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About 
Stream 1  

The International Human Rights Training Program (IHRTP) is a 

participant-centered  program. Therefore, our starting point is the 

needs and  experiences of the participants. Build ing on these, our 

aim is to strengthen the capacity of the participants to carry out 

human rights work and  to encourage critical reflection on the 

values and  assumptions that they bring into their work . 

This first Stream lays the foundations for the Program. It provides 

the opportunity for participants to clearly articulate their own 

needs and  experiences at the personal, organizational and  regional 

levels.  

In this Stream, participants are introduced  to the ―Individual Plan 

for Putting My Learning into Action‖. The Individual Plan is 

designed  to provide participants with a framework for developing 

a concrete plan for putting their learning into practice upon their 

return to their organizations. Particip ants will have the 

opportunity to work on their Individual Plan throughout the 

Program. 

 

 

 

 
 

 
 

 
 
Time: 

1 day 
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Objectives 
By the end  of Stream 1, participants should  be able to: 

 describe the content and  methodology of the International Human 

Rights Training Program  

 explain the learning spiral, the design model used  to develop the 

program 

 recognize the potential for conflict that exists in a human rights 

education context 

 develop a set of ground rules for working as a group  

 identify positive and  negative ways of giving and  receiving feedback 

 

 

 

 

 

 

 

 

 

 

 

 P a r t i c i p a t o r y  T r a i n i n g  T e c h n i q u e s  
 
 
 
 
 

 Brainstorming 

 Giving and Receiving Feedback 

 Ways People Learn  

 Instructional Diagrams 
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Unit 1 Getting to Know People 
 

Activity 1 The "Wall of Fame" 
 

 1 hr total 
 

This activity is d ivided  into two parts. 

In Part A, you will interview a partner and  he/ she will interview 

you. 

In Part B, you will be grouped with other individuals and  you will 

introduce each other to the group. 

15 min Part A Work with a Partner 

1. An Equitas staff member will provide you with a photo of a 

participant or a facilitator attending the Program, and  a 

Participant Information Card . (see below) 

2. Locate the person whose photo you have. 

3. Introduce yourself to this person and  ask him/ her for the 

information to complete the card . 

4. Print the information clearly on the card . Keep the completed  

card . 

5. When you have finished  interviewing each other, return to the 

"reception desk" where you were given the photo. An Equitas 

staff member will give you instructions for Part B. 

 

 
Participant Information Card 

 
Name  ____________________ 
 
Country  ____________________ 
 
Organization ____________________ 
 
Occupation  ____________________ 
 
 
Why you decided to attend the program  
________________________________________ 
________________________________________ 

 

 
 

PHOTO 
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Activity 2  Questions About You 
 

 30 min Your facilitator will give you a card . Write your usual first name 

and your country of origin on the card  and  place it on your desk in 

front of you. 

Each participant will in turn address one question to another 

participant in the working group. Some suggested  questions are 

provided . Participants may choose to ask a question which is not 

listed  below. 

 Do you have a hobby or a talent you would  like the group to 

know about? 

 Would  you like to tell the group something about your family? 

 What do you like most about your country? 

 What do you like to do in your leisure time? 

 Is there something you consider interesting about yourself that 

you would  like to tell the group about? 

 

Activity 1 cont’d 

 
45 min  
 
 

Part B Work in a Group 

1. Go to the Agora and  sit in the section labelled  with your group 

number. 

2. Once in your group, introduce your partner to the group using 

the information on the card . 

3. Then go to the "Wall of Fame." Place your Participant Information 

Card  and  picture under your region of origin on the wall. 

 

NOTE: If you do not wish to have your photo and  information about 

yourself posted , please speak to a facilitator. 
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Activity 3  Building Effective Group Dynamics 

 1 hr  total 
 

In a participatory learning process, participants must be prepared  

not only to take responsibility for their own learning but also  for 

their interactions with other participants in the group. 

Understanding how groups function is crucial to achieving good 

participation by group members.  

Groups can be powerful and  productive when they function well. 

The performance and  output of the group is likely to be greater than 

the sum of its ind ividual members, or as expressed  in an African 

proverb: ―Cross a river in a crowd and the crocodile won’t eat you‖ 

(PLA Notes, 1997, Issue 29, pp.92–94, IIED London). 

This activity is d ivided  into three p arts. 

In Part A, you will explore the potential for conflict in a human 

rights education context. 

In Part B, you will determine ground rules for the effective 

functioning of the group. 

In Part C, you will examine some techniques for giving and  

receiving feedback. 

 

25 min Part A  Brainstorming – Your Understanding of the Term 
 ―Conflict‖ 

1. The facilitator will lead  the group in a brainstorming session to 

have you reflect on your understanding of the term conflict. Use 

the chart on the next page to take notes. (5 min) 

2. You will then briefly d iscuss potential conflicts that may arise in 

a human rights training session. See the Materials section for 

more information on group dynamics. 
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Activity 3 cont’d 
 

Conflict is… 

 

 

 

Potential conflicts in a HRE training session: 

 

 
 
 
 
 
 

 
 

 C o n f l i c t  T r a n s f o r m a t i o n   
 

U n d e r s t a n d i n g  C o n f l i c t  
 

 

What Is Conflict? 

There are numerous definitions of conflict. Below you will find a brief summary of some 
definitions  

Conflict refers to a confrontation between individuals or groups, resulting from opposite 
or incompatible ends or means.  

Conflict is a natural, normal and inevitable part of life. This implies that conflict as a 
social and political phenomenon cannot be eliminated, prevented, or resolved. The 
challenge is to manage it in a constructive way that allows for the expression of discord 
and legitimate struggle without violence. One can, however, speak of the resolution and 
prevention of a specific conflict concerning a particular issue or set of issues.  

Conflict management refers to addressing, containing, and limiting conflict in such a way 
that its escalation into a more violent mode is avoided.  

Conflict resolution refers to addressing the causes of a particular conflict and resolving 
these so that the conflict comes to an end. 

Conflict transformation is a process of engaging with and transforming the 
relationships, interests, discourses and if necessary, the very constitution of society that 
supports the continuation of violent conflict. Constructive conflict is seen as a vital agent 
or catalyst for change. 

Source:  

Schmid, A., Thesaurus and Glossary of early warning and conflict prevention terms,  
PIOOM, Synthesis Foundation, Erasmus University, 2000 
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Activity 3 cont’d 

 C o n f l i c t  T r a n s f o r m a t i o n  

 

I n c l u d i n g  a  G e n d e r  P e r s p e c t i v e  
 
 
What is Gender? 
Gender refers to the socially constructed roles and responsibilities of women and men. It 
includes the expectations held about the characteristics, aptitudes and likely behaviours 
of both women and men (femininity and masculinity). These roles and expectations are 
learned, changeable over time and variable between cultures. 

Gender and Conflict Analysis 
A gender perspective has long been absent from conflict analysis and from the search for 
transformative responses to conflict. The transition from a gender blind perspective to a 
gender sensitive analysis is critical to finding effective solutions to conflicts. 

The use of terms like “individual”, “people”, “refugees” or “migrant”, downplays the 
inherent differences between women and men and the specificity of their experiences 
and interests.  A gender sensitive focus will enhance the understanding of the factors that 
lead to conflicts and improve the capacity to prevent and resolve them. Engendering the 
analysis of the root causes of a particular conflict does not only benefit women, but 
ensures that the concerns of both men and women are considered. It also provides for an 
overall improvement to existing information gathering, analysis and conflict prevention 
and resolution options.  

Source:  

FEWER, Developing Capacity for Conflict Analysis and Early Response. Ghana, pp. 76-
78 
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Activity 3 cont’d 
 

 

15 min 
 
 

Part B Setting Ground Rules   

In the article "Using Ground Rules to Negotiate Power in the 

Classroom," Briskin states that: 

"The setting of ground rules provides an opportunity to ra ise the 

d ifficult issues of power. It puts on the agenda the d iscomfort that 

most students feel on entering a new classroom. It anticipates 

d ifficulties that the class might face and  provides a collectively 

generated  framework for responding to them." (Birskin, 1998, 

Centring on the Margins: The Evaded Curriculum. International 

Institute, Ottawa). 

Together with your facilitator you will develop a number of ground 

rules for working together as a group . Refer back to the potential 

conflicts you identified  in Part A to help you determine appropriate 

ground rules for your group. 

Examples of helpful ground rules include: 

 Listen and  "hear" what is being said  

 Avoid  put-downs (of yourself or others) 

 Refrain from speaking too often or too long (give everyone a 

chance to speak) 

Agree on a number of rules. Your facilitator will write them on 

flipchart and  post them in the room for the remainder of the 

Program. It is important that all members of the group, including 

the facilitator, feel comfortable with the rules and  commit to 

respecting them. 

 
Ground rules for our group: 
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Activity 3 cont’d 
 

 

20 min Part C Giving and Receiving Feedback  

Appropriate and  timely feedback by facilitators to participants, by 

participants to participants and  by participants to facilitators is 

another essential element of a participatory learning process. 

Feedback on ideas, performance and  behaviour, when delivered  and  

received  through constructive d ialogue, will enhance the learning 

experience of everyone involved .  

1. Review the list of guidelines for giving and  receiving feedback 

provided  below.   

2. Try to provide some examples of appropriate and  inappropriate 

feedback to illustrate the strategies suggested by each guideline.  

3. Write your examples in the space provided . 

 C o n f l i c t  T r a n s f o r m a t i o n  
 

D e a l i n g  w i t h  C o n f l i c t  i n  a  T r a i n i n g  S e s s i o n  
 
 
Dealing with Conflict in a Training Session 
Conflict is an inevitable part of working with groups of people who have different interests, 
backgrounds and experiences. Conflict need not be destructive if it is used constructively. 

Even small conflicts should not be ignored by trainers as they may grow out of proportion 
and affect the entire group. There is no prescription for dealing with group conflict. It will 
depend on the people involved, ways of expressing dissent and disagreement which are 
determined by culture, and the style of the trainer. 

Conflicts between individuals or groups in a training session may be due to: 

 institutional affiliations  

 ideological or political alliances 

 religious or ethnic identification 

 professional relations 

 personality differences 

 gender 

Expressions of anger and conflict: 

 raised voices 

 tense, nervous body language 

 silence 

While these expressions of conflict may be relatively easy to observe, the root cause of the 
conflict may be harder to discover. 

Source:  
IIED. (1997). PLA Notes. Issue 29, pp. 92-94. London. 
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  P a r t i c i p a t o r y  T r a i n i n g  T e c h n i q u e  
 
B r a i n s t o r m i n g  

 

Brainstorming is a technique used to generate a large number of ideas. It’s a 
two-stage process. Stage one involves a creative, spontaneous flow of ideas 
without any intervention, judgment or evaluation of the ideas. Stage two 
involves more careful analysis to explore the ideas and evaluate their usability. 

It is a highly effective tool for group problem solving. It can be used to identify problems, 
suggest causes for problems, and propose solutions. Brainstorming encourages a high 
degree of participation and it stimulates those involved to maximum creativity. 

Guidelines for successful brainstorming session:  

 Have a moderator lead the brainstorming and one or two persons record the ideas. 

 Narrow or limit the issue or problem being addressed. 

 Encourage “quantity” of ideas. Out of quantity will come quality. 

 Each participant gives only ONE idea at a time.   

 Quickly and uncritically write down ideas on a board or flipchart.   

 Do not organize the words in any particular order. 

 Do not change words once they are written down.  

 Ideas can be presented through images, feelings, metaphors, events, or people.  

 Remember there are no wrong answers!   

Source:  

Etington, J.E. (1996). The Winning Trainer, 3rd Ed. Houston: Texas, Gulf Publishing 
Company. 
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 P a r t i c i p a t o r y  T r a i n i n g  T e c h n i q u e  
 
G i v i n g  a n d  R e c e i v i n g  F e e d b a c k  

 

Feedback is a way of communicating information about behaviour, performance, and 
conduct.  “If done well, feedback helps participants recognize potential problems and 
correct them. It can improve performance and interpersonal communications. Occasions to 
exchange feedback arise frequently in a learning group.” Below are some examples of 
when feedback is an appropriate form of communication during a training event: 
 

 When you ask small groups to report. “How did you do as a group?” 

 When you ask for comments on how a training event is progressing. 
“How do you like the way we are spending our time in the classroom?” 

 When participants speak to each other. “Sally, when you got up to write 
the comments on the flipchart paper during the discussion, it helped us to 
get focused.” 

 When you offer feedback to an individual after a specific behaviour. 
“Thank you Janice, for bringing us back to the focus of our discussion, we 
drifted a bit off topic. Or “Mark, it’s important to ensure that others answer 
the question as well, could you please wait to offer a solution until Sammy 
finishes his thought?” 

For more on giving and receiving feedback please see the Materials Section 
at the end of the Stream. 

Source:  

Renner, P. (1999). The Art of Teaching Adults – How to become an exceptional instructor 
& facilitator. Training Associates, Vancouver, pp. 105  
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Activity 3 cont’d 
 

Guidelines for Giving and Receiving Feedback 

For Giving Feedback Appropriate Inappropriate 

Give feedback when 

requested. 

Or 

Ask for permission to give 

feedback. 

 

 

 

 

E.g. Would you like some feedback? 

 

 

 

E.g., I think I need to give you some 

feedback. 

Challenge ideas not people. 

Avoid stereotypes and 

gender-based criticism 

$ȭÎȭȮɯ(ɯËÖÕɀÛɯÚÏÈÙÌɯàÖÜÙɯÐËÌÈÚɯÖÕɯÛÏÌɯ

issue. 

 

$ȭÎȭȮɯ(ɯËÖÕɀÛɯÈÎÙÌÌɯÞÐÛÏɯàÖÜȭ 

3ÏÈÛɀÚɯÑÜÚÛ what a woman would say 

Provide examples of 

observable behaviour.  

Do not pronounce 

judgments. 

 -  

Be specific. Overloading 

someone with information 

becomes overwhelming and 

confusing. 

-  -  

Be aware of your non-verbal 

language: quite often, non-

verbal actions speak louder 

than words.  

-  -  

For Receiving Feedback Appropriate Inappropriate 

Listen attentively: try to hear 

the words and see the 

gestures. 

$ȭÎȭȮɯ6ÏÈÛɯ(ɯÜÕËÌÙÚÛÈÕËɯÐÚȱ $ȭÎȭȮɯ2ÖÙÙàȮɯàÖÜɀÙÌɯÞÙÖÕÎȭɯ(ɯËÖÕɀÛɯ

agree with you. 

Make sure you understand: 

ask questions to clarify a 

point or ask for an example. 

-  -  

Providing an answer does 

not have to happen 

immediately: hear what the 

person is saying. 

-  -  

Be firm but not defensive: 

clearly and calmly identify 

when you have understood 

the point.  

-  -  
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Activity 4 Verifying Needs and Resources 

 30 min Based on your Pre-Training Assignments (PTAs), the facilitator has 

prepared  a chart of the group's needs and  offers/ resources. Take this 

opportunity to make sure your needs and  offers are listed . You may 

ask the facilitator to alter them if necessary. This chart will be used  

throughout the Program to make sure needs are being met and  

resources used . In the chart below make a note of: 

 what you personally want to get out of this course, your personal 

needs 

 what you can contribute to this course, the resources that  you can 

offer 

 the people who have resources that you really want to tap into. 

Make sure you get a chance to talk to them as soon as possible—

the three weeks will go quickly!  

 

My Needs Resources I Can Offer 
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Unit 2 Getting to Know the IHRTP 

 The aim of this unit is to have participants become familiar with the 

contents of the IHRTP and with the concept of the "Learning 

Spiral", the design model used  in developing the Program. 

 

Activity 1 Introducing the Learning Spiral 
 

 15 min total 
 

 

This activity is d ivided  into two parts. 

In Part A, you will compare two educational models. 

In Part B, you will d iscuss why one of these models was selected  as 

the development model for the IHRTP. 

10 min Part A 

Diagrams 1 and  2 on the following pages illustrate two models for 

the development of learning events. Your facilitator will d iscuss the 

models with you. 

Questions to consider: 

 What is the most important d ifference between these two 

models? 

 Which of the two models are you most familiar with? 
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Activity 1 cont’d 

Diagram 1: The Expert Model  
 
 
 
 

 

 

 

Source:  

Arnold, R., et al. (1991). Educating for a Change. Toronto: Between the Lines. 
Adapted with permission from the Doris Marshall Institute for Education and 
Action. 

EXPERT: 
Learning begins with the 
experts who are the role 
models for the students. 

RESEARCH: 

Researchers discover 
the key information and 
theory essential to the 
success of the 
students. 

APPLICATION: 

The role models show 
students how to apply the 
information to achieve 
success. (Note: Success 
means conforming to the 
role models). 

THE LEARNING SYSTEM: 

Teachers have the information the 
students need to succeed. (Note: 
Only the teacher teaches and the 
students learn.) 

1 

2 4 

3 
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Activity 1 cont’d 

 
Diagram 2: The Learning Spiral Model 

  
 
 
 

 

 

 

 

 

 

Source: 

Arnold, R., et al. (1991). Educating for a Change. Toronto: Between the Lines. 
Adapted with permission from the Doris Marshall Institute for Education and 
Action. 
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Activity 1 cont’d 

 
5 min 
 

Part B 

Why do you think the "Learning Spiral" was chosen as the 

development model for the IHRTP? 

 
 

 

 

 

 

 

 

 P a r t i c i p a t o r y  T r a i n i n g  T e c h n i q u e  
 
W a y s  P e o p l e  L e a r n  

 
 
 
 
 
 
 
 
 

Learning heads demonstrate that people retain more of what they learn when they use 
more of their senses and can apply what they are learning.   

 

Source: Arnold, R., et al. (1991). Educating for a Change. Doris Marshall Institute for 
Education and Action. Adapted with permission. 
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Activity 2 The IHRTP Overall and the Learning Spiral 
 

 30 min total This activity is d ivided  into two parts. 

In Part A, you will work with a partner to determine which phases of 

the learning spiral the individual Streams of the IHRTP fit into. 

In Part B, you will describe how you will "app ly in action" the skills 

and  knowledge acquired  during the Program. 

15 min 

 

Part A 

1. The facilitator will: 

 explain how the IHRTP is organized  according to the 

Learning Spiral 

 present the Learning Path of the Program illustrated  below  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Note that all Streams of the IHRTP are treated  with equal importance. 

 

Stream 1 
Introductions 

Stream 2 Starting from 
Where We Are Stream 3 Building a Global 

Culture of Human Rights 

Stream 4 Seeking 
Common Ground 

Stream 5 The Global 
Human Rights Context 

Stream 6 Human Rights 
Standards and 
Mechanisms 

Stream 7 Educational 
Evaluation 

 
Stream 8 Monitoring and 

Advocacy 
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Activity 2 cont’d 
  

2. You and your partner will be assigned  one Stream of the Program 

and you will prepare to explain to the group what phase of the 

"Learning Spiral" this Stream fits into. You will also explain your 

rationale in selecting the phase of the spiral. You will use the 

introduction and  the learning objectives of the Stream to give you 

an idea of the contents. The facilitator will refer you to the 

appropriate pages in your manual for your Stream. 

3. You and your partner will explain your Stream to the group. 

Refer to the ―Needs and  Resources‖ chart and  try to connect your 

needs and  offers to the Program Streams. 

4. Your facilitator will provide feedback to the group. Listen 

attentively to the feedback provided  because you will be required  

to provide feedback to each other throughout the Program. 

15 min Part B 

Think about how you might "apply in action" the skills and  

knowledge you will acquire during the three weeks, once you return 

to your home country or to your work. Share your thoughts with the 

group. 
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 P a r t i c i p a t o r y  T r a i n i n g  T e c h n i q u e  
  

I n s t r u c t i o n a l  D i a g r a m s  
 

Diagrams are useful visual aids for thinking through and representing information. 
Diagrams are not assumed to be transparent learning resources with obvious meanings. 
Rather, they are potentially valuable resources that have to be used properly, with 
appropriate guidance or support.  

When designing an instructional diagram we must determine: 

 Who is the diagram for? 

 What is the instructional purpose of the diagram? 

 What is the situation in which the diagram will be used? 

 
To be effective, a diagram must: 

 be well-suited to its purpose 

 be soundly constructed 

 incorporate general principles of effective diagram design 

 be appropriate for the intended users 

 

Facilitator support to the learners includes: 

 preparing the learners for the diagram: What are they going to be shown 
and why? 

 guiding the learners through the interpretation: What do the learners need to 
do to build up appropriate meaning from the diagram? 

 helping to integrate the information in the diagram with the rest of the 
subject matter: What does the diagram contribute to the learners’ overall 
understanding of the instructional topic? 

An important goal in providing support is to give learners opportunities for high quality, 
mentally demanding interactions with the diagram and its content. 

 
Source:  
Lowe, R. (1993). Successful Instructional Diagrams. London: Kogan Page Limited. Retrieved 
February 9, 2004. Available from Cyberslang Instructional Diagrams, 
http://tecfa.unige.ch/staf/staf9698/mullerc/3/diagram/diagr.html. 

 



 
 

1 Introductions   
 

1-28 

Participant  2008 International Human Rights Training Program – Equitas   

 

Activity 3 Presentation — ―IHRTP – Overview of the Program 
Design‖ 

 

  1 hr  total The aim of this presentation is to provide an explanation about the 

design of the International Human Rights Training Program. Equitas 

staff will give the presentation.  

You will be joined  with another working group for the presentation. 

 

Question and Answer Period 

 

 

 

 

 

 

 

End of Stream Evaluation/Debriefing 
 

  30 min After completing the End of Stream Evaluation, d iscuss as a group 

the benefits of the day’s events if time permits. 

Questions to keep in mind: 

 Have you tried  any of these activities before? What were the 

results? 

 How can these activities be adapted  to your own HRE needs? 

 How can the day’s events inform your human rights work? 
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Materials 

 
 
 
 
Unit 1 Activity 3 

Effective Group Dynamics – The Life Cycle of Groups, p. 1-31 

Tips on Giving and  Receiving Feedback , p. 1-32  
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Effective Group Dynamics – The Life Cycle of Groups 

Unit 1 Activity 3     

Before a group of people can function well together in a training context, they have to 

pass through a series of stages (see below). The challenge for every good facilitator is to 

help their participants move through the various stages of group formation until they 

reach the final stage. 

The Four Stages of Group Development 

1. Forming Stage: the group is a collection of individuals, each with her/ his own 

agenda and  expertise and  little or no shared  experience. (i.e., at the beginning of 

a training session). 

2. Storming Stage: ind ividuals in a group become more familiar with one another, 

personal values and  principles are challenged, roles and  responsibilities are 

assumed and/ or rejected , and  the group’s objectives and  way of working 

together are defined . 

3. Worming Stage: the group has settled  down and developed a clear identity. 

Members have begun to understand  their roles in relation to one another and  

establish a shared  vision or goal. People know each other better; they have 

accepted  the rules and  probably developed little sub-groups. 

4. Performing Stage: norms have been established  and  the group is ready to focus 

on output. It is in this phase that they work most effectively as a group. The 

confidence level of the group has reached the point where they are willing to 

take significant risks and  try out new ideas on their own. 

 

Source: IIED. (1997). PLA Notes. Issue 29, pp. 92-94. London. 
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Tips on Giving and Receiving Feedback 

Unit 1 Activity 3 

Talk in the first person. 

Statements such as "I felt ... " or "Your idea about..." communicate personal 

responsibility for responses.  They do not claim to speak for other s. 

 

Be specific.   

Statements such as "When you said  this, I..." or "Your idea about..." focus on the 

particular action or statement. Avoid  general comments such as "You keep..." or "You 

always...". 

 

Challenge the idea or action, not the person.   

It doesn't help to draw attention to the pitch of someone's voice or a stutter. Focus on 

actions or behaviours that a person can modify (if they agree this would  be useful).  

 

Combine recognition of what worked with a challenge to improve.  

Again, be as specific as possible. For example, if a person sounds preachy in a part of 

the presentation but engages people in a lively way in another part, refer to the positive 

side as a specific model of tone, strategy, and  style. 

 

Ask questions to clarify or probe reasons.   

Questions such as "What d id  you take into account when you decided ...?" or "What d id  

you mean when you said  ...?" credits the person with selection and  judgment. The 

questions also help avoid  criticisms and  suggestions that are irrelevant to what the 

person is trying to do. 

 

Identify the bridges.   

When you are giving critical feedback to a participant, remind her or him of what you 

have in common. Comments such as "I know that when we do X we tend  to...", remind 

the person that you 're on the same side. Som etimes a part of this same bridge may be to 

acknowledge d ifferences. For example, "As a man, my experience is a bit d ifferent, 

but...". 

 

Acknowledge how you connect to a problem.   

Because people can learn as much from what goes badly as from what goes well, it 

helps to show how you have also experienced  a similar problem. Statements such as 

"I've had  this problem, myself, too" or "This is helpful for me/ us to think about 

because..." emphasize that this is not just an academic exercise for you as facilitato r. 
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Wherever possible, make suggestions for alternative approaches.   

Questions such as "Have you considered ...?" or "What would  happen if we tried ...?" 

open a range of possible d ifferent responses. The use of "we" suggests that the issue and  

its solution is of interest to the whole group. Encourage others to add to the generation 

of d ifferent options. This will make it clear that there is not just one other (and  therefore 

better) way to do it. 

 

Don't assume that a difference is political.  

Check to see whether a conflict is based  on d ifferent experience, d ifferent social identity, 

or a d ifferent role in the organization. The response may clarify the extent to which 

debate can change a person's view and ascertain how important a view is to that 

person's self-image. 

 

Source: Arnold, R., et al. (1991). Educating for a Change. Toronto: Between the Lines.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 


