and tenns you'll use)

Self
Actualization

Esteem - Respect
(by self and others)

Love and 
Belonging

Safety and Security
(yhysical, financial, emotionali

Physical
'air. food, icatcr. sc.v. stimulation, etc.)



I ;

ChiV’.^^c and Dei'elopment

i L>_irnmuni‘\ Irwolvement
I Qpien ation Assignment Nam.e^

;he ’'S'-;rT'.r:'.ons or the rss chologv ot human development is that there is 
,V.'v Tp .pe ueveiorm.ental process:' what a person is like at age three gives 

r.me due as to u hat s he will be like at ages 10, 13, 13, 30 or 73. But there are also 
■urprises. Would someone who only knew you as a child or junior high student be 
surprised by some things about you now’

1 For this assignment, descnbe the "future” for someone you work w’ith. 
Imagine him,/her at vour own age, as a senior m high school. What do you 
think h/'she will be like? Consider in your answer what s/he will;

- look like phvsicallv
- hang around with (have lots of friends? few’ what kind’)
- do for fun; do for serious ' -
- be good at, care about, be proud of, etc.
[Note: If you work with older people, imagine them at your present age
and discuss the same kmds of issues as above.)

(space for wnting)

2. Write on the following, briefly sketching a‘"best and worst case scenario," -for 
this person; the best that may be true of them and the worst. Then, what - - 
could/should others (e.g. parents, teachers, volunteers, friends), do tohelp 
bring about the "best" future for them.

[Note; If you work with elderly persons, what (if anything), might have
been done to make their present situation better.]

Dan Conrad, Hopkins High School

How People Change

Community involvement 
Reflection Assignment Name.

fol

"I used to be but now I find mvself to be
. (For example: "I used to be very

shv but now I find mvself to be very much more outgoing" or, "quick tempered 
depressed," "stupid*in math," "klutzy," "skinny," "religious," etc., etc., etc.)

Divide into groups with each person taking turn talking about their example of 
beha\ lor change. The other members of the group should make it easy to tell the 
storv. and press the matter of how change is accomplished with questions like the 

following:

A. What made things be like that in the first place, do you think’

B What made it possible to change’ (Especially, what VOL did)

Section III:
Sample Program 
Materials
Resources

‘Tzco roads divcrjci ir a 
zvood. and I ■■ I too>i_tf:c 

one less trai'clied b:/, and 
tfiat has made all the 
difference.

Kc'rer: Frest

In some wavs vou are probably very much the same kind of person as you ve 
alwavs been, and in some ways you are probably much different. Think of some 
important wav in which you are different than you used to be. Express it simply, as

ows;

• T T ^ ^ Sourcebook on Integrating£~±OpC* Youth Sen tce into the School Cumc
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If a man dots not ((ecp step 
-uitfifiis companions, 
perfaps it is Because fu 

hxars a dijfercnt drummer, 
^im step to the music he 

s however measured or
however far away.

Henry David Thore.ni
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Groicing Hope:

D .n- or

E. Ho'v jf roe lO "oo-'

F. What rurtlter ohaoces on rh'.5 or ot'o.e: areas; do \ ou ’a ant to aeccm.rEsh'

G. G;\ en \ our experrer.ce, hat help can \ ou give a person racing a srm.ilar issue 
in their lite^

What ha\-e you learned from this example, and from what others shared in the 
group, about if and why and how people change and how you as a helper can 
assist?

Daii Ccurad. Hcykms High School

Community Involvement
Interview Questions on Evaluating a Relationship
(Based on criteria suggested by Carl Rogers)

Prizing'

1. Tell me about someone you really like (get along with well) at your placement.
2. Does that person have any sense of how you feel? (How?)
3. Is there someone there you just ha\ e a hard time liking dr getting along with? 

Why do you think that's the case? Is it specific things they do, their general 
personality, or what?

4. What is there in that person that you can find to prize, respect, lo\ e about 
them?

5. What kinds of people do you generally have the hardest time liking (think 
before answering)? How about the easiest?

Communication

1. When you're with the people (children) at your placement, what do \'Ou talk 
about with them: weather? schoolwork? family? friends? God? how they're 
feeling — emotionally, etc.?

2. What else could vou talk about?
3. What makes it difficult to talk with people at your placement about anything 

but the most superficial things?
4. How could you mo\ e \ our conversations to deeper le\ els?

Empathy

1. Think of some person you work with. What do you think it would be like to 
be them? What would \ ou find hard (and/or easy) to do?

What worries would \ ou have?
What would make you mad?
What \s ould make \ ou happv?
W hat would \ ou bo proud to ha\ e others know about you’

2. What do vou think thc-v would like to be like; right now? when a high schoo 
senior’ an adult’

3. Who at vour placement reminds you most of you’ How about someone else 
\ ou knC'V ivoil’

4. How does tliis help \ ou ui'derstand them and communicate with theml’

(



Critical Incident
or ^i:oo:;or. >;n:;ca; problem at least in the

.■_ .. pQt im.meJiateK obvious to \.ou v\hat to do or sav.
'Oaee tor •.•. ritmc'

' \\ 'nat 3 the rirst thine \ ou thought ot to do (or say)’
' space tor writing)

3 List three (3) other actions you might have taken (or might have said).
a
b
c.

4. Which of the above seems best to you now’ Why is it best in your view? -
(space for writing)

5. What do vou think is the real problem in the situation? Why do you think it 
came up at all’

tspace for writing)

Drtii Conrad. Hopkiih Hiy/i Softool

Name

Critical Incident - From Another Point of View

Think about some memorable incident/situation in which you were involved at 
your sen'ice placement, something that marked a moment of success, failure, 
satisfaction, frustration, sadness or humor.

1. Describe the incident or situation (enough so another person could basically 
grasp what happened).

(space for w'riting)

’ How else could it be described or interpreted? That is, how might s^eone 
else have viewed the same situation differently, or acted differently, from the 
way you did?

(space for writing)
3. How would you evaluate the outcome or effect of the situation or incident? 

Good or bad'— and for whom?
(space for w-riting)

4 How might someone else evaluate it differently? 
(space for writing)
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\'oliintter Outrcacii Fon): B

Part A

Croo-e or.e o: rre ;r.c ard ar,i'.\ er ir. Indicate u-hich one \'Ol: are
anr^'- erino

1. It vou were in, charge or the place where vou volunteer, what would you do to 
im.pros'e it’

ispace tor writing'

2. What IS the most dirficult aspect ot your work at your volunteer site?
(space tor wntmg)

3 What do vou feel you are accomplishing at your placement?
(space for writing)

Part B
Choose one of these questions about you and indicate which one you are 
answering.

1. What did vou learn from a disappointment, or even failure?
(space for writing)

2. What has happened that makes you feel that you would (or would not) want 
to do this sort of thing as a career?

(space for writing)

3. What has someone said to you (at your placement) that surprised you? Why?
(space for writing)

\ . -

Gtrrrv OuelUtte. The Mi'-shiill School. Duluth, Minnesota

Volunteer Outreach Form C
\ame

Part A
Choose one of the following questions and answer it. Indicate which one you are 
answering.

1. What was the thing (or things) that you disliked/hated the most lately?
(space for writing)

2. If you were the supervisor there, what would you change or add to a student 
volunteer s assignment’ Would you treat them any differently than you are 
treated?

(space for writing)
3 How has what vou do at your placement changed since you began? (different 

activities, more or less responsibility, etc.)
(space for writing)

• TT_ ^ Sourcebook on Integriitiug ,,{^YOUUXfX^ Youth Serctce into the School Cumcvlta^
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L(.if’njnan'ri/ Au'incuc^s Progra>n
Sample Prognm 

Materials

re'.--'-': v.,v; V. .VK 'a to or ipec;;>l inrere>r 
., ■■'. r'ro rone or \’our ease

'lO'.;: e-:>- 'OO-.^.r ;:':^uele the inrormotion
reoo.e^teh. re^o'.'.' 'lO'.; r.eeo r.or u<e lait namei. All 
ir.rorrTiatror! to be conridentral

1. Setting describe the agency where you work.
Personal data: age. sev parents, siblings.

? Historv: tarnilv lire, where the client has lived, 
tactors leading to involvement with the agency.

4. Client behavior: mention things you feel are 
tvpical of the person. Mention anything that 
makes vour client special to you.

5. Problem.s needs: describe specific needs of the 
client as determined by the staff and/or the CAP 
\olunteer.

6. Strategies to help: what actions are being 
folloived by the staff and volunteers to help the 
client’

To prepare the case study, you should use the 
experience of the staff, individual files (if permitted by 
the agenevf, talks with the client, your own 
observations, and any additional sources.

r- w • V

Special Projects

With time and caring vou might be able to relate to your client's) in a way not 
possible in vour e^ erx- dav actiVties. Y^ur special project can be a group actn ity or 
it can be designed to affect only one client. You, as an intern, can determine exactly 

what vou do.

Some examples of former special projects include; theme parties^home \ isits, 
development of learning games, taking a client out to dinner, behavior 
modification, teaching a lesson, etc.
You will be expected to report to the class in written and oral form the outcome of 
your special project. Included in that repiort will be:

1. Description of the special project.
2. An accounting of time involved in development of special project. mone\, et^.
3 An explanation of ivhv vou chose the activity. , ^
4 A description of how vour special project was received bv \xHir client(s>.
^ A description of how vour project was received by your superM>or.
b A description of vour'feelings related to the success or t.nlure or the proiect

—, ■ TT A Sourci'hook on lnU'^’r.ir'\'GVO ZVVlg Hope: .vr a . f/v s L o,l./m

V. m
Croup service proiccti cciii 
help ituiU'nt~ prepare to 
develop their o:en ipeeial 
projeeti.
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Com)niuiitM Ini'oli'ement 
S'.ibititiition For Quarter Journal

CN TAPER ans-A-er the ele^■e^ auesf.e-.^ listed belov^: V.'hiie it is not
required, \ou snould consider com.mentinq on additional questions that are not 
listed below but that are parncularlv appropriate to your work this semester.

1. Where, and in what specific program(s), did you serve this semester’

2. Descnbe the program you participated in (who it was for, what the leader/ 
teacher was trying to accomplish with them, etc.).

3. How did vour role change and develop (or deteriorate) during the semester?

4. On a scale of 1-10, how would you rate the program (or classroom, etc.) you 
have been with? Explain vourVating in terms of BOTH positive and negative 
aspects. N’OTE: rate it in'terms of what it accomplishes for the people in it, 
not as a volunteer placement for you. That you'll do separately.

5. Tell about the best thing that happened during the quarter, something you or 
someone else said or did, a feeling, insight gained, goal accomplished, or the 
like.

6. Describe a disappointment, even failure, you experienced during the semester.

7. What did you learn from that?

8. What do you feel you accomplished during the semester at your placement 
(for yourself as well as for others)?

9. If a time warp placed you back at the beginning of your work this semester, 
what would you do differently the second time around?

10. What did you discover about yourself — and/or what old insights were 
reinforced?

CLUES TO THIS mav come from what you enjoyed doing and what you didn't 
enjoy: when you felt satisfied and when not; what you were to accomplish and 
what not; how people reacted to you.... Consider of others.

ADD RESPONSES TO OTHER QUESTIONS OF YOUR OWN.
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Growing Hope:

Outline for Expert Paper
The poirt or :h;s paper -.s ror ;- ou to oorr.h'.ne \ our c\^■n e\per:ence. iororo-.a 
from a resource person and rrom ^\■r:•ten rr.aterials around a tone anout 
can claim some special knc^^ ledge. The paper should be about :;\ e oaces 
whate\ er makes sense tor your project). 'lou should include materials rro.m timee 
kinds or sources: your experience, some human resource (e.g., s our site 
supervisor) and written material (book, pamphlet, article, etc.). Please see me it 
you have any problems in locating resources.

The general format is as follows:

1. Description from your experience: of a situation you've been in, person or 
persons you'\'e been working svith, problem you've dealt with, that has raised 
some questions in your mind.

2. A question or questions that you ha\-e about the situation, problem or person.

3. Discussion of the particular question you've been ivorking on (alternative 
answers to question, background information, etc ).

■ ■* %

4. What you ha\’e concluded from your obsen-ations, research and thinking. It's 
important to link your own experience with what is said or written by the 
experts you've consulted.

5. List the resources used (including yourself). There must be at least three (and 
from all three kinds of resources listed in the introduction).

Note; Topics successfully used in the past have included:

-Why some kids are shy
-Incidence and consequences of child abuse; what are the signs 
-Learning disabilities — why do some have difficulty learning; 

effecti\’e methods for helping
-Specific physical or emotional problems: autism, downs syndrome 
-V\’hy are some so inept at making and being friends 
-Characteristics of pre-school (or elem. or jr. high) kids (the joys and pains of 

being 13) — intellectual, psychological 
-Case studies of particular indi\ iduals 
-The effects of living in a total institution (like a nursing home)

Remember, as much as any thing, the purpose of this paper is for \'OU to 
summarize and share the special knowledge YOU ha\‘e gained about the kind of 
people, problems, situations \ ou have been in\ oh ed with this semester.



Rand;#n Games

Introduction:
UsTcd below ore eighteen exerdses, mini woricshoos & 
gomes, mat con be used with groups of people os icebreakers 
or orientonons for workshops on communicotion, listening, 
percepn'ons, working together, ond stereotypes.

Exercises:

1. Misunderstanding

Hove the group (fivide info pcirs. Ai the poirs to sit bock to 
bock and designate themselves person A and person B. 

•tson A is given a slip of paper with on object written on it. 
son A must verbally desaibe the object to person B who 

ties to draw it. Penon B has no idea whot the object is ond 
must reiy solely on how person A desaibes it. After person A 
is finished have person B show person A his or her drowing 
based on person A's description.

West likely the drowing looks nothing like it should. This 
exercise focuses on communicotion ond its importance. It is 
audoi to understond that whot you think you ore saying moy 
not be whot others perceive. This opplies to volunteers, 
community orgor^Totions, their clients, and orgoniiers. if we 
oil do not moke ourselves dear tften there is much room fa 
misunderstonding, unreoliied expedorions dnd stereotypes, 
.‘t^'sunderstood 'wads ond ocSons coi be inaedibiy hurtful.

2. Tope Recorder

DMde riie grou-p into poirs. Exploin thot the poirs will hove 
twent/ minutes. Encouroge them to leove the oreo where the 
workshop is being held. In ihot rime eoch member of the poir 

St folk for fin minutes uninterrupted to the other person os 
..ey were tolking irto o tope recorder recoroTng whot they 

wcuid wont to soy to o significcnt other or children about 
themselves ond their lives. During this time the 'tope 
recorder' cannot talk or respena to the person. After ten

This exercise allows individuals to get in roue.' ana cinnr/ 
whot is impatonf to them, whot their gaals ere, new me/ are 
meeting those goois, and how they perceive themselves, it 
oiso provides on opportunity to hove someone acm/eiy iisten 
to them fa ten minutes — on occurrer :e T,ct caes no: :f:en 
hoppen in our fost poced sodefy.

Pairs

Hove the group divide info poirs (person A ond person 3). 
Person A person B the following questions; Whot is your 
nome? Where is your hometown? V/hot mokes you happy’ 
Whot mokes you sod? Then switch, person B osk ond pers 
A onswers. After both hove interviewed hove them sit bock to 
bock. Ask the following questions: Whot color eyes does 
yoa portner hove? Whot cola hoir doss your permer nove? 
Does your portner wear glosses? Whot wos /our oormer 
weoring? Hove them quiz eoch other and *en bring 
group bock together to discuss how men/ answers people 
right.

the

This exerdse show us how little we perceive even when we 
ore supposedly focused on someone. How con dior inability 
effect oa community rovice experience ?

4. The fishbowl

Set up six choirs in o semi-drde. Ask far five oofriciponrs 
from the iorger group 'O sit in the dioirs. Pose o scenc.no or 
question. Only the five sitting in the dial's con respond and

minutes switch ra'es. H:>e the pair rerjn to me iaraer a'cua w 0 r k s h
• 3 ’



New Gomes & Mini Workshops

discuss. Tiie sixiti chair is open fo onyone in the lorger group 
who wonts to contribute. There ore three rules... 1) Only 
those who ore in the semkircle con porticipote in the 
discussion. If someone from the larger group wants to 
parhcipate he or she must wait until o chair becomes 
ovoiloble. 2) No one con leove the semkirde until he or she 
hos contributed something. 3) No one con soy something 
ond then leove the semi-drde without woiting for reoctions 
from the other group members.

This exerdse deols with mony issues. By only ollowing some 
people to actively portidpote, it forces the rest of the lorger 
group to fisten and reflect on statements instead of jumping in 

nd making o point without fully considering the implicotions. 
,ot ollowing people to leove the semi-circle until the 

opportunity for feedback hos occurred forces people to 
consider others opinions on tfie issue. It forces leoming form 
eoch other.

5. Coot of Arms

Give eodi portidpont o ^eet of newsprint and some moricers. 
Have them each make dieir own personol 'coot of orms.' 
Ask them to rkow their responses to some of die following 
sfotements.

• Drew something you ore good at.
• Ofcw something you wish you were belter ot.
• Of mw scmethtfig thot meons a lot to you.
• Draw whol you see for your future.
• Drew something thot you would stand up for.
• Drow 0 situation thot hos been on 
snprovement or on uplift in your life.
• Drew 0 situciion that you wish was better in 
your life.

Then have eoch member exploin to the group their shield.Ihis 
exercise oilows people to see whot their priorities ore— self 
inspection. A voriotion on the exerdse is to osk open end 
questions such os:

• Draw 0 homeless person.
• Grow on literote person.
• Grow 0 senior citizen.
• Grow Q differently obled person.
• Grow 0 people with a leorning disobilty.
• Grow some of the woys to oddress the issue.
• Grow the reasons why o person becomes o 

homeless person.

This voriotion gets to the stereotypes that we all hove obout 
the dients we work with ond their needs. It is a woy to 
oddress ond 'deitiystify' these stereotypes. If also provides 
0 forum to discuss fears and concerns related to the 
community service experience.

6. WoBt Ads

Have the portidpoits write two wont ods. One desaibing the 
type of experience they expect to hove ond the other 
desaibing what they think the agency does. Example, 
Wanted; A hoppy motivated community service worker to 
serve ond prepare food at local soup kitchen. No deonup 
involved. 1^11 be expeded to eat with the dients and get to 

know them. PossibTity for o long time commitment.

Again this deals with expectotions, feors, ossumptions, 
stereotypes, etc. It is on opportunity for the fodlitotor ond/or 
community ogency representative to oddress the volidity of 
the scenarios.

workshops p o ^:E3
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CCK2 PLAY WITH CS: A.V INTRODUCTION TO 
ICZ BRZARERS, INITIATIVE GAXHS, AND TEAM BUILDING ACTIVITIE5

19 53 COOL Naticnal Conference on Student Corcounity Service 
University of Illinois • March 25 - 28, 1993

PRESENTERS;
Nicole Temhrock, Sonya Garland, Trisha Odoms, Cyndy Scherer

Points of Light Foundation

I have compiled the following ice breakers, games and team building 
activities (listed alphabetically) from The New Games BooV by the 
New Games Foundation, Group Gaines and' Exercises Handbook by Teen 
Empowerment, Inc., and my own experiences in various organizations, 
youth camps, and workshops.

All Mv Neighbors

Arrange chairs in a circle - enough for the whole group minus one. 
One person stands in the middle, the rest sitting in chairs. The 
middle person says, "All my neighbors wearing black shoes." 
Everyone, including the person in the middle who made the call, who 
is wearing black shoes must find a new seat. The one person left 
without a chair then becomes the caller in the middle of the 
circle. Calls may be based on shoes, eye color, experiences, etc. 
Be creative!

Arm Wrestle

In partnerships, arm wrestle. The goal is to get as many points as 
possible in a specified time (10 seconds). You receive a point 
when you touch your partners hand on the table/floor. Ask each 
partner how many- points they earned. Then demonstrate with a 
volunteer that if you work together, not resisting each other's 
force, the partnership acquires many more points. Teamwork!

Blind Square

While blindfolded, a group of any size is to form a perfect square, 
triangle, pentagon, etc. using a determined length of rope (50/75 
ft.) Start with all participants standing in a line and holding on 
to the rope. The participants may not let go of the rope for the 
entire activity.

* May mute_ selected participants

1
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raoiah. and cultural i dent i t-bi: : 

A Worses In op E o r msi t

Racial and cultural Identity are of enormous Importance 
to each of our young people, yet very little explicit 
attention Is usually given to it. Many adults are afraid to 
open up these Issues.' They -are too emotion-laden for 
themselves.

But It Is not so difficult to open them up and begin 
thoughtful and sometimes emotional exploration. Not to do so 
leaves the young people at the mercy of the negative 
stereotypes which they pick up automatically in our society.

Workshop introduction ~

It works well to ' raise issues by giving a little 
background, a few assumptions and concepts, and then by 
asking questions for people to explore. Following is a sample 
introduction:

"Part of becoming good leaders, and becoming our best 
selves, is shedding the negative ideas about ourselves that 
we have taken in as we grow up. Almost everyone comes into 
YAP with a lot of bad feelings about themselves. It's not 
their fault. These bad feelings have been laid on them from 
the outside. People have put them down. People in their
familias, in their schools, in the neighborhood, in uhe 
police station, in the welfare department, have often put 
them down verbally or have denied them their rights.

"Today we're going to talk about oppression and 
identity. Does anyone know what oppression is?

"Right. Oppression is when people are consistently 
mistreated by society, when they are denied 
opportunities and access to justice, prosperity, education, 
freedom, and development of their full selves.

"Oppression takes many forms, and it's different for

Identity
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--i-oeeiy, and j.*scen deeply co people from every 
round, you will find that every group of people suffers 
some form of systematic mistreatment that tends to force 
into a distorted human role. Some forms are more 
ing and vicious than others, but almost all people have 
forced into some role or position that they would not 
freely chosen for themselves.

"For example, from birth, women are told that they must 
serve men and be ornaments for them; men are told they must 
fight and be willing to kill without shedding any tears. 
Black people are told they must work and toil to enrich other 
people; White people are told they must stick to their own 
kind or be rejected by them; rich people are told they are 
stupid and contemptible if they don't continue amassing 
wealth. Of course, it's different for each individual and 
family, but in general you can trace certain messages given 
to every identifiable group in society. Peog^ tend to 
believe these messages and act accordingly. We call this 
internalized oppression. Because it is taken inside people, 
it becomes internal to them. - -

"Then there's external oppression. It comes from the 
outside. It's when people can't get a job because of the 
color of their skin or their sex; it's when people get beaten 
just because they're young; it's when people get lynched or 
denied housing, or raped, or beaten, or jailed, or kicked out 
of school for their color, sex, nationality, sexual 
preference, or political ideas. This is direct external 
oppression. It is not just a put-down, it's a direct 
mistreatment coming from outside.

"But all through history, every g.roup has done its best 
to resist oppression, to fight for its full humanness, to 
make progress toward justice and equality. Much of human 
history is really the struggle of oppressed people to gain 
freedom and equality in societies that are set up in ways 
that maintain inequality.

"It's important that each of us know our history, and 
get the information we need to be proud of our own people and 
to contribute to the on-going human struggle for a better 
world for everyone. Every one of you comes from a proud 
history of people struggling to be free, to be strong, to be 
loving, to make a better world. Some groups have been beaten 
down by superior force or by vicious trickery, but that 
doesn't mean they didn't try to resist. It is human to resist 
mistreatment, and to try to improve the world.

"But to improve it we need to understand who we are.

Identity
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"le~'5 oeqin exl^ring these cuestior.s. Each or os has 
an Icentlty of race, natlonalicy, sex, reiigioii, class, and 
geography ohat we carry around witn us. Lee's each tal^s ,wo 
or tnree minutes to share, what is that identity? How do you 
identity yourself in terms of culture, race, nationality, 
religion, politics, or whatever figures into your idea' of 
yourself?"

/ Pourics

Small Groups - Mixed Identities

After a short go-round In the whole group. It Is helpful 
to get together in small groups of four or five, in which 
each person has 8 to 15 minutes to share her life history 
from the point of view of how her identity developed. "How 
did you learn you were an X? What did your parents teach you 
about what it meant to be an X? Were you treated in any 
particular way by society as an X? What was it like to grow 
up as an X?"

These first small groups should be randomly integrated 
groups. People are eager to cross the barriers of racial and 
class prejudice. They want to share their stories with each 
other. They want to know and be known by people with 
different backgrounds than their own. Oftentimes they have 
not had the opportunity to tell their story or hear other 
people's stories in a deliberate and open way.

It's often good to structure this with ten minutes to 
tell each story, and five minutes for the group to ask 
questions. This reassures people that the group is 
interested, and that they are telling the other people what

Identity
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Sliiular Idencir.y Groupf'

After people have met in mixed groups and shared their 
stories, creating a more cohesive whole group, it is useful 
for people to group together in similar identity grovips to 
answer together the following questions:

- What's great about being x?
- What's been difficult about being x?
- What do we want other people to know about us?

Then a report back to the whole group from each 
sub-group leads to a greater sense of understanding and 
diminished fear of discussing these issues. It also leads to 
greater unity within each identity group. This is desirable 
and important, because unity with other groups works best 
when it's based on unity within one's own group.

Reasons for Resistance

Be aware that virtually every group will ‘ reveal itself 
to have members who are quite scared to be divided into like 
groups. There will almost always be resistance at first. 
For some Black people it reminds them of segregation, and 
they don't like it. For some White people who are determined 
to be good allies of people of color, it focuses them on 
their whiteness, for which they feel others won’t like them. 
Some people feel least comfortable among groups of people 
like themselves, because in fact they have been most hurt by 
the people closest to themselves.

It helps in running this kind of workshop to give lots 
of latitude for laughter as people are setting up the groups. 
The leader must never assume what identity group or groups a 
person belongs in, and should invite from the group a list 
for the blackboard of all the identity groups which are 
present in the room. Host people belong to several, and the 
choice of which one they meet with is full of feeling.

It must be remembered that the development of any 
limited identity has been imposed by society, and is in 
itself partly an indication of the effects of oppression, or 
in its positive side an indication of the group's 
determination to survive and challenge oppression. There is 
no reason why every person couldn't have an identity as a 
human being, citizen of the world, except that we have been 
forced into more limited ideas of who we are. Some of the 
narrower identities are delightful, positive, and proud, 
based on a rich history; but they are also usually attached 
to perceived roles, expectations, and historical
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is, dderefore. Important: that the group leader not 

c;:.-.:nue the imposition from society by insisting or assumino 
■-.na'. a person must identify in a certain way, or must choosi=' 
on this particular day to meet with a particuiar ' 'identity 
group. For example, a Jew who was raised as a Methodist may 
not choose to go with the Jewish group; a Puerto Rican who is 
blonde and was raised with White people may not choose to go 
with the Latin group; a bi-racial brown-skinned person with a 
Jewish father may choose to meet with the Jewish group and 
not the Black group. A dark-skinned Dominican might choose to 
meet with the Black group Instead of the Latin group. These 
and millions of other choices must be respected and welcomed, 
all as part of a life-long sorting out of who we really are 
as human beings.

Of course, the leader must be sensitive to whether a 
particular group is ready to divide into identity groups it 
may be appropriate to have lots of general sharing and 
repeated grouping into diverse small groups to share many 
different experiences before people will accept identity 
groupings. The art of leading is to know what is the right 
next step for a group to go deeper, get closer, be more 
thorough and open in their sharing and their discussion and 
their setting of goals.

Be Prepared for Feelings

A person leading this kind of workshop must also be 
prepared for the fact that the feelings connected to identity 
run deep and strong, and when the waters are stirred the 
feelings will often surface as tears, anger, trembling, or a 
lot of laughter. This is to be expected, and It's fine. 
It's not an indication that the group is over its head, or 
that anything bad is happening. This is just what happens 
because there is a lot of pain stored in these memories and 
these enforced identities. The leader needs to be calm and 
reassuring in her acceptance of feelings. However, if 
feelings begin to surface in the form of direct emotional 
attacks on other individuals, these need to be firmly 
interrupted because they will have negative effects.

The content of this chapter applies equally well to 
adults and young people, and it is important for adult staff 
to explore these issues with each other before opening them 
up with the young people.

Youth Action Program 
1280 Fifth Avenue 
New York, NY 10029

Identity
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^3etting It Right

This exercise asks you:
To rra>:::;e listening. To discuss and disagree without getting to a personal or damaging 
level. Disagreements and contacts are part ot public life, and they must be worked on in a public 
way. Thus, we can disagree with another without personally affronting one another.

It relates to citizen politics because:
In public life, it's important to understand what's being said, even if it doesn't match your expec­
tations. In the public arena, it is important to learn how to argue rather than quarrel. Learning to 
resolve conflicts in a public way comes from listening and working with the seif interest of the 
speaker as well as yourself.

Instructions;
Get into groups of three. One person states her or his views on a controversial subject for about 
three minutes (some suggestions are below). The second person listens, then summarizes what 
was said. The third person evaluates the second person's listening skills to see how close the 
summary came to what the third person heard. Switch off so everyone in the group has a chance 
to play each role.

Time limit:
Small groups: 10 minutes per combination before rotating roles 
Whole group: 10 minutes to discuss questions

EXAMPLES:
What do you think about mandatory community service for young people?
How du you feel about marriages between people under the age of 19?
How do you feel about capital punishment?
How do you feel about the equal rights movement?
How do you feel about the draft?
How do you feel about the age mitumum for driiddng and the age minimum for driving? 
How should society deal with kids who deal drugs?

Questions for afterwards
Did conflicts come up between people's public and private views? How could you tell?

Did stories that people told from their own private experience give them more authority, or do 
you think they weakened people's arguments for what they believed?

Can someone who didn't actually put the ideas together say what "actually" got said? Or are 
people's individual interpretations the only possible thing that can come out of a summary?



mhen Diversitv Hurts

This exercise asks you:
To speculate a'oout -A-hy some people reel threatened by those who are different, and to explore 
your own views about diversity.

It relates to citizen politics because:
Not everyone understands the value of differences, and their fear can sometimes keep them from 
fully participating in public problem-solving. Seeing the world through their eyes will help you 
to communicate with them, educate them if possible, and eventually, to work with them better.

Instructions:
Answer the questions below and discuss your answers as a group. See if you can find out why 
people in your group feel as they do.

Time limit: 
Individuals: 
Group discuss:

10 minutes 
15 minutes

The United States can be thought of as a kind of patchwork quilt because of all the different 
cultures that have migrated here and found a place for themselves in public life. As a country, 
we're proud of our reputation for diversity and in theory, we strive for it.

But in practice, the diversity of public life is tricky to manage. It's scary for many pieople, and they 
react to it in an emotional way. For example, many sutes with large non-English-speaking 
populations have aeated laws making English the official language. Usually that means that 
people's tax money won't be spent on things like bilingual roadsigns or bilingual education.

Why do you think the states are making laws supporting English? Do you agree with the states' 
decision?

Some other examples might be the stereotypes people in the North of the U3. might have about 
pieople in the South, or the midwest about the west coast, and vice versa. Or the tensions be­
tween rural people and dty people. Or among people of different cultural and racial group: 
European, African American, Latino, Queans, Native American and Asian American.

Think back to your definitions of public and private, and what people get out of each. In all of 
these cases of bias, what do you think is the relationship between people's private needs and 
their public actions? What do you think of this idea; that people get frightened because they're 
mistaking public and private, and are afraid that they won't be accepted unconditionally, as they 
are at honw with friends and family?

Make a list of times when you felt threatened by situations involving people who were different 
from you. How did you react? Would you still feel threatened-and react the same way-today?



^^‘Jpping Power
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This exercise asks you:
irn-.v a rp.ap or how people have imluence :ra rhe organization or group vou c-rrentlv work 

wirh _w :hat vou need to work with.

It relates to citizen politics because:
Understanding who holds what power where and what type of power they have will help 
detennine the type of action you can take. Understanding where someone's power lies is useful 
to figunng out how to bring them into your work.

Instructions;
On a piece of newsprint, working in pairs, draw a diagram of how you think people in your 
organization (or in an organization that is important for your work) have power. When you've 
finished, hang it on the wall and be ready to discuss the different drawings with the entire group. 
Think carefully about all the ways people might influence one another both formally and infor­
mally.

Topics for discussion:
• Vv'nat type of power does the person you want to work with have in the organization?
• How can you reach that power?
• Does the organization work well the way the power is structured?
• What do you notice about the informal power relationships?

Time limit:
In pairs;
Group discusion:

20 minutes 
20 minutes

Tips
A few brief definitions of ways power can work in different structures:

•Formal hierarchy—the amount of power and influence increases as one movers closer to the top 
of the structure.
• Informal influences—based on close, piersonal ties with people high up in a structure (ie if 
some people have worked together for many years, if some people go to the same church, if some 
people are related.
• Participatory groups—suggest that everyone has an equal say in decisions that are made; 
informal influence often is important to map in these situations.
• Concensus structures—some groups have no official leader, rather people have influence 
based on their own expertise around a certain situation. Thus, the power can rotate depending 
upon the situation.
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I'Practicing 

Citiien Poiitics
PRINCIPLES OF ORGANIZING

Project Public Ufes

Citizen
Politics
Institute

These pTindples am ^ped by the conespts of dtizen politics because 
issues and problems are the vdiicks for dtizens to become serious 
players.

•Define Problem
requires diverse perspectives to avoid polarized positions 
is an on>going process as work is done 
determines players and resources

»Do Political Analysis and Political Mapping 
interests that surround a problem 
power relatiotts between mterests 
a mapping of the politics of those environments.

organize work so particular steps lead towards larger purpose 
never lose sight ot larger purpose of the work

•Evaluate
tool to keep the work directed 
develop public leaders

•Re-define the Problem
Work done with diverse peoples altera otir definition of a 

problem
nx}blem definition should expand possible players aitd 

resourcesPower is related to our ability to tnfluenoe the diverse interests 
stirrounding a problem

tlWhoJtetPvhUeUft, 
Humphny InstUuu



Political Analysis & 

Mapping
Example of Emblem Statement

Issue: Education
ftoblem (arrived at after public debate) Schools 
are not ei^aging young people in learning.

Vfho does the problem involve?
Particular sites, students, teachers, adininistra* 

tors, school staff, parents, policy makers (local, 

state, federal), business, etc.
Map the iirtcnd* in relatlan to 
vch other and to your ef forti. »»

Studantt

Teachm*
Orgvuzadmd
unorgvtlad

Sdiod
Administratkna

Students- 
organized and 
unorganized

Parenk»> 
organized and 
unorganized

Schools: 

Disengaged 

Students

Staff
Faienia
Adneniariden 
School Botfd 
CaoBBaiityOrgs. 
Untvtnliiei 
SedalSariee 
Otimn »»

School Boards
Legisleors 
and elected

Local, State and 
Federal polky

Colleges and 
Universities

TiKpayers Budness

Project Public Life's

Citizen
Politics
Institute

POUTKAL MAmNC
Map the political 
emvonments of the 
places where you will

Questions:
Where will you take 
action?

What are the interests 
of the players in the 
environment?
What are the power 
relations of tnie envi­
ronment?
What are the rules 
(norms, values, ways 
of behaving) of the 
env^nment?

Strategy:
Build on initiative of 
the players in work to 
solve problems.

eiMFroJtcthMeUft. Humphrtj Itutittut



"Winning Victories in People’s Lives:
Developing Strategies for Change in the Community" 

November 6, 1992

YSA Superconference workshop sponsored by 
Public Allies: ITie National Center for Careers in Public Life

In choosing an issue and a strategy for action, the following 18 criteria can help ensure 
victory for your organization and ie community you serve.

Choose an issue that will make a difference.

1. Will It win victories in Dconle^s lives?
When an is said and done, wiD people be able to point to a meaningful, positive, 

qualitative change in their lives that occurred because your group took on this issue and 
won? It is not enough to merety get press coverage or to be granted a meeting with a 
public official, but they are means to an end. A victory, a measurable improvement, 
enables people to say, for example, ”Wow, I couldn't sit at the front of the bus last year, 
but now I can."

2. Does it nU a
Is there an unanswered need for your group will meet by working on this issue? 

Are you only duplicating existing efforts, or are you truly filling in where you will be 
most useful? It is important to note that lending needed assistance to an existing issue 
is a way to help fill gaps.

Choose an issue that is foaaed.

3. Is the issue In fart wtnnahto?
In choosing an issue, be sure you are actually choosing an issue-a solution or a 

response to a problem. Ending poverty ah at once is not winnable; changing a specific 
law, or voting an official out of office may be winnable issues. However, even issues 
range in and in nature. You will have to determine what is manageable for your 
group according to your interests, experience and resources.

If you can't reduce the thrust of the argument to a paragraph, it's probably too 
complex to engage people in the struggle. (Look at the savings and loan crisis!) 
Choosing an issue that's easy to understand also increases the likelihood of potentially 

useful media coverage.



5. Do YOU have a clear tar2et and specific goals?
Senator Jesse Helms is a clear target. 'The government’ is not. You need a 

clear, specific target so that you can concentrate your energies and have the greatest 
impact. However, a clear target is not enough unless you have specific goals which your 
target can satisfy. You can’t just meet with your police commissioner and make a 
general demand for ’an end to police brutality." Well, actually you can; but if you do, 
she may not know how to help you even if she wants to. If, on the other hand, you 
present her with a specific proposal for the establishment of a civilian review board, 
you’ve given her a concrete action which you can prevail upon her to take.

6. Do you have a clear time frame?
A clear time frame gives you specific deadlines. Some are decided internally, 

others, like electoral calendars, you have no control over. A timeline forces you to 
consider how much time certain goals will require. Election Day and the end of the 
school year are examples of deatOines which mark a clear time frame.

Choose an issue that wiil gamer support.

7. Is it widely felt?
Large numbers of supporters win clout for your issue with elected officials, media 

and potential supporters. It is wise to choose an issue for which many people have a 
personal stake in your group’s success.

8. la It deeply felt?
The issue must not only be felt by a large enough number of people; it must also 

run deep with many of these people. Everyone in a neighborhood may be affected if a 
certain supermarket does not have the best selection of soft drinks, but nobody will meet 
with the mayor about it On the other hand, if there is lead in the town’s water supply, 
that issue runs deep enough to turn townfolk into activists.

9. Is the Issue captivating?
It’s easier to bring people on board and win people over when your issue captures 

their excitement It’s hard to get people excited about parking tickets.

Does it lend itself to positive and productive media coverage? It’s a lot easier to 
win when you select and tailor an issue to be covered positive^ by the media. Media 
advocacy is one the most effective toob for creating public awareness and influencing the 

actions of everyday pci^le as weQ as political leaders.



11. Is it non-divisive?
Can you unite people both inside and outside your group around this issue? This 

does not mean you must pick an issue on which all human beings are agreed-the few 
you might find aren't reaUy "issues.' Picking a non-divisive issue means choosing 
something that your organization and supporters will want to fight for. Indeed, you must 
be able to present a united front to your foes.

12. Can the issue be the basis for a viable coalition?
Most successful movements are comprised of multiple organizations sharing a 

common interest. Are there potential allies on your issue that can offer resources, clout 
or visibility? Viable coalitions must center on an issue which is vital to the self-interests 
of all parties to the coalition. Your coalition should involve people you mutually respect 
and no one party can make decisions for the others if the alliance is to remain healthy.

13. Will the Issue generate money or the equivalent of money?
Monetary and other resources are always key, so pick an issue for which they are 

within reach. Can you develop strategies for acquiring what you need? Remember, you 
may not always need money itself, sometimes a friendly donation of photocopies or radio 
air-time will serve you even better.

Choose an issue that will leave behind a legacy.

14. Will It make people aware of their own power?
Longlasting, productive change cones about when the people it benefits were 

involved in finding the solutions. Will the community come away feeling a victory has 
been won by them, or by outsiders?

15. WUl It alter the relations of power?
In order to have lasting impact, you want institutional change. You don’t want 

your powerful target to merety throw you a bone and hope you’ll go a way; you want to 
make long-term change in your target This means not only winning one round of "the 
game", but changing the way the game is played. Getting justice for a single police 
brutality victim through the existing channel^ while important, does not alter the 

relations of power, forcing a city to establish civilian review boards to make the police 
accountable to the people they serve does.

16. WMl It build leadership?
It is important that it provides opportunities for peq>le to take on leadership 

roles. The continuance of a movement depends upon the leaders it builds. Does your 
issue offer the chance for people to emerge throu^ their own strengths as leaders? 

Does it provide people with skills or experiences that they did not have before?



17. Will it set up for the next issue?
Does it create a core of supporters who are ready and eager to tackle related 

issues? It should lay the groundwork for the next fight, bringing lots of contacts and 
possibly funders. Leave the door open and remember those contacts for future uses. 
You may also have generated lists of people in key positions, volunteer lists, or mailing 
lists, all of which are extremely useful for when you move to the next issue.

18. Does the issue fit well with vour group’s resources and unique concerns?
Resources can be any number of things: contacts, experience, diversity, youth, 

energy, money, etc. To maximize your chances for success, figure out what resources 
you have and select an issue that makes good use of them. Also, feel free to add your 
own additional criteria to this list to address any other concerns unique to your group.

These criteria are consistent with the teachings of many experienced community 
organizers and public interest advocates. This particu^ lik has been shaped by the 

experiences and needs of Public Allies. However, we owe most of these concepts and 
much of the language to two invaluable resources:

nryaniring for Sorial Oianyg; A Manual for Activists in the 1990s by Kim Bobo, Jackie 
Kendall, and Steve Max of the Midwest Academy, published by Seven Locks Press, 
Washington, DC, 1991.

Black Power: The Politics of Liberation in Amgrica by Stokely Carmichael and Charles 
Hamilton, published by Random House, New York, NY, 1967.



Conflict Partnership. Dudley Weeks, 1982.

Pages are a summary of the conflict resolution model contained in 

the book.

The revised edition is: Eight Essential Steps to Conflict Resolution
February, 1992 
Published by Jeremy Tarcher



Inadequacies of Popular Conflict Resolution Approaches

Dudley Weeks

The Conquest Approach
1. It does nothing to improve the relationship for the future and 

often perpetuates a relationship in which bullying and control over the 
other party are rewarded.

2. It severely limits the way ''power is perceived and utilized, 
usually promoting the "negative" power of dominating and trying to 
weaken the other party.

3. Given #2, the party who already has the most coercive and 
dominating power in the relationship usually has a distinct advantage 
Furthermore, It becomes more difficult to bring about creative 
changes a relationship may need since this approach tends to 
perpetuate the status quo.

4. It pofarizes positions and greatly restricts options for 
resolving the conflict.

5. It creates a "foser and, therefore, not only sets up the 
likelihood of revenge, but also disempowers the "conquerecT party In 
her or his ability to contribute to the relationship. Both parties and the 
relationship thus suffer from a ladrof enrichment.

The Avoidance Approach
1. It does nothing to improve the relationship.
2. It merely postpones dealing with the conflict and usually 

allows the conflict to worsen.
3. It usually increases frustration and also perpetuates a lack of 

confidence in conflict resolution.
4. It allows possible misperceptions to go unoiarified.
5. It denies the conflict parties the opportunity to utilize their 

differences to clarify their relationship and open their minds to the 
possibility of improvements.

6. It disempowers the conflict parties.
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The Bargaining Approach
1. It often does nothing to improve the relationship for the future 

even though it may result in temporary agreements on specific 
problems.

2. It defines "power" in terms of what each conflict "opponenr 
can get from the other party or what one party can get the other to 
give up.

3. It focuss on demands, in effect seeing the other party as 
what they have demanded and often ignoring the needs, perceptions, 
values, feelings, etc. which are vital ingredients of identity and conflict.

4. It often creates spin-off conflicts as the conflict parties 
maneuver for advantage and continue to make unrealistic demands.

5. It often insults the other party and increases animosity 
because little understanding is being given ta the other party's needs 
and to their realistic capability of agreeing to certain demands.

The Bandaid Approach
1. it creates the illusion that the roots of a conflict have been 

addressed, thereby allowing some important matters to go unclarified 
and unresolved, often resulting in a worsening of the conflict.

2. it often produces a lack of confidence in conflict resolution as 
the parties experience no lasting improvement in the conflict at hand 
or in their overall relationship.

3. It often rewards the party who has pushed for a quick-fix 
"answer" as a tricky way of gaining some sort of advantage.

4. it disempowers all parties because they have not developed 
a process they can use effectively in the future.

1. It perpetuates the status-quo and. therefore, can perpetuate 
an unfair system and block needed changes in that system.

2. It cheats the conflict resolution process out of the valuable 
contributions a person in the less socially powerful role can make.

3. It greatly limits the options for resolving the conflict.
4. It usually makes the persons/groups who rigidly use their 

dominant role to control the conflict into targets for future "revenge" by 
the disadvantaged party.

5. It creates or perpetuates an adversarial relationship which 
can damage the positive possibilities for both parties in the future.
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Transforming How We Perceive and Utilize 

Conflict Resolution:
The Conflict Partnership Approach

FROM perceiving and 
utilizing conflict 
resolution as.................

Dudley Weeks 
(Copyright, 1982)

^ V, , A<-

I

TO perceiving and 
utilizing conflict 
resolution as...........

An '1 vs. you’ battle for 
victory and/or advantage 
over conflict 'adversaries' \

A Shared *we* responsibility 
and opportunity to clarify and 
improve the relationship 
while trying to resolve, with 
mutual benefit outcomes, 
particular conflicts arising 
within a relationship

/

Always being a 'rescue* 
reaction aimed at preventing 
disaster and/or temporarily \

Both a tyo-acHve arxi 
reactive process, pro­
actively building healthy 
relationships to make 
damaging conflicts less 
likely, and reacting with 
shared positive power to 
conflicts when they do occur

'fixing' a particular conflict /

An 'event' A process

A relationship based on 
demands; an exercise 
based on making demands 
then 'falling back* to lesser V

A relationship based on 
needs, both individual and 
shared, on clarified 
perceptions, on improving the

demands to get temporary 
enforced agreements until 
the next round in the same 
'demand-compromise* pattern

/ overall relationship, on 
developing mutual benefit 
actions rather than using 
demands as weapons
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Transforming How We Perceive Conflict 

Dudley Weeks
(Copyright 1982)

FROM perceiving 
conflict as aiways 
being...............

TO perceiving 
^ conflict as often ^ being..............

A disruption of order, a 
negative experience, an 
error or mistake in 
relationship

An outgrowth of 
V diversity which may 
^ hold possibilities for 

improving the 
reiationship

A battle between 
incompatible self- 
interests or desires

One part of a 
reiationship, a 
part which may involve 
needs, interests, values, 
perceptions, power, goals, 
feelings, etc., not just desires

An isolated event we 
allow to define the 
entire reiationship

Occurrences which 
'punctuate^* a reiationship 
and which can help 
clarify the reiationship

Always a struggle between 
right vs. wrong or 
good vs. evil

A confrontation between 
differences in certain 
aspects of a relationship 
but other aspects are still 
there to build on



THE CONFLICT PAR TNEnSl~lIP AOnrso'
Dr. Dudley Weeks (Copyright i982)

Understanding a Conflict and Conflict Resolution Possibilities

I THE CONFLICT PARTIES

Who are the key parties involved in the conflict?
Focus on their overall relationship and identify (l)some commonalities shared by 

the parties, and (2)their major differences.
Have they cooperated on anything in the past? If so. what?

Are there parties who should be involved in the conflict resolution process but for 

some reason are not currently involved? If so, who? Why?

II. THE CONFLICT
What is the history of the relationship parties and the conflict?
Identify some of the conflict components. As you identify the component parts, 

begin some initial thinking on which ones might need to be addressed first and which 

should be dealt with later.
What are the 'givens'?

III. THE ATMOSPHERE
Are any of the parties attempting to promote a 'WE', 'partnership' atmosphere? If 

so, who? How?
What would you suggest be done (and by whom) to help promote a more 

constructive atmosphere?

IV. PERCEPTIONS
What are two key perceptions each of the parties has of itself?
What are two key perceptions each party has of the other party(ies)?

What mjaperceotlons do you see operating?
How do you think those misperceptions might be clarified?

V. NEEDS
What are two key needs of each party? 

What shared needs can you identify?
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VI. POWER
What kind of power (positive, negative, seesaw, etc.) do you see each party 

utilizing? Give examples.
What is the potential positive power each party has?

VII. THE PAST AND THE PRESENT-FUTURE
How are the parties using the past?
Any thoughts on how the past could be used constructively?
What kind of present-future do you see each party envisioning?
What kind of present-future do ygu see as most constructive?

VIII. OPTIONS
What options have been suggested?
Using free-flow optioning, can you come up with some new options? Image what 

the results of each option might be.
Which options involve shared needs and/or goals and shared positive power, 

and which also might improve the overall relationship?
Are the conflict parties rejecting certain options because those options did not 

work in the past when they were using the old, ineffective relationship and conflict 
resolution patterns?

IX. DQABLES
What doables do you see as possibilities? Make sure the doabies (a)incorporate 

shared needs and/or goals and shared positive power, (b)not only serve as 

steppingstones in dealing with current conflicts, but also help Improve the future 

relationship, arid (c)help move the conflict parties toward effectively dealing with more 

difficult issues.

X. MUTUAL BENEFIT PROPOSALS AND AGREEMENTS
What mutual benefit proposals, if any, have been suggested? What are vour 

suggested mutual benefit proposals? (Be sure they are based on shared needs, 
promote and utilize shared positive power, and improve the relationship.)

Can these prop>osals result in agreements which can be implemented? Who



THE CONFLICT PARTNERSHIP PATHWAY 
TO EFFECTIVE CONFLICT RESOLUTION 

Or. Dudley Weeks 
(Copyright 1982)

Conflict 
! Partner

Conflict
PartnerTHE RELATIONSHIP

Needs,
Values,
Perceptfons,

Goals,
Feelings,
Interests,

etc.

s conflicts f commonalities Needs,
Values,

Perceptions,
Goals,
Feelings,a shared needsI differences

Create a Partnefshio Atmoawefa

Clarify Perceptions fFocus on Individual and Shated Needr 

Develop Shared PceytiyrPowar 

Focus on the Present-Future & Use the Past To Learn From

Generate Options 

Doable

Doable 

Doable

Develop Mutual Benefit Proposals/Agreemehts

IConflict
Partner

A

Improved Relationship Patterns 
in Which Differences and Conflicts 

Are Dealt with in Ways 
That Nurture Mutual Development

Conflict
Partner

B



The Conflict Partnership Skills

Or. Dudley Weeks 
(copyright 1982)

CREATE AN •ATMOSPHERE' FOR EFFECTIVE CONFLICT RESOLUTION

#1: Create a ^Partnership* Atmosphere

— 'We' dealing with our relationship and its conflicts, 
not 'I vs. You'
— 'We need each other if we are to work things out.'
" 'We need each other to be positively powerful.'
" Set wise expectations.
— Choose 'openings' wisely.

#2: Clarify Perceptions
1
1

(1) Clarify Perceptions of the Conflict ]
.. Focus on the relationship, not just the conflict.
" Understand the 'givens*, but don’t fabricate false 
givens as an excuse for inaction or intransigence.
— Identify the component parts of the conflict.
Which parts should be dealt with now. which later?
" Is the conflict over needa or values Or
preferences, goals or methods, etc?
~ Are we creating 'Ghost* conflicts?
— Are we proliferating issues?
— Are we locking ourseives into a 'role cpnflict'?
— Are we holding onto 'past baggage'?

(2) Clarify Perceptions of the Self
— What are my needs not just 'desires' or 'demands' 
for the relationship and the conflict at hand?
•• What are my ggAll for the relationship and for the 
conflict at hand?
— Is my behavior consistent with those needs and 
goals?
" How can I deal with the current conflict in a way 
that improves the relationship?
— How have 1 contributed to the conflict? (Trace 
back.)
— Am I focusing only on my role?

What are my 'buttons' and how will I deal with 
them? (Be in charge of myself)
— What is my oositiv power?
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(3) Clarify Perceptions of the Conflict Partner(s)
" What are their needs?
— Are any of their values involved?
-- What are their reasons for their behavior?
-- Am I defining them based only on their negative 
behavior?
— Concentrate on their positive potential.
- What misperceptions might I have of them?
— Am I using stereotypes?
- Reach for the person behind the role.
- Differentiate between the person and the 
particular behavior you feel is involved In the 
conflict.

# 3: Focus on Shared Needs and Goals
“ There are 3 sets of needs in every relationship and 
conflict: my needs, their needs, and shared needs (OUR 
needs).

How do we need each other to improve our 
relationship and deal effectively with this conflict?'
-- 'Although some of our goals may bo in conflict, what 
goals do we both share?
- 'Commonalities' can help open up shared needs/goals 

PSVELQP THE POWER FOR EFFECTIVE CONFLICT RESQLtJTinM

# 4: Develop Shared Positive Power

In every relationship there is my power, your power, 
and OUR power. OUR power emerges when we realize we 
need each other to resolve conflicts effectively, and 
when we combine our separate power into a power we 
alone *hared power is stronger than yours or mine

We can choose 'positive' power or 'negative' power. 
Positive power is 'power*with', negative power is 
'power-over'. Positive power promotes the constructive 
capabilities of each party and promotes a process in 
which ail parties are positively powerful.
-- Reach for the positive power in the conflict partner. 
Seeing only their negative power encourages its use.

*^**®*'^ Power', a kind of negative power In 
which we assume that in order to be strong we must make 
the other party weak.



Conflict Partnership Skills 

Develop Shared Positive Power, cont.

Dudley Weeks -3-

-- Being in charge of your own reactions is part of your 
own positive power.
-- Being able to express and clarify feelings and emotions is a 
part of positive power; the conflict partnership skills help build a 
process capable of dealing with the expression of feelings
- The act of forgiveness is also part of positive power.

# 5: Focus on the Present-Future and Learn from the Past

— Try to take some steps to improve the present-future 
before sorting through the past.
— Focus on how the present-future can be improved by 
using improved relationship patterns and better conflict 
resolution skills.

'Image* the improved relationship and the way the 
present and future would feel in that improved relationship.
- in dealing with the past, try not to rehash the same 
old arguments. Focus ori what might have happened if a 
past conflict had been dealt with using the conflict 
partnership skills.
- Be willing to forgive the past as a foundation for 
improving the present and future. 'Forgiving* does not 
imply you approve of past actions; it means you are able 
to affirm your shared capability to use shared positive 
power in the present-future.

MOVE TOWARD EFFECTIVE CONFLICT RESOLUTION

# 6: Generate Options

— Don’t get locked into preconceived 'answers'; let 
possibilities emerge from the conflict resolution process 
— Generate several options before evaluating each one. 
— Evaluate options on the basis of shared needs, shared 
positive power, mutual benefits, and whether or not an 
option will improve the relationship as well as deal with 
the conflict at hand.
— Don’t discount an option simply because it may not 
have worked or been possible in the past using the 
relationship patterns of the past. An option may now be 
possible using the improved relationship patterns.
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# 7: Develop 'DOABLES'

- 'Doables' are steppingstones which build a pathway 
toward an improved relationship and the possibility of 
dealing effectively with more difficult parts of the 
conflict.
-- 'Doables' are steps which (1) are feasible. (2) favor 
neither party over the other. (3) improve the relationship, 
and (4) help make dealing with more difficult problems 
possible.
— 'Doables' help build trust, confidence and momentum. 

'Doables' are built on shared needs and goals and are
activated by shared positive power.

# 8: Develop Mutual Benefit Proposals & Agreements

"■ These are the culmination of the conflict pcrtnorship 
process. When the other skills are utilized, mutual 
benefit proposals and agreements more or less affirm 
what has taken place during the process and organize the 
steps each party will take to improve the relationship 
and resolve the conflict at hand.
■“ Mutual benefit proposals and agreements meet some of 
the individual needs and goals off each party and most of 
the shared needs and goals.

Mutual benefit proposals and agreements are not 
based on the trading of portions of 'demands' or making 
'concessions'. They are based on making sure each party 
has needs met and on dealing with a conflict in a way 
that also improves the relationship.



Workshops
Conflict Management

■'\c: irreryt/ur.j :hat is faced can be changed but nothing can be changed until it is faced."
James Baldwin

Introduction:
Start out with a definition of conflict. Conflict: A disagreement in which the parties 
perceive their positions as mutually incompatible. Often the conflict escalates as the 
parties try to "win."

The Heart . : _

The first step in any problem-solving process is identifying the problem that needs to 
be solved. We must learn how to ask good question to clearly define and separate 
problems (causes) and bad situations (effects).

1. Ask participants:
what is a project that you are working on with others? 
why do you spend your time to work with other people?
Summation to answers: To solve a problem and change an 
unacceptable current situation.

2. Ask each participant to describe a problem that they have encountered 
from working with others.

3. After you have heard some examples of problems, define problem. A
problem is not the current unacceptable situation.
A problem is...

• the reasons why the current unacceptable atuation 
exists
• the reasons why the current unacceptable situation 
remains in place

4. How to separate a bad situation from the problem
Describe a current unacceptable situation that you have encountered.

• What is going on?
• Where does it happen?
• When does it happen?
• Who is involved

5. Define the problem causing die current unacceptable situation
• Why is the situation the way it is?
• Why does the situation stay the way it is?

6. Ehvide into two groups
Have each team member try to answer each of these questions on their 
own. Have each member compare their answers with other members 
of the team. Ask teams to work out differences in their answers. Ask 
people to volunteer what they learned during this exercise.

Workshop & Information designed by Sleoen Nakano, Humphrey Institute (612/625-0142. This 
material was originally developed by Jeannette Raymond and Will Pipkin of Future Now: A Training 
Collective. Additional development has been done by the Conflict Resolutio Project of Educators for 
Social Responsibility. This version was completed in Apnl, 1989.

Into the Streets, page 167



Workshops
Principles of Conflict Resolution

Separate the people from, the problem.
Be soft on the people and hard on the Problem.

Focus on the interests, not positions. 
When positions look incompatible, look at

interests.

Generate options for mutual gain. 
Work for a win/ win approach.

Process is just as important as the outcome. 
Assure a fair process.

Practice direct communication. 
Talk with others, not about them.

Into the Streets, page I69



Learning to Teach: Training of Trainers for Community Development
Jane Vella, editor, 1989.

Available through: Save the Qiildren Federation 
P.O. Box 950 
Westport, CT 06881

and

OFF International 
1815 H St, NW,llthFL 

Washington, C>C 20006
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Feedback - How to Give It; How to Get It

TIME
One hour

OBJECTIVES
1. Deinunstrate skill in giving and 
getting feedback.
2. Practice doing this in small 
groups for safety.
3. Demonstrate the danger of 
uninvited feedback.

MATERIALS
♦ 2 Handouts on Feedback
♦ Sociodrama A: Miguel and 

Patricio (on cards)
♦ Sociodrama B: Anna and Her 

Sisters (on cards)
♦ Sociodrama C: Paul and Mark (on 

cards)

STEPS
1. I*''*'*'* <|*i'nls (t) l ead llic liaiuUiuls on k aiul In sH.-. I. .
page that seems most important t<. them. Ask them t<, tell why they s! 1! d",h

2. Discuss these points in the large group.

LiZckCrihe 1'"'““ """ '“'■■•ll I— da

4. Invite participants to make a short list of criteria for {-iviiig and kcUiiim (., db k



[ IDBACK I I.IIK l< Mil

FEEDBACK is a way of helping another person understand the impact of his or her behavior on oihri s 
It is a communication to a person (or a group) which gives that person information about how he <>. n!., 
affects others.

Feedback helps an individual keep his or her behavior “on target” and thus better a< hieve his oi Ik i go.ils 
Feedback is more effective when the following criteria are used:

I

1. It is specific rather than general. To be told that one is talkative will probably not be as useful as to lx- told 
that “just now when we were deciding the issue, you talked so much I stopped listening.”

2. It is descriptive rather than judgmental. By describing one’s own reaction to another’s behavior, ii Uav<s i In- 
individual free to use it or not to t^se it as he or she sees fit. By avoidingjudgmental language, it rediK es ih<- 
need for the individual to respond defensively.

3. It takes into account the needs of both the receiver and giver of feedback. Feedback can be desii lu live when 
it serves only our own needs and fa(ls to consider the needs of the person on the receiving end.

4. It is directed toward behavior which the receiver can do something about. Frustration is only increased wIk n 
a person is reminded of shortcomings over which he <^r she has no control.

5. It is solicited rather than imposed. Feedback is most useful when the receiver has formulated the kind ol 
question which those observing can answer.

6. It is well-timed. In general, feedback is most useful at the earliest opportunity after the given behavior 
depending, of course, on the person’s readiness to hear it, support available from others, etc.

7. It is checked to ensure clear communication. One way of doing this is to have the receiver try to rephrase the 
feedback in order to see if it corresponds to what the sender had in mind.

8. It is checked with others to ensure accuracy. Both the giver and receiver should check with others in the 
group as to the accuracy of the feedback. Is this one person’s impression or an impression shared by others.^

By James A. McCaflery Copyright by IVaining Resonrres C.ioiip, !0«2 Adapted from Feedback Cuidehtief oi iginally piildidied hy N.iiiun.il li .1111111^ 
l.abs (NTl.).



-ftHELPING OTHERS GIVE FEEDBACK
I l.lll<l( Mil

Feedback from anocher person is one imporcant source oldaia wliicb lielps idl you how 
your actions are affecting others. Even if you “disagree” wiih ihe feedback it is 
important for you to hear it clearly and understand it.

Feedback tells you how another person sees your actions and gives you the choit e 
of trying to change your behavior. People act on their perceptions of your actions and 
you may be coming across in unintended ways.

Giving someone feedback is sometimes difficult; if you keep the following in mind 
you will make it easier for someone else to give you feedba< k that you can use.

1. Ask clarifying questions in order to understand the feedback.

2. Wait until the feedback has been given, then paraphrase the major points 
Make it your goal to understand the feedback - asking clarifying questions and 
paraphrasing are two ways to do this.

3. Help the giver use the criteria for giving useful feedback (for example, if the 
feedback is too general — “could you give me a specihe example of what you mean?”)

4. Avoid making it more difficult for the giver of feedback than it already is (by reacting 
defensively or angrily, arguing, etc ).

5. Avoid explanations of “why I did that.” unless asked.

6. Remember feedback is one person's perceptions of your actions, not universal truih 
^ active in checking out feedback with others - if two or three people give you similar 
feedback, there may be a pattern reflected whicli you might want to consider.

By James A. McCaflery. Cupyrighi by Training Resources Croup, 1982.



Public Speaking

Irtroduct'ion;
r:a::;:e perrec: Th:; co~rr.or r^nra>e ;s ver\- -eieva-: wner S.'c~z ar-au:
ce’. eicrir.a tne ar: o: r'ab:!: sc^aicr.g "This worksnor is ciesizned r: aaauajr,: ra-;r.- 
rar.ts witr. !_he concepts o: oubiic soeaking and to give them, the opporranip- to oracnce 
stoeakine in trcnt of the workshot: group. Many individuals 'oeiieve public sc'ea^mg 
abilities are a gift vou are either 'oom with or you are not. Tne reaiip- is that to be good 
at It, vou need to do, pracnce a: it, get feedback on it, and try again.

The Heart

Exercise One:
1. If you have the opportunity, ask people to prepare for this workshop by 

coming ready to give a 4 minu te speech on the topic of their choice They 
can create and inform you and the other workshop participants about 
the audience they have prepared for, the reasons why they are giving 
it, and their objectives. It is preferable that this process be video taped 
and openly critiqued with the group.

2. The rest of the group can concentrate on critiquing, based upon the 
following areas outlined in Tips for Effective Public Speaking.

3. Audience critiquing the speaker should list and offer first the strong 
points, and then one suggesbon for how they might improve.



Workshops
4. What IS most desirable is to have ;ndl'.^duals give a speech first, then to

go over some or the cps and pointers tor improvements and a couple or 
days later to give individuals the opponumty to go through the process 
once again.

Exercise Two

If you don't have all that much time, hand out index cards with topics on them and one 
by one have individuals present a couple of minutes on the topic, after giving them ten 
minutes to prepare.

Exercise Three

1. One thing we often forget is how to build on what works. Get everyone 
to grab a pen and paper and answer the following questions:

• When is the last time you heard a really good speech?
• What made it so good?
• What IS one thing you don't like about speeches you 

don't like?

2. Have each person share a few stories and bring the conversation into a 
discussion of Tips for Effective Public Speaking.

Tips for Effective Public Speaking

Know your audience
Make references to their organization and their interests in order to make your presen­
tation more personal. They will appreciate that (and listen more attentively) because you 
cared enough to do a little research.

Tell Stories
Talk about your experiences, and why you feel it is important to help. Do not go on and 
on with statistics.

Practice
Start by making an outline. Next, write out every single word you want to say. Finally, 
make another outline from memory, and memorize the main points of what you want to 
say. Then practice. Practice alone, in from of a mirror, and in front of a friend.

Have a plan of action
Be clear about what you are asking your audience to do. Do you want them to sign up 
to volunteer at a local shelter? Do you want them to come to a meeting? Do you have 
several choices to offer them?

/

Into tho Streets, page J 65
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What not to do
Do not wait unoJ the last minute and tahr shortcuts on the above steps. Don't do what 
IS not corruortable — if you are not comionable without index cards that outline kev 
topicsoryour speech wnttenout-bnngit with you. .And lastly, do not panic. Speak from 
the heart.

Information excerpted from Hunger and Homelessness Action. Campus Outreach Opportunity League. 264 
North Hall, 10005 Lotixr Buford Avenue, Umversuy of Minnesota, St. Paul, MN 53108. (612) 624-3018.

Effective Public Speaking 

An outline for improvement

Platform Skills

• voice (volume, pace modulating, appropnate language)
• eye contact
• gestures (hands and body)
• posture, stance and use of body

Management of Content

• Oganization of points that support your objectives
• Detail appropriate to objectives and audience
• Qear focus
• Gear key points
• Introducbon and summary
• Gear transitions
• Use of examples/illustrations where appropriate 

Management of Audience Interaction

• Use of names (if appropriate)
• Management of questions an answers
• Audience involvement (if desired)

Prepjuation and Management of Visual Aids

• Use of them at ail, effectiveness
• Garity/attractiveness of visual aid
• Management of visual aid

Information excerpted from Hunger and Homelessness Action, Campus Outnaek Opportunity League, 264 
North Hall, 20005 lower Buford Avenue, University of Minnesota, St. Paul, MN 55108, (612) 624-3018.

Into th» Streets, page 166
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Youth Leadership Development: Matprialg 
A Supplement to the Leadership Development Handbook 

YouthBuild USA staff, writers and editors

Available through: YouthBuild USA 
58 Day St., P.O. Box 440322, 
Somerville, MA 02144 

617-623-9900



le:adershie> school curriculum

Our schools are not teaching what Is really going on in 
the world. Students complain that history classes never get 
beyond the Second World war, and social studies classes don't 
deal with the burning Issues of the day. They do not deal In 
sufficient depth with culture, class, race, street life, sex, 
conflict resolution, politics, and tho heritage of the 
students. As one young man put it, "When I graduated from a 
New YorK City high school, I still thought Chinese people 
pushed carts and African people wore loincloths."

Someone has to fill the vacuum. A youth program can- 
el ther put pressure on the schools to Improve the curriculum, 
or can develop a curriculum of Its own. At the end of this 
section Is an outline of the curriculum we developed at Youth 
Action Program to respond to the Intellectual Interests of 
the student, leaders.

Of course, the best curriculum Is based on experience. 
Trips to other cultures, countries, and neighborhoods are 
excellent, visitors from from all over the world who talk 
about their reality have great Impact, when the Children of 
war Tour comes to Youth Action Program, bringing teenagers 
from war-torn areas around the world who tell about their own 
experiences, everyone Is excited to learn about conditions 
all over the world, and to think what can be done.

The ultimate goal of leadership development Is to 
motivate people to take reaponsiblllty for the future of 
humanity. Thinking In this direction raises many Is It hopeless? Can I personally do anything? is human 
nature good or bad? How did we get Into such a mess anyway. 
Can we ever get enough unity to fix things up? 
corrupt everybody? These are the issues we should be
addressing.

It is important not to limit young people to thinking 
about their own community or their ovm ethnic group. 
Experience starts at home, but vision doesn t stop at the 
borders of the neighborhood.

Educating
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Leadership School Curriculum

This curriculum was developed in response to the 
questions insistently raised by young people at Youth Action 
Program.

Cycle 1: CURRENT REALITY; How are things now and why
they that way?

I. Community Economics
Basic explanation o£ economic concepts and exploration 

o£ opposing explanations o£ economic problems facing Bast 
Harlem and the United States. Comparison of different 
economic systems.

II. united States Government and Political system
Basic structure and process of government: three 

branches of government; federal and local relationships; 
legislative process; elections and voting; two-party system. 
Comparison with other political systems.
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III. Current A11 a Ir 3

Study ot current crises and Important Issues. 
Research, study, and debate on opposlnq viewpoints and 
Interpretation of current local, national, and international 
Issues.

IV. East Harlem Political structure and issues

How are decisions made in East Harlem affecting 
us? What are the basic outlines of Issues in education, 
housing, crime, employment, drugs, welfare?

V. Growing Up in East Harlem; Relating to Each other

Issues of Identity, intimate and peer group 
relationships, family, communication, and difficult realities 
faced by young people growing up in East Harlem.

Cycle 2: METHODS OF CHANGE;
and how can they be changed?

How would we like things to be.

This cycle will begin with an orientation focused on 
how we would like things to be. The students will develop a 
view of the future of East Harlem as they would design it if 
they could.

I. History and Methods of Selected Movements

HOW people have tried to bring about change In their 
societies In the past; some case studies: American 
revolution, abolition of slavery, civil Rights movement, 
labor movement, women's movement; review of several other 
countries: Brazil, China, France, Sweden, Soviet Union, 
Cuba, Chile, Kenya, Mozambique, Japan.

II. Leadership Theory and Theories of Change

Historical leaders will 
their biographies, theories, 
qualities. Examples: Thomas
Martin Luther King, Malcolm X,
Tung, Mahatma Ghandl, Julius Nyerere, Fidel Castro, Jesus of 
Nazareth, Cesar Chavez, John Kennedy, Ronald Reagan, Cory 
Aquino, Joseph Stalin, Adolf Hitler.

be studied and evaluated: 
methods, and leadership 

Jefferson, Abraham Lincoln, 
Susan B. Anthony, Mao Tse

Educating



III. Mecho<l3 o£ ChangIp.g ourselves

viewing ourselves as pocencUl leaders, what changes do 
we need to make? Whac are the current ideas and traditional 
mecnods of personal change that we could use to helo 
ourselves: religion, psychiatry, Eastern doctrines .(martial 
arts, meditation, zen), group therapies, EST, Scientology, 
re-evaluation counseling, mutual support and criticism, peer 
counseling, what methods o£ overcoming personal addictions, 
like alcoholism and smoking, have worked?

IV. Organizing for Change in Our Community
Theory and methods of community organizing. What can 

be done by an individual or group on the local level? 
Defining issues; program for change; gaining unity; finding 
allies; pulling the group together and holding it together 
through an active campaign; handling the opposition.

Cycle 3; CULTURE AND HUMAN DYNAMICS

How do human psychology and 
culture relate to change? Can people 
change enough and treat each other with 
enough respect to make it worthwhile to 
try to improve society?

I. Culture and History of Puerto 

Ricans and Blacks

Study o£ the historical straggles 
and cultural roots o£ Blacks and Puerto 
Ricans, with an emphasis on their role 
In the United states.

II. Cultural History of Major 

Groups in the United States

A history of the various cultures within the united 
States. A look at how they got here, what important 
contributions they brought with them, what obstacles they 
have faced: Black culture - African American, Vest Indian; 
Latin culture - Mexican, Latin American, Central American; 
Asian culture - Chinese, Japanese, Korean, Cambodian,
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croups. 
ove ra i 1 cu

sarlve American Culcure - Navaho, Hocl; wnlre
- Anqi o-3a;<cn, Irlsn, Italian, Jawisa, oc-er 
How rh'=“5a cultures relate to tae dominant AcTier.ca.. 
'ture'^^What is the overall culture?

III. Culture in Our Lives
HOW does culture affect our daily 

exoeriences, discussion of values, art, spiritualism, 
religions, child rearing, ways of doing things, ^
privacy, time, money, sharing, etc. Comparison of our 
?ulturL and cross-cultural Influences as an approach to 

understanding ourselves and each other.

IV. Human Nature and society
What do these systems and philosophies assume about 

human nature: capitalist, socialist, democratic, communist,
totalitarian, faclst, early African and ^“Jo
do Christianity, Confucianism, Judaism, Buddhism 
this’ What are the real needs of human beings which societymus?'be organized to meet? How have whit
attemped to meet and/or control human nature and needs. ha 
is the role of leadership In sustaining a humane society. 
How much of a culture depends on the system and how much 
the people living within It?

cycle 4: LEADERSHIP SKILLS

I. Public Speaking and Oral communication

Planning and aellverlng a taU to »" 
okllls; being Interviewed; “V"’ M^t^ed to- lnl«rup?lng

fonS tnoSln, yoar sobleet; using vmd v SI5?ape"?
pronounclatlon and vocabulary. ^ th4
debating contests, assignments to do speech 
community, group feedback, will be used,

II. General Organizational Skills

Of sequence to reach budgeting: planningmaking work plans for mlnev- Interpersonal
own use of money, organization s use she-say" (gossiprelations: handling disagreements, -he-say, she say vg

Educating



a r i r ; appinq, paranoia, etic.

:::. wririna skills

Writing will been built into past cycles. This 
c.u^se will put specific emphasis on resume writing, proposal 
wr icing, position papers, letters. A high standard will be 
set for organization, grammatical correctness, clarity of 
ideas, and spelling.

IV. Techniques o£ Peer Counseling

The techniques of peer counseling and support will be 
presented and practiced In this course. Skills necessary to 
create good environments for one-to-one sharing, support, 
methods of dealing with painful experiences.

%

mi

Youth Action Program 
1280 Fifth Avenue 

New York, N.Y. 10029 
(212) 860-8170

Educating



Prcspective Anchoiogy

Education For Democracy: Citizenship, Community and Service

Part I: Citizenship in a Democracy
A. Democracy & Conrnur.ity

Axendt, Hannah , "The Public Realm," from The Human Condition_(1958)
Chicago: University of Chicago Press (1953); (c)1958 University of Chicago

Dewey, John , "Search for the Great Community," from The Public and Its Problems, 
pp.143-154

Chicago: The Swallow Press, 1139 S. Wabash Ave, Chicago, Illinois; (c)19S4 Mrs.
John Dewey; original (c)1927 Henry Holt and Company ISBN#0804002541

Mansfield, Katherine , "The Garden Party," from The Short Stories of Katherine 
Mansfield, pp.534-549

New York, Alfred A. Knopf, 1937; (c)1920, 1922, 1923, 1924, 1926, 1937 Alfred A. 
Knopf

Niebuhr, Reinhold , "The Individual and the Community," from The Children of Light 
and the Children of Darkness

New York: C. Scribner’s sons, 1944; (c)1944 by publisher

Whitman, Walt , Selections from Democratic Vistas(.1871) from The Portable Valt 
Whitman, pp.317-350, 359-365

New York: Penguin Books, 1977; (c)1973 ISBN#01401S0781

B. Civic Values: The Morals and Psychology of Belonging

Bellah, Robert, et al. Habits of the Heart, (1985), pp. xii-ix7’42-51, 275-294 
Berkeley: University of California Press, (c)198S.

Emerson, Ralph Waldo, "Society and Solitude," (1870).

James, William, "The Moral Equivalent of War," rncemationai Conciliation, No. 27 
Carnegie Endowment for International Peace, 1910

Kemmis, Daniel, Cdoounty and the Politics of Place, pp. 64, 70-82 
Norman: .University of Oklahoma Press, 1990.

Hawthorne, Nathaniel, "Earth's Holocaust," from The Complete Short Stories of 
Nathaniel Hawthorne, pp. 400-412.

Weil, Simone , The Need for Roots, pp.43-52
New York: G.P. Putnam's Sons, (c)1952 by publisher

C. The Meaning of citizenship: Private Persona. "Free" Actors. Clients,
or Citizens?

Aristotle, The Politics, Book III, Ch. 5, Translator Barker, Ernest
New York: Oxford University Press, 1958; first published by Clarendon Press,
1946



Berkeley: Un^versivy =f Cal:.fcrr..a Press. {:)15S3 15 3Nj(C 5 2 : : 536 13

Ell:.3on, Ralph , Prologue from T.^.e r.ovrsrile .'fa.n (1989), pp.3-33
New york: Random House, Vmoage 3ooks, 1939; ( c) 1947‘ 1943, 1952 o au-^cr
renewed by author 1980

Irons, Peter , "Lrllian Gobitis .Minersville School District," from The Courage of 
Theix- Convections (1983), pp.15-35

New York: Free Press, 1988. 866 Third Avenue, New York, New Tork 10022; (0 1988
by author ISBN#0021915670X

Jackson, Jesse, "Common Ground and Common Sense," Speech delivered at the 1988 
Democratic National Convention; VicaJ Speeches, Vol. 54, No. 21.

Kessler-Harris, Alice, ed., "Children of Loneliness," from The Open 
Cege: An Anzia Yeziersksa Collection, pp. 145-63; Persea Books, 1979

Kotol, Jonathon , Savage Xneguaiicies; Children in America’s Schools (1991)
SELECTIONS v /

New York: Crown Publishers, (c)1991 by author ISBN#0517S8221X

Lorde, Audre, "Age, Class, Race and Sex: Women Redefining Difference,"
in Out There: Merginalization and Contemporary Cultures, ed. Ferguson 
Gever, Minh-ha, and West; MIT Press, 1990.

Okin, Susan Holler, "Introduction" from Justice, Gender and the Family, 
pp. 1-23; Basic Books, 1989.

Pateman, Carole , "Feminism and Democracy," from The Disorder of Women (1989)
Stanford University Press, 1989; (c)1989 by author ISBN#0804717656

Rodriguez, Richard , Hunger of Memory SELECTIONS
New York: Bantam Books; (c) 1982 by author ISBN#0879234180

Sacks, Oliver, "The Revolution of the Deaf," from The Hew York 
Review of Books, June 2, 1988, pp. 23-28.

Shelby Steele, "I'm Black, You're White, Who's Innocent?• from The Content of 
Their Character (1990)harpercollins, Harper Perennial, 1991; (c)1990 by author.

Wilkinson, Francis , "The Cay Cadet" from The Village Voice (March 13, 1990)

®• The Tyranny ot the Majority and the Right to Dissent: The Costs of
Communitv----

Jackson, Shirley , "the Lottery," from The Lottery and Other Stories (1948), pp.291- 
302

Mew York: Noonday Press; Farrar, Straus 6 Giroux, 1948.

King, Martin Luther , "Letter from Birmingham Jail," from Why We Can't Walt (1964), 
pp.76-95

New York* New American Library, 1964; (c)1963 by author

LeCuin, Ursula , "The Ones Who Walk Away from Ornelas," from The Winds Twelve Quarters 
(1975), pp.275-284

New York: Harper and Row, 1975; (c)1975 by author ISBN#0060125624



Thoreau, Henry 3av.d , -SoI.--e" :r—. :,-d:re.': ;:354, and -Cn rde =urv o- -■•.•■
0isooediance,' pp.lC5-114, 2n'-2~3, 251-3:4

ie Tncq’ueviLLe, Alexia , ■•r^e Tyranny of ode Ma:ority, - from Dertccracv in 
(1S62), pp.101-123

(c)

C. The Decline of Ccmnunitv and the Decline of Citizenship

D'Souza, Dinesh , "Illiberal Education," from The Atlantic Monthly (March 1991)

Jaclcaon, Kenneth , "The Drive-In Culture of contemporary America," from Crabgraas 
frontier: the Suburbanization o/ America (1985), pp.246-271

New Yor)t: Oxford Univeraity Presa, 200 Madiaon Avenue, New York, New York, 10016;
(c)1985 by publiaher ISBN#0195036107

Lemann, Nicolaa , "The Origina’of the Underclaaa," from The Atlantic Monthly (June 
1986), pp.144-64

Morria, Michael , "Educating Citizena for. a Multicultural Society," from Public 
LeaersAip Education: Skills for Democratic Citizenship (1990), pp.21-27

Kettering Foundation, 200 Commona Road, Dayton, Ohio, 45459 (c)1990 by publiaher

Patterson, Orlando , "the Moral Crisis of the Black American," from The Public 
Interest, Summer 1973 

(c)

Piven, Frances Fox & Cloward, Richard A. , "The Politics of Non-Voting," from why 
Amerclana Don't Vote (1988), pp.3-21

New York: Pantheon Books; (c)1988 ISBN/0394553969

Stimpson, Catherine, "Meno's Boy: Hearing Hie Story—and His Siater'e," Academe

Sexton, Anne, "After Auschwitz,” from The Awful Having Toward Ood, 
Houghtoh-Mifflin, 1975

Brecht, Bertholt#.. Apologia,^ and "Song of the Insufficiency of 
Human Endeavor." .. -

^XpjpeBdix: Dooimeats

The Declaration of Independence, 1776
The Constitution o£ the United States (with the Bill of Rights), 1789 
The Declaration of the Rights of Man and Citizens (from the French Revolution), 1791 
The Seneca Falla Declaration of Sentiments and Resolutions of the First Women's Rights 
Convention, 1846
The Emancipation Proclamation, 1863
The Port Huron Statement (Students for a Oemocratic Society), 1963 
Franklin 0. Roosevelt, Speech Marking the Founding of the CCC 
John F. Kennedy, Peace Corps Speech, March 1, 1961
William J. Clinton, National Service Initiative Speech, March 1, 1993
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PHILANTHROPY, SERVICE, AND CITIZENSHIP 
(Santayana, King, Mother Teresa, Bloustein)

Tove cannot remain by itself-it has no meaning.
Love has to be put into action 

and that action is service"-Mother Teresa

The essays for this week are meant to provoke a discussion of what an indivi^'s 
ethical or faith commitment means in terras of hisyber responsibilities to others in the 
community: Santayana was a professor of philosophy at Harvard at the turn of the 
centu^. The Philmithropist'' comes from an anthology of Santayana's dialogues, all of 
them feanning Socrates. Mother Teresa and Martin Luther King are certainly known to 
you. Ill Santayana's understanding of "philaathiopy,* in Mother Teresa's emphasis^ on 
God's love as the source, and in Kmg's on "being a good neighbor,* we have three of the 
central foundations of religiously- or ethically-based altruism and service. Finally, you will 
read President Bloustein's 1988 coramenceraent address, giving a different rationale for 
community service. It was this address tiiat launched the program in winch you are now 
particpating.

Some Beginning^ Questions:

1. Whatdoesitmeantobeaphilanthiopist? Whatdoesitineantobeamemberafa 
communiw of £uth7 Do either imjiose duties upon us? Whatarethey? Are they greater or 
less ^tte demands of civic dut^ Wbat does service have to do with philattmopy, 
altruism, or foith?

2. Wbat does Martin Lutfier King say about ksving one's neighbor? Isheright? What 
does it mean to love one's neighbor as oneself?” Prederk&BueclBier once said that we 
really do fulfill the imperative to kwe our neiglibor as ouradf-die problem is that we dool 
love ourselves. Do we need to know and love ourselves before we can fulfill the command 
toloveotbers? Or does serving and woridng with others hdp us to come to know and love 
ourselves? Does this oouise^ot program tach us ai^tfaing here?

3. King contends that the Samaiitatt's (and Christ's) attniism was universal, 
dangerous, and excessive. What does he mean? Are these positive cfaaractenstics? Dothe 
models Christ and the Samaritan represent pose too geat a chalkrytp us? How can we 
possiblv live op to the deorendsixM by the model King presents? Or that of Mother 
Teresa? Ii diem anything fike it m tfaepraticat realm?

4. WhatataidentBloustiein's argument for "civic service” as apart of the 
requirenient for undergraduate education? Do you agree with him? Why or why not?

For Journal Reflection: Think about the esqwrienoesyoaNe had in the ooutse (either 
in service or in the dassroom) so fire Have you found any oonnectioos between your own 
etiiicai, educational, or foith ooamtitmena (however you choose to define these) and your 
service or dasaroomeametienoes? Are you willing to share them tinough your journal? 
And how does your individual coamtitment to serviceidare to notions « dvic 
responsibility? Finally, how do you respond to President Blonslieia's call for service fiom 
ail (Rutgen) undergiaduates?
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Questions for Selections from the 'Civic Values" Section: A Different 
Drum, Habits of the Heart , The Ones Who Walk Away from Ornelas, and

The Lottery

These selections are meant to cause reflection about the morality and psychlogy of 
commumty. m both its positive and its negative connotations- The first two seiations 
(Peck and Bellah) explore the human needs for community belonging, and what the true 
meaning of community is and has been fcr the individual especially in this culture. The 
two shcHt stories (Jackson and LeGuin) provocatively point out the "downside" of 
community, in the exclusion and even brutality often required to reach cohesion or 
consensus.

Scott Peck is probably best known for his classic best-seilcr. The Road Less 
Traveled, which transported many individuals on a journey of psychological and spiritual 
development But more recently Peck has expanded this journey to include the self- 
awareness and fulfillment that comes with "corniectedni^” to others, belonging in a 
community. Peck now leads groups ftom around the world in community-building 
excercises based on the insights contained in the book ftom which you are reading a short 
excerpt The title Habits of the Heart is taken from Alexis de Tocqueville's great stu<fy of 
Democracy in America in the 1820's, where he used the term to talk about American values 
and mores. Beginning in 1979, Robert Bellah and his associates began a lengthy, 
interdisciplir^ study of how contemporary Americans understand and define the nature of 
the good life; how we answer the questionSrr"Who are we?" and 'TIow ought we to live?" 
The study interviewed 200 people over the next five years, and the findings and 
intopretations of these interviews, which draw on the fields of sociology, history, religion, 
philosophy, and social theory, were published in 1985 in this book, of which you have 
read several excerpts. Set agai^t the backdrop of Tocqueville's study 160 years earlier, 
Bellah, et al., reach some tentative conclusions about the state of American "habits of the 
heart’

Shirley Jackson's classic short story "The Lottery," written during the 1950s as a 
metaphor in the context of McCarthyism, may raise impcvmt questions, ones raised by 
Tocqueville, about the dangen of democratic community; le., majority tyranny and the 
loss of individualism. And Ursula LeGuin, author of several "science fiction” classics (like 
The Dispossessed which al^ carries a strong socio-political message) even mote 
chillingly highlights the "costs” of achieving communad happinesl

Some Beginning Questions:

1. When you surv^ the landscape of Americanjiie and culture, do you see the 
predominaiice of what Bellah and his coauthors and Peck refer to as the primary language 
of "rugged* individualism (utilitanan and expr^ve)? Is our culture permeated by 
individualism, the separation of public from private life, and a lack of coherence? Is this 
such a bad thing? Have we been uprooted or libetated? What about the somewhat 
ft^tten "second tongue" of community which comes from what Habits describes as the 
"biblical and republican traditioos?* b this language now lost to us as Americans? Ordo 
we find remnants of it and the world it represents today? If so, where?

2. Peck argues that "the great enemy of community is exclusivity," that true 
communities ought to celebrate differences as gifb rather than exclude those who are 
"difietenL" But by its very nature, isn't community exclusive? Dont we tend to "celebrate 
sameness* rather than diversity? If, as some of you said last time, community requires



corr:.,,on '.ajLes ard goals, doesn't tins exclude those who don't share them? And ao you 
:hin.< Peck :s oeing ’reaiisac’ m lus denninon of "democranc' community, especallv ^nen 
the acknowledged culture of iruiivKiuaiism ? ' ^

3. Do we as Amencans really yean, as Habits suggests, for commitment and 
community in the way the authors descnbe it? Isn't there a ’downside" to this picture of 
community and commitment? What do the fictional accounts in "The Lottery" and 
’Ornelas’ tell us here? Are these shon stones better “stones" about the nature of 
democratic community? Is the kind of public life which may have existed in pre-industnal, 
pre-modem America still possible, even if it is desirable? Is it possible to transform 
individualism in the contemporary era to accommodate the biblical and republican 
traditions? Or have we reached the point where we "cannot bear either our vices or their 
cure?"

4. Are the authors of right in their ironic assertion that participation in a 
meaningful public sphere is necessary to the survival of ftee^m? Can individualism 
"grow cancerous," as the authors assert?

5. Getting back to “The Lottery" and "The Ones Who Walk Away From Ornelas," 
Can you think of examples in our own communities of practices described by Shirley 
Jackson? Is there a metaphor in our society today for the suffering child in "Ornelas?" Do 
you think communities need, indeed require, lotteries or misetable children like the ones 
described in these two stories? Is the loitery/suffering minority or individual in some form 
essential in the maintenance of community? Does the community need the venting of 
passions, punishing enemies, the exclusion of certain individuals, even the symbolic 
punishing of the “sin" in each of us as a way of holding society and its values together? 
What are the negative effects?

6. Question for your journal reflections: Does an education-based community 
service program like this one go any way toward reviving the lost tradition of commitment 
and community described by Bellah and his co-authors, of reaching "true community," as 
Pwk puts it? Why or why not? Whose vision of "community" do you think is most in line 
with our contemporary culture, that of Peck and Bellah or that of Jackson and LeGuin?
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.0 6ffr=n, r-P^caves and approaches .0 .ssues s^und.ng scarce

;r “ a. ...h ,h.

p.;:r:=^,de„«fy .sues wH.ch. .hough of.en ..pUci. io many P«0P » ^ heh.nd d
r::;;:;; developed. D.scusslon ,uesdons he,p unpae. d« issues beh.^ me

omoosioons. Weekly readings provide depth, clarity, and ahemaovev.ewpo.msw ,c
proposioons 
will prove essential to discussion

Week-L

WegU

u/^yf Rv Wi^W Outline
------ - Class. Presentation of class format, requirement, and

ejpccta^^ns. 

Proposition :
Public service often docs more harm than 

good.

TN- • n .crinn- Why do you wish to develop a personal
Dtscusston Quesoon.

Jpp<»rafive for Service 

Proposition;
We must lean, "to serve" if we are to meet the 
many challenges which now face 
humankind.

Discussion Question; 

Readings;

Arc good intendons alone enough?

Chapters 1-9 in MfiOlt. by John
Gardner. , ..."To Hell With Good Intenoons. by
Ivan Illich.

Week 3 Rnlg nf th«^ "Served" 

Proposition;
"served."

Discussion Quesdon:
What is achieved through "service work . 

for whom?

AJ



y>'eelcA

Weeks

T-o o: C-:;:-". b; Hirr^"
Ko-;.

Shon Storv- Tr.e Tutor. ' m N-- Vir~':
by Joi^nr.e Leedom- 

A:Kerman.
"Cornmumty Service Vvork, by Roben

Coles.

J^frvice 3S Altruism- Service Obligatioa

Proposition;

Discussion Question: 

Readings:

Panel Discussion:

1 TnH^rstandinys of Service 

Proposition;

Discussion Question:

Readings:

We have, as persons in positions of 
privilege, an obligation to serve those who 
arc less fortunate.

Is doing service altruistic?; an 
obligation?

"Western Guilt and Third World 
Poveny," by P. T. Bauer.
"Famine, Affluence, and Morality." by 

Peter Singer.
"Higher Education and Community 
Service," by John B. Stephenson. 
Editorial "Reflections on Altruism and 

the Practice of Nursing," by Mary J. 
Giuffra.

Public Service in the Community

Our individual notions of service arc integral 
functions^^Jour iadividual ideas, cxpcncnce, 
and identity.
How do we come to understand P^bhe 
service among people with widely ddfenng 
notions of what is in the public interest.

"Getting Involved" in

CaUing." in IViimm
.i'SS’.SS.KT.'National Organizauon For wonxn 
National Conference.



11 S 58 American Miseries: Can We Overcome?

Dcpartrocnt of Urt>in Srjics P'ar.-u.g
s.,0.2,7.,9,2:,24,26,29 
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expected tosi to
• Do Use speetfsed reading tsto each l«mreydi«usaioh [eacep. Use f«e. sess.onl
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The Military

U« US. confer.... of Ma,«:M'^ita^ tej Cnlian Authority (BRA): Probable

jiy^^^riny thf Crisis. 1989.
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Homeless Bui Not Helpless
"Sy H«ns, -UK S.^ of Hen*

Hom^'iStny“h“?-??X.: aty of 

in Annerici. PP- 90*106.



Vision Statement Action Plan of Empty thp Shelters. 
Empty the Shelters Staff and Participants, 1991.

Available through: Empty the Shelters
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THESIXTIES
- THE 

YOUNGPEOPLE 

REVITALIZED AMERICA 

BY-
EUGENE MCCARTHY

The Thirties were marked by the Oeoression. pertiai recovery and confusion, of conflicting currents. The revolution of rising expec- 
thebeginningofWprldWarll:theForties.bYthewaritselfandlhe lallons was proclaimed with all the necessary rhetoric. As the 
immediate postwar adjustment The Fifties bore the stamp of the years passed, the gap between rhetoric and reality continued to 
" sennower Admimstration: it was a time of quiet, of silent and grow. Philosophy and policy and program m almost every major 

'.ive students, of restrained economic progress, of quamita- area of national concern became increasingly out of phase, 
religious growth. We have a policy on poverty, for example, but have neither
Not only did these decades carry a distinctive set of marks, the philosophy to sustain the policy nor a program to carry it out 

but each bore a relationship to the one that had gone before. In the case of civil rights, we have philMophy and policy but 
There were clear lineeof continuity running from one to the other, a wholly inadequate program.
And there were understandable reactions in a later decade to The principle behind our military establishment is suppos- 
conditions existing in the previous one. ediy one of defense. Yet the policies are essentially offensive.

The Sixties seem to be generally out of context. They are not and the programs are of such magnitude ^t they hav^n fact 
a continuation of the Fifties nor a reaction to the Fifties. Even become policy and have overridden^pnricipie. 
within the decade itself no clear directions or lines of movement In the conduct of our foreign pblk^. we are actiisg in keep- 
have become manifest ing with prlodples that were estBUihedimrneciiately following

The decade began with the political defeat of Richard Nixon world War M-containment .and preserVafiSfTbf'Ihe quo- 
for President of the United States and is ending with him as Presi- principles that are clearly inadequate for^oondWons more than 
dent of the country. years after they were first conceived. ' —

It began with the promise of peaceful growth and progress The young people, especially the students, are more dis­
and is ending with the United States desperately invotved in a tressed than adults are by the ineotis«asncie8 that Stay see. A 
war that it cannot explain. small percentage of the young have taken the way of withdrawal

It began with the problem of dvil rights, which most people or violent attack upon institutions. The greater majority, however, 
thought could be solved in an orderly and progressive way. It is art neither indifferent nor alienated. Many of them made deep,
ending with a race problem forwhich no one is able to prescribe even dangeioue commitments toward making America what they 
any very certain answer. thinkitshouldbesndwhattheyhavebewtoldbyoldefgenera-

it began with a spirit of renewal, of ecumenism and revived tionsthatltcanbe. 
religious commitment, manifest in the CalhofcCfturch under the A^They are inexperienced; they oversimplify; they may not
inspiration of Pope John and the Vatican Council. It Is ending ---------------- - ------- - hut thmt
on a note of great religious confusion, if not chaos.

It began with the welcome paiticipsllon of young people in 
. vsnnedy campaign of 1960. as opposed to their repudiation 

and physical abuse by the Chicago police at the Democratic 
Convention of 1968,

Between these oversimplified points of contrast the gen­
eral condition of the Sixties has I i one of contradiction, of

have a sertse of history. They have other shoncomings. but they
bring with their commitment intelligence, a deep sense of moral 
responsibility, m openness of spirit and-hope.

These attributes, if they continue to flourish and are brought
to bear upon the problems of the country, will so change the 
Seventies that In retrospect the Sfictles witt be distinguished as 
the decade In which the spirt of America, largely through its 
young people, was renewed and revitalized.



Point of View 5'' A ''lur L^'^-.ne j-ti Dt^o'in Hirzcx

Student Activism and Optimism Return to the Campuses
''SSu.

fm\ iltp m-
Vi k--_

A meuca'i collcoi nvocKH tn chaniiiit. ind 
if codcfcs ind uoivenibes are able lo aoii» 

/ % peu tbesc chaofee. soeiciy, higher cducs- 
^ JL boa. aad studeou (bemscives may beatlL 

y Today 'i coOega imdcota have a new icaae of ap» 
niam. After tracking student altitude! for 12 yean, 
inchidiag cooductiag in-depth interviews oo about 20 
eampusei each year, we've ooticad a dramatic shift 
leec^. la 1971,91 pereeoi of tftacodcgeitudeau we 
lurveyrt said they were optimistic about their petsoMl 
ftinitei. buiaaty4l per cent were optimistic about our 
-'•QaeUve taura.

hcae attitudes persiaiad through oioat of the 1900's, 
waver, io 1909 and 1990, although nine out of tsa 

itiidrati eoabauad to say they ware "p*****^*^ about 
their owa httaiaa. more than eight out of tsa (O par 
ocai) repotted that they were tiptimistir about our 
shared ftiturt.‘Ihit oew optubaae it by oo meaot naive. 
It a hatd edge; siudcau aeed words Oc "cyaiedy 
nt>timisiic~ and -pmgniatirally nptimistir" to deecribe 
their Ibcliap.

la another rheior. soideou have hcroce ageio. I» 
1971. when we naked coOcfe studeou who their hcidaa 
were, owst said. "No one.” Other choicea were sporu 
stars and eaiertaioert. Miticiaoa were altbOM eaMy 
abaeot from stodeau’ hau. This pattern rtnitlad 
through the euddla OO's. However, by 1909. the a^or- 
ity of studeata—mors than three out irf ftiir had a 

. A few dted hittericaOy imponaat flgnrta such an 
JohnP. Kennedy tod Mnitia Luther Ka«. If. A sMl 
auaber ataboaed coaieapomry floitrta soch an Jana 
iackaoa. Geetfe Bush, aad Aliea Walkar. But tha mat. 
the overwhelaaig ngortty, named a local hara—a Ill­
ative, a BCM-door netghbor. a teacher, aonaeae in feair 
rommuaity they wanted to amulaie.

Anther, maay sosdeau want sodaly

we have been studying have jumped sipuScaaily. aad a 
recent study by the Cantegis Fdundaiioa fouad that 
half of all uodargrtduaiea are at««i^ iw votuatssr- 
service activitiaa.

at. i-n— ----------f1^,,
nism. the revival of heroes. iaeKaaiag social in veivo-
meat—marks a uaasitioa m tbs chatacur of t ^ 
studeou. Histeticaay. studeou have feBowad a cycB- 
cal paiurn. oscillating hack sod forth bi
pnoccnptti09 iod toc^ 
three campitta eyefet have takta ptM'Moda~^ 
siadtnl self ibeorpboe feilewed World WW I. feMd 
WW n. and the Vletaam Wbr. Thsae were tees m
which the aetiviaa sod campui uarest of the ptotea-
sive era. the ntpraaiinn. tod the I9«rs ^vn way to 

I in fee 1920‘s; pwy itee.

ofthel99rt;a^
infeel9ir:ad
bnlastedalale

poBtieainfes 
wnateg. 10^ parte, and 
1900's, ntaa parsods of se» 
Icaatha»t5yewiaad 
pasiodsoftodaieteh 
loog.

ibt

of inidial eager. Now. however, colleges sod u 
bes have aa opponunily lo plan constncuvely for the 
*^ucaboa of diixeas coouoitted to socid Tngigrmnir 

Inwitutioos can begin this process by sskte fe«m-
seivaa st»e hard qoeaboos. Wrth regard to curriciiite 
te should aa whether their programs, after s decade 
of drift lowacd caiier-oiieated sulbtcts. laaa the shBfe 

■dodge saideatt need for dvie cteoamcat. Oo 
i prognms go beyood a sample 

_ • — —^ntm haaisn igsnda
^ terinaahtpa. vahma. tad historied perspeebves 
feat ooaa iBsripintfy bouadarics-ths historic pur­
pose of ftaril aduraiien? Am cunseula "mlevaoi." 
net in fee «IPt ssaas of enabling studeou lo "do then 
own thing.'* but in the taoM of whafeas they addnaa 
aendy amaagiag ndal and ted chaBateaT 

Ce^alaoaeed toeonaidar whether opportnaite 
y hr tedaau to snota in aocaal service and potM-

mm pi iMd feBowad by 
laboutequaByae

aad other toivite Aad do inatitiitioaal mwards. c 
mooiaa. aad speahara teach sad honor'coostiuciive

m lean about jobs that' 
a socatl cenaffeute?

Wife mgmd in gavennaca. iasbiuiiens must uk

invetvamaat. Oo cwmat
veryfemgBomcodaaofcaoduaaadviev- 

■ in ttedardt of free teefe aad hvte 
I fea vahaea mhemot in aa otete on- 

lit, commitment to mfe. ate-
tfeamcteamofsaadnntidfinnnrrtte 
Mgaa in fee mUfea 1970's wife fee sad of

. Per fee past I2ycan. noaualsarmyiafeoflaoi 
by fee Kghar Pihraiiti la- 

I at the Udvamsty of Ciflfenaa m Las 
i ihm mem feaa seven out of isn atenatt

were loehfeg far hitenyfeB jokt. Hem 
the past acadamac year two out of fens 1 
said they warn bopte far jebs feat would aBow them la 
omke a aadd eoanfeulioa.

PlanBy. stadeou aoam Obuad wife a new spirit of 
soeml activiam. kforafeae one out of avery fens ftiafe 
men ia tha v.cj_a. surmy feia year mpoated teing 
panlcipauf fe a damoantratei over a poBtied or so- 
ci<> daring fee year precsdfegcoBaga.Tfeam JO 

a amn feaa in 1971. Moraaver. fecae frnteaa 
januteivaly iavelved k aoeid actioa: almoat two 

out of ferw M2 par eaaO rapoued having perfermad 
vohmtacr weak befera eoBsge. Our reacarch thews 
feat sasdste also an doing vahmieer wort thnughoa 
feair coBegs yean, ftrtidpatiaa rates at the <

sfekr.iadrtssiaBfeai
par in ba aakfeg fen namte to a period of aecM 
snppmim. In fee pace snehpariedt have bean pm. 
eadtdbyincmaaad stodsto vohtoisatiam. oar matwch 
infeCBMs. Ifer eaample. by fee kto l9Mrs feo too* of 
dWa aedvioto tfeaady had bean Idd to fee pmBfemte 
tdcnmpnsvnhtniaarpeapteoaeanadwifeblnektov 
han pavtoty. nod pamsty. and noefear dte^menc. 

'' In fee aeit few yean. dun. wo

nfeict sad vahma. Am 
communities spafled out 

acteBybotedte

. tad praeeduna? (For axaote CM of 
I wo inurvieemd daring fee past teadsmic 

lathfeinslianiaawaate

axpoettosasa 
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ofcoBsOtooanoa.W<a
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dtodd dao oipea stodeau u be

tad tocfel itaaaa tad m
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I loncaBy,oampntae ham bean ste topamaiva 
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aoi only wife ttodeat activitto but tUo wife a ptai dad

festofeaof 
caadapanftoto 

gintmidilo than tot

it no smB Chora. Mem 
wfefedBnfemosaeytode 

feeycaadasaaewwife- 
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Words to Learn and Live By
The Prime function of a leader is to keep hope alive.

Jchn VV. Gardner
We have to improve life, not just for those who have the most skills and those 
who know how to maipulate the system, but also for and with those who often 
have so much to give but never get the opportunity.

Dorothy Height

Give someone a fish and you'll feed them for a day, teach them to fish and you'll 
feed them for a lifetime.

■ Unknown
You gain strength, courage and confidence by every experience in which you 
really stop to look fear in the face...You must do the thing you think you cannot 
do.

Eleanor Roosevelt
We ourselves must be full of life if we are going to make life fuller for others.

David Saxvyer
If you want to innovate, to change an enterprise or society, it takes people 
ivilline to do what's not expected.

Jean Ribould
Work is love made visible.

Kahlil Cabran
The only thing necessary for evil to triumph is for good men to do nothing.

Edmund Burke
We carmot live for ourselves alone.

Vernon E. Jordan, Jr.
You cannot hope to build a better world whithout improving the individuals. To 
that end each of us must work for his own improvement, and at the same time 
share a general responsibility for all humanity, our particular duty being to aid 
those to whom we think we can be most useful.

Marie Currie
You don't get there because, you get there in spite of.

Janet Collins
From a little spark may burst a mighty flame.

For it isn't enough to talk about peace. One must believe in it And it isn't 
enough to belive in it One must work at it

Eleanor Roosevelt
Know Thyself. _^ - Socrates
Never underestimate the healing power of beauty, be it a flower, music, a
person, or just a dinner well prepared. Crubb



SEXISM

M^y people working for sodsl justice 
assume that issues like sexism wiU not be a
problem. Unfortunately, as we discovered
this IS not the case, and our group struggled Prot’'*™ of sexism througho^he

By HoIIi Levinson and 

Emma Ketteringham

During the first week of trainins, a 
women's speak-our proved to be a 

pow^ awareness raising exerdse In this 
speak-out, women spoke about their 
e^enc« as women, both positive and 
^abve; the men in the group sat silently. 
The women respondedto five "prompts'':

• What I like best about being a woman
• What is hard about being a woman
• What bothers me about men

• What I need from you (man) as an ally is

women were seated in diairs in a 
f^ the men. who sat on the

floor fiang them. Ihe fodUmtor read alouda
prompt and those who Mt the need to
^plete It stood and said what they fait

women stopped responding, the ^utor continued on to theW^pt
Men were not allowed to speak or reqwndto

what the women said. This allowed the 

TOma more freedom to speak, as they dfo

“>d«tand Without 
^pelled to respond immediately.

^ This is rftaive for addressing

^The highly emotional experien.
to oeate a new awareness and a new 

*®*««ntyamongthe women in the group. As
a result of diis speak-out, the women fomed 

a women s group through which they could
e^ue exploring dieir concerns and 
experiences.

’MqpasedsSain'fMneSio

• Johnetta Col



■■ ''■O'l'en's group served as a "safe
=.ace watlun which issues of sexism m
whe^™ ard
Where possible solutions couid be worked
out For example, when the women noticed
*at some mdividuals were not speakine

i,“S"ss."r,2-£.'2^a
®°*' importantly, we 

ranged a dialogue (with outside faciUtation) 
between the man and the women. Wewanted

exchange during w^ each group would openly exprej
fears, angers, and frustrations. Westrosed 

aio*n^S:rmen'L*a^;.“'

■P>'«™«ing began with the men and 
the women separating. Themenmadealistof 
statements completing the phrase.'lf I were a 
won^, I could The women compleM 
the phrase, 'TflweteamaMcould^XS 

workmg on the list, the men and women
***“ <li*eus»ing the

p ocess of oompMng the e»«wise The
women came up with ideea rapidly and filled 
twice as many aheeii of piper as the men. In

The discussion moved to the issue nr' 
esponsibility. We came to seve-a

The meetmg was not easy, and our goal of 

h“"* “0" no
^ved. However, both our successes and

“'o™ unportantly, our failures in dealing with issues of sedsm throughom'th^ 
^^stotdd serve u. empS ^ 

difficulty of the struggle we face.

An important first step was to our responsibility tS adiels
sexiOT withm our group, and thus to come the

k



1 Although men and women are different and some may not partidpate in 
behaviors that are sedst, it is up to all men to examine their own behavior dosely and 

listen to what women are saying about how women feel.

2. Often women do not fed comfortable pointing out sexist particirly tho^* whom they are friends. Thus, men must reassure women that the
relationship will not be severed because sexism is brought up.

3.behavior to other men, they must "go for it,
women.

4, Both men and women must support die individual who points out any
sexist behavior in a mixed group.

s. The best formal for pointing out sexist b^vior is the assertive formal:
When you do X, I feel Y, and what I need from you IS Z.

a Itwasalsoobservedthatoftentimeswhenmenarew^lodiscussse^

r»1:^^'«.^I^^ww2thema„oc«omanwfe^ 

begun the oonvosatioa.
7 Men must lliten more> volunteer mote often for the menial tasks, and

consciotlsly avoid interruptlxig Other! in group discussion.

i

HrtH Levinson, a nslive of Adsnia. GA
anda graduate of Emory Univenity, is
currentiy studying Anthropo^ at the
Univenity of POimsylvanie. Shecontmun 
her worit with the Unhrmity aty 
Hoepitaiily CoaUdoR and is working to
ofginiae CTS in Adenie, aU to the tune of 
the Indigo GWs.



REFLECTION S and UNANSWERED 

O U E S TI O N S A B O UT COMMUNITY

By Teresa Devitt

It is important that we think of more 
than jtist self... We are living in a world with
others! Is this stirpiis^? Sometimes I 
wonder! When I look aroxmd at this unjust 
world we have oeated, I sadly acknowledge 
the fact that we are not taking responsibility 
for caring about our neighbors — I mean 
really caring for others.

Let's work together to build each other
up - to develop self-esteem among all peo^e 
and to respect and affirm the diversity, 
various talents, and abilities of individuals 
among the WORLD community. I am tiled,
frustrated, angry,and sad toseeuscontinueto 
tear each other down - literally killing each 
other. Again I ask, do we realize we live in a
world with others? Developing and living in 
community are integral for us to continue to 

be!!

In order to fashion a community to
meet all of our needs, we need to identify the
important diaracteristics of a ooanmunity. A 
short, informal fnrety ai *«veral FWd
Organizers rtemdid the foDowing thoughts
about - "What ujBiinuniQrinesits to meT:

• Working together^ understanding each 

other, caring for each ofoer.
• Communityisasenseofsafotywhentaldng
risks.

• A senseof b^onging • of feeling needed and 
niutured • is what community is about.

Answering foe following questions 
can also hdp defixw community:

« To whidt communities to you belong?
• What aspects of your oooununity give you 

strengfo?
• What ty^ of images come to mind when 

you think of community?
• How do %ve encourage and support ead\ 
other in a community?
« How do we ofoers from our
communities?
• What values do you support in your 

communities?
•What do the concepts of listening, affirming, 
empowerment, and educating have to do 

with oooununity?

We can’t %york together on larger
issues until we allow others into our lives and 
begin to share and communicate common life
experiences, events and daily happenings. 
This is how community is built

m



the beast of burnout

By Colleen McCauU\

"I can't sit through another meeting!"
"I don't want to get up in the moming 

and work at my community placement"
"I desperately need private time!!!"

Sodal justice takes a long time — you 
had better be prepared to be in it for the long 
haul. It is difficult work — work which 
exhausts, drains, and frustrates. Let aU of this
get you, and you get burnt out

Judging from the exclamations above. 
It's probably not too difficult to conclude 
many of us came close to burning out this 

summer. What follows below is a 
compilation of ideas about what burnout 

meant to us, and we hope it will help you deal 
with the beast

Why did the beast come out ofkibemation?

Burnout resulted from an imbalance 
between our public and private time ‘We 
struggled to figure out the "righr amount of 
time and energy to devote to sodal change 
work and "down time" for oundvee

The influence of the strict 
differentiation between work and play in our 
soaety also contributed to burnout The
common social norm in the U3. is a separation

of ^mess from pleasure, but this distinction 
IS harmful; it reinforces the notion that work 
equals toU, drudgery, and physical and 
men^ exhaustion. This does not have to be 
and frankly, cannot be the case. .

GUILT is a potent force in social 
change work and adds a great deal of wear
and tear to thesodal change agent Many of us 
recogruzed the endless amount of work that
must be done in order to achieve sodal justice.

'v'e felt guilty for taking time out 
for ourselves while, at the same time, we were 
acutely aware of the constant struggle 
experienced by the underserved folks with 
^m we worked. We were awash with
feelingsofguiltwhenwetooktimeawayfrom
the s^ggle to deal with our personal needs; 
therefore, we put our needs on the back
burner - yet we still ended up getting burned.

Tbe media portrays students and 
college age folks as self-absorbed, 
materialistic, selfish twenty-sometiung year 
ol^ For those of us who do not conform to 
this desaiption, we felt pressed to inuxwrse 
ourselves in sodal chai^ work to modify 

sodety's image of us and somehow 
oompefttate for our peers who fit the 
stereotype Overcompensatkm led us down 
the path to burxuMt



On a more fundamental level, the 
issues and dnnunstances that many of us 
dealt with both touch and tax our hearts, 
minds, and souls. Working with a homeless 
mother to negotiate the system in order to 
receive food stamps while observing her 
anguish over the extensive red tape 
challenged oxir capadty and endurance to 
keep working on social change issues.

group meetings because our days grew long 
and we needed more down time.

Dealin' With the Beasb ETS Home Remedies

Change can never come quickly 
enough. The movement progresses slowly, 
yet obstacles appear overnight Again, -the 
work seems endless, so we keep struggling 
along with it

1) Often the first step was to recognize the 
connection between our unhappiness/ 
weariness/impatience and our social change 
efforts. We had to make a decision that 
something had to give.

Symptoms of Burnout, or How Did The 
Beast Rear Its Ugly Head?

2) We recognized the need to work through 
our own "personal shit" • to deal with issues 
relevant to our individual lives that detracted 
from our ability to work eff^vely. This 
included dealing widi our families, our 
prejudices, and fears.

Anger/frustration. Because of our inability to 
recogidze our limitations, we became aztgry 
and put ourselves down. At the same time, we 
displaced some of our anger and unjustly 
directed it at the people with whom we 
worked. Needless to say, this did not aeate 
the optimum wcvking environmenL

3) Some of us chose a buddy to help us keep 
track of our abilities and limitations. The
buddy told us when when %ve were pushing 
too hard as well as when we weren't pushing 
hard enough.

4) Lots of Ben and Jerry's ice cream was 
consumed...

Impatience. Our tempers grew proportionally 5) Religious and spiritual resources 
to the amountof worit weneedcd to complete, supported soine of us in tiin« of need.

Physical toetrimm. "I am so tired" becune a 
popular phraeeet any and all times of the day.

Loss of entkuskm/witlidrewtl. Some of us 
didn'twanttogetupinthemomingandgoto 
work. Others stopi^attndingpre-planncd

6) Attempting to work SMARTER as opposed 
to HARDER became a motif for some of us. 
Working harder meent puttixtg in a 60 hour 
work week. Working smarter meant re 
evaluating our actions to improve the quality 
of our woilc while simultaneously reducing 
the quantity of time spent working.

mM



n Learrurig to set more realistic goals for 
ourselves and the group also heip>ed to detour 
big-time disappointment (and the 
accompanying frustration/anger/ 
weariness) when we did not achieve our 
loftier goals.

8) We took time out to identify things thatgive 
us strength (see above).

9) We shared a beer and a favorite story about 
how we used to terrorize the opposite sex on 
our respective elementary school 
playgrotmds.

10) Waking up first thing in the morning •
even before that first trip to thebathroooi-and
dandng the sandman out of our eyes helped 
to maintain our spirits throughout the day.

11) We learned that to decrease the influence 
of guilt in our lives. We began by identifying 
what actions/thoughts caused us to feel 
guilty, and, we then tried to a) change our 
actions orb)changeourbdiefsaboutv^twe 
perceive to be acceptable behavior.

12) Many of us took reading, giving/ 
receiving massages, playing pool, and 
listening to music as 'down lime' activities.

13} Some of us Icamed to say NO by using 
some of the aswrtiyencss techniques we 
learned earlier in the summer.

14) We explored many artistic outlets - journal 
writing, poetry writing composing song 
lyrics, drawing, painting, singing, and 
dancing.

15) Some of us made a pact to do ONE thing 
we loved to do EVERYday (like eating peanut 
butter, starting or ending the day with a bath, 
or taking a mid-day cat nap).

16) One of the most benefldal remedies for 
dealing with burnout was to take time out to 
learn and think about folks who have 
defeated their lives to making this world a 
better place. For us fiicse role models 
included Marian Wright Edalman, Ghandi, 
Dr. Martin Lufiier iOng, Dorofliy Day, Rosa 
Parks, and our own George Lakey and Leona 
Smith, both veteran social activists who 
helped us and inspired us repeatedly.

Equally as important, we drew our strength 
from the folks wiA which we worked who 
were out there experiencing the struggle on a 
24 hour a day basis. Because of their struggles 
and victories, all these folks served as constant 
reminders of the possibUity to effect positive 
social change.



Teaching Eyes on the Prize: 

Teaching Democracy
Judy Richard^'jn

■ ?;■ :"^c . -'ecusn:;;.-
■ ■■-n r^ouc :rcuc^i;:.ni >;„:.ons -,jc;onai,;. iirct it

airea ;n "li aar-e'aa ;ve:y -aior a'^ard. t'rom
A^aaeT'.y A.s.:a -.o-.a_t.cni iauoation awaras luch as the 
■'Best of Feiti'.ar of bc:.“. tne National Educational Film 
Festival and the American Film and Video Festival, to jour­
nalistic awards such as the top Peabody and duPont-Columbia 
Broadcast Journalism awards.

' t-ki. / * > , ■ • ■

Mardie's on the Selma to Montgomery March through 
Alabama in 1965 fused by permission of Blackside. Inc.)

country:
Teachers, without exception, thought that Eyes on the 
Prize was the single best video history series of its type 
that they had ever used. Teachers consistently comment­
ed on the accessibility of the senes to engage the inter­
ests and concerns of the current generation of students. 
Teachers reported that Eyes was especially useful in 
helping them and their students confront difficult philo­
sophical and moral issues such as racism and equality. 
(Bner and Kinsler 1990)

Eyes on the Prize makes the concepts I teach come alive 
for my students. Abstract lessons about democracy have 
greater impact when they see real people, like them­
selves. fighting and dying for basic things like the nght 
to vote. And the series really increases my kids' sense of 
self-esteem. (Derrick Evans. 9th grade civics teacher. 
Boston. .Vlas.sachusetts)

I can stand up there and talk about democratic concepts 
and the responsibility we have to each other and to our 
society until I'm blue m the face, but these concepts 
become much more real when my students see them 
graphically played out in the series. (Cindy Henry, 
department chair and I 1th grade history teacher. 
Wilmington. North Carolina)

■' r-'-j-v/Ci ::: '"e jie :: f 
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Documentary Format

The series also has a second, almost more important, life— 
its use in classrooms and other educational settings around the

L/es ;s i n.iitoncai aocumencjr> oasea -om on .n:er-. 
wi[.-i inai^iQuals who ixceriencea :.ne mo'.eme.it one Dn 
archival footage from that time. In the segment on t.ne Ivo: 
voting nghts maren from Selma to .Montgome.’y. for e.xampie. 
Selma .Vlayor Joseph Smitherman e.xpiams wny he believes 
the movement chose Selma for a voting ngnts mobilization: 

They picked Selma just like a movie producer would 
pick a set. You had the nght ingredients. 1 mean, you had 
to have seen [Sheriff Jim) Clark in his day. He had a 
swagger stick. And then [Alabama Public Safety 

■ Director Wilson) Baker was very impressive. And I 
guess I was the least of all. I was a hundred and forry- 
five pounds and a crew cut and big ears.

The film then cuts to Mayor Smitherman at a 1965 press con­
ference saying. "Our city and our county has been subjected to 
the greatest pressures I think any community in the country 
has had to withstand. We've had in our area here outside agi­
tation groups of all levels."

Narration explams why citizen mobilization was necessary: 
"More than half of Dallas County's citizens were black. But 
less than one percent was registered by 1965. Throughout 
much of the South, custom and law had long prevented blacks 
from registering.” Sheyann Webb, then only nine years old. 
remembers the bravery of her teachers: '‘And it was amazing 
to see how many teachers nad participated. I remember vivid­
ly on that day when I saw my teachers marching with me. you 
know, just for the right to vote.” Film footage shows the
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A “colored" waiting room in the Carolinas before bus facili­
ties were desegregated.

courage of those teachers confronting violence as they line up 
to register to vote.

Eventually, in a monumental display of conscience, thou­
sands of Americans of every race and religion traveled to 
Selma to bear witness. In a present-day interview, the 
Reverend C. T. Vivian comments:

It was a clear engagement between those who wished the 
fullness of their personalities to be met, and those that 
would destroy us physically and psychologically. You 
do not walk away from that. This is what movement

'7
rwcKrv Cvoo-,

s_V\c, ^.<-'.1 ly
October 1992 SOCIAL EDUCATION 341

-F "E IA c /c s / eXa X 'x c_



. -i'-'-;- rr'" ;• ;a

Brief Description
.i :i'.:ceJ :rco rini. The Trsc rin ,r;c:udes 

;;x or.e-noar segmencs beginning 'A-nn tne L95- Supreme 
Cour: ichooi desegregacion decision 2nd progressing rnrougn 
dbe Seima :o Moncgomer.' marcn in i965. This pan covers the 
Montgomery Bus Boycott, tne Little Rock, .\rkansas. school 
integration cnsis. the student sit-ins and freedom ndes. the 
demonstrations and church bombing in Birmingham, the 
March on Washington, and the nuts-and-bolts mobilization 
around the nght to vote in Mississippi.

The second pan continues witireight hour-long segments 
beginning in 1964 with a portrait of Malcolm X and ending 
with the 1985 Chicago election of Mayor Harold Washington. 
Eyes II documents the election of the first African-American 
mayor of a major U.S. city, the last whirlwind year of Dr. 
Martin Luther King's life, the battles champion boxer 
.Muhammad Ali faced both inside and outside the ring, the 
building of the Black Panther party in Chicago and its tragic 
outcome, and affirmative action as seen against the backdrop 
of the election of Atlanta’s first Afncan-American mayor. 
Each hour-long program is divided into two or three twenty- 
to thirty-minute stories, allowing for class discussion within 
most school schedules.

Themes
Throughout the fourteen hours of the series, the following 

major themes emerge;
1. The civil rights movement was a primary force for the 

expansion of democracy for all.
2. The movement was based on the work of thousands of 

ordinary people who both organized and sustained it.
3 The movement emphasized our responsibility to each other.

The movement was based on humane values that brought 
out the best in each individual involved.

5. The movement was not simply a series of spontaneous 
demonstradons—it was carefully planned and executed.

6. A condnuity of protest exists within African-American 
history.

1. The civil rights movement was a primary force for the 
expansion of democracy for all U.S. citizens.

This theme has been eloquendy expressed by Dr. Vincent 
Harding, a historian, activist, and a friend and advisor to Dr. 
King.

At its deepest and best levels, what we so often call ±e 
civil rights movement was, in fact, a powerful outcrop­
ping of the continuing struggle for the expansion of 
democracy in the United States, a struggle in which 
African-Americans have always been integrally 
engaged, but one in which we provided major leadership 
from’the mid- 1950s at least to the 1970s.

...The emphasis on the development of democratic 
possibilities allows us to avoid the limited vision of civil 
rights as a package that can be finished off. wrapped up. 
and delivered at some point in time. It calls us away 
from the divisive idea that the freedom movement was 
only for Black people, and that other. non-Black peoples 
are threatened by the problem of "a diminishing pie.' 
Rather, when we envision the need for a continuing, ere-

I'

The nine students (known as "the Little Rock Nine") who inte­
grated Central High School in Little Rock. Arkansas, in 1957.

ative national movement for the expansion of Amencan 
democracy, new conversations may begin about the 
essential nature of democracy. (Harding 1990. 6-8)
The issues raised by the movement—social, economic, and 

political—are repercussions throughout our society. A seg­
ment in Eyes II, for example, chronicles E)r. King's last year. 
The story demonstrates that he. and the movement as a whole, 
began to organize actively around economic issues and 
became more vocal about disparities, not just between black 
and white, but between nch and poor across the board. The 
issues raised in that segment have particular resonance now. 
Linda Nathan, a teacher at Fenway Middle College High 
School in Boston, builds on this relationship between t 
movement and the problems students confront today; “We c. 
take off from Eyes to discuss current problems—everything 
from homelessness to unemployment to racism. Eyes helps 
snidents see that our history is not yet completed—that these 
issues are still alive and will remain with us until we acuvely 
deal with them” (interview with author. April 15, 1990).

Students need to understand that other movements such as 
the effort to organize Latino farmworkers. Native Amencans. 
women, and those who opposed the Vietnam War were 
fueled by people who were taught to question and to organize 
for change through their involvement with the civil nghts 
movement.

2. The movement was based on the work of thousands of 
ordinary people who both organized and sustained it.

This is the major theme of the series. Most young people 
know only Martin Luther King. Jr.’s contributions to the 
movement. His brilliance, absolute commitment, and leader­
ship capabilities provide students with a crucial role model. 
Focusing only on one person, however, can lead to immobili­
ty. Students may well recognize that change is desperately 
needed but conclude. “If only Dr. King were still here, things 
would be different.”

Eyes shows that the movement included not only King, but 
also many important and ordinary people. It was our parents, 
our teachers, and our peers who initiated and sustained the 
movement. Until students understand this, they will continue 
to abdicate their responsibility to change things—or wor 
continue to display the righteous rage of those who feel pc 
erless—under the mistaken impression that they have neither 
the responsibility nor the power to effect change. If nothing 
else. Eyes teaches the undeniable power of one person or a 
group of people united to make the world a better place.
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A sii-tn at a segregated bus station lunch counter during 
the 1961 Freedom Ride begun to desegregate interstate
bus facilities.

One of the most powerful Eyes segments discusses Emmett 
TUI. the 14-year-old Chicagoan who was killed in Mississippi 
in 1955 for saying 'Hey. baby ' to a white female storeowner. 
Several aspects of this story are engaging for students; as 
teenagers, they can relate to Till; Till’s murder.demonstrates 
the absurdity of racist violence; and Till’s grand-uncle shows 
great courage in testifying against the murderers in court. It is 
the courage of that lone individual, standing up for what is 
nght no matter what the cost, that touches a common chord. 

Throughout the senes, people act at great personal risk to 
lange conditions for the better. While the series helps stu- 

aents become aware of the struggle against racism and for 
human nghts. it also shows numerous agents of change—who 
seem no different than the students themselves—actively and 
successfully working to improve conditions.

For example, students see people their age becoming key 
players in the movement. When I showed the Birmingham 
segment to 9th grade students in Roxbury, Massachusetts, the 
reaction was absolute silence. The image of rows and rows of 
students resolutely marching into the tunnel that led to the 
Birmingham jail was magnetic. This segment provoked a dis­
cussion of choices; why students at that time chose to take that 
action when they could have sat on the sidelines. Students 
talked about whether they would have joined the demonstra­
tions and on what issues they would be willing to take action 
today.

3. The movement emphasized our responsibility to each
other.

It was commonly understood by those involved in the 
movement that they were not just struggling for themselves, 
they were struggling for their communities and for the next 
generation (in the same way that others had prepared the way 
for them). Fannie Lou Hamer, the Mississippi sharecropper 
and courageous movement organizer, appears in the 
Mississippi segment of Eyes. She was thrown off the planta­
tion where she worked because she tried to register to vote. 
When she and her family moved into town with friends, that 

luse was shot into sixteen times, barely missing the occu- 
ints. Later, she and others were brutally beaten in a Winona. 

.Mississippi, jail when they sat on the “whites only” side of the 
Greyhound bus terminal on their way home from a voter edu­
cation workshop in South Carolina. Hamer became a powerful 
symbol of resistance, particularly when she spoke at the

:o ;:arc jp
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tne rote of nonviolence—both as a phiiosophy and as a tactic. 
Scudents will see leaders in Eyes, such as fCing. several mem­
bers of King's staff, and the Reverend James Lawson iwho 
greatly influenced the students of the Nashville sit-in move­
ment). who philosophically believed in nonviolence. For these 
actfvists. to meet violence with violence would mean they had 
descended to the level of those they opposed. They believed 
that the morality upon which the movement was based man­
dated aspiring to a higher purpose—that once a violent 
response occurred no cap could be put on the higher and high­
er levels of violence that would result.

Other movement activists, however, saw nonviolence pri­
marily as a tactic—for example, many activists involved in the 
Student Nonviolent Coordinating Committee and local leaders 
such as Mississippi’s Hartman Tumbow (who protected his 
home with a twelve-gauge shotgun). Civil rights workers rou­
tinely saw both the local leaders with whom they worked and 
their peers brutalized and sometimes killed for mobilizing for 
the right to vote and for the desegregation of public facilities. 
Rarely was anyone punished for those crimes.

For these activists it became clear; given this unbridled 
atmosphere of terror, nonviolence was the only practical 
course. It was absurd to think about retaliation when the entire 
state government machinery was amassed against you. It was 
also irresponsible to consider a violent response when you 
were responsible for more than yourself. Your primary 
responsibility as an organizer was the well-being of the com­
munity and your ability to continue to organize around basic 
human rights issues. Both would be put in serious jeopardy if 
the movement returned violence with violence.

For today’s students, who may be unable to accept fully the 
philosophy of nonviolence, and who may have difficulty relat­
ing to the nonviolence demonstrated in Eyes, it may be easier 
to discuss this concept in the context of what was possible, 
what was at stake, and the responsibility civil rights workers 
had to their com­
munities.

4. The move­
ment was based on 
humane values that 
brought out the 
best in each indi­
vidual involved.

The moral basis 
of the movement 
is evident through­
out Eyes—partic­
ularly in showing 
the way the move­
ment looked at 
certain issues.
Participants talk 
about the moral 
basis of the strug­
gle even when 
they become 
involved in the

AN END 
TOBIAS

Marchers at the 1963 March on Wash­
ington that drew over 250.000 people in 
support of “Jobs and Freedom. ’
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-ec'-; ;■ This ,-dce ;z:'crei :ze ;n:e:!igenze
-o-e~ez; re:_:e:i ;n Eyes on

:-.e e\^r:-.r.e. :n >52rr.er.:5 op. 3i.rriir.gham. ine
i;:-;n5. ■.i'.e Lo-Apces County. -XiaDama. organizing effort, the 
Hou-aro University taKe-o'-er. ana the Harold Washington 
.T.aycrai campaign m Chicago. .-Ml of these segments empha­
size the intense degree of pianmng. organization, and constant 
discussion that were necessary to build an effective movement. 
The series thus helps to build self-esteem among African- 
.■\mencan students at the same time breaking down common 
stereotypes of the .Afncan-.Amencan community.

6. A continuity of pretest exists within African-American 
history.

The question most frequently asked by students is. Why did 
It take so long? Students need to recognize that African- 
.Amencan resistance has always existed and that it did not just 
begin in the 1950s. Dr. Vincent Harding likens this theme of 
resistance to a river of struggle coursing through African- 
Amencan history. In t.he Birmingham segment, for example, 
we learn that Rev. Fred Shuttlesworth had been working to 
desegregate facilities even before King and the Southern 
Christian Leadership Conference began their campaign. In 
addition. Dr. Robin Kelly of the University of Michigan notes 
that in 1941-42 more than fifty incidents of protest against 
segregated seating by Afncan-Amerizan bus riders in 
Birmingham were recorded.

The many individual acts of courage—and those that were 
organized—often go unrecorded in our history books. A good 
sense of this river and its many tributaries, however, can be 
found both in Vincent Harding’s book. There is a River and in 
Lerone Bennen’s book. Before the Mayflower.

Eyes on the Prize helps teachers address the difficult issue 
of race, which is often sublimated but sometimes surfaces 
explosively and unexpectedly. Teachers may find that students 
are more comfortable discussing their concerns about race 
after seeing Eyes because it is based on events from the past. 
These historical events can provide a platform for a broader 
discussion, particularly once an environment of trust and 
respect has been established in the classroom.

In addition, teachers will likely find that students do not 
believe some of the history presented in Eyes until they see it 
for themselves, and that they tend to think ail of this happened 
a long time ago. These events become real—and immediate— 
only when they see them on the screen. For younger viewers, 
though, it is still important to emphasize t^t these are not 
actors reading a script, but real people marching, going to jail, 
and fighting for their rights. Understanding that this is recent 
history helps students consider whether the environment that 
existed before the movement could reoccur—and what they 
can do to prevent that from happemng.

Professor Jim McLeod, who uses Eyes in his classes at 
Washington University in St. Louis, notes that the power of 
the senes is not so much in the events as in the people whose 

urage and commitment it chronicles. Eyes puts a face ' 
•*se events; it brings to life pieces of history that textboc 

often render static and lifeless (if they cover them at all). The 
strength of Eyes is that it powerfully shows not only how the

The Montgomery Segment as a Model
Man;, zr :ze ’Zimes zoiez :z ire ::i-.ez

■zo: -.s-.i.rir, '.ze Mozigomer. Bus Boyzzt; iez.'r.ez: :r; :ze 
f'rs: ZGur of :ze E'-es on :nc Prze ienes:

History of African-American resistance
The narrator explains; "This wjs not tne fii-st time a 

black person had defied bus segregation in .Montgomery. 
It was not .Mrs. Parks' first time. It was her nrst arrest." 
In fact, as in Birmingham and other Southern cities, 
many such incidents had occurred around segregated 
faciliues. There had even been previous bus boycotts in 
Tallahassee. Rorida, and Baton Rouge. Louisiana.

Funhermore. this segment debunks the myth that 
Rosa Parks was a meek seamstress who was simply too 
tired to get up from her seat. We learn immediately that 
she acted not in weariness, but in resistance. Parks was a 
secretary with the local National Association for the 
Advancement of Colored People and, as E. D. Nixon, 
head of the local NAACP, notes, “If there ever was a 
woman who was dedicated to the cause, Rosa Parks was 
that woman.”

Highly organized
This segment stresses that people stayed off the buses 

not just for a week or a month, but for 381 days. They 
were able to do so because an intricate transportation 
system was set up and run by “regular folks” in 
Montgomery. This system made use of the African- 
American cab companies and the many private cars 
African-American volunteers offered for use every one 
of those 381 days. The head of transportation for the 
boycott offhandedly mentions that they “moved ten 
thousand people every day” via the boycott’s transporta­
tion system.

Sense of responsibility
The boycott was successful in part due to the 

Montgomery African-American community’s amazing, 
long-term commitment. They volunteered their time and 
their cars. Equally important, those who had no cars and 
normally took the bus to work used the boycott trans­
portation system or walked—sometimes seven or eight 
miles per day. When one of the Eyes staff asked a 
“walker,” off-camera, why she walked all that time she 
replied, “I wasn't just doing it for myself, I was doing it 
for my children and my children’s children.”

“Ordinary people”
It has been said that the movement was made up of 

thousands of ordinary people doing extraordinary things. 
From Jo Ann Robinson, cochair of the Women’s 
Political Council who mimeographed thirty-five thou­
sand leaflets the night Rosa Parks was arrested, to E. D. 
Nixon, the union organizer with the Brotherhood of 
Sleeping Car Potters who helped organize the boycott, 
to Virginia Durr, a white resident of Montgomery who 
supported the boycott, to Georgia Gilmore, who walked 
many of those 381 days—all are the “ordinary” people 
who ensured the boycott’s success.
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The "Value" in Evaluation
Is the program making a difference? If so, how do we know? What else do we need to 

know to improve the way we are conducting the program? Are we managing things well? Are we 
using our resources wisely? EVERYONE-including mentors, parents, teachers, researchers, and 
policy makers-wants to know the how the program is doing and what works. Effective proCTams 
demand excellence in all areas-planning, management of personnel and other resources, delivery 
of se^ices, public relations, and evaluation. Excellence is achieved in part by program directors 
who find ways to answer these questions, not only during the planning stages, but also as the 
program takes form. This is the essence of program evaluation.

Broadly speaking, evaluation provides vital information about changing a system-a 
society, a community, a school, or a family. At the level of the program, results of evaluations 
provide those who are (or will be) running the program with useful information that describes or 
SS adiiaol'to-^'^''^ program. The process and results of conducting program evaluations

• determine whether the program makes a difference, deserves continued financial 
support, or warrants replicating on a large scale.

• develop a way of communicating what the program is doing, how the program
plannS^^ previous year's program, and whether the program is working as

re-exarrune program goals and objectives to determine if they are measurable or wonh 
retaining.

• make decisions about improving any aspect of the program.

• discover unintended problems or negative outcomes of the program.

• provide feedback to individual panicipants about what others are doing in the program 
and the impact of the group's effons.

• collet information such as anecdotal comments from the participants that is useful in 
publicizing or promoting a program.

• is^or5i*ado^ng°" directors who use the results to decide whether a program

provide information to researchers who use the results to develop hypotheses about 
issues directly related the program.
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^<:NOV.^NG YOU'VE MADE A DIFFERENCE

Summative Evaluation

At the end of the mentoring relationship, interview or administer a quesuonnaire to the 
mentors. Use the following summauve evaluation:

SUMMATIVE EVALUATION (Mentors)

1. Mark on the scale the degree of success of the mentoring relationship. 

Not Successful at All Somewhat Successful
I

Very Successful

2. Mark on the scale the degree of usefulness of the training. 

Not Useful at All Somewhat Useful
J____________

Very Useful

3. Explain how training has or has not been useful to you.

4. Briefly describe the most significant aspects of the training. (Note: Provide the mentor with an 
outline describing the content and activities of training.)

5. Briefly describe the least significant aspects of the training.

6. What was interesting, surprising, or revealing about the training? What was missing?

7. Describe how you would improve the training.

-17-



knowing YOU’VE MADE A DIFFERENCE

Appendix E
Examples of Data Sheets

Demographic Data for Youth

gender ETHNICITY grade level

Male Fe­
male

White
Afri-
can-

Ameri-
can

Asian-
Ameri-

can
His­

panic

Ameri­
can

Indian
4th 5th 6th 7th 8th 9th

year
1

year
2

TO­
TAL

Demographic Data for Mentors

PREVIOUS
experience

WORKING 
WITH YOUTH

gender ETHNICITY LEVEL OF 
EDUCATION

African Asian-
Amcri-

Ameri-
can

Indian

Female White His­
panicAmcri- Some A lot

YFAR

YEAR
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Number of Students, Youth, and Matches 
Duration of Relationships

Number of 
Soidenu 

Who 
Applied

Numbo of 
Students 

Selected to
be Moiun

Numbo" of 
Youth Who 

Woe
Referred

Number of 
Youth 

Selected to 
Parodpate

Number of 
Sucoeufui 

Mjiche*

Number of 
Uncuc- 
cesrful

Matches

Total
Number of 

Matches

Avenge 
D'lntion of 

Relation* 
ship (weeks)

YEAR
1

YEAR
2

TO­
TAL

Average Number and Length of Activities

INDIVIDUAL
ACTIVITIES

(One-on-One)

GROUP 
ACTIVITIES 
(Mentors and 

Youth)

MEN
ORIEN1

A^
TRAI

TOR
rATION

NING

REFLECTION
OPPOR­

TUNITIES

Number 
of Meet­

ings

Length of 
Meet­
ings 

(hours)

Number 
Of Meet­

ings

Length of 
Meet­
ings 

(hours)

Number 
Of Meet­
ings (per 

sem)

Length of 
Meet­
ings 

(hours)

Number 
Of Meet­
ings (per 

sem)

Length of 
Meet­
ings 

(hours)

YEAR
1

YEAR
2

TO­
TAL
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knowing YOU'VE MADE A DIFFERENCE

Appendix F 

Research Questions
The Participants

■ Whatar..heircharac.erisdcs(age.gc„der,

• Why do college students and at-tisfc youth paitidpate in mentoring programs?

What expectations do mentots and youth have of the mentoring relationship?

Participants' Experience

What happens during the mentoring experience?

What goals do the mentor and youth establish for the relationship?

In what kinds of activities do the pairs participate?

What do the mentors/youth report as most satisfying?

What do the mentors/youth teport as the greatest source of ftustrarion?

What ts the ovetall opinion of the experience of the mentoring relationship? 

So'SSC^r“ •*“= experience? If so, why is mentoring

Mentoring Relationships

• What is the duration of the relationship?

How often and how long do the pairs make contact?

What types of memoring relationships form?

Why do the relationships form? Why are some mentors better for youth than othe«?
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What are the significant relationships like?

What are the nonsignificant relationships like?

What participant, program or other contextual factors (e.g., family, school, and 
community) inhibit or facilitate significant mentoring relationships? How does the 
involvement of parents, school personnel, or social agencies influence the mentoring 
relationship?

How do others view the mentoring relationships (e.g., parents, teachers, project 
director)?

Program Design

How do the following program factors facilitate or inhibit the development of the 
mentoring relationship?

organization
training
support of mentors 
group and individual activities 
recruitment of mentors and youth 
matching
integration of social services

Leadership

What arc the responsibilities of the individual who plans and implements the mentoring 
program?

What arc the major issues, concerns, and problems experienced by the director?

What factors inhibit or facilitate the successful operation of the program, the initiation 
of new programs and/or collaboration with existing programs at colleges or 
universities, and the gaining of institutional support for mentor programs?

What responsibilities can the director delegate to the students in planning and 
implementing the program?

-42-



Appendix A
I Final Copy

hm Study Skills Inventory-Basic Level

Purpose: This Study Skills inventory will help you find the strengths and weaknesses
in your study skills and work habits.

Directions:
1. Read each statement.

2. Answer by telling the truth about yourself. Choose the best description of 
you--not what you think is the "right" aVaswer.

3. If you don't understand something^kj^^ teacher before you answer.

4. Answer each item by filling oqe>^;^e circles to the right of the item.

Use a pencil to darkeathfe circle tKat tells about what you do most of the 
time. Use the following cd^e^^

First Circle - Rarely^seldom true of me. (You don’t usually do this.)

Second Circle » S^etimes true of me. (You sometimes do this.)

o

Third C n i^lmost always true of me. (You do this almost al|/(ne time.)

Your help you work the two sample items that followr Use a #2
peryfi toCT^^n the whole Inside of the circle that you pick f^our answer.

ITEMS:
Alnrost Always 

)metlmes — 
larely

A. When I do homework, I get too tired 
and sleepy to really study.

B. I write assignments in a notebook.

6. To change an answer, eras^ll of your pencil marking and darken your 
new choice.

7. Your teacher will tell you when to start. This inventory is not timed.

o / TV*
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o

Name

hm Study Skills Inventory-Basic Level
Almost Always

__________________________ Sometimes
Rarely

1. When I listen, 1 ask myself questions to catch the main ideas.

2. Each time I study, I set goals for myself.

3. I have a hard time finding the main idea when I read.

4. I use abbreviations when I take notes.

5. When I get to a word I don’t know, I use the wo^ ardytid it 
to get an idea of its meaning.

6. I think schoolwork is worth the time it
7. When I listen, 1 figure out how^in ki^as go together.

8. To remember facts andVeak/fput them into groups.

9. It is easy for me^^bs^d^portant information and details 

when I read.

10. When I take,;i^s, I use my own words.

11. I stick/TO my schoolwork until I finish it.

12. 'To help me pay attention, I "picture" in my mind what the 
speaker is saying.

13. I have a hard time sticking to a time plan for studying.

14. It is hard for me to keep my mind on what I read.

15. I write down everything I read so my notes will be 
good.

16. I write new words in a special place so I can learn them.

17. I think of my own answer to a multiple choice question 
before I look at the answers given.

1. 6 t
o 6

2. O o o
3. O o o
4. o o o
5. o o o
6. o o o
7. o o o
8. o o o
9. o o o
10. o o o
11. o o o
12. o o o
13. o o o
14. o o o
15. o o o
16. o o o
17. o o o

M
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o
hm Study Skills Inventory-Basic Level

Almost Always 
Sometimes 
Rarely

18. I use symbols when I take notes.

19. I have a good way to learn the meanings of new words.

20. I guess when I don't know an answer on a test.

21. Learning new things is important to me.

22. When taking notes, I spend more time listenincMhap 
writing. a23. I plan ahead to help me do my best in

24. Usually, I look in the index in th^ back gfthe textbook 
to find topics.

25. 1 use as few words as I c^^r^Mprl take notes.

26. I start to study for a t^(^^^al days before I take it.

27. I keep worki^^^o^^y's;?hoolwork even if I am bored.

28. Tables and grap^Wke too much time to read.

29. I use a way omking notes that works for me.

30. I read te^uestions for clues to the answers.

31. I ha^trouble paying attention in class.

32. 1 keep my materials together in the place where I study.

33. It is hard for me to keep thinking about schoolwork when 
I study.

34. When the dictionary gives several meanings for a word, I 
can pick the one that fits.

35. I use the guide words in a dictionary.

18. Q O o
19. O O o
20. O O o -

21. O O o -

22. O O o I
23. O O o
24. O O o -

25. O O o

1 
1

26:-o O o
27. O O o -

28. O O o
29. O O o -

30. O O o
31. O O o -

32. O O o0C
O

C
O O o0

•
C

O O o
35. O O o

1 
1
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o
hm Study Skills Inventory-Basic Level

36. I use my imagination to help me remember important 
facts.

37. I try to learn from the errors I make on a test.

38. I try to put meanings of new words in my owndanguac

39. I find ways to make my schoolwork intere^g:

40. When I read, I connect new ideas to ide^^eady know.

41. When I study at home, I plan my time>^

42. I have a hard time listening when I^n't agree with my

teacher. i

Almost Always 
Sometimes 
Rarely

o 6
37- 0 O O
38- 0 O O
39- 0 O O

0 o o 

41-0 o o 

«-o o o

9
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NAME:
DATE:

SCORING SHEET FOR THE hm STUDY SKILLS INVENTORY

SCORING TABLE

Category Item Scores Total Points

LIST Listening

Motivation

Organization

Vocabulary

TEXT Learning

xtbooks

Note Taking

Test Taking ____+____+____ +____+____+.
17 20 26 30 36 37



NEWMAN

SUMMERDRIDGE

y

TO; SUMMERBRIDGE PARENT(S) 

FROM; NEWMAN SUMMERBRIDGE

Each year we ask students, staff, and parents to evaluate the program. 
Your comments are extremely important to us because we use them to 
improve Summerbridge each year. Please return this form to us at 
Newman Summerbridge/1903 Jefferson Ave./New Orleans, LA 70115.

YOUR NAME(S).

YOUR CHILD'S NAME

How could we have better planned elements of the program (the 
application process. Orientation Evening, transportation, the 
Olympics, Club Dinner, Celebration, etc.)?

What study skills do you think your child gained (note-taking, binder 
organization, listening, speaking, etc.)?

Summerbridge is a continually evolving progreun; we are open to trying 
new things here. Over the years, students, staff, and parents have 
suggested the Olympics, Sex-Ed, Binder Day, ARTiculation...and morel 
What suggestion(s) do you have?

What surprised you most about your child's experience this summer?

What surprised you most about the program?

THANK YOUl

1903 JEFFERSON AVE., N.O., LA 70115 
(504) 896-8595 • (504) 896-8594



COMMON SUMMERBRIDGE STAFF EVALUATION

NAME

YR IN FALL (i.e. college soph., h.s. junior)

Male Female Ethnicity

Years in Program: As Student As Staff Member

Program NEWMAN SUMMERBRIDGE

If you want to be "in the know" about Summerbridge projects across 
the country you must call the SB National Office at (415) 749-2037 
with your fall address and phone number1

How did you hear about the program?

Would you be willing to recruit for Summerbridge at your home 
school?

How has Summerbridge changed your attitudes about teaching?

What surprised you most about the progreun?

What was most helpful during orientation? What was missing?



Suggest one way that we could improve the application process.

If you were to give SB director(s) advice for next year, what would 
you say to them?

What would you say to future staff members?

If there was one thing you could change about the program, what 
would it be?

Could you see yourself directing a program one day? Explain.

Are you interested in being part of the administrative/executive 
committee or staff of a start-up program? If so, why? What would 
you bring to a new progr2un?

Give us one sentence guaranteed to convince a reluctant 
funder/headmaster/principal to support Summerbridge wholeheartedly.



Evaluation Tools and Techniques
Sample TLC

What was Tempting about this training experience?

What was Lacking?

What needs to be Changed?

© 1992, Youth Sen'ice America



-taking action -

EVALUATING YOUR PROJECT
With MacGregor Knlseley
C v.l.ation i. integral lo planning any su^xn.,«l propam.

==SS5:=|=s™use and the questions you ask depend UTXM^ x-our program and yo 

evaluating.

:tion in mction • a con- 

cious attempt to diag- 

icse the workings and 

ailings of a program... 

Essentially, evaluation is 

a checkin time our- 

sekes and the commu­

nity."

- Rhonda Bridges, 

Centre College

■ What Is evaluation? W well a program u
Program evaluation is the systematrc prp-ss ^
doing, information is gathered and analy orM to nnd rmpact.
gather recommendations for .mprotmg tho po.vgtam, and ^ f
ivaluabon can help us determrne the et,cs..ts or
needs, and constanUy improve upon our Think of evaluado

. an on-going process. Take nme ,0 evanv.rx- s our Tvafuahon does no.
cons,dering the components, puTOOse ano or-,vts of V»“'^ " J , ,„d results
occur a, one specific Hme. Evaluatrng .,no. -.v valuatmg go^s^ 
should become a continuous part of your w o,-^. It ,s this kind

that encourages truly thoughtful actior, ^ ■, rmation about your project
. a basis for deas.on-makmg and planm.-g .^-.Senng ^ ,nd,-

will enable you to make informed choi.-,^ t -. a'.uanon should be F ^ 

vidual practice that is formal and imom-.a-. awd should
s,onal analysis. Evaluation is uol ds-s:c--v. to j,,„„d,ng

. an important educabonal tool. WcrW- c - communi^ "^Vavecome or reconsidiv 
endeavor. Often we do no. take time t.- -o.-w-<ce how far we ha ^ 

where we are and where we would ICcc t,- Evaluaoon P™'p,e.-.t 
reflect both proFammatically and pv-is.'~u v Make eva ua 
goals from the beginning.

Consider what evaluation means tor s a -wo, v our project. Be sure V°“ , js.
poJnd with your parmers: work wit- dehne evaluanon and clanf .

sumptions.

C--S-OSSIn general, two approaches are usee . 
evaluation and impact evaluation. .A 
data about the participants and the 
evaluation stories, anecdotes and ob>e*- 
nonscientific judgments about proerx- ,• 
objectmty in collecting and analvzir.-g zx c 
control groups, impact evaluations cx- xx
those not involved. L'suallv, resoarx.
stijdv or an evpenment uith "contrx ' x-

pro 
use 
the 
is s 
in i
vot

Tx
er
;r.

i'. 
■...

P

how well a program is ^^'"^'^^^ripti-.-r 
.xvxluationprocades essential, d^^^^ 

--xvided by the program. F
i-ks can lead a director to m 

‘xr.veness. Impact j^p') and
xvusingsub,ect(or"treatm^

rvxre those involved iv n >3 ^ase 
rx-ed to plan and condus 

■ -eatment" groups. Impa^



- TAKING ACTION -

o,ec«ve,
„ally requ.,e more “ s. eftecdve while .he pro|«.

,« «me program. A might consider .nvesnng

;:“5C”aS—
vou are evaluating.

The university of Michigan did an impact evaluation of their ■Project Commu-

=“"rS=-.=rw==E:

'^'. Provide accountability to the community, peers and others who are iiA ested m

. E^urThartime is set aside to reHect upon your efforts and the efforts of program

. DetTr’imnT.f the goals of the mission statement are being met;

. Build credibilitv for a new proeram;

. Idenhfv areas or programs whrch are successful and unsuccessful;
. Prevent failure of programs by identifying problems as they arise,

n See -Principle of Good Practice SB'. Chapter 2; Service and Uamms.

What other reasons would you include? You may be evaluabng for a varietv »''“«"*■ 
The evaluadon process can have multtple purposes, but you and your partners mu. 

participate in defining those purposes.

The Tufts University community semce program, the Leonard Carmichael Society, 
integrated evaluation into «s fall retreat Progam ccerdmato-s ah me reuea 
brainstormed a listofqoestrons they would include in an evasion » he e d o 
me year The exercise not only emtPasued evaluation at me beginning of me yea,, .ut 
, also provided a heatmy discussion atout me goals of me program, i he d-scu.sion 
produced such questions as: tVhat do we want volunteeis to get out of 
experience^ How do we want the common^ to benefa^

•Who should evaluate?
^nvohnng a vanetv- of perspectives is an essential element of the evaluation ^

implementation of educabon and action requires collaboration, t \ a uation .

121
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_ taking action -

have the resources, hinng an ^tners are mcluded m the
objective review of the program, but make sure , H

evaluator selection process.

explanation, consult the texts mentioned m the 

kinds of information about a program.

IndMduat Assessment Model abilities- Tvpicallv, a pre-
,„d..duai assessnteB, models locos on ,esit^^ „ai,s or chatactens-

”a"nVlTs-^M^

Objectives-Based Model „,f„nnance of an indmdual or program
Objectives-bas^ moderate rr Pregramsrmploymg an objectives-based niodel are
relative 10 an ob|ecnve (Tyler, l>«sj achieved. This involves revnsmng
judged according to how well specifi ’ ' p example, if a goal was to

r^Tr^orv'
bolster recruitment figures?

Context-Inpot-Process^roduct Model .o decs.ons made
The CIPP model (Stofflebeam, J,;.,,nation analyzes the discrepancy

:rn:ra:e’:rarvh:^sde^,re^,and^p^^
vcur initial program Pwcc^^ evaluation asses^s what

the extent to which the goals hai e been achieved.

Responsive Evaluation Model
Responsi ve evaluation '^uba & Lmc^^

sive evaluation provides a much wider tocus \ questionnaires and

::rrd":r;t::s:r::.™ o^ .p descr,K. pro^nem concems
and generate recommendations tor improvement.
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- TAKING ACTION -

Formative and Summative Evaluation Model
Formative evaluation uses data collected as the program develops to determine how to 
modiK- the program. An evaluator collects information about participants actions, 
reactions, perceptions and problems. Plans for future programming are redesigned 
based on the information gleaned from the participants' recommendations. For ex­
ample, at mid-term a professor may collect students' journals or conduct brief inter%iews 
to determine how work in the community is going. Based on the frustrations or suc­
cesses expressed, she may change the course syllabus. Summative evaluation is used to 
demonstrate the effectiveness or merit of a program and often compares the program 
with competing programs. Summative evaluations occur at intervals or at the end of a 
project and commonly provide additional descriptive "entry and exit" data. For ex­
ample, to determine if students acquired a greater sense of responsibility you might 
administer a questionnaire both before and after your course to see how attitudes change.

Goal-Free Evaluation Model
Goal-free evaluation is based on the premise that evaluators should not know the pro­
gram goals in advance (Scriven, 1973). In goal-free evaluation, external evaluators 
conduct a study to discover the beneficial, adverse or unanticipated side effects of the 
program. Certainly, goal-free evaluation is impractical in situations where information is 
needed to resolve an issue related to a specific program goal" Howe\:^r, when used 
properly, evaluators disclose valuable insights about the program which would other­
wise be disregarded.

■ How do I get started?
Before the program begins, set aside considerable time for hard thinking. Consider the 
following suggestions for planning and conducting an evaluation:

Internalize the process of evaluation. Make evaluation a team effort. Educate your 
parmers about the importance and relevance of program evaluation. In\ olve a cadre of 
staff, community members and students in prioritizing issues and designing a systematic 

approach to evaluation.

Learn more about evaluation. Become familiar with a variety of evaluation models. If 
'.ou need additional training, enroll in a class or read related texts. Consult with e\alua- 
tion and research specialists on campus. Also, contact people at other campuses or 
national organizations and discuss their approaches to program evaluation.

Dc/iMe vour purpose. WTiy are vour e\'aluating? What are you e\ aluating? \S hat kind of 
information do vou need? How will the information be used?

^ realistic about your expectations. You can't possibly evaluate e\erything. Begin 
modestly and work up to larger, encompassing issues. Select a critical issue facing the 
program or one of the program goals and consider how’ the results of an evaluation 
might be useful. If vou decide to evaluate a program goal, determine whether the goal is, 
'n fact, measurable. Don't waste time collecting information that has no real value.

^S'n documenting vour program as soon as the program has gotten off the ground. To 
^^ild a complete \iew of the program, collect numerical data, comments trom partici- 

and notes from observers. "Dc'^'eloping Projc’Ct Resources" in this chapter.)

"Given. . . a gap between 

where students are and 

where the world of the fu­

ture will require them to be, 

the task for educational in­

stitutions IS to create edu­

cational programs that em­

power students to bridge 

the gap. Interweaving in­

volvement in community 

service with college atten­

dance and building into cur­

ricular and extra-curricular 

programs opportunities for 

students to reflect on their 

service experience is one 

program direction with great 

promise in addressing the 

task."

-John Wallace, "The Moral 

Equivalent of War: 1990’
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=rLc:rrcr;==s=;;,..runL?4trdtn"'H0 rhlTubi^i°™sually, seven, we,.-framed quesdons 

can furnish data that are easi.y analyzed and useable.

Keep in mind how the evaluation results will be used, whether it is cost^ffecnve, 
whether Ute righB of any person will be affected by the process, and whether the mfor^ 

mation will produce valid and reliable resulB. Share the results with your 
the programVrticipants. You can "sell" the program by shanng posihve results with 

faculty, deans, funders and other influential p»eople.

\
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Evaluation Tools and Techniques

Sample TLC

What was Tempting about this training experience?

What was Lacking?
X

What needs to be Changed?

© 1992, Yo'Jih Serv ice Amcnca
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TEACH FOR AMERICA AND THE MEDIA
Introduction

In its short three year history, TEACH FOR AMERICA has received a tremendous amount 
of national and local press attention, in both electronic and print media. The program has 
been featured in a variety of outlets including Newsweek, Forbes, and The New York 
Times , as well as Good Morning America and the MacNeillLehrer News Hour. As 
members of a relatively young organization, you and your experiences are of great interest 
to the media. The Teach For America Corps Member Media Booklet was created to help 
you interact effectively with the press. The content of this booklet was determined by our 
past experiences with reporters and the effects that resulting articles and television 
interviews have had on corps members, their schools, their communities, and their 
students.

After reading this booklet, you should think carefully before sharing your experiences with 
reporters. We are not attempting to provide you with a list of ready-made answers and 
responses. Instead, our objective is to give you a clear understanding of what it means to 
be interviewed — and how what you choose to say will affect your life and your students' 
lives. It is our hope that this booklet will help you understand what it means to be a 
community member and a teacher — and that tWs understanding will make you consider 
your responses and comments with sensitivity and great care.

What follows in the next pages are procedures, advice, questions to expect, and san^le 
articles and letters.



THE INTERVIEW

No one ever expects a neNvspaper interview or picture to cause huge problems. Here's 
why it happens — and why you might be tempt^ to share certain stories with reporters.

1. Teaching is incredibly challenging ~ maybe more so than you ever thought -- and you’ll 
want everyone else to r^ze it It will be difficult to comprehend why the problems that 
exist in your school aren't better understood by the public at large. You’ll be shocked that 
people you know - your family, even your friends ~ work in jobs that have no bearing 
whatsoever on solving these problems. Basically, you'll want a release to tell people about 
an experience you couldn't adequately anticipate.

2. Reports are not your therapists. Many reporters will already have an agenda or 
"angle" in mind when approaching a story, and will look for information which supports 
their pre-chosen tack. Do not be surpris^ if something you say is misrepresented or taken 
out of context. Reporters are looking for a story, and ^ too frequently, a negative story 
makes better copy. Simply because a reporter has chosen to write about Teach For 
America does not necessarily mean that he/she believes in what we're doing.

3. Be carefiil of falling prey to the enchantment of the media While having your picture in 
the paper is one tangilbe form of reward or recognition, it may also alienate other veteran 
teachers who have been in the profession for years and have never received any press.

The relationships which exist between Teach For America school districts and the general 
public require careful handling. While there is a great need to inform the public, it must be 
balanced with the needs and sensitivities of the school administration. Complairung about 
the school -- discipline, lack of supplies, drop-out, pregnancy, illiteracy (of both students 
and parents), test scores, and other day-to-day realities, will do two things: 1) alienate you 
from your students and everyone else in the school and in the community, and 2) confirm 
the stereotypes that people have of inner-city and rural public schools arid students.

While corps members should generate an awareness of the needs and challenges of the 
public education system. Teach For America also hopes to focus positive attention on their 
students and schools. Every school and class has difficulties to overcome, but the public 
knows about the problems! It is just as in^ortant to tell other people about the 
accomplishments of your students, their achievements and their efforts. Let the reporter 
know what IS working successfuUy, and give examples of what you mean (I'm thinking of 
one boy in period five...). THAT will surprise them, and the outside world While we 
hope that co^ members motivate other people to become involved in education by 
conununicating their experiences, you should also be careful of promoting stereotypes.

The saddest part a negative article "exposing" the problems in education today will be 
forgotten all too quicldy — it's happen^ too many times for them to care. Uidortunately, 
children also learn to believe what they read

Be positive whenever possible; be thoughtful with your realism.



Some Things To Be Aware Of And To Keep In Mind

1. Assume that everyone will read what you've told the reporter -- including your 
neighbors, your students, your principal, and the rest of the school system. Imagine while 
you're speaking with the reporter that you're looking your favorite student in the eye and 
saying the same thing.

2. Forecast all possible interpretations and reactions to your comments and judge the impact 
of your statements.

3. The reporter is not a sounding board for your problems. Don't speak to them "off the 
record." Anything you say to them can be used.

4. Remember that you are also a representative of Teach For America, and as such, 
address many different constituencies.

5. Use the TFA support system to share your day-to-day concerns, to discuss problems, to 
seek answers and confomation and recognition.



Questions To Expect

1. Where did you go to college? What was your major? Where are you from? etc.

2. How did you hear about Teach For America? Why did you join Teach For America? 
What were your other options? What might you be doing had Teach For America not 
existed?

3. Do you think Teach For America trained you well enough for the situations you are 
facing in the classroom?

4. How have you been received by your school and the other teachers?

5. What has been your best experience so far?

6. What has been your greatest challenge?

7. Do you think you will continue teaching after two years?

8. E)o you attend church? (G)mmon question in rural areas.)

9. Have you ever lived in an urbanMiral area before? So what do you think? How have 
you adjusted in general? What activities are you involved in outside of teaching?



PROCEDURES

What To Do When The Media Contacts You

1. It is most important that you contact your regional director immediately if you are 
approached by the media. This will eliminate many potential problems that could occur.

2. You should tell the reporter to speak with your regional director about TFA facts and 
figures - things like recruitment and placement numbers, attrition rates, funding sources 
etc.

3. Keep your regional direaor informed about all conversations you have with reporters.

4. Find out when and where the article will appear or the show will air.

What To Do After The Article Appears

1. Contact your regional director.

2. Send at least one original copy of the article or a copy of the tape if possible to your 
regional director immediately. The regional director ne^ to be aware of all media 
coverage so he/she can be prepared for the phone calls and letters of those who respond. 
This happens whether the reporter is positive or negative, but it is esp^ally important if 
the regional director must be pr^ared for negative feedback The regional director must 
also send copies to the TFA National Office.

3. Gauge the effect the article is having - even if you think it's positive.

4. If there's a problem:

• Work with your regional director to clarify any misunderstandings.

• It never hurts to apologize should something be misrepresented or taken out of 
context

• Write letters to school officials and faculty.

• Respond to the newspaper with a letter.

• Write a letter to the community explaining that there was a misunderstanding and 
apologize.

Sanq>le articles and letters to the editor follow.
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Participant Contracts
General

Participant Contracts can be an extremely effective tool for establishing and 
clarifying expectations, managing behavior, and creating an human infrastructure 
within a service program or team. Participant Contracts fall into two categories. 
Letter of Understanding/Agreement Contracts, and Teen Empowerment Model 
Contracts.

Letter of Understanding/Agreement (LU/A) Contracts

Letter of Understanding/Agreement Contracts are relatively simple documents that 
describe a program's expectations for participants in areas such as effort, attitude, 
attendance, behavior, and commitment. They tend to be short, general in scope, and 
may emphasize the specific* priorities of individual programs.

LU/A Contracts may include a general description of the program, program hours, a 
calendar, the specific work to be undertaken, compensation, and more. They 
conclude with a sentence or two saying that the participant understands and agrees 
to the terms of the contract, and understands that failure to meet the terms may 
result in dismissal from the program. A Contract has a line at the bottom where the 
participant signs his or her name.

Letter of Understanding/Agreement Contracts are currently used by the SOS 
programs at Ohio-Wesleyan University, and The East Bay Conservation Corps.

Teen Empowerment Model (TEM) Contracts

The Teen Empowerment Model Contracts are one part of a comparatively 
sophisticated "software" for youth programs that requires both customization and 
training. These contracts provide very specific program rules and expectations, 
delineate the specific programmatic consequences for behavior such as lateness, 
theft, or poor performance, and teach participants how to manage and govern 
themselves.

TEM Contracts consist of several simple, step-by-step charts that explain to a 
participant exactly what will happen as a result of positive or negative behavior. 
Thus, a participant will know in advance that s/he will be dismissed if late or absent 
a certain number of times, and can change his/her behavior with support from the 
team in structured weekly meetings. TEM Contracts provide a system for 
monitoring individual progress, teach participants to take responsibility for their 
behavior, and create a uniform structure for peer support. TEM Contracts are 
considered especially effective in supporting high-risk youth, and can be used in 
conjuction with LU/A Contracts.



PDAT Assistance Binder 
2

Participant Contracts -

TEM Contracts are part of a two-fold system that includes another team building 
technique known as Feedback. Feedback, which also requires training, teaches 
young people how to practice and improve the skill of direct communication in the 
context of community service. It trains young people to address personal and work- 
related issues directly, honestly, and proactively. Although Feedback and TEM 
Contracts can be used separately, they work best together.

Teen Empowerment Model Contracts are currently used by City Year, The Chidren's 
Museum Teen Work Program, The Louisville Neighborhood Youth Boards Project, 
and The Positive Posse.

Developing Contracts for Individual SOS Programs

If an individual program is interested in developing a Contract for its participants, 
they should first decide what type of Contract they would like to use. If they are 
interested in a Letter of Understanding/Agreement Contract, they can obtain 
samples from their PDAT member or contact one of the programs that is using the 
LU/A Contract.

TEM Contracts and Feedback are copyrighted methods that should not be attempted 
without the proper training. Interested programs or their PDAT member should 
directly contact Mr. StarUey Pollock of Teen Empowerment Inc. at (617) 536-4266 for 
more information or to make specific arrangements.

The following should be noted when assisting programs with Participant Contracts.

• Every program should have some kind of Contract to ensure that 
participants and staff clearly understand basic expectations.

• The process of developing a contract will help programs to clarify their 
values, expectations, and plans for supporting participants.

• National Training will include some type of Participant Contract.

• Ideally, every program should have the training to use both types of 
Contracts, but there may not be enough time. The TEM Contract system 
requires at least one day of training, additional development time, and must 
be licensed to and paid for by individual sites.

• The main idea behind Contracts is to make explicit the conditional nature 
of participation in SOS, and to provide structured support for participants to 
succeed in their programs.
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CHAPTER 17 y'

SETTING STANDARDS, TONE, AND EXPECTATIONS

I Tf you're not realljr dedicated, if you're not really- comittitted to 
making- things, better-in. the future, you dooTt belong’here, nothing 
will change if we don't do it for ouxraelves. Our parents cazt't do 
it for ua. nobody- can,""

nancy TTeintidoe, 199&

The standards, tone, and expectations for the program 
communicate your priorities to both the staff and the trainees. The 
way they are set and then enforced and sustained can determine 
whether you will have a united group and successful program.

Start wi Hi Mie Staff

The standards should be talked over and established 
collectively during the staff training before the trainees are 
selected. Take the sample YouthBuild contract and Trainee Manual 
provided by YouthBuild USA, and review it. carefully, line by line. 
If there are modifications that you cmd your staff think will work 
better, make them. Review all other policies amd guidelines. If 
you want to build a teaun it is importamt to- discus® the groundrules 
and come to am. agreement.

Whatever decisions, are made, whatever rules amd standards are 
established, it is important that all staff hold to the company 
line. They may express- it in a different way or they may have a 
different tone, but the message must be the same. The message 
should be delivered clearly and consistently. In order to start on 
the same foot, the guidelines must be written down agreed to by 
all before the trainees' Orientation has begun.

Some of the questions that have been hotly debated include: 
"How should lateness be defined?* "Is a policy to
suspension after three violations too harsh?" and "What constitutes 
a good excuse." It is not an accident that each of these issues 
deals with attendance. It may seem simplistic, but in this program 
if the trainees aren't present you can't move ahead. And if 
trainees are not there on time on a regular basis, then you cannot 
place them in jobs after graduation because you cannot feel 
comfortatble recommending them to potential employers.

What this process provides is a solid amd well thought-out 
basis for the rules which makes them easier to defend when 
questioned. The rules themselves should cleaurly define what is 
allowed. However, they should be written on paper amd not stone. 
Sometimes policies that madce sense on the first day do not hold up
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under operating- conditions. Through staff and. Policy Committee 
meetings there is a. mechanism for changing: them^ Down. road,, 
they can be adjusted: according to yotur experience.

Just as important as setting rules an<±. policies is the matter 
of planning how a positive, supportive, mutually respectful tone 
will be set throughout the program. Discipline is nah just s 
matter of setting rules and consequences amd enforcing them. 
In fact, if you taJce the attitude that this is the stmt total of 
discipline, it will not work. Discipline is also a matter of 
communicating caring, high, standards,, consistent respect,, and it 
requires teaching self-discipline for the purpose of achieving 
self-determined goals.

Ultimately, discipline needs to be maintained at least as much 
by the young people in the pro^am as by the staff. Unless they 
buy into the program, believe in the caring of the staff euid the 
logic of the rules, feel respected, believe this is a path to 
future opportunity, and make a commitment to their own and each 
other's success, no amount of rule-enforcement from authorities 
will have much effect. Adults trying to force them to behave in 
prescribed ways are a very familiar phenomenon in the institutions 
they have attended. YouthBuild needs to be so different that the 
students are inspired to strive for success within it.

-To continue the process of collective discussion of the 
effectiveness of the existing approach to discipline throughout the 
year, staff meetings are held on am ongoing basis, usually once a 
week. If a staff member has a problem or feels there is an 
inconsistency in handling the rules or setting a positive tone, 
then there are opportunities for the issues to be raised in the 
staff meetings.

In addition to the standards for the young people, most 
programs have adopted a Code of Conduct for staff to avoid any 
double stauxdard amd to set the highest expectations for the adults 
to be real role models in this program. A sample staff Code of 
Conduct is in the YouthBuild Appendices.

niiT-i Tig- nT^^ owtation

The contract and handbook should be reviewed and affirmed 
during the trainees' Orientation. Reading them out loud amd 
discussing them in small groups works well. This way trainees will 
understauid the rationale behind the rules and wilL be more likely 
to follow them or at least accept enforcement of them. Trainees 
should also learn the process for chamging rules amd policies or 
for appealing decisions that seem unfair - this should be part of 
the Trainee's Handbook.
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R-E-S-P-E-C-T

A basic tenet Is-not to allow disrespect-- disrespect from one 
yoting person ta another, from a young person to. the staff, or from 
a staff member to a young person. From that underlying tenet evolve 
a number of basic policies: and: procedures; there are channels to 
communicate cprievancee, each, persots is going to be hearct, each 
person, has » right to express ideas and! concerns^ but must respect 
those of others.

Generally young people accept the concept that respect is 
essential. They want to be respected. It's a universal concept. 
But they don't always agree about how to define respect or what it 
means in different situations. Passionate discussions in rap 
groups can be held about what it means for an adult to respect an 
infant or a child, or what it means for staff to respect students, 
or what it means for a man to respect a wonum, and vice versa.

The principles of "conflict resolution" have been used well in 
some sites to establish the tone of mutual respect. In this 
process it is explicitly stated that there is no assvtmption when 
conflict arises that the staff is always right. The Director 
listens equally to both sides, and helps people worh things out: 
Training in conflict resolution is available for staffs through 
YouthBuild USA.

Respect is established partly through tone euid through 
agreements about how to treat each other. Language is a key part 
of this. Cursing, "dissing," and insulting are out. Often
establishing agreements about use of language takes discussion. 
For exaa^lo, staff at Youth Action Program decided not to allow 
anyone to use the word "nigger. * It became an issue when some of 
the trainees were using the word frequently. When asked to stop, 
they said, "But we don't meem anything by it." There was a major 
discussion of the issue. Asked if they would accept the term from 
somebody else, they said, "Oh no, only from my home hoys. " It was 
suggested that if it were a term of endearment, it should be 
accepted from wherever it comes. If it was not, if it was 
acceptable from here, but not from there, then it was not 
appropriate. After a lot of discussion, they finally understood and 
stopped using the word.

That is part of what is meauit by setting a tone of respect. 
Instead of simply imposing a rule, try to engage the yotmg people 
in the process. Sometimes it works, sometimes it does not. For 
example, at one time a number of the female trainees were 
complaining about how they were being treated by the male trainees. 
The issue was discussed in an effort to raise consciousness, to 
make the young men understand that, according to our st2Uidards,
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such harassment should not be allowed. It became clear that this 
needed to be a long-term process-, requiring further discussion. 
The dialogue continued, but rulea were imposed to protect the women 
trainees'.

Sometimes you can set rules through, discussion,^ but sometimes 
it is necessary to set the rules in. the absence of at consensus. The 
whole ideai is to create a safe and supportive environment for young 
people to work and study and perform at their best.

A Policy on Druor Use

The policy of the program must be that drugs are not to be 
used or sold. At Orientation, tell the recruits that there will be 
no drug use or drug dealing at the site or school. Emphasize the 
self destructive nature of drugs. Although many of the students 
have existed in a street culture where drug use and abuse is 
commonplace, this program is a search for an alternative to the 
past. In order for that search to succeed, the site and the school 
must be maintained as drug free zones.

In fact, the program staff may decide to wage a struggle 
against all drug use, in or out of the program. This is a hot 
discussion throughout the sites; does YouthBuild have the right to 
dictate students' behavior when they are not in school or on site? 
Should trainees be asked to be drug-free for the duration of the 
program? Should there be urine tests under any circumstances?

W”e have not tried to set stcmdard policies on these issues, 
because eveiry staff has to debate them and work them out, 
oftentimes in partnership with the young adults in the program.

one thing is abundantly clear: the more successful programs
have struggled to get students to face the fact that they cannot 
effectively lead two lives, that they will eventually have to 
choose between street life emd success in a legitimate job and 
leadership in the community, that they will have to choose between 
self-destructive behavior and positive behavior. This is the 
struggle that, goes on throughout and will test the creativity and 
the resilience of the staff.

Unfortunately, drugs and alcohol are a problem and a 
temptation in the personal lives of trainees. Both staff and 
trainees need to understand that if a student continues to use 
drugs, tha.t individual will be difficult to place and find it hard 
to hold a job after graduation.

Letting these issues slide will destroy the effectiveness of 
the program. Closing eyes to the conflict, to the fact that young 
people may be getting high at lunch, or breakfast, will not serve
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the program, or the student® well, 
some people who havet expertise 
substance abuse.

It is useful ta have on staff 
in workingr with problem® of

If contxnued dru^ abuse is. apparent, and^ the student 
acknowledges that he need® help, referral of the individual te a 
resid^tial treatment center ie of tea the best approach^ The 
iii^i-vidual can be promised a place ia the pragraaawheze treatment is 
completed, and can be considered; a member ia good- standingr, on a 
leave of ed)sence.

Some programs have taken the position that those suspectedr of 
drug use need not be proven guilty. If any staff member has reason 
to believe that a trainee is high or under the influence of drugs 
0=" alcohol, then that staff person can suspend and remove the 
offender from both site and school. It is particularly important to 
maintain this policy because of the dangers of construction work, 
where there are overriding concerns for safety.

In the same way, no drug dealing is tolerated. Again, 
reasonable grounds for suspicion on the part of any staff person 
are enough to warrant suspension. Proof of dealing in the program 
is grounds for termination.

After a trainee has been suspended, the Director and Policy 
Committee can determine whether the individual should be allowed 
back or be terminated from the program.

Dress Codes

Dress is important. At the site, the dress code is dictated 
by construction and safety considerations. Most sites have decided 
that beepers are not allowed. Dark glasses or radios with earphones 
are not to be worn in classes. Short shorts are not allowed in the 
stimmertime. Uniforms have been recpiired am.d provided by 
program with enormous success. one

A lot of ths young people don't know how to dress differently, 
and many have a limited wardrobe. Every few months, consider 
scheduling a day to dress for an interview. They each have 
different perceptions of what ia appropriate. It gives an idea of 
what they think, and becomes a starting point for the curriculum of 
the "World of Work."^ Eelp trainees be sure they acquire at least 
one appropriate outfit for pxiblic presentations and interviews.

Expectations; Fr«~»tn- Proqr»-™

At the Orientation, the Director should cozmnunicate what the 
program expects from the young people amd what the young people 
should expect from the program. The young people should expect the 
program to be supportive and respectful, to provide counseling, and
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to provide material and teachers to work with them at their own 
pace sa that they can work toward their GED and master skills at 
the site.

At orientation someone will alwaye ask, 'Are you going- to give 
met my' GED- at the end of the program? • The answer to that ie, "No, 
we are not goin^ to ^ive yo» your GSD, are going to provide you 

resource* and( the opportunity' for you toe study* and- got 
your GBZr. The rosponsi billty’ ie on you. »

The same is true regarding- a job. Are we going to get them, a 
job? No, but we are going to provide- them with the opportunity to 
learn enough to be employed. We will provide the chance to build a 
track record and develop good references from our staff which cam. 
help them land a good paying job. We will find job opportunities 
for them, but they will have to go to the interview themselves.

The program should provide the opportunities and resources to 
young people so that they begin to take as much responsibility for 
their own lives as possible. They should not be treated as clients. 
That is a passive role and puts the trainees at the receiving end 
rather than as active participants in the process of chamge and 
growth.

Eyp^ctationa: Fr*-*"* the Tt*»

From the trainees, we expect their full attention and co­
operation throughout the program. We expect them to be at school or 
work on time amd to respect the agreed upon rules, to respect each 
other and the staff, to follow the established procedures, to voice 
grievancee, and join the staff in finding solutions to problems. 
We hope they will give it their all.

Mamaginq- thft Tr-alnwa* a Contract

Having a contract doesn't meam it's followed. Managing the 
contract takes constamt attention. The contract is merely a tool 
for keeping track of what's going on and not letting things slide.

Generally the Program Manager has responsibility for mamaging 
the trainee contract. This is a difficult role which requires 
grreat care and sensitivity. It requires staying in touch with the 
trainees amd their progress, raising issues of their noncompliamce, 
coordinating with other staff and key figures to figure out a 
supportive course of action, acting firm yet being flexible, 
guiding amd inspiring them to live up to their responsibility to 
themselves amd to the program.
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3

Introduction __contract: The trainee
period. There is. a gxoup presentation on program, expectations 
of trainees and. the contract. Subsequentlv PT-oo-r-am-
Meager si^ts doj^ with each trainee and reviews the contact

understands each secSo^Sd 

^swer to answer questions that he might have. The trainee is
^Tso::n:tt:r piaced^s'his
Mediate feedback ta trainee on the infrant-T orr. rf a trainee
receives infraction from a teacher, construction trainer or
letJinJ hiff those staff are responsible for verbally

hS as it is practically possible
that he is being given an infraction.

Continual review of trainee proareaH; The Program Manager
X H “°«t of the trainees weeLy

^out their contract-- the exceptions are trainees working on 
the construction site who are doing fine on the contract. For 
those at the construction site with contract violations, the 
Program Manager travels to the site and meets with trainees 
about their situation. _ She reviews the status of their 
contract with them and finds out how they are doing in regard 
to its terms. ^

If they are having difficulty in any area, she tries to 
determine what programmatic or personal factors might be 
contracting to their problem. If personal issues are a 
consideration, then she works with the counselor and other 
staff to assist in their resolution. If the issues are 
programmatic, she discusses them with the Director and staff.

These meetings with the trainees take anywhere from several 
minutes to more than an hour depending on the nature and 
severity or fregency of infractions, and the openness of the 
trainee regarding the underlying problems. The Program
Manager might spend an average of thirty minutes with each 
craiixee •

The typical infraction is repeated aOisence or lateness. The 
Program Manager tries to determine what is going on with the 
trainee. Is the reason external problems in her relationships 
or fa^ly, or is it internal to the program? She then might 
coordinate with other staff, or make linkages with the f«unily 
to try and resolve programmatic or personal issues in a way 
that supports the trainee's continuation in the progreuii.
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Termjnatiott

ReGommendations oit termination are usually made by the 
Prograia Manager te the Director and the management teaun. The final 
decisioit on: termination- ia jointly made by the memagement team,, or 
by the whole staff, or in consultation with the Policy Committee, 
or in emergencies by the Director.

Termination is the most heaurtrending amd conflict-ridden 
aspect of managing^ a program^ Deciding whether amd when to 
terminate a trainee's participation in the program is almost never 
easy or automatic, no matter how clearly you have tried to lay out 
consequences in advamce. The goal of the program is to help young 
people succeed, not usher them through an elaborate process in 
which they finally fail.

As a result, most programs have worked out complex schemes to 
enable yoxing people on the verge of failing to regain good stauxding 
- to volunteer for two weeks to earn re-entry, to re-apply in the 
next program cycle, to correct whatever problem his behavior 
caused, etcetera. Some staff say, "Nobody is ever terminated by 
us. Some people teiminate themselves. "

But there are times when the program must ask a person to 
leaver because to do otherwise is to undermine the program, 
threaten the safety of other students, defeat the purpose of the 
program, make it impossible for staff to function, or the like. In 
addition, there is am obligation to teach the individual that he 
can't pretend, or slip amd slide, or act destructively and get away 
with it indefinitely.
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WORKING WITH THE TRAINEES AT THE SITE

"HaadB~on experience is good because a lot of people go to college 
but don't get the job because of a lack of hands-on experience. It 
is also good to have because you will then have bargaining power in 
the interview, and for your resume or to put in with your other 
skills. It's also easier to learn from hands-on experience because 
you're seeing the work being done so you can visualize it when it's 
completed.'

Rafael Soto

The success of your work at the site will depend on the input 
from each of several key participating parties; your construction 
site staff, the project architect, the major subcontractors on the 
job, emd the youth trainees. Some project participants consider the 
training and development of the young people the primary goal; for 
others the production of housing weighs equally in importance. The 
bottom line is that you must score well on both fronts--youth 
training and housing production-if the project is to be successful.

The quality of the training is enhanced if you can provide 
leadership-building and participatory roles for the trainees in the 
planning and implementation of the job. If you choose not to 
capitalize on the project's leadership-building possibilities, you 
may seek and obtain the required number of permanent employment 
placements but miss the opportunity to foster the kind of creative, 
thinking young leaders so desperately needed in our neighborhoods.

Working with a group of trainees can be a delightful 
experience, or it may be onerous, depending on how well you run 
your program. Beginning with the earliest contact you have with the 
individual trainees (when training applications are first picked 
up), through orientation and into the daily work site activities, 
your program is being watched and evaluated by a very large auid 
perceptive group: the youth.

You' re Watched

Let's get specific. You are being evaluated by the young 
people on the following points of performance:
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Do you follow through fully on each commitment? This 
includes commitments made by you personally, or by the 
program as a whole--in brochures, press statements, 
recruitment information--or even promises made bv your 
staff;

Does- the staff act in a fully responsible, professional 
way? If a staff person is arriving late to work, 
harassing a female trainee, or leaving work site tasks 
half finished, you have a problem that requires immediate 
response. The site staff should strive to be good role 
models, as workers and as concerned citizens;

Are the working conditions entirely safe? If the trainees 
feel they are being endangered by unsafe conditions they 
will feel used amd cdiused;

Is the quality of the site training adequate or better? 
It is the training that most of the young people have 
come for. Many can get higher incomes doing something 
else. If they are not learning steadily, they will be 
disenchemted with you and the progreua;

Are the rules enforced in a timely, fair, thorough 
manner? The trainees watch for fairness in enforcement 
of site rules, as they apply to other trainees and to 
staff. Staff should not be allowed excessive privileges 
and the benefit of the doxibt, if the trainees are denied 
the same;

Do you have the proper tools and supplies on hand and an 
organized plan for each working day? This must be 
communicated effectively to all participants--staff and 
young people--by posting daily work sheets and 
giving daily work briefings;

Do you make sure that wages and stipends (paychecks) , 
however small, are distributed on time and without last 
minute ■surprises*? The slightest glitch may have 
disastrous consequences. If there is a problem with pay, 
you must treat it as a grave matter; if you appear to 
treat it as a minor issue, you will be accused of 
insensitivity;

Do you demonstrate in your interaction with the trainees 
that you care for them and do not disrespect them in any 
way? Find ways to connect with each participant in a 
personal way.
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Making the Site Work

If your project achieves a good record on each of the items 
listed adsove, you will probably have a relatively easy time working 
with the young people and a positive overall work experience. What 
follows are some specific suggestions and techniques which have 
been useful.

Develop a Group PewTing

The trainees will get to know each other amd the staff members 
quickly. But attention should be paid to developing unity, 
mutuality, amd am appreciation for the program as a whole. They 
need to know they are part of something bigger tham just 
themselves. An aspect to avoid, meamwhile, is the antagonistic kind 
of unity building, which emphasizes how "good" the group is, but 
how "bad" everyone else is. A major objective for the leader must 
be to build the sense of collective identity amd cooperation, 
without making it at the expense of others, be they other parts of 
the program, neighbors, or other commimity orgamizations doing 
similar work.

Weekly Site Meetings must not get lost -in hhe shuffle

At these meetings participamts may be encouraged to share 
their thoughts on the site issues of that week. This is a chamce to 
deal with how things are going, what progress is being made in the 
training, what is not being learned well enough, the amo\mt of time 
it took to hamg that door amd how long it would normally take an 
experienced journeymam carpenter, problems at the site, and 
annovmcements of upcoming site events.

Something that works well is to ask a trainee to chair the 
meeting, shifting that duty to a new young person each week. Note; 
the chair should be selected prior to the meeting, so the meeting 
may begin in an orgamized manner, and the young people should be 
given some training in how to chair such a meeting; and coached 
during the meeting as appropriate.

Staff should attend the meeting primarily as listeners, 
speaking up as little as possible, and seeking maximum input from 
the trainees. Our experience has been that when a meeting is 
chaired amd generally dominated by the director, it is much less 
effective in developing the trainees' sense of participation, 
ownership, amd interest.
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ProvjH^ ample fto trainees on t-.heir owi proqxeBS

This feedback typically consists of written monthly 
evaluations of each trainee by the immediate supervisors, and 
monthly mini-conferences (10-15 minutes, one trainee at a time 
during the regular work day) to hear from the individual how he 
evaluates his own work, amd to add whatever may be required to 
rotind out the picture. Raises and recognition should be structured 
for those making steady progress.

Failure to follow through in the areas listed here will result 
in the creation of vacuums of time or attention at the site, which 
eventually will be filled by complaints amd acting out, inflicting 
damage upon the work atmosphere and the entire project itself. 
Again, if the trainees feel good ad>out the program, amd their own 
progress in it, things will tend to be smooth. If not, things can 
get very rough.

Develop Leadayghip antj a Sense of Ownership

Try to develop ownership amd leadership aunong the trainees. 
Some techniques we have employed are listed below:

• Invite political and community leaders to the site, or a 
class from a local school, and ask two trainees to lead 
the tour of the operation. Make sure that they are aware 
of some of the key data (what will rents bo once the 
apartments are complete, who can live here, when it will 
be finished, etc.) , amd give them the opportxmity to take 
some credit for the job. This develops leadership amd 
ownership, as well as community amd political support.

• Similarly, seek out opport\mities for the trainees to go 
off-site to represent the program. They cam do this as 
speakers or participamts in conferences, at coimmmity 
meetings, as advocates regarding the use of pxiblic funds, 
as spokespeople with the media, or as representatives of 
the program at fund-raising meetings with private 
f oxmdations.

• Respect amd bolster the role of the Policy Committee. 
Allow Policy Committee delegates appropriate flexibility 
to get to the after-work meetings on time. Issues that 
arise on site can be referred to the Policy Committee for 
recommendations. At the weekly site meetings, a delegate 
should report to the other trainees and staff regarding 
decisions made and issues still under discussion. Program 
T-shirts or uniforms cam help with program identity and 
site professionalism.
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Keep the trainees informed of the long-term planning, 
the short-term objectives, and any contemplated major 
cheuiges in plans or personnel that are expected.

Whenever possible, ask for feedback from the trainees or 
have a trainee representative with you for policy­
making meetings. Report back on decisions you have made. 
Ask a trainee who was present to report back to the group 
at the weekly site meeting.

Bring in the press. These are newsworthy projects. Press 
coverage helps keep the greater community informed as to 
the nature of the project, and it validates the work in 
the eyes of the community emd the participauats. In these 
times, positive television coverage is the fastest way to 
earn the praise amd support of the trainees' family 
members and the commiinity at large. Press clippings may 
be posted in the office and distributed as documentation 
to bolster fvind-raising proposals.

ar;r^«*n^,uate the Positive

Bring home the point that through am effective cooperative 
effort, this crew will be aUole to achieve remarkable results. These 
include a complete building rehaibilitation to make much needed 
affordable housing, amd the substantial personal benefits which may 
be accrued by each serious participant.

Be as supportive as you cam of each step forward, especially 
for those trainees facing the greatest obstacles. Remember that a 
central goal of the project is to lead the youth to a successful 
personal and group experience. In many cases the trainees are 
accustomed to failure in the work world amd in school. By noting 
and supporting each modest step forward, you are helping the 
trainee to reverse the pattern amd leading her in a new direction.

Harsh criticism of a trainee's work is almost always 
going to have a negative impact, driving the trainee into a 
defensive posture or a counterattack. The trainee, like amy 
other worker, wants to know that the supervisors amd 
administrators are noticing the effort amd progress being made, amd 
that it is appreciated. Frequently, the trainees will come to you 
amd comment on their hard work that day, or the skills they just 
learned, asking for your acknowledgement. It is preferable that you 
take the initiative to approach the trainee. Whether you prefer to 
give am informal word of support, or a formal Certificate of 
Achievement, or both, reinforcing each step forward will help the 
trainees to excel.
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Participant Selection

General

Participant Selection and the selection process are important parts of any SOS 
program for several reasons:

• The quality, maturity, commitment, and readiness of the final 
participants are the heart and soul, the "raw material" of the program.

• SOS is an exceptional opportunity and serious responsibility that will 
require the best efforts and thinking of all participants.

• At both National Training and local sites, there will be basic 
expectations and minimum standards that participants must be willing 
and able to meet in order to participate and continue in SOS.

• Only in special circumstances will programs wai\t to replace 
participants who drop out or are dismissed from the Natioxud Training 
or local programs once they begin.

• There may be little time available to interview, inform and saeen 
applicants, and a formal selection process is the best opportunity to 
evduate the appropriateiwss of SOS applicants.

• The selection process offers an excellent opportunity to introduce 
participants to the themes, methods, and skills that will be a central 
part of National Training and local programs.

Because of the tight time frame, programs wiU want to spend as little time as 
possible on the selection process, while providing as much quality ii>formation and 
preparation as possible. Hosting two or three Introduction/Interview Sessions” on 
evenings or week-ends is an easy way to cluster the largest number of applicants in 
the shortest amount of time. A effective session (ateut 40 applicants max.) should 
take approximately three and one-half hours, and it is possible to schedule two or 
even three in one day.

Sample Sell -{.•ill')! Process

Below is a sample selection process that can be adapted to time restrictions azul local 
program needs. This is only an example - not a required format It consists of 4 

parts:
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1. Introduction
2. Team Activities
3. Individual Interviews
4. Wrap-Up

The necessary materials are:
name tags for all applicants, staff, and facilitators 
pens or pencils for everyone 
one blanJc sheet of paper for everyone 
poloroid camera and film (optional) 
flip chart or blackboard with content prepared in advance

1. Introduction (30 min.)
- Welcome, Introduce Facilitator(s) (3 min.)
- Icebreaker: ’’Stand-Up, Sit-Down” and ”Seat-to-Seat Welcome”(5 min)
- Overview of Summer of Service (20 min) use a flip chart or chalkboard

• includes program structure, introduction of themes, basic 
expectations, national and local objectives. National Training
• include Q+A; applicants should say their name and where they are 
from before they ask questions

2. Team Activities (1 hour, 30 min.); divide into teams of 5 - 10
- Icebreaker: ’’Name Game" and "Group Count" (10 min.)
- Team Exercise: Team Theatre" (45 min.) one facilitator per team

• applicants have 15 minutes to prepare a 5 minute recriutment 
commercial for Summer of Service, and will present it to the large

- Public Speaking Exercise (15 - 30 min.)
• applicants have 3 minutes to identify the three most important
vibdl7^t^di*^^^t^^”' minutes to present their thoughts

3. Individual Interviews (1 hour); you will need a minimi of 10 interviewers if
you have 40 applicants present.

- interviewer introduces self, asks select questions, answers any questions (15
min./applicant) ^ ^
-Participants who are waiting to be interviewed can fill out "Cliildhood 
Reflections" and "Leadership" Activity Sheet.
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4. Wrap-Up (10 min.) in large group
• Final remarks, review timeline, final Q-t-A
- collect Activity Sheets
- "Seat to Seat Farewell Handshake"
- Individual Polaroid photos (optional)

Descriptions nf Activities anij PYPTfispc 

Stand-Up, Sit-Down

- Faalitator says, "We're going to do an exercise called 'Stand-Up, Sit-Down,'
I m gomg to make a statement, and if it is true for you stand up and remain 
stanc^ig. If It IS n<^ true for you, sit down or remain seated. The only other ground 
rule IS no talkmg. Does everybody imderstand? OK. Here goes:

1. Who here drove to this meeting?
2. Who took public transportation?
3. How many people went to bed after 10 last night? 11? 12?
4. Who took a shower this morning?
5. Who was born here in {name of city or town}?
6. Wlio was born in this state, but a different city?
7. Wl\o was born in a different state? (ask a few where)
8. Who was born in a different counb-y (ask where)
9. Who has one only one sibling? Two? Three? Four? Five? More than 
five? (ask how many)
10. Who here plays a musical instrument? (ask a few what instrument)
11. Who speaks more than one language? More than two? Tliree? (ask 
which languages)
12. Who here watched the last episode of Cheers?
13. Who has done any community service before?
14. Who here was old enough to vote in the last presidential election? 
Who here actually voted?
15. Anybody here in love?
16. Who here heard the President's speech about Summer of Service?
17. Who here heard about SOS tlirough a friend? a teacher?
18. Who is ready to give nine intense weeks of service right here in { }?
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Seai-to-Seat Welcome

Partklpuit Selection • 4

" Great. Everybexly have a seat, please. Now that you all Know a little bit 
about each other, we'd like to ask you to introduce yourselves. Take just a few 
seconds to shake hands and introduce yourself to the person on either side of you..." 
(facilitator should introduce him/herself to one or two people in the front row or 
next to him in the circle.

Name Game

- Facilitator asks everyone to sit in a circle, and then in turn say their name, 
why they applied to SOS, and the name of their favorite cartoon character, 
my^ological figure, etc.

Group Count

- Facilitator says, "We're going to do an exercise called The Group Count. 
What we have to do is count to ten out loud as a group. The only ground rules are 
that only one person can say one number at a time, and that if any two or more 
people count at the same time, we have to start over. Does everybody understand? 
Great, I'll start, "one..."

The facilitator says "start again" every time people count at the same time 
until the group gets to ten. Then the facilitator aslu, "What did people think of that 
exerdse?" and processes for two minutes, drawiixg out the themes of teamwork, 
communication, listening, etc.

Team Theatre

- The facilitator says, "Now we're going to try to use these ideas that you all 
mentioned like cooperation, teamwork, and communication, in a slightly different 
activity. Imagine you have been given the job of creating a commer^ for SOS that 

will be used to recruit young people from across the coimtry to serve in their 
communities. You have to explain to people what SOS is, why its a great program 
to join, all the other important details, and get people exdted about it. Well, imagine 
no longer, because that is exaetky what we are going to do. This team has 15 
minutes to prepare a 5 minute recruitment commercial-skit for Summer of Service, 
and will then perform it for the large group. The only ground rules are that you 
have to indude everyone, keep the language dean, and there are no put-downs. 
Does everyone understand? Okay, begia"

The facilitator should stay dose by to monitor time and add any tidbits to the 
^up if they need help.
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Public Speaking Exercise

them do™ on t rshe« of
paper *at you jua, received. Take aboue fwo .runutes right now
ton thro» minutes maximum to present your
understand? Good^ We II start here to my left with {name of applicant! " ^

Faalitator should positively acknowledge every person after they sneak and
moueh M ““ acknowledgertheInterne™" S/h“ 1 applicants, aird introduces the Ine-on-one
S^exp-latltettertl™ ^r^c's"

Childhood Reflections and Leadership Activity Sheet

- see sample sheet attached; be sure to collect these at the end of the session. 

Seat-to-Seat Farewell Handshake

X "Thank you aU for coming, but before we leave
sTL of you "goTi *c pccaon sitting on eitlri
"teff if ^u have“orr^'°">'^
Sample Qne-on-One Interview puestinns

hfhil'nft.i ' 'T'’'® ■"'a™'' quesHons for the individual interviews. It may

1. How did you hear about SOS?
I 7"?' y°“ '“P" '» 8“’ from the program?
3. mat do you f«l would be the greatest chaUenge for you at SOS? ^ ®
4. How would others describe you?
5. Who are your heroes or heroines? Who is someone that you respect and why’

■ How ?dPrake"you feel?
s Hnw ^ making a nine week commitment, full-time every day’
9: WlTyl n^ed h:Ltag’ ^
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10. An important part of SOS is bringing everyone together to work in the 
community and learn from each other. What woxild you be able to bring to the 
program and your team?
11. What are your other options for the summer? Have you applied to any other 
programs?
12. Do you have any experience working with children? Why do you want to work 
with cl^dren this summer?
13. What are your plans for the fall? Do you plan to continue working with children 
or serving your community? If yes, how?
14. Do you have any experieru» serving your community? Please describe.
15. What do you think of the basic expectations? Are you able to fulfill them?
16. What do you think about the National Training in San Francisco? Do you have 
any problems with traveling by plane?
17. Do you have any questions?

Individual programs may wish to include more questions about their community, 
neighborhood, children, or the specific service work they will be doing.

Sample Childhood Rgflprtinns and f.pad»r»hlp Activity Sheet

The purpose of the Childhood Reflections and Leadership Activity Sheet is to learn 
more about applicants attitudes, thoughtfulitess, writing skills, and critical thinking 
ability. Applicants will also acquire a sense of the kinds of issues and ideas that will 
be addressed throughout the Summer of Service. Keep the completed sheets on file 
and refer to some of the answers during first conversations with final participants. 
The next two pages are a sample activity sheet that can be copied as*is or changed as 
desired.



Childhood Reflections and Leadership 
Activity Sheet

Please answer as many of these questions as you can, and return the completed sheet 
to your interviewer. There are no right or wrong answers, and you should feel free 
to write as much or as little as you would like:
Childhood Rofloctlont Section

1. What three words would you use to describe children between the ages of 5-12?

2. Describe something special that you remember from when you were between the 
ages of 5-12.

3. Who do you think influenced you the most when you were a child? Explain.

4. Describe the best Teacher you ever had.

5. Describe the worst Teacher you ever had.

(continued on back)
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6. What do you think are the qualities of a good parent?

Leadership Section

1. What do you think are the qualities of a leader?

2. Give three exantples of people that you consider to be strong leaders.

quSSs^'oTthre'P’oplel What are the

4. Do young people make good leaders? Why or why not?

5. Is there such a thing is positive and negative leadership? Please explain.

6. Describe a time when you were in a position of leadership.
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... rE,'ss‘“IS. s?r,=rs-trrs.“Sf S appfcLr''"' i"
1. Commitment: is the applicane committed to performing the specific work and
tl e h Twining and tire local program fulhtime, five dayTa w“k for
tire full duration of the summer? Does file appLnt have an expressed iteresl to
DoesX\a%«.t;1a;;^“S?” ^

thingl to draSTu^^Ji''' WUcants first choice of

fea^1ne?Dles°s/'^"k‘‘°“ ** ’PP'‘“''‘ ^nd appreciation for
t f"' ^ applicant

interested in learning from different people?

4. Wtlhngness to Work Hard: does the applicant appear to value hard work and 
express a willingness to work intensely for tlie entire summer?

5. Dedication to the Community: does the applicant express a long-term interest in 
and commitment to improving the quality of life in *e communUy? To cliildren?

tirtI''ionfM S' Wiicant appear mature and responsible and carry liim/herself 
^ 'i '' *PP®“ and respectful? Docs s/he seem

capable and re^y for the challenge of SOS? Would you want tliis person 
representing SOS and yoiu program in public and in the media? ^

Ldhfv Potoitial; is the applicant a good listener? Does s/he appear capable of 
eadmg a group or activity, and when necessary being a follower as well?

'■“dy, willing, and able to work in a team? Does s/he 
experience or mterest in working closely with others who may be different?
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but the

.ppiiZ.. you p,» i: ^rcrsrsivr 7

1. Written Application
2. One-on-One Interview
3. Group Excrdses

Team Theatre 
Public Speaking Exercise 
Activity Sheet

4. Recommendations

15% (depends on application content) 
40%
30%
ao%;ao%;
no%;15%
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Applicant EvaluaHon Form
Interviewer should circle the appropriate number:

1. Appearance

2. Maturity

3. Interest/Desire

4. Leadership Potential

5. Commitment to Service/Community

6. Understanding of Program

7. Ability to Work in a Team

8. Curiosity/Open-Mindedness

9. Attitude

10. Willingness to Work Hard 

n. Listening Skills

12. Communication Skills

13. Flexibility

14. Ability to Complete the Program

1

1

1

1

1

1

1

1

1

1

1

1

1

1

good

2

2

2

2

2

2

2

2

2

2

2

2

2

2

3

3

3

3

3

3

3

3

3

3

3

3

3

3

excellent

4

4

4

4

4

4

4

4

4

4

4

4

4

4

1/ you were the only per«„

doubtful likely

Other Comments:
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Sample Acceptanr^ and Re^erHnn T

ev™ V ippUcan°t®"TW,7,‘w H “ aclo«>wkclge acceptance or rejection of
a ^ “ additional phone call to finalfettered learning uses stock acceptance and reiection

Wer/r programs should check with the admissions departments if their
Xosol adapted to SOS
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MEMORANDUM

To: SOS Program Directors
From: Don Gips
Date: May 27,1993

Re: • Participant Stipends
• Travel Arrangements for National Training
• Evaluation Update

• I am writing to clarify an issue involving payment of Summer of Service 
participants. The 9.5 weeks of compensation for paid participants will include 
the 2-3 day pre-National Training orientation, a week of National Training 
and eight weeks of service. This will mean that participants will not be paid 
from Commission funds for the SOS Summit unless it is scheduled on a 
weekday before August 20,1993.

• I am in the process of negotiating with the airlines for travel arrangements 
to National Training. You’ll be informed by the end of this week or the 
beginning of next week concerning the details and dates. All programs will be 
flying into San Francisco on Saturday, June 19, 1993, and out of San Francisco 
on Friday, June 25,1993.

• I am also in the process of finalizing the evaluation plan with Abt 
Associates, our national evaluator. The forms are currently being reviewed 
by OMB. As soon as they are approved, Abt will contact you. As part of this 
effort we want to coordinate the national evaluation with any local ones you 
are planning to undertake. Please write me a memo describing any local 
evaluation efforts you are planning this summer. The memo should describe 
the focus of the evaluation, its scope, and if developed, any forms or 
questions that will be used by June 7,1993.

I hope everything is going well. Please call if you have any further questions 
or concerns about these matters.

Commission on National and Cobsmunity Service
529 14th Street. N.W.. Suite 4S2, Washinoton. D.C. 2004S * 202/724-0000 * Fax 202/724-0608
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TO: Suminer of Service Program Directors

FR: Jennifer Eplett Reilly, Summer of Service
Phillip Caplan, Office of National Service

RE; Returned Peace Corps Volunteers

May 24, 1993

We have had a generous offer of support from the Council of 
Returned Peace Corps Volunteers — the national alumni 
association for people who have served in the Peace Corps.

The Council is a nonprofit membership organization headquartered 
in Washington, D.C. which coordinates a network of over 100 local 
affiliate and "country of service" alumni groups. Fortunately, 
many of their strong local councils are located in Summer of 
Service cities.

Charles "Chic" Dambach, the Executive Director of the Council, 
approached us with an offer to assist programs this summer. We 
believe this partnership has great potential for many of you and 
wanted to pursue it.

Chic has made a round of phone calls to his local councils about 
Summer of Service and, without exception, they are willing to 
work with you in a variety of ways:

o When your participants gather for regular assemblies or 
training sessions, returned Peace Corps Volunteers 
(RPCVs) can address the group, help you design and 
organize the sessions, present a slide show or assist 
with many other activities.

o RPCVs are often very prominent members of the
community. Chic's offer of support can provide you 
with access to people that you may not have thought of 
in terms of financial, in-kind, human resource or other 
types of support.

o You could establish a mentoring program connecting
returned Peace Corps volunteers with Summer of Service 
participants. Many RPCVs will probably be willing to 
serve alongside your participants on summer service 
projects.



In short, returned Peace Corps volunteers are a built-in 
constituency for national service in general and Summer of 
Service in particular. Given their variety of experiences and 
deep commitment, RPCVs can help us, and you, in many ways as we 
build Summer of Service.

Please take a moment to think about how RPCVs could play a role 
in your program. We will follow up with you in a few days to 
talk about this and then, if you are interested, put Chic in 
touch with you and the RPCV contact in your area.

Thank you. As always, please do not hesitate to call if we can 
answer any questions (Jennifer 202/724-0444 - Phil 202/456-6444)



PARTNERSHIP GROUPS FOR SUMMER OF SERVICE PROJECT

RED LAKE TRIBAL COUNCIL
Red Lake Band of Chippewa Indians
P.O. Box 550
Red Lake, MN 56671
679-3341
Gerald Brun - Chairman
Bobby Whitefeather - Secretary
James Strong - Treasurer
Roman Stately - Red Lake District Rep.
Fabian Cook - Red Lake District Rep.
Lorna Fairbanks - Redby District Rep.
Preston Graves - Redby District Rep.
Lawrence Bedeau - Little Rock District Rep. 
Allen English Jr. - Little Rock District Rep, 
Tom Stillday Jr. - Ponemah District Rep. 
Clifford Hardy - Ponemah District Rep.
Judy Roy - Tribal Executive Administrator

ENVIRONMENTAL COORDINATION PROGRAM
P.O. Box 279
Red Lake, MN 56671
679-3959
Tom Goldtooth - Environmental Coordinator

RED LAKE DEPARTMENT OF NATURAL RESOURCES
P.O. Box 279
Red Lake, MN 56671
679-3959
Dave Connors - Fisheries Biologist 
Chuck Meyers - Wetland Specialist 
Joel Rohde - Aquatic Biologist

DEPARTMENT OF HOUSING AND URBAN DEVELOPMENT DRUG ELIMINATION 
PROGRAM
P.O. Box 219 
Red Lake, MN 56671 
679-3368
Gilbert Lussier - Conservation Educa:.or
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PARTNERSHIP GROUPS FOR SUMMER OF SERVICE PROJECT

RED lAKE EAGLES PROGRAM 
P.O. Box 683 
Red Lake, MN 56671 
679-3839
Keith Lussier - Director

POST SECONDARY EDUCATION PROGRAM 
P.O. Box 90 
Redby, MN 56670 
679-3855
Clayton Van Wert - Director

CROSS CULTURAL TRAINING PROGRAM
P.O. Box 550
Red Lake, MN 56671
679-3341
William May - Cross Cultural Coordinator

RED LAKE ALCOHOL REHAB PROGRAM
P.O. Box 114
Red Lake, MN 56671
679-3392
Adam Lussier - Program Coordir.ator
Giles Hart - Program Director
Tom Barrett - Cultural Fitness Coordinacor

J.T.P.A. PROGRAM
P.O. Box 310
Red Lake, MN 56671
679-3306
Eugene Stillday - Director

TRIBAL PLANNING DEPARTMENT
P.O. Box 741
Red Lake, MN 56671
679-3341
Eugene McArthur - Tribal Planner



PARTNERSHIP GROUPS FOR SUMMER OF SERVICE PROJECT

SUMMER OF SERVICE TEAM 
P.O. Box 550 
Red Lake, MN 56671 
679-3341
Renee Senogles - Project Director 
Thelma May - Assistant Director 
Deanna Lasley - Leader 
Kevin Cook - Leader 
Fred Jones Jr. - Leader 
Karen Barrett - Supervisor 
Wayne Johnson - Supervisor 
Nolan Desjarlait - Supervisor 
Mike Roy - Supervisor

RED LAKE COMMUNITY COLLEGE
Tribal Department of Education
Red Lake Tribal Council
P.O. Box 550
Red Lake, MN 56671
679-3341
Verna Graves - Education D_rector

PONEMAH ELEMENTARY SCHOOL
General Delivery 
Ponemah, MN 56666 
554-2685
5th and 6th Graders 
ATTN: Catie Belleveau

RED LAKE COMPREHENSIVE HEALTH
P.O. Box 249
Red Lake, MN 56671
679-3912
Oran Beaulieu - Director


