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Introduction 
"My mind was not at rest because nothing was acted; and thoughts 
ran in me that words and writings were nothing and must die; for 
action is the life of all, and if thou dost not act thou doest 
nothing." 

Gerard Winstanley (fl 1648-1652) 

Like Winstanley, we believe that action is far 
more important than words. We would prefer to 
be acting (doing, creating, making) than to be 
writing a book about action. Yet there is no 
doubt that there is a need for this Manual, and 
we hope that those who read and use it will see 
it not just as another trendy book for radical 
chic bookshelves, but as a guide towards 
effective political and social action. 

The first edition of the Manual, published in 
1977, grew out of a concern with training for 
nonviolent action. Yet the words "nonviolent" 
and "nonviolence" scarcely appeared in it. 
Although rooted in the nonviolence movement, the 
Manual was aimed at a much broader readership, 
at all those who sought political and social 
change through grassroots or popular action. In 
this new edition, which has been considerably 
revised but covers roughly the same ground as 
the first one, we have maintained the same 
approach and emphases. Again, the main concern 
is how to make action more effective, sustained 
and purposeful rather than spasmodic, confused 
and self-defeating. 

We both happen to believe that violence and 
violent action are counter-productive and lead 
only to the perpetuation of oppressive systems 
and structures. We assume that some readers of 
this Manual will not agree with this but we hope 
that the Manual will nonetheless be useful to 
them. We believe too that violence must be 
challenged wherever it occurs - and that 
includes the patterns of dominance, aggressive-
ness and competitiveness so prevalent in 
political and social change groups. 

Most campaigns are defeated not by the superior 
force of the opposition, but by the boredom, 
apathy and low morale of their own members and 
supporters. Insofar as any one theme can be 
said to be most important in this book, it is 
that effective group action arises only when the 
means used by a group are consistent with the 
ends being sought, and when those means stem from 
the commitment, skills, interests and enthusiasm 
of all the group's supporters. Much of this book 
considers how best to elicit, encourage and use 
these skills and interests, how to develop good 
working relationships within groups, and how to 
define the group's goals and the means used to 
reach those goals. 

This book is a resource, not a textbook, so it 
is comprised largely of tools (which you might 

want to call exercises or techniques) and there 
is relatively little analysis - only enough to 
help you choose the right tools and use them to 
best advantage. If you want to know more about 
the areas covered in this Manual , there is a 
short reading list on page 79. This Manual 
won't tell you how to make groups more 
effective, but what it will do - we hope - is to 
give you some ideas, and encourage you to think 
about them and adapt them for use in the groups 
in which you are active. 

The book is divided into eight sections: 

1. ACTION NOT WORDS - a brief look at causes and 
effects of action for political and social 
change, and the theoretical basis of the 
Manual. 

2. TRAINING FOR ACTION - philosophical and 
practical approaches to action training. 

3. WORKING TOGETHER - a preliminary section 
with basic tools for introductions, 
clarification and evaluation, many of which 
are used in all aspects of training. These 
tools can help ensure that everyone knows and 
understands what is being said and what is 
happening. 

4. INDIVIDUALS WITHIN GROUPS - the longest 
section, concerned with group structures, 
various ways of working together, and the 
dynamics of people in groups. These tools 
can help people to work together in the 
best possible way, making use of each 
others' skills and energy. 

5. SENSITIVITY - No matter how "politically" we 
define ourselves, there is no way of 
completely separating our "personal" selves 
from our "political" selves. We have 
personal needs which we expect to be 
fulfilled through our political work, and 
through our political work we develop 
interpersonal relationships with a wide range 
of people. Sensitivity tools can enhance the 
shared experiences of groups, and can promote 
trust and genuine communication. 

6. VISION - a short section which looks at the 
development of a positive and realistic 
vision of the society, community or 
institution towards which a group is working. 

7. STRATEGY - Strategy enables action to have 
an overall direction and to fit together. 
The development of a strategy requires vision, 
analysis of the situation and the forces 
involved, and a choice of suitable working 
structures and goals. Strategy tools such as 
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simulations are used to encourage 
strategic thinking and to test strategies. 

8. TACTICS - Tactics are specific action steps 
within a strategy. Good tactical planning, 
including exercises such as roleplays, can 
ensure that tactics work. 

These eight chapters are followed by a 
reading list and an index of tools. 

The first edition of the Manual also included a 
chapter on campaigning skills; this has been 
omitted in this edition because much of the 
same information is covered, in greater detai 
in PEACEWORKING: A CAMPAIGNING HANDBOOK, 
available for 	.50 +40p post from the United 
Nations Association, 3 Whitehall Court, London 
SW1. 

When we have indicated the amount of time needed 
for a tool, it is only approximate - to give you 
a rough idea of how much time to allow when 

deciding which tools to use. In the same way 
we have sometimes indicated an optimum group 
size for a particular tool. This does not mean 
that you cannot use the tool with a larger or 
smaller group - but you might have to adapt 
the tool slightly, or break Up the group into 
smaller units. We've also noted any basic 
materials you will need for the tool; sometimes 
they may seem ridiculously obvious but it's easy 
to forget even the most basic requirements like 
paper and pens. 

In compiling the tools and exercises we have 
drawn from so many sources that it is impossible 
to credit them all. Special mention has to be 
made, however, of Eric Bachmann and Herb 
Blumberg; the people involved with the 
Philadelphia Life Center; the work of Direct 
Action Training, the Action Resources Group and 
the Nonviolent Action Resources Group in the 
mid-1970s; and all the other trainers and groups 
with whom we have worked and from whom we have 
gained experience and ideas. 

Martin Jelfs 
Sandy Merritt 

May 1982 



1. Action not words 
One need look only at the "events" listings of 
alternative or radical publications to see how 
persistently and diligently we are being 
exhorted to action. On just one day in London, 
we might have the choice of: 

International Women's Day celebration 
Conference on media freedom and the right 

of reply 
Ghana People's Solidarity Organisation day 

of events 
Symposium on rights for animals 
Mass picket outside Foyle's Bookshop 
World Disarmament Campaign/CND benefit 
Fare Fight benefit 
Fare Fight market stall 
Free the Bradford 12 benefit concert 
Rock Against Racism concert 
Troops Out street meeting 
International Women's Day disco 
Campaign to Free the Siberian Seven rally 
Conference on black British writers 
CND booksale 
National Council for Civil Liberties benefit 
Pedal for Peace cycle ride. 

Politicians and intellectuals, theorists, 
bishops, managers, workers, actresses and even 
the elusive "grassroots" all try to get our 
support for their cause. How, with so many 
struggles, so many good causes, can we decide 
what to do? It is easy to retreat into an 
uneasily guilty apathy, unable to function at all 
simply because there is so much needing doing. 
Or to retreat into virtually meaningless dogma, 
mouthing political slogans which are virtuous 
("Ban the bomb" "No more redundancies") but which 
through constant repetition become more word than 
action. Other people might not face such 
problems of deciding where to put their energies; 
they have committed themselves ZOO to one 
particular organisation or approach and they 
refuse even to consider cooperating with other 
groups or - horror of horrors - stopping to 
think about and evaluate the effectiveness of 
their own group. 

Neither approach to action is very helpful. 
Effective personal action and effective group 
action both arise from serious, careful 
consideration of where to start acting, how to 
organise ourselves, how to decide on priorities, 
how to avoid closing ourselves off, how to 
communicate, and - perhaps most importantly - how 
to avoid falling apart either individually or as 
a group. 

This sort of consideration, when applied to a 
group, cannot be done by just one person or a 
small clique. While some people may be better 
than others at giving ideas or suggesting 
directions, as many people as possible need to be 
involved in deciding how to start acting and 
working together. Without this involvement, it 

is inevitable that people will become alienated, 
apathetic and bored. Without some sort of 
general consensus on priorities and approaches, 
as well as on more theoretical aspects of 
politics, any group will become bogged down in 
endless internal wrangling. This is not in any 
way to imply that people can work together 
effectively in groups only with people with whom 
they totally agree. It is to say that people can 
work together effectively in groups only if they 
understand and accept each others' theoretical 
and practical bases for action, and agree to find 
mutually acceptable priorities and ways of 
working within that group. Many of the tools in 
this Manual are explicitly designed to help 
individuals and groups clarify their own 
priorities and to facilitate cooperation, 
conciliation and the development of consensus 
within groups in which there is conflict. 

As indicated in the introduction, this Manual is 
rooted in the explicitly nonviolent movement for 
social and political change. Although there are 
huge differences of approach and opinion within 
the broad nonviolent movement (which can 
encompass everything from the Catholic Church in 
Latin America to consumer boycotts of South 
African oranges and sit-ins at nuclear bases) 
there are usually certain shared assumptions 
concerning politics, power, conflict and action. 

"Politics" is seen as encompassing far more than 
party or governmental activity. Politics is 
concerned with how people organise and are 
organised in their lives together; it is the way 
in which they get things done. It is to do with 
power, so if politics is seen as an activity of 
only some people ("politicians") somewhere else 
(Westminster or the town hall), this automatically 
alienates one from it and removes the possibility 
of change. In this Manual it is assumed that all 
action which calls for changes in the way society 
operates or is structured is "political action", 
no matter how little it impinges on the 
traditional political processes of Parliament or 
local councils. 

Difficult as it is to define "politics" and 
"political action", it is even more difficult to 
pin down exactly what "power" is. Power as the 
capacity to control or influence the behaviour of 
others is one possible definition, encompassing 
the total pressure, authority and coercion 
(including physical force) which can be applied 
in a relationship. 

Whether we like it or not power exists in all 
relationships and situations and it is the goal 
of political action - as well as much action on a 
personal level - to alter the balance of power. 
Power can be seen as a relatively fixed, durable, 
independent, self-perpetuating force which can be 
changed or destroyed only by the threat or use of 



overwhelming physical might. But there is an 
alternative view of power which sees it as 
rising from many parts of society. In this 
view power is fragile, because it depends on 
the continuing support and acceptance of many 
groups within the society - any of which might at 
any time withdraw their support. 

Some individuals and groups seek to seize power 
for themselves (whether through elections or 
revolutions); others, especially those in many 
parts of the nonviolent and feminist movements, 
seek to equalise and share power so that 
relationships and structures function in open 
ways which satisfy the needs of all participants, 
including those originally defined as 
"oppressors". 

It should be obvious that traditional labels 
such as' "liberal" or "radical" do not easily 
apply to this sort of analysis of power and 
political action. The devolution of power to 
all participants (group members, citizens, 
whatever) advocated by most of the nonviolent 

movement is often seen as a wooly liberal 
concept but it is in fact calling for radical 
restructuring of all of society so that power 
comes not from the top down nor even from the 
bottom up, but is shared horizontally in a 
variety of ways. Such a shift requires far 
more openness, trust and communication than now 
exists in many groups and structures, for only 
with such trust can the nature of power 
relationships (rather than simply the holders 
of power) be changed. 

Political action, especially that which calls 
for fundamental rather than superficial changes 
in power relationships, will inevitably arise 
from and/or lead to conflict. Conflicts arise 
when two or more individuals have, or think 
they have, incompatible goals or incompatible 
methods of reaching agreed goals. Often the 
overt or expressed conflict is only hiding 
basic differences of opinion or approach which 
are much deeper, and it requires skillful and 
thoughtful analysis to discern exactly where 
the conflict lies. It then requires even more 
skill and commitment to resolve the conflict. 

Again, there are two very different approaches 
to political action in conflict situations. 
Some people advocate polarisation of the 
situation so that one side is seen as all bad 
and the other as all good; the battle between 
the sides is then fought in a traditional 
manner (anything from the ballot box to full-
scale war) with one side emerging as the 
declared winner and the other side as the loser. 
Others - again, including many people in the 
nonviolent and feminist movements - prefer to 
seek that which is good on both sides, and to 
work for solutions which can encompass aspects 
of all positions. Only in this way, perhaps, 
can groups or, indeed, whole societies cease 
being in a state of permanent confrontational 
conflict. Only when conflict can be creatively 
used to move towards greater justice, under-
standing and integration can real and lasting 

political change take place. 

In post-war Britain - some would say in post-
Industrial Revolution Britain - passivity and 
powerlessness have become dominant themes in 
initial discussions of political action. These 
feelings were encouraged by the expansion of 
industry and the economy, the promise of more and 
more material benefits, consumerism, the 
television age, and the introduction of new 
technology. But in the last ten years materialist 
and consumerist "progress" has faltered and we 
have now, with mass structural unemployment and 
permanent recession, probably reached a point at 
which belief in the inevitability of such progress 
is declining. 

Decentralised political and social change means, 
of course, that each group determines its own 
priorities and takes action to meet its own goals - 
but too often the work of such groups is 
fragmented and dejected, prey to the feelings of 
passivity and powerlessness so prevalent in 
mainstream culture. it is vitally important that 
each group working for social and political 
change recognises that it is part of a larger 
process and seeks to link its work to that of 
other groups. People's priorities are different; 
their visions of the future and their strategies 
for reaching that future are different. It must 
be accepted that it is important to campaign on 
all fronts and to make the connections between 
campaigns. Individuals and groups need to 
develop a long-term approach and a way of working 
together which is sustaining rather than 
exhausting, and which recognises the inter-
connectedness of problems and solutions. 

Any action, no matter what its theoretical basis, 
goes through several overlapping stages. These 
are awareness and analysis of the realities of 
the situation, a desire to change one or more 
aspects, the development of a vision of a better 
situation, contacting others and organising 
together, developing together a shared vision and 
strategy for change, defining one's own role in 
the change, making allies, preparing and training 
for action, taking action, and evaluating and 
assessing the action prior to moving on to the 
next action. Ensuring that these stages actually 
happen, in however loose or truncated a form, is 
an important part of taking effective action. 

The framework of action is frequently a campaign 
of some description, although initially action is 
often spontaneous and unstructured. Care has to 
be taken to develop structures which reflect the 
nature of the campaign and are congenial or at 
least acceptable to likely participants. Another 
important factor is the development and use of 
tactics which not only gain the immediate 
objectives, but which remain productive in the 
long run rather than undermining the long-term 
goals of the campaign. 

Chapters 3-8 look at the various stages of action 
and action programmes. First, in chapter 2, we 
look at the processes of learning how to change  
our attitudes and approaches to action. 

ii 



2. Training for action 
Many of the methods and ideas in this Manual are 
for use in training sessions or workshops on 
learning, preparation or planning for action. 
There is a great mystique about "training"; it is 
often seen as something which only experts can 
do, something requiring vast amounts of 
experience. Obviously trainers for long intense 
sessions need to have a fair degree of awareness 
about what they are doing. But with sensitive 
and sensible use of the tools in this Manual and 
others which you will develop yourself, any small 
group of activists should be able to work out a 
series of basic training sessions. 

Training workshops or sessions can be anything 
from a one-hour meeting to a month-long 
conference or a series of regular meetings over a 
period of years. The emphasis is always on 
learning through experience and sharing, 
providing a framework in which every participant 
is invited to examine critically his or her 
present action, while at the same time preparing 
for a return to action. The framework must allow 
the training experience to be "digested" and not 
left as a series of happenings. It requires an 
atmosphere which is safe enough for the 
participants to be open enough to learn. 

The subject and character of the workshop will 
depend on the wishes of the participants, and 
should be responsive to their changing needs. 
Some of the key aspects of training workshops 
usually are: 

learning about each other 

2. examining the structure of the group or 
organisation 

3. improving communication in the group 

4. examining strategy 

5. planning future action 

6. briefing and co-ordinating preparation 

7. anticipating possible problems and 
learning to deal with them 

8. analysing results. 

The value of preparation, planning and training 
cannot be over-emphasised. Cesar Chavez, leader 
of the United Farmworkers' Union in the United 
States, once said, "It's a question of training. 
It's a question of learning. You have to train 
to be nonviolent just as a soldier trains to be 
violent." The care and effort which go into 
training soldiers to be disciplined, aware, 
without fear and well briefed, and the care which 
goes into planning military tactics, suggest some 
counterpart in other sorts of action. This does 
not mean that the training methods or goals 
would be even remotely similar in social or 
political struggle! The complexities of the 
situation and the requirements they impose on 
those involved are greater than on any 
battlefield. 

The American "Resource Manual for a Living 
Revolution", probably the most comprehensive book 
on organising for change, lists eleven important 
functions of training. They are: 

1. It develops skills in a variety of areas such 
as conflict resolution, democratic decision-
making, and organising a campaign or 
alternative institution. 

2. It promotes a common analysis and helps 
people choose effective strategy and tactics 
for change. 

3. It introduces cooperative ways that people 
can learn about and change their world. 

4. It promotes the development of local 
communities of support and a network of 
communication among them necessary for 
sustained work for change. 

5. It helps people share and evaluate mutual 
experiences, learn together, and build mutual 
support. 

6. It prepares people for long-term and short-
term struggle for change. 

7. It allows ideas, skills and organising 
methods to be developed and tested first in 
practice situations where risks are easier to 
take and mistakes are less costly. 

8. It develops skills for clear thinking in 
crisis situations which require quick and 
creative responses. 

9. It identifies specific organising problems. 

10. It helps the group evaluate experiences and 
develop principles by which problems can be 
solved in future organising efforts. 

11. It teaches methods of creating trust and 
solidarity that can be effectively applied to 
withstand discouragement and repression. 

Training can help bridge the gap between saying 
and doing by allowing practice in an atmosphere 
which is safe, by sharing and building group 
understanding and support, and by clearly working 
out the steps from theory to action. 

The argument is sometimes made that preparation 
and planning stifle spontaneity and creativity. 
But spontaneity is not mere impulse, nor does it 
imply undeliberated behaviour and feeling. It is 
behaviour, feeling and thought that is free of 
external constraint and imposed restriction - 
liberated action arising from the specific 
situation. Careful preparation makes such a 
liberated and creative response more likely, not 
less, by opening the participants to a wide range 
of flexible potential responses. Without such 
preparation, they will be far more likely to 
respond in traditional, uncreative and 
unimaginative ways. It is very important that 
actions and methods worked out in training or 
preparation sessions be seen not as rigid plans 
but as flexible guidelines. 



There are a number of sources for the methods and 
ideas suggested in this Manual. Gandhi, 
developing his militant nonviolent action in the 
struggle for Indian independence, stressed the 
need for discipline, training and preparation for 
action. This was studied by Western writers in 
the 1930s. In 1937 Aldous Huxley argued in his 
book "Ends and Means" that good intentions were 
not enough, and that new forms of education - 
indeed, total re-education - were required if 
social reformers were effectively to carry out 
new programmes for social justice and peace. 

In the United States, the Congress of Racial 
Equality held a long workshop in 1945 with 
fifteen participants. There was a strong 
emphasis on action, and over the next few years 
CORE developed some of the methods which were 
later used by the American civil rights movement. 
Organising experience was also gained in the 
various direct action projects against the 
Korean War, H-bombs and war preparations. When 
the civil rights movement began in earnest in 
the mid-1950s, it used training for its boycotts, 
marches, sit-ins and other actions. Their 
commitment to nonviolence and their training 
meant that participants in the civil rights 
movement were able to gain the respect of vast 
sectors of the American population, by the ways 
in which they responded to the awful and 
extreme violence used against them. 

By the middle and late 1960s the same sort of 
training was being used by the movement against 
the US war in Vietnam, but it was not as central 
a part of the movement as it had been for people 
involved in the civil rights campaigns against 
segregation and discrimination. 

In Britain there was a training project set up 
after the peak of the CND and Committee of 100 
direct actions, and in 1970 an exchange 
programme was begun between British and 
American peace groups. The Direct Action 
Training project of the early 1970s led to the 
establishment of the Campaign Against Arms 
Trade in 1974. Through the mid-1970s there 
was relatively little interest in training 
although it remained part of the work of groups 
like CAAT, Peace Pledge Union and the Fellow-
ship of Reconciliation, and of course work 
continued on training in other contexts -
education, industrial relations, etc. With the 
growth of the movement against nuclear power in 
the late 1970s and the resurgence of interest in 
disarmament and peace issues in the 1980s, there 
has been a new interest in training for action. 

As well as drawing on the work of the peace and 
civil rights movements, this Manual also uses 
the experience of Saul Alinsky, who started 
organising workers in the Chicago stockyards in 
the late 1930s and has been involved with 
community struggles ever since. Other recent 
sources for the Manual are the work of 
psychologists on group behaviour, the work of 
educationalists on learning, and the analysis of 
the women's movement on forms of group structure 
and dynamics. 

But experience and methods are difficult to 
transfer. Certainly we can learn much from the 
past work of people like Gandhi, Martin Luther 
King and Alinsky; we can learn from people like 
Paolo Friere who has developed new methods of 
education and "conscientisation" in South 
America, and from those who seek new routes to 
social change in troubled areas like southern 
Africa or southeast Asia. But the primary 
source of awareness and strength for our own 
social and political action must arise from 
within ourselves and our situations. No method, 
however imaginative or effective, can be 
transferred intact from one time, place or 
circumstance to another. Good training teaches 
us how best to recognise and draw on the 
experience of others, how to define the 
situation we are in, and how to adapt our own 
and other people's past experiences to current 
realities. 

There are a great many methods and techniques 
for training. In this Manual we call them 
"tools" - a strange word perhaps, but one 
which emphasises their practical value, the 
fact that they may require practice in their 
use, and the fact that they are means to an 
end rather than ends in themselves. These 
tools are all infinitely adaptable, can be 
combined in hundreds of ways, and can serve 
many functions: to help people teach and to 
help them learn, to relax and to energise, to 
inform and to entertain, to aid in personal 
development and in the development of group 
cohesiveness. Study the tools carefully, think 
about how you might use them, experiment with 
them and adapt them in any way you see fit. 
We are not giving you exercises or games with 
fixed rules; we are giving you ideas for the 
development of your own approach. 

Although you do not have to be familiar with 
the tools given here or experienced in training 
in order to use them successfully, you will 
have to be highly sensitive to the needs of the 
group, the appropriateness of the tool , the 
atmosphere, and the effects on participants. 
Before using any new tool read through the 
introductory part of the chapter and have a 
look through all the suggested tools to be sure 
you have chosen the most appropriate one. Be 
sure, too, that you fully understand the purpose 
and method of the tool , and how it relates to 
your situation. Will you have to adapt it for 
disabled people in your group? Is it likely to 
be too threatening or complicated for some 
people? Does it require higher levels of 
literacy than some of your participants might 
have? Are you quite clear about how you are 
going to introduce the tool, how you're going to 
keep it going, and how you're going to bring it 
to an end? How much discussion or evaluation is 
the group likely to need afterwards? These and 
many other questions must be asked - and 
answered - before you embark on a training 
session or even introduce a tool in a meeting. 
It may sound daunting but with experience you 
will soon have an almost instinctive sense of 
which tools or adaptations will be best in most 
situations. 



It is a paradox of training that the groups which 
most need to experiment with a tool may be 
precisely those groups least able to do so. 
There are several reasons for this. Introducing 
a tool may be seen as an admission of a problem; 
this conflicts with the classic human way of 
"dealing" with problems, namely, pretending they 
don't exist. Or the implied possibility of 
change may be seen as a threat to the established 
order in the group, since everyone - especially 
those on top - has something invested in keeping 
the group the same. The people who are most 
dominant often oppose changes and are in the best 
position to ensure that the status quo remains. 
If changes are attempted with any sort of 
accusation implied, then the resulting 
defensiveness will wreck the effort. The only 
possible attitude is one of experimenting and 
searching together for a better way, 
acknowledging that the present is less than 
perfect. 

Sometimes these problems can be overcome if the 
person initiating the use of tools or leading the 
session is an "outsider". The advantage is 
that there will be fewer associations with the 
person, and any feelings generated can be taken 
away when she or he departs. The disadvantage, 
of course, is that they will not know the group 
and the experiences of the group. Whatever 
happens, leading should be as non-directive as 
possible, with the leader functioning as an 
"enabler" or "facilitator" at the service of the 
group, helping the group to explore whatever 
areas they wish. This applies particularly if it 
is a continuing group. A group working together 
has to share ideas and experiences and be self-
directing by varying the roles that group members 
perform; all of this is discouraged by the 
leadership of one person if it is even slightly 
authoritarian, and in a training situation 
authoritarian leadership may well inhibit the 
free flow of ideas so necessary for learning. 

In non-continuing groups, for example those found 
at conferences or in groups which come together 
solely for the purpose of getting training, 
slightly different considerations apply. While 
it is certainly good if all reactions and 
relationships can start there and then on an 
equal basis this is often not possible, because 
of time constraints, and the leader should have a 
fairly clear idea of what she or he would like to 
do with the group - at least initially - so that 
vast amounts of time are not used deciding how 
the group will start. With a sensitive leader 
and a well thought out programme, it should be 
possible to move right into the training session 
and to introduce new ideas or tools as 
appropriate to meet the needs of the 
participants as those needs become obvious. 

Again, it cannot be stressed too much that these 
tools are means to an end - the end of enabling 
groups to work together more effectively. A 
Buddhist text says, "All doctrines taught by 
Buddha must be understood as a finger pointing to 
the moon. To show the moon we make use of the 
finger, but we must not confuse the finger and 
the moon, because the finger is not the moon." 

Tools are "fingers" which point to improvements 
in our action. This may seem very obvious, but 
it is frequently forgotten. There is a myth of 
technique as a modern magical ritual; performance 

becomes all-important, and we expect 
instantaneous and certain results. The tools in 
this Manual are not meant to be used in that 
fashion. They are means to enable us to look 
anew at ourselves, our colleagues and our 
struggles - but they will not in themselves  make 
us more perceptive or more sensitive, make us 
work better in groups, or bring us nearer to the 
political and social changes for which we are 
working. 

Objections to training 
Many people - especially those in traditional, 
well established groups - object to the sort of 
training exercises we are presenting in this 
Manual. Such exercises, they say, are childish 
and artificial. They don't have anything to do 
with the real work of the group. They're just 
self-indulgent navel-gazing dressed up with 
liberal analysis. 

As in all criticism, there's a grain of truth. 
But usually initial criticism of this sort 
arises not from a careful consideration of this 
method of training, but from an instinctively 
negative and defensive response to anything new 
and threatening. In many ways we are all 
conservative, and change and the unknown are 
frightening. For the leaders and dominators, 
change threatens their position; for the 
introverts and submissive ones, change threatens 
to alter their self-image which is a 
justification for their behaviour. Like the 
prisoner who has been held in a cell for many 
years, we are afraid if the door swings open. We 
are afraid to give away too much of ourselves, to 
behave in ways which are unusual for us in that 
particular situation, to open ourselves to 
criticism. It is much easier to say that 
problems don't exist within the group, and that 
if some members do see a problem, then it's up to 
them to work it out in their own time, rather 
than using up the group's precious time. It's up 
to the trainer, or the person suggesting the use 
of a tool, to stress that if a problem is felt as 
real then it is real in its consequences, and 
should be dealt with. 

One of the main criticisms of the sort of tools 
we are presenting here is that they are childish. 
This is used as a derogatory term; it is 
insulting not only to children but also to adults, 
by implying that anything which is entertaining 
and not wholly "serious" has no role in our "real" 
work. But play for children - and in many 
situations for adults as well - is the natural 
vehicle of learning. 	It is far easier to take on 
new skills or to gain new insights if one is 
enjoying oneself. Some of the tools, especially 
in the section on sensitivity, actually are games 
but games of a special sort - ones which remove 
or change the traditional- power structure within 
groups, by using bodies and imaginations rather 
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than verbal/intellectual/rational skills, and 
which remove the competitiveness which is so 
typical of most groups (as well as most games). 
Indeed, some of the tools in this Manual are 
"childish" and it is in this that their strength 
lies - in their emphasis on imagination, fun and 
non-competitiveness. 

Another common criticism is that the exercises 
are artificial. Again, indeed they are - and 
because they provide a setting which is somehow 
different from the one to which we are 
accustomed, they make it easier for new ideas 
to be expressed, or for old ideas to be 
expressed in new ways. People who are far too 
timid to speak up in meetings are often wildly 
creative in brainstorming or picture-drawing 
sessions. Groups bogged down for meeting after 
meeting in arguments over long-term strategic 
planning can often get themselves sorted out 
after one good, well planned strategy session. 
People resistant to new forms of action 
(leafletting, canvassing, sitting in, whatever) 
can work through their fears in safe, secure 
role-playing exercises. These frameworks are 
artificial - but by what god-given decree were 
formal meetings with chairmen, secretaries and 
committees ever defined as "real"? "Artificial" 
is being used in this situation as synonymous 
with "unusual" - and we get back to the fear 
of the unknown. 

The more barriers we erect against new ways of 
working together, the more closed we are to 
new ideas, the higher will be the risk in using 
these tools. Risk is perceived differently by 
different people. For some, physical contact 
constitutes a high risk; others are afraid of 
saying too much about their feelings, or of 
looking stupid or silly in intellectual 
discussions, or of taking on a task which they 
can't adequately perform. Sensitive trainers 
will do everything possible to minimise the 
risk to members, while at the same time 
realising - and helping group members to 
realise - that an important component of 
training is recognising and overcoming this 
feeling of threat. It is important to know when 
to stop or alter an exercise, if it is becoming 
too damaging to one or more participants, and 
to be able to do this without introducing yet 
more threat into the situation. 

As well as feeling threatened by the physical, 
emotional or intellectual risks of these 
exercises, many people are also frightened by 
the energy required. For those of us 
accustomed to sitting passively in meetings, 
absorbing words, it is quite a novel experience 
to be expected to get up, move about, touch 
people, draw pictures, play games. It sometimes 
helps if the trainer explains exactly why a 
particular high-energy exercise is being 
introduced; many people are simply not aware 
that energy flags and attention wanes after an 
hour's discussion, and they're willing to get 
up and stretch if they're told why. Again, in 
a tense discussion, tempers may be cooled if 
the chairperson or someone can say in a friendly 
way, "Before we go on with this any more, why 

don't we just get up and stretch for thirty 
seconds?" 

Training programmes 
So far, in discussing the use of tools, we have 
not really distinguished between tools 
introduced into existing situations - for 
example, introductions at the beginning of a 
meeting or evaluations at the end of an action -
and tools used as part of a specific training 
programme. Although the tools themselves may be 
virtually identical, people's responses to them 
may well be quite different and this will have 
to be taken into account when considering which 
tools are appropriate at various times. 

Nonviolence training can encompass so much that 
it is impossible to give any clear suggestions 
for all-purpose sessions. Some people might 
want nonviolence training solely to prepare 
themselves for a demonstration or direct action. 
Others are more interested in learning how to 
deal with violence and aggression within 
themselves and their community on a day-to-day 
basis, while others want to consider how to 
defuse potentially violent confrontations in, 
for example, schools or prisons. For some 
people, nonviolence refers primarily to non-
cooperation with an oppressive authority, such 
as the Norwegian teachers' strike against the 
occupying Nazis during World War II. Yet 
others expect the major emphasis of nonviolence 
training to be on group dynamics, or 
sensitivity. Faced with all these differing 
expectations, how can a meaningful training 
programme be developed? 

Whether the training is a short one-off session 
or an extended programme, it is vital that 
trainers' and participants' expectations be 
clarified at the beginning. This can to some 
extent be done beforehand, by being clear about 
the content of the session in any publicity 
material - participants primarily interested 
in violence in schools can't really complain 
if that's not covered in a workshop which has 
been explicitly publicised as "training for 
nonviolent occupation of a nuclear power site", 
though they could rightly be disappointed if 
it didn't come up in a session advertised 
simply as "nonviolence training". The other 
way to clarify expectations is through 
introductory exercises such as MUTUAL 
INTRODUCTIONS (page 12) or THE TRAIN (page 75), 
followed by discussion and a consensus on 
which aspects of training are most important 
for this particular session. This approach is 
usually far more difficult for the trainer, 
who may have to decide on the spot which 
exercises to use. 

When setting up training programmes it is very 
important to vary the pace, breaking up long, 
serious exercises with something relaxing or 
energising. Be sure to allow enough time not 
only for the exercise and any discussion or 



evaluation afterwards, but also for people to 
re-adjust to "reality" after particularly 
intense or exciting exercises. The times 
given with the tools are only approximate but 
should help you to ensure that training sessions 
aren't too cramped for time. It's far better, 
in any session, to do a few exercises well than 
to try to cram everything in and end up 
disappointing everyone. 

Be sure that you have a good balance of verbal 
and non-verbal exercises. It's as exhausting to 
sit through a day of discussions about 
nonviolence or group dynamics as it is to sit 
through a day of the most boring conference - or 
to get through a day of intense and perhaps 
threatening sensitivity exercises. Try to 
choose exercises in which everyone - even the 
most shy or inarticulate or frightened - will 
feel able to participate. Vary your approach as 
a trainer; better yet, share the training with 
other people. It can be very exhausting indeed 
to lead a training session for more than an hour 
or two, especially if it is an unfamiliar group 
and you are having to work out the details of 
the training programme as you go along. Don't 

let yourself get exhausted - that will be 
transmitted to participants and they will find 
it very difficult not to feel exhausted as well. 

Allow enough time at the end of the session for 
an evaluation (pages 17-18). Even if the 
participants or you as the trainer have been 
dissatisfied with some (or most!) of the session, 
try to emphasise the positive and ensure that 
people go away feeling that they have to some 
extent benefited from what has happened - even 
if the benefit has been somewhat negative. If -
as is far more likely - participants are 
excited and enthusiastic about what has happened, 
encourage them to apply their new insights to 
their everyday life and to groups they take part 
in. Encourage them too to train others in 
similar sorts of techniques. Many people would 
be extraordinarily good trainers if only they 
had the confidence to start. 

In chapters 3-8 we present over 130 tools, 
exercises and techniques which can be combined 
and adapted for use in nonviolence training, 
action training, group dynamics training, or 
sensitivity training. 



3. Working together 
This section is a "toolbox" of techniques and 
ideas which can be useful in helping people to 
get to know each other and in encouraging people 
to work together in the most effective and 
satisfying ways. There are three sections: 
introductions, clarifications, and evaluations. 

Many people say they don't see the need for 
introductions - or for any more than just a 
brief round of names. "We'll get to know each 
other as we go along," they say. But often 
participants in meetings or activities don't  get 
to know each other, and only see one aspect of 
each other. This seriously limits their 
effectiveness in working together. 
Introductions can help groups to start off 
positively. 

Clarifications are ways of improving the clarity 
of communication in groups. They can provide 
opportunities for shy or less articulate people 
to participate more than they usually do, and 
can help to ensure that all participants 
understand exactly what is being discussed or 
suggested. Some clarification tools, such as 
BRAINSTORMING (page 15), are quite well known, 
while others such as WEB CHARTS (page 57) are 
still new to many people. 

Evaluations are part of learning. By 
systematically assessing the results of what we 
do, we can learn how to improve. Most people 
subconsciously evaluate the effects of what they 
do and what happens around them all the time, but 
when groups are involved, there is a need to 
compare different experiences and assessments, 
and to pool suggestions for improvement. The 
techniques suggested here can help in this 
process of expressing, listening and suggesting. 

The tools in this chapter don't provide magical 
answers (nor do any of the other tools in the 
Manual!) but they can help people get to know 
more about each other and the work of the group, 
and become more comfortable and more effective 
together. 

Introductions 
The more we know about people, the more we can 
base our judgments about them and our 
interactions with them on reality - rather than 
on stereotyped ideas based on their appearance or 
on the little bit of information we may have 
about them. Yet we are often uncomfortable 
sharing information about ourself. It is almost 
as if we are afraid of giving away too much, of 
letting people in on our secrets or of defining 
ourselves inappropriately in a specific situation. 
(People coming together for a work-related 
conference, for example, will define themselves 

in terms of their job, or where they live - but 
seldom would they mention their family situation, 
spare-time interests, political affiliations, 
etc.) 

Names in themselves tell nothing about a person - 
unless the name is well known - so introductions 
which consist only of names are nearly always 
inadequate. This does not mean that names are 
unimportant, since they provide labels, something 
on which to attach faces, visual or behavioural 
clues, and bits of information. 

Introductions are most effective if they consist 
of names and at least one other piece of 
information about the person. This can be 
directly related to the purpose of the group 
(their expectations for the group, the 
organisation they represent, their job, their 
particular skills) or can be quite irrelevant 
but interesting (their favourite dessert, where 
they went on their most recent holiday). The 
purpose of this type of introduction is to break 
down the barriers between people, to give them 
opportunities to interact informally as well as 
formally. 

Usually the most significant pieces of 
information are those selected by the person - 
what they would most like others to know. If 
they are not given the opportunity to choose the 
information, the most significant item is often 
assumed to be their job. Some of the 
introduction tools which follow ask everyone to 
select their own information; others concentrate 
on name-learning and try to improve that; others 
have two levels of sharing, with talk in pairs or 
threes and then shorter introductions in the 
larger group; finally some tools use non-verbal 
expression as more memorable than words. 

Whenever a group comes together for any purpose, 
there should be some sort of introduction unless 
everyone knows everyone. If there is only one 
newcomer it is even more important to have 
introductions - they serve as a recognition of 
her or his arrival. Although there is usually 
no hope that all names will be remembered, they 
should be given. Frequently, in groups where 
people think that everyone knows everyone, this 
is not the case. Some may be recent members, 
some may have bad memories, others may have been 
absent when somebody was first introduced. At a 
conference it is a good idea to begin each 
session with a round of names, if this is at all 
practical. 

The best introductions are those which are 
integrated into the programme itself, and which 
do not seem like a forced ritual. At the very 
least, everyone should hear the names of all 
present; beyond that, the choice of introduction 
tool will depend on the size of the group, the 
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. BEANBAG 

Purpose: in a group of up to 20-25 people, to 
produce the names of all the people 
there, perhaps with additional information; 

 
to loosen up the group. 

Materials: beanbag (or soft rubber ball, 
rolled-up pair of socks, etc) 

Time: about j minute per person 

Method: Participants stand in a circle and say 
their name and one other piece of information 
(serious or silly) about themselves. After 
everyone has done this, it's a good idea to 
have everyone repeat their name once again, 
very quickly, to fix it in people's minds. 
One person then throws the beanbag at someone, 
and the person who catches it has to say the 
name and bit of information of the person who 
threw it. The catcher then throws it to 
someone else, who has to say the name and bit 
of information of the person who threw it, 
and so on until everyone has had a chance to 
catch it and throw it. 

Comment: This game takes a fair amount of 
time but can loosen up the group very quickly, 
especially if the additional information about 
each person is light. There are similar games 
where participants say the name of the person 
they are throwing the beanbag to - but this 
means that participants only choose people 
whose names they already know. It is 
important to ensure that everyone has the 
beanbag thrown to them and in large groups it 
may be worth asking two or three participants 
beforehand to see that everyone gets a chance. 

4. 	MUTUAL INTRODUCTIONS 

Purpose: to enable everyone to know at least 
one other person quite well. 

Materials: watch or clock 

Time: 7 minutes + 2 minutes per person 

Method: Participants form pairs, preferably 
of people who don't know each other. Each 
person introduces themself to the other for 
about three minutes. Someone calls out time, 
and they then change roles for another three 
minutes. The group re-assembles and each 
person introduces their partner to the group. 
This introduction can be emphasised by them 
standing behind their seated partner and 
speaking in the first person. 

Comment: This is particularly useful if there 
are many people who haven't met any others 
before. It ensures that they know at least 
one person in some depth. The length of the 
introductions can be greatly varied. Standing 
behind the person focuses attention on them, 
and speaking in the first person can improve 
the ability to identify - although it can 
confuse listeners if they're not sure who "I" 
is. A variation is to allow the pairs to 

number of newcomers, the format and tone of the 
rest of the meeting, the permissible level of 
risk, and the time available. Remember that 
introductions can, at times, increase tension 
within the group, by making participants more 
aware of strangers and aware of being watched. 
Don't create a situation in which participants, 
especially newcomers, feel that they have to 
"perform" in order to be accepted by the group. 

1. NAMES 

Purpose: to produce all the names of people 
as quickly as possible; 
to produce other information of use 
to the group. 

Time: 	minute per person 

Method: Participants sit in a circle if 
possible, and each one says their name. This 
information will be better fixed in people's 
minds if the opportunity is used for agenda 
planning (by everyone saying what they have 
come for), for personal affirmation (by 
everyone saying one talent they have), for 
positive thinking and personality revealing 
(by everyone saying one good or new thing 
which has happened to them in the past week), 
or for sharing other types of information. 

Comment: By giving additional information as 
well as a name, there is a greater chance of 
people remembering the name. The additional 
information is useful in itself, since it 
makes people more comfortable with each other 

2. CUMULATIVE NAMES 

Purpose: in a group of up to 20 people, to 
produce the names of people there; 
to fix the names; 
to serve as a warm-up game for 
the group. 

Time: about 	minute per person 

Method: With the participants sitting in a 
circle, one person says their name, the next 
person says both names, the third person all 
three names, and so on ("That's Joe Brown, 
and that's Jane Smith, and I'm Sue Mullins"). 

Comment: Everyone has to listen intently to 
remember the names when it is their turn. 
If this game is kept light it can loosen up 
the participants, but it may increase 
tension amongst those near the end or those 
with bad memories or hearing difficulties. 
This can be minimised by having people only 
repeat the names of the six people right 
before them, so no one has to remember too 
many names. 



. 	AUTOBIOGRAPHY 

Purpose: to learn about others as a group; 
to provide a permanent record of 
what was learnt for reference. 

Materials: one index card or postcard per 
person; pencils or pens; blu-tack 

Time: 6 minutes + 	minute per person 

Method: Ask people to take five minutes to 
write whatever they want about themselves, 
except their name, on a card. Collect the 
cards, shuffle them, and pass the pack to the 
first person in the group who reads out the top 
card. The others have to guess who wrote it. 
When the person is guessed they take their card 
and put it on the wall with their name on. The 
pack is tnen passed to the next person. 

Comment: This works best in groups which do 
not know each other. The wall directory of 
cards can be very useful for reference. 

work in an interview type situation, 
interviewing each other for three minutes each. 
Another variation is to allow the interviewer 
or the listener a further two minutes in pairs 
to tell the speaker what they heard him or her 
say. 

5. 	TRIADS 

Purpose: to enable individuals to know at 
least two new people. 

Materials: watch or clock 

Time: 15-20 minutes 

Method: Participants go off in groups of 
three. A takes three minutes to tell B and C 
as much about themself as they feel comfortable 
in telling. B and C then each do this as well. 
B and C together then take two minutes to tell 
A what they heard her or him say, and what 
they infer from what was left unsaid. C and A 
do this for B, and A and B do it for C. There 
is usually no reporting back to a large group 
so another tool, such as CUMULATIVE NAMES, 
should be used as well. 

Comment: This process takes 15 minutes plus 
the time taken to explain it. One person 
should call time for everyone and explain what 
is happening. There are three periods of three 
minutes each when each person introduces 
themself, followed by three periods of two 
minutes each when each pair responds. This 
tool combines several components: careful 
listening, a chance to check whether you 
understood, and a chance to work as a pair in 
re-telling. Also you learn something about two 
other people - all in 15 minutes. These triads 
should not become mini-discussion groups; only 
one person talks for the first part and only 
two for the second part. 

7. EXPERIENCES 

Purpose: to give participants more insight 
into others than the usual 
biographical details provide. 

Time: 2-3 minutes per person 

Method: Each person takes about two or three 
minutes to share with the group one or two 
turning points in their life, incidents which 
have been significant in making them into the 
people they are today, a specially meaningful 
experience from their childhood, or an 
important incident from the recent past. 

Comment: This can only be used in small 
groups - to a maximum of eight or ten - or it 
becomes too time-consuming. It is best in 
groups where at least some of the participants 
already know each other slightly, and where 
they are likely to be working or meeting 
together for an extended period. 

8. DRAWING 

Purpose: to allow people to express 
themselves and share the result; 
to make good wallpaper! 

Materials: paper, crayons, felt-tip pens, 
blu-tack 

Time: 10-15 minutes + 1-2 minutes per person 

Method: Ask everyone to draw whatever is 
descriptive of themselves. Allow 10-15 
minutes for this, then each person shows and 
explains their picture to the group. They 
then write their name on the picture and put 
it on the wall. 

9. PANTOMIME INTRODUCTION 

Purpose: to introduce people unforgettably; 
to loosen up the group. 

Time: 3-5 minutes per person 

Method: Ask participants to depict without 
words an activity they enjoy, something that 
is especially important to them, or a response 
which is characteristic of them. 

Comment: No-one should be made to do this. 
'The information shared in these mimes is self-
selected and is often very relevant - one 
person, for example, sat on the floor and 
persistently tried to balance two pencils on 
top of each other, to show that he constantly 
tried impossible tasks. The actions are much 
more memorable than words, and provide a good 
introduction to mime. 



12. 	WALL AGENDA 

Purpose: to provide a visible agenda so 
that everyone can see progress 
and take responsibility for the 
running of the meeting; 
to enable an agenda to be written 
up as it is worked out at the 
meeting, and to be changed if 
necessary. 

Materials: as for WALL CHART 

Time: as long as it takes to agree the 
agenda 

Method: Items are best written one under 
the other, with space between for additions 
or changes. It helps in some meetings if 
categories of items are grouped together or 
written in different colours. Common 
business categories are "Matters for 
report", "Matters for discussion", and 
"Matters for decision". 

Comment: If the group has the structure of 
a collective or workgroup, a wall agenda is 
particularly useful for developing 
collective responsibility for business, and 
for learning group discipline. It can often 
be useful to give times for each item so 
that everyone can attempt to keep within the 
time allotted, and so that important items 
at the end of the agenda do not get squeezed 
out because too much time was spent on 
earlier items. As the agenda is written 
up, time limits in proportion to the size 
and importance of the item are agreed, and 
only through a collective decision can these 
limits be altered or waived. 

Posters, cheap paper from a 
stationers or art shop), board or 
wall to fasten it to, drawing pins 
or blu-tack, felt-tip pens of 
various colours and widths (be 
sure they won't go through the 
paper and damage the wall) 

Time: 1-2 minutes to explain 

Method: Charts can be produced as part of 
the meeting, with items listed as they are 
discussed. Or they can be more informal, 
with participants encouraged to add 
information, ideas or comments to charts 
whenever they wish. 

Comment: I once went to a two-week conference 
where, by the end of the fortnight, the main 
room was virtually wallpapered from floor to 
ceiling with these charts. The more visible 
the problems, questions, agendas and minutes, 
the easier it is for everyone to follow -
even those with bad memories. It is also 
easier for anyone whose mind wanders to pick 
up the thread again. Many tools incorporate 
wall charts. 

10. 	POSTERS 

Purpose: to create a permanent presentation 
of information and ideas; 
to allow questions, comments and 
thoughts to be presented. 

Materials_  : poster-size paper (16"x12" or 
larger), crayons, felt-tip pens, 
blu-tack 

Time: 5-30 minutes 

Method: Ask everyone to bring, or write when 
they arrive, a poster with their name and any 
other information/creation that they wish. 
Specific information could be requested, such 
as ideas on the subject, reasons for coming, 
group memberships, interests, etc. Posters 
are then displayed in a common area. 

Comment: This is a very flexible tool. A 
great deal can be learnt about someone from 

their poster, especially if crayons and felt-
tips are used. Some will fill the paper with 
small writing of their life history, some 
will draw scenes from their life, some will 
write a poem or a meaningful quotation; many 
will write questions or decorate the edges 
in great detail. If specific information is 
requested, such as expectations for the 
meeting, this can be used in programme 
planning and evaluation. 

Clarifications 
The whole of this Manual is about clarifications 
of one sort or another; the section on strategy, 
for example, gives specific tools which simplify 
and clarify the process of developing a strategy. 
The general clarification tools given here, and 
others throughout the Manual , are mostly based 
either on pictures or lists. Both are done by 
the group, or are at least visible to the group. 

Pictures and lists are only simplifications; 
they cannot be complete and they cannot indicate 
everything that was said or meant, or all the 
inter-relationships between facts and ideas. 
They can, however, serve as a group memory; 
they can provide a sequence for dealing with 
items; and they can show the links between 
items. 

WALL CHART 

Purpose: to provide a visible record of ideas 
and points; 
to be a group memory, accessible to 
all; 
to provide a permanent record of 
items. 

Materials: large sheets of paper (computer 
print-out paper, rolls of cheap 
wallpaper lining paper or shelf 
lining paper, backs of old 



10. BRAINSTORM 

Purpose: to generate as many creative ideas 
as possible on a given subject. 

Materials: as for WALL CHART 

Time: variable 

Method: It is important to explain to 
everyone what a brainstorm is, and to have 
someone who can write ideas down quickly, 
clearly and accurately. In explaining the 

13. WALL MINUTES 

Purpose,: to record proceedings and decisions 
of a meeting; 
to enable everyone to see the 
progress of the meeting. 

Materials: as for WALL CHART 

Time: variable 

Method: Minutes of the meeting are written 
up at the conclusion of each item of the 
agenda. After the meeting the minutes can be 
copied into a book for future reference. 

Comment: Even if there is not enough time 
for complete minutes to be written, the wall 

minutes should include all the important 
decisions, with a note of who is supposed to 
take further action. In many meetings it is 
difficult to remember exactly what decisions 
were taken and who agreed to do what; wall 
minutes can eliminate (or at least minimise) 
confusion and can ensure that all participants 
agree the wording. Wall minutes are 
especially useful if the proceedings are long 
and complicated. 

14. WALL NEWSPAPER 

Purpose: to provide a means of expression 
which is always available; 
to be a "thermometer" of feelings; 
to communicate to others 
anonymously if desired. 

Materials: as for WALL CHART 

Time: 1-2 minutes to explain 

Method: Pin up blank paper in a public area. 
Have a felt pen near, tied to the wall with 
string to prevent it disappearing. Make it 
clear that anyone can write or draw anything 
on the paper at any time. 

Comment: Excellent for letting off steam and 
expressing feelings and ideas. It can be a 
very useful aid in evaluating a gathering -
perhaps because of the anonymity. But it can 
fail - at one large conference there was a 
professional cartoonist whose amusing and 
incisive cartoons were so good that most 
others were afraid to put anything else near 
them. The wall newspaper became a one-person 
exhibition! 

brainstorm stress that ideas are to be produced 
and written down without the fear of being 
criticised or commented upon, therefore there 
are to be NO COMMENTS AT ALL , not even groans 
or giggles. Usually a time limit of 5-15 
minutes is agreed beforehand. The topic to be 
brainstormed is written at the top of a wall 
chart as specifically as possible, so that 
responses do not diverge too far from it. As 
soon as the brainstorm starts, participants call 
out ideas as briskly as possible. These are 
recorded on the wall chart as brief "labels" -
rarely more than four or five words. When the 
time limit is up - or earlier if ideas have 
very obviously dried up - the items on the 
chart are considered. Some will be completely 
impractical and can be discarded; others can be 
adapted or combined; still others will need 
further examination. 

Comment: In ten minutes a group of eight 
people could easily produce a list of 40-80 

ideas, at least half of which would have been 
unlikely to come up in a conventional 
discussion. The phenomenal production of ideas 
by a group using a brainstorm shows how much we 
usually inhibit our creativity for fear of 
criticism or because our ideas sound daft or 
inappropriate to us - a pervasive self-
censorship. In a brainstorm even a bad idea by 
one person can trigger a good one by someone 
else. 

The topic must be definite: for example, 
expectations for this weekend, what to do this 
afternoon, how to improve our meetings, tactics 
to publicise local pollution, fund-raising 
activities. Allow plenty of time to deal with 
the ideas produced - although the brainstorm 
itself takes only a few minutes, a detailed 
consideration of the ideas could take two or 
three hours (though presumably not that long if 
you are brainstorming what to do this 
afternoon!) 

Large groups can inhibit brainstorming because 
ideas are produced too quickly to be written 
down, and some people are intimidated by the 
size of the group. If there are more than 15 
participants, its better to split into 
smaller groups. 

15. SERIES BRAINSTORM 

Purpose: to generate creative ideas; 
to develop ideas over several stages; 
to demonstrate the inter-relatedness 
of many problems. 

Materials: as for WALL CHART 

Time: variable 

Method: After a brainstorm, one of the ideas 
from the list is taken and used as the subject 
of another period of brainstorming. One of 
the resulting items is then taken and again 
used as the subject of another brainstorm. And 
so on. 

Comment: Each brainstorm breaks the problem 
down into smaller and smaller pieces until one 



  

piece is manageable. The inter-relations and 
the hierarchy of questions are clearly shown. 
This tool can be used to end up with a project 
which the group could undertake. 

WEB CHART - see page 57. 

 

  

This important clarification tool enables a 
group to trace the root causes of a specific 
phenomenon, and to isolate, link and picture 
the forces relating to that phenomenon. 

 

  

17. 	EXPECTATIONS 

 

  

,Purpose; to find out what people do and do not 
want from the session. 

Materials: up to five small pieces of paper 
(about 2"x3") for each participant, 
pens, wall charts, tape or blu-tack 

Time: 15-45 minutes 

Method: On each small sheet of paper, 
participants should write one thing which they 
do or do not want from the session. This can 
relate to content, format, or practical details 
(no smoking, everyone helping with cooking, 
etc). The facilitator should have prepared 
wall charts labelled "Content", "Format", 
"Practical details" and participants then 
stick their slips of paper onto the 
appropriate chart, clustering all the slips 
relating to a specific item or idea - for 
example, all slips relating to arrangements 
for food would be in one place on the 
"Practical details" chart. In a large group, 
it would be advisable to have the charts 
broken down further - perhaps "Discussion 
format"; "Decision-making format", etc. When 
the expectations and non-expectations have 
been collated in this fashion, they can be 
discussed and a consensus can be reached. 

Comment: This provides a visible record of 
what people do and do not want from the 
meeting. It makes it easier to determine just 
how much consensus exists beforehand, and to 
work towards a higher level of agreement. It 
is also helpful to refer back to these charts 
during the evaluation at the end of the 
session, to see the extent to which people's 
expectations have or have not been met. 

 

18. 	VALUES CLARIFICATION 

Purpose,: to help people define aspects of 
life which are important to them. 

Materials: as for WALL CHART 

Time: variable; minimum 30 minutes 

Method: It is helpful to announce this 
exercise some days in advance. Ask 
participants to list the aspects of life 

(values, freedoms, possessions, etc) which are 
most important to them under one of three 
categories: "Things I would give up under no 
circumstances", "Things I would give up for a 
better society", and "Things I would be willing 
to share". Then in groups of 5-12, the lists 
are combined and a wall chart made. 

Comment: Like brainstorming, this relies on 
the increased productivity and creativity 

which are released in groups if the fear of 
comment is removed. Values clarification is 
an open process and must not be judgmental; 
if people have disagreements they should be 
encouraged to share these views at another 
time, rather than in the context of a values 
clarification. Values clarification can make 
it easier for people to ask others for help in 
personal searches and struggles, and can make 
people aware that others have had experiences 
similar to their own. It can be a useful 
opener for a session on social change and 
personal involvement. 

19. PERSONAL ACTION CLARIFICATION 

purpose: to help individuals identify and 
remove barriers to personal action. 

Materials: pen and paper for each person 

Time: variable; minimum 30 minutes 

Method: Each person should write at the top of 
a piece of paper an action he or she is having 
difficulty in taking. They draw a vertical 
line down the centre of the paper. On the 
left-hand side they list all the perceived or 
real barriers - internal and external - which 
seem to be keeping them from acting; on the 
right side they list steps they could take 
which might help to reduce or remove each of 
the barriers. Finally, on the back of the 
paper they develop a personal plan of action 
for actually removing the barriers. This task 
can be done individually or in very small 
groups with each member taking turns at 
receiving help from the group. 

Comment: as for VALUES CLARIFICATION. 

20. GOAL CLARIFICATION 

Purpose: to encourage participants to examine 
their goals and relate them to their 
daily activity. 

Materials: 2 sheets of paper and pen for each 
person; watch or clock 

Time: variable; minimum 30 minutes 

Method: Give each participant two sheets of 
paper and a pen. Ask them to take two minutes 
to list the answers to "What are my lifetime 
goals?" After two minutes ask them to check 
over what they have written, and add anything 
else for a further two minutes. Similarly for 
"How I would like to spend the next three 



years", "How I would live for the next six 
months if I knew my life was to end then", and 
finally, "What are the three most important 
goals out of all the ones I have listed". Ask 
each person to analyse their four lists. Are 
there themes running through all the lists? 
Are most of the goals in one category, such 
as personal, family, social, career, 
community, spiritual? Do the goals chosen 
as most important differ in some way from 
the other goals? It may then be helpful for 
groups of 4 or 5 people to form so people can 
discuss what they have found. 

Comment: Hold strictly to the time limits and 
do not allow people to discuss the meaning of 
the questions. In writing their lists they 
should ignore constraints such as money. 

21. 	PARAPHRASING 

Purpose:  to improve communication and clarify 
positions, particularly in groups 
with serious disagreements. 

Method: In a discussion which is becoming 
polarised and heated and where 
misunderstandings are beginning to take place, 
ask the speakers to paraphrase each other 
before adding their contribution. They repeat 
in their own words what they heard the 
previous speaker say, and then check whether 
the original speaker thinks this is an 
accurate re-statement. If not, the original 
speaker can rephrase it until everyone 
understands. It is best to say to the other 
person, "I think I hear you saying ..." rather 
than "You are not being clear" or "What did 
you say?" 

Comment: Once communication begins to break 
down, the confusion and resulting tension 
rapidly make it worse. Suggesting this tool 
in the right spirit and at the right time can 
save the discussion. Although it sounds 
unwieldy and slow, it can actually speed up 
the discussion by pinpointing areas of 
misunderstanding. For the tool to be most 
effective, it is important that the speakers 
resist the temptation to overstate or ridicule 
the other speakers' positions. 

DISCUSSION-REGULATING TOOLS - see 
pages 24-27 

These tools enable the real issues to be seen 
and understood by everyone. They also enable 
less dominant people to contribute more easily. 

Evaluations 
To evaluate is to determine value: a deliberate 
process, weighing up factors and considering 

reasons for the result and possible future 
changes. It involves considering to what extent 
the objective was reached, the ease of reaching 
it, and the benefits and costs (or pros and cons) 
of reaching it. 

Information is the immediate result of 
evaluation, and combined with information from 
other evaluations it can form the basis for 
reaching conclusions which lead to a changing of 
goals or objectives, or a modification of 
strategy or tactics. Rather than evaluating, 
many people judge  events or activities; this 
results in far less useful information. 

Evaluation is part of an on-going process of 
action-research and analysis which should be an 
important part of every group's work. Action-
research involves exploration, experimentation, 
evaluation, planning, further exploration and so 
on, putting everyone into the roles of both 
subjects and objects, observers and actors. 
Evaluation of events and activities also provides 
practice in small-scale analysis, which is 
important in the development of generalisations 
which lead to an understanding of large-scale 
events and a development of theory. The 
relationship between an overall ideology and a 
particular, concrete social reality is clarified. 

Evaluation is reflection on a situation in which 
one has participated. Applied more generally -
to reflection on one's perception of the nature 
of the surrounding social reality - it becomes 
part of the process of growing in awareness and 
knowledge. 

While the techniques of evaluation promote an 
overall attitude towards experience, their main 
purpose is to generate information for future 
use. Often the impressions of others and the 
lessons learnt are immediately and almost 
automatically absorbed. Even when this is the 
case, the conclusions and suggestions of the 
evaluation should be noted and stored where they 
can be found. In evaluating tools in this 
Manual, for example, notes might be made in 
the Manual or in the minutes of the meeting, 
so that the tools can be adapted and improved 
each time they are used. 

If the only evaluation tool used is a casual 
"Well, what did you think?" from the leader of 
the event, participants with negative feelings -
especially those alienated from the group or 
event - will probably stay silent. It is very 
important that a suitable evaluation tool should 
be selected, and that all participants should be 
involved in the evaluation. Many evaluation 
tools are structured to ensure that everyone 
contributes their feelings and ideas. 

If possible, the evaluation should be led by a 
different person from the one who led the event 
or activity being evaluated. This is so that 
criticism can be made more freely, with less 
fear of offending anyone. It is a good idea to 
divide the evaluation from the item being 



22. ORAL EVALUATION 

Purpose: to provide feedback on tools and 
sessions; 
to learn how to evaluate and so in 
future learn better from experience; 
to learn how to express feelings and 
make creative suggestions. 

Materials: as for WALL CHART (page 14) 

Time: variable 

Method: Discussion either as a whole group 
or In small groups evaluating the event and 
reporting back. It is helpful to evaluate 
the content (what was covered) separately 
from the process (how it was covered). 
Questions can be given to the groups for 
discussion. The results can be written on 
a wall chart as they are given. 

Comment.  This evaluation, and the others 
which follow, can be for the whole of an 
event or for one particular part of it. 
Evaluation of a tool should be quick and 
verbal , with the leader of the tool taking 
notes, not leading the evaluation. 
Evaluations of the workshop or session need a 
more reflective caring atmosphere. For a 
conference, the overall evaluation is the last 
item on the programme. Some evaluations are 
best not done immediately after the session. 

23. RATING EVALUATION 

Purpose: as ORAL EVALUATION 

Materials: paper and pen for each person, or 
as for WALL CHART 

Time: variable 

Method: List what was done during the event, 
then ask each person to rate each item on a 
scale - perhaps -2 to +2 - for both 
usefulness and enjoyableness. This could be 
done either individually or by using a wall 
chart and asking everyone to write their rating 
in a column, so that the totals for each 
section give some sort of overall evaluation. 

24. UTOPIAN EVALUATION 

Purpose: as ORAL EVALUATION; 
to help people think positively and 
practically. 

Materials: paper and pen for each person, or 
as for WALL CHART 

Time: variable 

Method: Individually or in small groups, 
produce  a design for a similar event which 
could be better - a utopian one. 

25. BRAINSTORM EVALUATION 

Purpose: as ORAL EVALUATION 

Materials: as for WALL CHART (page 14) 

Time: variable 

Method: In groups of less than 15, lists such 
as "Things that were good", "Things that were 

bad" and "Constructive suggestions" can be 
brainstormed (see page 15). These three 
would be best done in that order, and could 
perhaps be further subdivided into process and 
content. Other headings could be "What we 
learnt" and "How we can use this in our 
actions". 

Headings can help to clarify thoughts and make 
the resulting information most useful. The 
papers can be left without names and, if there 
is time, can be read out to the group for 
comments. The evaluation could be done in 
the form of a questionnaire; this is 
particularly useful for evaluating events 
some weeks later. 

evaluated, by some sort of break or change in 
tone. If the item was energetic or tense then 
time may be required to recover and to begin to 
see more clearly what has happened. 

While some tools, such as roleplay and 
simulation exercises, contain evaluation as an 
integral part, it is usually necessary to 
decide which type of evaluation to use in other 
circumstances. An evaluation with a written 
component can be useful for future planning. 
Where a long or complex item is being evaluated, 
it is important to divide it up so that 
everyone considers the same thing at the same 
time. Possible divisions are content (what was 
covered) and process (how it was covered); 
organisation, leadership, techniques, programme 
and atmosphere; or dividing into sessions or 
days. Some evaluation tools divide not by 
subject but by feelings, i.e. good things, bad 
things,ssuggestions for the future. Sometimes 

it might be good to have two evaluations: one 
for the overall event or activity, and one for 
individual aspects. 

26. WRITTEN EVALUATION 

Purpose: as ORAL EVALUATION 

Materials: pen and paper for each person 

Time: variable 

Method: Each participant writes what they 
wish about the event being evaluated. 

18 



27. SQUARES 

Purpose,: to experience vividly some of the 
requirements for good group work; 
to examine varieties of decision-
making within groups. 

Materials: paper for wall chart, felt-tip 
pen; 
for each group of five people: a 
small table (if possible), five 
envelopes containing pieces of 
card as indicated below 

Time: approximately 1 hour (5 minutes 
introduction, 20 minutes task, 20-30 
minutes evaluation) 

How to make the envelopes: For each group of 
five people you will need five envelopes 
labelled A-E, and five pieces of thin card 6" 
square. (You can cut the squares from 6"x8" 
index cards.) It helps if each group has a 
different colour and if the envelopes are 
labelled with the colour ("pink A, pink B, 
pink C," etc). 

For each group cut their five squares exactly 
as shown. 

g 
A 

8 
E 

3 

All the cuts are either to a corner or to 
the middle of a side. It is essential that 
you measure and cut accurately. Label the 
pieces as indicated, and put the pieces into 
the corresponding envelopes. 

Method: Participants divide into groups of 
five. If there aren't enough people some 
participants might have to have two envelopes 
if there are too many people some 
participants might have to share an envelope. 

Each group of five takes all the envelopes of 
one colour, and each member of the group 
takes one of them. The following rules are 
carefully given and emphasised by writing 
them on a wall chart: 

1. No talking. 

2. No gesturing, grimacing or grunting of 
any kind. 

3. No one may touch and certainly no one may 

4. Individuals within groups 
While many people have the commitment (or sheer 
bloody-mindedness) to stand up alone for their 
beliefs, most of us feel more secure working in 
groups. Not only can people together have more 
power and make more noise than one, they can 
also use more talents and skills than one and 
make more contacts than one. 

This does not mean that we must seek ever greater 
numbers, for large masses can produce mindless, 
inhuman, alienated action. It does mean that we 
should always seek to make the best use of the 
numbers we do have - be it three or three 
thousand - and that we should try to understand 
the relationship between individuals, small and 
large groups in which they participate, and 
"masses" of people. In this section, the 
dynamics of groups are considered - the "how" of 
people getting together and staying together. 

The dynamics of a group are basic to how we work 
together in all kinds of situations. We are 
accustomed to consider what groups accomplish - 
their content - rather than the process by which 
the objective is reached. But if process or 
dyanmics are ignored, the group can't easily 
work together: meetings may become boring and 
unpleasant, fewer people will participate, bored 
and alienated members will make boring and 
unimaginative decisions, and eventually the 
content will suffer. Content and process are 
closely related, and this is precisely why group 
dynamics are important. 

Good group process 
A well established group with good group process 
will have several characteristics: 

- The person with the most experience of the 
- task or subject being dealt with plays an 

active role, but neither that person nor any 
other dominates the group. Each person takes 
full responsibility for what happens. 

- Everyone participates positively in the work, 
able to share their relevant insights, ideas 
and experiences. 

- Suggestions are judged on their merit rather 
than on the status of the speaker. Everyone's 
opinion counts. 

- At the end of the session everyone feels 
satisfied with the group's progress and with 
their part in it. 

- The group has a strong identity and good 
cohesiveness. 

- The results are the best possible - the group 
is effective. 

This is the ideal. Relatively few groups come 
close to it, but all groups can try. 



take a piece of card belonging to someone 
else. 

4. People may give some or all of their pieces 
to other members of the group. 

A time limit of 20 minutes is suggested. 
Remind people that the letters on the pieces 
are only for ease in clearing up, and are 
irrelevant to the game. The object, of course, 
is for each group to complete the five squares. 

Comment: Looking at the diagram of the five 
squares, it seems very easy. But somehow in 
practice, you usually end up with three or four 
squares and odd bits which just won't fit 
together. Participants come to realise that 
their individual desire to produce one square 
is secondary to the group task of completing 
five squares. 

Within the rules of the game, each group can 
make its own rules. For example all the 
members might decide (without talking or 
gesturing!) to give all their pieces to the 
fifth. That person then doesn't have to wait 
for the others to give one piece at a time - 
but it isn't possible to use the others' help. 

A variation is to use different rules, or to 
use different rules for different groups. Two 
possibilities are: 

- "Free for all" - Within each group talking, 
gesturing, and taking cards are allowed. 
Usually these groups come to be dominated by 
one or two members; this will certainly 
happen if there is an element of competition 
amongst the groups. 

- "Law and order" - Very precise rules and 
roles are laid down for the group: there is 
a leader who will take all the decisions, 
a card-mover who is the only one who can 
touch the cards, three advisers who must be 
individually asked for advice by the leader. 

If all three types of group are working 
simultaneously (which requires 30 or, ideally, 
45 people), comparisons of the results achieved 
can be very interesting in any discussions on 
decision-making and group structure. 

Aspects of group dynamics 
It has been relatively easy for psychologists to 
design and conduct experiments with groups, 
using questionnaires, videotapes, and other 
techniques. Although experiments of this type 
are artificial , there has been a great deal of 
consistency of results, and the study of group 
dynamics has built up a large area of consensus 
over the past thirty years. Amongst the 
components of group dynamics which have been 
studied are size, structure, roles, 
communication, and influence. 

Size: It is easy to assume that more people 
means more experience and "brain power" brought 
to bear on the task. However, many people are 

inhibited by large groups, and small groups are 
often better able to solve problems or make 
decisions. No matter how large the movement or 
organisation is, it can be broken down into 
small discussion groups or workgroups; the best 
size for these is 5-15 members, depending on 
the nature of the group's task. 

Even in groups of only two or three, some people 
will feel inhibited or intimidated. A good 
facilitator or chairperson will ensure that 
everyone is encouraged to speak, without 
pressuring anyone into doing so. 

Structure: Groups exist for some reason - often 
because they have a job to do. As soon as they 
begin to tackle their task, the differences 
amongst members become apparent. Some members 
will have had more experience of the task and 
will know (or think they know) more about it 
than others. Some will be more or less 
extrovert than others, more or less dominant, 
more or less creative, more or less sensitive 
to other members. From these differences will 
quickly emerge an informal group structure, 
based on the ways in which people participate 
in the group and on what they perceive and feel 
about other people's participation. 

Superimposed on this informal group structure 
may be a formal structure of some sort - 
hierarchical, collective or egalitarian, or a 
mixture. Many groups adopt one type of formal 
structure without considering how it will work 
alongside the informal structure. Collectives 
don't work, for example, if underneath it all 
the members distrust each other; formal 
structures with a chairperson, secretary and 
treasurer can be ridiculous in a small group of 
close friends. 

Both formal and informal group structures can be 
changed, either deliberately or through changes 
in the way people relate to each other and to 
their task. 

Roles: A role is a set of behaviours generally 
agreed, by society at large or by a group, to be 
appropriate to a certain position within the 
society or group. Roles are like headings 
under which actions can be put, with some acts 
fitting into several categories. 	If actions or 
behaviour are broken down into components, it's 
not too difficult to see the roles being filled. 

In groups, roles are generally divided into 
three main categories: task roles, maintenance  
roles, and egocentric  roles.  The chart on page 
21 looks at some of the components of each of the 
these. In any group several people (or none) 
may fill any role, and many people will fill 
several roles. 

The task of a group is the answer to the 
question, "What are we here for?" Every group  
has some task or job to do, either imposed upon 
it by the outside world or selected by the 
members. It may be very specific, like planning 



ROLES COMMONLY SEEN 1. N GROUPS 

ROLE PURPOSE 	TECHNIQUE  

TASK ROLES 

Initiator 	 To give direction and purpose to the group. 	Proposes tasks, goals; defines problem; suggests procedures. 

Information-seeker 	 To make a group aware of the need for 	 Requests relevant facts. 
information. 

Information-giver 	 To show the group which information is 
relevant for its work. 

Opinion-seeker 	 To show how members are feeling. 

Opinion-giver 	 To show how she or he is feeling. 

Clarifier 	 To eliminate confusion. 

Elaborator 
	

To show consequences of plans and positions 
and to end confusion. 

Summar iser 
	

To show how ideas are relating in the group. 

Agreement-tester 
	

To find out if there is agreement , or how 
close it is. 

MAINTENANCE ROLES 

Encourager 	 To bring out others' opinions and to give 
recognition to others. 

One who expresses feelings 	To call group attention to reactions and 
to ideas and suggestions made. 

Harmoniser 	 To reconcile discord and reduce tension. 

Offers relevant facts, avoids reliance on opinion when 

facts are needed. 

Asks for suggestions, ideas, statements of values, feelings. 

Gives suggestions, ideas, statements of values, feelings. 

Defines terms, interprets ideas, indicates issues and 
alternatives. 

Gives examples, develops meanings, explains. 

Pulls together related ideas, shows contradictions, 
restates suggestions, offers conclusions. 

Notes progress, expresses perception of common ground, 
suggests tentative agreements for reaction. 

Is friendly, warm and responsive to others; accepts 
others' opinions. 

Expresses own feelings, restates others' feelings and 
opinions. 

Makes relaxing comments, jokes, gets people to explore 
differences. 

Compromiser 

Communication-facilitator 

Goal and standard-setter 

Listener 

To maintain group cohesion. 	 Offers compromises on ideas, yields status, admits errors. 

To maintain open discussion. 	 Asks others' opinions, fills expressed group need, listens, 
suggests procedures. 

To make group aware of direction and progress. 	Expresses the relevant group concern, suggests tasks. 

To be an interested stimulating audience. 	Listens, accepts ideas of others. 

EGOCENTRIC ROLES 

Blocker, Dominator, Playboy, 	To fulfill the personal needs of the ego 
Recognition-seeker, Cynic 	at the expense of the group. 

An infinite number of subtle and blatant ways. 

(Based on work by Lynne Shivers, Irma Jones, and others) 



a conference or writing a manifesto, or it may 
be more vague, such as general discussion and 
consciousness-raising. To be successful the 
group must achieve this task, and members 
filling task roles are attempting to ensure 
that this happens. 

But every group is a collection of individuals 
with personal needs; even those members who see 
themselves as being most task-orientated have 
feelings and the group, in order to perform its 
tasks, must be sure that everyone's feelings are 
somehow taken into account. An equilibrium must 
be maintained between the various forces and 
tensions within the group. Maintenance roles 
are concerned with this - with keeping the 
group together long enough to fulfill its task. 

In practice, there is often little difference 
between task roles and maintenance roles, but 
they actually fill quite different functions 
within the group. Many actions and remarks, of 
course, fall into both categories. 

Although task and maintenance roles are 
essential for the continuance of any group, it 
is often egocentric roles of which we are most 
aware. For all sorts of reasons - either 
deliberate or subconscious - people can put 
their personal needs above the needs of the 
group as a whole, and a great deal of time and 
energy can be needed to sort out exactly what's 
happening and how the group is going to 
proceed. An example is the person who always 
blocks every proposal , or maybe "only" every 
proposal that X makes. 

Communication: Even in small, face-to-face 
groups communication can be a problem. People 
do not always listen to, hear or understand 
what is being said. In larger groups, or in 
large groups broken down into smaller units, 
the problems can be very serious indeed. It is 
vital that channels of communication be clearly 
defined and used; otherwise members will become 
isolated and alienated. Information - the 
content of communication - is power and those 
who have it will, even with the best intentions 
in the world, be in a dominant position. If 
groups are to function effectively, information 
must be accessible to all who want it. Filing 
systems or group libraries should suit the 
requirements of the group and be easy to 
understand, with material divided into sensible 
and comprehensible sections. Idiosyncratic 
ways of filing things and office confusion are 
very important anti-democratic elements in 
groups. 

One of the best ways of storing and sharing 
information and facilitating communication is 
through the production of reports on aspects of 
the issue or recent events. These can be for 
internal use by the group, or can be for 
publication. Meetings of the group can have a 
time when information gained since the last 
meeting is shared or at least mentioned. People 
can specialise in a specific area or topic, and 
serve as resource persons for the group. Small 

working groups, shared decision-making and 
shared strategy development can help to ensure 
that groups make the best use of individual 
and joint information. 

In many groups, much of the content - and 
therefore the value - of individual 
contributions is lost because members are not 
paying attention, do not fully understand what 
is being said, or are too busy formulating their 
own response. The discussion-regulating tools 
on pages 24-27 can help to overcome some of 
these problems. 

Influence and decision-making: If one person in 
the group has influence over everyone else, that 
person is the leader and the group has some sort 
of hierarchical structure. In egalitarian 
groups, each member has roughly the same amount 
of influence on all the other members. 
Obviously within hierarchical groups there are 
many people who have a great deal of influence 
but are not considered the leader, and within 
egalitarian groups there are people whose 
influence is, for various reasons, greater or 
less than the influence of other members. 
Equality of influence is an elusive goal for 
most so-called egalitarian groups. 

One problem is that people can only influence, 
or be influenced by, a limited number of others 
simultaneously. And although influence can be 
transmitted through intermediaries, its 
strength decreases, and eventually disappears. 

A group's structure and its patterns of 
influence are closely linked to decision-making 
processes within the group. People at the 
bottom of a hierarchy, with neither adequate 
information nor adequate influence, will be seen 
by people at the top as being unable to make 
decisions - so people at the top will take for 
themselves even more decision-making power than 
they already have. (This is one of the reasons 
why even in democracies people at the bottom so 
often feel alienated and powerless.) Truly 
egalitarian decision-making exists only when 
each person makes his or her contribution on the 
basis of informed influence, and when each 
contribution is equally considered. 

A word about consensus: It's become a magic word, 
an elusive goal , often interpreted as total 
agreement by everyone on every point of a 
decision. Consensus does not necessarily mean 
total agreement - though when it does, that's 
wonderful. What it does mean is general 
agreement within a group, such that everyone 
agrees to go along with the decision. Consensus 
means that even those members who don't think 
it's such a great decision agree to go along 
with it anyway, without grumbling or trying to 
undermine or change the decision. A decision 
by consensus - as any decision taken by a 
group - implies a contract, an agreement that 
members will abide by the decision. 

The decision-making tools on pages 27-29 can 
help groups see how decisions are reached and 
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30. 	SELF-ANALYSIS CHECKLIST 

Purpose: to reinforce a discussion on group 
roles by allowing people to consider 
their own roles in a group; 
to help people consider how to 
change their individual responses in 
groups. 

Materials: one checklist for each person (see 
under "Method"), pens 

Time: 5-20 minutes 

Method: Everyone has a checklist and takes 
five minutes to think individually about their 

roles and to fill in the columns of the list. 
Emphasise that the lists are for their own 
personal use and are not going to be collected 
in or discussed. 

Although the list can be copied from page 24, 
it is better if the roles to be listed are 
produced by the group after a discussion on 
group roles - possibly by BRAINSTORMING (page 
15) and discussion. The list can then be 
quickly duplicated, or can be copied by each 
person, perhaps onto grids already prepared 
with the column headings. A compromise is to 
use the list on page 24 as a basis and add 
other roles as they appear in discussion. 

Comment: This list is only for use after a 
discussion on groups and group dynamics, or 
with a group already familiar with roles. 
Otherwise it will not be understood, since the 
distinction between task roles and 
maintenance roles is not immediately obvious. 
Especially if the discussion on group dynamics 
has been in a lecture-type format, it is 
important to give people an opportunity to see 
how the theory applies to themselves. There 
is a danger of fatalism - "I shall always be a 
cynic" - and the opposite danger of people 
becoming very self-conscious, tense, and 
hyper-sensitive. It helps to remember and 
emphasise that most of these roles appear in 
all groups, most of the roles are necessary, 
none of the roles are entirely or permanently 
attached to any one person, and roles are not 
mutually exclusive. There's nothing wrong 
with "playing a role" - we are all doing it 
all the time! 

how influence is exercised. 

Group observation fools 

29. 	BALLOON TRIP 

Purpose: as for FISHBOWL 

Materials: as for FISHBOWL 

Time: about 30 minutes 

Method: This is a variant on FISHBOWL. Each 
member of Group A chooses a profession from a 

Purpose: in a group of 10-24 people, to 
enable the forces acting in a group 
and the roles taken to be seen. 

Materials: one chair for each person - half 
in an inner circle and half in an 
outer circle 

Time: at least 30 minutes 

Method: The participants are divided into two 
5170 groups. Group A sits in the centre 
circle of chairs; they are given a discussion 
task and a time limit. Group B sits in the 
outer circle of chairs and observes Group A's 
discussion. Group B is instructed out of 
earshot of Group A. Group B's instructions 
will vary according to the experience of the 
group, but may include each person watching for 
specific roles such as dominator, harmoniser or 
clarifier, or each member of Group B being 
assigned to observe the behaviour of one member 
of Group A. If there is any time after the 
evaluation, the groups can change over. 
The evaluation is best done by Group A giving 
their evaluation of their discussion, followed 
by Group B giving their evaluation. Self-
analysis checklists of roles (see tool 30) can 
be handed out for Group A members to fill in 
individually. if each Group B member was 
assigned to observe one Group A member, the two 
of them can discuss as a pair. A possible 
variation is to use the same group twice, once 
with a task to define something that some 
members of the group have more knowledge of 
than others (nonviolence, existentialism, car 
maintenance ...) and then to define something 
about which they all have roughly equal 
knowledge (childhood games, holidays ...). 
This variation can throw some light on the 
relationship between knowledge or information 
and the degree of participation. 

Comment: Fishbowl is the basic tool for 
studying groups. It enables the subjective 
observations of the participants in a 
discussion to be compared with the observations 
of the observers. As they get involved in 
their discussions, the group under study 
usually soon forgets about the presence of the 
observers. The best time limit to use for the 
discussions is ten minutes so there is some 
sense of time pressure. 

28. FISHBOWL 

list of common ones: teacher, vicar, carpenter, 
soldier, etc. Group B observes Group A who 
are together in a balloon. Imagination and 
some props are a help! The balloon is sinking 
and there is only a limited time before it 
will hit the sea. Everything has been thrown 
out ... Group A has to decide together which 
of them must go, that is, which of them would 
be least useful to the survivors if they 
landed on a desert island. Evaluate as before 
how decisions are made. 

Comment: More exciting than FISHBOWL, and can 
be used with a younger or more light-hearted 
group. Good fun. 



SELF-ANALYSIS CHECKLIST (see tool 30) 

TASK ROLES 

Initiator 
Information-seeker 
Information-giver 
Opinion-seeker 
Opinion-giver 
Clarifier 
Elaborator 
Summariser 
Agreement-tester 

MAINTENANCE ROLES 

Encourager 
One who expresses feelings 
Harmoniser 
Compromiser 
Communication-facilitator 
Goal and standard-setter 
Listener 

EGOCENTRIC ROLES  

Blocker 
Dominator 
Playboy 
Recognition-seeker 
Cynic 
Follower 

I 

INDIVIDUAL ROLES ROLES I FILL  
MOST OFTEN 

ROLES I WOULD LIKE  

INADEQUATELY 	TO PRACTICE 
ROLES I PERFORM 

slowly as they wish without fear that someone 
else will interrupt. They can stop and think 
for a while, or have a few moments silence 
after they have finished speaking before 
returning the conch. I've seen this tool 
introduced into a discussion when it was 
becoming heated and many people weren't 
listening; it worked wonders and as people 
spoke more slowly and one at a time the 
discussion advanced more quickly. Using this 
tool, people can easily concentrate on 
listening rather than formulating their own 
contribution or waiting for an opportunity to 
interrupt. 

The only difficulty can arise if there is a 
scramble for the conch when it is returned. 
Strongest wins is no better than loudest 
voice wins (often the same people anyway). 
If that happens, try passing the conch around 
the circle so that anyone may speak, pass it 
on, or hold it for some silence to think. 
Although this further removes spontaneity it 
enables everyone to have an equal opportunity 
to speak - if they want to - and it acts 
against the formation of two sides in an 
argument, since the discussion will not have 
the usual to-and-fro quality. As people 
speak in turn it becomes a whole group of 
people deliberating on a problem or on the 
source of disagreement. 

Discussion-regulating tools 

31. 	CONCH 

Purpose : in a group of 5-20 people, to make a 
discussion more orderly by ensuring 
that only one person speaks at a time; 
to focus attention on the urgency and 
the reason for speaking; 
to encourage a listening attitude in 
discussions. 

Materials: a large object which can be held - 
traditionally a conch shell, but an 
empty milk bottle, cup, tennis ball, 
book, or anything else will do 

Time: as long as the discussion lasts 

Method: Participants sit in a circle with the 
conch on the floor or on a table in the middle. 
The only rule is that the only person who can 
speak is the one holding the conch. When 
someone wants to speak they take the conch off 
the table, return to their seat, and speak or 
remain silent holding the conch. When they have 
finished they return the conch to the table so 
that someone else may take it; they do not 
directly hand the conch to anyone else. 

Comment: This procedure guarantees that only 
one person will speak at a time. More 
importantly, it ensures that they can speak as 



32. EMPTY CHAIR 

Purpose: in groups of 7-30 people, to make a 
discussion more orderly and to 
encourage listening; 
to uncover the roles played by 
people in a discussion. 

Materials: one chair for each participant 
plus one extra, with 3-5 of the 
chairs in a small circle in the 
midst of a larger circle made up 
of the other chairs 

Time: as long as the discussion lasts 

Method: One chair, either in the centre or in 
the outer circle, is empty. A participant 
cannot move from the centre to the outside or 
vice versa unless there is an empty chair to 
move to. Only those in the centre may speak. 

Comment: In many discussions only three or 
four people take an active part, even though 
the impression is given that it is a group  
discussion. This tool dramatises this 
situation in a visible form by putting these 
people in the middle. People on the outside 
can only listen to the discussion and so are 
able to listen more intently; those in the 
centre are made aware that by being there and 
speaking they are depriving most others of the 
chance. There is usually a fairly fast and 
free exchange between the two circles. 

33. DEBATE 

Purpose: in a group of 4-20 people, to make a 
heated or polarised discussion more 
orderly by ensuring that only one 
person speaks at a time; 
to make every speaker try to present 
both sides of a case. 

Materials: two empty chairs facing each other 
in the centre of a circle of chairs 

Time: as long as the discussion lasts 

Method: One person at a time goes into the 
centre either at random or by taking turns. 
After putting her or his side of the case, they 
switch to the other chair and respond in the 
way they imagine an opponent would reply. They 
should give as sympathetic and representative a 
reply as possible. 

Comment: This method of getting every speaker 
to step into the other's shoes, symbolised by 
a change of chairs, forces her or him to search 
for the truth in the other's views. It 
encourages identification, even sympathy for 
the other side by making the speaker seriously 
consider that case. The danger is that the 
speaker will try to ridicule the other case or 
caricature the other side. (See PARAPHRASING, 
page 17.) 

- 

34. MATCHES 

Purpose: in a group of 4-20 people, to make 
everyone consider the value of 
their contribution; 
to encourage a listening atttitude 
in discussion. 

Materials: 3-6 tokens (such as matches or 
pennies) for each participant 

Time: variable, but should be specified in 
advance 

Method: Each person is given the same number 
of tokens depending on the time limit. Every 
time someone speaks they put one of their 
tokens in the centre. If they have no more 
tokens, they cannot speak. 

Comment: As every remark is made equally 
valuable - perhaps one-third of the speaker's 

total contribution - speakers must first 
evaluate their contribution and weigh up 
whether it is worth it in terms of its 
intrinsic value and relevance. Knowing that 
every speaker has made that evaluation, 
others are more likely to listen, though there 
is a danger that others will be so busy 
deciding whether to speak that they won't 
listen at all! It can be made clear at the 
beginning that after everyone has used all 
their tokens then people may speak more freely. 

35. STATEMENTS 

Purpose: in a group of 10-15 people, to 
intensify a discussion about a 
particular topic; 
to provide a structure for a more 
participatory discussion; 
to develop awareness of the diversity 
and strength of people's own 
resources. 

Materials: one 3"x5" index card and pencil for 
each participant, wall chart, felt-
tip pen, blu-tack or drawing pins, 
clock 

Time: 	hours 

Method: The topic to be focused on is written 
on the wall chart in question form. It should 
be as specific as possible: something like 
"What is the first step we should take to get 
change in X institution?" rather than "Changes 
in X institution". Participants are given the 
index cards and asked to write their reply to 
the question in five minutes. They can write 
suggestions, questions, or simply phrases. 

Cards (unsigned) are collected and shuffled 
then passed around the circle, each person 
reading the card on the top and saying how he 
or she feels about what is written on it. Each 
person in the group then has two minutes to 
respond: the first minute only they are allowed 
to talk, then for the second minute others in 
the group are allowed to comment on the card or 
on the initial response to it. The discussion 



NASA EXERCISE - DECISION FORM (see page 27) 

INSTRUCTIONS: You are a space crew originally scheduled to rendezvous with a mother 
ship on the lighted surface of the moon. Due to mechanical difficulties however, your 
ship was forced to land at a spot some 200 miles from the rendezvous point. During 
re-entry and landing, much of the equipment aboard was damaged and, since survival 
depends on reaching the mother ship, the most critical items available must be chosen 
for the 200-mile trip. 

Below are listed 15 items left intact and undamaged after landing. Your task is to 
rank order them in terms of their importance in allowing your crew to reach the 
rendezvous point. Place the number I by the most important item, the number 2 by the 
second most important, and so on up to number 15, the least important. 

Box of matches 

Food concentrate 

50 feet of nylon rope 

Parachute silk 

Portable heating unit 

Two .45 calibre pistols 

One case dehydrated milk 

Two 100 lb. tanks of oxygen 

Stellar map (of the moon's constellation) 

Life raft 

Magnetic compass 

5 gallons of water 

Light flares 

First aid kit containing injection needles 

Solar-powered receiver-transmitter 

• 



if it is brisk. The top card is put on the 
bottom of the pack and it is passed to the next 
person. If someone gets their own card they 
can respond to that one or the one directly 
beneath. When the cards have been passed right 
around, then discussion opens for some time. 

Comment: This probably sounds like a great 
deal of trouble and very formal. But consider 
what happens: each person thinks for five 
minutes about the topic (no instant responses), 
every person's response is written (no 
possibility of mishearing and less chance of 
misunderstanding), every person's response is 
considered by one person without the 
possibility of being interrupted for one 
minute (allowing more consideration than is 
usually given to remarks in a group), everyone 
in the group is given the chance to comment on 
every suggestion and on one person's initial 
response to that suggestion (a very wide range 
of opinions can be put). The general 
discussion at the end is important to chew 
over what the first part uncovered. 

Decision-making toots 

36. 	NASA EXERCISE 

Purpose: to examine decision-making in groups. 

Materials: one decision-making sheet (retyped 
or photocopied from page 26) for 
each person and for each group of 
six people, pencil or pen for 
each person 

Time: about 1 hour 

Method: Give the decision sheet to each 
participant and allow them 5-10 minutes to rank 
the items listed in order of importance. No 
discussion is allowed. 

Form groups of about six and ask one person in 
each group to serve as an observer rather than 
participant. (Alternatively, you could have 
"outside" observers.) Give one decision sheet 
to each group and allow 20 minutes for the 
group to fill it in, just as the individuals 
have done. 

Come back together and evaluate the process in 
each group, asking first the observer and then 
the participants to speak. Read out the 
correct answers (see below); have people mark 
their sheets and the group sheets. Subtract 
one mark from 15 for each wrongly ranked item. 
Compare the scores for the individual efforts 
with the group scores. 

If there are sufficient people, groups can be 
varied in size and structure - some could have 
an authoritarian chairperson who only allows 
people to speak if they are asked, and who 
takes votes. If you do have different types 

'of groups, compare their scores with their 
structures and the reports of observers. 

Comment: This exercise provides a task which 
can be numerically evaluated to show the 
efficiency of groups. It. nearly always works 
out that the group scores are better than 
individual ones. However it only evaluates the 
efficiency of groups working on a very rigid 
task, and the only correct answers are those 
given by NASA. There is no scope for an 
unconventional approach to the task. 

37. 	FLOOD EXERCISE 

Purpose: to examine processes of reaching 
consensus in small groups; 
to allow people to assess how they 
decide their own personal priorities 
and values; 
to give people insight into other 
people's values and thus to help them 
feel closer to those people. 

Materials: one Flood Exercise sheet (retyped or 
photocopied from page 28) for each 
participant and for each group of 
four, pencil or pen for each 
participant, notepaper, clock 

Time: 1-1.5 hours 

Method: Explain that people will have to make a 
very serious decision about which items are 
important to them in a crisis situation. 
Distribute the sheets, allow people to read 
them, and give them five minutes to choose their 
four most important items. Give an indication 
when there is only one minute left. 

After everyone has chosen their four, divide 
into groups of four or five and give each group 
15 minutes to decide on the four items they 
would collectively save. Give an indication 
when there are only three minutes left. 

Each group chooses a spokesperson at random -
perhaps the person whose name is nearest the end 
of the alphabet. These spokespersons form a 
group in the middle, to try to reach consensus 
for the whole group. But there are 
communication problems: the people in each small 
group can talk to each other and of course they 
can hear what their spokesperson is saying, 
but they can communicate with their spokesperson 
only through written notes, and can only pass 
two notes to their spokesperson during the whole 
discussion. Be sure that each group has two 
sheets of notepaper, and set a time limit of 
perhaps 15 minutes for the spokespersons to 
reach a consensus for the whole group about 
which items should be saved. 

Allow at least 20-30 minutes for discussion and 
evaluation afterwards. 

NASA EXERCISE - Correct answers: 	Box of matches 15 	Food concentrate 4 	Nylon rope 6 
Parachute silk 8 	Portable heating unit 13 	Pistols 11 	Dehydrated milk 12 	Oxygen 1 
Stellar map 3 	Life raft 9 	Magnetic compass 14 	Water 2 	Light flares 10 	First aid kit 7 
Solar-powered receiver-transmitter 5 



FLOOD EXERCISE SHEET (see page 27) 

You arrive back from a holiday abroad to discover it's been raining for three days 
solid in rural Kent where you live. Just as you get home, a police loudspeaker 
van is going down the road telling everyone to evacuate because of the imminent 
danger of the river bursting its banks. You plead with a policeman to be allowed 
into your house for just a minute or two to move some precious things, and he 
finally agrees. You get inside and realise that you have at most only five 
minutes to decide what to take, and will only be able to rescue four things before 
having to leave. Which four of the following items would you save? If you have 
time, number the four in order of priority. 

1. A long poem which you have been working on for several months, and which is 
at last ready to submit to your community or college Poetry Society for 
their annual competition 

2. A photograph album of your child's first three years 

3. A transistor radio 

4. Your great-grandmother's wedding dress - which you/your wife wore at your 
wedding, or which you are saving for when you get married 

5. The personal diary you've been keeping for the past year 

6. A model ship in a bottle which you made at the age of eleven when you were 
ill in bed for six weeks 

7. An expensive guitar which you have saved up for for a long time, and which 
makes your playing sound fifty times better than it was 

8. The membership records and accounts of the local peace group (or anti-nuclear 
group, or tenants' association, or whatever group is important to you) 

9. Your favourite pair of well worn-in hiking boots 

10. Your address book 

11. Your school reports and exam certificates since you started secondary school 

12. A beautifully bound 1887 atlas which you have borrowed from a friend 

13. A valuable rug which you were given while you were an overseas volunteer in 
Asia, and which has pride of place on your living room floor 

14. A tray of pot plants which are reputedly difficult to grow, but which you have 
just succeeded in getting to come up, and the first bud is just showing 

15. Your father's specialist stamp collection of American commemorative stamps 
dating back to the 1920s, worth thousands of pounds 

16. Love letters from your first real boyfriend/girlfriend 

17. Two bottles of very old, special wine which you are saving for a special occasion 

REMEMBER - ANYTHING YOU DON'T SAVE WILL ALMOST CERTAINLY BE DESTROYED OR RUINED BY 
THE FLOOD. 

YOU RAVE FIVE MINUTES TO DECIDE. 
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!Comment: Unlike the NASA EXERCISE, there are 
 no "right" answers; every person and each group 
argues from the basis of their own values. 
This helps to equalise the value of 
contributions in the discussion. The final 
session, with the spokespersons, vividly 
illustrates the obligation of spokespersons to 
represent their groups and the difficulty of 
ensuring that minority views are represented 
in discussions. Amongst the points which 
often arise in discussion afterwards are 
whether consensus can be reached on matters 
which are essentially personal (and how this 
applies to matters of political tactics or 
'strategy, which are also often personal), 
whether group members are morally bound to 
accept decisions made by consensus, and 
whether consensus is more or less fair than 
voting. 

38. 	PRIORITIES EXERCISE 

Purpose,: to allow all participants to take 
full part in decisions relating to 
a group's priorities. 

Materials: paper and pen for all participants 

Time: variable; allow at least 1 hour 

Method: Virtually the same as FLOOD EXERCISE 
(tool 37)  except that it relates to the 
group's work instead of to a theoretical 
crisis situation. It is best done after a 
group has been working together for some time: 
perhaps on the second or third day of a 
session lasting five or more days. The 
facilitator draws up a list of about 15 
possibilities for the group, based on the 
group's previous discussions. Each person 
chooses their four or five most important 
priorities - and also, if desired, their four 
or five least important priorities. They 
then divide into groups of four or five and 
reach consensus on priorities within those 
groups, then spokespersons from each small 
group try to reach consensus for the whole 
group. Again, communication between the small 
groups and their spokespersons can be limited 
as in FLOOD EXERCISE. 

Comment: This exercise gives everyone an 
equal chance to participate in decisions 
about the group's goals or actions. It also 
enables everyone to see and understand how the 
final consensus decision was reached. As 
in FLOOD EXERCISE it is important to set time 
limits for each stage of the exercise, so that 
discussions don't drag on for too long. 

Problems within groups 
Studies of group dynamics have shown not only 
similarities in good group process, but also 
similarities in problems. Many groups have 
problems of dominance and leadership, elitism, 

boredom, confusion, "hidden agendas", lack of 
discipline, and a negative or distrustful 
atmosphere. These problems can come to light in 
an evaluation (see pages 17-18). If the problems 
are not sorted out, they can carry over into 
future meetings or actions and can seriously 
affect the working of the group. 

Dominance and leadership: In experimental 
groups, the person seen by the group as most 
productive in terms of their task is seen to be 
the leader. After a series of meetings this 
person - if still judged the most productive -
has become the least liked. This shows the 
ambiguous position of the leader, whose 
productivity is felt as control and arouses 
resentment and dislike. 

People become dominant in groups for a variety of 
reasons. They may feel strongest about the task 
or have the most information about it; they may 
have an extrovert personality and loud voice; 
they may have a psychological difficulty in 
holding a thought in their head until the present 
speaker has finished; they may be insensitive to 
the feelings and opinions of others or may be so 
concerned with the task (or with their own 
position in the group) that they become impatient 
and insecure. 

Problems of dominance and leadership can be eased 
through adoption of a structure in which there is 
a rotating facilitator or chairperson, and one 
person (also rotating) with responsibility for 
the agenda and the process of the meeting. This 
removes the initiative from the dominator and 
ensures that others can at least speak. As an 
emergency measure one of the discussion-
regulating tools (pages 24-27) could be used. 

Alongside changes in the formal structure, a 
warmer and more supportive atmosphere should be 
built up; this can gradually help to reduce the 
psychological forces to dominate or be dominated. 
Many of the tools in this Manual can help; so 
too can longer breaks for informal talking, 
walks or games together, or visits to the pub. 
Depending on its degree of concern with the task 
and its commitment to the individual, the group 
may have to ask an extremely dominant person to 
leave. 

The biggest difficulty about all this is to make 
everyone in the group, including the dominator, 
aware of the fact that there is a problem. One 
way to do this is to use a tape recorder or 
better still, get an outsider to use one of the 
group observation tools (pages 23-24) on a group 
meeting. A habit of evaluating every meeting 
should bring out the problem. Everything must be 
done to prevent anyone thinking that they are 
being "got at"; this would make them become even 
more defensive and insecure. It's a problem to 
be tackled by everyone in the group - not just 
the person who happens to be seen by the group 
as "the problem" - which may itself be creating 
a sort of scapegoat. 



Elites: An elite is a small group of people who 
have power over a larger group, often without 
the larger group's consent. In informal 
organisations elites may be cliques or 
friendship groups whose closeness with each 
other extends into the organisation so that they 
listen more attentively to each other, interrupt 
less, give in more easily, and repeat each 
others' points. Because they to 	to each other 
socially outside the organisation and consult 
with each other when common decisions have to be 
made, the people involved in these cliques or 
elites have more power in the group than people 
who don't have such opportunities for informal 
contact. 

In large informal groups elites are almost 
inevitable, but they can be prevented from 
gaining too much power if democratic or 
collective decision-making structures are 
maintained. 

In a highly structured formal organisation 
elites can become institutionalised and self-
perpetuating, especially if present officers 
elect or appoint other officers or nominate 
candidates to succeed themselves. Often the 
power of such elites can only be broken by 
forming a well organised caucus which meets 
before meetings and challenges and exposes the 
elite in discussions. 

Boredom: Boredom can arise because the work is 
intrinsically uninteresting or because people are 
fatigued or alienated. There's not much one can 
do about boring work except to take it in small 
doses in an otherwise interesting agenda. It's 
even more difficult to deal with boredom 
arising from fatigue or alienation. As a start, 
no session should last more than 75 minutes and 
if people are sitting for that period, there 
should be a brief midway break during which 
people can relax or perhaps get up and stretch. 
Be sure that there is adequate ventilation in 
the room - sitting for long periods reduces the 
level of oxygen in the brain and this is far 
worse if there is insufficient fresh air in the 
room. Adequate ventilation is even more 
important if people are smoking. Tea, coffee 
and other drinks should if at all possible be 
available; at late afternoon or early evening 
meetings, when people's energy is at its lowest, 
you might want to have biscuits or cheese 
available as well. 

Alienation can simply arise from lack of 
interest in the subject of the meeting, in which 
case the best solution may be to go home. Or 
alienation may be a psychological withdrawal 
from the meeting because of confusion about the 
issue or arguments, or because of difficulty in 
participating in the discussion, perhaps because 
others are dominating or because of lack of 
information or familiarity with the subject. 
Daydreams become more relevant than the 
chattering or arguing of unreal people about 
unreal issues. 

A good facilitator will be aware of alienation 
emerging long before it becomes a problem. 
Remedies include revising the agenda, taking a 
ten-minute break, getting people to move around 
and stand up, contacting each other by hugging 
or holding hands, using energisers (pages 38-39) 
or playing a quick game. Visual aids such as 
wall charts, lists and wall agendas enable 
everyone to follow what is happening and 
minimise the risk of alienation. 

Confusion: There are many reasons for confusion 
in meetings. People think at different rates 
and differ in their ability to follow abstract 
arguments or visualise things. People in a 
group may talk at cross purposes and 
misunderstand each other; they may use jargon or 
talk about people or ideas which are unfamiliar 
to listeners; they may forget the aim of the 
meeting or where the meeting has reached on the 
agenda (assuming there is one). Other people 
might deliberately introduce outside matters or 
deliberately cause confusion to obscure their 
untenable position. 

The remedies for confusion are similar to those 
for alienation. Using wall charts and agendas 
will help. The facilitator should frequently 
re-cap, summarise and rephrase what is being 
said and remind others of the present position 
and the objective of the discussion. 
PARAPHRASING (page 17) and various discussion-
regulating tools (pages 24-27) can be used. 
Everyone should practice maintenance roles 
within the group (see pages 20-22). 

Hidden agendas:  A hidden agenda is a topic which 
an individual or small clique wants the group 
to discuss, but which they do not openly reveal. 
Ask yourself in the middle of the next meeting, 
"What would I really like this meeting to be 
talking about?" The chances are that it's not 
what is actually being discussed. When people 
leave a meeting feeling dissatisfied, it is often 
because their own hidden agendas haven't been 
covered. Obviously people must to some extent 
compromise when working with others - it would be 
impossible to cover every aspect of every topic. 
But hidden agendas can become a serious problem 
when people lead discussions off on seemingly 
irrelevant side-tracks or even start "sabotaging" 
the discussion from resentment that their agenda 
isn't covered. 

Possible remedies are to brainstorm the agenda at 
the beginning of the meeting to give everyone a 
chance to reveal their agendas in a non-
judgmental way (page 15), hold a gripe session 
or a free expression time in the middle of a 
meeting, or evaluate a meeting at the end to 
bring to the surface any dissatisfaction 
(page 18). 

Lack of discipline: The word may be 
unfashionable but just as personally it requires 
a degree of self-discipline to be effective, so 
in a group there is a need for discipline if 
decisions are to be taken and acted upon. It 
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may be helpful to consider, and to encourage 
others to consider, a decision made by 
consensus as a contract entered into by the 
members of the group. It is-en individual and 
collective responsibility to see that the 
decision is implemented. For example if the 
group agrees to meet next week at 7.30 p.m. and 
most people turn up between 8 and 9 p.m., then 
either the previous week's decision was 
unrealistic in terms of the members' schedules, 
or people didn't see the group's decision as 
affecting their actions. It may be a question 
of alienation from the group but it often seems 
to be a different way of looking at group 
decisions - a feeling that group decisions are 
not binding on individual members. 

Negative, distrustful atmosphere: This is when 
everyone puts the worst interpretation on every 
remark, disagrees with every statement or 
suggestion, and may start making sly or personal 
remarks in dealing with a disagreement. 
Possible reasons are conflicting hidden agendas, 
disillusionment with the rate of progress of the 
group, personal feuds or power struggles, 
tiredness, a group that is too "young" to work 
at that depth - or perhaps just the 
coincidence that everyone happened to get out of 
bed on the wrong side that day. 

The only remedy is to break the tension 
somehow - with a gripe session, re-drawing the 
agenda, asking everyone to say something 
positive about an idea before criticising it, 
breaking into nonverbal games like a TRUST 
CIRCLE (page 47), pretending everyone is a 
stranger and using introductions, or using 
affirmation exercises (pages 45-46). If 
everything fails - give up! Admit that the 
meeting is going to be unproductive and 
re-schedule it for another day. 

Group observation fools 

3 . 	INTERACTION PICTURE 

Purpose.: to provide an easily comprehensible 
picture of verbal communication in 
a group. 

Materials: large sheet of paper, pencil, 
straightedge 

Time: variable 

Method: The observer draws circles on the 
paper corresponding to each member of the group, 
arranged around the circumference of a large 
circle. No two circles should be directly 
opposite each other. (If there are an odd 
number of circles none will be opposite 
another when they are evenly spaced; if there 
are an even number of circles they should be 
unevenly spaced around the circumference.) 
A blank circle is put in the centre of the big 
circle. Every remark made in the group, or at 
least every significant remark, is represented 
by a line with an arrowhead on it from the one 
who uttered it to the one to whom it was 
addressed. This is inferred from the content 
of the remark and the direction of the 
speaker's gaze. Many remarks are made to the 
group in general; these are represented by 
lines from the speaker to the centre of the 
circle (these lines do not need arrowheads). 
A possible chart is shown below. 

Comment: This interaction chart is built up 
from verbal communication only and this must be 
kept in mind if the picture is compared with 
other observations. The degree to which 
remarks are addressed to another individual or 
to the group varies enormously. It's the 
difference between people talking of "you" and 



41. 	IMAGES 

purpose: to clarify the views of the opposing 
groups in a polarised situation. 

Materials: two or three wall charts, felt-tip 
pens or crayons, blu-tack or 
drawing pins 

Time: at least 1 hour 

Method: This tool shouldn't be used unless the 
group is divided into two or three clear 
factions. If the factions aren't clear-cut, 
the disagreement can be put in the form of a 
statement or question, and participants' 
responses will determine which group they go to. 

Assume that there are two groups formed, "Us" 
and "Them". The groups go into different rooms, 
or at least well out of earshot. Ask each group 
to develop a "three-dimensional image" of the 
other group by answering three questions and 
putting the answers on a wall chart: 

I. How do we see Us in relation to Them? 

2. How do we think They see Us? 

3. How do We see Them? 

There should be a consensus in each group on the 
answers to each question before they are finally 
written on the wall charts. 

Then the groups come together as one group and 
put the two charts side by side on the wall. 
Using a mediator, the whole group discusses the 
questions one at a time. Or if the factions 
are the same size, pairs can be set up with one 
person from each faction; each pair discusses 
the answers for ten minutes, then combines with 
another pair for a further ten minutes, and so 
on until the whole group is regained. 

Comment: Developing the answers to these 
questions involves both disclosure (question I) 
and feedback (question 3) with respect to the 
other group. This is the way that greater 
mutual understanding develops in most face-to-
face encounters. By writing the answers they 
can be tested for consensus within each group 
before being shared with the others. 

This tool assumes that many group conflicts are 
caused by blockages in communication. The hope 
is that by allowing controlled confrontation, 
the blockages will be removed and allow people 

talking of "we" and "us". This comes as group 
identity is perceived. 

From the example on page 31 the two advantages 
of an interaction picture can easily be seen. 
Firstly, it contains a great deal of 
information about the group. The number and 
direction of interactions says a lot about 
each individual. Secondly, it is very easy to 
read and understand what is happening. 

It doesn't matter if the lines blur together 
as the thickness of the band gives an 
indication of the number of lines. If the 
exchanges are going too fast, then only every 
second one may be recorded. The pattern will 
be the same. Or the tool can be used to gain 
a three-minute sample at the beginning and end 
of a long discussion. If there is 
insufficient time, or if they are too 
confusing, the arrowheads may be omitted. It 
is important to draw the original big enough 
or the picture will soon become chaotic. 

40. 	SOCIOGRAM 

Purpose: to present graphically participants 
responses to questions about the 
group. 

Materials: questionnaire on attitudes to the 
group (see "Method"), large sheet 
of paper, straightedge, coloured 
pens 

Time: about 15 minutes 

Method: Participants are first asked to fill 
in a questionnaire about their attitudes 
towards members of the group: "Who in the 
group do you know best?" Who in the group do 
you know least? Who in the group do you think 
of as the leader? Who in the group would you 
like to get to know better?" The replies are 
plotted by drawing different coloured lines 
with arrowheads from the respondent's circle 
to the circle of the one he or she names. The 
preparation of the chart is the same as for 
INTERACTION PICTURE (tool 39) except that there 
is no centre spot so the circles can be 
evenly spaced around the circumference. 

Comment: This tool is simply a means of 
displaying information about a group. In the 
example here it is immediately clear that 
Jane and Walter hardly exist as far as the 
others are concerned. 

Note that asking questions like these 
influences the future of the group. Note too 
that people who are insecure within the group 
may be considerably hurt by this tool; someone 
who is "known least" by many members and whom 
no one wants to get to know better is hardly 
going to have his or her self-esteem enhanced. 
Use the tool tactfully. 

Group conflict tools 



to speak more openly and lead to a more 
authentic interaction. In a deep and polarised 
conflict, the mediator may need to be an 
outside person. Many of the discussion-
regulating tools (pages 24-27) and 
sensitivity tools (pages 39-45) are also 
useful with such a group. 

42. 	MUTUAL EVALUATION 

,Purpose: to gain a more balanced view of the 
factions within a group. 

Materials: wall charts, pens, blu-tack or 
drawing pins, clock 

Time: 1-2 hours 

Method: Use the same method as for IMAGES 
(tool 41) to split up into opposing groups. 
Give each group 15 minutes to evaluate the 
other group by brainstorming three lists: 
Good things, Bad things, Constructive 
suggestions. Then for a further 15 minutes 
they do the same thing for themselves. Each 
group will then have six lists. The groups 
then exchange their evaluations on each other, 
so that both groups now have two sets of 
evaluations on themselves (six lists 
altogether) - one set done by themselves, and 
one set done by the other group. Still in the 
two separate groups, they discuss the lists, 
paying particular attention to both sets of 
constructive suggestions. 

Finally the two groups come together, possibly 
as in IMAGES, starting in pairs and working up 
to the whole group. 

Comment,: A brainstorm evaluation enables the 
group to move quickly beyond "scapegoating" and 
encourages positive qualities and constructive 
suggestions to be recorded. Again, a consensus 
is obtained within each faction before the 
lists are shown to the other group. In a group 
which is not too strongly split, any attempt to 
use either this tool or IMAGES may accentuate a 
split, as they require a polarised group. Care 
should be taken in choosing and using these 
tools. 

43. 	SORTING 

Purpose: to allow people in a group to deal 
with their grievances with each other, 

Materials: stopwatch 

Time: at least 1 hour 

Method: This tool is used in groups which are 
not only polaried into factions, but where 
there has also been a "ganging up" of people's 
irrational dislikes and conflicts with others, 
so that there is a strong personal dimension to 
the conflict. 

Form the group into a standing circle and then 
"squeeze" the circle so that two lines are 
made, with people facing each other in pairs. 
There should be one or two people left over at 
the end of the line as timekeepers. For two or 
or three minutes one person in each pair to 
and the other listens as openly as possible, 
without any comment. They then swop roles for 
a further two or three minutes. In that time 
the person speaking says one thing they like 
about the other person, one thing they have 
difficulty with and something else they like. 
When both people have talked the line moves 
sideways to form new pairs. The timekeeper(s) 
come into the group and one or two new time-
keepers appear at the end of the line and drop 
out for this round. The process is repeated 
until all have met. Then people have some time 
to think about what they have heard, and an 
opportunity to tell the group what they have 
learnt if they want to. 

Comment: This is a way of structuring a series 
of pair interactions. By forming a circle and 
then "squeezing" it, the element of choosing 
your initial partner is removed. The 
structured approach allows a large number of 
problems and conflicts to surface and be 
exposed. The assurance that the other person 
is trying to listen and that they will not 
reply can be very reassuring. Sandwiching the 
negative feedback between two appreciative 
comments helps to reduce the threat felt by 
most people in such situations. 
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5. Sensitivity 
• 

Most of the exercises given in this section are 
particularly for groups which will continue to 
work together. They are concerned with building 
cooperation, trust, and a positive atmosphere. 
These are very important if people are to work 
together effectively. The exercises are also 
meant to be good fun and relaxing - and once in 
a while that can't be bad, even in groups which 
see themselves as thoroughly task-orientated. 

In an age of instant mashed potato and satellite 
TV, it is tempting to think that these exercises 
will give instant results and will inevitably 
work. They won't. They are part of a learning 
process, not "triggers" to read-to-Damascus type 
conversions. The exercises are aids to 
interpersonal relations in groups and are aimed 
at helping the group; they are not individual 
therapy exercises. 

One view of sensitivity training sees it as a 
cop-out - neurotic middle-class people 
self-consciously exercising their neuroses 
instead of getting on with "real" (that is, 
political) work. But the way in which we work 
together - as explained in earlier sections of 
this Manual - is a significant factor in how 
well we can get on with our "real" work, 
whatever that may be. Purely for the pragmatic 
reason of working together more effectively, 
personal change is important and sensitivity 
exercises can help a group, and the individuals 
in that group, towards those changes. This is 
not to say that personal change is more 
important than political change, nor does it 
mean that personal change should precede 
political and social struggle - that is a common 
liberal argument for doing anothing. Personal 
and political change are two sides of the same 
coin, two aspects of the same struggle; at 
various times in our life we may give priority 
to one or to the other but there is no way that 
the struggle towards a better world can be 
complete without change in both aspects. Each 
of us must strike our own balance between these 
two imperatives for change. The exercises given 
in this Manual can help us to devise forms of 
organisation and tactics which work on both 
fronts. 

Personal change 
There are two popular misconceptions about 
personal change and growth. These are first, 
that our personality and behaviour patterns are 
determined by what happened to us in our 
childhood, and second, that we must understand 
ourselves and our history before we can begin to 
change. 

Our childhood is now history, the argument goes, 
and we can't do anything about it - a fatalistic 

view which eliminates the need even to try to 
change. Adult behaviour and attitudes are 
certainly influenced to a very great extent by 
the values, self-image and experiences of 
childhood - but only influenced, not 
determined. The questions and dices we face 
are in the present, and our responses, to be 
effective, have to be appropriate to the 
present. Past and present values or 
experiences can contradict each other so we 
choose those to which we will give priority at 
any given time. Many of us grew up with racist, 
sexist and militarist ideas, or were told that 
we were no good at being practical/getting 
anywhere on time/organising ourselves/speaking/ 
writing articles/drawing. We have tried, with 
varying degrees of success, to change these 
ideas, and this change has affected our 
behaviour as individuals and as group members. 
Personal change can happen. 

This sort of change does not require a thorough 
understanding of our past, although that may be 
helpful. If we can see in the present how we 
act and react, that is sufficient understanding 
to work with. By sitting alone and thinking 
and searching our memories, we cannot get very 
far. Through being with others, pushing 
against or by-passing the barriers we feel , we 
can change and understand more, using our own 
and the group's experiences and feedback. The 
process of uncovering and discovery is by 
doing, and by being in situations which 
encourage this process through contradicting 
the old ways and stimulating new ones. The 
atmosphere must be safe and supportive enough 
to allow this to happen. Other people provide 
the external interest and stimulation which 
attracts our attention outwards as well as 
inwards. 

Change is a sign of life, but change by itself 
does not necessarily mean progress - that is 
one of the myths of our century. Growth is not 
always in the right direction. Sensitivity 
training encourages change in certain directions. 
It assumes that most people share the goals of 
wanting to respond appropriately to situations, 
concentrate on what is happening, listen to 
others, develop fully and use their talents, 
overcome fear, experience joy, be open to 
others, and be happy and engaged more fully in 
the world around them. 

Some of these goals are obviously directly 
relevant to groups; others seem less related 
but are in fact important. Fear, for example, 
is an important determinant of behaviour in 
groups: fear of being too committed, fear of 
being hurt, fear of losing our identity. 
Fearful individuals might try to sabotage 
everything that happens, or might become 
defensive and build walls around themselves to 
prevent their being hurt or "put down". At an 



organisational level a similar sort of thing can 
happen, with the group becoming closed and 
defensive, seeing itself as the sole possessor 
of the truth. This leads to great feelings of 
self-righteousness but political impotence, for 
without the openness and trust to compromise and 
make alliances, little can be achieved. 
Learning to deal with fear is also a vitally 
important component of training for nonviolent 
direct action. 

Perhaps surprisingly, the capacity (or 
incapacity) to feel joy and have fun is also 
significant for groups. At home, in schools 
and in workplaces there is a sharp distinction 
between "playtime" (after school , weekends, etc) 
and "worktime". As we get involved in action 
for political and social change we are told that 
"politics is serious business", that we must 
think of it as "working" rather than as 
something which can be enjoyable. Yes, politics 
is serious - so serious and so important that it 
must be total, embracing both "work" and "play". 
We should guard against unremitting seriousness 
and the belief that the more serious, grave and 
joyless a person is, the more useful and 
important they are. People will nearly always 
make a deeper and longer commitment to a group, 
an organisation or even an ideal if they derive 
some pleasure, some enjoyment from what they 
are doing. 

In considering how individuals relate to each 
other in groups and how personal change can 
affect group functioning, three basic areas of 
interpersonal need are important. These are the 
need for inclusion, the need for control, and 
the need for affection. 

Inclusion: As distinct individuals we need to 
be recognised and paid attention to. Inclusion 
behaviour is concerned with acknowledgement, 
recognition, prominence and prestige - the need 
for recognition of ourselves as distinct 
individuals. 

Extreme introversion and extreme extroversion 
are the extremes of the continuum of inclusion 
behaviour. The introvert consciously wants to 
maintain a distance between the self and others, 
and doesn't want to lose privacy or become 
enmeshed with people. But unconsciously or 
semi-consciously, introverts want others to pay 
attention to them. Their biggest fear is that 
people will ignore them: "No one is interested 
in me, so I'm not going to risk being ignored. 
I'll stay away from people and get along by 
myself", they think. There is a feeling that 
"others don't understand me". Their deepest 
anxiety is that they are worthless. 

The extrovert seeks people and wants them to 
seek him or her. Behaviour is designed to focus 
attention on the extrovert. This is done either 
directly through exhibitionism, or more subtly 
by trying to acquire power or be well liked for 
the primary purpose of gaining attention. The 
unconscious attitude is, "Although no one is 
	in terested in me, I'll ma 	 on  

to me in any way I can." 

Control: Control behaviour refers to the 
decision-making process between people and the 
areas of influence, power and authority. The 
need for control varies along a continuum from 
the desire for power, authority and control over 
others to the desire to be controlled and have 
responsibility lifted from oneself. Expressions 
of independence and rebellion show lack of 
willingness to be controlled, while compliance 
and submission show degrees of accepting control. 
There is no direct relationship between 
willingness to accept control and willingness to 
be controlled: a domineering army sergeant may 
gratefully accept orders from a lieutenant, 
while a school bully may not accept the control 
of teachers. 

The two extremes of the control continuum are, 
at one end, the person who is submissive and 
abdicates power and responsibility, and at the 
other end, the autocrat or dominator. The 
submissive ones consciously want to be relieved 
of obligations and never make decisions if they 
can be referred to someone else. Submissive 
people subconsciously have the feeling that 
they are incapable of responsible adult 
behaviour and that others know it. Behind this 
feeling is possibly one of hostility and 
mistrust towards those who might withhold 
assistance in situations in which they feel 
helpless. 

The autocrat wants to be at the top of a power 
hierarchy. The need to control people may be 
displaced into other areas such as intellectual 
superiority. The person at this end of the 
control spectrum is little different from the 
submissive person at the other end, feeling that 
they are not capable of discharging obligations 
and that others will find this out. The 
unconscious attitude is, "No one thinks I can 
make decisions for myself, but I'll show them. 
I'm going to make all the decisions for 
everyone, always." There is a feeling of 
distrust for others. 

Affection: Affection behaviour usually refers 
to close interpersonal feelings between two 
people, especially feelings of love and hate. 
In groups it refers to each member's feelings 
about each of the other members. At the extremes 
are the underpersonal person who avoids close 
personal ties with others, and the overpersonal 
one who wants to become extremely close to others 
The underpersonal person maintains two-person 
relationships on a superficial and distant 
level: "I find the affection area very painful 
since I have been rejected, therefore I shall 
avoid close personal relationships in future." 
The behaviour for maintaining this emotional 
distance is either to reject and avoid people, 
perhaps even to be antagonistic, or more subtly, 
to be equally friendly and easy-going on a 
superficial level with everyone. This prevents 
any one person from becoming too close. Their 
deepest anxiety is that they are unlovable an 
if people get too close they will discover the 
traits which 	make them unlovable. 
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Behaviour: 
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POSITIVE RECOGNITION 
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stupid and irresponsible 
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The overpersonal type attempts to become very 
close to others and wants them to treat her or 
him in a close way. The unconscious feeling is, 
"My past experiences with affection have been 
painful, but perhaps if I try again they will 
turn out better." The behaviour to gain 
approval is either to be personal, ingratiatiny, 
intimate and confiding or, more subtly, to 
mainpulate and punish attempts to establish 
other friendships and to be possessive. 

Change within groups 
Inclusion behaviour differs from control 
behaviour in that prominence, not dominance, is 
the goal. In an argument, the control-seeker 
wants to win, but the inclusion-seeker wants to 
participate and may even prefer to lose. The 
"joker" exemplifies a high inclusion need and a 
low control need; the "power behind the throne" 
is the opposite. Control behaviour differs from 
affection behaviour in that it is to do with 
power relations rather than with emotional 
closeness. 

The basic self-images of the three personal 
needs types are of being worthless and empty, 
irresponsible and stupid, nasty and unlovable. 
Extreme behaviour within any (or all) of the 
personal needs types can be very destructive of 
good group process. The group can help itself 
by offering opportunities for individual members 
to grow and change in positive ways, through 
positive recognition, trust, and warmth. 

Positive recognition: For most of us, our self-
images are shaped not by large traumatic events 
but by small everyday experiences through which 
our idea of ourself is formed and re-formed, 
consolidated or contradicted. One of the best 
ways to encourage personal change is to 
contradict the negative aspects of a person's 
self-image and to reinforce the positive 
aspects. Such affirmation needs to include 
people's intrinsic (as opposed to their 
functional) worth, their humanity, their 
goodness, and their ability to take 
responsibility. The affirmation can be both 
verbal and non-verbal , spontaneous and 
"structural". For example, rotating the job of 
chairing a meeting affirms the fact that 
everyone can exercise this responsibility. The 
two aspects of affirmation which are 
particularly important are trust, in which 
dependability and responsibility are affirmed, 
and warmth, in which worth, goodness and 
"lovability" are affirmed. 

Trust: Children in our culture are generally 
taught not to trust strangers, and often pick 
up the cynicism of their elders. By the time 
we reach adulthood, the fear and mistrust have 
become an important part of our reactions to 
strangers, newcomers or outsiders, even in 
relatively "safe" situations. We feel that if 
we trust someone and open part of ourself to 
them, that trust might well be abused, so the 

"best" thing to do is to trust nobody, and to 
rely on oneself alone. But trust is a total 
thing; either we trust someone to the extent 
necessary, or we don't. Partial trust (or, more 
accurately, partial mistrust) is likely to result 
in abuse of that trust, creating a vicious cycle. 
To break this circle often goes against our 
upbringing and involves a risk. The exercises 
in this section are designed to provide an 
atmosphere in which this risk can be taken and 
in which our habitual patterns of fear and 
mistrust can be challenged. 

Warmth: Even more difficult than expressing 
trust, especially for men, is the expression of 
warmth (which is different from easy-going 
affability). The violent and competitive 
environment in which we live makes the 
expression of warmth a marginal activity in our 
society. 

Warmth is expressed verbally in appreciative 
words and non-verbally in attitudes and 
sometimes through physical contact. The non-
verbal part is the most demonstrative and is 
also the one which is the least acceptable. The 
primary non-verbal means of expressing warmth are 
through eye contact and embrace. In our culture, 
physical contact is linked with sexual taboos, 
making it very difficult for men and women who 
are not together as a couple to embrace, very 
difficult indeed for two men to embrace, and 
relatively difficult for two women to embrace 
except casually. 

Learnin• : For personal growth to occur, certain 
a •it 	ave to be changed, certain taboos broken. 
The tools in this section attempt to create 
situations in which it is acceptable and safe to 
do this. Some of the tools are games which 
encourage relaxation or wake people up. Games 
like this grow from the recognition that we are 
complete people with minds and bodies and 
imaginations, with thoughts and feelings and 
tensions. Communication, growth and change 
involve all of these. 

Other tools provide safe settings for sharing, 
affirmation and the development of trust. Such 
exercises will not turn a hostile, negative 
group of power-seekers overnight into a group of 
happy, sharing people, but they can start the 
process. 

Energising games 

These high-energy games involve physical and/or 
vocal energy, and can warm up or loosen up 
participants. The games symbolise the breaking 
of barriers, freedom and change. They can 
therefore be used as an introduction to a 
programme, particularly those wnich use mime 
which is a good way of loosening up and 
expressing. 

The shorter games can be used as "refreshers" 
during or after a sedate talking session or an 
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overserious meeting. By creating a sharp change 
.n mood and tempo, they revitalise the body and 
The wind. Energisers can be used as part of a 
coffee break, perhaps while some people make the 

toffee. 

because attention is focused on the whole group 
or body, energising games are generally low 
risk and are not threatening to people. Some 

participants, however, might initially feel that 
games are inappropriate to a "serious" meeting. 

44. TUG OF WAR 

Method: Two groups pull on the ends of an 
imaginary rope trying to pull the opposing 
group into their camp. The rope isn't 
stretchable. 

45. LEAPFROG 

Method: Everyone knows this one. (And anyway, 
we can't figure out how to put it into words!) 

46. 	DRAGON 

Method: About seven people stand in line 
behind each other, holding the waist of the 

'person in front. The first person (the head 
of the dragon} tries to touch the last person 
(the tail) while the rest try and prevent the 
to 	being touched without loosening their 
grip. Can be hysterically funny with three or 
four dragons in one small room. 

47. PUSHOVER 

Method: Divide into pairs and stand facing 
each other, hands touching. Starting in the 
middle of the room, each partner has to push 
the other all the way to the wall. 

48. ANTHEM 

Method: Stand up, shake hands with five 
people, sing one chorus of any well-known song, 
and sit down in a different chair. 

50. RHYTHM CLAP 

Method: Everyone closes their eyes and begins 
to clap vigorously and/or stamp in any rhythm 
they choose. At first it sounds chaotic and 
disjointed but gradually it orders itself into 
a complex rhythm. It ends when people open 
their eyes or the rhythm slows down. 

51. JUNGLE MORNING 

Method: Everyone stands, closes their eyes, 
and thinks of a jungle animal. They pretend 
dawn is coming and the animals are beginning 
to wake up. Softly at first, everyone makes 
the sound of their animal and gradually 
increases the volume to a crescendo - the 
morning chorus. Animals can stretch as they 
wake up and after they are "awake" can start 
walking around the "jungle", greeting other 
animals. 

52. BACK SLAP 

Method: Everyone stands in a circle behind the 
other so that each person has a back facing 
them. In unison they start patting with their 
palms fairly vigorously on the person's head, 
then neck, shoulders, back, buttocks, thighs, 
calves. 

Cooperative games 
These are low-risk, medium-energy games in which 
everyone works together. In all physical 
contact games the action is governed by the game 
itself and so provides a relatively easy entry 
into physical contact exercises. In these games 
the contact is incidental and never central to 
the game. These games encourage group awareness, 
warmth and trust as well as cooperation. 

Use cooperative games to re-affirm solidarity 
at the end of a meeting or day, or as part of an 
evening or day-long programme of sensitivity 
exercises, to emphasise the group support to 
every individual. This can build up the ability 
to take risks in some of the later exercises. 

The times given for the games are only 
approximate - some of them are such fun that 
they may continue much longer. 

49. 	BODY SLAP 

Method: Each person stands and slaps her or 
his body all over, not so hard that it hurts, 
till it tingles. Could be done in pairs. 

53. 	SIT IN A CIRCLE 

3-4 minutes 

Method: A group of at least 10 people stands 
in a circle one behind the other with their 
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hands on the shoulders of the person in front. 
The circle should be as small and exact as 
possible, with all the inside feet heel-to-toe 
in a perfect circle. Then slowly and 
simultaneously (both are essential), everyone 
sits down in the lap of the person behind. 
With practice this can be done and then 
everyone can simultaneously move their left 
leg forward and then their right and so on, 
so that the seated circle rotates. If all 
this is done without a collapse the group 
wins; if not, gravity wins. 

54. GROUP MACHINE  

Time: 10-15 minutes 

Method: Each person becomes a "machine" - 
rhythmically moving a part of the body and 
making a mechanical noise. First two people 
then gradually others link together until there 
is one fantastic machine of people in different 
positions, stamping, waving arms like pistons 
or wheels and whirring, hissing, kerchonking. 
The person directing the game can call for a 
speed-up in production, or a slow-down before 
the holidays ... The game ends when the 
"factory" closes at hometime. 

55. KNOTS 

Time: 10-15 minutes (but sometimes only 3, and 
sometimes 20 or more) 

Method: Everyone stands in a circle, closes 
their eyes and starts walking slowly towards 
the centre of the circle. They reach out 
first one hand to find a hand to hold, then 
reach out their other hand and find another 
hand to hold. When everyone has two hands, 
open eyes and try to untangle without letting 
go. The group must work together to get out 
the knots. It leads to very funny situations 
as sometimes the group will end up in one big 
circle holding hands, but often there will be 
a knot in it or possibly there will be two 
circles, either separate or linked. 

56. TANGLES 

Time: about 15 minutes 

Method: Two people leave the room. Everyone 
else holds hands in a circle and twists 
themselves over and under and through each 
other without letting go. Some usually are on 
the floor, buried, some stretched. Then the 
two people come back and try to untangle the 
group. The group cooperates in finding out 
who goes where. 

57. GROUP HUG 

Time: 10 seconds, 10 minutes, or 

Method: Obvious. Form a circle and hug 
together. 

58. BELLY LAUGH 

Time: 3-10 minutes 

Method: One person lies face upwards on the 
floor. The next person lies down, also face 
upwards, with their head on the stomach of the 
first person. Another person lies with their 
head on the second person's stomach, and so on, 
to make a criss-crossed chain of bodies. The 
first person laughs or says "Ha!", the second 
"Ha ha!" and so on. The laughter is 
infectious and ripples of laughter flow up and 
down the chain. It's also strangely relaxing 
and if people feel comfortable together, they 
may want to continue lying down even after the 
laughter has died out. 

59. GROUP DRAWING 

Materials:  large sheet of paper (roll of cheap 
wallpaper is best), various crayons 
and felt-tip pens, blu-tack or 
drawing pins 

Time: 10-30 minutes 

Method,:  Put a large sheet of paper so that 
people can get around it. Together they draw 
on their segment in such a way that each 
person's picture links with his or her 
neighbour's. 

60. SARDINES 

Time: 15-20 minutes 

Method: One person goes to hide, the rest go 
to find him or her. The first one to find, 
hides along with the them, the next finder 
likewise until everyone is there. Better in 
the dark. 

61. BLIND NEIGHBOURS 

Materials: one chair for each person 

Time: 2-3 minutes for each round 

Method: Chairs are put in a circle. Half the 
group sits down with eyes closed, leaving 
alternate chairs empty. Then the other half 
sits down and each of them starts singing a 	 
song of their choice. Each person with eyes 
closed has to guess who is sitting on their 
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'right. This works best if the group knows 
each other a little first. 

62. ADVERBS 

Time: variable, up to 30 minutes 

Method: One person leaves the room; the rest 
; decide on an adverb (e.g. lecherously, 
simperingly). The person re-enters and asks 

'people individually to do or mime something in 
the manner of the word - for example, they may 
say to one person, "Tie a shoelace in the 
manner of the word." He or she then has to 
guess the word. 

63. LAP BALL 

Materials: large light ball 

Time: variable, usually 5-10 minutes 

Method: Everyone sits on the floor in a circle 
with legs extended in front and feet all in 
the centre (up to 15 people can fit). Hands 
support the body by being behind it on the 
floor. Hands must stay there, and heels must 
not be lifted. The ball is passed from lap to 
lap as quickly as possible keeping the ball off 
the ground. Two balls can be passed 
simultaneously in opposite directions. 

64. ISLAND 

Materials: long piece of string (for a 
carpeted room) or soft chalk (for a 
room with a hard floor) 

Time: variable, usually 5-10 minutes 

Method: Mark out an "island" in the centre of 
a large room, just large enough for everyone to 
stand on. Participants stand around the edges 
of the room. Tell them they have to reach the 
island through the sea, and get everybody on to 
the island safely. They must move towards the 
island "swimming" on the floor and helping each 
other to land until they are all packed 
together on it. A group hug is a good way to 
celebrate success. 

Loosening-up exercises 

These games are mostly just good fun. They 
direct people's attention out of their own minds 
and thoughts, either to their bodies or to what 
is happening. They remove tensions and so allow 
for a deepening of sharing and trust later. A 
few exercises such as BASIS BREATHING and DEATH 
POSE (Savasana) will be immediately recognised by 
yoga enthusiasts. 

Loosening-up games can be used as recreation in 
a well functioning group or as a component in a 
longer programme of sensitivity exercises. They 
are low energy and low to medium risk. Some of 
the games require attention to be focused on one 
person at a time, which some people find 
threatening. 

SIT IN A CIRCLE - see page 39 

65. HERMAN - HERMINA 

Time: usually 5-10 minutes 

Method: Herman or Hermina is everything and 
nothing, infinitely versatile, like a blob of 
imaginary silly putty. The leader carefully 
pulls Herman or Hermina, cupped inside a hand, 
from his or her pocket. It is then pulled, 
rolled, stretched, twisted into an imaginary 
object or shape which can be played with. This 
is all best done in silence, sitting in a 
circle. Herman or Hermina is then handed, 
thrown or rolled to the next person in the 
group who also uses their imagination to change 
it, and so on around the group. When it gets 
back to the leader it can be carefully returned 
to its safe pocket. 

66. PASS THE MASK 

Time: usually 5-10 minutes 

Method: One of many "Pass the ..." games. 
Sit in a circle. The first person pulls a face 
then using their hands they "pass" the mask to 
the next person who puts it on (imitates it) 
then develops it into something different and 
passes that on. Can be done with a noise also. 

67. BASIS BREATHING 

Time: 2-3 minutes or longer 

Method: Everyone sits comfortably (cross-
legged on the floor if possible) in their own 
space. The leader asks everyone to slowly 
close their eyes and listen to their own 
breathing. Ask them to breathe steadily, 
deeply, rhythmically and silently, drawing the 
air right down into their bodies. Let people 
do this in silence for 2-3 minutes or longer, 
then ask everyone to open their eyes very 
slowly. 



68. RAIN MASSAGE 

Time: 15-20 minutes 

Method: In groups of about seven, one person 
lies on their stomach on the floor with their 
eyes closed. The rest kneel around and all 
tap with their fingers very quickly using both 
hands, all over. The tapping should be like 
the patter of rain. This is very relaxing and 
invigorating. Continue for 2-3 minutes for 
each person. 

68. DEATH POSE (PROGRESSIVE RELAXATION) 

Time: minimum 10-15 minutes, can be more 

Method: The room should be warm, preferably 
with a carpet. Ask everyone to remove shoes 
and glasses and loosen tight clothing, and lie 
on the floor as far apart as possible. They 
should be flat on their back with arms by their 
sides, palms downwards, thumbs close to the body 
and feet slightly apart. Give the following 
directions slowly, gently and clearly with 
long pauses between each one: "Make sure 
you're in a comfortable position ... weight 
evenly distributed ... very slowly close your 
eyes ... breathe steadily ... deeply ... relax 

feel the weight of your body on the 
floor ... let go of your shoulders, let them 
sink to the floor ... let go of your back, let 
it rest on the floor ... feel the floor 
pressing up on you ... you're part of the 
floor ... relax ... breathe steadily 	listen 
to the sound of the air moving in your nose 
and throat ... pretend that you are an old 
piece of rope lying on the ground ... a slow 
current of warm, clear water is flowing 
through you cleansing your body of tension ... 
it's flowing through your face removing all 
tension in the jaws, the eyeballs, the lips, 
the tongue 	let the clear warm water flow 
through your neck, washing away tension, into 
the shoulders and arms, elbows, wrists, 
fingers ... through your stomach, down the 
spine ... gently relaxing, washing away all 
the tension ... through the thighs,... knees 
. calves ... ankles ... and finally out 

through the toes ... listen to your breath 
moving steadily in and out ... in and out, 
like a wave on the shore ... in your 
imagination watch the clouds drifting 
overhead ... white clouds in a clear sky .. 
watch them drift ... floating ... (more 
softly) floating ..." 

The leader should then remain silent for as 
long as people stay relaxed. 	It is possible 
to tell if this exercise is working because 
if people are really relaxed their mouths drop 
open slightly and their feet are at right 
angles to each other (i.e. heels are closer 
together than toes). Let people "wake up" 
and start moving about in their own time; 
don't force it. When people are starting to 
wake up, the leader might gently suggest that 
they get up and slowly stretch when they are 
ready. 

69. MIRROR 

Time: 5-10 minutes 

Method: Divide into pairs, standing and facing 
each other. One person makes a movement and 
the other copies it as a mirror would copy. 
This should be done in silence. Then (or as a 
variation) the same pairs sit facing and put 
their hands together so that fingers and palms 
match, right hand to partner's left hand, left 
hand to partner's right hand. The slow 

movements of the hands, arms and fingers of 
one partner are copied by the other partner. 
Take turns in leading. It may be better done 
with eyes closed; it gives a strange, 
relaxing feeling if done very slowly. 

70. RAIN FOREST 

Time: 15-20 minutes 

Method: One person stands in the middle of a 
small circle (6-7 people) and closes his or 
her eyes. Everyone in the circle then taps 
them gently with their fingertips all over 
from head and face down to their toes. It is 
very pleasurable and relaxing. It may then be 
appropriate to move to a TRUST CIRCLE (page 
47) with that person and end by lifting them 
and gently rocking them before the next person 
has a turn. 

71. RAINSTORM 

Time: 5 minutes 

Method: People stand or sit in a circle 
facing the back of the person in front of them, 
with their fingertips resting very gently on 
that person's shoulders. As the following 
directions are given, the fingers tap gently 
on the shoulders and back: "There's a gentle 
rain starting ... a few soft, warm drops 
falling on your shoulders ... the rain is 
getting heavier, bigger drops, splashing on 
you ... they're coming down much heavier now, 
you can really feel them hitting your body 
it's turning into a real storm, strong 
raindrops all over your back 	more rain, 
coming down harder and harder ... it's just 
starting to slacken off now ... the rain is 
slowing down ... it's just a very gentle, soft 
drizzle now ... just a few drops ... it's 
ended!" This exercise can create a tremendous 
sense of unity within a group. 
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72. PANTOMIME 

Time: variable 

Method: Sitting in a circle, one person at a 

73. SINGING SYLLABLE 

Time: 2-3 minutes per round 

Method: One person leaves the room. The others 
sit in a circle and choose a word of three or 
more syllables. Count off the syllables so each 
person has one syllable ("No ... vem 	ber 
No ... vem ..."). 	Then pick a song with a well 
known tune, and everyone sings his or her 
syllable to the tune (so one third of the group 
would be signing "No, no, no...", one third 
would be singing "vem, vem, vem...", and the 
other third would be singing "ber, ber, ber..." 
The volunteer has to identify the word - not an 
easy task! 

74. GROUP ANECDOTE 

Time: 2-3 minutes 

Method: Same as GROUP STORYTELLING but each 
person says only one or two words or a very 
short phrase. Can provide a quick, funny 
interlude just before or after a coffee break 
in a long and serious meeting. 

75. GROUP STORYTELLING 

Time: from 10 minutes to ... 

Method: One person starts a story then stops 
at a dramatic moment and the next person 
carries on. This works best if the pace is 
kept quite lively. In a long meeting - 
lasting two days or more - the story can be 
broken off at an exciting point and then 
continued in another break later on. 

73. GROUP SINGING 

Time: anything from 2 minutes to all night! 

Method: The "original" way of group relaxing. 
Rounds are particularly good, or try everyone 
humming, chanting or singing what they wish 
simultaneously. 

74. DANCING AND SWAYING 

Swaying is particularly relaxing. Music (live 
or recorded) can be used. 

time has to pantomime any occupation they 
choose while everyone else tries to guess 
what it is. 

75. GROUP PANTOMIME (CHARADES) 

Time: 30 minutes to all night 

Method: well known. 

Sharing exercises 
These games provide a structure in which to share 
experiences, feelings and information which might 
not otherwise be shared. This helps us to view 
other people in a wider perspective, as people 
with a past, recent experiences, emotions and 
hopes; we see more of them than the narrow 
definition which we get in most situations. 

Some sharing games can fit in anywhere, but 
others are best done as part of a programme of 
sensitivity exercises. Some link up well with 
introductory exercises (see pages 11-14), but in 
general they are not meant for newcomers. The 
risk level is moderate, depending partly on what 
is being shared and the degree of intrusion which 
the game represents. There should be no pressure 
put on people to share more than they feel 
comfortable about, and the atmosphere should be 
supportive. These exercises are all low energy. 

76. NEWS AND GOODS 

Time: minimum .5 minute per person 

Method: Each member of the group gives their 
name and also tells something new and good that 
has happened to them during the last week, or 
that day. No comment or analysis from others. 

77. EXCITEMENT SHARING 

Time: minimum 	minute per person 

Method: Each member of the group gives their 
name and something that they are excited about 
at present. It can be something that has 
happened or something they are looking forward 
to. 

78. TALENT 

Time: allow 	minute per person 

Method: As people give their names they also 
mention some talent that they have. 



Materials: paper for all participants, wide 
range of crayons, felt-tips, etc 

Time: 30-50 minutes 

Method: Everyone takes 15-20 minutes to draw 
a picture of anything they want. They then 
show this to the group and say what they want 
to about it. As a general rule there should 
be no comments, questions or analysis. 

79. PAINTINGS 

83. HIDDEN SELVES 

Time: allow 	minute per person 

Method: As people give their names they also 
mention some significant personal fact that 
isn't obvious from looking at them, that they 
would like others to know. 

84. FEELINGS 

Time: 3-5 seconds per person 

Method: At some point - after games or in a 
meeting - everyone says in one word what 
they are feeling right at that moment -
boredom, frustration, elation, stupidity, 
enthusiasm, confusion, anger, etc. 

85. OBJECTS 

Time: variable, at least 5 minutes per person 

Method: One persons volunteers and leaves the 
room while the remainder of the people choose 
one of their number. The person who went out 
is then called back in and has to guess who 
has been chosen by asking questions to the 
group (or to individual members of the group) 
such as, "If this person was a car/flower/ 
street/book/disease/painting/colour/toy/etc, 
what sort of ... would they be?" 

86. CARDGAME 

Materials: index card and pen for each person 

Time: variable, minimum 20 minutes 

Method: Give each person a card and ask them 
to write down their answers to three or four 
numbered questions on a theme or on personal 
experiences, background or opinions. Collect 
and shuffle the cards and pass the pack 
around so that each person can very briefly 
read out the first comment and say whether it 
applies to him or her. Put that card on the 
bottom and pass the pack round again. This 
game allows objective and anonymous sharing 

and also helps people realise that others may 
have the same opinions, experiences and fears 
as they do. 

Materials: question sheets for half the 
participants (see below), pens 

Time: about 30 minutes 

Method: Prepare sheets with ten questions on 
beforehand. Divide into pairs, and give a 

question sheet to cne person in each pair; that 
person then asks the questions one at a time to 
her or his partner, listens carefully to the 
response, and says "Thank you" after each 
reply. Hold hands if that is comfortable. 
After going through the questions, reverse 
roles. Saying "Thank you" after each reply 
builds respect, keeps attention on the other 
person, and reduces the impulse to comment. 

Possible questions are: 

1. What is something good that has happened 
to you during the past week? 

2. What do you like about yourself? 

3. What don't you like about yourself? 

4. What is something you like? 

5. What is something you don't like? 

6. What is something you want to tell me? 

7. What is something you don't want to tell 
me? 

8. How do you view yourself in the community? 

9. How do you view yourself in the world? 

10. What do you want to get out of this 
occasion? 

89. 	MY WORLD 

Materials: paper for all participants, crayons 
and felt-tip pens 

Time: .5-1 hour 

Method: As with DEATH POSE (page 42), everyone 
lies down on the floor on their back, eyes 

closed and for a minute is given the chance to 
calm down. The director asks participants to 
explore their worlds around them, keeping their 
eyes completely closed. Without sitting up, 
participants smell , touch, listen to everything 
they come across. They slowly sit up and then 
get up and move about exploring whatever they 
come in contact with. Who are these people 
they run into? Ask people to find out, without 
opening their eyes, what colours there are in 
their worlds. After a while, tell people to 
open their eyes slowly, and take sheets of 
paper and crayons and draw a picture of their 
world. Then, in a circle, everyone shows and 
explains their picture. There should be no 
analysis by others in the group. 

 

44 



92. VALIDATION WALK 

Materials: watch or clock 

Time: 20 minutes 

Method: In pairs, participants walk off to a 
quiet place out of earshot of other groups, 
face each other and hold hands if that's 
comfortable. First one partner takes ten 
minutes to talk about all the things he or she 
likes about himself/herself. The other 
partner listens, looking at the speaker all 
the time without commenting at all. Then they 
change over. It is less distracting if the 
director keeps time and calls out after ten 
minutes. 

96. 	SILENCE 

Time: 1-10 minutes 

Method: All sit silently together in a 
circle, perhaps holding hands. If this is 
done at the right time, after some memorable 
experience or game and when people aren't too 
tired or too excited and breathless, a 5- or 
10-minute silence can be a deeply moving 
experience. The circle can end by one person 
starting a hand-squeeze which travels around 
the circle. 

91. 	GROUP FANTASY 

Time: variable; allow at least 20 minutes 

Method: Everyone lies on the floor on their 
back with heads together in a circle and 
bodies like the spokes of a wheel. This is a 
particularly intimate position and the 
slightest whisper is heard by all. Eyes 
should be closed, everyone relaxes for a short 
time. Then softly one person says what they 
can see in their imagination. They describe 
the scene, then someone else joins in or takes 
over the description. Everyone imagines the 
scene in their mind. If there is nothing, 
just lie there relaxing and listening to the 
rhythms of everyone's breathing. This 
exercise can be very powerful and the fantasy 
can grip some at a very deep level. It is 
important that the director doesn't take part. 

Affirmation exercises 
Affirmation exercises encourage both self and 
group affirmation, by searching out and 
expressing the positive, good sides of others, 
thus helping to build a positive self-image. 
This counters the over-critical , negative, 
cynical side which many people show. The 
exercises are both verbal and non-verbal. It is 
important to remember that communication occurs 
on many levels; people should not only be 
verbally validated but should be looked at, and 
the whole of the speaker's attitude should 
convey acceptance. In some ways it is not just 
a question of looking at the person being 
validated, but of looking into them. 

Affirmation should be - but isn't always - a 
normal part of interpersonal contact. These 
exercises should be used only when people know 
each other a bit and have worked together. Some 
exercises can be used at the end of any group 
meeting but most are for use in a programme of 
sensitivity exercises where they fit naturally 
with sharing games and trust exercises. 

Affirmation exercises are low energy but medium 
to high risk. People who have a predominantly 
negative self-image can feel very threatened by 
having good things said about them. Many 

exercises also involve physical contact, which 
may be threatening to some people. It goes 
without saying that the atmosphere must be 
sincere and unforced. 

93. WORD TICKLER 

Time: 4 minutes 

Method: Participants divide into pairs; one 
person says as many nice things about the other 
as he or she can think of. This generally 
makes the other person laugh - they are being 
tickled with words. After two minutes they 
change over. 

94. WARM FUZZY 

Time: 2-3 minutes 

Method: This is for cheering up and supporting 
someone - perhaps someone who has just been 
hurt by a comment or a realisation. Or 
participants can take it in turns. The whole 
group links arms and wraps itself around the 
subject, forming a warm human blanket. 

95. SHARING CIRCLE  

Time: variable, allow at least .5-1 minute per 
participant 

Method: The group forms a circle, arms around 
waists and shoulders. Each person mentions 
something they like about the person on their 
right. It may be an appreciation of something 
they have contributed to the meeting. Everyone 
should look at the person to whom the statement 
is being made. You can then go around again 
with everyone saying something they like about 
the person on their left. 



96. CARING CIRCLE 

Time: allow 1-2 minutes per participant; can 
be much longer 

Method: This can be either verbal or non-
verbal, but which kind should be specified 
beforehand. The group makes a circle holding 
hands, sitting or standing. One person is 
given expressions of care and love, statements 
of appreciation and of what others like about 
her or him. This can be done by members of 
the group one at a time, or simultaneously as 
a "bombardment". After a minute or two the 
next person becomes the recipient. 

97. SELF-VALIDATION  

Materials: watch or clock 

Time: 3 minutes per participant 

Method: Each person stands up before the 
group and talks for three minutes on "Things 
I appreciate about myself". Every person 
should look at the speaker. The director 
should stop people when the three minutes are 
up. No one should be forced to talk for the 
whole three minutes if they feel uncomfortable 
doing so. 

98. VERBAL AFFECTION 

Time: variable; allow minimum 2-3 minutes per 
participant 

Method: The group members are asked to tell 
the person who is the focus all the positive 
feelings they have about him or her. The 
focus is just to listen. The simplest way is 
for the focus to leave the group and stand 
with their back to the group a few yards away, 
"overhearing" what is said. A stronger impact 
occurs if he or she stands in the centre of 
the circle and is touched and looked in the 
eyes by the person who is speaking at the 
time. 

99. NON-VERBAL AFFECTION 

Time: allow at least 4-5 minutes per 
participant 

Method: This is more powerful than VERBAL 
AFFECTION. The focus stands in the centre of 
the group, shuts their eyes and the other 
members all approach and express their 
positive feelings non-verbally in any way they 
wish. This usually takes the form of hugging, 
stroking, massage, kissing. This experience 
of massive affection is a very unusual one 
and commonly the focus and some of the group 
members dissolve into tears. This distress 

is a sign of growth and healing. Usually 
discussion afterwards is not helpful and only 
dilutes the feelings. 

Trust exercises 
The purpose of these exercises is to develop 
trust within the group and trust in other people, 
to affirm this trust and to become more sensitive 
to the needs of the group and individuals in the 
group. It means becoming aware of others as 
delicate, living, feeling human beings. 

Because many of these exercises require trust 
and relaxation, they are best done last in a 
programme of sensitivity games and exercises. 
Evening is the best time because the room can be 
darker, there is a longer and more open period 
of time ahead, and people are slightly tired 
which means they may be more open and relaxed. 

Not all of these trust exercises are high risk 
but many of them are, because trusting people 
means risking being let down; also, physical 
contact is involved. If everyone is to 
participate, the atmosphere must be as safe and 
supportive as possible. Some people will always 
readily participate, perhaps to show off how 
"trusting" they are - it is easy for an exercise 
like TRUST CIRCLE to become an opportunity for 
some to demonstrate how daring they are. The 
director should ensure that such exhibitionists 
do not intimidate other participants. 

Many trust exercises are really non-verbal 
affirmation or sharing exercises and the links 
may be made clear in discussions about the 
exercises. 

100. BLIND WALK 

Materials: blindfolds for half the participants 

Time: 20 minutes 

.Method: Participants divide into pairs and one 
person in each pair is blindfolded. The seeing 
partner leads the blindfolded person around the 
room or building so that she or he can hear 
things, smell them, touch them. After ten 
minutes, change over. Note that it is better to 
use a blindfold than just to close eyes, as it is 
a strain to keep eyes closed for this length of 
time. 

101. ENCOUNTER 

Time: 5-10 minutes 

Method: Each person closes their eyes and walks 
slowly around the room feeling the space around 
them. When they meet another person they explore 
them by touch (possibly limit it to the face, 
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shoulders, arms and hands). Suggest that 
people explore the face particularly, 
touching as lightly as possible. When they 
wish, they move on feeling space until they 
encounter someone else. If people want to 
drop out they can stand at the edge of the 
room, but should not open their. eyes. Soft 
music can help this exercise. 

102. TRUST CIRCLE 

Time: 30-40 minutes 

Method: Groups of about ten stand in a circle 
with one person in the centre. It is 
sometimes helpful if everyone hugs the centre 
person before starting the exercise. The 
centre person stands upright with feet in the 
centre of the circle, quite stiffly except for 
the ankles. They close their eyes. The group 
stands as close together as possible and the 
person falls towards the circle which catches 
him or her and passes them gently around the 
circle. The central person is quite rigid and 
keeps their feet planted on the same spot. 
The exercise should be done in silence or with 
some soft background music. 

The person in the centre relaxes and may be 
almost transported out of themselves in warm, 
sensual pleasure. It can be a very strong 
experience. It is very important that the 
group is big enough and strong enough and close 
enough together to support the central person. 
Do not stand too far away. It is easier if 
each person in the group stands with one foot 
behind the other. The object is not to make 
the centre person lean out as far as possible, 
but to pass the person backwards and forwards 
and around the circle as smoothly and as gently 
as possible. 

An addition to this is to end by gently 
lowering the central person to the floor and 
massaging her or his back, gently at first 
then with increasing pressure. Finally 
simultaneously release the pressure. A 
variation is to end by everyone picking up the 
central person and rocking them before lowering 
them gently to the ground. All this must be 
done smoothly, silently, gently and reverently, 
supporting the person's head enough so it does 
not fall back. The person will probably want 
to lie on the floor for a few moments to "come 
down". Everyone who wants to should have a 
turn - that should be everyone present. 

103. GROUP MASSAGE 

Time: at least 1 hour 

Method: In groups of about nine take it in 
turns to lie on the floor, relax, and be 
massaged by the rest of the group. Start by 
all lightly tapping the subject on their back, 
arms and legs. The tapping, with all the 
_fingers, should be not too light and very fast,  

producing an effect like the patter of rain. 
This relaxes and sensitises the body. Then 
light massage is started in the back, 
shoulders, arms and legs. One person has 
each limb, one person each side on the torso 
and one person at the head for the neck and 
shoulders. Start lightly and gradually 
increase the pressure. Work on the muscles 
and tendons, pressing and moving them. On the 
back move the hands in large sweeps with quite 
hard pressure. Sweep from the base of the 
spine up to the neck. Finally one person 
sweeps from the ankles right up to the neck 
and along the arms several times. An 
alternative ending is to pick up the subject 
gently and rock them backwards and forwards 
for about a minute before lowering them to the 
ground. Let them lie there for a few minutes 
to "come down". The rest of the group can in 
this time start on another member. 

104. MASSAGE 

Time: variable; allow at least 30 minutes 

Method: The same as GROUP MASSAGE only it is 
done in pairs, rather than in a group, at a 
level of risk decided by the partners. 
Obviously as for all massage, the fewer clothes' 
the better. Always start massaging the back 
and shoulders. For massaging the back it can 
be helpful to be astride the person so that 
maximum pressure can be applied. Massage 
limbs concentrating on the muscles, using the 
fingers, and on large sweeps up the limbs 
using the whole hand. This should all be done 
in silence; concentrate on building up a 
rapport between the person massaging and the 
person being massaged. It is important however 
that the one being massaged is able to give 
instructions about what feels good or hurts or 
tickles - discomfort, embarrassment or tickling 
causes tension, and if this happens the person 
being massaged should try to relax and the 
person massaging should tap them all over 
gently or work on the back for a few minutes. 
After one person has been massaged the partners 
should sit or lie together quietly for a few 
minutes, then change over. 

105. SITTING MASSAGE 

Time: variable; allow at least 20 minutes 

Method: Pairs sit facing each other, cross-
legged if possible. One person massages and 
manipulates the other's fingers and hands. Use 
gentle but firm pressure particularly at the 
base of each finger. The one being massaged 
should close their eyes and relax. If it helps 
they should concentrate on their breathing for 
a few minutes, breathing slowly and deeply. 
When both hands are done the face can be gently 
massaged using the tips of the fingers, moving 
the flesh around the bone gently but firmly 
with a circular motion. Move on to the scalp 



and neck. Pay particular attention to the jaw 
muscles and the neck muscles, starting below 
the ears and connecting the neck to the 
shoulders. Massage of the face is best done 
symmetrically, with one hand on each side of 
the face. 

106. ORANGE 

Materials:  one orange for each participant 

Time: allow 20-30 minutes 

Method: This is primarily a sensory awareness 
exercise but it fits in with the mood of trust 
exercises and ends as one. Everyone is given 
an orange and has a period of time, say ten 
minutes, to sense and experience that orange 
in all possible ways - its sight, smell, size, 
shape, texture. They then slowly peel it, 
again with total, quiet contemplative 
awareness of the experience of peeling it. 
They then taste it and finally in pairs or 
small groups feed each other with their 
oranges. 

107. HAND TALK 

Time: allow 15-20 minutes; can be longer 

Method:  This is primarily a sensitivity and 
communication exercise. In pairs, sit facing 
each other with eyes closed. Find each other's 
hands and experience each other and communicate 
through the hands. You can communicate 
gentleness or tenderness, be playful, be angry, 
start thumb-wrestling, etc. Afterwards it may 
be appropriate to talk about any feelings 
that came up in pairs or in the group. 

Group dialogues 
A structured series of group dialogues - with 
six meetings of two hours each - was developed 
in the United States by Rachel DuBois as a way 
of deepening interpersonal relations in a 
group through verbal sharing of significant 
and meaningful experiences. The technique, 
which incorporates creative listening, sharing 
and silence, can be adapted for use in much 
shorter sessions. The minimum would be one 
two-hour session. A receptive and safe 
atmosphere is needed and people must know each 
other at least slightly beforehand. 

A group of 8-12 people is best. It can be 
single-sex or mixed, and should include people 
of all ages. People living together as couples, 
or parents and children, should not be in the 
same group. 

108. GROUP MINI-DIALOGUE 

Time: 2 hours 

Method: The director has selected and 
prepared a series of questions (see below) an 
thought about his or her personal responses t( 
them. When everyone is seated comfortably -
perhaps after a few moments silence - the 
director explains the conditions, asks the 
first question, and gives his or her answer. 
Each person then, going around the circle, 
unfolds his or her experience related to the 
question, and so on for the next question. 
Anyone can "pass" and not answer a question. 

The key conditions are: 

Speaking is from feeling and experience, not 
from theory and opinion. 

Answers are made in turn, not through 
volunteering. 

The option not to answer is fully respected 

There is no discussion of what participants 
say. 

Everything that is said is held in 
confidence. 

The director takes part as one of the group, 
aware that the concreteness, conciseness and 
honesty of his or her answers to the questions 
can set the tone and spirit of the meeting. 
The director should ensure that no one talks 
too long and everyone has an opportunity to 
participate fully within the time limit. Don 
try to cram in too many questions; three or 
four will be enough - possibly too much - for 
one session. 

There should be a chance for feedback and 
evaluation at the end of the session, and if 
the group is going to meet again participants 
can advise the director on the selection of 
future questions. It may be a good idea to 
have a different director for each session. 

Some sample questions: 

I. Where were we around the ages of 4-6-8, ar 
can we recall some spot that remains 
especially vivid to us, which was enjoyable 
or satisfying to us? 

2. What was the make-up of the family group c 
of those we were closely related to and how 
did we fit in? 

3. Who represented authority to us when we 
were young and how was order maintained? 
Did we rebel and in what way? Who or what 
is our authority now? 

4. Where do we now have authority and how do 
we use it? How do we obtain order? 

5. How do we relate to people in new 
situations? Has this pattern changed over 
the years? 

6. What is our attitude to the faults and 
imperfections we find in ourselves, and how 
do we try to deal with them? Has our 
attitude changed over the years? 

7. What kinds of thing in others and in 
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ourselves make us angry? How do we deal 
with this anger? 

8. When troubles arise involving other 
people, does our reaction tend to be 
anger, withdrawal, or what? What may we 
have learnt about handling ourselves in 
these situations? 

9. Did we have certain models or heroes, real 
or fictional, when we were young, and what 
did we first think that we ourselves 
wanted to do or become? 

10. What seem to be our chief talents and what 
are we doing with them? 

11. Do we remember an experience of being 
separated, physically or emotionally or 
both, from our parents and how did it come 
about? 

12. How would we characterise our physical 
constitution as far as illness and health 
are concerned? 

13. Do we recall an early experience of beauty 
in nature or in some form of art? What 

place does the aesthetic now have in our 
lives and how is it related to the meaning 
of life? 

Comment: Many people have hardly considered 
these questions, let alone shared or 
experienced them in others. It can be a very 
useful exercise to think on and discover 
answers to these sorts of questions. The aim 
of the dialogue is closer fellowship and 
shared and mutual understanding, not theory or 
emotional release, although emotion may be 
released in thinking about these questions. 
The risk is as big or small as the individual 
wants, since there is no pressure to answer 
the questions, there are no comments or 
analysis, and everything that is said is held 
in confidence. It is important to stress that 
there are to be no comments, questions, 
analysis (other than self-analysis), 
interpretation, theorising or generalising. 
The leader should gently remind anyone who 
forgets this. How difficult it is simply to 
speak from experience 





6. Vision 

"Utopian rubbish!" shouts the opposition when 
someone describes a new policy, resolution or 
bill as "a visionary step forward". Utopias 
have had a bad press; to call someone utopian 
suggests that they are, first of all, envisaging 
ridiculously unrealistic futures and secondly, 
doing nothing tangible to work towards those 
futures anyway. "Visionary", on the other hand, 
is used in a more complimentary and dynamic way. 

The dreamers, the utopians, the visionaries play 
a very important part in social and political 
change, even if we don't always agree with their 
futures. Dreams and visions help people to see 
what they are working towards, and whether they 
are going in the right direction. A vision is 
the scene on the distant horizon, the end of 
that thousand-mile journey which we are always 
starting with a single step. The traveller can 
navigate by visions, and measure progress by 
them. Destinations can be compared with those 
of other travellers and if they are similar, the 
travellers can move on together and help each 
other. 

Continuing the allegory: one requirement for 
travelling is to be both long-sighted and short-
sighted. People who are only long-sighted will 
not be able to see the ground in front of their 
feet and will trip up; those who are too short-
sighted will be unable to see the distant 
horizon and will get lost en route. 

This very short chapter is aimed at developing 
the long-sight - the ability to see where we are 
going and to share that vision with other people. 
It is based primarily on one tool called a 
VISION GALLERY which can be used in many ways -
to help us remember how to dream, how to share 
our dreams, and how to make our dreams part of 
reality. It is easy to find fault with what 
exists in our school/workplace/society/world. 
It's not nearly so easy to think of better 
alternatives. To do so requires that we think 
positively about what is good and what could be 
better, it requires that we have imagination and 
the ability to stand back for a while from the 
everyday pressures and constraints of reality 
and think clearly. Tools such as VISION GALLERY 
can help free us from the forces and pressures 
which obscure our sight and hide possible 
futures. We can think about our visions, share 
them with others, and perhaps produce a common 
vision towards which we as a group can work. 

One component of this common vision might then 
be selected as a long-term goal for the group or 
organisation. Group goals are positive ends 
towards which the group works, a concrete 
embodiment of one aspect of the group's vision. 
There are many intermediate goals on the way to 
that long-term aim, and each intermediate goal is 
reached through the execution of a strategy. A 

strategy therefore is an initial step towards 
the vision, and a vision can be used to 
construct or check a strategy. (See Chapter 7 
for more on strategy.) 

Strategies, intermediate goals, and long-term 
goals all have different timescales. Debates 
on world resources, for example, are confused 
because the planners look at the next five or 
ten years resources while conservationists are 
looking at the next hundred or thousand years. 
Modern society tends to use a technological 
timescale, planning for only two or five years 
ahead and assuming that technology will somehow 
become advanced enough in that period to deal 
with all the problems which it creates through 
its development. In the same way, campaigning 
organisations often look only a few months or 
years ahead, reacting more to the latest events 
than through a long-term commitment to specific 
strategies. It's easy to get caught in this 
action-reaction syndrome and even though 
"reactive politics" are necessary and may even 
be part of a strategy, they are not sufficient 
to reach a final goal. Vision tools can help 
ensure that we don't get so caught up in short-
term campaigning that we lose sight of the long-
term future. 

109. 	VISION GALLERY 

Purpose: to-exercise participants' imagination 
and ability to think positively; 
to help a group develop a common 
vision; 
to reveal issues and presumptions for  
discussion; 
to help develop strategy or evaluate 
activities. 

Materials: pencil and paper for each 
participant, large sheets of paper, 
crayons or felt-tips for each group 
of 4-6 participants, blu-tack or 
drawing pins 

Time: minimum 45 minutes to 1 hour, possibly 
much longer 

Method: Introduce the tool so that everyone 
knows the purpose. Stress the values of 
visionary thinking and sharing. Ask each 
individual to take 15-30 minutes to write the 
major features of their vision of the ideal 
school/union/factory/local authority/society/ 
whatever. It is important to be specific in 
asking for a vision of a subject; it is better 
to say "Society as I would like to see it in 
ten years" where the subject is vast, instead 
of "the ideal society". Another way to present 
the subject is to ask for "A day in my life in 
an ideal society". Write in note form - when 
considering an ideal society, for example, one 
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might jot down ideas about what kind of family I 
structure, economic system, government, 
defence, social institutions, communities, etc 
they would like to see. The ideal should be a 
realistic ideal, not an impossible dream, but 
the practical difficulties of achieving the 
ideal should not be considered. 

After everyone has written some of the 
elements of their vision of the subject, they 
form groups of 4-6 and share their visions. 
It is probably best if each person in the 
group reads their vision first, followed by 
some discussion on the similarities and 
differences of the various approaches. Then 
try to synthesise these visions to produce a 
common vision. The chances are that (quite 
to everyone's surprise!) individual visions 
are quite different in style and areas 
covered. Usually the best way to produce a 
synthesis is to write down first all the 
things agreed on; this can be morale-boosting 
as it may be quite a long list. Then the 
areas of disagreement can be discussed. Fix 
a time limit - something between 30 and 90 
minutes - by which each group should have 
produced a wall sheet of a common vision and 
pinned it to the wall as part of the vision 
gallery. 

Afterwards, during breaks and at odd times 
people can look through the vision gallery and 
read the wall charts from the other groups. 
It may be worth having a short plenary 
discussion on them and what they reveal. 
This could be followed by further discussion 
in the same small groups, or two groups could 
be combined to try to synthesise their two 
visions into one. 

Comment: This is an excellent tool which can 
be used very flexibly in many situations. It 
is not just the results on paper or the 
agreement that matter, but the common sharing 
of ideals and the practice in imaginative 
positive thinking by everyone. It is best to 
use a vision gallery early in the life of a 
group or conference, so that future adjustments 
to the programme can then be made. A vision 
gallery can also serve as a discussion starter 
if there is difficulty in getting people to 
talk. It requires everyone to think and 
express themselves, and to concentrate on 
practical possibilities and intentions rather 
than abstract theorising. 

110. 	VISION SCENARIO WRITING 

Materials: paper and pen for each person 

Time: 30 minutes or more 

Method: Participants write a description 
answering the question "What would a good 
society/world/town/industry/personal life look 
like in ten years if the most optimistic 
changes (though kept within realistic bounds) 
occurred?" The scenario can be written as if 
it is a magazine article describing conditions 
ten years on, or comparing them to present 
conditions. Allow 30 minutes for the writing, 

1. HOPES AND DREAMS 

Time: at least 30 minutes 

Method: In pairs, tell each other your hopes 
and dreams for yourself, then for the group and 
for yourself in relation to the group. If 
there is time, partners can split and make 
another pair and do the same. Then two pairs 
join and make a group of four, and do the 
same, and two groups of four form a group of 
eight and share their hopes and dreams. 

2. VISION TIME 

Materials: as for VISION BRAINSTORM 

Time: 3 minutes per person plus at least 30 
minutes 

Method: The group has 5-10 minutes silent time 
for each person to think of aspects of a good 
society or institution which are important to 
her or him. Then everyone in turn takes three 
minutes to tell the group their ideas. No one 
is to comment or question. Someone lists the 
key ideas on a wall chart as they come up. When 
everyone has spoken general discussion begins 
on the ideas listed and on other things people 
have said. 

111. VISION BRAINSTORM 

Materials: wall chart, felt-tip pens, blu-tack 
or drawing pins 

Time: 1-3 hours 

Method: Make a wall chart with five columns 
marked economic, political, social, personal, 
other. The group then successively brainstorms 
characteristics of a good society or institution 
for each of the columns (see page 15 for 
BRAINSTORM). After the brainstorm, each item is 
considered in turn to see which are agreed by 
all the group and which ones aren't. For those 
that are not agreed, holders of opposing views 
could have some time to state their views and 
reasons, then each characteristic could be 
tested for consensus or voted on. 

CRYSTAL BALL - see page 61 

and additional time for group discussion if 
wanted. 

VISION-TO-PROJECT BRAINSTORM - see 
page 61 



7. Strategy 

Some people don't know where they want to go; 
some people do know, yet end up in the wrong 
place; some people reach their destination and 
then find that it's not the right place after all. 
This can happen with groups or campaigns as well 
as bus journeys. Developing a strategy can get 
us to the right place at the right time: we can 
go to the transport office, get a bus map and 
timetable, and ensure that we get to the bus stop 
on time; within a group we can develop our 
vision for the future, set realistic intermediate 
goals, and try to ensure that we take the right 
steps to reach them. Of course buses break down 
and travel plans must change, and in the same way 
social and political realities are not static and 
campaigns and organisations must change. Good 
strategies involve anticipating possible events 
and possible reactions to them, so that we don't 
get too lost or panic-stricken en route to our 
goals. 

Strategy, campaign, tactic: the words come from 
the language of war, and there are some devout 
anti-militarists who say that we who are opposed 
to militarism in all its forms should not 
deliberately use its language. For the time 
being, however, these are probably the most 
descriptive and useful words we have - and the 
fact that they are used by the warmakers as well 
as by advertising firms does not mean that we 
cannot put them to peaceful or socialist use. 

Although strategy is often contrasted with 
spontaneity and flexibility, they are not 
opposites. A good strategy is flexible, open 
and undogmatic, encouraging creativity and 
responsiveness, adapting to events as they occur. 

Almost all groups have some sort of strategy, but 
often it is only held implicitly and is not 
openly stated. Meetings of the group can become 
very confused, especially when new members are 
not aware of the tacit understandings of other 
members. The tools in this section can help 
group members think clearly together, to develop 
workable and realistic strategies. Even if a 
group has a brilliant strategic thinker, a 
veritable Napoleon, his or her brilliance won't 
be fully utilised if the group does not 
understand the vision and the goals towards which 
they are working, and if all members are not 
given an opportunity to contribute to the 
strategy. 

Social and political change 
Very broadly, a strategy is a plan to change 
something. It is concerned with a dynamic 
process whose goal is to create or improve 
something or to resist an un::►anted change. If 
realistic strategies are to be developed, it is 

useful to understand how social or 
organisational change occurs, and the role 
which social or political movements can play in 
such change. 

Social movements begin when one individual, or 
several individuals at more or less the same 
time, or a group of individuals, decide that 
something should be changed or that a proposed 
change should be resisted. There are many 
historic as well as contemporary examples of 
people campaigning virtually single-handedly; 
such campaigns may be part of a broad social or 
political movement, but they are not in 
themselves movements. Movements develop as 
individual or small group campaigns grow, 
through the processes of education, 
consciousness-raising and publicity. One 
campaign becomes a large group, or perhaps it 
develops into a large number of small groups. 
Eventually these new groups pose a threat to 
the "established" way of doing things, and the 
groups come to be seen as "a movement". The 
process by which small campaigns or groups grow 
into movements is sometimes divided into two 
broad stages, education and confrontation. 

If something is truly "an idea whose time has 
come" the growth of the movement can be very 
rapid indeed; social, political, economic or 
moral change can occur quickly and the changes 
can be lasting. Usually, however, it is a slow 
process. When social or any other kind of 
change seems to be occurring rapidly it is 
difficult, especially with today's mass media, 
to know whether it's an idea whose time really 
has come or an idea which has been hyped into 
prominence by the media; it is impossible to 
know whether any resultant change will be 
lasting or just temporary. The point of this is 
not to make it appear that short-term action for 
social or political change is futile - but to 
make groups aware that lasting changes involve a 
long, complex process which, because it is 
dynamic, can never be completely analysed. 

To grow into a powerful force, a movement must 
incorporate a significant amount of education 
of members and supporters (consciousness 
raising) and of potential supporters 
(publicity). This can be done through mass 
media, local or community or the movement's own 
media, courses, films, lectures or discussions, 
demonstrations, publicity-worthy civil 
disobedience ... virtually all conventional and 
many unconventional channels of communication. 
As people become aware of the issues involved, 
their consciousness is changed in many ways. ,  
They may realise that the present way of doing 
things isn't inevitable or "natural"; it was 
begun by other people and can be altered. They 
may see within a system a contradiction, 
something which doesn't make sense - perhaps a 
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discrepancy between what is actually done and 
the statements and values of the people doing it. 

People may become involved in a movement out of 
a desire for change, or a fear of change; out of 
a utopian vision for all society or out of 
narrow self-interest. Whatever their initial 
reasons for becoming involved, they become part 
of the process of pushing the movement towards a 
situation in which the establishment has four 
choices: to ignore the movement, which becomes 
increasingly difficult as the movement gains in 
strength; to repress the movement, through 
police force, character assassination, etc; to 
make minor or apparent changes through co-option 
or reform perhaps in an attempt to diffuse some 
of the support of the movement; or to capitulate 
completely. The latter does not often happen; 
apparent capitulation is frequently only a 
short-term accommodation to the demands of the 
movement. This is especially true when the 
movement lacks a clear vision of what it wants 
after its "victory", and in the absence of 
workable new ideas or ways of doing things, the 
old ways continue to be used. Or perhaps 
capitulation leads to a period of great social 
upheaval, possibly with extremes such as the 
reign of terror after the French revolution or 
Stalinism after the Russian revolution. People 
who advocate nonviolence as the basis for social 
change movements feel that only through a 
nonviolent approach can such upheaval and 
dislocation be minimised, and can new structures 
be developed and introduced which meet the needs 
of the new situation. 

Of course most groups, even those which define 
themselves as most revolutionary, do not really 
think in terms of major social change in their 
day-to-day activities. Nonetheless an 
understanding of the group's ultimate aims can 
help in any development of intermediate goals 
and strategies. 

The aim of a movement or group is its ultimate 
purpose. The aim should be easily stated in one 
or two sentences and should be the sort of thing 
which many people, even those not actively 
involved in the movement, can support. An aim 
is often utopian and is best put in a positive 
way as something which is desired: peace on 
earth, an end to racism, a democratic and 
socialist society, an ecological nonviolent 
world. 

Strategic goals are steps towards the aim, 
achievable and possible with realistic (neither 
optimistic nor pessimistic) expectations of 
future events. Examples of goals are 
unilateral disarmament by Britain, ending sale 
by the Co-op of South African goods, no 
redundancies, close all nuclear power stations, 
scrap the "sus" laws. 

Tactical goals are limited accomplishments which 
can be made through a small number of particular 
actions. Tactical goals usually have a short 
time span and must be realistic in terms of the 
resources available within that time period. A 

tactical goal is what a particular tactic or set 
of tactics is to achieve if it is successful. 
Examples of tactical objectives are to set up a 
peace camp, to stop Worcester Co-op selling 
Namibian pilchards, to set up a local welfare 
rights stall, to draft a manifesto at this 
meeting, to gain TV coverage for this march. 

The plan by which the group or movement hopes 
to reach its goals is the strategy. It is a 
plan of action which co-ordinates and directs 
the resources of the group. To be successful, 
it obviously must reach its goals. Strategic 
thinking can't be learnt from a manual, but it 
can be demystified and made accessible. 
Historical case studies of successful - and 
unsuccessful - movements for social change can 
help, as can tools such as those on pages 55-64. 

There has been, and will continue to be, a major 
philosophical and practical debate on the 
relationship between means and ends - the 
question of whether we should use tactics which 
are efficient in reaching their tactical goal but 
ineffective in reaching the larger goal (or are 
even contradictory to that goal). Some people 
say that if the tactical goal is necessary to 
reach the strategic goal, then any means of 
gaining the tactical goal must be valid and 
must bring the strategic goal closer - in other 
words, the end justifies the means. Others say 
that means and ends have to be in harmony and 
that a tactic (means) cannot contradict the 
goal or the aim (ends) without destroying it. 
Can a violent tactic bring closer a peaceful 
society? Personally, we don't think so. 

A strategy is not simply a list of objectives. 
It includes the sequence, time factors, 
priorities, responsibilities for implementing 
tactics, assessment of resources, as well as 
periods for elaboration, analysis, and 
evaluation. 

Strategy depends essentially on a political 
analysis of the problem being faced and the 
sources of power in the situation. Such an 
analysis - perhaps using SOCIAL SPEEDOMETER 
or FORCE FIELD ANALYSIS (pages 56 and 58) -
must be done in sufficient detail to reveal all 
the important elements. Initially it is tempting 
to use labels or stereotypes which give various 
sources of power an appearance of cohesion which 
they don't actually have; for example we might 
lump all "businesspeople" together and assume 
that they all share one view of the subject, 
when in fact there are many opinions amongst 
businesspeople, or we might think that all 
workers in a military factory support 
government defence policies when, in fact, many 
are opposed to increased defence spending and 
would far prefer to be working on non-military 
goods. The tendency to stereotype opponents 
(as well as supporters!) can, at the extreme, 
lead to a "them-and-us" approach where any 
campaign is seen as a tug of war. In reality 
both sides are alliances, not monolithic blocks. 

When all of the supporting and opposing forces in 

54 
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a situation have been identified, the most 
central ones should be itemised - the "lynchpins" 
around which the others operate. These might be 
individuals (opinion leaders and power figures) 
or groups. It is on these elements that most 
strategies concentrate, although it is important 
not to concentrate on central figures to the 
exclusion of building up grassroots support. 

At the same time as sources of power are being 
identified, the goal of the group or movement 
should be broken down into component projects 
and those further broken down into small, 
achievable projects (tactical goals). This 
depends on a realistic assessment of the group's 
present resources, capabilities and influence. 
Seeing each tactical goal as part of an overall 
strategy to reach defined strategic goals 
reduces the temptation to try to do everything 
at once. 

When the tactical goals have been clarified, 
allies, potential allies and opponents can be 
considered. How can the group increase the 
power of allies, win neutral parties as allies, 
or lessen the power or divert the influence of 
opponents? 

The group's resources - time, money and people 
can be allocated to the various tactical goals. 
Each tactical goal chosen should be an 
achievable one and the resources allocated must 
be sufficient to reach the tactical goal. If 
they are not, then all the resources used may 
end up being wasted. A group should not always 
be involved in fighting hopeless battles; some 
tactical goals need to be successfully reached 
to boost morale, and if the strategy is well 
thought out and the tactical goals carefully 
chosen, more than a few of them should be 
reached. 

The timing of when to work for each tactical 
goal is also important. Various groups of 
opponents or supporters are critical at 
different points in time. Resources are 
available at different times - parents, for 
example, might be more or less available than 
usual during halfterm; winter is not the best 
time to stand on street corners collecting 
signatures on a petition. 

The projected sequence of tactical goals - 
including the goal of gaining or increasing 
resources - along with the projected timing and 
the projected events directed towards the 
strategic goal constitute the strategy scenario. 
The scenario will be frequently refined as the 
campaign progresses and new elements come to 
light and new priorities are given. Evaluations 
(page 18) should be specifically built into the 
strategy and the resultant feedback should be 
constantly incorporated into the strategy. 

To a large degree the group's or movement's 
knowledge of the situation will come only from 
action. At the beginning of a campaign there 
can only be fragmented information about the 
elements of the situation. The only way forward 
is to start a campaign and see what happens -
see which groups and individuals come forward in 
support, which ones oppose you. Resources can 
be known for certain only when they are actually 
used. It is vital that when information is 
gained that it is incorporated in the collective 
strategy and not just left as "experience" which 
may or may not be known by everyone and may or 
may not be used. Some groups, like some people, 
never learn! 

Strategy analysis fools 

114. 	CASE STUDY 

Purpose: to give practice in analysis of 
situations and campaigns; 
to discern and analyse past 
strategies and theories. 

Materials: books, archive records etc 

Time: probably several hours 

Method: Obtain clear, reasonably short 
examples of an historical or current campaign. 
Investigate the case and the historical and 
social background, then prepare an account of 
the case including these six areas: 

I. Context: What were the political and 
economic conditions prior to the struggle? 
What was at stake? Had protest or direct 
action methods been used previously by the 
participants? 



Unfavourable 
some stores 

Hostile 
large department 
stores  ; conservatives 

Very Hostile 'upper class' food shops with many car shoppers  
. 

 

  

Favourable small shopkeepers  

Friendly 
cyclises; young 
Liberals 

very Friendly 
Shoppers with children 
and no cars; 

conservation  society 

Friendly 
small shopkeepers 

very friendly 
cyclists, young 

Liberals 

Hostile  
'upper class' food shops 

with car shoppers 	A. 

Actively  Involved sho[[ers with children'  
and no car. 
Conservation society 

2. Preparation: Did the action occur 
spontaneously, or if there was preparation, 
what forms did it take? 

3. Organisation: Was there centralised 
organisation and leadership? Did it emerge 
from the struggle or was it there earlier? 
How successful was it? Was a strategy 
planned or did people just improvise? How 
was communication done? What was the 
relationship of the leaders to the 
opposition and to the rank-and-file 
members? 

4. Action: What tactics were used by the 
campaigners? Did they match the strategy 
(if there was a strategy)? Were they 
simply expediences or were they used for 
reasons of principle? Which tactics were 
the most and the least popular and why; 
which tactics were the most and least 
successful and why? 

5. Reaction: How was the opposition 
organised: co-ordinated, disunited, or 
allied? What was the image of the 
campaigners? What were the tactics of 
repression; which were the most and least 
used? Were there defections or mutinies? 
Did the repression form a pattern? 

6. Consequences: What was the outcome of the 
struggle in terms of context? In terms 
of the aims of the campaign and of 
opposition? Was the organisation of the 
campaigners strengthened? What were the 
lessons learnt by both sides? Was the 
public affected by the struggle? How? 
Were other groups inspired by the struggle? 

You can look at national campaigns such as the 
civil rights movement in the United States, the 
move for independence in India, or the movement 
for free trade unions and more democratic 
decision-making in Poland in the early 1980s. 
(The Peace Pledge Union, 6 Endsleigh St, London 
WCI, has background material on all of these.) 
Or you might look at smaller, local campaigns, 
either in your own area or in other areas. 
Peace News and Community Action often have 
relevant articles. 

The case study can be written up for discussion 
and possible publication. The research and 
writing can be split up between members of a 
group, possibly using the headings suggested 
above. The final discussions should consider 
the lessons of the case that can be applied 
to the present situation. 

Comment: It is very important to be able to 
put our actions into an historical and world-
wide context. If the case study is well 
chosen, the results of it - particularly the 
strategy and the consequences - can be very 
important in developing a strategy for the 
present. Although history doesn't repeat 
itself and one cannot draw too many 
conclusions from what has happened before, it 
is certainly worth considering and heeding the 
lessons of history. 

115. 	SOCIAL SPEEDOMETER 

Purpose: to assist groups of any size in a 
assessing the forces in the 
community which are relevant to a 
campaign; 
to show graphically the spectrum of 
opinion; 
to assist in analysis of a community 
and in strategy planning. 

Materials: wall charts, felt-tip pens, blu-
tack or drawing pins 

Time: 20-30 minutes 

Method: This tool is usually used in relation 
to a specific campaign. After the tool is 
explained one person draws, from the 
suggestions of the group, a social speedometer 
representing the community before the start of 
a campaign. The arms of the speedometer are 
labelled as in the diagram, with attitudes 
ranging from "very hostile" through "neutral" 
to "very friendly". Each group mentioned is 
located on the appropriate arm. 

CAMPAIGN GOAL: to ban cars and lorries from city centre 
during shopping hours.  

ArgvreAl- 

Then another speedometer is drawn, showing the 
minimum changes in attitude which must occur 
before the campaign can be successful: 

Neutral Unfavourable large department 	Favourable 
stores; conservative 	police and traffic wardens 

B. 
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In most cases, the entire community will have 
to be affected to some extent by the campaign: 
those who are opposed will have to become 
less unfavourable or neutral , those neutral 
should become favourable, and those already 
favourable or friendly should become actively 
involved with the issue. The group can then 
discuss the implications of this picture for 
the strategy and tactics of a campaign. 

Comment: This tool can be extended by going 
on to consider each arm and listing possible 
ways of moving it a little clockwise. Note 
that this tool supposes a particular view of 
society, social groups and public opinion; 
it assumes that every relevant group should 
become less hostile if the campaign is to 
succeed. Some people would argue that in 
some cases the unfavourable and hostile 
groups should become more hostile, so that 
the situation is polarised and their views 
are discredited by their hostility and fury. 

This tool only notes the attitudes of 
various groups, not their relative 
strengths. Some might be so small or so 
hostile that they can best be ignored; 
others are so central to the success of the 
campaign that they have to be shifted. 
The tool enables groups to consider the 
relative importance of various elements in 
a situation and provides a good way for 
everyone, particularly those people not 
good at abstract social thinking, to 
visualise the tasks of a campaign. 

116. 	WEB CHART 

Purpose: to enable a group of up to 10-12 
people to trace the root causes 
of a specific phenomenon; 
to isolate, link and picture the 
forces relating to a phenomenon. 

Materials: large wall chart, felt-tip pens of 
various colours, blu-tack or 

• drawing pins 

Time: about 45 minutes 

Method: The best size for a group making a web 
chart is 10-12 people, so larger groups should 
be split Up. Write the issue of concern, in as 
few words as possible, in the centre of the 
paper with a "balloon" around it. This central 
issue should be very concrete; if it is too 
vague there will be confusion over what the 
term really means. 

Group members then suggest what they feel are 
the important major direct causes of the 
problem. These are noted, in as few words as 
possible, around the central problem, each 
cause in its own balloon connected to the 
central issue by a line. Do not spend long 
debating each suggestion - if most people agree 
that it is a direct cause, then put it in. 
The inner ring of probably 5-12 causes should 
take only 5-10 minutes to do. 

When the group is satisfied that the major 
direct causes are identified, they then 
concentrate on identifying what they think are 
the causes of each of the direct causes. It is 
best to be systematic, going around the inner 
ring one by one and dealing with each item 
completely before going on to the next one. 

When the causes of the inner ring have all been 
listed, second, third and even fourth level 
causes can be added. Some of these causes will 
be related to each other; such links can be 
indicated with dotted lines. The whole thing 
will end up looking like a web. 

Instead of the causes of the central problem, 
consequences of it could be charted. But don't 
mix them up - either the chart shows a web of 
causes, or it shows a web of consequences. 

If more than one group has made a web chart, 
the charts can be compared. 

web chart: Causes of 'Lack of Community with those around us' 



Negative  Consequences 
of Increasing British 

Reliance on Cars 

Comment:  This tool is useful for showing the 
inter-relation of the forces with which any 
campaign has to deal. A successful strategy 
can only be worked out if the big picture, 
which a web chart shows, is known. A web 
chart of consequences of a situation can 
reveal allies and opponents in unexpected 
places. 

A major benefit of a web chart is the work 
which goes into making it. Everyone can see 
the web being spun. This is especially true 
if the chart, instead of being pinned on the 
wall, is produced on a big table or on the 
floor with everyone around it. The process 
of producing the chart may, in group terms, 
be almost as useful as the final chart. 

It is very important that only the direct 
causes (or consequences) are included in the 
inner ring. If people give an obscure or 
indirect cause at the beginning, assure them 
that it will be put in later. 

Different coloured lines or balloons can be 
used to classify or link the parts of the web. 

Strategy development tools 

117. 	FORCE FIELD ANALYSIS 

Purpose: in groups of 4-15 people, to provide 
a methodical way of developing a 
strategy; 

to illustrate the value of listing 
in strategy development. 

Materials:  at least 12 large sheets of paper 
for each group, felt-tip pens 

Time: at least l.5-3 hours, possibly much 
longer 

Method:  

1. Identify the problem and/or change you 
want. It must be something the group 
cares about; specific - one thing and only 
one thing; clear, so that everyone in the 
group knows what they are working on; 
measurable, so the group can tell when it 
is achieved; and realistic, so that the 
group knows it can succeed. 

2. Under eight categories (or more, if 
appropriate) list all the elements of the 
situation. A short BRAINSTORM (page 15) 
might be helpful. Each category should 
have its own sheet of paper and the 
elements should be listed down the left-
hand side of the sheet. The categories are: 
(1) Individuals; (2) Groups; (3) Attitudes 
and values; (4) Traditions and social 
pressure; (5) Our strengths and weaknesses; 
(6) Communications and information; (7) 
Time, money, and geography; (8) Other 
elements. 

3. Next to the elements on each sheet, draw 
two columns and label them "For change" 
and "Against change". Rate the importance 
of each element for and against: 1=almost 
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Problem: To end Britain's sale of arms to other Countries. 

Force Field Analysis steps 2-3 (see page 58) 

Category of Elements - 	Attitudes and values 

	For Change 	Against Change  

A. Belief that each country should be able to 
defend itself (as stated by U.N. Charter) 

 B.  Belief that government money should be 
spent for things people really need, e.g. 
schools and health services 

C. Belief that "Arms =Jobs " 

D. Growing realisation that arms industry jobs 
are not secure and that civilian 

expenditure and investment create more jobs 

E. Belief the Britain can retain (or gain) 
leverage through arms  sales 

F. 
 

F. Belief that armors sales are intrinsically 
immoral or evil - "merchants of death" 

G. 

Belief that foreign arms sales minimise 
research and development costs for equipment for UK forces 

H. Belief that sales of conventional arms could 
lead to spread of nuclear weapons as well 

I. Belief that regional conflicts and arms races  (e.g. Middle East)  are fuelled by arms trade - also belief that "balance" is maintained by arms trade 

 
 

Belief that human rights are "a good 
thing" and 

 
British arms should not be 

used to violate human rights 

2 

4 

3 

2 

Problem: To end Britain's sale of arms to other countries. 

force field 	analysis - Step 4. 

for Change Individuals 

Leader of Labour Party 	  

2. Groups  
Quakers 

Aid and development groups 

3. Attitudes and Values 
Belief that government money 
should be usefully spent 

Against Change   

5. Tory Prime Minister 

4. Engineering 
Arms manufacturers Belief

that "arms = join 

 



no importance; 2=1ittle importance; 3= 
moderate importance; 4=quite important; 
5=very important. 

An example of what one chart might now 
look like is at the top of page 59. 

4. Draw up another chart on which all the 
elements rated 3 or more are listed. If 
the elements are actually opposing each 
other, list them that way. An example 
of what part of such a chart might look 
like is on the bottom of page 59. 

5. Choose two of the forces against change, 
and for each one brainstorm action steps 
to eliminate, by-pass or neutralise the 
force of that element. 

6. Choose at least two of the forces for 
change, and for each one brainstorm 
action steps to increase the force of 
the element, for example by adding 
support or resources, stepping up 
activity, or introducing new allies. 

7. For both steps 5 and 6, underline the 
action steps which seem promising and 
realistic. 

8. List the underlined action steps and for 
each one of them, list the individuals, 
groups and other resources available to 
you for carrying out the action. 

9. Put the action steps and the resources 
together into a comprehensive plan. 
Eliminate items which don't seem to fit; 
add new steps and resources as needed; 
plan a sequence of action steps based on 
time, resources and priorities; and 
decide who does what (allocate 
responsibility). 

When this has been done, its time for steps 
10, 11 and 12: putting the plan into action, 
evaluating the action, and consolidating gains 
so that the situation doesn't slide back to 
the previous position. 

Comment: The most surprising thing about this 
tool is the number of elements it brings out 
and the number of possible action steps. 

When brainstorming is used it should be quick 
and brisk, otherwise you could end up with 
hundreds of elements in step 2 or action steps 
in steps 5 and 6. The rating (step 3) should 
also be done quickly - only a few seconds for 
each rating. Steps 4-8 are the important ones 
and if you are planning a campaign which will 
last years, you may need a whole weekend to 
give adequate attention to these steps. 

Plans are always being modified as a campaign 
continues, but an initial strategy can provide 
a framework for such change and can help to 
ensure that changes are the right ones within 
the context of the overall campaign strategy. 

118. 	FORCE FIELD ANALYSIS - SHORT VERSION 

Purpose: in groups of 6-8, to analyse forces 
relevant to a campaign; 

to develop skill in ordering 

priorities. 

Materials: wall chart, felt-tip pens, 
blu-tack or drawing pins 

Time: about 1 hours 

Method: Write a clearly defined goal at the 
top of the wall chart. Treat the right hand 
side of the paper as the goal and the left 
hand side as the opposite. Draw a vertical 
line down the centre of the paper. On the left 
hand side, list the positive forces, that is, 
the ones working towards the desired goal , with 
arrows pointing to the right. On the right 
list negative forces with arrows pointing 
towards the left. The balance of these forces 
explains why the status quo - which the 
vertical line represents - is where it is. 
Strengthening the forces on the left, or 
weakening the forces on the right would push 
the line towards the goal. Thicker arrows or 
different colours could be used to show the 
comparative strengths of the forces. 

It is clear from this force pattern that there 
are three sorts of action: to weaken the 
forces against change, to strengthen the 
forces for change, or to undertake action 
which does both. Possible actions in each 
of these categories should be listed 
separately, possibly by brainstorming. 

Actions can be considered in the light of 
these questions: What is possible in your 
place? Which forces are weakest and which are 
strongest? What are others doing? Where can 
both positive and negative forces be tackled 
at the same time? 

Comment:  This tool is useful as an 
introduction to strategy planning. It 
pictures the status quo in terms of negative 
and positive forces, so that instead of 
accepting the status quo as a given 
inexplicable and unchanging concrete reality, 
we see it as a dynamic equilibrium. And by 
seeing the positive forces, we realise that 
we are not alone. 

119. 	STRATEGY NARRATIVE 

Purpose: to develop strategic long-term 
thinking; 
to link future hopes to present 
action; 
to reveal assumptions made in holding 
ideals; 
to stimulate discussion on strategy. 

Materials: pencil and paper for each person 

Time: about 1-1.5 hours 

Method: Agree on a goal which is desired by all 
participants. Everyone then has 30 minutes to 
imagine themselves at the future date when that 
goal has been achieved, looking back on how it 
happened. Using any appropriate form of 
writing - letter to a friend, diary, TV 
interview - everyone describes year by year how 
the goal was reached. 
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After 30 minutes, people gather into groups of 
four to read their writing to the group, 
compare them, and if possible work out a 
common story. Allow a further 30 minutes for 
this. If time and energy allow, each group 
can read its version to the whole group and 
the stories can be put on the wall as a 
gallery. 

Comment: Strategy is the bridge between the 
present and our desired future. Normally this 
bridge is only looked at from one side - the 
present - because of course this is the only 
way it can be crossed! But this tool uses 
people's imaginations to view the bridge from 
the other side. It is best to write down ideas 
first, rather than have a discussion, because 
some people can write more easily than they 
can speak about imaginary things. 

Strategy Narrative will not produce a strategy 
but it will help develop long-term strategic 
thinking and also reveal assumptions about how 
things can change. The ideas brought out in 
Strategy Narrative can, of course, be 
incorporated into strategic planning later. 

120. 	CRYSTAL BALL 

purpose:  to help groups relate future visions 
of society to present actions; 
to relate personal to global visions. 

Materials: pen and paper for each participant 

Time: l hours 

Method: Each person individually writes their 
predictions about how the world/nation/ 
community/institution will look ten years from 
now if present trends continue. These are 
shared with a small group. Then again 
individually, each person writes a description 
of what it would be like ten years from now if 
maximum success for positive change happens. 
Se very optimistic, but not impossibly 
unrealistic. These are shared with the same 
small groups as before. Again individually, 
each person writes a scenario of events that 
led up to that future. What caused the 
changes? 	Be as specific as possible, and try 
to make it believable. This is shared with the 
small group. Again individually, each person 
considers the role played by the groups or 
organisations they were involved with. What 
did they do in the first year, second year, 
etc? 

A variation is instead of having the work done 
individually and then shared in a small group, 
to have the work done in small groups and then 
shared with the whole large group. 

Comment: This tool relates personal views to 
the group's views on probable futures, desired 
futures, and means to reach the desired 
futures. This link with the personal is very 
important in strategic thinking; after all, 
it's people who will have to carry out the plan. 

121. PARALLEL STRATEGY DEVELOPMENT 

Purpose: in groups of 6-16 people, to compare 
alternative strategies. 

Materials: 2 wall charts, felt-tip pens 

Time: l hours 

Method: Divide participants into two roughly 
equal groups, allowing choice as far as 
possible. One group is the "liberal" group 
and the other is the "radical" group. Don't 
try to define the terms - let participants use 
their own judgment as to how they want to 
define them! There is an agreed goal which 
both the liberals and the radicals want, and a 
timescale. The two groups separately write a 
narrative or diary of how they achieved the 
goal in the same timescale. As for STRATEGY 
NARRATIVE (tool 119) it is written backwards 
from the future to the present. This should 
take about 45 minutes. Bring the groups 
together and compare the two narratives. 
Discuss and perhaps try to combine some of 
the approaches if this is considered desirable. 

Comment: This tool shows the differences and 
similarities of approach of so-called radicals 
and liberals. They are often not as far apart 
as they might like to think! Liberal and 
radical refer not just to the types of tactics 
used, but also to the levels or varieties of 
analysis: typically liberals see problems of 
society as separate, unfortunate imperfections, 
while radicals see problems as related and as 
inevitable manifestations of unjust systems. 

122. VISION-TO-PROJECT BRAINSTORM 

Purpose: in groups of 3-20 people, to break 
down a vision into small achievable 
projects; 
to move from the abstract to the 
practical. 

Materials: at least 4 wall charts, felt-tip 
pens, blu-tack or drawing pins 

Time: 45 minutes 

Method: BRAINSTORM (page 15) a list of 
positive goals for the aim of "a new society". 
Then quickly choose one goal, preferably one 
which relates to the concerns of the group. 
Brainstorm ways of achieving that goal. From 
that list quickly choose one item which looks 
particularly important or interesting. 
Brainstorm ways that the suggestion could be 
implemented - practical things which could be 
done to make it a reality. 

This brainstorming/listing/choosing/ 
brainstorming cycle is repeated 3-5 times until 
the group reaches the level of a project which 
it could do. 

Comment: Choosing which item from one list to 
take as the subject for the next brainstorm can 
be a problem if it takes a long time. In this 
situation participants should be encouraged to 

I compromise so that the overall process can move 
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on. It's easy to get so overwhelmed by the 
enormity of the abstractions we use that we 
despair of ever doing anything. This tool, 
which is also called series brainstorming, is 
the best way of "coming down to earth" and yet 
still seeing the connection with the "sky". 

Strategy testing 

The only real way to test strategy is to put it 
into action and then evaluate the results. 
Simulations, however, can serve a useful function 
in providing an opportunity to consider likely 
responses to various aspects of the strategy, and 
to adapt the strategy before it is put into 
action on the basis of the simulation responses. 

Simulations can be divided into four main types. 
Gaming is the oldest variety of simulation; the 
Chinese war game Wei-hai is thought to be 5000 
years old. Chess and Monopoly are two more 
recent varieties of gaming. Mathematical  
simulation predicts the mathematical probability 
of events, often using computers. Roleplay 
involves portraying oneself or someone e se as 
realistically as possible in a contrived, face-
to-face situation. It is this method which 
groups most frequently use in tactical planning 
(see pages 71-74). Population games are a 
complex form of roleplay in which individuals 
or very small groups represent large 
population groupings; a population game on 
Northern Ireland, for example, might have eight 
or ten groups. A limited version of a 
population game is usually used for strategy 
testing, and is considered here. 

People who criticise simulations as being 
"artificial" misunderstand their purpose, which 
is not to be like reality, but to represent the 
most important elements in the real situation. 
Simulations are not as complicated as the real 
situation and should not be; it is easier to 
learn about strategy with only a limited number 
of the most essential unknowns. 

Participating in a simulation is not the same as 
play-acting. You don't, in the same way, have to 
think through all your actions within the 
simulation. Once you have "thought yourself" 
into the role, the dynamic of the situation will 
call forth the response. People new to roleplay 
and simulations are often amazed at now easy it 
is to get into the role of someone quite unlike 
themself, once they have overcome their initial 
resistance and got drawn into the action. 

In simulations it is not the reality of the 
situation which makes things seem alive and a 
real learning experience, but the sense of 
progress, the tension and pressure, and the 
familiarity with the scenario. In a good 
simulation participants can learn about decision-
making under pressure, effects of tactics and 
responses, how to work as a group, the dynamics 
of conflict, working with inadequate information, 

and how the momentum of a situation affects 
decisions and roles. Simulations are superb as 
learning experiences beacuse they are more 
interesting and exciting than other forms of 
learning, there are fewer preconceived solutions 
to problems, the usual expert/non-expert 
polarisation is removed, learning can be done at 
different levels, there is an increased 
awareness of roles played, and the simulation is 
within a dynamic framework. 

Two of these advantages should be stressed. 
First, simulations are fun. There is a 
temptation to think that politics and 
campaigning are about such important issues that 
fun and enjoyment are out of place. Rubbish. 
Also, as a residue from our schooldays we may 
think that if we are enjoying ourselves, we can't 
possibly be learning anything. Again, rubbish. 
Simulating reality as play is the natural 
learning process throughout the animal world and 
it is the one which children use all the time. 
The second advantage to stress is that everyone 
in a simulation learns at their own level. It is 
not too advanced or too simple for anyone there; 
everyone gains and there are no experts to teach. 
The simulation teaches whatever people are able 
or willing to learn from it. 

The more relevant the simulation scenario to the 
issues people want to explore, the more learning 
will take place. The best scenario is one 
designed beforehand by the director and a few 
of the participants, and written out so that each 
participant - or at least each group - has a copy. 
The example on page 64 should give an idea of how 
to devise your own scenarios. 

In designing a simulation game, the primary 
constraint is usually the number of people 
available. Each group should have about five 
people plus a referee. If only two groups are 
possible, the simulation is called a strategy 
game. If more than two groups can be formed it 
is nearly always better to do so, so that as many 
groupings and factions as possible can be 
represented. 

Another constraint in planning simulations is the 
amount of time available. A good simulation will 
probably require half a day at least, and a whole 
day might be better. 

123. 	SIMULATION GAME 

Purpose: in groups of 8-50 people, to create a 
sense of a campaign and to teach the 
basics of strategic thinking; 
to test a proposed strategy or a 
number of strategies; 
to learn about a complex situation. 

Materials: paper and pen for each participant, 
wall charts and felt-tip pens for 
each group, carbon paper and copy 
paper for each group, typewriter for 
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for each group, if available 

Time: 2i-6 hours 

Method: 
1. Scenario: should provide a background 
description of the conflict to give some hard 
and established facts and details. It should 
be brief - no more than one page. It should 
define each participating group, who they are, 
their general politics, etc. 	It should build 
to a crisis point, which is where the game will 
begin. It should be close enough to the 
participants' experience to be relevant (except 
where it is being used as a situation learning 
game). Each group should get a copy of the 
scenario and a list of groups and rules. 

2. Groups: Two groups can represent a 
polarised conflict, but a larger number will 
allow for more aspects of the situation to be 
considered. Five or six should cover the most 
important groupings in a conflict. Insofar as 
possible people should volunteer for the group 
they want to be in, but groups should not have 
fewer than three nor more than seven members. 
One person in each group should serve as 
referee and observer; he or she does not 
actually participate in the group's 
discussions or presentations. 

3. Preparation: The scenario is given out and 
briefly discussed and then the groups are 
formed. Groups should have at least 20 minutes 
to discuss and get into their roles. 
(Sometimes the scenarios are distributed, 
groups formed and individual roles decided a 
week or two before the simulation is to take 
place, so that participants can prepare in 
depth. In one game the "city council" 
organised themselves into a hierarchy and 
showed up for the game dressed in suits, white 
shirts and ties!) 

4. Moves: 
a. Usually 15 or 20 minutes are allowed 

for the first move (after preparation time) and 
10 minutes for each subsequent move. Referees 
should give a 3-minute warning before the end 
of each move time. Time limits should be 
carefully observed. 

b. Every group moves at the same time. 
c. All moves are written with enough 

carbon copies for each group, plus one for the 
referees. 

d. Moves are published by the referees 
collecting and re-distributing the papers. Or 
if all the groups are in one large room, a 
representative of each group can read out the 
move. The referees will still need a written 
copy. This can make the game more realistic as 
without the exact wording of the moves to refer 
to, there will inevitably be misunderstanding. 

e. Moves must be realistic. Referees 
decide on the reality of moves as they collect 
them from the groups for re-distribution. 
(This must be done quickly.) No group can 
declare a happening which they could not 
reasonably be expected to actually do (no 
floods, earthquakes, etc.) The decision of 
referees is final. 

f. Each group produces a written move at 
the end of each period, even if that move is  

"no action". 

5. Roleplays: These can be requested by any 
group. The roleplay is a face-to-face meeting 
of two or more groups or representatives of 
groups. Meetings, demonstrations, phone calls, 
television interviews can be roleplayed. The 
game stops while this is done. Other groups 
may watch the roleplay if it is for example a 
demonstration or TV interview, but not a 
private meeting or phone call. (See pages 
71-74 for more on roleplay.) 

6. Referees: They play the part of God. 
There should be about as many as there are 
groups. They function as a team in the 
following ways: 

a. Judge the reality of moves. (One 
group announced a demonstration with one day's 
notice and said that 15,000 people took part. 
The referees reduced that number to 3000.) 

b. Ensure that groups can only make moves 
of which they are capable. (A group 
representing police, for example, cannot 
decide that a demonstration became violent, 
but can decide to introduce "agents 
provacateur" which resulted in mass arrests.) 

c. Keep time and give groups 3 minutes 
warning before moves are due. 

d. Introduce external events into the 
game - either "acts of God" like torrential 
rain on the day of a rally, or actions by 
external, unrepresented groups (such as 
publishing the results of a national opinion 
poll, or a shock newspaper scandal on one 
group). 

e. Summarise the net effects of all the 
moves so far. This is optional, but useful 
near the end of a complex game. 

f. Direct roleplays. 
g. Decide when to end the game. 

The referees must know each other, be able to 
work as a team, think fast especially in 
judging moves, know the scenario well , and 
have been in on the planning and setting up of 
the game. 

7. Ending the game: This is done by the 
referees when the game has produced enough 
issues for discussion, when the outcome seems 
determined, or when people seem tired. A 
break in a strategy game should be avoided as 
it affects continuity. If it is necessary the 
referees should re-open the game with a 
summary. Coffee breaks can be had in the 
groups. When the end is called, allow 15-30 
minutes for letting off steam. Tensions and 
emotion can build up to an intense level in a 
simulation game. It is possible to have a 
meal, but not a night's sleep before the last 
part, the evaluation. 

8. Evaluation: This is very important in a 
simulation game. 	It will take at least one 
hour. It is the time when people learn the 
effects of their strategies and get feedback 
on the forces acting within the groups. A 
possible structure for the evaluation is: 

a. Evaluate the feelings of each group 
during the game, especially at any critical 
points. What did groups do about tension and 
frustration? What were the causes of tension? 



SAMPLE SIMULATION 

The United Paint Company vs Isle of Dogs Residents Action Group 

Teams: United Paint Company; Isle of Dogs Residents Action Group (IDRAG) 

Possible additional teams:  United Paint Company trade union branch; scientists from Queen Mary's 
College; Community Health Council 

Scenario: The Isle of Dogs is a self-contained part of London's East End with a population of 
65,000. Situated in a loop of the river, it used to be a thriving dock area but in the last 25 
years the docks have declined and many have closed. Many people, especially young people, have 
left the area; the remainder, if they are employed, work in the docks and warehouses, commute to 
other parts of London, or work for one of the four factories. The largest factory is the United 
Paint Company with 4000 local employees. About 20% of Isle of Dogs residents are either employed 
by it or by contractors to it, or by service industries necessary to UPC. 

Lead-based paints account for 25% of UPC's production, and the local Alkali Inspectorate in its 
annual report has shown a high level of atmospheric lead emitted by the UPC factory. The area 
health authority's blood tests on 30 children showed that 19 of them had high levels of lead in 
their bloodstream - 50% above the maximum safe level. 

The Isle of Dogs Residents Action Group was formed 18 months ago to try to stop the decline of 
the area. It includes individual members as well as representatives of other groups in the 
community. 

The local community is overwhelmingly Labour voters, and the social centres of the area are 
pubs and working men's clubs. 

First move to IDRAG. 

How well did the group work together? 
b. Evaluate the strategy of each group. 

What was the strategy, the goal? Did other 
groups recognise them? What were the most 
effective tactics? What moves by others 
hindered strategy? When did the conflict 
escalate? Why? How was it resolved? Were 
there ethical problems felt by the group? 
Notes should be taken of the outline of the 
strategies on a wall chart for comparison. 

C. Generalise the evaluation. What 
insights were gained about the nature of 
conflict? About campaigning? How much power 
did each group really have? What is the 
relevance of this exercise? 

d. Evaluate the game. Did the referees 
rule realistically and fairly? How could the 
simulation be improved? 

Comment: The critical factors in the success 
of simulation games are the scenarios and the 
preparation. The scenario must be well 
written, giving adequate background and 
detail. 	If too much is given, it becomes 
confusing and confining. The director of the 
game should explain the game, scenario and 
rules, explaining something about simulation 
games in general and stressing that although 
communications and decision-making will be 
fragmented and hurried and beset by pressures 
created by the game structure, these 
pressures add a note of reality. In other 
words, some of the parts of the simulation 
which seem artificial produce pressures which 
are not artificial. 

Simulations require a great deal of advance 
preparation - a six-group game, for example, 
might well require one all-day meeting for 
at least some of the referees and perhaps 
some resource people to help write the 
scenario. Beforehand it will be necessary 

to decide on the criteria for judging moves, 
divide up labour amongst the referees, sort 
out physical arrangements for the groups, 
purchase carbon paper and copy paper, decide 
on the timetable, etc. 

A frequent complaint which comes up in 
evaluation is that the referees have been too 
dictatorial. Experience has shown that a 
certain amount of this is necessary for the 
simulation to work. Bad feelings can be 
avoided by carefully explaining the role of 
the referees before the game starts. 

Spmetimes groups have been known to send spies 
to other groups and sometimes one or two 
participants have "defected" to other groups. 
Private messages can be sent between groups 
and coalitions. All this can be allowed so 
long as it doesn't get out of hand. 

If the purpose of the simulation is to learn 
about a situation then no winner is declared. 
Most simulations aren't competitions which 
can be resolved into a win or lose outcome. 

A good simulation game can be very intensive 
like a roleplay. Individuals can become very 
emotionally involved in their role. Letting 
off steam at the end is important. A good 
thorough evaluation is vital so the game 
should be stopped while participants still 
have enough energy left for the evaluation. 



8. Tactics 

Previous chapters have considered how to develop 
visions for the future, and how to develop 
strategies to reach those visions. This chapter 
looks at the nitty-gritty, the hard day-to-day 
slog of actually getting something done towards 
the group's goals. These day-to-day activities 
are called tactics. Tactics means doing the 
most you can with what you have. 

Tactics are realistic and their goals are 
achievable and quite definite. They are 
conscious and deliberate acts, but are not 
necessarily planned and carefully calculated 
beforehand, since they may begin by accident or 
as a result of an unpredictable response. 
Necessity and improvisation often dictate the 
nature and timing of tactics. 

As tactics are actions there is an infinite 
variety of them, and developing those which 
will be effective in any situation requires 
knowledge of the situation and the opposition, 
creativity, and imagination. Before it became 
a fashionable word "tactics" usually referred 
to the disposition of naval or military forces 
for battle, and the performance of manoeuvres in 
the presence of the enemy. Now "tactics" has 
come to have a broader meaning of "modes of 
action", and is used in decidedly non-military 
ways. Gene Sharp, for example, has listed 198 
nonviolent tactics used in campaigns in the last 
2500 years (see pages 66-67). His earliest 
example dates from 494 BC, when the plebians of 
Rome left the city and stood outside on a hill 
until an agreement was made giving them better 
conditions. Gene divides nonviolent tactics 
into protest and persuasion, noncooperation, 
and intervention, with noncooperation further 
divided into social, economic and political 
forms. 

Gene Sharp's 198 tactics are only those which 
can be classed as nonviolent, involving 
physical violence towards neither people nor 
property. A full range of tactics in conflict 
situations, where two or more groups have (or 
think they have) goals which are incompatible, 
can be roughly classified into five categories: 

1. Simple verbal persuasion 

2. Peaceful institutional procedures backed 
by the threatened or actual use of 
violent or nonviolent sanctions 

3. Nonviolent action 
4.  Material destruction of goods and property 
5. Physica1 violence against people. 

Most campaigns and groups in Britain work within 
categories 1, 2 and 3. Tactics which come under 
these three headings can be defined in another 
way, by dividing them into Gene Sharp's 
categories of protest and persuasion, non- 

cooperation, and intervention. These three 
categories correspond to an escalation in the 
conflict and so give a guide to the sort of 
tactics which could be used. Protest and 
persuasion includes marches, vigils, protest 
meetings, petitions, etc. The goal may be to 
change opinions and express disagreement, but 
usually it also includes an attempt to gain 
wider publicity. Noncooperation includes 
various forms of boycott, withholding rent, 
strikes, go-slows, sit-downs, etc. The goal is 
to show the strength of feeling and to interfere 
with the workings of the opponent's systems. 
Intervention is where the protest group takes a 
direct initiative to prevent the system working. 
It can include sit-ins, take-overs, and civil 
disobedience. 

Used on their own as isolated actions, very few 
of Sharp's 198 nonviolent tactics would be 
likely to lead to major social or political 
change. But as part of a broad strategy, their 
effect could be - and has in the past often 
been - far-reaching. 

Tactics which involve violence towards people or 
property are not considered in this Manual. We 
are writing from the assumption that violence 
towards people cannot achieve the ultimate aims 
for which we are working, and we hope that this 
assumption is shared by users of this Manual. 
As far as destruction of property, there is a 
perennial debate within the nonviolent movement. 
Some advocates of nonviolence would condemn all 
destruction of property; others would support 
symbolic destruction of property (pouring blood 
on conscription files, tearing down fences 
around military property); others who call 
themselves nonviolent would support the actual 
destruction of goods or property (for example 
destroying a nuclear power installation after 
first telephoning a warning). The debate as to 
whether such tactics are "properly" nonviolent 
and should be used is one which each group has 
to have for itself. 

The Alinsky approach 
Drawing on his work of more than thirty years as 
a community and industrial organiser in the 
United States, Saul Alinsky devised thirteen 
tactical "rules for radicals". They are very 
American in style, pragmatic, amoral and hard-
hitting. We don't necessarily agree with all of 
them, but they are thought-provoking and could 
provide the basis for a long theoretical 
discussion of tactic development. 

I. Power is not only what you have, but what 
the enemy thinks you have. Power has 
always derived from two main sources, money 
and people. Lacking money, the Have-Nots 



198 NONVIOLENT TACTICS (Gene Sharp) 

PROTEST AND PERSUASION  

Formal statements  
1. public speeches 
2. letters of opposition 
3. declaration by organisations 

and institutions 
4. signed public statements 
5. declarations of indictment 

or intention 
6. group or mass petitions 

Communication with a wider  
audience  
7. slogans, caricatures, symbols 
8, banners, posters, displays 
9, leaflets, pamphlets, books 
10. newspapers and journals 
11. records, radio, television 
12. skywriting, earthwriting 

Group representations  
13. deputations 
14. mock awards 
15. group lobbying 
16. picketing 
17. mock elections 

Symbolic public acts  
18. displays of flags and 

symbolic colours 
19. wearing of symbols 
20. prayer and worship 
21. delivering symbolic objects 
22. protest disrobing 
23. destruction of own property 
24. symbolic lights 
25. displays of portraits 
26. paint as protest 
27. new signs and names 
28. symbolic sounds 
29. symbolic reclamations 

30. rude gestures 

Pressure on individuals  
31. "haunting" officials 
32. taunting officials 
33. fraternisation 
34. vigils 

Drama and music  
35. humourous skits and pranks 
36. performance of plays and music 
37. singing 

Processions  
38. marches 
39. parades 
40. religious processions 
41. pilgrimages 
42. motorcades 

Honouring the dead  
43. political mourning 
44. mock funerals 
45. demonstrative funerals 
46, homage at burial places 

Public assemblies  
47. assemblies of protest or 

support 
48. protest meetings 
49. camouflaged meetings of 

protest 
50. teach-ins 

Withdrawal and renunciation  
51. walkout 
52. silence 
53. renouncing honours 
54. turning one's back 

SOCIAL NONCOOPERATION  

Ostracism of persons  
55. social boycott 
56. selective social boycott 
57. lysistratic non-action 
58. excommunication 
59. interdict 

Noncooperation with social  
events, customs & institutions  
60. suspension of social and 

sports activities 
61. boycott of social affairs 
62. student strike 
63. social disobedience 
64. withdrawal from social 

institutions 

Withdrawal from social system  
65. stay-at-home 
66. total personal noncooperation 
67. flight of workers 
68. sanctuary 
69. collective disappearance 
70. protest emigration 

ECONOMIC NONCOOPERATION/  
BOYCOTTS 

Action by consumers  
71. consumers' boycott 
72. nonconsumption of 

boycotted goods 
73. policy of austerity 
74. rent withholding 
75. refusal to rent 
76. national consumers' boycott 
77. international consumers' 

boycott 

Action by workers & producers  
78. workers' boycott 
79, producers' boycott 

Action by middlepeople  
80. suppliers' and handlers' 

boycott 

Action by owners & management  
81. traders' boycott 
82. refusal to let or sell 

property 

83. lockout 
84. refusal of industrial 

assistance 
85. merchants' "general strike" 

Action by holders of financial  
resources  
86. withdrawal of bank deposits 
87. refusal to pay fees, dues 

and assessments 
88. refusal to pay debts and 

interest 
89. severance of funds and 

credit 
90. revenue refusal 
91. refusal of a government's 

money 

Action by governments  
92. domestic embargo 
93. blacklisting of traders 
94. international sellers' 

embargo 
95. international buyers' 

embargo 
96. international trade embargo 

ECONOMIC NONCOOPERATION/  
STRIKES 

Symbolic strikes  
97. protest strike 
98. quick walkout, lightning 

strike 

Agricultural strikes  
99. peasant strike 
100. farm workers' strike 

Strikes by special groups  
101. refusal of impressed 

labour 
102. prisoners' strike 
103. craft strike 
104. professional strike 

Ordinary industrial strikes  
105, establishment strike 
106. industry strike 
107. sympathetic strike 

Restricted strikes  
108. detailed strike 
109. bumper strike 
110, slowdown strike 
111. work-to-rule 
112. reporting "sick" 
113. strike by resignation 
114. limited strike 
115. selective strike 



Multi-industry strikes  
116. generalised strike 
117. general strike 

Combinations of strikes &  
economic closures  
118. hartal 
119. economic shutdown 

POLITICAL NONCOOPERATION  

Rejection of authority  
120. withholding or withdrawal 

of allegiance 
121. refusal to publicly support 
122. literature and speeches 

advocating resistance 

Citizens' noncooperation with  
government  
123. boycott of legislative 

bodies 
124. boycott of elections 
125. boycott of government 

employment and positions 
126. boycott of government 

departments and other 
bodies 

127. withdrawal from government 
educational institutions 

128. boycott of government-
supported organisations 

129. refusal of assistance to 
enforcement agents 

130. removal of own signs and 
marks 

131. refusal to accept 
appointed officials 

132. refusal to dissolve 
existing institutions 

Citizens' alternatives to  
obedience  
133. reluctant and slow 

compliance 
134. non-obedience in absence 

of direct supervision 
135. popular non-obedience 
136. disguised obedience 
137. refusal of an assemblage 

or meeting to disperse 
138. sit-down 
139. noncooperation with 

conscription and 
deportation 

140. hiding, escape, false 
identities 

141. civil disobedience of 
"illegitimate" laws 

Action by government personnel  
142. selective refusal of 

assistance by government 
aides 

143. blocking lines of command 
and information 

144. stalling and obstruction 
145. general administrative 

noncooperation 
146. judicial noncooperation 
147. deliberate inefficiency 

and selective non-
cooperation by enforcement 
agencies 

148. mutiny 

Domestic governmental action  
149. quasi-legal evasions and 

delays 
150. noncooperation by 

constituent governmental 
units 

International governmental  
action  
151. changes in diplomatic and 

other representation 
152. delay and cancellation of 

diplomatic events 
153. withholding of diplomatic 

recognition 
154. severance of diplomatic 

relations 
155. withdrawal from 

international organisations 
156. refusal of membership in 

international bodies 
157. expulsion from 

international organisations 

NONVIOLENT INTERVENTION 

Psychological intervention  
158. self-exposure to the 

elements 
159. the fast 

a) fast of moral pressure 
b) hunger strike 
c) satyagrahic fast 

160. reverse trial 
161. nonviolent harassment 

Physical intervention  
162. sit-in 
163. stand-in 
164. ride-in 
165. wade-in 
166. mill-in 
167. pray-in 
168. nonviolent raids 
169. nonviolent air raids 
170. nonviolent invasion 
171. nonviolent interjection 
172. nonviolent obstruction 
173. nonviolent occupation  

Social intervention  
174. establishing new social 

patterns 
175. overloading of facilities 
176. stall-in 
177. speak-in 
178. guerrilla theatre 
179. alternative social 

institutions 
180. alternative communication 

system 

Economic intervention  
181. reverse strike 
182. stay-in strike 
183. nonviolent land seizures 
184. defiance of blockades 
185. politically motivated 

counterfeiting 
186. preclusive purchasing 
187. seizure of assets 
188. dumping 
189. selective patronage 
190. alternative markets 
191. alternative transport 

systems 
192. alternative economic 

institutions 

Political intervention  
193. overloading of 

administrative systems 
194. disclosing identitites of 

secret agents 
195. civil disobedience of 

"neutral" laws 
196. seeking imprisonment 
197. work-on without 

collaboration 
198. dual sovereignty and 

parallel government 



must build power with their own flesh and 
blood, creating a mass movement which 
expresses itself with mass tactics. 

2. Never go outside the experience of your 
people. If you do, the result is confusion, 
fear, retreat, and a breakdown of 
communication. 

3. Wherever possible, go outside the 
experience of the enemy. Here you want to 
cause confusion, fear and retreat. Don't 
do what is expected. 

4. Make the enemy live up to their own book of 
rules. Very, very few organisations can do 
this, or live up to their projected image. 
The classic example is to show how 
unchristian the actions of the Church are. 

5. Ridicule is man's most potent weapon.* 

6. A good tactic is one that your people enjoy. 

7. A tactic that drags on too long becomes a 
drag. People can only sustain interest in 
an issue for a limited time, then it 
becomes a ritualistic commitment. 

8. Keep the pressure on, with different tactics 
and actions, and utilise every opportunity. 

9. The threat is usually more terrifying than 
the thing itself. 

10. The major premise for tactics is the 
development of the operations that will 
maintain a constant pressure upon the 
opposition. This pressure produces the 
reactions which lead to the next action and 
so on. Constant pressure sustains action. 

11. If you push a negative hard enough and deep 
enough it will break through into its 
counterside; this is based on the principle 
that every positive has its negative. 

12. The price of a successful attack is a 
constructive alternative. This alternative 
must be clearly worked out and must be 
capable of being implemented if the attack 
is successful. This is why it is so 
important to have a clear strategy and goals. 

13. Pick the target, freeze it, personalise it, 
and polarise it. 	In a complex society it is 
easy for someone to "pass the buck". Find a 
target, and disregard all the "Why pick on 
me" pleas. The target must be one person -
not a system or a committee or a company, 
but the chairperson or director. The issue 
is then polarised: he or she becomes ail 
bad, while we are all good and truthful. 

For Alinsky, the polarisation outlined in Rule 
13 is the key to successful organising. Other 
organisers believe that success comes not 
necessarily from polarising situations but from 
discovering and defining such areas of 

Ridiculing, belittling, and "putting down" 
people is a tactic often used by men - but 
we believe it is contrary to the principles 
of feminist and nonviolent organising. We 
have, therefore, retained Alinsky's use of 
the word "man" here. rather than changing 
it to "people". 

agreement as might exist and working to broaden 
them, changing attitudes and structures. As with 
the debate on "violent" versus "nonviolent" 
tactics, this is one which each group has to have 
for itself. 

Development of tactics 
Using Gene Sharp's list of nonviolent tactics 
and Alinsky's rules as discussion points, we 
can look at some of the things to consider 
when deciding on tactics within any group. 
Obviously this will be a continuing discussion, 
drawing on your day-to-day experience in using 
various tactics and on your changing objectives 
or priorities as situations change. 

Insofar as possible tactics should be an integral 
part of a strategy, rather than a series of 
spasmodic, occasional, semi-directed actions 
which are mostly symbolic. Symbolic actions do, 
of course, make gains sometimes, but without a 
strategy the gains are not consolidated so the 
situation easily reverts to the old one. 

Even with a comprehensive strategy, tactics are 
begun on the basis of incomplete knowledge and 
evoke or provoke responses which can never be 
completely predicted. The precise nature and 
the timing of tactics can never be completely 
dictated beforehand, so a variety of flexible 
options should be prepared. 

Analysis of case histories, the successes and 
failures of other groups and the successes and 
failures of your own group should precede the 
implementation of any tactic. And the tactic, 
once used, should itself be evaluated and 
analysed, so that the lessons learnt can be 
applied to the next tactical decision. 

No strategy, no matter how comprehensive, can 
fully define the actions of which it will be 
comprised. A strategy is not a blueprint of 
what will happen, but a guide to what can 
realistically be expected to happen in order to 
reach the strategic goal. Good tacticians will 
rely neither on an inflexibly rigid plan nor on 
a reactive approach in which every action is 
determined by external actions, events or forces. 
Effective tactical planning lies between those 
extremes. 

There are many factors to be considered when 
planning tactics. Some of them are choice of 
targets, indirectness, timing, strength, the 
initiative, psychological factors, let-outs, 
alternatives, publicity, escalation, and 
creativity. 

Targets. The target of a tactic is the person, 
group or organisation against which a specific 
action is directed. A target is not the same as 
the tactical goal (which is what will be 
achieved if the tactic is successful) or the aim 
(the abstract towards which the tactic is 



working). A target is specific, often 
temporarily chosen for expedience or for 
tactical advantage. Individuals involved in the 
campaign can often relate more easily to an 
identifiable "other" as the object of their 
protests, and the media - rightly or wrongly - 
like to present issues in terms of individuals. 
For example, a tactic in a campaign for better 
housing might well be more effectively directed 
at the chairperson of the Council's housing 
committee, rather than at the whole Council or 
even the whole housing committee. In most 
cases, of course, the blame lies not with one 
individual or group but with the system as a 
whole, and it is important to ensure that 
campaigners do not "scapegoat" or become so 
intent on one target that they lose sight of the 
real causes of the problem. 

Indirectness.  This corresponds to Alinsky's 
third rule: Whenever possible, go outside the 
experience of the opposition. This is not an 
infallible rule - nothing is - because in some 
cases surprise can precipitate a hasty action by 
the opposition which is detrimental to the 
campaigners and which it has difficulty in 
withdrawing. But in general an indirect 
approach in both methods and objectives will be 
best. The confusion and lack of preparation by 
the opposition will allow larger gains to be 
made immediately, or a hasty and ill-planned 
response by the opposition can provide 
opportunities for further tactical manoeuvering 
by the campaign. 

Timing. An ill-timed tactic can be not just 
useless but very harmful. For example, 
organising a march early on in a campaign can 
merely show the opposition how weak you are. 
Timing needs to be considered in the light of the 
total situation: 

- Critical times for the opposition: tactics 
geared to their meetings or other decisive 
events; 

- Most receptive times for the press: tactics 
geared to press/TV/radio deadlines or slack 
news periods; 

- Best times for participants: using the 
commitment which exists and enabling as many 
people as possible to be involved - for 
example, not conflicting with a home fixture 
by the local team! 

The best psychological moment for both 
supporters and opposition is not easy to judge 
but every attempt should be made to do so. 

Strength. It is folly to bite off more than you 
can chew. The tactical goal should be chosen 
realistically rather than optimistically and 
should be achievable with the strength of support 
available; the tactic should be designed to make 
the best use of available strength. Optimism 
should be confined to the development of goals 
and strategy. 

If you are uncertain of the strength of support, 
it is possible to devise tactics which will help 

to judge it. Gandhi, for example, wrote, 
"Hartal (a sort of boycott) was a proper 
indication to me of how far I would be able to 
carry civil disobedience." Evaluations of 
previous tactics should provide some indication 
of the resources available for future tactics. 

The strength needs to be concentrated at the 
right point at the right time - a balancing act 
as difficult as choosing the right timing. It 
is usually best to concentrate the strength 
against the specific aspect of the situation 
which is least defensible and which best 
exemplifies the "evil" being fought, in order to 
arouse the greatest sympathy and support amongst 
campaigners and the public. 

The initiative.  If the opposition have the 
initiative they are in part dictating your 
actions - controlling, to their advantage, the 
timing, place and possibly the nature of your 
action. Tactics are often a response to an 
action by the opposition, but they are a 
calculated and, if possible, previously planned 
response. This may be achieved by contingency 
tactical planning, that is, by considering all 
the possible responses of the opposition to an 
intended action and then preparing tactics for 
each of these possible responses. 

Psychological factors. Most campaigns are 
defeated not by the superior force of the 
opposition but by the boredom, apathy, and low 
morale of their own members and supporters. It 
is vitally important to choose achievable 
objectives; there is nothing like victory - no 
matter how small and limited - to boost morale 
and revive flagging interest. Other important 
psychological factors in tactical planning are 
enjoyment, variety and duration. Especially if 
mass participation is required, enjoyment is very 
important - a "dance-in" and festival are more 
likely to arouse support than a sit-in. Variety 
between tactics helps to sustain the morale of 
campaigners as well as press interest, and can 
also confuse the opposition. Tactics should not 
drag on so that people get bored and leave; the 
duration should be carefully limited so that 
people are not seen to be drifting away. 

Let-outs. Realistically, one cannot usually 
define "success" as total capitulation by the 
opposition. If one's objective is something 
which can be achieved only by the opposition 
destroying itself or looking unbearably stupid, 
it is unlikely to be successful. It is far 
better to decide on a tactical goal which the 
opposition can (however unwillingly!) allow to be 
achieved. Ideally, the tactical goal will be in 
the form of a positive alternative which is 
presented to the opposition as a possibility from 
which compromises can be drawn. Or it might be 
better not to proclaim your real objective, so 
that after negotiations the compromise reached 
will in fact be your objective - in other words, 
the tactical goal is to reach the best possible 
agreed solution through negotiations. It is 
easy to see situations only in terms of "winning 
everything" or "losing everything". Effective 
campaigns operate not in those terms, but in 



terms of compromise, negotiation, conciliation 
and the development of alternatives which force 
neither side to be completely defeated. 

Alternatives. If people are presented with 
facts and explanations they will generally 
accept them, however suspect, without much 
protest. Questioning and choosing usually start 
to happen only when people are presented with 
two theories or two sets of facts. The public 
are likely to support and accept protest 
campaigns only when the campaigns present 
realistic alternatives to existing policies. 
Good tactics present alternative interpretations 
of reality and alternative possibilities for 
future action, combined with protest and 
resistance. Consider, for example, the likely 
long-term effects (on campaign supporters as 
well as on the opposition and the general 
public) of a housing campaign in which tenants 
go on rent strike to protest against the bad 
state of repair of the building; and a similar 
campaign in which tenants withhold rent from the 
authorities, put the money into a special 
account and then use the money to undertake 
their own repairs to the building. 

Publicity. For many tactics, publicity is the 
prime objective. Even where it is of secondary 
importance, it is nearly always welcome. 
Tactics which seek publicity should be clear and 
unequivocal in their message, presenting the 
conflict and the parties to it in a way which is 
favourable to the campaign. Often tactics which 
produce symbolic photographs are the most 
effective. In the US several years ago for 
example, the government denied that it was 
sending arms shipments to Pakistan during the 
Bangladesh conflict. Aware that a ship was being 
loaded with arms, protestors sailed canoes into 
the mouth of the port and blockaded the ship. 
For five days, the picture of a dozen small 
canoes dwarfed against the towering bulk of the 
arms ship was on every TV channel news broadcast 
and in every newspaper. 

Escalation. Just as fighting escalates in a war, 
so can tactics escalate in their militancy. 
But it is best if escalation is closely 
integrated with the overall strategy of the 
campaign, rather than arising from the run of 
action and reaction. A good strategy will 
include escalation of tactics, possibly with 
certain dates or stages in mind, so that the 
choice of tactics will depend on the stage of the 
campaign as well as the opportunity and the 
resources of the campaigners. A change to more 
militant tactics may be more effective if, 
integrated with the strategy, it is preceded by 
a strongly worded statement of intent indicating 
what responses the campaigners intend to make. 

Creativity. Even when all these factors have 
been considered, the process of tactical planning 
requires more than just analysis of the total 
situation and reference to an overall strategy; 
it demands imagination and creativity, especially 
where publicity is a factor. It is unfortunately 
true that simple protest marches in central 

London no longer rate even a tiny mention in the 
press. A number of tools can be used to generate 
ideas for tactics - all of those mentioned in 
Chapter 7 on Strategy, plus of course 
BRAINSTORMING and SERIES BRAINSTORMING (page 15) 
to work backwards from the vision or aim to 
specific tactics, and VALUES CLARIFICATION (page 
16) to ensure that tactics are relevant to the 
concerns of participants. Careful evaluation of 
previous tactics and their results, including 
press response and opposition reactions, can be 
the most important element in the development of 
future tactics. Try to ensure at all times that 
creativity and new ideas are not stifled, and 
that members and participants feel able to 
suggest new and untried ideas without being made 
to look foolish. 

Tactical planning checklist 
When developing tactics, its worth referring to 
these twenty points, and considering how they 
apply in your situation. 

1. Work for a victory, even if it's only a small 
one. 

2. Objectives should be achievable with the 
current level of support. 

3. Make the best use of the people, resources and 
strengths. you have. Be sure that everyone has 
been properly briefed or trained. 

4. Seize and keep the initiative. 

5. Relate tactics to strategy, and tactical goals 
to strategic goals and aims. 

6. Tactics should be used when the opposition is 
weakest or most receptive. 

7. Tactics should be used when the campaigners 
are strongest and best prepared. 

8. Targets should be real and concrete, and 
once selected should be held. 

9. The target should be the weakest or least 
defensible point of the opposition, or 
should be personalised. 

10. The indirect approach is best. 

11. Plan ahead, and work our contingency plans for 
possible responses. 

12. Escalate the tactics only in line with the 
strategy. 

13. Precede a tactic by a build-up, demand or 
ultimatum. 

14. Prepare the press beforehand. 

15. Use the tactics you enjoy. Variety, 
familiarity and brevity are best. 

16. The tactic should be dramatic, if possible 
symbolising the essence of the conflict. 

17. Be positive and constructive. Offer realistic 
alternatives. 

18. Allow the opposition to change their position 
without losing face too much. Challenge their 
actions and functions, not their existence. 
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19. Keep the pressure on. 

20. Evaluate the tactic and responses to it 
afterwards, and use that evaluation in the 
development of further tactics. 

Training for action 
There are two aspects of preparation for most 
tactics. The first involves organisation, 
planning, delegating responsibility, and getting 
publicity. Although the details will be 
different for various types of actions, the 
processes are similar and to a large extent the 
effectiveness of the tactic will depend on the 
care which goes into its preparation. These are 
elements of preparation which are under the 
control of the participants. (Even completely 
uncontrollable elements, such as the weather, 
can be anticipated in good tactical planning.) 
At this level, good planning is often primarily 
a matter of common sense, experience, and good 
coordination. 

The other aspect of planning involves elements 
which can never be completely foreseen: the 
responses of participants, opposition, police, 
the public, or the media. Even tactics which 
appear quite straightforward - such as holding 
a public meeting - can require a fair amount of 
such planning if, for example, there is a 
likelihood of intervention from violent 
opponents. As conflict escalates and overt 
confrontation becomes more likely, the need for 
adequate planning and training greatly increases. 
This sort of training is sometimes called direct 
action training or, within the peace movement, 
nonviolence training. 

As with the straightforward organisational 
aspects of action preparation, direct action 
training relies largely on common sense, 
experience, good coordination, and communication. 
The communication tools outlined throughout this 
book can help to ensure that all participants -
or at least representatives of each group of 
participants - participate fully in planning 
sessions and are aware of planned responses to 
confrontation. Sensitivity and trust exercises 
(Chapter 5) can help break down barriers between 
participants so that in tense situations they 
are aware of each other's strengths and 
weaknesses and can respond appropriately. 
Group strategy planning (Chapter 7) can help 
participants think through the long-term 
rationale for actions such as the one being 
undertaken, and can make it easier to make 
decisions which will possibly affect the future 
of the campaign. 

Other tools are specifically designed to test 
tactics prior to their use in action situations. 
Obviously in any situation, even the most 
tightly controlled, there are unforeseen 
variables - even the best rehearsed actors are 
likely to muff their lines if a mouse scampers 
across the stage or the lighting doesn't change 

when it should. But such tools as ROLEPLAY, 
QUICK DECISION ANALYSIS and SITUATION ANALYSIS 
(pages 76 and 77) can give participants 
confidence to cope with a wide range of possible 
responses. 

Roleplay is a variety of simulation exercise, 
relying on spontaneous performance in face-to-
face encounters with relatively little formal 
structure. It allows practice in understanding 
the situation of another person, and in 
understanding one's own responses in various 
situations, particularly the emotions and 
pressures of conflict and confrontation. 
Roleplay seeks to engage participants 
physically, emotionally and intellectually. It 
is not meant to be like a real situation, nor is 
it like theatrical acting; rather, it aims to 
simulate the crucial aspects of a particular 
situation, so that participants can explore 
various possibilities within the situation. 
Although roleplay is artificial, the feelings 
which are invoked and the experience gained are 
far from artificial. Many people initially 
sceptical about the value of roleplay have been 
amazed to find themselves in "real" situations 
which call forth the same range of responses as 
they had earlier practiced. Obviously it is 
very important for the roleplay scenarios to be 
as realistic as possible, and for participants 
to act through the situation in as realistic a 
way as possible. They should not act out 
stereotyped characters, but should respond to 
and create the situation. 

Roleplay can release strong emotions if someone 
over-identifies with a role. Or the situation 
itself can escalate, particularly if a conflict 
is being roleplayed. The person leading the 
roleplays or someone else in the group should 
take responsibility for ensuring that the 
roleplay is stopped if it reaches a point where 
it is not helpful to continue. 

For people inexperienced in roleplay or facing a 
very new situation, it is best to start with 
simple two-person or four-person situations and 
move on to more complex situations involving 
more people and more difficult roles. A 
newcomer to roleplay, for example, will usually 
find it very difficult to portray realistically 
an aggressive police constable, but may well be 
able to fit easily into the role of a 
sympathetic reporter. On page 72 there is a 
series of simple roleplays which show the sort 
of thing which something like a CND group, 
planning for the first time to leaflet outside 
a factory which makes components for Trident 
submarines, might like to do to practice. 

Short, snappy roleplays such as those on page 72 
are best worked out beforehand and then gone 
through one right after the other, with only 
enough break to explain what the next roleplay 
is and to assign roles. (It's often easiest and 
fairest to assign roles at random; for scenario 
2 on page 72, for example, you would, before 
you describe the scenario, ask two people to 
raise their hands and then say, "Right, you're 
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A SERIES OF SIMPLE ROLEPLAYS 

PURPOSE: To provide training for a CND group planning for the first time to leaflet outside a 
factory which makes components for Trident submarines. 

1. In pairs.  Two members have agreed to write the leaflet. They start talking about it as 
they leave this meeting. One of them wants to headline it "Put down your tools of death" 
and wants to call on the workers to quit their jobs. The other one argues that the leaflet 
should contain facts about Trident but should recognise that people may feel that any job, 
even on Trident, is better than none. Roleplay for three minutes, then swop roles. 

2. In fours.  Going to the demo, two people try to get on the bus and are told by the driver 
or conductor that they aren't allowed to bring placards onto a crowded rush-hour bus 
because of the risk of injury to other passengers. Roles: two CND members (preferably 
carrying some sheets of card as "placards"), bus driver or conductor, one passenger who 
can be either sympathetic or hostile. Roleplay for two minutes (not a very long time - but 
no conductor is going to hold up the bus for longer than that!) 

3. In fours.  Getting off the bus. The two people who were CND members in the last scenario 
are now arms workers who have heard the row about the placards. The people who played the 
conductor and passenger in the last scenario are now CND members with placards and 
leaflets. They all get off the bus together and start walking towards the gate ... 
Roleplay for five minutes until they reach the gate. 

4. In eights.  Four people are CND members vigilling and leafletting at the gate. Two 
others are security officers from the factory, insisting that the area outside the gate is 
private property and that the CND people are trespassing. (Has anyone checked with the 
local authority to find out who actually owns the land?) The other two people are 
reporters - one sympathetic, one hostile. (Do you say the same thing to both reporters? 
Will the same spokesperson try to deal with the security officers and the journalists? 
Has anyone been specifically briefed beforehand to deal with police/security matters 
and/or with the press? If each CND person deals with one of the other people, who's left 
to hand out leaflets to the workers?) Roleplay for five minutes. 

the CND people", ask one other person in each 
group to raise their hand and assign them the 
role of bus conductor, then assign the 
remaining person the role of passenger. This 
ensures that the same people don't always 
volunteer for the "easy" or "hard" roles.) 
Then, after a series of three or four roleplays, 
everyone can come together to discuss each 
roleplay, the various responses, and how it is 
relevant to the "real" situation they are facing. 

Once participants understand the nature of 
roleplay they should be encouraged to develop 
their own scenarios, and should also be 
encouraged to take part in more complex 
scenarios. For some participants, it might take 
several sessions before they have the confidence 
to participate fully in roleplay. Some examples 
of complex roleplay are given on page 73. 

Other types of tactical training are quick 
decision analysis and situation analysis. Quick 
decision analysis was developed from stewards' 
training for a series of very large 
demonstrations in the United States. Its main 
use is for pre-demonstration training in 
thinking quickly, seizing the initiative and 
acting. It is quick to do and six or seven 
situations can be given and discussed in a half 
hour. Situation analysis can give more 
understanding of the behaviour of groups and of 

the relations between personal action and the 
larger situation. In a tactic which uses a 
considerable number of people, it is usually 
one small group of people which initiates 
response to the situation. By using 
diagrams, the best response to these crisis 
situations can be discovered, and a sense of 
strategy and tactics within a complex situation 
can be developed. 

Tactics exercises 

124. 	GENERAL ROLEPLAY 

Purpose: to analyse situations and tactics; 
to understand people and their roles; 
to anticipate new situations; 
to reveal emotive aspects of action; 
to develop interpersonal skills; 
to develop strategy and test theory. 

Materials: props as required by the scenarios 

Time: very variable - anything from 5 minutes 
upwards 

Method: One way of approaching simple, 
introductory roleplays is set out on page 71. 
For more complex roleplays, involving ten or 
more people, it is best to follow a set 
pattern. The important steps are: 
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MORE COMPLEX ROLEPLAYS 

Blockade: A group of mostly housewives and mothers block a suburban residential road used as a 
shortcut by motorists in the rush hour. Roles: seven housewives, two local young men, four car 
drivers, two police. 

Vigil: A picket is held outside the local electricity board offices by squatters and 
sympathisers protesting at the board's refusal to supply one house with electricity, despite 
its legal obligation. Two board employees cut off the supply in the street when they found 
the house was squatted. Roles: eight squatters and sympathisers, several passers-by, some 
electricity board office workers. Some passers-by are inquisitive, some are hostile; one tries 
to taunt and push around one of the vigilers. 

Sit-in: A group of claimants from a local Claimants Union sit in at a Social Security office 
to publicise the unfair distribution of benefits to single homeless people. Roles: eight 
Claimants Union members, four Social Security office staff, four policemen, one police 
inspector, one reporter. 

Negotiation: A deputation from a Residents Association is received by the leader of the 
local Council housing committee and her or his assistant. The deputation is of residents in 
one very old tenement block, complaining at the state of the building: delayed repairs, 
rubbish, bad standards of repair, damp, etc. Roles: four members of the Residents Association, 
two members of the housing committee. 

1. Explain briefly what roleplaying is, how 
it works, and why it is thought useful 
at this point. 

2. Choose a simple scenario which is 
relevant to the purpose of the roleplay 
and to the participants. It is best to 
have one based around a situation which 
the participants have already faced or 
are likely to face. The scenario can 
either be one suggested by the director, 
or by the participants. 

3. Explain the scenario to all the 
participants. Explain what groups are 
involved, the physical situation, and the 
background to the situation. Try to keep 
the situation clear and to avoid 
stereotypes. (It's easier to get into 
the role of "a hostile journalist from 
the local weekly newspaper" than just "a 
journalist". But don't explain so much 
that there is no surprise left. Some of 
the scenario may be explained only to 
some of the participants before the 
action starts. 

4. Reduce the threat of the situation by 
explaining that no one will be ridiculed 
or judged; that those who participate 
fully and realistically will get the most 
out of it; that there is no "right" or 
"wrong" way to act; and that it is better 
to explore and learn from the results of 
our responses here, in a safe situation, 
rather than out in the "real world" where 
bad responses could be costly. 

5. Cast roles, either at random (see page 71) 
or by listing the groups involved and 
the numbers required for each and asking 
for volunteers. Occasionally, especially 
in groups new to roleplay, a complicated 
or difficult role might be better filled 
by an experienced person. Decide 

beforehand whether you want to have 
observers, and if so ensure that those 
positions are filled. Especially in 
inexperienced groups, participants might 
feel safer if there are no observers. 
With more complex scenarios involving ten 
or more participants, it is usually useful 
to have one observer assigned to each 
group. In long roleplays, observers might 
want to make written notes, and in some 
instances it might even be useful to 
record some of the roleplay on a cassette 
recorder or even videotape. 

6. The various groups within the roleplay 
meet to get into role, plan their tactics, 
and decide on their general perspective. 
(If you are demonstrators, for example, 
will you leave when asked to do so? Who 
will deal with press/police/passers-by/ 
potential trouble-makers? What will 
happen if you start to be arrested?) It 
would be good for an observer to be 
present at each of these meetings. The 
director briefs each group separately, and 
may give further instructions to them on 
what to do. If the roleplay is 
particularly complex, the director may 
have prepared written briefings beforehand, 
giving the background scenario for 
everyone and role descriptions and special 
instructions for each group. The director 
can question members of a group or they 
can question each other about their 
feelings, organisational status and other 
relevant information for the role they are 
to play. This helps participants to 
define their role beforehand and makes it 
easier to remain in character when the 
action starts. The observers should be 
briefed on all that is to happen, points 
to watch, critical incidents, etc. 

7. The director brings everyone back together, 
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a tool is infinitely adaptable and there are 
as many variations as there are situations and 
actors. 

The scenario is vitally important. It must 
be detailed enough to avoid confusion, but open 
enough to allow imagination and variation. 
Sometimes participants object to roleplay which 
is too "directive" but scenarios which are 
clearly defined always get better results than 
those which are vague. 

The director should be warm and relaxed and 
make it easy for the participants to become 
involved. The whole tone of the roleplay can 
be set by the expressiveness and enthusiasm 
with which the director introduces the 
scenario; a flat presentation makes it that 
much more difficult for participants to get 
into role and to take the roleplay 
seriously. It is often good to have two 
directors working closely together - perhaps 
briefing different groups simultaneously, or 
taking it in turns to define scenarios and 
facilitate evaluation sessions. The tone and 
tempo of the roleplay need to be right, 
relaxed but brisk enough so that no one is 
standing around unable to participate actively 
in her or his role. The briefings in groups 
should be done quickly but adequately and the 
time in groups before the roleplay actually 
starts should be long enough for participants 
to get into role, but not so long that they 
talk the situation to death or get bored. 

Props can help. The situation can be defined 
with props such as a line of chairs to 
indicate the edge of a road, two chairs to 
show a doorway. If participants use props it 
can help everyone to see who is playing what 
role - demonstrators can wear badges or carry 
sheets of paper as pretend placards; reporters 
can carry a notebook or pen, or a serving spoon 
as a "microphone"; city councillors in a 
meeting can sit around a table. Ensure that 
none of the objects used is potentially 
dangerous. 

Participants sometimes over-identify with their 
roles, becoming emotional and tense, or find it 
impossible to take their roles seriously and 
become very silly. If this happens they should 
be gently taken out of the roleplay and should 
be talked to quietly. If very upset they could 
be taken out of the room for a brief period and 
given the opportunity to talk about what is 
troubling them. In very long and detailed 
roleplays participants might actually forget 
what is real and what is pretend; if this 
happens they should be gently encouraged to 
describe their surroundings in such a way that 
they are put in touch with reality. 

Although the method for complex roleplay is set 
out above in eleven distinct steps, it should 
flow smoothly together. 

125. 	ALTER EGO 

Purpose,: to expose underlying thoughts and 
feelings during conflicts. 

sets the physical scene by describing the 
layout and other relevant details, and 
starts the roleplay. 

8. The roleplay proceeds with observers 
following closely and the director also 
close to where the action is. Many 
roleplays have a natural point at which 
to end - the director should be aware of 
this - and others should be stopped by 
the director when they have exhausted 
themselves, or when sufficient material 
for discussion has been generated, or if 
it has got out of control, or if 
participants are out of character. 
Sometimes a time limit is set and this 
helps to ensure that actions and reactions 
are compressed and the roleplay remains 
lively. It is sometimes possible for the 
director to inject a new element into the 
situation by whispering instructions to 
one of the participants. 

9. When the roleplay is cut, allow a very 
short break for participants to get out of 
their roles, release tension, and change 
the mood. If the roleplay has lasted a 
fairly long time - say half an hour or 
more - it would be a good idea to have a 
break for coffee or tea. 

10. Evaluation is the most important part of 
the roleplay. The purpose of the 
evaluation is to discover what happened, 
why, and what conclusions can be drawn. 
Since no one will know all that happened 
in the roleplay or how the other 
participants felt about it, the tone of 
the evaluation is very important and must 
encourage full participation. Usually 
people talk spontaneously for a few minutes 
about what has happened, and it is nearly 
always best to let this happen before 
introducing any structure into the 
discussion. If there were observers they 
can be asked to give their reports, 
concentrating on critical incidents such 
as the beginnings of threats, the 
transition from general situation to 
personal abuse, the transition from the 
verbal to the physical, etc. Then each 
group can say how they felt, how they 
experienced and reacted to the tensions, 
etc. Each group should then examine its 
tactics, its objectives, and the extent 
to which objectives were reached. 
Finally general points and conclusions 
can be drawn. The evaluation should not 
go on for too long; it is better to go on 
to a new roleplay or a revised version of 
the old one rather than talk it over 
endlessly. Other suggestions about how 
the situation could have been handled can 
be explored and new tactics tried. 

11. The director should summarise the results 
of the evaluation and/or ask others to do 
so. Ask what participants have learnt and 
measure that against the objectives of the 
roleplay. 

Comment: Although most roleplays will probably 
roughly follow these eleven steps, roleplay as 



128. 	EXTENDED ROLEPLAY 

Purpose: to follow the course of a conflict 
composed of several confrontations; 
to discover the long-term effects of 
conflict and change. Time

: 30 minutes to 3 days 

Method: In principle there is no limit to the 
time a roleplay can last, especially if the 
roles played by most of the participants are 
close to themselves in real life. The roleplay 
is then used to extend the range of 
experiences. Meals, sleep etc can be had so 
long as the different roles only meet in the 
context of the roleplay. 

Comment: The "war exercises" of the military 
are good examples of extended roleplays, 
often lasting several days and often resulting 
in death or serious injury to participants, so 
realistic do they become. Within the 
nonviolence movement there have been two 
famous extended roleplays, both in Canada. In 
the first one the action lasted 31 hours; in 
the second it was scheduled to last for three 
days but had to be cut early because of 
emotional over-identification and injury. That 
shows the intensity of feeling which roleplays 
can generate and the depth of learning which 
this makes possible. In this case one group 
consisted of participants in a nonviolent 
seminar held on the island, and the other 
group was a gang of attackers. The entire 
roleplay, including preparation, action and 
evaluation, lasted a full week. These 
roleplays produced two books and some wiser 
people! 

or forbidding one group - say all the A's - to 
talk so that their feelings build up inside 
them. 

127. 	HASSLE LINE 

Purpose: to generate lots of information on a 
simple verbal conflict; 
to allow many people to participate. 

Time: 5-15 minutes 

Method: Divide participants into two groups, 
s and B's. All the A's stand in a line 

facing all the B's, so that a series of two-
person confrontations is set up. The spacing 
between the pairs should be as far as possible 
and the lines should be a few feet apart. All 
the A's are given one role and all the B's 
another; each pair roleplays the confrontation 
simultaneously for 2-4 minutes until the 
roleplay is cut and everyone "freezes". 
Evaluate all the roleplays together. 

Comment: By having everyone play out the same 
conflict, points can be compared and 
generalisations made more quickly and easily 
in the evaluation. Possible variations 
include switching roles before the evaluation, 

Time: variable, usually not more than 10-15 	I 
minutes 

Method: In a roleplay which involves verbal 
expression and confrontation, each role is 
given a "shadow" who positions himself or 
herself next to or behind their principal, if 
possible with their hand on the principal's 
shoulder. The shadow's task is to say whatever 
the principal is really thinking and feeling 
but not saying. The shadow should speak 
softly so as not to interfere with the main 
dialogue, which ignores the shadow. 

Comment: The shadow is, or becomes, skilled 
in using all clues, such as posture, breathing, 
tone of voice and expression to discover the 
principal's real feelings. This technique can 
be very revealing. 

126. 	SWITCHING 

Purpose: to explore the emotions of other 
people in a roleplay; 
to view both sides of the situation. 

Method: A simple roleplay is played through, 
then either in the middle or at the end some 
of the roles are quickly reversed and the 
roleplay is re-started or continued. 

Comment: This very useful technique allows on( 
to see how differently opposing sides see the 
same situation. Our role affects our 
perceptions and actions. The "classic" use of 
this technique is to roleplay a situation of 
male-female interaction, such as a domestic 
quarrel or a businessman interviewing an 
attractive prospective secretary. The 
reversal of roles from male actor playing man 
to male actor playing woman can be suprising 
for the participants. 

129. 	THE TRAIN 

Purpose: to learn to discuss one's beliefs 
with strangers. 

Materials: some sort of prop to serve as a 
magazine 

Time: about 15 minutes 

Method: This is a simple, flexible scenario 
which can teach a very valuable lesson. Two 
or more people sit in the compartment of a 
train. One accidentally drops a copy of a 
magazine or pamphlet which represents her or 
his views. Another "passenger" picks up the 
magazine and either asks a question or 
expresses an opinion to start a conversation 
as an interested (neither sympathetic nor 
hostile, at this point) outsider. Let the 
roleplayed conversation continue for five 
minutes, then cut and evaluate, or switch 
roles then cut and evaluate. 



130. 	LOCAL RADIO 

Purpose: to learn to present views quickly 
and clearly, with a few well 
chosen points. 

Materials: a prop to serve as a microphone (a 
serving spoon is fine) 

Time: 5-15 minutes 

Method: The scenario is an interview between 
a local radio reporter and one or two people. 
The time limit can be anything from 1-10 
minutes, but participants should be aware 
that anything they say may well be edited down 
to a 20-second "spot". 

Comment: It is very important that as many 
people as possible develop the confidence and 
skill to talk to the media. All too often 
protestors look silly or ill-informed in 
the media simply because they do not know how 
to express their views clearly and concisely. 
This scenario can help people learn how to 
deal with hostile interviewers as well as 
sympathetic or "neutral" ones. If desired, 
you can use a real tape recorder. 

A variation is to give a group about one hour 
to prepare a 5 or 10-minute programme for 
local radio or TV. Some stations allow 
groups to have air time like this. At the 
end of the preparation time, roleplay the 
programme, tape-recording or videotaping it 
if possible. The skills involved are not 
just speaking, but selecting suitable 
material, working together, and presenting 

Comment: This is not meant to develop into an 
argument or conflict; it is just a discussion 
in a railway carriage and provides a likely 
setting in which people have to present their 
views and the reasons for their beliefs in an 
unthreatening situation. Important questions 
are: How do we present the strong points, do 
we assume that the questioner is against us 
and become defensive and antagonistic, do we 
ask the questioner for their opinion or are we 
afraid to hear it, do we make a speech rather 
than enter into conversation, how well do 
we even understand our own views and are we 
able to present them rather than proclaim 
them, to what extent were we open and 
learning from the other person, if others in 
the carriage joined in did we feel threatened 
or outnumbered? 

One person involved in action training who 
thought this scenario was unrealistic "because 
in England no one ever talks to strangers on 
the train" was amazed when on his next train 
journey a passenger started talking to him 
about the magazine he was reading! 

A variation on this scenario is to set it in 
a supermarket queue where the time is limited 
and ends arbitrarily. In this case, 
conversation can be opened by a badge you are 
wearing rather than a magazine. What 
difference does time pressure make? Does 
being in a public setting make a difference? 

a good clear case with a simple but not 
simplistic message under time pressure. 

131. MESSAGE DESIGN 

Purpose:  to look at the effectiveness of a 
group's communications; 
to develop better "public relations". 

Materials:  typewriter, paper and carbon paper, 
possibly cassette recorders or video 
recorders 

Time: 45 minutes to 3 hours 

Method: One group play themselves - the 
activists. The other groups represent different 
audiences that the activists need to reach with 
their message. It may be possible to identify 
these groups from SOCIAL SPEEDOMETER (page 56) 
beforehand. The activists then write press 
releases, are interviewed by hostile or 
sympathetic reporters for radio or TV, write 
leaflets, describe or perform direct action, or 
do whatever they wish to present themselves. 
The specific audience groups respond as they 
would be likely to in real life, and the 
activist group modifies its style or 
presentations accordingly if it is able to and 
wants to. This can continue backwards and 
forwards for quite a time. 

Comment: This exercise encourages a group to 
communicate through their words, media 
relations and direct actions with a whole 
range of poeple in a way which is clear and 
doesn't offend people unnecessarily. 

132. SITUATION ANALYSIS 

Purpose: in groups of 5-20, to develop an 
understanding of tactics; 
to explore alternative tactics; 
to examine the roles of various 
groups in a direct action situation. 

Materials: wallchart, felt-tip pens, blu-tack 
or drawing pins 

Time: 20 minutes 

Method: The situation to be considered is 
usually one which is too large to be 

roleplayed, and is usually moving towards a 
crisis point in which actions will have to be 
taken which will determine the outcome of the 
situation. An example is given on page 77. 

Draw a diagram of the situation on the wall 
chart and give participants about two minutes 
to consider silently the possible actions of 
the groups in the situation. Then open a 
discussion on the possible tactics of the 
groups. Discussion shouldn't go on for too 
long - perhaps 10-15 minutes. 

Comment: There is no "right" answer in a 
situation analysis. The object is to explore 

the possible tactics of the various groups, 
and to consider possible results. Don't let 
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133. 	QUICK DECISION ANALYSIS  

Purpose: in groups of 3-4, to prepare people 
to respond quickly to crisis 
situations. 

Materials: stopwatch 

Time: 5-10 minutes 

Method: The leader very quickly presents, in 
one sentence, a crisis situation calling for an 
immediate action decision. Individually or in 
groups of 3-4, participants have a very short 
time - 10-60 seconds - to reach their decision. 
They give their decision and a short discussion 
follows. 

Examples: A woman faints inside the line of a 
march. You are a steward - what do you do? 
(Allow 15 seconds) 

In a rally, bricks are being tossed over your 
head at the police. What do you do? (Allow 
15 seconds) 

The march you are on has stopped for some 
reason; people are becoming bored and impatient 
and cold. What do you do? (Allow 30 seconds) 

Someone rushes into a meeting and shouts, 
"There's a bomb planted in this hall!" What 
do you do? (Allow 15 seconds) 

Comment: The situations and the times before 
the crisis breaks are all realistic. These 
things do happen and 15 seconds is a long time 
in these situations. This exercise teaches 
people to think quickly under stress and focus 
on key issues, but there is a danger that doing 
too many of these exercises can actually dull 
people's sense of reality, or - if done right 
before an action - can establish a crisis 
mentality in which people become more tense and 
tend to over-react to potential crisis 
situations. The tool should be carefully used 
and there should be adequate time for informal 
discussion of possible responses to the 
situations. 

the discussion become too hypothetical - it's 
better to move to roleplaying a smaller 
situation or move on to another situation 
analysis. 
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The coordinating group for a large anti-
nuclear march have agreed that the march 
should be led by two drummers, followed by a 
number of demonstrators wearing shrouds and 
marching silently. Other groups participating 
in the march have been assigned positions 
within the line of march. 

As the demonstration sets off a number of 
supporters of the "Revolutionary Youth Group" 
position themselves behind the shrouded 
marchers. Their chants , through a loud-
hailer, drown out the drumming. Some of the 
group move forward until two of them, carrying 
a large red "Revolutionary Youth Group" 
banner, are at the head of the march. 

Drummers at head of march 

A = Anti- nuclear campaigners 
in costume 

= "Revolutionary yin youth Group " 

0 = 	Other marchers 

P = Police 
= Steward 

T = TV cameras 

P 

SAMPLE SITUATION ANALYSIS 

(see page 76) 



For further reading 

We have included in this reading list only a few of the most interesting and easily available books 
and pamphlets on training for action, group dynamics, sensitivity, vision, and strategy and tactics. 
If you have trouble obtaining books from your local bookshop or library, you can order them by post 
from HOUSMANS BOOKSHOP, 5 Caledonian Road, London N1 9DX. 

TRAINING FOR ACTION  

Resource Manual for a Living Revolution 

War Resisters League Organizer's Manual 

Peaceworking: A campaigning handbook 

An Introduction to Nonviolent Action Training 

GROUP DYNAMICS 

Co-operative and Community Group Dynamics: 
or, your meetings needn't be so appalling 

Human Groups 

Group Processes: An introduction to group 
dynamics 

Structured Experiences for Human Relations 
Training 

SENSITIVITY 

Joy 

Encounter Groups 

The Human Side of Human Beings 

Winners All: Cooperative games for all ages 

Virginia Coover, Ellen Deacon, Charles Esser,-
Christopher Moore 
Movement for a New Society, 1977. £4.75. 

edited by Ed Hedemann 
War Resisters League, 1981. £4.50. 

United Nations Association, 1981. £1.50. 

Dawn Magazine no. 72, 1982. 30p. 

Rosemary Randall and John Southgate 
Barefoot Books, 1980. £1.50. 

W J H Sprott 
Penguin, 1970. 85p. 

Joseph Luft 
Mayfield Publishing Co, 1970, 2nd ed. £3.25. 

edited by J William Pfeiffer and John Jones 
University Associates, 1975-1979. 
Seven volumes of introductions, group dynamics 
and much more. £5.50 per volume. 

William Schutz 
Grove (USA), 1967. $1.95. 

Carl Rogers 
Penguin, 1967. 70p. 

Harvey Jackins 
Rational Island (USA), 1978. $3.00. 

Pax Christi, 1980. 60p. 

VISION 

Communi tas 

Post-Scarci ty Anarchism 

Island 

Tools for Conviviality 

Introduction to Socialism 

Paul and Percival Goodman 
Vintage Books, 1973. £1.25. 

Murray Bookchin 
Wildwood House, 1974. £1.95. 

Aldous Huxley 
Panther, 1976. £1.50. 

Ivan Illich 
Fontana, 1975. £1.25. 

Leo Huberman and Paul Sweezy 
Monthly Review, 1968. £2.15. 
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News from Nowhere 	 William Morris 
Routledge, 1970. 75p. 

Woman on the Edge of Time 	 Marge Piercy 
Women's Press, 1978. £2.50. 

STRATEGY AND TACTICS  

The Politics of Nonviolent Action 
vol 1. Power and Struggle 
vol 2. Methods of Nonviolent Struggle 
vol 3. The Dynamics of Nonviolent Action 

The Power of the People: Active nonviolence 
in the United States 

Shoulder to Shoulder 

Conquest of Violence: The Gandhian philosophy 
of conflict 

Rules for Radicals 

On the Duty of Civil Disobedience 

Nonviolence Against Nuclear Power? 

Hell No We Won't Glow: Seabrook 1977 

Learning and the Simulation Game 

Gene Sharp 
Porter Sargent, 1980. vol 1 £1.75, vol 2 £2.95, 
vol 3 £3.25. 

edited by Robert Cooney and Helen Michalowski 
Peace Press, 1977. £6.50. 

Midge MacKenzie 
Penguin, 1975. £3.50. 

Joan Bondurant 
University of California Press, 1966. £3.50. 

Saul Alinsky 
Vintage Books, 1973. £1.25. 

Henry David Thoreau 
Housmans, 1968. 30p. 

Cork Friends of the Earth and Dawn Magazine, 
1980. 30p. 

Sheryl Crown 
Housmans, 1979. 45p. 

John L Taylor and Rex Walford 
Open University Press, 1978. £2.95. 
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